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About Diageo

Diageo i s  a  g loba l  leader  in  beverage a lcoho l  w i th  an outs tand ing co l lec t ion o f  b rands across  sp i r i t s , beer  

and w ine categor ies .  These brands inc lude Johnn ie  Walker, Crown Roya l , JεB, Buchanan ’s  and Windsor  

wh isk ies , Smi r nof f , C î roc  and Kete l  One vodkas , Capta in  Morgan , Ba i leys , Don Ju l io , Tanqueray and 

Gu inness . D iageo i s  a  g loba l  company, and our  products  are so ld  in  more than 180 count r ies  around the 

wor ld .  The company i s  l i s ted on both the London Stock Exchange (DGE) and the New Yor k S tock 

Exchange (DEO) .  For  more in fo rmat ion about  D iageo, our  peop le , our  b rands , and per fo rmance , v i s i t  us  

at  www.d iageo.com.  V i s i t  D iageo ’ s  g loba l  respons ib le  d r ink ing resource , www.DRINKiQ .com, fo r  in fo rma-

t ion , in i t ia t i ves , and ways to  share best  pract i ce . Ce lebrat ing l i fe , ever y  day, ever ywhere .

Plan W

P lan W is  par t  o f  D iageo ’ s  new 2020 sus ta inab i l i t y  and respons ib i l i t y  ta r gets  wh ich a ims to  bu i ld  th r i v ing  

communi t ies . Through P lan W Diageo a ims to  empower  women by  g i v ing them oppor tun i t ies  to  lear n and 

deve lop sk i l l s  to  be able  to  in f luence soc ie ty  and the economy. The communi ty  in i t ia t i ve  was launched in  

December, and in  March 2013, D iageo became the f i r s t  beverage a lcoho l  company to  s ign the UN 

Women’s  Empowerment  Pr inc ip les  g loba l l y, fu r ther  demonst rat ing Diageo ’ s  commitment  to  wor kp lace 

d i ve r s i t y  fo r  our  own bus iness , as  we l l  as  g rowing the ta lents , sk i l l s  and capab i l i t y  o f  the women who wor k 

in  our  w ider  va lue cha in . Our  four  key areas o f  focus  fo r  P lan W inc lude ; Our Company :  ensur ing a d i ve r se 

and equ i table  wor k fo rce ; Our Indust r y :  de l i ve r ing ta r geted sk i l l s  t ra in ing to  women in  hosp i ta l i t y  to  

improve the i r  knowledge and job prospects ; Our Communi t ies :  wor k ing w i th  par tner s , to  t ra in  women in  

marg ina l i zed communi t ies  he lp ing them to get  jobs  and s tar t  bus inesses ; Our Consumer s :  ra i s ing aware-

ness  among consumer s . To date , P lan W has empowered 90 ,575  women th rough lear n ing , ind i rec t l y  

impacted 452,875 peop le  and i s  bu i ld ing th r i v ing communi t ies  ac ross  15 count r ies .
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Execut ive Summary

Background

This  White Paper i s  the resu l t  o f  a  Diageo- led in i t ia t ive which has brought  together key 

member s of  the hosp i ta l i ty  and tour i sm industr y  and NGOs to under stand the bar r ier s  to 

gender d iver s i ty  and deve lop recommendat ions to un lock the potent ia l  that  women of fer  

wi th in the sector ’s  ta lent  pool .  The Coal i t ion a l so a ims to co l lect ive ly  r a i se awareness  of  the 

broader ta lent  shor tage that  the hosp i ta l i ty  sector faces , and the ro le that  women can , and 

should , p lay in  the future growth of  the industr y  on the bas i s  o f  both a bus iness  (“ the head”)  

and mora l  (“ the hear t”)  r at iona le . .

The tour i sm and hosp i ta l i ty  sector has  become an economic and soc ia l  phenomenon, demon-

str at ing above aver age growth for  the f i f th  consecut ive year  s ince the 2009 economic cr i s i s  

and be ing set  to create 70 mi l l ion new jobs over the next  10 year s .  With in the industr y, 

women make up near ly  70% of  the wor kforce , however par adoxica l ly  there i s  a  mar ked 

under-representat ion of  women in sen ior  pos i t ions , wi th women hold ing less  than 40% of  a l l  

manager ia l  pos i t ions , less  than 20% of  gener a l  management ro les  and between 5-8% of  board 

pos i t ions .

As a  resu l t  o f  the s ize and re levance of  the sector wi th in the g loba l  economy, there are a  

wide r ange of  s takeholder s  that  have a s t rong commerc ia l  in terest  in  enabl ing i t s  cont inued 

growth and deve lopment , and assoc iated wi th th i s , in  enhanc ing the ta lent  p ipe l ine in  order 

to un lock the potent ia l  o f  women in the wor kp lace . These s takeholder s  encompass pr ivate 

and publ ic  sector p layer s , educat ion and tr a in ing prov ider s  as  wel l  as  the communi t ies  in  

which the sector i s  act ive .  Th is  White Paper addresses each of  these groups and prov ides 

tar geted recommendat ions based on the bus iness  case for  gender d iver s i ty  wi th in the 

industr y.

OF ALL MANAGERIAL POSITIONS

WOMEN HOLD < LESS THAN

LESS THAN 20%  OF GENERAL

MANAGEMENT ROLES AND 
BETWEEN 5-8% OF BOARD POSITIONS

40%
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Approach & Methodology

The Paper was deve loped through co l laborat ion across  industr y  par t ic ipants  and s takehold-

er s , by shar ing best  pr act ice examples wi th in the sector and conduct ing in-depth inter v iews 

wi th Coa l i t ion member s , in  order to ident i fy  opt ima l  ways of  enhanc ing gender d iver s i ty.

Research-based case s tud ies  were created and prov ided by Coa l i t ion member s and other 

industr y  s takeholder s .  The case s tud ies  a im to h igh l ight  best  pr act ice ta lent  s t r ateg ies  and 

inc lus ive employment pr act ices . Coa l i t ion member s engaged in  open d ia logue wi th industr y  

member s , non-government or gan isat ions (NGOs) and educat ion prov ider s  in  order to 

fur ther ident i fy  learn ings  that  can be shared across  the sector.

The Paper a l so examines the two pr imar y propos i t ions for  gender equa l i ty  wi th in the tour-

i sm and hosp i ta l i ty  sector ; both the mora l  imperat ive and the bus iness  case and a ims to 

demonstr ate the f inanc ia l  ga ins  assoc iated wi th prov id ing more oppor tun i t ies  for  women in 

leader sh ip.

Findings

The Paper c lear ly  demonstr ates  the need and oppor tun i ty  to better  cap i ta l i se  on the ro le of  

women as  a  key component of  the ta lent  p ipe l ine wi th in the sector to the deep benefi t  o f  

the g loba l  industr y  as  wel l  as  ind iv idua l s  and communit ies  where tour i sm i s  act ive . 

I t  i s  c lear  that  the industr y  does not demonstr ate one s ing le  so lut ion that  wi l l  address  the 

under representat ion of  women in sen ior  pos i t ions wi th in the industr y.  Desp i te th i s , the 

Paper has  ident i f ied a widespread be l ie f  in  the bus iness  benefi t s  o f  d iver s i ty  and mot ivat ion 

across  the industr y, to better  enable women to dr ive the future of  the industr y. 

In  order to benefi t  f rom th i s  mot ivat ion , the Paper prov ides key recommendat ions for  s take-

holder s  to a l i gn wi th and implement across  three core areas – pol ic ies  and procedures , 

engagement and consu l tat ion , and educat ion and tr a in ing .  Th is  research a l so ident i f ied a lack 

of  ava i lable data wi th in the industr y  to s tat i s t i ca l ly  suppor t  the bus iness  case for  d iver s i ty, 

and i t  i s  on th i s  bas i s  that  the Paper ca l l s  for  fur ther moni tor ing , eva luat ion and co l laborat ive 

engagement in  order to meaning fu l ly  bu i ld  on the imperat ive to un lock the potent ia l  o f  

women with in the ta lent  pool .

Execut ive Summary
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Proposit ion

The Bus iness Case

The debate that  promotes equa l  oppor tun i t ies  for  women in the hosp i ta l i ty  wor kp lace 

re la t ive to the i r  male co l leagues re f lects  two d is t inct  but  inter-re la ted propos i t ions , v i s .

The mora l  imperat ive , in  which women have the 

r ight  to equa l  access  to oppor tun i ty, reward and 

status  to that  of  men in the hosp i ta l i ty  wor kp lace 

when they under take s imi lar  wor k , as  wel l  as  

when asp i r ing to promot ion and advancement . 

Because of  h i s tor ica l  and cu l tur a l  factor s , women 

may a l so mer i t  the suppor t  of  a f f i rmat ive act ion 

in  order to at ta in  such equa l i ty ; and

Emotional (Hear t) Commercia l (Head)

The bus iness  case , which s t ipu lates  that  women 

represent  a  ta lent  pool  in  the hosp i ta l i ty  sk i l l s  

economy that  i s  a t  least  as  great  as  that  of  men 

in most  countr ies  and there i s  c lear  commerc ia l  

log ic  to foster  th i s  ta lent , in  the interests  of  

companies  and the wider economy.

