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Introduction

Networks matter in the paid workplace. Individuals and collectives become embedded in networks that shape their perceptions of the locality and the opportunities available within it. As such social networks not only bestow identity but “socialise aspiring members, regulate inclusion and convey normative expectations about roles” (Ibarra, Kilduff & Tsai, 2005, p.362). We argue that in the 4-5 star hotel setting the reciprocal influences of work identity and practices of networking contribute to differential outcomes in managerial career for certain men over other men and for most women. Advantage stems from the implicit nature of networking that is a requirement of managerial work. The practice of networking is so deeply embedded it is assumed to be an inclusive, neutral activity. At the micro-individual level, discrepancies in access to networks impede the growth and use of social capital. In turn, this creates “unequal distribution of women and men in organisational class hierarchies” (Acker, 2006a, p.206) within the structured career pathways offered in the 4-5 star hotel context. 

We draw upon Acker’s (2006; 2006a; 2009) analytical frame, inequality regimes, to explore inequality and disadvantage in a 4-5 star hotel chain situated in Australia and New Zealand. Inequality regimes are “loosely interrelated practices, processes, actions and meanings that result in and maintain class, gender and racial inequalities within particular organisations (Acker, 2006, p.443). In this framework Acker (2006a, p.39) identifies gender, race and class as socially constructed, simultaneous categories “which create and recreate unequal economic and power distributions”. We view the relatively steep organisational hierarchy found in the 4-5 star hotel chain as a visible “class hierarchy” (Acker, 2006a, p.111) that over time has legitimated substructures
 of inequalities. We also posit the fluid category, age, as salient to women (and perhaps some men) in shaping their perceptions of disparities in career progression (see Mooney & Ryan, 2009). Acker (2006a, p.131) proposes six key components to analyse the “complex and highly various” nature of inequality regimes. For this paper we focus on one; the organising processes that reproduce inequalities, specifically the organising of work opportunities for promotion. Our entry point is the process of social networking.  

Men, in this instance, are necessarily implicated because of the positional power they traditionally hold in the 4-5 star hotel sectors. This in itself is problematic at multiple levels for, as Acker (2006) points out, those with privilege find it difficult to see let alone acknowledge the systemic sources of their privilege. A case in point is the background to this study. The research reported here was part of a wider study of the barriers aspiring female managers face in the 4-5 star hotel industry in New Zealand and Australia. The management of one hotel company chain (20 properties) sought feedback to mitigate inequalities through employment equity practices. Their view of employment equity was framed in a ‘women only business case’ rather than concern for all staff, social justice or social transformation (Calas & Smircich, 2009). The desired outcomes from human resource policy initiatives were to improve retention of women in lower management, a move it was thought would increase the number of women at higher levels of management across the hotel chain. Whether this initiative was motivated by legislative obligations in Australia was unclear
. Prasad, Pringle and Konrad (2006) highlight how in Australia or New Zealand, the group targeted is often determined by the prevailing political climate. There is however, silence on the explicit naming of men as advantaged despite their implicit dominance as the normative group against which women’s disadvantage and invisibility is measured (Connell, 2005). Thus from the outset the study illustrated the contradictions of some feminist management and organisational research, collusion with “extant privileged interests” while advocating emancipatory possibilities (Calas & Smircich, 2009, p.266).   

The content of this paper reflects it is at the developmental stage. Our analysis aims to shift the focus from women’s disadvantage to one where the potential benefits and privileges associated with membership to an already advantaged group, in this case men, are explored (Simpson & Lewis, 2007). This approach draws on Hearn’s (2009, p.383) proposition that “how we think about and understand men’s relation to and involvement with gender equality at work” is important. We aim to highlight that even when an organisation advocates managing diversity [women as the targeted group] and equal opportunities and where individual men may act equitably, the meanings attached to equity, equality and the shape and form ‘management’ will take need to be fully inclusive of and explicit to the targeted group (Prasad et al, 2006). Ozbilgin (2009, p.2) notes that while over time there maybe progress towards equality “it is debateable whether the passage of time ensures greater equality, diversity and inclusion at work”. We concur with Hearn (2009, p.393) that an essential part of the change process must be male managers looking critically at themselves and their occupation “not only as workers or managers but also through gendered eyes. 


