



EFFECTS OF GENDER ON EMPLOYEE RETENTION IN FIVE STAR HOTELS IN NAIROBI, KENYA
ABSTRACT
The ongoing issue of workforce turnover constitutes a significant obstacle for the international hospitality sector, particularly affecting rates of employee retention. This research examined the influence of gender and related confounding factors on employee retention across eight surveyed five-star hotels located in Nairobi County, Kenya. A quantitative methodology was employed, utilizing a cross-sectional survey design to analyze data obtained from 112 employees. Inferential statistical analysis was performed using General Linear Modelling (GLM) Univariate ANOVA, employing a customized factorial model to evaluate the effect of gender on the employees’ retention. The model demonstrated statistical significance in predicting retention (F(21,87)=1.988,P=.014); however, its moderate explanatory capacity (R2=.324) indicates the importance of unmeasured factors. The analysis established a statistically significant effect of gender on employee retention (F=3.603, P=.051, ηp2=.040). Pairwise comparisons indicated that female employees exhibited a higher mean retention rate (MD=6.89, p=0.05) in contrast to their male colleagues. Nevertheless, the majority of the variance in retention was accounted for by Department (F=4.722, P=.001, ηp2=.213), followed by Average Working Hours (F=3.518, P=.034, ηp2=.075). The Food and Beverage Service department displayed notably lower retention rates when compared to both operational and administrative roles. This study concludes that although gender serves as a contributing factor, female employees in this industry possess qualities that increase their likelihood of retention. The primary risks to retention are predominantly structural, directly associated with the high operational demands characteristic of specific departments and the negative effects of excessive working hours. Consequently, human resource interventions should focus on managing workloads within high-pressure functional areas to improve overall workforce stability.
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1.0 Introduction

The hospitality industry constitutes a vital element of both the economies of Kenya and the world at large, predominantly characterised by its considerable dependence on human resources (Kuria, Wanderi, & Ondigi, 2012). As an industry centred around service provision, it is imperative to sustain a skilled and consistent workforce, which often requires greater investment in human resources compared to other industrial domains (Kuria, Wanderi, & Ondigi, 2012). On a global scale, this sector is notably marked by the substantial participation of women within the workforce (Baum, 2013). Nonetheless, despite this involvement, disparities related to gender continue to exist, frequently evident through variations in income and job security (Lorber & Judith, 2010).

One major and continuous problem facing the international hospitality arena is the startlingly high rate of employee turn-over (Msengeti & Obwogi, 2015), directly interfering with service quality and continuity (Kim & Jogaratnam, 2010). Consequently, the retention of employees—defined as the actions taken by an organisation to develop strategies for keeping personnel for a longer period than the competition—has been a paramount managerial task (Johnson, 2000). The specific circumstances within Nairobi County, where there is a large number of luxury five-star hotels concentrated, give rise to a challenging operating environment where the exploration of the rate of turn-over is critical to the sustaining of competitive edge.

In Nairobi's five-star hotels, employee stability is estimated at 68%, translating to 32% employee retention rate (Wanderi & Ondigi, 2011). The marked instability is very costly, with the direct costs for recruitment, orientation, and training being very high, besides negatively affecting the quality of service and the levels of productivity (Kim & Jogaratnam, 2010). Even though literature already indicates some determinants that affect the stability of the employee—namely, remuneration, place of employment, and working–life balance—there is a gap in knowledge concerning the specific, quantifiable influence that gender has on employee retention among the upscale hotels in Nairobi County.

While female workers are already commonly proven to be at higher risk for turn-over due to family commitments (Nyanjom, 2013), other structural factors, namely the absence of open career opportunities for advancement and fixed assignment to jobs, can also explain the turn-over of female workers (Fleming, 2015). The resulting joint contribution of socio-demographic and job factors indicates the need for a targeted empirical examination designed to separate and quantify the actual contribution of gender to labour stability for this particular, highly-stressful situation. The present study meets this need explicitly by tabulating the explanatory power of gender for employee retention for five-star hotels located in the County of Nairobi.
2.0 Literature Review

