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Abstract           

The truism is that hospitality is a difficult industry in which to work. But those employed 

in it, share a common passion. The work environment is hot and noisy, but a happy 

guest satisfies those employees. The satisfied employee is more productive and 

creative. So, what makes hospitality employees different? Feminist epistemology refers 

to the need to include more women in all aspects of business, encouraging self-growth 

and development. However, the researcher hopes to highlight the importance of human 

flourishing, especially for all those discriminated against or for minority groups, rather 

than just taking a feminist view. A concern with qualitative research is that the 

researcher’s positionality has an impact on the research so it should be discussed to 

expose any bias. Therefore, this paper aims to capture a discussion between student 

and supervisors, to understand the context of this constructivist grounded theory study. 

The recommendation is that these underlying biases be exposed to conduct research 

more objectively, understanding that each incident can be viewed differently. An 

additional contribution is to voice what some women chefs experience and perhaps 

move others to expose this discriminatory underbelly in an industry that is perceived as 

glamorous.   

Keywords: Hospitality, human flourishing and well-being, positionality, decent work and 

economic growth, gender equality, feminism  

Introduction          

This report aims to capture a conversation between the supervisors and researcher by 

unpacking the motivation for her research topic but also highlighting her positionality. 
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Qualitative research studies are frequently criticised for their poor reporting resulting in 

more questions rather than what the research initially set out to answer (Braun & 

Clarke, 2021; Levitt, 2021, Tong, Sainsbury & Craig, 2007). This then leans towards the 

idea that qualitative research merely captures a glimpse of the complexity of human 

nature. All research provides a nuanced view of the current situation at the time, which 

provides an opportunity for the next set of researchers to build on this. Grounded theory 

research developed by Glaser and Strauss (1967) ‘observes’ and reports on a 

phenomenon (Charmaz & Belgrave, 2019:744). This research study is a constructivist 

grounded theory study so the researcher's view of the topic, biases and positionality 

needs to be addressed as it can influence the study and this influence needs to be 

acknowledged.  

Therefore, the objectives of this paper are 1) to understand the changes in current 

feminist debates, 2) to discuss the roles of women chefs with regards to their work, life 

and self-care, and lastly, 3) to interrogate the positionality of the researcher with a 

concept that carries significant biases. The article first, provides a background to the 

student/supervisor questions. The questions posed and answers provided, will then be 

discussed and supported by literature.  

Background to the original study  

The article is based on a study that set out to identify strategies to assist women chefs 

in improving their work-person-life balance. This is not only beneficial to women chefs 

but also to employers who want more engaged, creative and productive employees 

(Saxena, 2018). The hospitality industry is difficult to work in, with its non-standard 

working hours, frequently poor wages, fewer career opportunities and the physical 

demands of the profession (Baum, 2015; Haldorai, Kim, Pillai, Park & Balasubramanian, 

2019). In the last 15 years, there has been a growth in the number of women employed 

in the hospitality industry, but few progress to senior management positions (Russen, 

Dawson & Madera, 2021; Wang, Zhou & Kelobonye, 2022). The status of women varies 

in different countries and cultures (Bernhardt, Field, Pande, Rigol, Schaner & Troyer-

Moore, 2018; Calver, Dashper, Finkel, Fletcher, Lamond, May, Ormerod, Platt & Sharp, 

2025; Khalid & Aftab, 2023), but in South Africa, the society is more patriarchal, with 
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traditionalist views of the roles and responsibilities of women (Mwashita, Zungu & 

Abrahams, 2020). The reproductive function is considered disadvantageous for women, 

as well as those considered as the primary caregivers to children and the elderly 

(Johnson, Brison, Harris & Brown, 2023; Ngomane, 2017). Collins Landivar, Ruppanner 

and Scarborough (2021) noted that working hours of women vary according to the age 

of their children; that is if the children are young, less time is spent at work. This could 

be viewed as disadvantageous too. This thinking has shifted slightly with more women 

needing to be permanently employed to contribute to the household income (Blithe, 

2015; ILO, 2019; Jun, Waheed, Hussain, Jamil, Borbášová & Anser, 2020; Pan, 2023). 

Within hospitality, the opportunity to become an innkeeper or restaurateur, allowed 

women the opportunity to work autonomously while applying their skill (Hicks, 1991). 

