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This study examines the position of gendered labour participation in influencing gendered productivity 
within the hotel and tourism sectors of the Tanzanian economy. The study aims to identify and analyse 
the extent to which gendered labour participation influences productivity of some selected firms in 
Tanzania.  Drawing on a survey of hotels and tour operators in Arusha and Moshi, this study took a 
holistic approach to analyzing gendered labour-force participation and existing productivity and 
understanding factors constraining the development of these sectors. A survey research design was 
used to get both primary and secondary data. A mixed research methodology was used. The study 
sample was determined using Fisher’s et al formula for small populations of below 10,000 characters 
yielding to a sample size of 106 respondents. The Linear probability regression Model was used to 
measure the likelihood of gendered labour-force participation in influencing firm productivity. Linear 
probability regression results showed that education, age, wages, employment status, and segregation 
of the labour market are the most potent predictors of productivity. Results did not find support for the 
commonly held belief that marital status, experience, tenure, region and sector influence productivity. 
From a public policy perspective, the results suggest that policies focusing solely on addressing 
structural features of the labour market may prove unsuccessful in bridging the gendered labour 
participation if they are not accompanied by policies on increasing the productivity-related 
endowments of women. 
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INTRODUCTION  
 
Labour force participation is the prime indication of the 
extent to which people participate in the economic 
activities of society. However, a closer examination of the 
subject-matter reveals that gender variances in 
productivity and earnings are  systematic  and  persistent. 

Whether in agriculture or off the farm, among those self-
employed or in wage employment, women exhibit lower 
average productivity and earn lower wages than men. 
These variances have been documented in both 
developed and developing countries,  and  although  they  
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have declined over time (primarily as a result of the 
reduction in the education gap), they remain substantial. 

A number of empirical papers have examined low and 
declining female labour force participation in Africa, with 
many focusing on the role of educational attainment 
(Mammen and Paxson, 2008). Klasen and Pieters (2012) 
found that for urban Indian women, participation in the 
workforce at lower education levels is dictated by 
economic necessity, and there is a pull factor brought into 
play for highly-educated women getting into the 
workforce. Bhalla and Kaur (2011) on the other hand 
found that the education level of the spouse has a larger 
negative effect (each extra year of male education means 
a drop in female participation of 1% point) than the 
positive effect on participation of increasing female 
education.  

The labour-force participation rate changes by 
education level for both males and females, with 
participation rates falling overall as education level 
increases. Despite the advances in female educational 
attainment and the expansion of the market economy, 
however, female labour force participation rates are still 
low in comparison to the rates of their male counterparts 
and thus the gender gap ((Ntuli, 2010; Serumaga-Zake 
and Kotze, 2004). This gender gap is more apparent in 
developing countries and less to the economically 
developed countries. The literature records the 
prevalence of discrimination against females in the labour 
market and workplace. Gender-based discrimination in 
wages and legal protections in employment occurs 
frequently. For instance, young women receive lower 
incomes where they are employed, and often confront 
hostile conditions in seeking employment and within the 
workplace (LO/FTF Council, 2016). In Tanzania, females 
form a larger share of the working age population, but a 
smaller share of the economically active population. 
Moreover, the drop off with rising education level is 
greater for females than males such that 67.1% of 
females with university education are economically active 
compared to 83.2% of university-educated males (Idris, 
2018). Expounding more on the gender gap, a study on 
female leadership in Britain reports that ―a female 
working full-time earns just 82% of her male colleague‘s 
salary; a fee that for a part-time female worker sinks to 
60%; as a consequence, the pay gap costs a woman with 
average qualifications about £250,000 during her lifetime‖ 
(Hejase et al., 2013:30).  

In Browne (2013) study of sex differentials on wages, 
an annual difference of $5,000 for full-time employed 
males and females was calculated from a 2012 working 
conditions survey. Browne adjusted the difference in pay 
by excluding those under the age of 22 and over 64, the 
self-employed, persons without a steady job, and 
professionals. He also adjusted or modified for differences 
in annual hours worked, fringe benefits, absenteeism, 
seniority, education, and unionization. The income 
difference was reduced to $2,550 or 51%  of  the  original  

 
 
 
 
difference. Browne attributed this large residual to the 
concentration of women in lower paying jobs.  

The Madden (2012) study of professional workers 
established male-female wage differentials that ranged 
from 0.48 to 0.51 for the years 1994, 1995, and 1996. 
Adjustment for differences in schooling and experience 
yielded residual differentials varying between 37 to 49% 
of the original wage differentials. For one of the years the 
unexplained residual was reduced to only 3% of the 
original wage difference by adjusting for differences in 
schooling, experience, job level, critical area of study, 
and publications. This clearly indicates that unequal pay 
for equal work is not a significant source of 
discrimination. The problem of discrimination is anchored 
on the assignment of job levels. The Madden‘s study 
found that 53% of the male-female difference in job levels 
could not be explained by differences in personal 
characteristics. 

The choices of females about whether and where to 
work may be constrained. In the case of Morocco, with a 
female labour force participation rate of 28% for young 
women (ages 15–24), many young women lack agency in 
deciding whether and when they work: over one-third do 
not work primarily because their husbands or parents will 
not allow them, and another third are constrained by 
social norms or related domestic responsibilities (World 
Bank, 2013). In Mozambique and Tanzania, some 
husbands and fathers actively prevent women from 
working in jobs where they would interact with other men 
(Oya, 2010). 

The literature further identifies constraints that arise at 
different life stages. In spite of the fact that women‘s 
labour-force participation is high in many sub-Saharan 
African countries, most of the work is for upkeep and is 
confined to farming and household enterprises. Gender 
earnings gaps persist and are largely explained by 
differences in human capital variables, such as 
education, training, and experience. The patterns that 
foster low labour force participation, earnings gaps, and 
occupational segregation begin early in life and 
accumulate over time. If girls marry early and drop out of 
school, they will have a harder time catching up to their 
male counterparts in adulthood, even with increased 
access to capital or progressive labour regulations. If 
social norms and educational streaming limit girls‘ 
opportunities and aspirations to become engineers, 
doctors, or business executives early in life, then the 
female talent pool for these occupations will automatically 
be smaller in the next generation of workers. 

The working age population (defined as 15-64 years 
old) in 2014 comprised 25.8 million people, or around 
57% of the total population of around 45 million Tanzania. 
Taking into account of the working age population, males 
constitute 48% and females 52% (NBS, 2014). Defined 
as the number of people in the labour force given as a 
percentage of the working age population, the labour-
force participation  rate  in  2014  for  males  increased  to  



 
 
 
 
89.4% whilst for females it rose to 84.2% (NBS, 2014). In 
all areas, labour-force participation rates are much higher 
for males than females, but the gender gap is narrowest 
in rural areas and widest in urban areas. 