Th is  White Paper recogn ises  the impor tance of  the chang ing at t i tudes to women in the 

hosp i ta l i ty  wor kp lace in  suppor t ing the i r  r ight  to equa l  t reatment in  law and in  pr act ice . 

However, our main focus i s  on the r at iona le that  suppor ts  in i t i a t ives  to increase the number 

of  women in leader sh ip pos i t ions , g iven the integr a l  ro le they p lay wi th in ta lent  s t r ateg ies , 

and the resu l t ing f inanc ia l  ga ins  f rom such an approach . 

Women represent  at  least  ha l f  o f  the ta lent  ava i lable to or gan isat ions and economies in  most  

countr ies . Whi le  ta lent  i s  recogn ised as  a  cr i t i ca l  bus iness  asset  and a fundamenta l  dr iver  of  

corporate per formance , winn ing the "war for  ta lent "  i s  seen as  a  s ign i f i cant  cha l lenge , par t ic -

u lar ly  in  deve lop ing countr ies . I gnor ing th i s  ta lent  pool  puts  at  r i sk  the compet i t iveness  of  

both companies  and the economies in  which they operate . E f fect ive ly  manag ing the ta lent  

p ipe l ine i s  essent ia l  for  meet ing companies ’ human cap i ta l  and enables  them to better  

produce , d i s t r ibute and de l iver  the i r  goods . To pr ior i t i se  men with in th i s  potent ia l  ta lent  pool  

represents  a  s ign i f i cant  missed oppor tun i ty  in  any ta lent  s t r ategy.

The ev idence base for  the d iver s i ty  bus iness-or iented ta lent  case i s  compel l ing . The “Diver s i -

ty  Matter s” repor t  (McKinsey & Company, 2014) found a s tat i s t i ca l ly  s ign i f i cant  re la t ionsh ip 

between a more d iver se leader sh ip and better  f inanc ia l  per formance . The companies  in  the 

top quar t i le  of  gender d iver s i ty  were 15 percent  more l i ke ly  to ach ieve f inanc ia l  returns that  

were above the i r  nat iona l  industr y  median .
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The Bus iness Case

FINANCIAL PERFORMANCE & DIVERSITY

Predicted increase in  EBIT marg in for  increase 
of  10% in gender d iver s i ty

-0 .5 0 .0 0 .5 1 .0 1 .5 2 .0 2 .5 3 .0 3 .5

Overa l l

Execut ive Team

UK

US &
Canada

Lat in
Amer ica

Source Mck inseyBoard

This  McKinsey & Company ana lys i s  c lear ly  demonstr ates  the va lue , in  profi tab i l i ty  and wider 

per formance terms , o f  increas ing gender d iver s i ty  at  sen ior  leve ls  wi th in major  or gan isat ions . 

The bus iness  case for  gender d iver s i ty  can be fur ther suppor ted by a number of  po ints  that  

are d i rect ly  re levant  to the tour i sm and hosp i ta l i ty  industr y :

Women make the major i ty  of  a  household ’s  purchase dec i s ions and therefore 

demonstr ate s t ronger customer or ientat ion

Diver s i ty  foster s  improved dec is ion-mak ing through innovat ion and creat iv i ty

Women can he lp to introduce a wider r ange of  sk i l l s  and tr a i t s  to the wor kp lace 

-  more people deve lopment , expectat ions and rewards , ro le models , insp i r at ion 

and par t ic ipat ive dec i s ion-mak ing (McKinsey & Company, 2012) .
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The Bus iness Case

The Hospita l i ty  Industr y

Ev idence a l so suggests  that :

Diver s i ty  can lead to increased employee sat i s fact ion and reduct ion in  conf l i c ts  

between groups , improv ing co l laborat ion and loya l ty.

Gender equa l i ty  i s  s t rong ly  l inked to the economic per formance of  a  countr y -  

accord ing to the Globa l  Gender Gap Index (Wor ld Economic For um, 2014) .

The bus iness  case for  gender d iver s i ty  i s  wel l - summed up by Oxfam:

En l ightened bus inesses are rea l i s ing that  enabl ing women’s  fu l l  potent ia l  de l iver s  returns . 

For bus iness , equa l  t reatment of  women and men means access  to the most  ta lented pool  

of  wor ker s , a  more ba lanced and ta lented board , greater  appea l  to the consumer base , an 

enhanced corporate reputat ion , and even a more s table supply  of  bas ic  commodit ies

Oxfam, 2012

“

”

Over the past  few decades , tour i sm has exper ienced cont inued growth and d iver s i f i cat ion to 

become one of  the fas test  growing economic sector s  in  the wor ld . Modern tour i sm i s  c lose ly  

l inked to deve lopment and encompasses a  growing number of  new dest inat ions . These 

dynamics  have turned tour i sm into a key dr iver  for  soc io economic progress  (UN Wor ld 

Tour i sm Organ isat ion , 2014) .

Today, the bus iness  vo lume of  tour i sm equa ls  or  even surpasses that  of  o i l  expor ts , food 

products  or  automobi les . Tour i sm has become one of  the major  p layer s  in  internat iona l  com-

merce , and represents  one of  the main income sources for  many deve lop ing countr ies . Th is  

growth has a l so resu l ted in  greater  d iver s i f i cat ion and compet i t ion among dest inat ions . Th is  

g loba l  spread of  tour i sm in industr ia l i sed and deve loped states  has  produced economic and 

employment benefi t s  in  many re la ted sector s  -  f rom constr uct ion to agr icu l ture or te lecom-

municat ions .

The Growth of  Tourism
An economic & soc ia l  phenomenon
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The Hospita l i ty  Industr y

The contr ibut ion of  tour i sm to economic wel l -be ing depends on the qua l i ty  and the reve-

nues of  the tour i sm of fer ing . The Uni ted Nat ions ’ Wor ld Tour i sm Organ isat ion (UNWTO) 

ass i s t s  dest inat ions in  the i r  susta inable pos i t ion ing in  ever more complex nat iona l  and inter-

nat iona l  mar kets . The UNWTO points  out  that  par t icu lar ly  deve lop ing countr ies , in  par t icu-

lar, s tand to benefi t  f rom susta inable tour i sm and acts  to he lp make th i s  a  rea l i ty.

UN Wor ld Tour i sm Organ isat ion , 2014

Why Tourism Matters

9%
GDP

1

JOBS
11

US$ 1.4 TRILLION

IN EXPORTS

6% OF
WORLD’S
EXPORTS

30% OF
SERVICES
EXPORTS

Accord ing to the Wor ld Tr ave l  and Tour i sm Counc i l  (WTTC) , g loba l  tour i sm wi l l  create 70 

mi l l ion new jobs in  the next  decade , and a lmost  70% of  these wi l l  be in  As ia . Over the same 

per iod , the WTTC pred icts  As ia ’s  t r ave l  and tour i sm industr y  wi l l  grow by more than 6% 

each year—the fas test  expans ion r ate of  any reg ion in  the wor ld . By 2020, As ian t r ave ler s  

wi l l  account for  near ly  one-ha l f  o f  a l l  g loba l  tour i sm expendi tures . 

Faced with such h igh growth pred ict ions , espec ia l ly  in  As ia , the hosp i ta l i ty  industr y  must  

adopt a  more proact ive and st r ateg ic  approach to ta lent  management .

Women in Tourism & Hospita l i ty

Tak ing a  g loba l  per spect ive , women in hosp i ta l i ty :

Make up c lose to 70% of  the tota l  wor k force (S inc la i r, 1997)

Under take over 70% of  a l l  wor k in  the in formal  hosp i ta l i ty  sector (S inc la i r, 1997)
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S ince women a l ready make up a s ign i f i cant  propor t ion of  the hosp i ta l i ty  industr y ’s  wor k-

force , any ta lent  management s t r ategy that  does not incorporate a  focus on female human 

cap i ta l  would be i l log ica l . On th i s  bas i s  a l so, i gnor ing the bar r ier s  to the inc lus ion of  women 

in the potent ia l  supply  of  ta lent  would be i l log ica l .  However, ev idence shows that  th i s  i s  

happening :

The Hospita l i ty  Industr y

Women hold less  than 40% of  a l l  manager ia l  and super v i sor y pos i t ions in  the 

internat iona l  hosp i ta l i ty  industr y  (Baum, 2013)

Women hold less  than 20% of  gener a l  management ro les  (S inc la i r, 1997)

Women are ident i f ied as  owner s  of  less  than 20% of  hosp i ta l i ty  bus inesses and on ly  

around 10% of  hote l s  wor ldwide (S inc la i r, 1997)

Women make up between 5% and 8% of  corporate board member s of  publ ica l ly -quoted 

hosp i ta l i ty  bus inesses (S inc la i r, 1997)

In a  2015 repor t , the WTTC h igh l ighted the consequences of  ta lent  imba lances and ta lent  

shor tages in  g loba l  tour i sm, focus ing on ser ious bus iness  and profi tab i l i ty  consequences . Of 

the ta lent  cha l lenges faced by hosp i ta l i ty, perhaps the major  i s sue i s  that  of  a  fa i lure to ut i l i ze 

ta lented women to the best  e f fect  wi th in the industr y, par t icu lar ly  at  sen ior  leve ls .