Some other changes in society, have resulted in more women being single parents, 

placing greater demands on them.    

Methodological approach of the study 

This qualitative constructivist grounded theory research design (Charmaz, 2017; Glaser 

& Strauss, 1967) was chosen for this study because there is a fair amount of literature 

about work-life balance already, but it is frequently through the lens of the employer 

intending to improve productivity (Bal, Kordowicz & Brookes, 2020; Charmaz & 

Belgrave, 2019). The nuances of the service industry are described and the demands 

on women chefs specifically. The women chefs were invited to participate in the study, 

using purposeful, convenience and snowball sampling. The participants had to be 

working in South Africa, with a minimum of two years of employment in a hotel kitchen. 

The women chefs sampled were from different ethnic groups and various ages (the 

youngest being 23 years old and the oldest 52 years). Each of the participants has a 

qualification, either a culinary certificate, diploma or degree. Formal training is 

necessary for more senior positions in the culinary industry, but to be a chef, industry 

experience is still vital. Most of the women chefs have children, with several also being 

responsible for an ill or elderly family member. Most of the participants work in hotels, 

with others either restaurant business owners, private chefs or in education.  
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The data was collected from the electronic diaries and interviews were transcribed, 

loaded, coded, and analysed using ATLAS.ti. Ninety-seven codes were created and 

once merging was completed 79 codes remained. Themes and subthemes were 

identified, strategies were formulated. Initially, 44 strategies were formulated and then 

sent to senior hospitality academics for review. Changes were made and then a 

statistician was consulted for further comment. As a result, 52 strategies were proposed 

and these would be sent to industry experts following the process of the Delphi 

Technique (Grisham, 2009, Ponting & Dillette, 2023). These industry experts then 

decided whether a strategy was feasible and desirable. Reflexive journaling, interview 

notes and an independent coder were used to gain trustworthiness. Piloting was 

conducted for interviews and electronic diary questions, as well as the strategies. As 

required by the higher education institution, the ethics committee granted permission for 

the study (21STH03) to be conducted, with the researcher’s adherence to confidentiality 

and informed consent requirements. 

Not only do the women chefs work in a challenging environment but also one that is 

considered male-dominated (Wang et al., 2022). This study was exploratory and 

descriptive, examining the chef’s work-, personal- and life balance. The management 

implications of such a study were to guide decision-makers regarding policies to 

improve work-life balance for all chefs and those in other industries who work non-

standard hours. The women chefs are further challenged by the necessity to complete 

personal non-paid household tasks or other care-giving responsibilities to the elderly or 

communities.  

Although there is more literature available on work-life balance, constructivist grounded 

theory and gender issues, the information provided aims to situate this study. But this 

report aims to capture a conversation between the supervisors and researcher by 

unpacking the motivation for her research topic but also highlighting her positionality. 

Supervisors’ questions and student’s answers 

During the proposal stage, when supervisors and student become acquainted with one 

another, questions are raised about the interest and motivation to do such a study. 

Once the proposal started to emerge, other questions needed to be asked regarding 
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positionality. The study took place in South Africa from 2021 to 2024 but all interactions 

between supervisors and student occurred using MS Teams. This is because one of the 

supervisors resided in another country. This report focuses on three questions 

regarding current feminist debates, the multiple roles of women chefs to their work, life 

and self-care, and lastly, to interrogate the positionality of the researcher with a concept 

that carries significant biases. The student’s response and the applicable literature 

related to feminist studies and positionality will be included.   

Supervisors asked the following question: Is this a feminist study? 

My response: ‘I am not sure. In my personal life, I am surrounded by men; a 

husband, two sons, my father and my brother. There are no other women. I have 

never considered myself a feminist but then I realise that I have not lived in a 

situation where I perceive my gender to be a problem. A little part of me understands 

that role confusion causes conflict because certain roles are cemented into our 

cultures. Perhaps it is the cultures that are too rigid to allow the flexibility of the 

current era. Perhaps it is also because, at the end of the day, I don’t think that I have 

missed an opportunity because I am a woman. Maybe because I am also a fatalist, 

things happen the way they should anyway. We are all aware that human 

characteristics include age, race, gender and more; but at no point, should any of 

them disadvantage a person in any area of their lives.  