Translated into percentage distribution of total 
employees by Industry, age group and sex, it is seen 
clearly that Accommodation and food service activities 
where hotels and tour services belong have a share of 
3.0 for male and 2.6 for female adults aged 36 years and 
above while other industries like agriculture constitute 4.5 
and 2.3 for males and females of the same age category 
respectively. This pattern is also observed in other 
industries like mining and quarrying, construction, 
transportation and storage and others (NBS, 2014).  

The Tanzanian labour market displays several striking 
features: low rates of female labour force participation; 
considerable variance in rates of female labour force 
participation across Tanzanian regions; and a large share 
of both women and men working in the informal sector. 
The informal and private sectors in Tanzania have been 
growing rapidly. Possible reasons for this are the fast-
growing nature of the informal and private sector, 
including sharp falls in incomes and jobs in the formal 
economy, economic liberalization, the privatization of 
state service provision, and labour market deregulation. 
What is observed is that given the unequal access to 
resources among women and men, participation in the 
informal labour market is segregated. The proportion of 
men engaged in the private and informal sector as paid 
employees is twice that of women (Lokina et al., 2016). 
Figures for people employed in decision-making and 
management roles in government, large enterprises and 
institutions reveal a very big gender gap: the share of 
males in senior and middle management occupations is 
82.6% compared to just 17.4% for females (Idris, 2018) 

Gender inequality in the world of work has been 
stubbornly persistent across multiple dimensions, despite 
relatively large gains in recent decades in women‘s 
health and education (World Bank, 2008). Pervasive and 
persistent gender differences remain in productivity and 
earnings across the Hotels, Catering and Tourism (HCT) 
industry. Indeed, many women around this industry 
appear to be caught in a productivity trap—one that 
imposes significant costs on women‘s welfare and 
economic empowerment today and serious disincentives 
to invest in the women of tomorrow. 

Women‘s labour force participation has stagnated 
around 56 percent, and actually fell by one percentage 
point since 1990. Women remain heavily concentrated 
into lower-paying jobs. Occupational segregation is 
enduring, as are wage gaps. This lack of progress in 
economic opportunities is puzzling. Low use of women‘s 
potential resulting from gender gaps in labour force 
participation can pose sizeable drags on aggregate 
productivity.   

Focusing on the fact that reducing gendered 
occupational segregation can help drive productivity,  this  
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study sought to examine female labour force participation 
rate in the hotel and tour operator industry in Tanzania 
using a case study of Arusha and Moshi hotels and tour 
operators. Specifically, the study sought to assess the 
effect of male-female characteristics (age, education, 
marital status) on labour force participation and also to 
assess the statistical data with respect to gender roles 
and gender equality in the hotel and tour operator sector, 
specifically with reference to pay, opportunity and status. 

Overall this study analyzes the labour-force 
participation patterns of men and women employees in 
the Arusha and Moshi hotels and tour operators industry 
in Tanzania and strives to explain the determinants of 
gender differences in employment outcomes. The study 
attempts to establish whether gender differences in 
employment rates are due to factors related to human 
capital differences between men and women and/or 
individual endowments. Understanding the sources of 
gender differences in labour market outcomes in the hotel 
and tour operators industry is particularly important given 
the fact that the question of gender equality and women 
empowerment is a point of discussion in Tanzania and 
Africa in general.  

To achieve the above stated objectives, this study had 
three hypotheses to be tested. These were (i) more 
women‘s education is associated with a decline in 
women‘s labour-force productivity up to secondary 
education, with a slight uptick for post-secondary 
education (ii) women‘s extensive family responsibilities 
militate against their participation in the formal labour (iii) 
there is no wage discrimination and differences in 
productivity between men and women in the labour 
market. 
 
 
THEORETICAL FRAMEWORK 
 
The neo-classical theory views occupational segmentation 
in the labour market as an extension of the biological 
division of labour. Men have greater access to 
specialized skills due to their early entry into the labour 
market. Marginal differences in the initial skill levels get 
compounded and would result in the segregation of 
women and their marginalization towards non-specialized 
and unskilled jobs. Using the neo-classical framework, 
the human capital hypothesis has come up to explain 
labour market discrimination. It consists of an 
overcrowding hypothesis and a human capital hypothesis. 
Fawcett (1918) who was the first advocate of the 
overcrowding hypothesis argued that women overcrowd 
in unskilled jobs which leads to low wages and poor 
working conditions in these jobs. He found that trade 
unions‘ rules, employees‘ rules, their attributes and 
prejudices and social customs deny skilled jobs to 
women resulting in their overcrowding in unskilled 
occupations and consequently pulling down of their 
general wage levels.  The  human  capital  hypothesis  on  
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Figure 1. Map showing location of Arusha and Moshi urban areas. 
Source: Prinster ME, (2017:5). 

 
 
 
the other hand argues that differences in wages and 
segregation in jobs are largely due to differences in the 
human capital content of male and female jobs reflected 
in differences in productivity. The theory assumes that as 
women‘s prior commitment is to the home and because 
of long hours of work at home, women are usually seen 
as less committed to work outside home and hence are 
less paid than men. Following the neo-classical 
framework of supply and demand, Fawcett (1918) and 
Edgeworth (1922), put forth the theory that women earn 
less than men because their relative needs are less since 
they have fewer dependents. The ‗new home economics‘ 
assumes that, the historical division of labour, between 
men and women, has resulted in creating a comparative 
advantage for men in market activities and women in 
household activities. Sexual division of labour within the 
household assumes man to be the ‗bread winner‘ and 
woman‘s work is rated as secondary or subsidiary. Thus, 
though women are burdened with double roles, combining 
domestic unpaid work with paid work outside home, they 
are relegated to non-skilled and non-specialized jobs in 
which experience, skills and efficiency requirements are 
less and so payments are also low.     
 
 
MATERIALS AND METHODS    
 

Study area 

 
This study was conducted in Arusha and Moshi urban areas in 
northern Tanzania. It concentrated on selected 6 tour operators and 
8 tourist hotels located in these urban areas.  

