



EFFECT OF GENDER ON EMPLOYEE PAY IN FIVE-STAR HOTELS IN NAIROBI COUNTY, KENYA
ABSTRACT
Globally, there exists concern regarding pay disparities between men and women, particularly in Kenya's high-end hotels. Although more women are employed in Kenya's hotel industry compared to other industries, pay disparities by gender remain. However, what takes place in Nairobi's five-star hotels has not been examined in detail, meaning local research is scarce. The study sought to determine the effect of gender on pay levels among employees in five-star hotels in Nairobi County, Kenya. Data was gathered from 198 employees randomly selected from eight five-star hotels using a survey questionnaire. The data were analyzed using a technique known as descriptive and General Linear Modelling, namely Univariate ANOVA. The study established that gender significantly influences employees' pay, observing that female employees received a higher average amount of pay compared to men. This is linked to the fact that the women interviewed had a better education, managerial skills, and work experience. The study concludes that gender impacts pay, but women received more not due to discrimination, but due to their functions and skills. The study advises that human resource policies in these hotels should promote regular training to all employees, combat gender bias in hiring and promotions, and ensure that all employees have equal opportunities to access better-paying jobs based on capabilities. These measures will enhance the working environment and underscore the need for local studies to address gender pay disparities.
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1.0 Introduction

The hospitality sector remains an integral part of both the Kenyan and international economies, largely defined by its high reliance on human capital. The service-based nature of the sector requires high investment in human capital, often surpassing financial outlays registered in other sectors. These have resulted in the industry having a higher amount of human capital invested than it is in other industries (Kuria, Wanderi & Ondigi, 2012). In addition, the sector is marked by its high involvement of women in the workforce, with the average at 55.5% globally, and this level rises to 70% among different occupation levels, ranging from the low-level to the managerial cadre (Baum, 2013). Over the course of history, the economic contributions of women, particularly in the African context, have often been neglected, with evidence of their significance only surfacing in modern times. 
At the managerial level, the survey showed that women account for over 40 percent of the total employed. They hold 42 percent of management positions (52 percent in hotels and 33 percent in restaurants) (Ali, Grabarski & Konrad, 2022). Nevertheless, this encouraging advancement has not eliminated the ingrained problem of gender inequality, which often pits women against their male counterparts directly in their comparable conditions of disadvantage. Significant data pointing out this imbalance include differences in labour force participation, employment rates, unemployment levels, occupational segregation, and particularly, differences in earnings disaggregated by gender (Buterin, Fajdetić & Funarić, 2023). Income, in particular, is a significant indicator of gender inequality.

The gender wage gap persists unacceptably high level globally, with women workers earning around 20 percent less than men—a pattern that has continued despite the comparatively low wage growth experienced across the globe since 2008 (Steinmetz, 2022). The phenomenon of women earning lower than men is well-documented and occurs in many sectors and regions. This is in spite of the view that women appear to be suitable for the hospitality industry due to their hospitable nature and most of the work of the work tends to be similar to household chores. Male employees have dominated the hospitality industry, although there have been some considerable gains in the levels of female participation. It is mainly through properly laid down policies and rules that women's participation can be increased. Some countries have taken proactive measures to increase the number of females in the workplace (Koome, Kipruto, Kibe & Kiama, 2013).
Kenya provides a wide selection of accommodations where hotels offer variety of options aimed at suiting all tastes while focusing on class, atmostpher, elegance as well as quality service (Odhiambo, Wainaina & Makhamara, 2024). The hospitality sector in Kenya, often marked by high numbers of female workers, has sometimes been described as a feminine sector. Neoclassical economic theory would often propose that professions with high concentrations of female workers would likely exhibit reduced wage rates, to be explained by factors including the saturation of the labour market and the social undervaluation of professions historically characterized by the presence of female workers (Grimshaw & Rubery, 1997). Against the dominant worldwide tendency by which female workers tend to earn reduced remuneration compared to males, the question of the applicability of this tendency within the hospitality sector takes on significant importance, particularly within Kenya. Should the hospitality sector constitute a feminine profession, it is expected that the presence of wage disparities is weakened or even inversed, thus refuting the general theory of systemic discrimination faced by female workers (Silva & Couto, 2023). 
Modern academic studies overwhelmingly verify the presence of wage differences by gender within the hotel sector, where female workers typically get paid less than the male workers for performing the same functions. Pay is widely recognized as a potent indicator of the presence of gender inequality, and overwhelming evidence has shown that wage differences by gender are a tangible phenomenon within the sector. Shockingly, there is not enough comprehensive information on the existence of this gender pay gap within the class of the five-star hotels in Nairobi County, Kenya. This lack of empirical studies bearing context-specific results implies that global tendencies or results obtained by other international hotel market regions cannot be assumed to hold for the case of Nairobi without further corroboration. The gap in sector-specificity and geographical focus highlights the requirement for localized, sector-targeted studies to investigate the relationship between gender and employee pay, thus illuminating the identified gap. Hence, this study purports to fill this specific geographical and sectoral gap, refining the understanding of the issue of gender-related pay within five-star hotels in Nairobi County, Kenya.
2.0 Literature Review