The paragraph that I am most reluctant to write about in my work, is the one about 

women chefs. And I don’t know why? Maybe it has something to do with my belief 

that in modern society there is no room for sexist behaviours, gender shaming 

and/or discrimination, but I am acutely aware that it still very much exists. Maybe it is 

because I think role-mixing results in its own set of challenges. Maybe it is because I 

chose to be a caregiver instead of a breadwinner, so I have no convincing argument 

for or against feminism. But there are many single-parent households where either 

the man or the woman is required to fulfil both roles. It could also be because my 

husband and I are from slightly different cultures, that I automatically know where I fit 

into the picture in his patriarchal society.    
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Maybe it is because I can and like to cook at the end of the day and do my ‘mental 

filing’ while I do this female-orientated household task. Perhaps it is because these 

tasks at the end of the day are mindless, for instance, packing/unpacking the 

dishwasher, cooking dinner, feeding dogs or loading the washing machine. Once 

completed, I can then focus on something else. Maybe I need to do these tasks 

otherwise I would just continue working. Perhaps this is not necessarily a feminist 

study but rather a human flourishing study, where all those who are discriminated 

against or absent from decision-making, are represented as they too have a lot to 

contribute.’ 

Human characteristics, such as gender, age and race, and social influencers, such as 

ethnicity, sexuality, dis/ability, class and whether privileged or not, provide the social 

constructs that people use to distinguish individuals (Baker, Puzi, Saudi, Zahari, 

Sallehudin, Zainol & Selamat, 2024; Mooney, 2020; Morgan & Pritchard, 2019; Olesen, 

2010). Besides family, life can also include education, military service, community and 

other civic duties, religious commitments, physical activities, health, other kinds of care 

work, volunteering and even hobbies (Blithe, 2015). It is noted that the socialisation of 

women occurs in the family environment from a young age, where girls assist their 

mothers in the kitchen or with cleaning and caregiving (Ngomane, 2017; Sandberg, 

2015). The boys are taken into the fields or accompany their fathers to do ‘men things’, 

believing that they are superior, stronger and with more status than a girl child 

(Ngomane, 2017). The term gender conjures up several thoughts, either male or 

female, and the beliefs and expectations of each (Mooney, 2020; Pan, 2023). Although 

as a society, we are encouraged to think that one is not better than the other 

(Hjálmsdóttir & Bjarnadóttir, 2021), we can all agree that they are different (Sandberg, 

2015). However, these gender differences do permeate our society and workplaces.  

The term gender carries perceptions of expected roles and responsibilities, conveying 

different contexts in different cultures. Society, politics, history, culture and religion 

influence gender-based inequalities differently the world over (Pan, 2023). Blithe 

(2015:2) defined the ’simultaneous shift’ as the women who attempt to be available to 

children and an employer at the same time. Other authors (Haddaji, Albors-Garrigos & 
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Garcia-Segovia, 2017; Ngomane, 2017) confirm the inability to achieve work-life 

balance (WLB). These inequalities and gender roles become entrenched in society and 

are then reflected in the workplace (Morgan & Pritchard, 2019:38), like the hospitality 

industry. With more women travelling for leisure and business, these changes need to 

be reflected in the demographics of the hotel recruitment and retention plan. Bridges, 

Wulff and Bamberry (2021) noted that in male-orientated professions, the culture of the 

organisation has predominately male values and belief systems which are less flexible 

when one considers family-orientated policies, resulting in a lack of work-life balance. 

These human characteristics, including gender, also influence the individual, 

interactional and institutional structures.  

Workplace culture refers to how diverse teams can work together, respecting each 

other’s generation differences, able to work in constructive teams and promote equity 

willingly. A positive teamwork experience is felt when each member of the team has a 

sense of belonging and greater productivity (Hossain, Kannan & Raman Nair, 2021:685; 

Mooney, 2019:13). This means the individual feels acknowledged and that they can 

work, contribute and grow with fellow members’ encouragement. For the organisation, 

this means that the individual can work independently, functions positively amongst 

other team members and aims to improve productivity individually and within the group. 