Demographic profile of Arusha and Moshi urban areas  
 
The city of Arusha is located on the slopes of Mount Meru in 
northern Tanzania and functions as the regional headquarter of the 
administrative region of Arusha (Figure 1). In 2010, Arusha 
Municipality was upgraded to a city, expanding its boundaries and 
thus increasing its area from 93 to 208 km2 (Wenbansmith, 2014). 
The city of Arusha is the largest commercial centre in northern 
Tanzania. Arusha city functions as a gateway and transit point for 
the Northern Safari Circuit, including Serengeti National Park, 
Ngorongoro Conservation Area and Lake Manyara National Park. 
In 2012, the population of Arusha City was 416,442. The males 
were 199,524 while the females constituted 216,918. The 
intercensal annual population growth rate was 2.24% compared to 
the national population growth rate of approximately 2.7% per year 
(NBS, 2013; Ambroz, 2014) which indicates that a sizeable share of 
Arusha‘s growth can be attributed to in-migration. 

On the other hand, Moshi Municipality is found in Kilimanjaro 
region in the northern part of Tanzania on the slopes of Mount 
Kilimanjaro. According to the Tanzania population census of 2012, 
Moshi municipality had a population of 184,292 whereby 89,174 
were males and 95,118 were females with area coverage of 58 
square kilometres (NBS 2013; Ambroz, 2014). The female 
population, in both urban centres, was higher (52%) compared to 
the male population (48%) as shown in Figure 2. The sex ratio for 
both urban centres was 92. Based on the 2012 Tanzania 
Population and Housing Census, it was necessary to update the 
data with the help of the exponential population projection formula. 
The advantage of this formula is that it assumes the population 
changes instantaneously and continuously. 

 
    =     

   

 
Where, 
     = Present estimated population (2020) 
     = Last observed population (2012) 
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Figure 2. Population for Arusha and Moshi urban centres. 
Source: Calculated by the author from NBS (2013). 2012 Tanzania Population and Housing Census General 
Report 

 
 
 

e = base of the natural logarithms with the value of 2.71828. 
r = average annual growth rate (in percent) between the intercensal 
period 
t = elapsed time in years from the year 2012 
 
The updated population figures for Arusha city and Moshi 
Municipality as at the year 2020 are 498,173 and 224, 555 
respectively. 

Generally, Arusha City is sparsely populated compared to Moshi 
Urban. The population density of Arusha City, as per the 2012 
Population and Housing Census, was 1560 persons per km² (Area: 
267 km²) while that of Moshi Urban was 2907 persons per km² 
(Area: 63 km²). The 2012 population and Housing Census report 
also presents considerable proportions (32% in Arusha City and 
17% in Moshi Urban) as self-employed in non-agricultural activities 
(NBS, 2013). In both urban areas, unskilled manual labour was the 
leading occupation among women (38%) and skilled manual labour 
was the leading occupation among men (34%). This is indicative 
that more than 70% of the populations in both urban centres were 
engaged in an economic activity of their own (NBS, 2014). 

 
 
Study design 

 
The study used a comparative cross-sectional survey design to 
analyse gendered productivity in the tourism, hotel and agriculture 
sectors in Tanzania. The empirical tests were performed by 
comparing sub-samples of male and female employees to each 
other and across urban areas. 

 
 
Study population 

 
All managers, line managers and labourers working in the 
aforementioned tourism and hotel firms were included in the study. 
The respondents were categorized into two groups. The first 
category of respondents  came  from   6  tourism  institutions  under 

Tanzania Association of Tour Operators (TATO), the firms included 
Kilislope Tours and Safaris, World Tours and Safaris, Tomodachi 
Tours and Safaris, Seven Wonders Tours, Kiliholidays Tours and 
Safaris and Kiliholidays Tours and Safaris all based in Arusha City. 
The second category included respondents under the Hotel 
Association of Tanzania (HAT). Specifically, they were drawn from 
Mount Meru Hotel, The African Tulip Hotel, Kibo Palace Hotel, 
Arusha Planet Hotel, Naura Springs Hotel, and Four Points by 
Sheraton Hotel all based in Arusha City. Hotels picked from Moshi 
Municipality included Ameg Hotel and Kiliwonders Hotel. There 
were 8 hotels altogether. The respondents were categorized based 
on the criteria for standardization provided by the Ministry of Natural 
Resources in Tanzania (MNRT, 2007). The total population for the 
study was below 10,000. 
 
 
Sampling design and sample size determination 
 
The study employed purposive sampling technique to identify and 
select eligible firms and participants for the study specifically the 
firm managers while the firm labourers were randomly selected 
from the target population. The sample size was initially determined 
using the standard scientific formula given by Fisher et al (1998). 
This formula is used to estimate the smallest possible categorical 
sample size when the target population of study area is above 
10,000, 
 

 
 
n = the desired sample size (when the population is greater than 
10,000) 
z  = the standard normal deviate set at 1.96 which corresponds to 
the 95% confidence level 
p = the proportion in the target population estimated (.50) 
q = 1.0 – p 

 

𝑛 =  
𝑧2𝑝𝑞

𝑑2
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d = degree of accuracy desired set at 5% 
 

 
 
= 384 
 
To maintain the same measure of confidence (95%), Fisher et al. 
(1998) proposed the following formula for use when the N (the 
entire population) is less than 10,000 
 

 
 
Where, 
 𝑛  = the desired sample size (when population is less than 10,000) 

𝑛  = the desired sample size (when the population is more than 
10,000) 

  = the estimate of the population size. 
Since the 𝑛 was found to be 384 and the population size of tea 
farm, hotel and tour operator workers was estimated at 128 then  𝑛   

would be calculated as follows: 
 

 
 
Given that a non-response margin of 10% would be allowed, then 
 

96+  
  

   
  = 9.6 

96 +9.6 = 106 
 
Thus, the sample size of this study was 106 individuals. For the 
purpose of this study, the sample size of 106 participants were 
categorized as follows: 18 top managers (17%) of the sample size, 
18 representatives of workers unions (17%) of the sample size, and 
70 labourers (66%) of the sample size in the hotels and tour 
operators. This gave a sample size of 106 participants from the 
target population in Arusha and Moshi hotels and tour operators. 
The units of analysis in this study were an individual and a firm. The 
units were subsequently classified into hotels and tour operators 
after which questionnaires were administered to the sampled 
respondents from tour operator offices and hotels in Arusha and 
Moshi urban centres. The instruments of investigation included a 
questionnaire, and in-depth interview schedule.  

 
 
Data collection techniques and tools  
 
The survey instrument included a set of questionnaires split into 
three categories. The first category of the questionnaires sought to 
collect information from employers, the second collected data from 
employees and the third gathered data from employees who are 
members of a workers‘ union at the work place. The questionnaires 
were administered to workers of each sampled firm on the 
proportion of 1 employer, 3 employees and 1 respondent to 
respond to the questionnaire for the workers‘ union per firm.  

 
 
 
 

Interview topics included demographic information, type of firm, 
technical training and experience, employment trends, labour 
contract, wage, tenure, labour productivity, and capital productivity.  
 