Conceptualisation of Gender and Pay Gap

In academic discourse, gender is generally understood not only as a biological category but, more importantly, as a socio-cultural construct that has evolved through human experience. This phenomenon includes the beliefs, feelings, and behaviours that different societies assign to a person's biological sex (Hesse-Biber & Carger, 2000). The creation of society determines separate roles for each gender; nevertheless, there is significant diversity in the range of acceptable behaviour. Gender inequality in this context refers to the unequal treatment or assessment of an individual based primarily on their gender, a situation that has generally placed women at disadvantage compared to men in similar circumstances.

The gender pay gap is explicitly defined as the average difference in total pay between men and women, adjusting for all other factors that contribute to women's lower annual earnings (Blau & Kahn, 2017). This measure is a quantitative assessment of women's remuneration compared with that of men. The relevance of this definition stems from its ability to separate an unadjusted pay gap—that may be the first draw of attention, e.g., being the central subject of the larger paper itself—from the adjusted meaning of pay along the lines of gender, for accounting for other confounding variables. For reference purposes, existing literature refers to Grimshaw and Rubery (2002) regarding the concept of the adjusted gender pay gap as well as the application of decomposition techniques to estimate the different determinants of pay. Discrimination is central to correctly interpreting results related to wage differentials, even when the direct effect of gender, after adjusting for other variables, is smaller than previous assessments indicated. The existence of a pay gap does not necessarily translate to direct gender discrimination, but instead, more often than not, requires investigation to separate the effects of human capital, job characteristics, and other socio-demographic variables. The particular focus of the paper is on the pay effects of gender.
Empirical Literature
Decomposition analysis relying on paper-based National Survey data on labour in Nigeria that were carried out in the years 2003/04 and 2018/19. The research found a statistically non-zero mean difference between men and women, with a statistically significant wage advantage to males at all quantiles of both periods. That is, the women in both low, median, and highest wage levels earn less than men and this disparity continues with the passage of time. 

Lyu et al. (2024) applied the household survey conducted in Ethiopia in 2018/19 to relate the household gender wage gap with child nutrition outcomes using a probit instrumental-variable model. As it is concerned with malnutrition, it documents the latent gender pay gap. Results indicate that 35 percent divergence in support of males by industry is prevalent: every asymptotic increment in the wage gap modifies child stunting odds by up to 0.74 percent, which corresponds to an increase in the probability of the child being stunted. Therefore, even in our health-focused analysis, empirical outcomes still show that Ethiopian women earn about 65 percent of men's wages (or men earn about 35 percent more) under the same conditions. The way to do it is to decompose the pay change of workers turning over firms to identify the pay premia at the level of firms. Results revealed that women are employed in lower-paying companies, explaining a good part of the South African formal-sector gender pay gap at around 45 per cent. In brief, close to half of the difference observed can be attributed to firm sorting (women end up disproportionately working at firms that offer low wages), which is one of the key structural determinants of inequality.
Even with an extensive understanding of gender wage differences, there is a prominent lacuna of information about this aspect, in general, and more so in Kenya's hospitality industry, specifically, five-star hotels in Nairobi County. While research globally has explored gender wage inequality and labour mobility in the hospitality industry, there has been a lack of literature responding to the realities in Kenya's hotel sector. However, this study filled this gap by utilizing General Linear Modeling (GLM) Univariate ANOVA to uncover the effect of gender on employee pay within the context of Nairobi County, Kenya. 
Theoretical Framework

