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Abstract | Gender inequality is still a reality in today’s world. Men still take most of the decisions in the family context,
while women often do not take part in the decision-making process. In the tourism sector the reality is similar. While most
of the jobs are seasonal or part-time, those are mainly occupied by women. On the other hand, men hold the majority of
leadership roles in tourism enterprises. Several authors have already studied gender differences in the tourism sector but
there is not much evidence with regards to restaurants industry. Therefore, this paper aims to contribute to the literature,
by identifying the main barriers for gender equality in leadership positions in this subsector. Data was collected through
a survey questionnaire targeting leaders and employees of restaurants located in the city of Aveiro (Portugal), and it was
analyzed through content and statistical analyses. Findings show that men occupy most of the leadership positions. Men
are perceived as authoritarian, respectable, knowledgeable and manipulative, and women are seen as organized, creative,
comprehensive and responsible.
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Resumo | A desigualdade de género é ainda uma realidade no contexto atual. Os homens ainda tomam a maioria das
decisdes no contexto familiar, especialmente no que se refere aos processos de tomada de decisao. No sector do turismo,
a situacdo é semelhante. A maioria dos empregos sao sazonais ou a tempo parcial, e enquanto estes séo geralmente
ocupados por mulheres, os homens ocupam a maioria dos cargos de lideranca. Alguns autores tém procurado estudar as
desigualdades de género no turismo, no entanto existe pouca evidéncia em relagdo ao nivel do sector da restauracdo. Este
artigo procura, portanto, contribuir para a literatura existente, ao identificar as principais barreiras a igualdade de género
nos cargos de lideranca neste subsector. Um estudo empirico foi realizado na cidade de Aveiro, em Portugal, e foram reco-
lhidos dados através da realizacdo de um questionério dirigido aos gestores/proprietarios e funcionérios dos restaurantes
situados na cidade. Os dados foram analisados através de anélise de contelido e andlise estatistica. Os resultados mostram
que os homens ocupam a maioria dos cargos de lideranga, sendo estes percecionados como autoritrios, respeitaveis,
conhecedores e manipuladores, enquanto as mulheres sdo vistas como organizadas, criativas, completas e responsaveis.
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1. Introduction

Tourism is a multidisciplinary sector, where both
capital and human resources are crucial for its devel-
opment. Most tourism businesses (around 99%) are
Small and Medium Enterprises (SMEs), representing
a decisive role in this industry (Observatory of Euro-
pean SMEs, 2003). With regards to employment, the
tourism sector directly employs over 14 million peo-
ple in Europe (Eurostat, 2010). Therefore, organiza-
tions and managers must be able to recruit, develop
and maintain a committed and competent workforce
to stay competitive in a competitive environment
(Nickson, 2007).

However, findings show that employment is
unevenly distributed gender-wise. According to
Costa, Carvalho and Breda (2011), women are
overrepresented in the majority of the lower level
positions in this sector. On the other hand, men hold
most leadership positions in tourism enterprises,
making it almost impossible for women to move
vertically and to reach management positions (Hem-
mati, 2000). It is fundamental to understand why
these disparities exist and why are women clearly
discriminated against.

Some studies have already focused on specific
tourism subsectors, such as the hotel industry (Kara,
2012; Méller, 2012), but there is no evidence on
studies conducted on the restaurants industry. This
work aims to understand the differences between
male and female leadership, as well as the main
differences and barriers that prevent women from
progressing in their careers. The paper starts by in-
troducing conceptual references on gender, sex and
leadership, which provide a solid basis for explain-
ing the main barriers for women's discrimination,
and then presents the reality of the tourism sector,
in a gender perspective, in order to enhance the
conclusions of this study.

2. Gender and sex

The amount of studies related to gender stud-
ies is constantly increasing. However, according to
Henderson (1994), some authors fail to provide their
own definition of gender, while others mistake it with
sex. Therefore, this introductory section aims to con-
tribute to distinguish both concepts. On one hand,
sex “refers to the biological characteristics that
categorize someone as either female or male [...]
according to certain identifiable physical features
which are fixed” (Reeves & Baden, 2000, p. 30). It is
clearly biologically determined, universal and mate-
rialized throughout time (Butler, 1993; Haig, 2004;
Mediterranean Institute of Gender Studies, 2009).
Basically, sex refers to the physical aspects that
distinguish men and women. There is a consensus in
the literature concerning this term.