 
Validity and reliability 
 
The reliability of the questionnaire was analysed using Cronbach‘s 
alpha. During the pilot the alpha for the questionnaire for employers 
was 0.905, employees had alpha of 0.837, and union 
representatives had 0.921. The aforementioned Internal Reliability 
assessed using the Cronbach‘s Alpha technique shows that all 
values fall in the range 0.8 - 0.9 labelled ―Very Good‖. This  
indicates  a  very  good  strength  of  association  and  proves  that 
the selection of the questions is suitable for the questionnaire 
purpose (Chehimi et al., 2019). The questionnaires were refined on 
the basis of the responses and the items which required revision 
were done to make them more meaningful before the actual 
collection of data.  Validity is the degree to which results emanating 
from the analysis of the data actually represent the study 
phenomenon. The instruments were vetted in terms of how 
efficiently the samples signified certain aspects of the purpose of 
study. This was determined by the researcher in the field of study 
and during data analysis.  
 
 
Data  
 
The study used a probability regression model. The goal was to 
determine the effect of age, sex and level of education on one‘s 
probability of participating in the labour force. The study chose the 
linear probability regression model for estimation, as it was less 
biased than index model alternatives and is much easier to 
estimate. It was also chosen due to the nature of the outcome 
variable that is labour force productivity which is dichotomous. 
Since the dependent variable is discrete, using the linear probability 
model which is heteroskedastic may predict probability values that 
are outside the range of 0 and 1. To estimate this model, survey 
data for the hotels and tour operators of Arusha and Moshi cities 
were used.  

The data series used in this study rely on answers to the 
questionnaire addressed to persons who were present during the 
survey interview. The current activity status (CAS) had 2 answer 
options:  
 
1 - Employed, 2 – Unemployed, looking for a job.  
 

For the purpose of this analysis, the population of this study was 
defined as the population with age between 15 and 65 years who 
reported one of the following categories of current status: Employed 
(EMP), Unemployed, looking for a job (UNE). The variable ‗sex‘ was 
measured using the answers to Question 2 and included the 
options 1 for males and 2 for females. To derive the variable ‗age‘ 
the ‗date of Birth‘ (Question 4) in the questionnaire was used.  The 
level of education was measured based on the answers to question 
26 - highest level of education attained (HLE variable): 1 - 
Completed higher education, 2 - Completed post-secondary school 
studies, 3 - Completed secondary education, 4 - Completed primary 
education, 5 - Completed other studies (literacy courses). 

For all the other variables defined in this study, indicators for 
Arusha and Moshi were calculated separately.  In the following 
section, the variables that were used in the analysis are introduced. 
Using the current status variable, a dummy variable (ES) which 
takes the value of 1 for ―employed‖, and 2 when occupational status 
was EMP or UNE was created. To estimate a person‘s level of 
education, the variable LE, which is defined based on the 
relationship LE=4/HLE and takes values between 0.8 and 4 was 
created.  The  goal   of   this  recording  was  to reverse  the  scores  

𝑛 =  
 1.96 2 . 50 (.50)

(.05)2
 

𝑛
𝑓= 

𝑛

1+(
𝑛
 

)

 

 

𝑛𝑓  = 
384

1+(
384

128
)
 

= 
384

4
 

= 96 
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Table 1. Description of variables used in the probability regression model. 
 

Employment status (ES) This dummy variable takes the value 1 if the person declared 

 his/her current activity status as ―Employed‖ and 0 if the person  

 responded ―Unemployed‖ or ―Seeking work‖ 
  

Person‘s age (AGE) Age in years at the date of the interview 

Highest Level of Education (HLE) Highest level of education: 1-college/university, 2- High school.  

 3- Secondary school, 4-primary school. 5-other studies (literacy  

 Classes) and 6-No schooling 
  

HE 4/HLE 

Sex 0- female, 1- male 

Working hours (WKH) 0- less working hours, 1- more working hours 

Experience 0-years of full-time work, 1- fresh from school 

Tenure 0-years of experience with present employer, 1-without  

 experience with present employer 
  

Wage (WGE) 0- low wage,     1 – high wage 

Segregation of the labour market (SEG)     0- there is segregation, 1- there is no segregation 

Region (REG) 0- Arusha, 1- Moshi 

Tenure (SEC) 0-Hotel, 1- Tour operator 
 

Source: Gendered patterns of labour force participation Survey 2019.   

 
 
 
associated with the 4 levels of formal education, so that the score 
reflects the highest level of qualification: each level of education 
(primary, secondary, high school, higher education) are given 
scores from 1 to 4 as they provide a specific set of competencies at 
national level; other studies such as literacy courses are given a 0.8 
score. Although literacy courses provide learners useful 
competencies, they are not unitary at national level.   

Table 1 lists the variables that were used in the model. The 
dependent variable in the model is labour-force productivity while 
age, highest level of education including technical training and 
experience, sex, working hours, wage, tenure, labour-force 
participation segregation of the labour market, stereotyping, region 
and sector constitute the independent variables. Educational 
attainment is of a particular interest for employment rates and 
participation in labour force in developing countries (United Nations 
Scientific and Cultural Organization, 2013). As a consequence, this 
paper also focuses on this variable. The paper offers a strong basis 
for further analysis at even more specific level (school unit level) 
from the point of view of interaction variables (gender-age, gender-
working hours, gender-wage, gender-segregation of the labour 
market, gender-region, and gender-sector). It is very important to 
carry out such analysis at the lowest disaggregation level as 
possible, as employed people are very heterogeneous (O‘Higgins, 
2015).  
 
 
Control variables 
 
Male and female unemployment rates are used as control variables 
to capture additional productivity effects and the state of the labour 
market.  
 