What follows is a brief discussion on the 4-5 star hotel industry and workplace. A selection of literature on networking and its importance and relevance to a managerial career in this sector is then reviewed. The methodology pursued in the wider project is outlined with analysis and discussion utilising an adaptation of Joan Acker’s inequality regime concept. Finally, we discuss our findings in relation to the management of diversity [women] and promotion processes in the 4-5 star hotel industry.

4-5 star hotel sector 


Although the 4-5 star hotel sector consists of multi-national entities that have embraced new innovative technologies in their core business, the provision of personalised customer service has not changed radically in over a century (Korzensky, 2002). Large hotels remain labour intensive, fragmented and multi-faceted service organisations. This operational structure reflects a mature, professionally managed industry with an entrenched tradition of twenty-four hour, seven day week reliance on service quality at a competitive price to ensure a sustainable, profitable, business operation. Korzensky (2002, p.63) captures the inherent contradictions of 21st century service work, quality service, competitive success and profit maximisation, in the concept “customer-orientated bureaucracy”. In some instances a recent addition to such tensions is a voluntary commitment to corporate social responsibility (eg http://www.ihgplc.com). Alignment between the 4-5 star hotel business, managing diversity and equal opportunities (EEO)
, whether real or symbolic in value (Ozbilgin, 2009), to enhance mandated legislative requirements is a logical ‘fit’ in the Australia / New Zealand context. The hotel chain where this study was conducted is one example. 

On the surface the way work is organised in large hotels appears conducive to career focused women. ‘Open all hours’ allows for flexible work arrangements that alongside a range of service-orientated roles, the ability to move between properties to build a skills portfolio and structured managerial career pathway should advantage women as well as men. Moreover, the pervasiveness of gender stereotyping and categorisation (Pringle, Konrad & Greene, 2008) attributes stereotyped as feminine such as customer relations and customer care should be career-relevant. Put succinctly, “doing service work is ‘doing gender” (Kerfoot & Korczynski, 2005, p.391). In a similar manner to other professional workplaces, some men and most women, socialized to seek career advancement have found this to be, “an unsustainable set of expectations promoting an intense commitment to work” (Sweet & Meiksins, 2008, p.167). Recognition of the detrimental impact of this type of  career orientation is seen in 4-5 star hotel industry-wide retention concerns and as stated earlier, provided the impetus for this study. One response has been the adoption of HRM instigated managing diversity and EEO policies, to stem the flow. Despite this, internal promotion processes ultimately sustain the historical pattern of gendering upper level management roles as male (see Mooney & Ryan, 2009). 

One explanation for women’s inability to gain promotion offered in the research literature is unequal access to social capital (Wang, 2009). Symbolic of a banking metaphor, social capital is an individual’s credit rating of esteem or reputation that fluctuates. Its value depends on networks with mentors, peers and superiors that results in a complex interaction of favours owed and received (Gray, Kurihara, Hommen & Feldman 2007; Sirven 2008). Communal social capital can also accrue within formal organisations and beyond organisational boundaries such as communities of interest (Ibarra, Kilduff & Tsai, 2005). Networks are defined as “a set of actors and the set of ties representing some relationship, or lack thereof, between the actors” (Wang, 2009, p.33). To further explore notions of inclusion and exclusion the next section will give a brief overview of selected literature on social networks. Our aim is to draw attention to the implicit nature of networking in the construction of managerial work and its importance for improving promotional prospects in the 4-5 hotel sectors. 
Networking in the workplace  