Diversity refers to how people are grouped into categories, whilst equity attempts to 

correct prejudices and discriminatory behaviours. Inclusion refers to how all voices can 

and should be heard in the organisation (Ponting & Dillette, 2023:1). Although each 

concept carries its own meaning, they are usually discussed together when attempting 

to create a fair and equitable society. The benefits of having diversity within the 

workplace are well documented but equity and inclusivity need to be practised, with 

greater financial rewards (Russen et al., 2021:6). Successful diversity, equity and 

inclusivity (DEI) programmes are driven by senior management and implemented in the 

organisation (Ladkin, Mooney, Solnet, Baum, Robinson & Yan, 2023; Ponting & Dillette, 

2023), but require a certain flexibility to satisfy the needs of the various persons in the 

organisation. The benefit of this success creates a workplace that is free from bias, 

stereotypical thinking and discrimination. Such workplaces celebrate differences and 

value the inputs of all employees to make decisions that will create more flexible and 
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resilient organisations (Gvion & Leedon, 2019) to move forward in the future. An 

organisation that resists diversity, indirectly encourages bullying, sexually deviant 

behaviour, verbal abuse and discrimination (Gvion & Leedon, 2019; Jenkins et al., 

2018).    

Diversity, equity and inclusion refer to concepts that are intertwined in our society and 

therefore, workplaces (Ponting & Dillette, 2023:1). Over the last couple of decades, 

there has been a marked increase in the number of female employees in the hospitality 

industry (Wang et al., 2022). South African legislation like the Constitution of the 

Republic of South Africa Act 108 of 1996,  Employment Equity Act 55 of 1998 and 

Broad Based Black Economic Employment Act 53 of 2003, are encouraging a more 

diverse workforce and employment of women in all spheres of the economy (Mayer, 

2023; Ngomane, 2017), but the transition to include more women in senior management 

or reduce the gender pay gap, has been slow. However, it should be pointed out that 

analysis of the collected data in this study revealed that workplace transformation, 

improved DEI and well-thought-out mentoring programmes still require attention in the 

South African environment. Change that is experienced by the women chefs are a result 

of individual Executive chefs and not generally the norm. If strategies are implemented 

to assist these women employees in achieving a better work-life balance (WLB), then 

there would be greater job satisfaction, improved job security and improved lifestyle 

conditions (Saxena, 2018). Most women want to accomplish their goals towards 

personal fulfilment and achievement. Most want to be treated the same as everyone 

else concerning opportunities, wages, responsibility and respect. Gender awareness 

has become entrenched in our society because of societal expectations which then 

influence employment practices (Morgan & Pritchard, 2019).  

Feminist movements are generally viewed with certain criticism, however, the 

inequalities continue at all levels in organisations, government, and to varying degrees 

within society. The disparities that exist have a direct impact on the children in 

numerous societies as they are required to navigate a society that discriminates against 

them for whatever reason, resulting in the perpetual cycle of discrimination, violence, 

inequality and perhaps even poverty. The inequalities that exist are because women are 
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generally less educated than men and, in some instances and countries, women have 

reduced access to capital and land. Those women who work from home and/or for 

family enterprises, are less protected by law, frequently face discrimination and abuse, 

and have a reduced ability to balance work and family (Khalid & Aftab, 2023). The 

empowerment of women leads to improvement of their socio-economic status, providing 

them with greater decision-making and entrepreneurial leverage (Efthymiadou & 

Farmaki, 2023:3), but this growth is halted when cultural, historical and societal thinking 

is evident (Lappegård, Goldscheider & Bernhardt, 2017). 

The ripple effects of the discrimination or marginalisation of women in society and 

organisations result from various issues, such as occupational sex segregation, wage 

disparities, fewer career- and promotional opportunities, the role of women within micro-

enterprises and the informal hotel, catering and tourism economy (Mooney, 2020). 

Unfortunately, in the services industry part-time, temporary or seasonal work, irregular 

hours and numerous lower-skilled jobs exist and are filled by women and minority 

groups (Carvalho, Costa, Lykke & Torres, 2019). However, it should be noted that in 

developed countries, such as Switzerland, Australia or Denmark (Buthelezi, 2023), 

these inequality gaps are fewer but in developing countries these issues persist. Re-

evaluating women in the workplace will link to equal opportunities and treatment of 

women, women in quality jobs, workforce development, training and employment 

opportunities. It is proposed that in developing countries, organisations need to 

implement plans to fundamentally include women in career progression and talent 

management, and provide more mentoring and more opportunities (Fitong Ketchiwou & 

Dzansi, 2023; Khalid & Aftab, 2023; Ngomane, 2017). Equally, there should be policies 

that penalise discrimination.  