 
Model specification and estimation 
 

In order to evaluate the extent to which a person‘s age, sex,  marital  

status, and education level are related to participation in the labour-
force, the study used the linear binary regression model. This 
model used employment status (ES) as the dependent variable and 
Age, Sex, HLE, Exp, Ten, working hours, wage, segregation of the 
labour market, region and sector as independent variables.  The 
probability regression model is defined by the following equation: 

 

                                                                           (1) 
 

where:  
 
is a function (linear or non-linear) of the independent variables and 
the error     follows a normal distribution          . When the 
probability regression model is linear, is defined as follows: 

 

                        
                                                                                                       (2) 

 
In this case the parameters of the model are estimated with the 
least squares method. As regards wage differentials among male 
and female employees in the hotels and tour operator sectors in 
Arusha and Moshi, it was necessary to have a different approach. 
To understand these wage differentials, it was necessary to 
decompose them by regressions. This study studied the dispersion 
with the help of a regression that takes the form: 

 

                                             (3) 
 
where Yi is the level or natural logarithm of earnings, income or 
wage rate and X1i, . . . ,Xni are n observable characteristics used to 
explain  Y.  Since  the  interest  is  in  comparing   two  demographic  

𝑝𝑖 =  𝑝𝑖 +  𝑖   ……………………………………………………………………………………………………………………………….(1) 

 𝑖 =  (𝐸𝑆 = 𝐴𝐺𝐸, 𝑆𝐸𝑋,𝐻𝐿𝐸,𝑊𝐾𝐻,𝑊𝐺𝐸, 𝑆𝐸𝐺, 𝑅𝐸𝐺 𝐴 𝐷 𝑆𝐸𝐶 )  

 𝑖 =  𝑎0 + 𝑎𝐼  𝐴𝐺𝐸𝑖 + 𝑎2 𝐴𝐺𝐸𝑖2 + 𝑎3𝑆𝐸𝑋𝑖 + 𝑎4𝐻𝐿𝐸𝑖 … = 𝑋𝑖1𝑎 … (2) 

 

𝑌𝑖 =  𝛽𝜊 + ∑𝑗=1
𝑛 ∑𝛽𝑖𝑋𝑗𝑖 + 𝑢𝑖 ……………………………………………… (3) 
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Table 2. Descriptive statistics of employees in this study (n = 106). 
 

Variable 
Male Female 

Mean SD Mean SD 

No schooling 0.302 0.467 0.398 0.49 

Literacy class 0.409 0.492 0.264 0.441 

Primary school 0.136 0.342 0.127 0.334 

Secondary school 0.037 0.189 0.026 0.161 

High school 0.096 0.295 0.083 0.387 

College/University 0.274 0.379 0.179 0.449 

Age 34.826 16.083 32.221 14.007 

Age Squared 14.714 13.464 12.341 10.877 

Employed 0.457 0.498 0.374 0.484 

Married 0.534 0.691 0.479 0.68 

Number of children, 0-2 years old, a woman has 2.633 1.353 3.012 1.459 

Working hours 2.357 1.366 0.279 0.449 

Wages 0.204 0.403 0.279 0.449 

Union membership 0.176 0.381 0.174 0.397 

Tenure 0.174 0.379 0.117 0.322 

Experience 0.887 0.316 0.102 0.304 

Gender segregation of the labour market 0.147 0.354 0.132 0.339 

Region of residence 0.821 0.322 0.636 0.373 

Sector 0.773 0.342 0.562 0.361 
 

Source: Gendered patterns of labour force participation Survey 2019.   

 
 
 
groups (such as male and female employees), it makes sense to 
estimate an Equation 3 for each group: 
 

                                        (4) 
 

                                             (5) 
 
Where, the H superscript indicates the high-wage group (always 
male employees in this study) and the L superscript indicates the 
low-wage group (female employees in this study). Given Equation 4 
and 5, it is a simple matter to compute the portion of the differential 
explained by the regression: 
 

 
 
and the amount which is captured by the shift coefficient, The latter 
is typically attributed to discrimination. The explained part of the 

differential comes from both differences in the coefficients, 𝛽 
   and 

𝛽 
  and differences in the average characteristics,     and    . In 

particular: 
 

                                                                                                       (6) 
 
In this case, the first sum is "inferable to the endowments," while 
the second is "attributable to the coefficients. Blinder (1973) gives a 
thorough discussion of this methodology.  

RESULTS  
 
Table 2 reports the variables utilized in the analysis and 
the basic sample descriptive statistics (by sex and 
employment status). Personal characteristics include the 
level of education (specified by a series of dummy 
variables indicating the different levels of the highest 
educational attainment), age and its square, marital 
status and the number of children living in the household. 
Age is primarily used as a proxy or substitute to labour 
market experience though admittedly it also captures 
changes in employment outcomes over the life cycle. 
Furthermore, if employers discriminate against married 
women then marital status also affects labour demand.  

The most important patterns arising from the male-
female descriptive statistics presented in Table 2 are: 
Females in the sample have significantly lower levels of 
education than males. About 39.8(30.2%) of women 
(men) report no formal schooling. Likewise, about 
12.7(13.6%) of women (men) have not completed their 
primary education. Almost 9.6% of males reported some 
post-secondary schooling compared to 8.3% of females; 
however, when one looks at the levels of education by 
sector of employment, the proportion of those reporting 
some post- secondary education, employed and 
receiving wages is much higher for males than females. 
In particular, 14.5% of females receiving wages have had 
some post-secondary education (compared to 20.4% of 
males). Employed women tend  to  be  relatively  younger  

𝑌𝑖
𝐻 = 𝛽𝑜

𝐻 + ∑1=1
𝑛 𝛽𝑗

𝐻𝑋𝑗𝑖
𝐻 + 𝑢𝑖

𝐻 ……………………………………………… . (4) 

 

𝑌𝑖
𝐿 = 𝛽𝑜

𝐿 + ∑𝑗=1
𝑛 𝛽𝑗

𝐿𝑋𝑗𝑖
𝐿 + 𝑢𝑖

𝐿 ………………………………………………… . . (5) 

𝑌𝑖
𝐻 = 𝛽𝑜

𝐻 + ∑1=1
𝑛 𝛽𝑗

𝐻𝑋𝑗𝑖
𝐻 + 𝑢𝑖

𝐻 ……………………………………………… . (4) 

 

𝑌𝑖
𝐿 = 𝛽𝑜

𝐿 + ∑𝑗=1
𝑛 𝛽𝑗

𝐿𝑋𝑗𝑖
𝐿 + 𝑢𝑖

𝐿 ………………………………………………… . . (5) 

                                                                   ∑𝑗𝛽𝑗
𝐻  𝑗

𝐻 − ∑𝑗𝛽𝑗
𝐿  𝑗

𝐿 

∑𝑖𝛽𝑗
𝐻  𝑗

𝐻 − ∑𝑖𝛽𝑗
𝐿  𝐽

𝐿 = ∑𝑗𝛽𝑗
𝐻 x 𝑗

𝐻 − x 𝑗
𝐿 +  

𝑗
x 𝑗
𝐿 𝛽𝑗

𝐻 − 𝛽𝑗
𝐿 ……………… (6) 
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Table 3. Regression Coefficients in the Linear Probability Regression Model (n =106). 
 