In  2010 , the Internat iona l  Labour Organ izat ion ( ILO) h igh l ighted the cha l lenges faced by 

women in the hosp i ta l i ty  wor kp lace when i t  noted that  “A d iver gence between qua l i f i cat ions 

and wor kp lace rea l i ty  i s  obser vable for  women, who make up between 60 and 70 per cent  

of  the labour force . Unsk i l led or semi-sk i l led women tend to wor k in  the most  vu lner able 

jobs , where they are more l i ke ly  to exper ience poor wor k ing condi t ions , inequa l i ty  of  oppor-

tun i ty  and treatment , v io lence , exp lo i tat ion , s t ress  and sexua l  har assment” (Baum, 2013) .

Th is  assessment i s  suppor ted by a number of  complementar y sources , notably  the UNWTO 

in a  2010 repor t  that  h igh l ights  both the oppor tun i t ies  and cha l lenges that  face women with 

respect  to employment in  tour i sm.

Desp i te dominat ing the hosp i ta l i ty  industr y  by number s , and the apparent  “d iver s i ty  advan-

tage” th i s  br ings , women cont inue to be under-represented in  sen ior  pos i t ions and gener a l  

management ro les  and when i t  comes to women in leader sh ip ro les  the sector fa l l s  shor t  of  

other industr ies  that  don ’ t  demonstr ate the same advantage .

The imperat ive to have women in leader sh ip ro les  i s  now mainstream, and many mul t inat ion-

a l  companies  and sector s  have in i t ia t ives  and object ives  which a im to make th i s  poss ible . 

However, the hosp i ta l i ty  and tour i sm industr y  c lear ly  has  not yet  succeeded in promot ing 

women in s ign i f i cant  number s into leader sh ip pos i t ions .
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The quest ion i s  why?  What bar r ie r s  ex i s t  in  the hosp i ta l i t y  indust r y  to  prevent  women 

progress ing in to  sen io r  ro les  and what  i s  be ing done to  break down these bar r ie r s ?

The Hospita l i ty  Industr y

Barr iers fac ing Women in Hospita l i ty

The gender cha l lenges in  the g loba l  hosp i ta l i ty  industr y  h igh l ight  a  r ange of  bar r ier s  

that  are predominant ly  soc io-cu l tur a l  but  which a l so impinge on wider economic and 

pol i t i ca l  

Cul tur a l  t r ad i t ions that  are mani fest  in  d i f fer ing ways and to var ied degrees 

across  most  countr ies  and communit ies  which prescr ibe t r ad i t iona l  gender ro les  

and respons ib i l i t ies  in  the home and wor kp lace , thus mit igat ing aga inst  oppor tu-

n i ty  for  women to progress  to the h ighest  leve ls  in  or gan isat ions .

Educat ion systems in  many countr ies  that  cont inue to typecast  men and women 

into spec i f i c  wor k and domest ic  ro les .

Role s tereotyp ing that  sees women typecast  into ro les  in  spec i f i c  depar tments  of  

hote l s  such as  housekeeping , f ront  of f i ce , human resource management and 

mar ket ing f rom which promot ion to sen ior  oper at iona l  and leader sh ip ro les  may 

be d i f f i cu l t .

Wor kp lace ro le models  that  re in force these s tereotypes .

A combinat ion of  over t  and impl ic i t  d i scr iminat ion aga inst  women at  a l l  s tages of  

the recr u i tment and promot ion/  oppor tun i ty  cyc le , notwithstand ing equa l  

oppor tun i t ies  leg i s la t ion in  many countr ies .

Wor kp lace cu l tures  and expectat ions in  hosp i ta l i ty  that  d i sadvantage women who 

asp i re to a reasonable ba lance between wor k and fami ly  (ch i ld  and e lder)  care 

respons ib i l i t ies .

Asp i r at iona l  and laudable corporate pol ic ies  in  major  hosp i ta l i ty  companies  that  

suppor t  oppor tun i ty  for  women on an equa l  foot ing to men and , in  some cases , 

prov ide addi t iona l  a f f i rmat ive act ion to enable women to progress  in  or gan isa-

t ions . However, such pol ic ies  and progr ammes r are ly  extend to inc lude the 

increas ing ly  d iver se and extended supply  cha in that  i s  in  p lace in  companies  that  

outsource ser v ices  across  a  r ange of  f ront-  and back-of -house funct ions .
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The Hospita l i ty  Industr y

Case Studies

A major and re la t ive ly  unar t icu la ted bar r ier  to gender progress ion and break ing the 

g lass  ce i l ing at  sen ior  leve ls  in  the hosp i ta l i ty  industr y  cou ld wel l  be the at t i tude of  

owner s  who increas ing ly  in f luence the employment pr act ices  of  the i r  management or  

f r anch ise companies . Owner s are not sub ject  to the asp i r at iona l  po l ic ies  and s t r ateg ies  

that  major  companies  might  put  in  p lace .

Case mak ing bar r ier s  – a  rev iew of  some of  the major  events  des igned to address  

i s sues of  women’s  par t ic ipat ion tend to cons i s t  o f  women ta lk ing to women. I t  i s  v i ta l  

that  a l l  s takeholder s  move away f rom the percept ion that  th i s  i s  a  ‘women’s  i s sue ’ to 

which on ly  women have a ser ious input . I t  i s  v i ta l  that  gender i s sues in  the hosp i ta l i ty  

wor kforce are seen as  a  bus iness  matter  that  demands engagement of  key per sonnel , 

i r respect ive of  the i r  gender.

Stakeholders with Commercia l  Interests

The hosp i ta l i ty  and tour i sm industr y  accounts  for  a  s ign i f i cant  propor t ion of  economic act iv -

i ty  in  As ia  and as  such impacts , and i s  impacted by, a  wide r ange of  s takeholder s . These s take-

holder s  have a vested interest  in  enabl ing the cont inued growth of  the industr y  and there-

fore share the respons ib i l i ty  for  a  hea l thy ta lent  p ipe l ine . They inc lude the pr ivate sector 

(mul t i -nat iona l  hote l  groups , hote l  owner s , loca l  oper ator s  and the hosp i ta l i ty  supply  cha in) , 

governments  and reg iona l  po l icy  maker s , educat ion prov ider s  and tr a in ing inst i tutes , and the 

wider communi ty  in  which the tour i sm industr y  ex is ts . 

Th is  paper makes a  r ange of  recommendat ions for  these s takeholder s  – spec i f i ca l ly  or  in  

gener a l  – which are based on the “head” propos i t ion , or  commerc ia l  r at iona le , for  gender 

d iver s i ty  in  the hosp i ta l i ty  industr y.

Responding to the cha l leges :
Best  pr act ice s takeholder case s tud ies

Whi le  there i s  c lear ly  more progress  needed in order to improve gender equa l i ty  wi th in the 

sector, by co l laborat ing and shar ing best  pr act ice act iv i t ies  that  are de l iver ing resu l t s , the 

industr y  i s  able to learn f rom ex is t ing s takeholder s  and enhance the adopt ion of  innovat ive 

approaches to gender equa l i ty.

 

The best  pr act ice cases out l ined here , and prov ided by HIP Coa l i t ion member s , form the 

bas i s  for  the recommendat ions that  conc lude th i s  White Paper. The case s tud ies  are c lass i f ied 

into three categor ies  – hote l  companies , educat iona l  establ i shments  and NGOs.
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Case Studies

Hotel  Companies

Case Study 1

Accor -  Role Models  & Networ ks

Accor operates  3 ,600 hote l s  in  92 countr ies , 19 of  which are in  As ia  Pac i f i c . 47% of  a l l  s ta f f  

and 22% of  management s ta f f  are female . 

Accor ’s  wor ldwide d iver s i ty  po l icy  i s  def ined in  The Group’s  Diver s i ty  Char ter, which i s  

based on the pr inc ip le  of  non-d iscr iminat ion and equa l  t reatment . The four pr ior i t ies  for  the 

Group are : gender, d i sab i l i ty, age and or ig in .  The pol icy  i s  suppor ted by a “Diver s i ty  manage-

ment” e- learn ing t r a in ing progr amme which t r a ins  s ta f f  across  a  wide r ange of  themes that  

re la te to e f fect ive d iver s i ty  management , inc lud ing ga in ing a  fu l l  under stand ing of  the i ssues , 

the lega l  and soc ia l  context , to be able to recogn ize management s i tuat ions where gender 

d iver s i ty  i s  a  concern , d i s t ingu ish ro le and oppor tun i ty  s tereotypes and under stand the cha l -

lenges in  promot ing d iver s i ty.

Accor a ims to deve lop women in leader sh ip and i s  mak ing a  d i f ference in  ach iev ing gender 

d iver s i ty, through i t s  interna l  networ k ing progr amme , Women at  Accor Generat ion (WAAG), 

which i s  h igh l ight ing women’s  ro les  and oppor tun i t ies  in  Accor.