Individuals, families and communities need to make changes for economic and right-

based reasons so that women can source decent jobs (García-Rodríguez, Dorta-Afonso 

& Gonzalez-de-la-Rosa, 2020). This is because unskilled and semi-skilled work is not 

considered valuable, the working conditions are generally poorer, wages are less and 

inequality of treatment and fewer opportunities exist (Khalid & Aftab, 2023). 

Furthermore, people experience increased violence, exploitation, sexual harassment, 
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and stress. Globally, women account for 47.7% of the workforce, and of those, 48% 

occupy entry-level positions and only 27.1% are in managerial positions (TeamStage, 

2023). In South Africa, women occupy 57.9% of the general labour force but only 32.0% 

are in managerial positions (Stats SA, 2021). The gender gap in the workplace is 

smaller than in many other countries but the gender pay gap is between 23-35% less 

when a man is employed in the same job (Buthelezi, 2023). In some countries, women 

are still the unskilled and semi-skilled labour force, but in others, more women obtain a 

higher education qualification providing them with the opportunity to enter the skilled 

and professional sector (Bazazo, Nasseef, Mukattesh, Kastero & Al-Hallaq, 2017). 

Unfortunately, the trend is not observed in senior management (Ladkin et al., 2023; Lee, 

Russen, Dawson & Madera, 2023).  

Although gender has been a well-debated human resources topic resulting in eventual 

policy changes, there has been little shift in attitude within the hospitality and culinary 

industry. Morgan and Pritchard (2019) highlight that although the 4th Industrial 

Revolution is upon us, sexual exploitation and harassment need to be addressed in the 

hospitality industry. There is no shortage of literature on this subject, reinforcing the 

difficulty of working in the hospitality sector but many are happy (Chela-Alvarez, 

Bulilete, García-Buades, Ferrer-Perez & Llobera-Canaves, 2021). Work-life balance 

(WLB) and quality of work have re-emerged with great interest. Those who actively 

pursue achieving WLB are often regarded as expensive employees, not committed, and 

not considered as promotable as others. Organisations that pursue WLB and claim to 

be supportive of their employees have been criticised for using promotion for 

reputational gain and not necessarily instilling the concepts for the employees’ benefit 

(Mescher, Benschop & Doorewaard, 2010).  

Supervisors Question: Why do you want to research women chefs? 

My response: ‘Quite simply, it is because I am in awe of what these women chefs 

have achieved. Some even become executive chefs and yet have a partner, children 

and other family responsibilities. But I am aware that this all takes its toll on the 

women because there will only be 24 hours in a day so what is not happening? I 

guess they cut corners where they can and that means less time with their children, 
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their elderly relatives, and their partners, but I think more specifically, with 

themselves. One woman chef said she does not have time for hobbies. Her focus is 

on her job, her daughter and paying the bills. I do not believe that she is alone.   

The industry is known for the physical work, the long hours, the hot environment, the 

constant loud noises and there is the daily short-term stress to produce quality food 

quickly. But there is an abusive underbelly insufficiently spoken about and poorly 

dealt with in many countries. The abuse that most concerns me is verbal and gender 

slandering. There is also sexual abuse, but I have insufficient skills to deal with that. 

I understand that during service time, either lunch or dinner, there is shouting 

because orders need to go out hot and simultaneously, but the cursing and name-

calling are unnecessary. It is derogatory, and demotivating, and does not build 

confidence in the woman chef or in any person for that matter.  

Even as the chef gets older and realises that it is all said in the heat of the moment, 

the effects are still undesirable. Sexual abuse takes on several forms. There is 

frequent reference to the woman with mentions of moodiness, and lack of strength to 

pick up a heavy pot or reach a top shelf. There are comments about PMS 

(premenstrual tension) and “is it that time of the month again”, all of which are not 

the woman’s fault, merely the natural cycles of her body. When you do not call on 

your male team members to assist, they then ridicule you even more. When you are 

working, there is unnecessary touching; a feeling of your bum or when you are 

reaching up for something, a quick squeeze of your breast. Can you report it? Yes, 

you can. Do you want to? No, because then you are victimised, and the other male 

chefs gang up on you. So, what do you do? You either learn to ignore it, leave the 

industry, find another area to work in or start your own business.  