Conceptualisation of Gender and Employee Retention

Gender is not only conceptualised as a biological difference but also as a socio-cultural construct derived from societal norms, shaping the behaviours, roles, and opportunities (Hesse-Biber & Carter, 2000). According to de Beauvoir (1949) gender is a social process becoming, whereby one is not born rather becoming a woman, highlighting that societal, historical, and cultural forces determine gender roles rather than biology, facilitating powerful critiques of patriarchy but criticised for neglecting biological embodiment, negatively portraying motherhood, and mirroring Eurocentric biases (de Beauvoir, 1949, as referred to in Bauer, 2015; Bergoffen & Burke, 2023). Conversely, Butler (1990) conceptualises gender not only as biological difference, but also that it is performatively constituted through repeated stylised acts giving rise to the illusion of fixed identity sans underlying essence, providing an influential framework for unsettling binary norms and shaping queer theory, yet criticised for neglecting social constraints, taking first-world privileges for granted, and undermining group-based feminist action through overemphasizing individual agency (Butler, 1990, as referred to in Lloyd, 2013; McNay, 2015). These conceptualization point to the constructed character of gender that is founded on societal imposition and discursive performance, each with shortcomings in adequately addressing intersectionality and material realities holistically (Westbrook & Schilt, 2021; Sayer, 2020). In the hospitality industry, gender discrimination tends to disempower the woman through unequal treatment in employment permanence and progress (Lorber, 2010). With this, gender for the purpose of the study is the biological identification of the employees at Five-star hotels in Nairobi.
Employee retention refers to the ability of an organisation to retain its desirable workforce which is usually measured by the rate of retention or the reverse which is the rate of turnover (Allen, 2008). High turnover in the hospitality industry interferes with the quality of services and weakens their competitiveness (Msengeti and Obwogi, 2015). The retention phenomenon is balanced by an extensive range of determinants, including remuneration, leadership, conditions of the working environment, and work-life balance (George, 2015; Moncarz et al., 2009; Kossivi et al., 2016; Umamaheswari and Krishnan, 2013). The impact of gender is complex: women can lose retention due to career disruptions that can be ascribed to the family-related factors (Nyanjom, 2013) and those structural barriers like glass ceiling in promoting women and rigid role assignments may provoke the women loss (Fleming, 2015). The increased sensitivity to gender inequalities, such as the differences in wages, also limits the attraction and retention dynamics (Hays, 2019). Employee retention is therefore a key indicator of the ability of an organisation to retain its preferred staff in the long run thus keeping its staff-turnover rates low. The measure can normally be reflected as the Employee Retention Rate (ERR) or the opposite of it, the Employee Turnover Rate (ETR) (Allen, 2008). In the hospitality sector, high turnover hinders internalisation of service quality, which leads to reduced quality and limited competitive position (Msengeti & Obwogi, 2015). The variables that control retention include compensation, leadership approach, working environment, and work-life balance (George, 2015; Moncarz et al., 2009; Kossivi et al., 2016; Umamaheswari and Krishnan, 2013). 
2.2 Empirical Review
Crosby (2016) evaluated the effects of gender and age on organizational commitment and Irish call centers' turnover intentions. The research utilized Mann-Whitney U test, and Kruskal-Wallis test. Results revealed that there is no significant difference in commitment between the genders; weak commitment is associated with higher turnover independent of gender. Pollack, Bosse and Garven (2019) compared gender inequities in U.S. academic medicine generalists' retention and promotion following fellowship. Multivariable logistic regression, t-tests, chi-square/Fisher's exact tests, network analysis were used. Conclusion indicated similar retention rates (women compared to men; women less likely to be promoted, possibly increasing long-term risk of turnover.

Wang (2019) studied the differential impact of workplace factors on turnover intention among genders in the U.S. federal government. OLS regression was utilized. Results revealed that opportunities for growth significantly decrease female turnover; differential for all factors, with the lowest for support from co-workers. Knudsen and Østergaard, (2020) studied the correlation between gender diversity and job satisfaction and turnover intentions among the public sector in Denmark. Logistic regression was utilized. Results indicated increased diversity decreases female turnover intentions but not men's; support for both genders' satisfaction is not affected.