In  As ia  Pac i f i c , WAAG Committee i s  represented by member s f rom China , Ind ia , Indones ia , 

Tha i land , S ingapore , New Zea land , Austr a l i a , Korea and Japan , who have each establ i shed 

ta i lored act iv i t ies  and progr ammes in  countr y, to meet the i r  un ique cha l lenges in  ach iev ing 

gender d iver s i ty. For example , in  Austr a l i a , women return ing to wor k a f ter  ch i ldb i r th face 

expens ive ch i ld  care and long wai t ing l i s t s . WAAG and the Austr a l i an leader sh ip team deve l -

oped a f lex ible  wor k pol icy, which enables  f lex ible  wor k ing ar r angements  such as  var y ing 

wor k hour s , wor k ing f rom home and job share ar r angements . Th is  po l icy  benefi t s  women but  

a l so men who share fami ly  respons ib i l i t ies . In  contr ast  Accor Ind ia ’s  wor kforce -  where the 

hosp i ta l i ty  industr y  i s  perce ived as  unsa fe and unattr act ive as  a  career choice for  women -  

compr ises  on ly  11% women. WAAG is  d i spe l l ing myths and growing an under stand ing of  the 

oppor tun i t ies  in  the industr y  through engagement wi th un iver s i t ies  and parents .
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In  set t ing up the networ k , Accor As ia  Pac i f i c  WAAG committee consu l ted wi th i t s  900 mem-

ber s  to ident i fy  needs . Many wanted to bu i ld  sk i l l s , knowledge and confidence to fur ther 

the i r  career s . In  response , Accor deve loped a co l laborat ion s i te  to enable greater  shar ing , 

featur ing the networ k ’s  act iv i t ies , “EmpoWer Hour s” webinar s  featur ing guest  speaker s  on 

key top ics  such as  ‘how to say no ’ , ‘ g iv ing and rece iv ing feedback ’ , and career p lann ing ass i s -

tance , as  wel l  as  face to face for ums led by success fu l  sen ior  female leader s  in  the or gan isa-

t ion . To address  member s ’ des i re for  in  per son suppor t , a  mentor ing progr amme was estab-

l i shed , match ing male and female mentor s  wi th female member s to prov ide spec i f i c  sk i l l s  

coach ing or adv ice on how to e f fect ive ly  manage or gan isat iona l  po l i t i cs  – wide ly  shown to 

be an aspect  which causes women to opt out  at  sen ior  leve l . In  2014 , 59 mentor ing matches 

were made and repor ts  to date have ind icated that  the progr amme has benefi ted both men-

tor s  and mentees .

Accor has  a l so implemented recr u i tment pr act ices  to suppor t  women into manager ia l  pos i -

t ions , such as  requ i r ing the f ina l  shor t  l i s t  o f  cand idates  for  a  h i r ing ro le to inc lude equa l  

number of  men and women candidates .

I t  i s  impor tant to develop role models  with in organisat ions to insp ire women to progress 

their  own careers in hospita l i ty. Estab l i sh ing p lat forms to share exper iences , seek guidance , 

suppor t and insp irat ion is  v i ta l . Ensur ing interna l  pract ices are a l igned is  key.

Learning from th is  case
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Case Study 2

Banyan Tree -  Beyond Gender. Loca l  Sourc ing

Banyan Tree Hold ings  L imi ted i s  a  lead ing , in ternat iona l  hosp i ta l i ty  br and that  manages and 

deve lops premium resor ts , hote l s  and spas . L i s ted on the S ingapore Stock Exchange s ince 

2006, the group cur rent ly  cons i s ts  o f  30 hote l s  and resor ts , over 60 spas , 80 reta i l  ga l ler ies  

and two gol f  cour ses in  27 countr ies , wi th aggress ive expans ion p lans for  the future . Owned 

or managed br ands inc lude Banyan Tree , Angsana , and Cass ia .

Banyan Tree employs 9 ,557 assoc iates  g loba l ly ; 46% are female . In  China , which i s  lar ge ly  

skewed to a h igher male representat ion as  a  resu l t  o f  over 30 year s  of  the countr y ’s  fami ly  

p lann ing pol icy, Banyan Tree employs 1 ,483 female assoc iates  and 1 ,307 male assoc iates . The 

company employs 1 ,418 female Chinese nat iona ls  compared to 1 ,216 male Chinese nat ion-

a l s . Of the g loba l  top management , 31 are females  and 43 males , and in  non-hote l  based 

heads of  depar tment there are 83 females  and 91 males  (hote l  based heads of  depar tments  

are more skewed with 35 females  and 86 males) .

Banyan Tree ’s  cu l ture , h i r ing and promot ing pol ic ies  a im to move beyond gender, focus ing on 

capab i l i t ies  and mer i t -based h i r ing and promot ions . The Group seeks to h i re as  much as  

poss ible  f rom loca l  communi t ies , inc lud ing s ign i f i cant  investments  into cont inua l  t r a in ing and 

up-sk i l l ing  to empower assoc iates  to de l iver  h igh-end exper iences that  guests  expect . The 

tar geted interna l  t r a in ing and deve lopment s t r ategy ident i fy  and deve lop ta lent  at  spec i f i c  

inter va l s  in  the career progress ion , ensur ing employees progress  through the or gan isat ion . 

Across  a l l  r anks and funct ions , assoc iates  showing promise are ident i f ied as  High Potent ia l  

assoc iates  and groomed for  cont inua l  t r a in ing and growth for  the i r  career paths . They then 

enter  into the Fast  Tr ack progr amme where they are prov ided with supplementa l  t r a in ing to 

gu ide them to progress  to ass i s tant  manager leve l .

Th is  acce ler ated deve lopment cont inues into the bespoke deve lopment progr am known as  

the Ta lent  Management Progr amme (TMP) . Banyan Tree ’s  in-house t r a in ing arm, and Banyan 

Tree Management Academy prov ides t r a in ing to gu ide assoc iates  f rom ass i s tant  manager 

leve l  to manager leve l . Th is  inc ludes a  n ine-month d is tance and in-per son tr a in ing 

progr amme .

Interna l  deve lopment cont inues through the bespoke Management Deve lopment Progr amme 

(MDP) . Banyan Tree Management Academy cont inues to gu ide assoc iates  up beyond the man-

ager leve l  and into g loba l  leader sh ip ro les , wi th i t s  Management Deve lopment Progr amme , 

another 9 month d i s tance learn ing and in-per son tr a in ing progr amme a imed at  prov id ing the 

g loba l  per spect ive of  management to future leader s  of  the company.

16



Case Studies

The in-per son tr a in ing for  the TMP and MDP both inc lude tr a in ing sess ions de l ivered by 

Banyan Tree ’s  sen ior  management exper ts  in  the i r  respect ive f ie lds  and fur ther incu lcates  the 

corporate ethos and cu l ture that  has  been core to the company s ince i t s  founding .

Fur thermore , the group’s  integr ated bus iness  model  inc ludes Gal ler y  oper at ions . The reta i l  

arm i s  conso l idated under Banyan Tree Gal ler y, which compr ises  f i ve br and segments  located 

in  over 70 s tores wor ldwide . The enterpr i se ’s  roots  s t retch back to a 1989 encounter  wi th a  

women’s  r ights  proponent showcas ing Tha i  “maun” cush ions hand made by communi ty  cr a f t s -

women in Yasathorn , Tha i land . 

Wor k ing wi th the group of  cr a f t swomen, Banyan Tree Gal ler y  founder Ms Cla i re Chiang found 

the inter sect ion of  corporate purchas ing budgets  and community  empowerment . Over 500 of  

these t r ad i t iona l  “maun” cush ions were purchased over t ime f rom the communi ty  in  order to 

inc lude them in each room of  the new Laguna Phuket  integr ated tour i sm deve lopment . In  add i -

t ion to suppor t ing the women of  the v i l l age , the company a l so prov ided addi t iona l  fund ing to 

create the Sant i tham Vidhayakhom School .

S ince then and a f ter  opening i t s  f i r s t  reta i l  out let  in  1995 , Banyan Tree Gal ler y  has  enabled 

loca l  communi ty  cr a f t  producer s  by prov id ing a  g loba l  shopfront  for  the i r  ind igenous and 

poss ibly  van ish ing cr a f t s . When approach ing communi ty  cr a f t  producer s , Banyan Tree Gal ler y  

most  of ten engages wi th women who have the sk i l l s  as  wel l  as  pockets  of  t ime (a f ter  car ing 

for  homes and fami l ies)  to produce the cr a f t s . In  such cases , the team engages wi th the ar t i -

sans d i rect ly  to wor k out  t imel ines and product ion schedules  which f i t  in to the pockets  of  t ime 

the women producer s  have ava i lable ( in  order to ensure fami l i a l  commitments  remain fu l f i l led 

whi le  a l so prov id ing supplementa l  income for  the women producer s  and the i r  fami l ies) .

This  case shows that  women can be success fu l ly  employed even in the tradit iona l ly  

male-dominated bus iness env ironment in China , through bespoke tra in ing and an emphas is  

on capabi l i t ies  and merit  based pract ices . In  addit ion, th is  case h igh l ights  how innovat ive 

sourc ing can create oppor tunit ies  for women- led bus inesses , de l iver ing va lue to bus iness , 

communit ies  and indiv idua ls .

Learning from th is  case
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Case Study 3

In tercont inenta l  Hote l  Group ( IHG) , China : A mobi le  ta lent  base

IHG operates  more than 230 hote l s  in  Main land China , across  the i r  br and r ange which 

inc ludes Hol iday Inn Express , Hote l  Ind igo, Hol iday Inn , Crowne P laza , and InterCont inenta l . 