On the other hand, the literature does not present
a universal and precise definition of gender. Some-
times it is used to define the concept of sex, there-
fore creating some inconsistencies in the definition
of gender (Henderson, 1994). Udry (1994) mentions
that gender is the combination between biological
sex and individual behaviour. The World Health Or-
ganization (WHO, 2012) clarifies that it “refers to the
socially constructed roles, behaviours, activities and
attributes that a given society considers appropriate
for men and women”. Possibly, the clearest defini-
tion is the one provided by Swain (1995, pp. 258-
259): "a system of culturally constructed identities,
expressed in ideologies of masculinity and femininity,
interacting with socially structured relationships in
divisions of labour and leisure, sexuality and power
between women and men”.

It is evident that gender is crucial in order to un-
derstand the differences between men and women
(Alarcon & Ferguson, 2011). Based on the literature,
we may conclude that gender may be defined as the
socio-cultural characteristics that exist in a specific
society and that an individual acquires in order to
distinguish men from women.



3. Main barriers for women’s empowerment

There are a number of aspects that may explain
the discrimination that women suffer in the tourism
sector. One reason that is clear in most employment
positions is the gender pay gap. Skalpe (2007) ex-
plains that women in Norway, who are represented
in top positions, are paid 20% less than men holding
the same positions. In Spain, however, the difference
is only around 6.7% in favour to men, but these
disparities may vary according to region (Bullén,
2009; Pozo, Soria, Ollero & Lara, 2012). In Portugal,
men may earn 80% more than women in roles that
require the same amount of skills, qualifications and
training (Gonzélez, Santos, & Santos, 2005).

The type of contract held is also a factor of dis-
crimination. According to Costa et al. (2011), women
are overrepresented in part-time jobs, and they do
not have the same opportunities as men to hold full-
time positions. Generally speaking, part-time jobs do
not require specific knowledge about the workplace
and leaders are not willing to provide that informa-
tion. Also, part-time jobs are a way for women to
provide a source of income to the household and
also to conciliate work and family (Jordan, 1997).

Thrane (2008) mentions that marriage, maternity
leaves and the traditional labour divisions in the
households prevent women from occupying full time
jobs. Women are usually the food providers and they
are responsible for the children upbringing (Wilkin-
son & Pratiwi, 1995). Sometimes they also have to
resort to external services, such as day care centres,
babysitters, nursery homes or even other relatives, to
take care of their children, while they are contribut-
ing for the family income (Torres & Silva, 1998). It is
very hard for women to focus in all of these activities
at the same time and also achieve higher roles in a
competitive business.

One important aspect, that most of the times
is not mentioned, is the stereotype created by the
society, which reinforces these disparities. The Equal-
ity and Human Rights Commission (EHRC, 2010)
concluded that 75% of all employed women end
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up in jobs known as the five C's: cleaning, catering,
caring, cashiering and clerical. Costa et al. (2011)
refer to these jobs as being gendered, i.e. considered
appropriate for women. The EHRC (2010), however,
verified that women are starting to emerge in the
labour market and their relevance in businesses and
in competitive environments is increasing.

The ethnicity, nationality and social class may be
directly related with gender disparities (Ferguson,
2007). Women who are not part of a society tend to
be excluded and deprived from critical information
regarding the planning and development stages.
Smith (2009) suggests that equality measures, at
business or governmental levels, would allow women
to reach leadership positions, leading to more effec-
tive answers towards the battle against the economic
recession. Chapman and Randell (2011, p. 6) state
that “when women are supported and empowered,
all society benefits”, leading to the creation of better
techniques, innovation and entrepreneurship.