I am, therefore, pleased that some women do achieve and become very good 

executive chefs but why is the road so difficult? Not difficult because of the hard 

work, which is an accepted requirement, but because of the inequality and abusive 

nature of the patriarchal kitchen system. There is also the misconception that the 

industry is filled with plush carpets, tranquil music, and smiling guests but these 
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interactions are brief, requiring hospitality employees to see the cold paint-chipped 

concrete corridors and scowling managers.   

As a hospitality person, I want the industry to thrive, for graduates to look at their 

chosen profession and look forward to the growth and development that awaits 

them. There are so many avenues within the industry for the graduate to find their 

niche area. There are many entrepreneurial opportunities in the industry, but we 

need to fix our failings first. We need to put into place policies and procedures for 

good human resources governance that will allow employees to work in an 

environment that will reward them for their hard work, and creativity and for meeting 

organisational goals. Also, there will be ample opportunities for career growth, and 

intentions to leave are reduced as they see that their work is appreciated and 

meaningful’.    

This last narrative expresses the need for a workplace with a conducive environment 

that encourages growth and development. It requires a focus on stigma and the 

necessity of meaningful work. Because of ecotourism, Scheyvens (1999) developed 

a mechanism to critically evaluate the empowerment of local communities. The 

framework details what economic, psychological, social and political empowerment 

includes but Scheyvens and Van der Watt (2021) suggested the inclusion of the 

environmental and cultural dimensions is now required. Empowerment is mentioned 

here as it suggests the need for an inclusive transformative move to include all 

people within the tourism and hospitality sectors. These will, therefore, include 

women and other minority groups that are regularly discriminated against or 

excluded in many societies. Diversity initiatives should include mentorship, 

networking, succession planning and sponsorship to provide opportunities (Bazazo 

et al., 2017).  

An area within the hospitality industry that needs attention is diversity, equity and 

inclusion (DEI). The hotel industry and many kitchens are blatantly patriarchal, but 

the government is slow to transform this sector. The population in South Africa is 

over 60 million, of which 51% are women and 49% are men. It should be presumed 

that 51% of the labour force is women but this is incorrect (Khosa, 2022). Mayer 
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(2023) noted the complexity of the South African human resources management 

arena post-apartheid but also post-COVID-19. The South African government’s 

policy on BBBEE (Broad-based Black Economic Empowerment), encourages the 

inclusion of women but the bias toward women restricts their growth and promotion 

opportunities, resulting in women’s progress being slower than their male 

counterparts (Khosa, 2022; Ngoname, 2017).  

Both racial and cultural diversity are beneficial to the achievement of organisational 

goals (Mayer, 2023), whilst Madera, Yang, Wu, Ma and Xu (2023) point out that the 

employees in the hospitality sector are themselves diverse, as well as serving 

diverse people (different guests) and various diverse situations (different 

geographies). Therefore, an acknowledgement and appreciation of the factors of 

diversity will assist the employees. In a creative, people-centric environment, like 

hospitality, inclusion should be easier, but women are still ‘allocated’ the women-

centric positions or ‘pink jobs’ in housekeeping, kitchen-cleaning and food and 

beverage servers (Mooney, 2020).  These jobs are considered low status and poorer 

paying (Kokkranikal, Calinaud & Baum, 2024). Maternity leave is viewed as an 

interruption of the opportunity for promotion (Johnson et al., 2023) but as policies 

change regarding paternal leave, this should no longer be applicable.  

Looking beyond South Africa, the United Nation’s Sustainable Development Goals 

(SDG) agenda for 2030, calls for gender equality (SDG 5), which demands the end 

of harmful practices and discrimination against women, and encourages equal 

rights. Sustainable Development Goal 8 (decent work and economic growth) 

highlights decent work for all that is inclusive and sustaining, with productive 

employment (United Nations, 2015). This study also includes SDG 3 which includes 

good health and well-being which can both result when the individual is content in 

the workplace. These will contribute to the alleviation of poverty and encourage well-

being within the Global South. The additional focus on decent work is required to 

promote economic freedom and reverse some of the social injustices that have 

occurred especially towards women.  
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Although tourism is considered a mechanism for change (Seraphin & 

Gowreesunkar, 2021), questions have been raised regarding the authenticity of 

sustainability or inclusivity that businesses are claiming to undertake. Diversity, 

equity and inclusion need to be embraced; strategies need to be developed and 

implemented for the well-being of employees, workplace satisfaction and reduced 

turnover intentions. These three aspects are interlinked (Liu-Lastres, Wen & Huang, 

2022).  