Dependent variable = 1 if in labour-force 

Variable 
Females Males 

Arusha Moshi Arusha Moshi 

Constant 
0.866* 0.304* -0.669* 0.622* 

(0.536) (0.140) (0.994) (0.843) 

     

Age 
0.066* 0.553* 0.436* 0.511* 

(0.232) (0.200) (0.907) (0.892) 

     

Age
2
 

-0.302* -0.316* -0.573* 0.523* 

(0.287) (0.024) (0.246) (0.256) 

     

Sex 
0.088* 0.088* 0.232* 0.231* 

(0.685) (0.752) (0.8136) (0.811) 

     

Predicted wage 
0.153** 0.038 -0.022 0.410*** 

(0.064) (0.051) (0.129) (0.119) 

     

Married 
-0.787*** -0.374*** 0.247*** 2.659*** 

(0.057) (0.050) (0.076) (0.081) 

     

Children 
-0.167*** -0.077* 0.041 -0.204*** 

(0.052) (0.045) (0.067) (0.063) 

No schooling 
-0.845*** -1.315*** -1.163*** -2.026*** 

(0.105) (0.086) (0.156) (0.129) 

     

Primary school 
0.493*** 0.706*** 1.432*** 1.774*** 

(0.100) (0.083) (0.085) (0.083) 

     

Secondary school 
1.271*** 1.034*** 1.299*** 0.859*** 

(0.106) (0.108) (0.097) (0.107) 

     

High school 
0.045* 0.141*** 0.057 -0.019 

(0.043) (0.063) (0.026) (0.033) 

     

College/University (HLE) 
0.346*** 0.351*** 0.426*** 0.338* 

(0.051) (0.048) (0.054) (0.071) 

     

N 106 64 42  

R-squared 0.06 0.07 0.11  

Log   likelihood -376939.2 -341405.4 -8845.488  

 
 
 
than men (32.2 vs. 34.8 years of age). Gender age 
differences are particularly pronounced in the employment 
sector, where men are about 2.6 years older than 
women. This may reflect the fact that those selecting 
employment are those with more labour market 
experience. Married males have higher employment rates 
than married females.  

The  first  hypothesis  of  this  study  stated   that   more  

women‘s education is associated with a decline in 
women‘s labour force productivity up to secondary 
education, with a slight uptick for post-secondary 
education. Results emanating from Equation 2 of the 
estimation model are presented in Table 3. The results 
presented in the table reveal that the coefficients 
estimated for each variable (both males and females and 
each urban centre model) have the same sign,  indicating 
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Table 4. Marginal rates for the probability of being employed in relation to 
human capital (n = 106). 
 

 Variable Total sample Males Females 

Other 0.02 0.04 0.06 

Primary School 0.05 0.06 0.09 

Secondary School 0.06 0.07 0.12 

High School 0.1 0.11 0.17 

College/University 0.2 0.22 0.35 

Experience 0.14 0.15 0.13 

Tenure 0.28 0.3 0.26 
 

Source: Gendered patterns of labour force participation Survey 2019.   

 
 
 
the following:  
 

Women have a lower probability of being employed than 
men do. This holds true for Arusha and Moshi hotels and 
tour operators. For the Arusha model, women are 8.8% 
less likely than men to be employed and the gender gap 
increases to 23% for the Moshi model.  

Further, the positive signs for the coefficients 
corresponding to the variable HLE in the model estimated 
for the sample as well as the models for each group 
(urban centres) suggest a positive return for investment 
in education when the outcome is defined as probability 
of being employed.  The simple comparison of the 
coefficients estimated for each of the two groups 
indicates significant differences in the importance of 
educational attainment among the groups. In order to 
evaluate the extent to which highest level of education 
predicts employment status, the marginal probabilities for 
each group were calculated. For males for example, a 
unit increase in educational attainment results in a 5.3% 
increase in the probability of being employed for those 
with high school education (Table 3). For the linear 
probability regression model, the marginal rate for the 
probability of being employed in relation to the increase in 
level of education equals the value of the coefficient that 
corresponds to variable:  
 

 
 

Marginal probabilities are defined as the partial derivatives 
of the probability of a group being in the labour market 
with respect to individual control variables. The marginal 
probabilities are distributed asymptotically according to 
the normal distribution. Table 4 further presents the 
probability of being employed for each gender group and 
level of education. 

Results in Table 4 reveal significant differences in the 
marginal probability of being employed across gender. 
For instance, the low level of education for the females 
yields a relatively high marginal rate for this group. From 
an economic point of view, this should  be  interpreted  as 

follows: the lower the educational level of a person, the 
lower it is the probability of being employed and hence 
their productivity. 

The mathematical expressions or coefficients for age 
and age squared are positive and negative, respectively, 
suggesting that the probability of employment rises with 
age but at a falling rate for both sexes.  The coefficient of 
age for the linear probability regression model shows that 
with an increase in age, there is a greater likelihood that 
a female will enter the labour market. The study revealed 
that, an increase in age by a unit increased the coefficient 
of being in the labour force (versus not being in the 
labour force) by 6.6% for females and 43.6% for males 
(Table 3). Age has the expected inverse U-shaped effect 
on participation, which is shown in Figure 3. 

Excitingly the dichotomous model shows a slightly 
higher peak age for female employment than for male 
employment, which is reached at about age 41. The 
probability of working for wages in the public and private 
sectors by age has the same inverse U-shape detected in 
the dichotomous linear probability model, but the peak for 
private sector work is attained close to age 36, pointing to 
the lower compatibility of private sector wage work with 
women's marital responsibilities. The second hypothesis 
of this study posits that women‘s extensive family 
responsibilities militate against their participation in the 
formal labour. As a reflection of the consolidation of 
gender roles at marriage, being married has a positive 
and significant effect on participation for men and a 
substantial negative as well as significant effect on 
women's participation. The results of the study indicate 
that if a woman is single, she is more likely to participate 
in the labour force than those who are married as 
evidenced by their marginal effects shown in Table 5. 
Currently married women have a 23.6% lower probability 
of working for wages in the private sector than single 
women. On the other hand marriage is associated with a 
10.3% increase in participation for men and a 23.6% 
decline for women. Table 4 shows that generally and for 
all levels of educational attainment, there is a drop in 
female participation in employment once they get married. 

Family   responsibilities   also   include   the  number  of  

𝜕 𝑖
𝜕𝐻𝐿𝐸𝑖

=
𝜕 (𝐷𝑉 = 1⎸𝐴𝐺𝐸, 𝑆𝐸𝑋,𝐻𝐿𝐸,𝑊𝐾𝐻,𝑊𝐺𝐸, 𝑆𝐸𝐺, 𝑆𝑇𝐸,𝑅𝐸𝐺,𝐴 𝐷 𝑆𝐸𝐶)

𝜕𝐻𝐿𝐸
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Figure 3. Predicted Probability of Working by Age and Gender. 
Source: Simulations based on linear probability model results using data from Gendered patterns of 
labour force participation Survey 2019.   