Men and women have different work patterns.
Thrane (2008) concluded that women tend to be
more productive over time, but Sinclair (1997)
suggested that this is not as valued as the work
experience itself. Women are also more sympathetic
and kind, which may help when complicated situ-
ations emerge in the workplace (Rudman & Glick,
2001). The academic qualifications are changing,
and nowadays women are better qualified than
men, providing them with a great asset when enter-
ing the labour market (Costa, Carvalho, Cacador &
Breda, 2012a).

To conclude, productivity levels and the amount
of opportunities would increase if women were more
directly involved at all levels (Berg, 2011). Accord-
ing to Hausman, Tyson and Zahidi (2012) there are
four critical aspects that must be considered when
promoting women's empowerment: (i) economic
participation and opportunities; (i) educational ca-
pability; (iii) political empowerment; and (iv) health
and survival. When all these criteria are met, women
have better opportunities to achieve higher roles, not
only in businesses but in the society as well.
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4. Leadership and gender

In order to be competitive and to meet the
market's needs, businesses need someone to be in
charge of the decision-making and decision-taking
processes. There is no single definition for leadership,
as it is a multidisciplinary subject. But one of the
most recent, and possibly clearest, definition identi-
fies leadership as “a process on which an individual
influences a group of individuals in order to achieve
a common objective” (Northouse, 2012, p. 3). How-
ever, this study will not focus on providing a con-
sensual definition because, according to Gill (2006),
it is more important to respond to the demanding,
turbulent and chaotic market demands than to focus
on an universal definition for leadership.

Leadership styles may vary from person to per-
son, and gender may be also responsible for different
traits. There is a growing need to understand gender
in a leadership perspective, in order to verify the
most frequent behaviours each gender possesses
(Patterson, Mavin, & Turner, 2012). Women who
achieve leadership roles need to be exceptional and

Table 1 | Qualities of male and female leaders

capable of leading with enormous social and psycho-
logical pressure (Buckmaster, 2004). There is a huge
need to understand the main attributes each gender
has, in order to comprehend the leadership styles
and decisions in a business context (Hoyt, 2012).
Table 1 shows the main attributes according
to gender. It must be taken into consideration that
these traits were taken from a diversity of case stud-
ies and they may vary from place to place or even
according to the local culture and social aspects
(Simdo, 2013). Nonetheless, men can be consid-
ered as more focused on controlling and resorting
to short-time measures, while women focus more
on building strong and efficient teams, rewarding
and encouraging the subordinates to achieve and
surpass the established objectives. Women who are
more authoritative, assertive or powerful may not
succeed and are considered as aggressive, resulting
in a decrease of group motivation (Mkhize, 2011).
Eagly and Carly (2003) explain that no matter
how different the leadership styles can be accord-
ing to gender, this does not explain why there are
constant disparities between men and women. On

| Male leadership

Female leadership

Author(s)

Assertive Cordiality Eagly and Carli, (2003)
Interventionist Abnegation

Authoritative Courteous Powell (2011)

Task-oriented People-oriented

Dominant Kind Bem (1974)

Aggressive Compassionate

Competitive Sensitive

Directive Democratic Singh, Nadim and Ezzedeen (2012)

Transactional

Transformational

Lindo (2003)

Independent

Participative

Hoyt (2012)

Traditional Leadership

Capable of changing

Belasen e Frank (2012)

Focus on the initial structure
Effectiveness

Consideration
Rewarding

Emmerik, Wendt and Euwema (2009)

Result-oriented

Expectative-oriented

Merrill-Sands and Kolb (2001)

Commands the subordinates

Influences/Persuades the subordinates

Mkhize (2011)

Perception

Intuition

Marshall (1993)

Provides instructions

Socio-expressive

Appelbaum, Audet and Miller (2003)

Objective

Cooperative

Schein, Mueller and Jacobson (1975)

Source: Simao (2013).




a similar study, Powell, Butterfield and Bartol (2008)
showed that women on leadership positions who
expressed similar behaviours to those of men would
increase group productivity, motivation and would
be more beneficial for a group.