Tshabalala and Hyland (2022) investigated the determinants facilitating or obstructing retention of senior women employees in South African financial institutions. The study utilized Inductive thematic analysis through Atlas.ti, seven-phase process. The results found gender biases such as pay gaps and work-life imbalance both heighten turnover; facilitators such as opportunity for growth enhance retention for women. Al Hammadi, Ooi, Shafiq and Tan (2022) investigate the effects of gender discrimination in HRM practices, namely retention, on the performance of UAE Telecom employees. The study utilized correlation analysis, stepwise linear regression. Results found that gender discrimination among retention negatively affected performance, resulting in higher turnover costs and commitment reduction.

Bisschop and van der Heijden (2023) found gender stereotype, working circumstances, and HR procedures effects on retention and advancement among Dutch female hospitality employees. The study employed descriptive statistics, correlation analysis, t-tests, and regression. Results indicated that there is no significant gender variation in retention, but stereotypes are negatively impacting advancement; positive working circumstances increase retention among both genders. Fischer (2023) investigated gender effects on burnout and intention to turn over among U.S. finance professionals. The study utilized Pearson's r/Spearman's Rho correlations, t-tests with the result indicating that there is no significant difference among genders for burnout  or to turn over; burnout is correlated with higher turn over among both male and female.

Datta and Agarwal (2024) examine the relationship between gender sensitivity, employee engagement, and turn-over rates among differing organizations. Utilizing statistical procedures including Pearson correlation, linear regression, and t-tests/ANOVA, the findings showed that gender sensitivity is positively correlated with engagement and negatively correlated with turn-over, consequently increasing retention for more inclusive environments. Upon an analysis of a number of studies, the scholars indicated that, to the best knowledge, there has been no analysis for the effect of gender on the retention of employees particularly for five-star hotels found in Nairobi, Kenya, consequently filling a stated gap.
Theoretical Framework 

This analysis is based on the Job Demands-Resources (JD-R) model, introduced by Demerouti, Bakker, Nachreiner, and Schaufeli (2001). JD-R theory suggests that job demands (emotional strain, workload) and resources (autonomy, support) are antecedents to worker results such as burnout and turnover. When demands are high with insufficient resources, exhaustion and withdrawal follow, whereas resources are associated with engagement and retention. For hospitality, gender is correlated with JD-R; females are subject to increased demands from domestic duties with operating stress, whereby retention is diminished (Nyanjom, 2013). Advantaged resources, however, such as education or jobs, can benefit females' stability (Fleming, 2015). The model criticises reductionist perspectives through highlighting structural explanations over individual difference explanations, with departments under extensive demands (food service) showing reduced retention. Its limitations are that it neglects the outside socio-economic factors, however JD-R is a strong framework for examining the mediated effects that gender has on retention among Nairobi hotels.
3.0 Methodology

The research utilized cross-sectional survey design to determine employee perception at a point in time among eight five-star hotels in the County of Nairobi, selected for the presence of concentrated luxury establishments. The targeted population comprised 392 employees, with 198 calculated using the formula proposed by Yamane (1967) and drawn through a multistage sampling technique involving stratification of the Hotel, proportional allocation, and simple random sampling. Data collection adopted structured questionnaires that measured gender (categorical: male/female) as the independent variable, retention (percentage retained among employees at the department) as the dependent variable, and controlled for socio-demographic factors (age, education, tenure) and job attributes (department, position, working time) alike. Instrument validity was established through expert judging and pilot studies involving 10 employees not included among the sample. Data analysis adopted descriptive (frequencies, means) and inferential techniques, with General Linear Modelling Univariate ANOVA utilized to test the hypothesis, with the determination of significance through F-tests (p≤0.05) and effect sizes through Partial Eta Squared.
4.0 Results

4.1 Descriptive Statistics on Employee Retention

The study descriptively the retention means of gender alongside the demographic categories in Table 1.