 
 
 

Table 5. Linear probability regression model of Labour market participation by gender 
(n=106) 

  

Variable 
Females Males 

dx/dy dx/dy 

Reference: reference individual 0.469 0.670 

Age 0.094*** 0.110*** 

 (0.006) (0.004) 

Age
2
 -0.117*** -0.147 

 (0.007) (0.004) 

Currently married -0.236*** 0.103*** 

 (0.032) (0.025) 

Divorced/Widowed -0.100** -0.107 

 (0.043) (0.083) 

Children -0.167*** 0.041 

 (0.052) (0.067) 

HLE -0.347*** -0.207*** 

Region of residence 0.006 0.030 
 

1. Robust standard errors in parentheses, 2. Significance level: ***p<0.05, **p<0.01, *p<0.1, 3. 
Calculations are for a reference individual with means for the continuous variables and zeros 
for dummy variables. 4.  Age and Age squared are continuous variables. 5.  The reference for 
the educational level is the above secondary education. iv. Rural are the reference for Regions.  
Source: Gendered patterns of labour force participation Survey 2019.   

 
 
 
children a woman has to take care. The presence of 
small children has no statistically significant impact on the 
probability of employment for males, but the number of 
very small children in the household (0-2 years old) has a 
statistically significant impact in reducing the propensity 
of female employment. The coefficients in Table 5 show 
that a woman with a unit increase in the number of  infant 

children being involved in the labour force has a 16.7 less 
productivity. 

The third hypothesis of the analysis was that there is no 
wage discrimination and differences in productivity 
between men and women in the labour market. Labour 
productivity differences at the job level, where men and 
women do the same  work  for  the  same  employer  was  
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assessed hand in hand with wages. The decomposition 
of male-female differences in productivity in Table 6 
shows that gender differences in endowments (such as 
education) increase the productivity rate of women by a 
marginal difference of only 2.4% for those who complete 
secondary education. The table also shows that a 5.6% 
differential can be attributed to males thus reflecting 
females' inadequate endowments at the College or 
University level. 

Table 6 further presents the regression results for the 
wage equation. Comparison of these figures shows how 
much of this differential is due to unequal attainment of 
the other endogenous variables (education, occupation, 
and union membership) and how much appears to be 
strictly a 1abour-market differential.  Of the 0 .149 
differential in favour of male employees with high white 
collar skills, about 0 .123 is attributable to their superior 
education, occupations, etc., while 0 .339 remains even 
holding these equal. Similarly, 0 .061 of the total 
disadvantage of female employees appears to come from 
inadequate education and occupation, while 0 .223 is the 
result of discrimination and disadvantaged background. It 
would appear that outright discrimination in the labour 
market is quite substantial. Likewise, there is a 
considerable wage gap linked with gender, even for the 
same occupations and even when controlling for 
individual characteristics, such as education. 
 
 
DISCUSSION 
 
This study found that female participation in the hotel and 
tour operators industry is below average. The coefficient 
of age for the linear model has shown that the peak for 
private sector jobs is reached at close to age 36, pointing 
to the lower compatibility of private sector wage work with 
women's marital responsibilities and thus reflecting low 
productivity in the private sector. The revelation that 
female participation in this industry is low corroborates 
the findings of Dante and Gonzalo (2008), Ntuli (2010) 
and Verick (2014). Studies by different authors reveal 
that there are several causes of low female participation 
in the hotel and tour operators industry.  

A significant number of female employees in the hotel 
and tour operator sectors had secondary education, a 
level below high school education. This finding reflects 
low labour-force participation for females thereby 
portraying low productivity. High school education and 
vocational training has a positive impact on the labour-
force participation of women. As such, policies attempting 
to increase the access of schooling to women may be 
effective in increasing female employment and 
productivity. For example, revamping public and private 
vocational and skills training programs in such a way that 
they prepare women for non-traditional, hotel and tour 
operator jobs may be an effective policy tool to increase 
both  female   labour   force   participation   earnings  and  

 
 
 
 
productivity (Manyaga and Athuman, 2010). 

In general, the study on labour-force participation in 
hotels and tour services has indicated that the 
participation rate increases with the level of education. 
Among the females in the study, 20% had some 
secondary education. This result highlights the challenges 
of labour market entry for females who do not have 
educational skills. As the demand for unskilled labour 
continues to decline in Tanzania, labour-force 
participation will remain low as many women lack the 
required education to be competitive in the labour market. 
The third hypothesis of this study has led to this finding. 
Consequently, some of the female hotel employees have 
opted for small-scale agriculture as an alternative source 
of income. Agriculture is the largest sector of employment 
in Tanzania Mainland. Self-employment in agriculture is 
known to be the most common form of labour deployment 
among rural populations, in particular rural women. 
Despite majority of females have been seeking 
employment opportunities in the hotels and tour industry 
in Arusha and Moshi urban centres, many of them have 
not been successful and hence turning back to small 
scale agriculture in urban centres. This is consistent with 
previous findings (Buehren, 2015; Idris, 2018) which have 
shown the largest gender gap existing in rural earnings 
especially in the northern regions which comprise Arusha 
and Kilimanjaro. These studies show that men earn 2.9 
times more than women.  

For females, marital status is not related to employment. 
This finding is particularly interesting when compared to 
the results of Jordan and Zitek (2012) and Toledo (2014) 
who found that by females being married, it negatively 
influences the probability of employment. The decline in 
employment with marriage is larger in relative terms for 
less educated women, but is larger in absolute terms for 
university educated women who have higher participation 
rates. The pattern of employment varies strongly by 
marital status for women in distinct contrast to men 
whose patterns of employment are not strongly 
associated with marital status. Employed married women 
at all education levels tend to be more concentrated in 
government work and in self-employment rather than in 
privately owned firms like hotels and tour operator. 

The findings of the study have also found that the 
number of very small children (0-2 years old) in the 
household has a statistically significant impact in reducing 
the propensity of female employment. This finding is 
consistent with the assertion that-unlike men-women 
allocate their time to market and non-market activities, 
which include household work and child-rearing (Lang, 
2011). That is, small children increase the opportunity 
cost of women to engage in market activities and thus 
reduce the attractiveness of work outside the household 
and consequently affects productivity negatively. The 
negative influence of very young children in workforce 
participation suggests that policies fomenting family 
planning could increase female employment substantially.   



Masanja          13 
 
 
 

Table 6. Coefficients (Standard Errors)(Dependent Variable: Natural log of wage)(n=106). 
 