Women are also leaders and they should be able
to provide their own ideas in any context. Therefore,
Young (2011) suggests that stakeholders should
study young women leaders in order to comprehend
their exact behaviour and leadership skills. It is
clear that the higher the hierarchical level the fewer
women are represented (Hanashiro, Nassif, Nassif,
Carvalho, & Bido, 2005). Belasen and Frank (2012)
defend that women'’s ability to adapt is fundamental
in order they can able to become successful leaders.
However, Patterson et al., (2012) refer that their
subordinates do not expect them to be good lead-
ers and they may not react well due to low levels of
credibility.

Ertac and Gurdal (2012) concluded that women
are not risk-takers. However, their emotional be-
haviour may change and they may take different
approaches according to the problems they face
(Camilleri, 2007). Local networks may provide a
boost in women's confidence and place them in
higher roles, allowing them to access various spon-
sors and entities which will help them increase
credibility and competitiveness (Ely, Ibarra, & Kolb,
2011).

To sum up, Oakley (2000), as well as Macarie
Hintea and Mora (2011), provide a number of causes
that disallow women from reaching leadership posi-
tions:

— Society’s beliefs related to the woman's and
man'’s role;

— Marriage and children;

— Lack of benefits and facilities for working
women;

— Typical myth or men’s prejudices;

— Domination of men’s values in organizational
cultures;

— Lack of training conditions and difficult contribu-
tions towards career development;
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— Promotion policies that benefit men;

— Compensation practices that do not help wom-
en;

— Behavioural double binds (no-win situations);

— Communication styles (women are underval-
ued);

— Subordinates prefer male leadership styles;

— Women's underrated power in higher positions.

Therefore, women need to develop their own be-
haviours and beliefs in order to eam their credibility
in competitive environments such as the restoration
sector (Trinidad & Normore, 2005). Next chapter tries
to explain the close relationship between tourism
enterprises and gender.

5. Tourism businesses and gender

Tourism is a growing industry and it employs a
vast number of people. However, most jobs do not
require many qualifications and women are over-
represented in this sector (Obadic & Maric, 2009;
Santos & Varejdo, 2006). However, it is very difficult
for women to obtain crucial job opportunities since
there is a lack of opportunities for vertical mobility
(Costa et al.,, 2011; Hemmati, 2000). According to
Santos and Varejdo (2006), there are four specific
aspects about the tourism sector and its employ-
ment, namely: (i) the majority of jobs are hold by
women; (i) there are low academic levels; (iii) job
distribution is mostly concentrated at the basis of the
job pyramid; and (iv) a high portion of the contracts
are temporary.

According to the European Commission (EC,
2003) and the Observatory of European SMEs
(2003), 99,8% of all businesses are Small and Me-
dium Enterprises (SMEs). In the tourism sector the
number may be even higher since most businesses
employ less than ten people. Some of these busi-
nesses are known as family businesses and they may
be crucial for women to hold leadership roles in this
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sector (Ferguson, 2007, 2010). Vadnjal and Zupan
(2009) explain that in family businesses, women can
develop entrepreneurial skills while holding specific
roles that would belong to men otherwise. Skalpe
(2007) explains that women have flexible working
hours and in these enterprises they can reach leader-
ship roles in an easier way.

By taking part in any higher ranks, women
can become decision-makers and decision-takers,
participating in both the planning and the develop-
ment stages of a specific business or area. Women's
capability to interact with people provides an excel-
lent asset to their career aspirations (Purcell, 1997,
Sinclair, 1997). Their long term decisions and their
ability to motivate their subordinates are critical
for the growth and survival of tourism enterprises
(Ladkin & Weber, 2011).

Gender still represents a barrier for women’s
maturity in tourism businesses. However, women
are able to implement high quality and competitive
levels in any tourism enterprise, provided that they
are given the respective opportunity (Testa & Sipe,
2012).

6. Methodology

In order to support the literature review, an em-
pirical study was conducted in order to analyse gen-
der differences amongst leaders in the restaurants
industry. The first stage consisted in defining the geo-
graphical area and the population of the study. The
area considered for this study was the city centre of
Aveiro, specifically in the parishes of Vera-Cruz and
Gléria (which constitute the central part of the city).
As far as the population is concerned, the study was
limited to restaurants (other establishments serving
food, such as bars, discotheques, cafés, among oth-
ers, were excluded from as their relevance for the
tourism sector is not as high as restaurants).