Table 1 Employee retention descriptive
	
	Percentage  of employees retained

	
	Mean
	Total N

	Gender
	Male
	79%
	60

	
	Female
	84%
	52

	
	Total
	81%
	112

	Age Group 
	Below 29  Years
	79%
	43

	
	30 -41 Years
	82%
	48

	
	42 Years and above
	84%
	21

	
	Total
	81%
	112

	Marital status 
	Single
	82%
	40

	
	Married
	81%
	65

	
	Others 
	82%
	7

	
	Total
	81%
	112

	Level of education
	Certificate or less
	83%
	37

	
	Diploma
	77%
	42

	
	Degree and above
	84%
	33

	
	Other
	.
	0

	
	Total
	81%
	112

	Department
	Housekeeping
	77%
	19

	
	Front Office
	84%
	22

	
	Maintenance
	94%
	10

	
	Food and Beverage Service
	71%
	22

	
	Operations and Administration
	87%
	26

	
	Food Production
	78%
	13

	
	Total
	81%
	112

	Position held
	Supervisor
	80%
	25

	
	Asst. Supervisor
	78%
	11

	
	Team player
	82%
	76

	
	Total
	81%
	112

	Employment terms
	Permanent
	82%
	80

	
	Contract
	79%
	32

	
	Total
	81%
	112

	Years of industry experience
	Under 5 years
	78%
	47

	
	6-10 years
	84%
	32

	
	11-15 years
	82%
	22

	
	16- 20 Years
	88%
	10

	
	Total
	81%
	111

	Length of stay in the hotel
	Less than 3 year
	80%
	50

	
	4 –6 years
	80%
	34

	
	7 – 10 years
	85%
	21

	
	11 - 20 years
	85%
	6

	
	Over 20 years
	.
	0

	
	Total
	81%
	111

	Average working hours
	Less than 8 hours
	93%
	5

	
	8 Hours
	82%
	84

	
	More than 8 hours
	74%
	23

	
	Total
	81%
	112


Source: Researcher (2025)
Within an analytical review of employee retention dynamics as illustrated in Table1, the female employees had a slightly higher mean of retention rate of 84 percent compared to male counterparts of 79 percent indicating a strong gender based divergence in five star hotel commitments. Departmental variances were also salient because the Maintenance division had the highest retention rate at 94 percent, which is a sign of a high employee engagement, and the Food and Beverage Service division had the lowest retention rate at 71 percent, which may be indicative of adversities specific to the sector. Besides, the level of retention had a strong correlation with work hours: employees with less than eight hours per day showed the highest retention level of 93, and then there were those with eight hours per day or workers with more than eight hours with 74percent as the lowest retention rate.
General Linear Model was used to evaluate the combined effect of all the variables on the Percentage of Employees Retained and it rejected the null hypothesis. The model was statistically significant (F (21.87) = 1.988, P =.014) and explained 32.4 percent of the variance in employee retention (R 2 =.324).
Table 2: Tests of Between-Subjects Effects on Employee Retention
	Source
	Type III Sum of Squares
	Df
	Mean Square
	F
	Sig.
	Partial Eta Squared (ηp2​)

	Corrected Model
	10820.043a
	21
	515.240
	1.988
	.014
	.324

	Intercept
	34240.454
	1
	34240.454
	132.089
	.000
	.603

	Q1Gender
	934.055
	1
	934.055
	3.603
	.051
	.040

	Age group
	72.007
	2
	36.004
	.139
	.871
	.003

	Q3Marital
	475.788
	2
	237.894
	.918
	.403
	.021

	Q4Education
	841.778
	2
	420.889
	1.624
	.203
	.036

	Q5Department
	6120.761
	5
	1224.152
	4.722
	.001
	.213

	Q6Position
	62.590
	2
	31.295
	.121
	.886
	.003

	Q7Employment
	130.702
	1
	130.702
	.504
	.480
	.006

	Q15Hotelworkyears
	234.412
	3
	78.137
	.301
	.824
	.010

	Q9Hours
	1823.672
	2
	911.836
	3.518
	.034
	.075

	Error
	22552.373
	87
	259.223
	
	
	

	Corrected Total
	33372.416
	108
	
	
	
	


Note. R2=.324 (Adjusted R2=.161).

On the objective that determine the effect of gender on employee retention in five-star hotels in Nairobi, the results in table 2 indicate that gender had a significant effect on employee retention (F=3.603, P=.051) at 4%, From the results, it is important to note that in as much as gender significantly affect employee retention, it only accounts for 4% the least percentage when loaded with the rest of the factors in the custom factorial model. The table further shows the specific job characteristics and social demographic factors that significantly affect the employee retention are department (F=4.722, P=.001) at 21%, and number of hours worked (F=3.518, P=.034) 8%. Pairwise comparison statistics in table 10g indicate that Female employees have higher retention rates than male employees (MD= 6.89, p=0.05). This could be explained by fact that according to this study, they are more educated, therefore hold higher positions, and they earnmore.