A sustainable career is dynamic and flexible when there is adequate employee 

development that results in employee engagement and consequently career 

longevity (Chang & Busser, 2020). The concept of decent work is easily understood 

by those who are working in organisations that attempt to practice such principles 

(Bal et al., 2020). An environment free from micro-aggression refers to subliminal 

derogatory remarks or actions that discriminate and insult the recipient (Elliot & 

Blithe, 2021). The gender-shaming not only happens in the kitchen but permeates 

throughout the establishment, with reports of suggestive moves toward 

housekeeping employees, feeling, touching and comments toward food and 

beverage employees (Booyens, Hadjisolomou, Nickson, Cunningham & Author 2, 

2022). Somehow customers believe this is acceptable and part of the job. This 

derogatory behaviour is often aimed at the employees who fit into the scope of pink 

jobs which leads to reduced job satisfaction and therefore negatively impacting 

guest satisfaction (Hsu, Liu & Tsaur, 2019). If work is considered meaningful, this 

contributes to job and life satisfaction, as well as well-being (Autin, Herdt, Garcia & 

Ezema, 2021).  

The hospitality industry acknowledges that it is deficient in ‘decent work’, with slow 

policy changes and continued exploitation (Bianchi & De Man, 2021). A happy 

worker is a productive worker, but the human resources management (HRM) focus 

is on productivity instead of the work culture and environment that would produce 

this happy and resilient worker (Bal et al., 2020). Although all sectors were affected 

by resignations, post-COVID-19, the tourism and hospitality industry emerged high 
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on that list of affected industries because of job insecurity, poor wages and the 

general working environment (Liu-Lastres et al., 2022). 

Supervisors’ question: Explain your positionality. 

My response: ‘Wow, that is a difficult one! My first job after graduating required me 

to work a split shift from 10:00 to 14:00 and then from 17:00 until closing. This 

usually meant about 22:00 to 22:30 but on the weekend, it was usually closer to 

23:00 to 23:30. My next job was a little better, even though I still did the shifts but 

was not required to work too late. Because I did the shifts for about 10 years and 

then later changed jobs so that I would work from 06:00 to 14:00, however, I never 

left at that time. The next shift was from 11:00 (I never started at this time either, it 

was always earlier) to 20:30.  

I worked for this company for seven years, using my cooking and management skills 

but when the children arrived, it was just too difficult. My husband and I started to 

argue more, just because there was always so much to do and I could not leave 

work early to go to a parents' evening at school or I was hanging laundry at 04:30 

before I left for work and it just became too much. We decided that we did not want 

our children to grow up in an environment where there was arguing like that, so I 

changed jobs again. This was better and I was able to collect children in the 

afternoon and do the necessary homework with them but as my employer 

demanded more, I eventually became part-time so that I could focus more on my 

children than on work. I did not want to give up my job entirely as I loved lecturing 

and the interaction with students.    

When I listen to the women chefs in my research sample, each describes their own 

difficulties but there is either a nanny, partner or parent who assists with the 

childrearing part. I am, therefore, in awe of these women who manage to do all that 

they do, which includes the hospitality industry's long hours. So, to answer your 

question. Women whether they need to work or not, whether they are the main 

breadwinner or not, should not be forced to give up on their dreams because of the 

challenges of the hospitality industry or in any other industry. I don’t want it to sound 
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like I am blaming the hospitality industry but perhaps there is a workable solution to 

assist both employee and employer’. 

There is a greater acknowledgement of the necessity to interrogate one’s belief system 

and in so doing, reflect on the effect that it has on your research, the decisions made 

and the recommendations put forward for review. A constructivist grounded theory study 

requires regular interrogation of one’s selected research methods and decisions as a 

qualitative study is positioned in a specific time and space (Nieuwenhuis, 2019). 