IHG in China employs 55 ,000 people . IHG h igh l ights  that  the i r  br and and geogr aph ica l  

spread g ives  them rea l  s t rength in  cater ing to the needs of  ind iv idua l  employee ’s  per sona l  

and career requ i rements .

 

A l l  recr u i tment dec i s ions are made on the bas i s  o f  the appl icant ’s  ab i l i ty  and capab i l i ty. The 

ava i lable promot ion path lever ages oppor tun i t ies  of  the br and and can a l low an employee 

to s tar t  in  a  jun ior  pos i t ion at  a  budget  hote l  to then become manager of  a  mid-s ize hote l , 

before becoming the Genera l  Manager (GM) of  a  luxur y br and hote l , wi th in the group. IHG 

China recogn ises  that  mobi l i ty  among the i r  employees i s  cr uc ia l , to meet ta lent  needs . Over 

50% of  a l l  IHG China employees are non- loca l  and th i s  f i gure increases in  more sen ior  man-

agement leve ls  wi th in the or gan isat ion . Th is  f i gure compares wi th just  29% of  non- loca l  

employees in  IHG wor ldwide .

However, IHG recogn ises  that  a  consequence of  the one ch i ld  fami ly  po l icy  p laces great  

respons ib i l i ty  for  the care of  e lder  parents  on par t icu lar ly  but  not  exc lus ive ly, daughter s . The 

‘Best  Of fer s  f rom Hometown’ progr amme was launched in  response to the pressure on 

employees to suppor t  age ing parents . ‘Best  Of fer s  f rom Hometown’ prov ides a  channe l  for  

ta lented employees to return to the i r  hometown to pur sue the i r  career s  wi th IHG. Th is  ben-

ef i t s  ind iv idua l s  who return home to be wi th fami ly, but  a l so br ings  accumulated exper ience 

back home , p lay ing to loca l  knowledge cont inua l ly  deve lop ing profess iona l ly. I t  adds va lue to 

hote l s , which are able to f ind great  ta lent  in  a  qu ick and cost-e f fect ive way and enables  IHG 

to reta in ta lent , bu i ld ing profess iona l  sk i l l s  in  second and th i rd- t ier  c i t ies .

The ta lent  groups are categor i sed as  ‘Mobi le  Asp i rer s ’ -  employees wi l l ing  to wor k away f rom 

home in the budget  hote l  sector in  order to ga in the necessar y exper ience for  promot ion , 

‘Mobi le  Ach iever s ’ are those who have ga ined promot ion and hold sen ior  pos i t ions wi th in 

prest ig ious proper t ies  away f rom the i r  hometown,  ‘Home Town Star ter s ’ who have been 

recr u i ted loca l ly  to wor k at  the budget  end of  the mar ket  or  have returned home for  fami ly  

reasons and ‘Home Town Sett ler s ’ , who have brought  the i r  exper ience home with them and 

have been p laced in  a  prest ig ious proper ty  loca l ly. ‘Best  of fer s  f rom Hometown’ i s  ava i lable 

to a l l  employees . Indeed , 80% of  cur rent  employees have expressed a wish to return to the i r  

hometown with in the next  1 to 5 year s . I t  i s  ev ident  that  the major  benefic iar ies  are women 

in manager ia l  pos i t ions , asp i r ing to grow the i r  career wi th in IHG.
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Responding to the speci f ic  work- l i fe  ba lance needs of  employees -  in  par t icu lar  women -  

the ‘Best  Of fers from Hometown’  programme recognises to speci f ic  demographic and 

cultura l  rea l i t ies  for women in China , a l lowing them to meet personal  obl igtat ions whi lst  

a lso pursuing career goals  with in the company. This  he lps to create a brand where employ-

ees ’  loya l ty  can be cult ivated, result ing in increas ing retent ion, lower attr i t ion and better 

mot ivated sta f f , secur ing IHG’s ta lent p ipe l ine .

Learning from th is  case
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Case Study 4

Mantr a Hote ls , Resor ts  & Apar tments : Set t ing tar gets ; l i s ten ing & responding

Mantr a Hote ls , Resor ts  and Apar tments  of fer s  a  var iety  of  accommodat ion wi th 120 proper-

t ies  in  ever y Austr a l i an s tate and ter r i tor y and in  New Zea land's  Queenstown, employ ing 

3 ,433 sta f f . Overa l l  61% of  employees are women, but  representat ion at  key leve ls  o f  man-

agement i s  much lower.

 

Mantr a i s  committed for  both bus iness  and eth ica l  reasons to improv ing the gender ba lance 

at  sen ior  leve ls  wi th in the company, which s tar ts  wi th under stand ing the s i tuat ion and moni-

tor ing the data . In  2014 , Mantr a ’s  employee sur vey showed that  ver y h igh percentage of  

team member s (96 .8%) agreed that  most  sen ior  manager s  genu ine ly  suppor t  equa l i ty  

between men and women at  Mantr a Group; suppor ted by an equa l  or  h igher percentage of  

team member s who agree that  both gender s  have equa l  access  to management ro les , have 

equa l  access  to t r a in ing and deve lopment , and have the same oppor tun i ty  for  promot ion . 

Th is  prov ided a fer t i le  env i ronment wi th in which to promote and deve lop gender equa l i ty  in  

the or gan isat ion .

In  response , Mantr a launched a company-wide Women in Management (WIM) progr amme to 

increase the percentage of  female representat ion in  leader sh ip ro les  and the percentage of  

women return ing f rom matern i ty  leave . The progr amme has s ix  ob ject ives :

The integr ated and str ateg ic  approach represents  a  c lear  s tatement of  intent ion to the 

promot ion of  oppor tun i t ies  for  women.

Case Studies

Suppor t  for  women and the i r  career s  wi th in the company, by other women

Spot female ta lent  wi th potent ia l  and cu l t ivate mentor ing re la t ionsh ips  to suppor t  

the i r  deve lopment 

Focus on success ion p lann ing

Del iver  emot iona l  inte l l i gence tr a in ing spec i f i ca l ly  re la t ing to women in the 

wor kp lace for  a l l  sen ior  s ta f f

Prof i le  sen ior  women in the Group through interna l  communicat ions channe ls  to 

h igh l ight  ach ievements

Suppor t  for  women return ing to wor k a f ter  matern i ty  leave
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Mainta in ing current in format ion about women with in the company and understanding 

their  asp irat ions , and sett ing targets  to increase the percentage of  women in senior roles 

a l low th is  company to bui ld a  ser ies of  in i t iat ives that  suppor t women as a  key ta lent 

source for future leadership roles , through ta lent spott ing , e f fect ive success ion p lanning 

and act ive prof i l ing . 

Learning from th is  case
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Case Study 5

Starwood Hote ls  -  Deve lop ing Ta lent  f rom With in

Starwood Hote ls  & Resor ts  Wor ldwide , Inc . i s  one of  the lead ing hote l  and le i sure companies  

in  the wor ld wi th more than 1 ,200 proper t ies  in  100 countr ies  and 181 ,400 employees at  i t s  

owned and managed proper t ies  across  n ine d i s t inct  l i fes ty le  br ands : St . Reg is®, The Luxur y 

Col lect ion®, W®, West in®, Le Mér id ien®, Sher aton®, Four Points® by Sher aton , Alof t®, 

and E lement®.  Starwood As ia  Pac i f i c  i s  the fas test  growing Div i s ion and compr ises  c lose to 

290 operat ing hote l s  across  16 countr ies  in  As ia  Pac i f i c .

Diver s i ty  i s  a  key component of  Starwood’s  bus iness  s t r ategy ; and one of  Starwood’s  g loba l  

d iver s i ty  and inc lus ion focus areas  i s  to advance Female Ta lent . Th is  in i t i a t ive seeks to ensure 

gender ba lance at  a l l  leve l s  o f  the or gan izat ion . With th i s  focus , Starwood launched i t s  Star-

wood Globa l  Female Genera l  Manager (GM) In i t ia t ive which ser ves as  a  roadmap for  increas-

ing female GM representat ion g loba l ly. The spot l ight  on increas ing female GM is  a  resu l t  o f  

an extens ive s tudy which sought  to under stand the cur rent  s tate of  females  in  the GM pipe-

l ine and GM ro les  wi th in the or gan izat ion . The s tudy inc luded ident i fy ing the bar r ier s  to 

increas ing the female GM representat ion ; and implement ing g loba l ly  agreed str ategy and 

act ion p lan .

The g loba l  s tudy establ i shed that  Starwood has a  ba lanced gender representat ion at  execu-

t ive leve ls  but  a l so re f lected an oppor tun i ty  to increase female representat ion at  GM pos i -

t ions . The same ins ights  app l ied to Starwood As ia  Pac i f i c . Starwood As ia  Pac i f i c  employs over 

74 ,500 assoc iates , o f  which 42% are women. Spec i f i ca l ly, 38% of  execut ive team member s in  

As ia  are women and 12% are in  GM pos i t ions .