The extensive research and practitioner literature on networking emphasizes success in contemporary organisations has a lot to do with the ability to create, maintain and effectively use social networks (for example, Ibarra, Kilduff & Tsai, 2005). Social networks are well recognised as exclusionary practices for women and minority groups. To illustrate, Oakley (2000) using the metaphor ‘Old Boy Network’ shows how this unofficial male social system stretches within and across organisations. In this geographic locality historically embedded homosocial interaction, ‘mateship’, is often associated with the consumption of alcohol and interest in male team sports that can heighten existing structural advantages for collectivities of men over women (Pringle, 2007). These forms of male bonding, generally associated with white men in dominate positions of power and authority, often exclude on the basis of difference, some other men and all women from their ranks (Ibarra, Kilduff & Tsai, 2005). 
Gray et. al. (2007. p.144) discuss micro-level work practices such as informal conversations, friendly gestures, sporting partners, act as mechanisms of inclusion and exclusion. Brownell (1994, p. 110) listed eight obstacles to career development for women in hotel middle management; at the forefront were the exclusionary practices of social networks. The ability to build a skills portfolio is essential to increase earning capacity and promotional prospects (Baum, 2007). Women’s lack of status or social capital led them to develop functionally different networks that in turn made it increasingly difficult to access the power elite (Wang, 2009). Hidden barriers in organisational cultures such as paternalistic, hierarchical procedures alongside informal ‘gentleman’s club’ practices that inhibit the career development of women are also well documented (Green & Cassell 1996; Maddock & Parkin 1993; Timo & Davidson 2002). Using a sample of 40, central Sydney luxury international hotels, ostensibly in competition, Ingram and Roberts (2000) show how horizontal, inter-organisational formal and informal friendships between higher level managers (GM’s) facilitated a culture of communal collaboration and reciprocity that, in turn, mitigated competition through information exchange. This study of horizontal friendship networks suggests that significant social capital advantage was gained by top managers who practice what Ingram and Roberts (2000, p.417) term “tacit collusion”.     
These types of inequality regimes reflect managerialist values that define expected behaviours for male and female managers (Simpson & Lewis, 2007). In hotels, appropriate behaviour includes attendance at many ‘out of working hours’ social activities. Guerrier (1986) comments on the need for female hotel General Managers (GMs) to fulfil the necessary social element of the job and the discomfort felt from being ‘strangers’ in an environment dominated by men and masculine norms. Ibarra, Kilduff and Tsai (2005) discuss the difficulties of minority groups pursuing what may be a new professional identity. Not only can it be difficult to leave “super-strong and sticky” networks but establishing a new identity “may challenge assumptions and biases associated with demographic categories” (Ibarra, Kilduff & Tsai, 2005, p.364). Further, female GM’s, at the top of the elite ladder, may, like their male counterparts, be freed from domestic obligations because they have resources to fund ‘invisible others’ (Scully & Blake-Beard, 2006). This choice may not be available to women lower down the management hierarchy. Gray et al. (2007, p. 149) however, use the term “outsiders on the inside” to describe this elite group. They point out how a number of studies signal this group may also be less integrated and suffer exclusion from top networks for further career advancement.  In other words, consideration of the benefits and privileges or what Ozbilgin (2009, p.6) refers to as “social, cultural and symbolic capital” is made invisible because men and masculine norms “act as the self evident standard against which all diversity is assessed” (Simpson & Lewis, 2007, p.52).   

Wang (2009) reiterates the wide recognition of links between social capital, organisational networks and career success. Her concern however, is the silence on gender in much of the social networking literature. This silence supports “a strong belief in the neutrality and meritocracy of the business world” (Simpson & Lewis, 2007, p.20). Wang (2009) calls for the need to redress such assumptions and “probe deeper” into the implications of social networking and recurring patterns of inequity (Wang, 2009, p.41). We concur, but in line with Acker (2006, 2009) see the use a single category, gender, evident in metaphors such as glass ceiling (Altman, Simpson, Baruch, & Burke, 2005) ‘pink ghetto’ (Woods & Viehland, 2000) and labyrinth (Eagly & Carli, 2007) as  limiting insights to what we already know. Our research revealed that the intersectional approach offered by the inequality regime concept where “processes of exclusion that constitute a glass ceiling are class and race [and age] processes as well as gender processes” (Acker, 2009, p.201) was more insightful. In the next section we briefly describe the methodological backdrop to the study followed by discussion of our findings. 
Methodology 