The study is predicated upon the crowding hypothesis propounded by Bergmann (1971). The crowding hypothesis asserts that discriminatory behaviour causes the supply of female labour to increase in particular occupational categories, leading to a downward pressure on remuneration levels in those areas. This is so because discriminatory barriers keep some groups from accessing certain employment opportunities, mostly those high-paying jobs traditionally held by men, and hence channel them to a narrow set of job opportunities. Consequently, a surplus of labour develops in these overcrowded labour markets, thereby reducing compensation levels in such industries (Grimshaw, 1997).

The theory lies also in its explicit use of supply-and-demand mechanisms to explain why women and other excluded groups have lower earnings—not less productivity, but discriminatory treatment that pushes them into jobs with payoff-lowering wage-rigidifying jobs. As such, it is a powerful tool for exploring occupational segregation and pay differentials. Perez (2017) went on to argue that heightened educational achievement by women can still offset the expected wage depreciation. However, one drawback to this model is its inability to isolate discrimination as the ultimate determining cause responsible for occupational clustering; preferences, human-capital differentials, or socialization dynamics could all be responsible for occupational clustering, too. A degradation, too, is the claim that competition from product markets can, and should, fix the problem of crowded low-wage jobs as employers seek cheaper labour, even though empirical evidence sometimes runs contrary to the presence of a correcting mechanism (Begović, 2022).

Theoretical models suggest that where women in the hospitality sector are disproportionately steered into certain roles—housekeeping, for example, and front desk operations-related positions—the resulting phenomenon of supply-induced crowding can result in low wages for these sectors, even when women have similar qualifications. This model requires examination of the degree of gender-specific occupational segregation in hotel employment, potential gatekeepers to managerial or operational employment with higher salaries, as well as the interaction between these wage structures and supply-induced crowding itself. However, where wage differences are largely accounted for by differences in education, skill levels, or individual tastes, the crowding hypothesis is less likely to hold. Thus, this theory not only explains the problem of gender-based wage differentials but also describes an analytic framework for the study of the dynamics of occupational crowding, prompted by discrimination, as an essential driver in Nairobi’s high-end hotel industry.
3.0 Methodology
The study applied a survey design that collected the perceptions of respondents at a given point in time among five-star hotels in Nairobi County, Kenya. The choice of this area lies in the concentration of five-star hotels, given its tourist nature. The study utilized 392 workers of eight of these hotels, where a sample of 198 was drawn using a multistage design comprising stratified, proportional and simple random sampling, having utilized Yamane’s formula to compute the size of the sample. Data for the study were compiled using a structured questionnaire with questions capturing gender (male or female) as the explanatory factor, while the explained factor – employee pay entails wages, bonuses, and rewards. Control variables covered socio-demographic and job characteristics.  To ensure the validity of the research instrument, face, content and construct validity were ensured by academic reviewers with a pilot study of 10 employees outside the study area chosen for the questionnaire refinement.

Data were analyzed using an explanation of the results through descriptive statistics (frequencies, means, standard deviations) and inferential analysis. The hypotheses concerning the gender influence on the pay were tested by General Linear Modelling (Univariate ANOVA). General Linear Modelling Univariate ANOVA was considered adequate since the effect of categorical variables were being tested and the major strength of ANOVA is comparison of group means for purposes of asecertining if they significantly differ. Two factorial models were applied: one that included gender only and another that took account of the socio-demographic and job characteristics. F-test (p 0.05) was used to test statistically significant results, whereas the effect size was assessed based on Partial Eta Squared. ANOVA assumptions were tested by Levene to test the homogeneity of variance and the fit models. Bonferroni-adjusted t-tests and post-hoc comparisons identified additional evidence of the existing variation of the salaries provided to persons, which has demonstrated the gender-related pay gaps in five-star hospitality industry of Nairobi.