Starwood ident i f ied a ser ies  of  bar r ier s  to growth and oppor tun i t ies , inc lud ing l imi ted 

growth prospects ; perce ived lack of  wor k- l i fe  ba lance ; demands of  the GM career path ; ‘b l ind 

male b ias ’ among dec is ion maker s ; demands of  mobi l i ty ; l ack of  se l f -confidence ; absence of  

mentor s ; l imi tat ions to the GM pipe l ine deve lopment amongst  other s .

In  response , Starwood has focused on an ar r ay of  in i t i a t ives  inc lud ing ensur ing leader sh ip 

commitment ; invest ing in  p ipe l ine deve lopment ; adopt ing appropr ia te recr u i tment proce-

dures and approaches ; creat ing a  susta inable wor k env i ronment ; communicat ing ach ieve-

ments  and rev iewing progress  for  cont inuous improvement .
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Spec i f i ca l ly  for  Starwood As ia  Pac i f i c , Starwood Career s  was introduced as  a  meaning fu l  

career deve lopment progr am in 2003, to deve lop ta lent  and bu i ld  As ia  Pac i f i c ’s  bench 

s t rength and ta lent  p ipe l ine . Th is  acce ler at ion of  ta lent  p ipe l ine growth was a l i gned with the 

or gan izat ion ’s  h igh growth s t r ategy. 

Starwood Career s  incorporates  ta lent  management approaches that  are s t r ateg ic  and de l ib-

er ate by prov id ing career deve lopment oppor tun i t ies  across  a l l  leve l s ; bu i ld ing s t rong 

employee va lue propos i t ion , employer br and ing & loya l ty ; and creat ing a  cu l ture of  cont inu-

ous people deve lopment & or gan izat iona l  capab i l i ty  bu i ld ing . Th is  de l iver s  on Starwood’s  

“Win wi th Ta lent” s t r ategy and i s  in  l ine wi th the be l ie f  that  the r ap id growth and g loba l  

success  of  Starwood i s  anchored on the i r  assoc iates .

Starwood Career s  adopts  an equa l  oppor tun i ty  and ‘bubble-up ’ approach by extending lead-

er sh ip deve lopmenta l  oppor tun i t ies  to ever y assoc iate at  any leve l  o f  the or gan isat ion , wi th 

a  s t rong focus on promot ing f rom with in . Hence , the mer i t -based approach he lps  a f ford 

deve lopmenta l  and mentor ing oppor tun i t ies  to Starwood As ia  Pac i f i c ’s  d iver se pool  of  ta lent  

inc lud ing asp i r ing women.

With an equa l  oppor tun i ty  and mer i t -based approach , Starwood Career s  cons i s tent ly  

promotes d iver s i ty  and inc lus ion pr ior i t ies , whi l s t  suppor t ing and sur fac ing female leader s  in  

the or gan izat ion . Through Starwood Career s , Starwood As ia  Pac i f i c  has  deve loped and 

sur faced 72% of  i t s  female GMs interna l ly. For instance , there were no female GMs in the 

Tha i land , V ietnam, and Cambodia reg ion pr ior  to 2003; and today, the same reg ion has 5 

female GMs who are a l l  gr aduates f rom the Starwood Career s  GM progr am.

This  case demonstrates the impor tance of  ident i fy ing barr iers and bui ld ing strateg ies and 

programmes to suppor t asp ir ing women in the company through meaningfu l  career devel -

opment and focus on promotion from with in .

Learning from th is  case
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Case Study 6

Wyndham Hote l  Group -  Cul ture of  d iver s i ty  & the consumer oppor tun i ty

The Wyndham Hote l  group cons i s ts  o f  7 ,587 proper t ies  in  71 countr ies  of  which 7 ,529 are 

f r anch ised and 58 are managed . F i f ty  f i ve percent  of  the 6 ,510 fu l l  t ime sta f f  are women, 

wi th in management pos i t ions 45% are women.

‘Respect ’ and ‘d iver s i ty ’ are core company va lues . Whi le  there are no spec i f i c  in i t i a t ives  to 

suppor t  pre ferent ia l  t reatment for  women, Wyndham creates  oppor tun i t ies  for  women 

through a r ange of  progr ammes :

Mentor Circ le  g ives  women access  to sen ior  co l leagues as  mentor s

WYNternsh ip a l lows new entr ants  to ga in exposure of  a  wide var iety  to shor t- term 

oppor tun i t ies  wi th in the company 

Sponsor sh ip of  the nat iona l  “Women in Leader sh ip” progr amme

Through Women on The i r  Way,  Wyndham a ims to address  the spec i f i c  needs of  women tr ave l -

ler s , h igh l ight ing th i s  as  ind icat ive of  the or gan isat iona l  cu l ture which suppor ts  women in the 

wor kp lace and in  soc iety. Launched in  1995 , Women on Their  Way i s  the hosp i ta l i ty  indus-

t r y ' s  longest- r unn ing br anded progr amme dedicated to women tr ave ler s , in  which Wyndham 

focuses on secur i ty, pr ivacy and in-room ameni t ies , resu l t ing in  a  better  hote l  exper ience for  

a l l  t r ave ler s .

Divers i ty  i s  par t  of  the organisat ion’s  cu l ture , provid ing a  mult i -pronged approach to 

foster ing and suppor t ing ta lented women with in the company. They have a lso bui l t  

consumer focused brand loya l ty  through ta i lored exper iences .

Learning from th is  case
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Educat ion Providers

Case Study 7

Cul inar y Inst i tute of  Amer ica (CIA) -  Gender equa l i ty  i s  in ter gr a l  in  educat ion

Founded in 1946 , the CIA i s  an independent , not- for-profi t  co l lege of fer ing assoc iate and 

bache lor ' s  degrees wi th major s  in  cu l inar y ar ts , bak ing and pastr y  ar ts , and cu l inar y sc ience , 

as  wel l  as  cer t i f i cate progr ams . As the wor ld 's  premier  cu l inar y co l lege , the CIA prov ides 

thought  leader sh ip in  the areas of  profess iona l  exce l lence , hea l th and wel lness , susta inab i l i ty, 

and wor ld cu i s ines and cu l tures  through research and conferences . The co l lege has campuses 

in  New Yor k , Ca l i forn ia , Texas and S ingapore .

 

Diver s i ty  i s  a  key p i l l a r  o f  CIA’s  Miss ion Statement . By examin ing the cha l lenges that  women 

leader s  are fac ing and f ind ing so lut ions to overcome these cha l lenges , they are bu i ld ing 

female s tudents ’ confidence to be more prepared to wor k in  the industr y. Through i t s  cur r ic -

u lum CIA of fer s  a  sen ior  year  e lect ive cour se on Women in Leader sh ip in  the i r  under gr adu-

ate progr ammes , des igned to r a i se awareness  of  d iver s i ty  i s sues wi th in hosp i ta l i ty, and the 

bus iness  va lue in  promot ing better  use of  a l l  human cap i ta l .

C IA promotes career oppor tun i t ies  for  women with in the sector, act ive ly  sponsor ing the 

Women’s  Foodser v i ce  For um  and through CIA’s  annua l  Leader sh ip Awards , which ce lebr ates  

the ach ievement of  industr y  leader s .

Using univers i ty  and col lege curr icu la  and student learning at  undergraduate leve l  in  order 

to promote understanding of  women in the hospita l i ty  workplace provides a  strong foun-

dat ion from which a l l  graduates are ab le to learn and to apply that  learning dur ing their  

working careers .

Learning from th is  case
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Case Study 8

Hong Kong Polytechn ic  Univer s i ty  -  In f luenc ing the wider industr y

The School  of  Hote l  and Tour i sm Management (SHTM) at  The Hong Kong Polytechn ic  

Univer s i ty ’s  motto i s  "Lead ing Hosp i ta l i ty  and Tour i sm" . Over 2 ,000 students  are enro l led in  

the SHTM, and the major i ty  of  i t s  65 academic s ta f f  f rom 19 countr ies  has  hosp i ta l i ty  or  

tour i sm industr y  manager ia l  exper ience . As a  g loba l  centre of  exce l lence in  hosp i ta l i ty  and 

tour i sm educat ion and research , the SHTM ser ves the industr y  and academic communi t ies  

through the advancement of  educat ion and d isseminat ion of  knowledge .

Whi le  these in i t ia t ives  are not gender spec i f i c , they h igh l ight  the in f luent ia l  ro le the educa-

t iona l  ins t i tut ions have , in  deve lop ing ta lent , shap ing the industr y  and prov id ing a  p lat form 

for  ro le models  and a lumni . 

The School ’s  act ive adv isor y committee , led by industr y  leader s , he lps  to ensure the cur r icu-

la  mir ror  the rea l i t ies  and fu l f i l  the cur rent  and future needs of  industr y. The Wor k- Integr at -

ed Educat ion progr amme , or  industr y  p lacements , for  undergr aduate s tudents  ensure exper i -

ence in  industr y  oper at ions and manager ia l  dec i s ion mak ing across  d i f ferent  depar tments , to 

he lp s tudents  deve lop a r ange of  va luable sk i l l s . A mentor sh ip progr amme l inks  fu l l - t ime 

students  to industr y  profess iona ls , growing s tudents  inte l lectua l ly, soc ia l ly  and per sona l ly. An 

annua l  in-house career day prov ides oppor tun i t ies  for  industr y  recr u i ter s  and gr aduates to 

connect  and fac i l i ta te career p lacements .