In order to obtain access to data related to all
restaurants of the city, the Gabinete de Atendimento

Integrado (GAI) and the Associacdo de Hotelaria,
Restauracdo e Similares de Portugal (AHRESP) were
contacted. The first entity did not provide any data
and the second one only provided information about
its associates. Therefore, it was necessary build a
database of all restaurants based on secondary data
(mostly available in websites) and fieldwork

The data collection method had to take into con-
sideration the low qualifications of the restaurants’
waorkers. A survey questionnaire was administered to
both employees and leaders, aiming to understand
if there are gender differences in the restaurants
industry and to provide information about the main
leadership traits concerning men and women. The
questionnaires were similar, although leaders had to
provide further information about their businesses.

All restaurants located in the city centre of Aveiro
were contacted (n=68), but only 56 agreed to par-
ticipate. The response rate was 82%, representing
83 managers (all leaders were interviewed, and in
some establishments, with shared management,
more than one manager was surveyed) and 155 em-
ployees (which constitute 50% of all the employees
of the surveyed restaurants). The SPSS software was
used to perform statistical analysis; and qualitative
data was treated though content analysis.

7. Analysis and discussion of results

The results of this study are presented into
three different sections: enterprises, employees and
leaders. In this last topic, a comparison regarding
employees and leaders are explored so that the
different perspectives can be compared. Also, in-
formation concerning leader's perspective towards
women are mentioned. The main traits that leaders
should possess are analysed in the perspective of
employees and leaders, in order to understand what
should be done to promote the success of busi-
nesses. These leadership traits, along with the lead-
ers' perspectives, provide this study with possible



gender equality measures to be taken in account in
the restaurants industry.

Enterprises

Results show that all restaurants fall under the
category of SMEs. Moreover, 87.5% are microenter-
prises, which employ less than 10 individuals, and
20% of them have two or less workers. Also, 95%
of all restaurants presented losses over the last three
years. The remaining 5% registered a very small
increase in their profits because of their favourable
location and customer loyalty. It is clear that restau-
rants face a harsh reality and they rely mostly on the
high season in order to be sustainable. Economic
depression and tax raises are also responsible for the
difficulties that this sector is surpassing.

Leadership in restaurants may be categorized
as single, if there is only one individual in charge,
or as shared, if there are two or more individuals
responsible for the direction of the company. Data
shows that 58.9% of the restaurants had only one
person in charge. The remaining 41.1% represented
either family businesses or restaurants with more
than one business partner. 51.6% of all employees
are women (13.2% of which work part-time) and
48.4% are men (6.7% working on part-time jobs).
This shows that the number of men and women who
hold subordinate positions is quite similar.

Employees

As mentioned before, only 155 employees were
able to be interviewed. Results show that 51.6%
are men and 48.4% women. Most of them (78.1%)
live in the municipality of Aveiro, the average age is
37.46 years (37.72 for men and 37.17 for women),
and there are no significant statistical differences
between both groups (p= 0.785).

The academic qualifications are quite low, con-
firming results from previous studies (e.g. Costa et
al., 2011). Around 56.8% possess basic education
studies and 29.7% completed secondary school.
Only 5.2% have vocational training and 7.1% hold
a university degree. The Chi-Square test showed that
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there are no gender differences in the employees’
academic qualifications (2=0.425).

Experience is a crucial aspect in today's busi-
nesses. The average working time in this sector is
13.55 years (14.1 for men and 12.9 for women).
However, there are no statistical differences accord-
ing to gender (p=0.501). In a related matter, restau-
rants demand a lot of working hours. The average
weekly work hours of employees are 43.5, with 45
for men and 41.7 for women; however, no statistical
differences were found relating the amount of work-
ing hours and gender (p=0.083).

In terms of contractual situation, women hold
the majority of fixed term contracts (53.3%), while
men are mostly represented in fixed-term employ-
ment contracts (43.8%). In terms of monthly salary,
64% of women and 58.8% of men earn between
310€ and 600€, while 26.7% of women and 33.8%
of men earn between 600€ and 900€. A Chi-Square
test showed that there are no significant statistical
differences according to gender (x2=0.272). These
results show that employees face an enormous
challenge nowadays and their pay checks may be
insufficient to provide for the whole family.