4.0 Results

Response Rate

Out of the 198 employees per the sample size of the eight participating five-star hotels in Nairobi County, 112 questionnaires were received after completion. This produced a response rate of 57% which can be said to be satisfactory as per the use of research purposes, as according to research guidelines, response rates are satisfactory when they exceed 50 per cent. For example, Polit & Beck suggest that a response rate of 65%+ is thus appropriate for most purposes, but rates can be lower and still be acceptable depending on the contexts of the study.
Descriptive Statistics on Employee Pay

In the characterisation of the distribution of employee pay and satisfaction levels among the respondents, descriptive statistics were used. The outcomes relating to the employee pay are illustrated in Table 1.
Table 1: Employee Pay Descriptive

	
	Gender

	
	Male
	Female
	Total

	
	Count
	Row N %
	Count
	Row N %
	Count
	N %

	Average Monthly Basic Pay
	14, 000-17,000
	18
	60.0%
	12
	40.0%
	30
	26.8%

	
	18,000- 21,000
	13
	65.0%
	7
	35.0%
	20
	17.9%

	
	22,000 – 25,000
	13
	56.5%
	10
	43.5%
	23
	20.5%

	
	26,000- 29,000
	5
	45.5%
	6
	54.5%
	11
	9.8%

	
	30,000 -33,000
	4
	57.1%
	3
	42.9%
	7
	6.3%

	
	34,000 - 37,000
	4
	36.4%
	7
	63.6%
	11
	9.8%

	
	More than 38,000
	3
	30.0%
	7
	70.0%
	10
	8.9%

	
	Total
	60
	53.6%
	52
	46.4%
	112
	100.0%

	Salaries and wages satisfaction
	Strongly Disagree
	6
	46.2%
	7
	53.8%
	13
	11.8%

	
	Disagree
	21
	48.8%
	22
	51.2%
	43
	39.1%

	
	Somehow Agree
	12
	60.0%
	8
	40.0%
	20
	18.2%

	
	Agree
	16
	57.1%
	12
	42.9%
	28
	25.5%

	
	Strongly Agree
	4
	66.7%
	2
	33.3%
	6
	5.5%

	
	Total
	59
	53.6%
	51
	46.4%
	110
	100.0%

	Overtime payment satisfaction
	Strongly Disagree
	19
	45.2%
	23
	54.8%
	42
	38.2%

	
	Disagree
	17
	60.7%
	11
	39.3%
	28
	25.5%

	
	Somehow Agree
	12
	75.0%
	4
	25.0%
	16
	14.5%

	
	Agree
	3
	27.3%
	8
	72.7%
	11
	10.0%

	
	Strongly Agree
	8
	61.5%
	5
	38.5%
	13
	11.8%

	
	Total
	59
	53.6%
	51
	46.4%
	110
	100.0%

	Bonuses payment satisfaction
	Strongly Disagree
	13
	54.2%
	11
	45.8%
	24
	21.8%

	
	Disagree
	12
	50.0%
	12
	50.0%
	24
	21.8%

	
	Somehow Agree
	18
	58.1%
	13
	41.9%
	31
	28.2%

	
	Agree
	10
	47.6%
	11
	52.4%
	21
	19.1%

	
	Strongly Agree
	6
	60.0%
	4
	40.0%
	10
	9.1%

	
	Total
	59
	53.6%
	51
	46.4%
	110
	100.0%

	Team rewards provided satisfaction
	Strongly Disagree
	8
	72.7%
	3
	27.3%
	11
	10.0%

	
	Disagree
	10
	58.8%
	7
	41.2%
	17
	15.5%

	
	Somehow Agree
	14
	48.3%
	15
	51.7%
	29
	26.4%

	
	Agree
	18
	46.2%
	21
	53.8%
	39
	35.5%

	
	Strongly Agree
	9
	64.3%
	5
	35.7%
	14
	12.7%

	
	Total
	59
	53.6%
	51
	46.4%
	110
	100.0%

	Personal and individual rewards given on merit satisfaction
	Strongly Disagree
	18
	60.0%
	12
	40.0%
	30
	27.3%