As more women are be ing e levated into leader sh ip ro les  the SHTM’s Women in Leader sh ip 

in  Hosp i ta l i ty  Min i -For um he ld in  2014 , d i scussed the impact  of  female leader sh ip on the 

industr y. F ina l ly  the Web ‐based Tour i sm Demand Forecast ing System deve loped in  2008 con-

t inues to in form the s t r ateg ic  dec i s ions of  the industr y  in  Hong Kong .

The Univers i ty ’s  leading pos i t ion in Hong Kong and the wider reg ion has enabled i ts  

women graduates to succeed in their  careers , leverag ing the strength of  the ir  educat iona l  

brand as a  major contr ibutor to their  success .

Learning from th is  case

26



Case Studies

Non-Government Organisat ions

Case Study 9

Sa la  Ba ï  -  Foster ing loca l  communi ty  sk i l l s

Sa la  Ba ï  i s  a  deve lopment progr amme created and managed by the French NGO Agir  pour 

le  Cambodge (APLC) . Sa la  Ba ï  Hote l  and Restaur ant  School  founded in 2002 in  S iem Reap, 

Cambodia , i s  ent i re ly  and exc lus ive ly  intended for  young Cambodians f rom underpr iv i leged 

fami l ies , gener a l ly  f rom remote areas . More than 1 ,000 young people -  wi th a  70% pr ior i ty  

g iven to g i r l s , to overcome the i r  h igher vu lner ab i l i ty  and tr ad i t iona l ly  lower access  to educa-

t ion have been tr a ined to date . They have a l l  found a job upon complet ion of  the i r  one-year  

t r a in ing .

The hote l  and restaur ant  vocat iona l  t r a in ing school  i s  f ree to s tudents , prov id ing t r a in ing 

mater ia l s , food , accommodat ion , insur ance and medica l  cover age . Tr a in ing i s  in  the d i sc ip l ines  

of  restaur ant  ser v ice , cook ing , f ront  of f i ce and housekeeping . The year- long progr amme 

incorporates  four months ’ in ternsh ip in  par tner hote l s  in  S iem Reap and a month dedicated 

to the search for  employment . Recogn is ing the cha l leng ing backgrounds f rom which many 

s tudents  come , the s ta f f ing committee inc ludes seven techn ica l  teacher s , four language and 

maths teacher s  and four soc ia l  wor ker s . The Dip loma awarded i s  endor sed by the Cambodi-

an Min i s t r y  of  Tour i sm and the Min i s t r y  of  Labor and Vocat iona l  Tr a in ing .

The impact  of  the Sa la  Ba ï  t r a in ing i s  c lear. The s tudents  ach ieve 100% job p lacement wi th in 

four to 12 weeks of  gr aduat ion and they ga in an entr y  sa lar y  of  between US$80 and US$100. 

Typ ica l  fami ly  income i s  be low US$30 a month at  the t ime of  recr u i tment , but  wi th in three 

to four year s  of  gr aduat ion , ind iv idua l s ’ sa lar ies  can reach approx imate ly  ten t imes th i s  

(US$250 to US$350) . On aver age , a  s tudent ’s  sa lar y  suppor ts  four to f ive fami ly  member s , 

enabl ing s ibl ings  to at tend school , and in  many cases sav ing to pur sue un iver s i ty  s tud ies .
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The school  mainta ins  18 par tner sh ips  wi th four and f ive s tar  hote l s , which source s ta f f  f rom 

the progr amme . In  November 2012, 90% of  Sa la  Ba ï  a lumni  were s t i l l  wor k ing in  the tour i sm 

and hosp i ta l i ty  industr y.

 

A new school  wi th s ign i f i cant ly  increased tr a in ing and accommodat ion capac i ty  i s  cur rent ly  

under constr uct ion .

Sa la  Ba ï  demonstrates c lear ly  that  ta lent can be ident i f ied and nur tured through a wide 

range of  routes into hospita l i ty. Young people without any exposure to or sk i l l s  in  hospi -

ta l i ty  have the oppor tunity to progress into pos i t ions of  respons ib i l i ty  in  the industr y 

and the major i ty  of  these are women. The programme enables ta lent to be tra ined, 

sourced and nur tured loca l ly, and s ign i f icant ly  benef i ts  the indiv idua ls , the community 

and the industr y.

Learning from th is  case
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Case Study 10

Care Internat iona l  -  Tr i  sector co l laborat ion to grow the industr y

C ARE Internat iona l  i s  a  g loba l  NGO, represent ing a  confeder at ion of  13 member or gan isa-

t ions which has i t s  secretar ia t  in  Geneva . 

In  Sr i  Lanka , C ARE has p i loted a par tner sh ip between Diageo and the Jetwing Hote l  Group 

to prov ide hosp i ta l i ty  sk i l l s  t r a in ing for  young adu l ts  and to grow the ta lent  pool  and act ive ly  

encourage the inc lus ion of  women into the hosp i ta l i ty  industr y, as  par t  o f  Diageo’s  women’s  

empowerment progr amme P lan W. Through the ‘Enhanc ing Sk i l l s  and Knowledge -  Increas ing 

Employab i l i ty  o f  Youth ’ p i lot , 166 completed the t r a in ing inc lud ing 54 young women. Students  

were t r a ined in  the four d i sc ip l ines  of  restaur ant  ser v ice , cook ing , f ront  of f i ce and house-

keeping as  wel l  as ; Eng l i sh language and sof t  sk i l l s . The tr a in ing was de l ivered in  par t  by 

Jetwing Hote l  s ta f f .

The female par t ic ipat ion r ate of  33% i s  a  mar ked increase f rom actua l  female representat ion 

in  the industr y, and h igher than the nat iona l  female labour force of  28% and i s  a  ver y pos i t ive 

deve lopment in  a  sector which cur rent ly  fa i l s  to at t r act  women due to the negat ive reputa-

t ion of  the industr y, and ex is t ing cu l tur a l  norms and percept ions of  appropr ia te employment 

for  women. 

Desp i te th i s , C ARE’s  repor t  noted the s ign i f i cant  cha l lenges in  recr u i t ing women to the 

t r a in ing . The team act ive ly  invo lved community  leader s  and government bodies  to change 

percept ions of  female par t ic ipat ion in  the industr y. A gr ievance redress  mechan ism was put  

in  p lace and the pr inc ipa l  o f  the t r a in ing centre per sona l ly  took on the respons ib i l i ty  o f  

handl ing th i s  mechan ism. Students  were a l so encouraged to wor k in  less  t r ad i t iona l  ‘ female 

ro les ’ in  the hote l  -  an impor tant  in i t ia t ive to enable progress ion to leader sh ip pos i t ions .

This  CARE Internat iona l  example h igh l ights  the va lue of  tr ipar t ism whereby a donor 

col laborates with a committed NGO and pr ivate sector operators in del iver ing h igh qua l i -

ty  format ive tra in ing for hospita l i ty. This  model  creates new openings for women seeking 

to progress in hospita l i ty.

Learning from th is  case
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Recommendat ions for commercia l  & 
pract ica l  change across stakeholder groups

Recommendat ions in  th i s  White Paper seek to bu i ld  on to those proposed by Baum for  the 

ILO, which h igh l ight  a  wide r ange of  respons ib i l i t ies  in  th i s  area , d i rected at  t r ipar t i te  s take-

holder s  of  pr ivate sector, government and vo luntar y sector /  employee or gan isat ions .

These recommendat ions focus on the “head” propos i t ion for  gender equa l i ty, deta i l ing ways 

in  which s takeholder s  can co l laborate on and enhance the bus iness  case for  enhanced inc lu-

s ion . For a  fu l l  set  of  recommendat ions inc lud ing those that  th i s  paper out l ines  as  “hear t” , 

p lease re fer  to the ILO recommendat ions .

The f ind ings  are presented accord ing to the s takeholder to which they are re levant , but  the 

core themes of  po l ic ies  and procedures , engagement and consu l tat ion and educat ion and 

tr a in ing , and re la te to a l l  industr y  p layer s .  

These recommendat ions app ly  to industr y  oper ator s  and seek to make a s t ronger economic 

case for  gender d iver s i ty  us ing p lat forms spann ing HR measures , commerc ia l  d ia logue and by 

s t rengthen ing ex is t ing pr act ices .