Variable Male employees Female employees 

Constant 
3.149*** 3.856*** 

(0.400) (0.347) 
   

Experience: Age 
0.0466** 0.0342** 

(0.0174) (0.0141) 
   

Experience: (Age)
2
 

-0.000194 0.000216 

(0.000235) (0.000175) 
   

Marital Status 
-0.113* -0.105 

(0.0588) (0.0669) 
   

Working in an urban area 
0.333* 0.128 

(0.0676) (0.0929) 
   

Regions: Northeast 
-0.106 0.0671 

(0.135) (0.154) 
   

Education: Primary Education 
0.393*** 0.248 

(0.162) (0.114) 
   

Secondary Education 
0.749*** 0.725*** 

(0.197) (0.125) 
   

College/University 
1.329*** 1.273*** 

(0.197) (0.138) 
   

Occupation: High skilled blue collar 
0.0649 -0.0353 

(0.0623) (0.155) 
   

Low skilled white collar 
-0.092 -0.153** 

(0.0601) (0.0828) 
   

High skilled white collar 
0.456*** 0.207** 

(0.0746) (0.102) 
   

Type of Contract: Permanent 
0.580*** 1.044*** 

(0.0632) (0.0992) 
   

Casual written 
0.154** 0.5560*** 

(0.0782) (0.108) 
   

Contract 
0.275*** 0.811*** 

(0.0806) (0.136) 
   

Union membership 
0.712*** 0.623*** 

(0.123) (0.212) 
   

Non union membership 
0.113** 0.142** 

(0.466) (0. 333) 
   

Control variables:   

Unemployment: Female 
0.732*** 0.209 

(0.162) (0.328) 
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Table 6. Cont‘d. 
 

Male 
-0.941*** -0.373 

(0.169) (0.373) 
   

R
2
 0.498 0.708 

N 47 59 
 

1.The linear function of all the independent variables (including age squared as a variable) assumes that impacts on 
the wage rate enter independently and multiplicatively. 2. Standard errors in parentheses, 3. Robust standard errors in 
parentheses, 4. Significance level: ***p<0.01, **p<0.05, *p<0.1.   
Source: Gendered patterns of labour force participation Survey 2019.   

 
 
 
Family planning could also lead to an increase in 
employment and consequently on wage. Child-rearing 
responsibilities are a major factor affecting the 
employment decision as well as labour productivity and 
earnings (Lang, 2011). This study also found that more 
commonly women get less than men for executing jobs of 
equal value. One of the principal causes is the way 
women's capacities are valued compared to men's. 
Occupations which demand similar skills, qualifications or 
experience tend to be less paid and undervalued when 
they are dominated by women rather than by men. For 
instance, the (mainly female) room attendants in hotels 
more often receive rather less than male kitchen porters 
whose work demands less skills.  A study conducted in 
Lebanon also corroborates the findings of this study as it 
contends ―upon  comparing  the  average  salaries  of  
males  to  those  of  females  while controlling for 
education, the researchers concluded that,  in general, 
male‘ average salaries are significantly higher than those 
of females under all experience categories‖ (Hejase et 
al., 2014: 438). 

The rationality for gender pay gap can be examined 
through a ternary framework. The first explanation is 
occupational segregation: women tend to work in 
subordinate posts and occupations where attributes seen 
as innate for women, such as care and domestic and 
household work, can be commercialised. Second, women 
tend to work in industries that are low-paid: thus, there is 
segregation not only inside but within industries. Pinar et 
al. (2011) report findings of their analysis of hotel 
employment and gender division in the Balearic Islands. 
Specifically, they highlight significant gender variation 
across departments in hotels. 

The analysis of the findings of this study also highlights 
the increment of micro and small enterprises among 
female employees of hotels and tour services in the two 
urban centres. In an effort to bridge the gender gap on 
wages, a few female employees reported to own micro 
enterprises. This finding is consistent with a separate 
study of women‘s entrepreneurship in Tanzania which 
reported that the proportion of women owning enterprises 
had increased from 35% in the early 1990s to 54.3% in 
2012 (Mori, 2014). However the same study concluded 
that  most  women  owning  enterprises  in  Tanzania  are 

concentrated in informal, micro, low growth, and low profit 
activities, where entry barriers are low. The study by Mori 
further reinforces the finding that wage discrimination and 
differences in productivity between men and women in 
the labour market still exists. 

The study found that segregation is frequently linked to 
traditions and stereotypes.  The empirical evidence 
discussed here suggests three things. First, gender 
variances in human capital play a part to gender 
differences in productivity and earnings, but their relative 
significance is diminishing as the education gap closes 
the world over. Second, although labour markets show 
some evidence of gender discrimination, a significant part 
of the observed wage and productivity gap can be 
explained by women and men sorting into different 
occupations and third women are as efficient as their 
male counterparts especially after accounting for gender 
differences in access to productive inputs. 
 
 
Conclusion 
 
On the basis of evidence drawn from the findings, this 
paper provides a number of conclusions and make key 
recommendations which may contribute to long term 
strategic change on gender issues in the sector. The 
results of this analysis indicate that each step up the 
educational attainment ladder is associated with some 
increase in labour force participation. This pattern is 
observed across all sexes in the hotel and tour operator 
labour market. However, the responsiveness of labour 
participation rates to educational attainment varies 
significantly among gender groups. As regards the 
structure of the Tanzanian labour market, the market 
appears to be relatively closed to the less educated 
women and that married women, even if educated, find it 
hard to accommodate working for wages in the private 
sector with their family responsibilities. 

Pertaining to stereotyping and traditional gender roles, 
employed women tend to be highly segregated in some 
industries and occupations. Hotel as opposed to tour 
operator has been found to be a feminized industry that 
significantly accounts for female employment. The high 
level of gender segregation in the  tour  operator  industry  



 
 
 
 
is most probably due to prevalent norms about what kind 
of employment is socially acceptable for women.  

It is almost certain that change in the role of women 
within these sectors is or will be significant both from an 
economic and rights based approach and this report 
considers measures which may help achieve such 
change. Given the speed of demographic, economic and 
technological change in many countries and regions, a 
hotel workforce in which women are represented at all 
levels should be a major feature over the next decade in 
most parts of the world.  

In order to reduce gender gaps with regard to 
employability of females, one must notice that special 
policies must be addressed to hotel and tour operator 
women as they are often captured within the tradition of 
the patriarchal principles of family and community. The 
findings of this study unearth issues of importance for 
employment of women as a basis for future dialogue. 
Empowering women and girls is crucial in order to 
successfully accomplish twin goals: ending extreme 
poverty by 2030 and boosting their productivity. 
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