	
	Disagree
	16
	51.6%
	15
	48.4%
	31
	28.2%

	
	Somehow Agree
	9
	56.3%
	7
	43.8%
	16
	14.5%

	
	Agree
	10
	47.6%
	11
	52.4%
	21
	19.1%

	
	Strongly Agree
	6
	50.0%
	6
	50.0%
	12
	10.9%

	
	Total
	59
	53.6%
	51
	46.4%
	110
	100.0%


Source: Field Survey (2025)
Table 1 indicates that 30 employees (26.8%) indicated that they earned an average monthly basic pay in the lowest cutoff bracket of KES 14,000-17,000. In this segment, a larger percentage (60%, n=18) of the male employees was represented over the female employees (40%, n=12). On the one hand, a minor number of employees, only 10 (8.9%), made over KES 38,000. It is noteworthy to note that in this top pay bracket, female employees formed the majority with 70 per cent (n=7) of the earners as compared to 30% (n=3) males. The results also observed that a large majority of the respondents, 43 (39.1%), were dissatisfied with their salaries and wages. This source of dissatisfaction was shared nearly in equal measure (48.8% and 51.2%) between male and female employees. On the other hand, a very low percentage of employees, that is 6 (5.5%), strongly stated that they are satisfied and that the male employees (66.7%) were just slightly ahead of female ones (33.3%). In the overtime group, 42 respondents (38.2%) strongly disagreed with their satisfaction; out of them, 32 respondents (76.2%) are male employees and 10 respondents (23.8%) are female employees. Conversely, a mere 11 workers (10.0%) accepted to be satisfied, which shows a significant gender shift of 8 female workers (72.7%) as opposed to 3 males (27.3%). The results of the satisfaction with bonus payment revealed that a total of 31 of the respondents (28.2%) somehow agreed to be satisfied, with 58.1% of them (N=18) male employees and 41.9% (N=13) female employees. The most extremely little group was the 10 employees (9.1 percent) who attested to say that they were filled, once again, a small percentage of the males (60.0%) outweighed the females (40.0%). Table 2 illustrates the average satisfaction levels and average basic pay by gender, providing a clear exposition of the perceived remuneration.
Table 2: Levene's Test of Equality of Error Variances
	Dependent Variable: Average Monthly Basic Pay

	F
	df1
	df2
	Sig.

	4.242
	1
	110
	.042


Source: Field Survey (2025)
Before going on to the interpretation of the ANOVA results, the assumption of the homogeneity of variance was tested using the Levene test in Table 2. These findings suggested that this assumption was breached (F = 4.242, p =.042). This implies that there was no equality in variance in paying male and female workers, and one therefore has to be careful in interpreting the results that are based on the assumption of equal variance.
Lack of Fit Test
Model 1 could not be calculated using the Lack of Fit test. The reason is that Model 1 was only constructed with gender being the only factor and therefore, no other factors and interactions were available in this case to perform a comparison with the full factorial model.
Table 3: Model 1 Tests of Between-Subjects Effects

	Source
	Type III Sum of Squares
	df
	Mean Square
	F
	Sig.
	Partial Eta Squared

	Corrected Model
	16.815a
	1
	16.815
	4.422
	.038
	.039

	Intercept
	1132.815
	1
	1132.815
	297.901
	.000
	.730

	Q1Gender
	16.815
	1
	16.815
	4.422
	.038
	.039

	Error
	418.292
	110
	3.803
	
	
	

	Total
	1554.000
	112
	
	
	
	

	Corrected Total
	435.107
	111
	
	
	
	

	a. R Squared =.039 (Adjusted R Squared =.030)
	
	
	
	
	
	


Source: Field Survey (2025)
Table 3 shows that the corrected model, which incorporates gender as a predictor, was statistically significant (F (16.815, 1) = 4.42, P=.038). This is to say that gender, as a standalone factor, does have a statistical relevance in influencing average monthly basic pay. Partial Eta squared value was 0.039 as a measure of the effect size. This value indicates that gender variation seems to single-handedly explain about 3.9% of the variance that had been detected in average monthly basic pay. Although statistically significant, this percentage represents a rather small role of gender alone in the total variation in compensation. The second objective takes place in this table because it is the basis of the null hypothesis about the impacts of gender on pay, properly examined by the statistical research and serves as the main statistical data on the impact of gender on pay.
Table 4: Gender Pairwise Comparisons
	(I) Gender
	(J) Gender
	Mean Difference (I-J)
	Std. Error
	Sig. a
	95% Confidence Interval for Differencea

	
	
	
	
	
	Lower Bound

	Male
	Female
	-.777*
	.369
	.038
	-1.509

	Female
	Male
	.777*
	.369
	.038
	.045

	Based on estimated marginal means
	
	
	
	
	

	*. The mean difference is significant at the .05 level.
	a. Adjustment for multiple comparisons: Bonferroni.
	