Hospita l i ty  Enterpr ises & Hotel  Companies

Ident i fy, address  and remove the pr act ica l  obstac les  to h igher female par t ic ipat ion in  the 

hosp i ta l i ty  wor kp lace

Address  the need for  better  prov is ion of  soc ia l  and phys ica l  secur i ty  and secure s ta f f  

accommodat ion

Ensure wor k ing pol ic ies  that  a l low for  f lex ible  wor k ing hour s  as  wel l  as  f lex ible  

ar r angements  for  t r a in ing and deve lopment

Suppor t  su i table ch i ldcare prov is ion to enable employees (both male and female)  to 

remain wi th in the wor kforce a f ter  reach ing parenthood

Address  hea l th and sa fety  pol ic ies  on the bas i s  that  women are less  l i ke ly  to repor t  

i l lnesses or  acc idents  for  fear  of  los ing the i r  jobs g iven they f i l l  ma jor i ty  of  in formal  

ro les  in  the sector
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Promote pol ic ies  and act ion-or iented in i t ia t ives  that  suppor t  and fac i l i ta te greater  female 

par t ic ipat ion wi th in the industr y

Promote and establ i sh soc ia l  d ia logue mechan isms that  can contr ibute to improved 

gender ba lance across  ro les  and pos i t ions

Implement measures that  enhance women’s  par t ic ipat ion in  dec i s ion-tak ing , lead ing to 

h igher female representat ion in  manager ia l  pos i t ions

Promote the va lue to the bus iness  of  appoint ing women to pos i t ions of  leader sh ip in  

the industr y  through tr a in ing and engagement , par t icu lar ly  on ta lent  ident i f i cat ion and 

management , wi th a  focus on suppor t ing gender equa l i ty

Formal i se career mapping and implement a  mentor progr amme , ass ign ing mentor s  to 

female employees to insp i re and suppor t  them on how to advance to the next  s tages of  

the i r  career. Establ i sh a  networ k to prov ide suppor t  to female employees and g ive 

adv ice on wor k l i fe  ba lance

Agree on gu ide l ines and incorporate wi th in bus iness  s t r ategy, miss ion & va lues

Organ isat ions should re fer  to the UN’s  Women’s  Empowerment Pr inc ip les  for  gu idance 

on how to empower women in the wor kp lace , mar ketp lace and community. The Pr inc i -

p les  emphas i se the bus iness  case for  corporate act ion and they point  to best  pr act ice 

for  women’s  empowerment . A fur ther recommendat ion i s  for  or gan isat ions to s ign the 

Pr inc ip les  and regu lar ly  communicate on the i r  progress . (UN WEP, 2014)

With th i s  as  the re ference point , or gan isat ions must  then engage wi th owner s  in  order 

to agree on the appl icat ion of  gender equa l i ty  and equa l  oppor tun i ty  pol ic ies  and 

pr act ices , and the ro le th i s  p lays  wi th in the bus iness

Wor k wi th a l l  par t ies  wi th in the or gan isat ion to integr ate d iver s i ty  management wi th in 

i t s  cu l ture and st r ategy on the bas i s  that  th i s  wi l l  contr ibute pos i t ive ly  to bus iness  

success
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Educat ion Providers

These recommendat ions can lead to fur ther oppor tun i t ies  for  ta lent  growth and deve lop-

ment for  women in the industr y  by educat ing female s tudents  throughout the tour i sm and 

hosp i ta l i ty  educat ion process :

Non-Government & Community Organisat ions

Given the integr ated ro le of  tour i sm throughout communi t ies  across  the g lobe , soc iety  can 

contr ibute s ign i f i cant ly  to the promot ion of  the industr y  through nur tur ing of  non-conven-

t iona l  sources of  ta lent  that  de l iver s  d i rect  economic va lue to a l l  s takeholder s .

Prov ide cour ses or  modules  that  spec i f i ca l ly  address  the cha l lenges to par t ic ipat ion of  

women in the hosp i ta l i ty  wor kforce and ident i fy  meaning fu l  ways to suppor t  them and 

the i r  male co l leagues to br ing about change wi th in the industr y

Focus on i ssues of  gender in  modules  at  a l l  leve l s  that  address  ta lent  management and 

ta lent  deve lopment , emphas i s ing to aud iences that  th i s  i s  not  a  gender-neutr a l  matter  

but  an industr y-wide cha l lenge

Address  gender oppor tun i ty  and deve lopment themes in  advanced and leader sh ip 

progr ammes for  the hosp i ta l i ty  industr y  (Execut ive Educat ion , MBA, profess iona l  doc-

tor ate etc . )

Wor k wi th career adv i sor y ser v ices  to ident i fy  industr y  employer s  where women can 

deve lop the i r  ta lent  and oppor tun i t ies  to the best  e f fect

Soc iet ies  should co l laborate wi th industr y, governments  and communit ies  to s t rengthen 

the under stand ing of  the economic benefi t s  assoc iated wi th enhanced d iver s i ty  wi th in 

the sector through s t ronger data , ev idence and impact  assessments .
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Government & Publ ic  Agencies

Given the economic impor tance of  the g loba l  tour i sm and hosp i ta l i ty  industr y, the publ ic  

sector has  a  vested interest  in  susta in ing i t s  growth and therefore in  p lay ing an act ive par t  

in  suppor t ing oppor tun i t ies  for  women in the hosp i ta l i ty  wor kp lace .  Key recommendat ions 

for  th i s  s takeholder group inc lude :

Suppor t  an enabl ing env i ronment that  promotes oppor tun i t ies  for  a l l  women in the 

wor kforce through an integr ated r ange of  soc ia l , educat iona l  and leg i s la t ive measures

Leg is la te to ensure appropr ia te leve ls  o f  female Board representat ion wi th in hosp i ta l i ty  

companies  that  are reg i s tered wi th in the re levant  countr y

Require loca l ly  reg i s tered hosp i ta l i ty  companies  to adhere to the same gender equa l i ty  

and oppor tun i ty  s tandards abroad as  they do with in the i r  home mar ket

Prov ide or fac i l i ta te ta i lored cont inua l  profess iona l  deve lopment oppor tun i t ies  for  

women in prepar at ion for  boardroom or sen ior  management respons ib i l i t ies

Use tax incent ives  or  s imi lar  measures in  order to promote women f r iend ly  pol ic ies  

and pr act ices  in  the wor kp lace , fac i l i ta t ing par t - t ime wor k promot ing ‘ fami ly  career 

breaks ’ as  leg i t imate deve lopment s teps wi th in the career s  of  women in sen ior  ro les
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Next Steps

Research and ev idence compi led for  th i s  White Paper c lear ly  demonstr ates  the need for  

fur ther co l laborat ion measures in  order to s t rengthen s tandards , bu i ld  and deepen the 

d ia logue and a l so grow the ev idence base that  wi l l  dr ive future progress  in  enhanc ing d iver-

s i ty  wi th in the sector.  

More col laborat ion measures are needed

There i s  a  c lear  need for  fur ther data to substant ia te and re i ter ate the bus iness  bene-

f i t s  o f  female par t ic ipat ion wi th in the hosp i ta l i ty  industr y  and of  equa l  representat ion 

of  women across  sen ior  management ro les . Given the impor tance of  on-the-ground 

ev idence and per spect ives , the respons ib i l i ty  to progress  in  th i s  area l ies  wi th a l l  

industr y  s takeholder s

More appl icat ion of  read i ly  ava i lable internat iona l ly  recogn ised s tandards 

must  be ach ieved – such gu ide l ines and s tandards inc lude (but  are not l imi ted to)  ILO 

Convent ions of  spec i f i c  re levance to women wor ker s  such as :

-  The Equa l  Remunerat ion Convent ion , 1951 (No. 100)

-  The Disc r iminat ion (Employment  and Occupat ion)  Convent ion , 1958 (No. 111)

-  The Wor ker s  w i th  Fami l y  Respons ib i l i t i es  Convent ion , 1981 (No. 156)

-  The Mater n i t y  P rotect ion Convent ion , 2000 (No. 183)

-  The Wor k ing Cond i t ions  (Hote l s  and Restaurants )  Convent ion , 1991 (No. 172)

In ternat iona l ly  recogn ised or gan isat ions can p lay a  key ro le in  co l lect ing in format ion 

and promot ing awareness  – the ILO, UNWTO, the IHRA and the Internat iona l  Union of  

Food, Agr icu l tur a l , Hote l , Restaur ant , Cater ing , Tobacco and Al l ied Wor ker s  “Assoc ia-

t ions ( IUF) can promote in format ion on gender par t ic ipat ion in  the hosp i ta l i ty  wor k-

p lace , deve lop fur ther gu ide l ines and best  pr act ices  for  nat iona l  governments , enter-

pr i ses  and other s takeholder s  wi th in the sector
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More progress  needs to be made in  the d ia logue between hosp i ta l i ty  enterpr i ses  and 

tr ade un ions – go ing forward th i s  needs to better  address :

-  Pr act ica l  bar r ier s  to internat iona l  mobi l i ty  for  female execut ives  and sen ior  techn ica l  

exper ts , par t icu lar ly  re la t ing to career management , wor k- l i fe  and wor k- fami ly  ba lance 

matter s ;

-  Measures to ensure that  women on matern i ty  leave can remain in  c lose touch wi th 

bus iness  deve lopments  and wider sector/  mar ket  t rends ;

-  Career-entr y  routes and ladder s  (s imi lar  to gr aduate entr y  schemes) for  mature 

entr ants , career changer s  and women return ing to wor k so as  to l imi t  oppor tun i t ies  to 

low sk i l l s  areas  of  wor k ;

-  A jo int  po l icy  aga inst  sexua l  har assment by customer s but  a l so by employees that  i s  

v i s ible  and appl ied in  hosp i ta l i ty  wor kp laces , recogn iz ing that  sexua l  har assment can 

have ser ious impl icat ions for  the concerned per son and represents  a  major  form of  

d i scr iminat ion aga inst  women
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