Leaders

Results gathered from restaurant leaders are
different from employees. First of all, from all 83
interviewees, 74% are men. The remaining women
who are in leadership positions are mostly leaders’
wives. The vast majority of the interviewees also live
in the municipality of Aveiro (73.5%), and they are
generally older than their subordinates, with an av-
erage of 46.99 years old (46.77 for men and 47.41
for women). The t-student test showed that there
are no statistical differences according to gender
(p=0.802).

In terms of academic qualifications, results show
that leaders are slightly better qualified (in terms of
formal education) than their subordinates. Around
46% finished secondary school but 41% only pos-
sess the basic education degree. However, around
10% have a university degree. In this case, the Chi-
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Square proves that there are statistical differences
according to gender (2= 0.025). Therefore, women
leaders are better qualified than men, but still the
main conclusion is that academic qualifications are
not that high.

Leaders naturally spend more time in restau-
rants than their employees. They work, on aver-
age, 67 hours per week, which is around 20 hours
more than their subordinates. A t-student test
showed that there are no statistical differences
gender-wise (p=0,402). Also, they tend to be more
experienced than their employees. Leaders work,
on average, 20 years on the restaurant sector, but
still these differences do not vary according to
gender ( p=0,076).

The last trend that was analysed in restaurant’s
leaders was the monthly wage. Results show that
63.6% of women earn between 310€ and 600€,
while the vast majority (65.6%) of men earn be-
tween 600€ and 900€. The first conclusion is that
leaders earn considerably more than their subordi-
nates, but this is also related to their longer working
hours and due to the fact that they explore their own
businesses. The Chi-Square test shows that there are
significant statistical differences according to gender
(x2=0,000), proving that female leaders earn less
than their male counterparts.

Leaders’ perceptions about women as leaders
and employees

In this section, leaders were asked whether
women are capable of being leaders in the restau-
rants industry. They all mentioned that women can
be leaders because they: (i) possess the same char-
acteristics as men; (i) are more capable to lead than
men; (iii) have higher training and academic levels;
(iv) are more determined and charismatic; and (v) are
honest, committed and organized.

In a scenario of hiring a new employee in a near
future, presenting the same characteristics and skills,
they would (i) recruit a female employee (13.3%);
(ii) recruit a male employee (12%); (iii) recruit any of
them (12%); (iv) not recruit any candidate (51.9%).

The main reasons why the last option has a high
percentage is because of the economic crisis. Also,
leaders mentioned that there are no discrimination
according to gender. The key elements for recruiting
subordinates is their appearance, kindness and spe-
cific skills, so gender would not be a critical aspect
when selecting a possible employee.

Main leadership traits according to employees

Employees were inquired about the three main
characteristics of leaders that they would identify as
being male or female, according to their beliefs and
past and present experience. Results have shown
profound differences between male and female lead-
ership traits. Men are seen as authoritarian (25%);
respectable (16%); knowledgeable (11%) and ma-
nipulative (8%). On the other hand, women are seen
as organized (23%); creative (14%); comprehensive
(13%) and responsible (10%).

According to employees, male leaders focus
mainly on providing their services in a way that
would decrease their costs. Women, on the other
hand, try to create a harmonious environment, pro-
moting better relationships with their subordinates
and also customers.

Main leadership traits according to leaders

Leaders were also asked to identify the main
characteristics of male and female leaders accord-
ing to their own perceptions. Men leaders are seen
as authoritative (21%), stubborn (12%), motivated
(12%) and demanding (10%). Women, on the other
hand, are organized (31%), kind (12%), determined
(10%) and committed (10%). In this case, it is impor-
tant to mention that 25.3% of all leaders mentioned
that there are no significant differences between
men and women.

Results are quite similar when compared to
employees’ perceptions. Women are clearly seen
as more organized and men as more authoritative.
However, leaders mentioned that multitasking is a
very important characteristic for any restaurant lead-
er, in order to improve the quality of the service.