	
	
	


Source: Field Survey (2025)
Table 4 shows the result of a pair-wise comparison, which indicates the precise direction in which this significant difference between female and male pay occurred. Employee pay was also identified with the female employees earning a considerably higher salary as compared to their male counterparts (Mean Difference = 78, p=0.04). The result directly encourages the information that women workers obtained a greater average of basic pay mean which was observed in the descriptive statistics. This table gives the direction and value of the relevant difference that is significant in model 1 and it affirms that the higher mean of the basic pay of females is significant.
5.0 Discussion

The result shows that gender in this case presents a statistically significant influence on the pay level of employees in five-star hotels within Nairobi, as compared to their male counterparts, where female employees are earning significantly higher in comparison. The result, which shows that women have a pay advantage, is in clear contrast to the current available academic global and local literature and thus indicates mostly a disadvantage in pay to women. With these findings, the study results therefore dispute the reviewed literature that suggests that the general devaluation of jobs associated with women continues to affect one’s earnings even when young workers enter comparable occupations (Zeher, 2007). The results generally agree with some researchers, such as Quintero et al. (2023), who cite gender as a contributing factor to wages and benefits. The pattern presented in most of the available studies creates a scenario in which women tend to be lower paid in comparison to men, not only across the globe but also in Kenya. Nevertheless, the results indicated a reverse correlation in the said context. Perez (2017) went on to argue that heightened educational achievement by women can still offset the expected wage depreciation. This fact indicates that the idea of a gender pay gap is not a single entity that has one direction. Rather, its form may be quite different across different industries, geographical areas, and the distinction between certain workforces in the context of a particular environment. These findings in Nairobi do not substantiate the initial assumption that even the hospitality industry, as a highly female occupation, may discriminate against women in the field when it comes to pay based on the attitude of the society in undervaluing women's work. The implication is that generalisations in regards to gender pay gaps should be treated with caution. Context is paramount and what is true in one region or industry may be the reverse in another, so the very need to have locally what and what finds empirical support, which mirrors a particular situation at hand and this translates, of course to the need to localise empirical research in a manner which would reflect the particular dynamics at hand.
6.0 Conclusion and Recommendations

Conclusively, the study noted that gender significantly influences the pay of employees in the five-star hotels in Nairobi County. However, unlike the argument presented in most of the literature available, this is experienced through a pay premium on the part of women workers. The difference in pay that is observed is not mainly due to the influence of gender as a direct discriminatory factor, but by the larger force of other variables. These are the educational level, the position occupied, the type of department where one is employed, the age group and the years served in the hotel. The sample of female employees in the study had better achievement of these characteristics in terms of their higher education level, more management positions, and longer working experience, which have directly led to the higher pay. This points out the fact that there is a gender pay gap, but its factors are not merely self-contained but differ according to the context, in most cases due to differences in human capital and career advancement, rather than actual gender inequalities in pay levels. The compensation systems in these particular hotels seem to be based on the strengths and qualifications, and in this sample, female workers had more of these desired features, hence, their gender based influence on pay. With this, the study recommends that the activities and services of the hotel's human resource management should actively promote the role of employees of both genders to improve themselves continuously and receive higher education. The human capital and productivity of the whole workforce can be increased by investing in the professional development of the entire workforce. The human resource policies should clearly caution gender role stereotyping in the recruitment, placement, and promotion activities. This proactive initiative will guarantee the real alternatives that exist, enabling all the employees to progress to a better-paying job without any limitations or dependencies but purely on competency, skills, and potential, hence establishing a genuinely just workplace.
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