Traditional research observes the link between object and subject, requiring the 

researcher to remain neutral and impartial to the subject (England, 1994:242) but a 

constructivist approach allows the researcher to engage with participants instead of 

being removed (Schurink, Schurink & Fouche, 2021). England (1994:242) noted that the 

impartiality of how the research was done previously may not have presented the 

problem as it stands at the moment. This is particularly true of a constructivist 

methodology as the participants and the researcher combine their thinking to develop 

new ideas or strategies (Nieuwenhuis, 2019; Tie, Birks & Francis, 2019).  

Denzin and Lincoln (2003:30) discuss the researcher with two views. First, the qualified 

researcher who observes a phenomenon; and second, the researcher who has a belief 

system and worldly experiences of their own. These two systems should not interfere 

with the other's work, for instance, personal values or belief systems should not create a 

bias during the collection and analysis of data. Vanner (2015:2) stated that the 

researcher is the main decision-maker and therefore, their positionality needs to be 

acknowledged. Maree (2019:47) highlighted the researcher’s role as being a 

‘collaborative partner’ who collects and analyses data to authentically report the results 

observed. This positionality, both as an insider and outsider, will change over time and 

therefore, regular re-examination is necessary (Holmes, 2020:8; Manohar, Liamputtong, 

Bhole & Arora, 2017:13). The researcher’s power, privileges and position need to be 

addressed to understand personal thoughts and factors that could potentially affect the 

research (Vanner, 2015:2). This positionality needs to highlight the researcher and their 

unequal stance within the research, as participants have their own social, cultural, 

historical and even linguist differences (Manohar et al., 2017:13; Vanner, 2015:9). 
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However, the researcher needs to remind herself that the participant is a co-creator so 

the attention and focus of the data collection should be what the participant has to say 

(McGrath, Palmgren & Liljedahl, 2019; Nieuwenhuis, 2019). Reflexivity is the 

opportunity to look back on oneself and how lived experiences could potentially have 

influenced the research study.  

Therefore, in summary, with the increased focus on diversity and inclusion in the 

workplace, thinking should shift to the concept of human flourishing, where opportunities 

and fair treatment are extended to all employees, not only women. Although the roles 

and responsibilities of women vary in different cultures and countries, the 

acknowledgement of these roles should be recognised, assistance provided where 

possible, benefiting the employer, the employee, the family and extended communities.  

 

Conclusion            

Although the study investigates the concept of decent work with work-life balance and 

self-care as its main themes. These issues demand further investigation with a focus on 

the hospitality industry, searching for ways to improve the working environment for all 

chefs. To include and improve diversity, equity and inclusion, training and policy 

decisions need to be made with and for all employees, irrespective of gender, age, race 

and other demographic characteristics. The stigma of the hospitality industry should be 

investigated more vigorously to develop strategies to reduce the negative perceptions. 

However, this is also a ‘catch-22’ situation because what gives the industry the poor 

stigma will need to be resolved first. The management implication of the study is to 

highlight the importance of redressing the issue of inequality during this time of 

heightened awareness. The concept of decent and meaningful work moves employees 

towards a more sustainable industry with less uncertainty. The hard work that the 

employee puts in should provide them with a decent wage, and equal opportunities to 

maximise their potential and contribute to personal goals which will provide them with a 

certain amount of life satisfaction.   

However, this paper interrogates those characteristics of being human and carrying 

those biases into a study. Acknowledging that these need to be identified earlier rather 
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than later, so that the study is not corrupted by preexisting stereotypes and perceptions. 

The positionality of any researcher creeps into their work, and therefore should be 

recognised, consciously debated, and carefully interrogated so to be mindful of the 

impact that it may have on the decisions made during the research process. The 

interrogation of positionality merely points fellow researchers to the idea that their 

thinking can both positively and negatively influence and impact their research either 

during collection, analysis and/or discussion phases. This contribution highlights the 

necessity to remain vigilant to biases that are present within the researcher’s mind, and 

this has an influence on the decisions that are made, and actions taken during the 

research process. These positionalities and biases emerge throughout the research; 

from the questions that are asked during the coding and analysis, then to the 

discussions and recommendations that the researcher makes. The researcher should 

strive to reduce them but also understand that the lens through which the study is 

viewed, will be different to that of another researcher. 
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