Employees” and leaders’ perception about gen-
der equality

There is a general consensus that women are not
given the same opportunities as men. Leaders men-
tioned that the existence of children, the amount of
responsibilities at home and maternity are the main
barriers for women's progression in their careers in
the restaurants industry. Employees, on the other
hand, mentioned that sexual harassment and the
lack of training or knowledge impose significant
menaces for women's careers.

Employees’ and leaders’ perception about lead-
ership skills

Leaders and employees were questioned about
the main aspects leaders should possess to create
a competitive business. Results show that, both
leaders and employees, highlight the importance of
leaders avoiding being manipulative and authoritar-
ian. Leaders should provide all the basic and key
information to all subordinates so all parts are aware
of the current situation of the enterprise. Neverthe-
less, both parts focus on the importance of leaders
being able to take decisions in the right moment and
to produce new ideas for the restaurant. Also, lead-
ers should be able to create positive relationships
with their subordinates and to be responsible for
eventual errors.

Employees give a special emphasis to leaders
who do not interfere in their work as they feel they
are capable of handling it themselves. They also
refer that leaders should promote the expansion of
innovative techniques. On the other hand, leaders
believe that giving freedom of choice to employees
is mandatory in order to be a good leader. Also, the
creation of carefully structured objectives and an
achievable vision is seen as a must for any leadership
position in the restaurants industry.

Measures for gender equality in restaurants

According to their knowledge and experience
about the sector, leaders were inquired about even-
tual measures that would promote gender equality.
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Generally, five potential measures were highlighted
in order to promote equal opportunities for all
individuals, namely: (i) opportunities for employees
to perform any given task; (i) group decisions, in a
democratic environment; (iii) justice and wage equal-
ity; (iv) transference of confidence and responsibility
towards employees; (v) flexible working schedule.

In conclusion, leaders believe that there are plau-
sible possibilities for gender equality. 50% of them
admit that they have not implemented any specific
measures to promote gender equality. However, the
aforementioned measures are crucial to implement
a competitive environment with motivated subordi-
nates and, therefore, a fair environment.

8. Conclusion

The restaurants industry has yet to be studied
and this study provides a solid view about its reality.
Results show that restaurants in the Aveiro city are
SMEs, which is consistent with data provided by the
Statistics Portugal (INE, 2010). There is also lack of
vertical mobility in this sector and most jobs are tem-
porary and seasonal. This is coincidental to a number
of previous studies (Costa, Carvalho, & Breda, 2010;
Hemmati, 2000). However, the main difference that
this study provides is that women are mostly repre-
sented in fixed term employment contracts, while
most men hold fixed-term contracts.

In terms of academic qualifications, results are
similar to what Costa, Carvalho, Cacador and Breda
(2012b) unveiled. Women are slightly more qualified
than men but these differences are not statistically
different. However, men dominate the leadership
positions, while the few women in charge are mainly
leaders' wives. There are also differences in terms of
leaders” monthly wages, as men earn significantly
more than women. The same conclusions have been
referred by Costa et al. (2011).

The main barriers for gender equality are sexual
harassment, the existence of children and matemnity.
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Also, it is hard for women to conciliate their job with
unpaid work in the household. This disallows women
to achieve leadership positions in restaurants. The
same conclusions were taken in a general view by
Torres and Silva (1998) and Iversen, Rosenbluth and
Soskice (2004). Family businesses are key elements for
women's empowerment in restaurants, which is similar
to what Zapalska and Brozik (2007) concluded.

There are no governmental measures that
promote gender equality in Aveiro. Hoyt (2012)
suggests pregnant women should be protected and
they should be allowed to hold their jobs without
any prejudice. Also, leaders verified that women are
capable to lead but they feel there is still significant
discrimination according to gender.

Female leaders are seen as more organized
and creative, while men leaders are authoritative
and manipulative. Comparing these results with
what restaurants need, women leaders possess the
qualities to achieve better competitiveness, as they
tend to motivate their subordinates and create a
respectful environment. However, efforts must be
undertaken by all entities to ensure gender equality
in all enterprises and sectors.
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