The study results revealed that most female were more educated, older and held supervisory  positions, which can be linked to long service and  could be explains the relation between gender and retention. This observation however disputes Fleming’s suggestion (Fleming, 2015) that there is lack of a clear promotional ladder for women, a limited number of role models, and a certain level of inflexibility in job assignments. One indication of that situation is that women make up 52.4 percent of the labor force in Fortune 500 hospitality companies, but only 15.5 percent of executive officers. It was also noted that F&B service department had the highest turnover rates, although this department had a majority of female employees 56%, it equally had a high percentage of male employee compared to other departments, and female employees were more in other departments such as operations and administrative departments collectively.
The results of this study indicate that department and number of hours worked that significantly affect the employee retention. The department that an employee works in contributes greatly to the employees’ retention it was noted from the study that F&B service department had had the highest turnover rate, and most of the sedentary departments with operations and administrative positions retained their staff more. This could be explained by the fact that most of such positions require higher education levels and more experience. As for the number of hours worked as the other job characteristic that had a significant influence to retention, it is was evident that the employees who worked less than 8 hours seemed to be retained more than those who worked for more than 8 hours. This observation could be attributed to the fact that the normal hotel work schedule should not be extended to more than 8 hours.

5.0 Discussion

The analysis, therefore, provides a strong support to reject the null hypothesis to support the fact that gender has a significant influence on retention of employees in five-star hotels in Nairobi. Gender also played a role 4.0% into the retention model, which is not a significant percentage but statistically significant. The fact that the female employees have a higher retention (84% mean) is contrary to the historical literature that women are viewed as less desirable and less reliable because of the possibility of career disruptions (Nyanjom, 2013). On the other hand, this positive correlation is justification of an interpretation based on the descriptive data of this study, where female employees are disproportionately better qualified, have more managerial jobs, and longer tenure, implying that their higher qualification status of human capital forms the basis of their retention benefit and reduces structural impediments to becoming a manager (Fleming, 2015). This finding aligns with Pollack, Bosse and Garven (2019).
The department turned out to be the most significant stability determining factor, which proves that the functional context of the work environment is the biggest threat of attrition. The high retention deficit observed in the Food and Beverage Service department highlights the fact that the operational conditions, which include large volumes of business, a large demand among consumers, and unpredictable schedules, contribute to structural burnout that leads to turnover (Msengeti & Obwogi, 2015). Even that the high-value human capital variables (e.g., education, position held) are not significant only strengthen the idea that even well-qualified and paid workers can be afraid of quitting their jobs because of the unfavourable work conditions.
An important adverse effect of the Average Working Hours on retention (P =.034) is an important practical point. The evidence that the retention rates of employees who exceed the capacity of eight hours on a regular basis are significantly lower, proves the point that the breach of the work-life balance norms is one of the measurable and preventable factors that may lead to attrition (Kim and Jogaratnam, 2010). This aspect requires urgent managerial intervention, where work overload is an indication of failure in management of operations and leads to instability in the departments with high demands.

6.0 Conclusion and Recommendations
The research comes to a conclusion that gender significantly affects employee retention in 5-star Hotels in Nairobi County. In particular, the retention rates exhibit greater values among female employees, mainly due to their compositional advantage in most highly valued qualities in the sample. However, structural and environmental forces, that is, the department of employment and the average number of working hours, are the most forceful retention reasons. The nature of the results in general points out the fact that the main obstacle that faces five star hotels in Nairobi is not gender based inequality but it is the systematic operational strains that foster burnout and trigger turnover in bedrock service units. According to the quantitative findings, the following suggestions are given to human resource and operational management in the five-star hotels in Nairobi: 

i. The managements of these hotels will have to apply immediate interventions on high-turnover departments, specifically the Food and Beverage Service department. This necessitates an audit of staffing ratios, workload allocation and scheduling to reduce structural strains and burnout. 

ii. The management should impose strict rules to have minimal overtime periods and make sure that all the employees are obliged to work within a sustainable working schedule. The work-life balance should be an active policy to increase the retention rates among the employees who are currently working more than the eight-hour working day.
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