As stated, our aim in this developmental paper is to shift the focus from women’s disadvantage in inequality regimes to one where the benefits and privileges of inclusion are explored (Simpson & Lewis, 2007). Kimmel (2009, p.363) states, “It is a luxury [for some men] not to have to think about race, or class, or gender”. Forms of inequality may only be clear to the marginalised, possibly more so when embedded in daily micro-level work practices (Gray et. al. 2007). For this reason we draw on extracts from 18 in-depth, semi-structured, conversational style interviews with women in a variety of management and supervisory positions selected from a pool of volunteers.
 Those selected were located in three cities, two in New Zealand and one in Australia. 16 women were white Australian or New Zealander; one was of Asian decent, the other Pacifica. A series of open ended questions sought to capture their perceptions of the promotional process and what factors may have contributed to or slowed down their progress towards attaining their career goals in the large hotel sector. 
 The interview data were analysed by a coding scheme which identified common themes. The salience of age was signalled as significant in shaping perceptions of career progression and the promotion system. Three broad age groupings were identified: younger women at the start of their career – early to late 20’s; women established in their career – 30’s; women established in their career at a more senior level – 40’s. The more senior group had often taken time out to raise their families and then returned at a later stage when their children were more independent. Networking and recognition of its significance for career progression in the 4-5 star hotel sectors was a recurring theme to emerge. Male privilege was signalled through references to the ‘old boy’s network / club’. A condensed selection of our findings, organised around key themes drawn from Acker (2006, 2006a, 2009) are outlined below.   
Privilege and the benefits of class hierarchies
Acker (2006a, pgs.111) defines organisational hierarchies as “intrinsically class hierarchies” and a core base of “mutually constituting” difference categories such as gender, race, and age that reproduce inequalities. She argues that a contemporary organisation’s patterns of inclusion and exclusion can have their roots in history that forms an enduring cultural representation of who is suitable to hold certain roles within the hierarchy. “The legacy of that process is bureaucratic power is still grounded in implicit assumptions about the legitimacy of male authority” (Ferguson 1984 cited in Acker 2006a, p.113). Interviewees, particularly those in early and mid-career, clearly saw ‘male privilege’. They questioned the ideal of meritocracy and competency based promotion by pointing out the benefits gained by their male colleagues inside the bureaucratic structure. For example;        
Yes [hotels are] over bureaucratised, and I’ll be honest with you, it’s a Boy’s Club, they’re all middle aged, in the industry since they were born, all came from a hotel school, all been doing this since the day dot, they all know better than anybody else

I was truly shocked when I came into this organisation how … it’s very uncomfortable being a woman in this company. They talk down, I think its patronising but that is nothing compared to what happened when I started my career … I thought a global company would have oodles of women. It never occurred to me to research this company’s gender and management. I think it has a lot of things to do with its background.
Upper management still does not see females as appropriate to take the top jobs.

The barrier that I’ve come up against is – I don’t mean this in a nasty way, but it’s predominantly males, well 99% of it is males who just say it’s not a female’s role, barriers of people saying it’s not a female role and not said to me directly in that way but certainly in a way that it was very evident what they meant … and telling other people who then actually came and purposely told me in so many ways.

Human Resources – driven by male GMs, driven by looks. A lot of women approach 40, have given up their family; devoted themselves to their career, hitting the walls, there’s an appearance focus, someone suggested I get Botox!
You can’t just see a job and think, that’s me, and I want to do it, the first thing they say to you if you try and apply for something is “do you have the manager’s approval?” … and without that OK it is very hard to proceed with going for that job.

If someone’s interview is based on competencies then you probably get the right person for the job as opposed to a gender related [choice]. The barriers I have found are leading up to the selection process, like getting to the interview … like you’ve actually got to have the backing of people to be even able to get into the interview in the first place, to get to the selection process.
Privilege and benefits of inclusion
Meanings around inclusion can be problematic. For example, is there necessarily an alignment between equity, equal opportunity and diversity? Whom and what specify diversity (difference) and inclusion and, at what point is this agenda “subservient to profit” (Jones & Stablein, 2006, p.160)? The organising processes that reproduce inequalities refer to the “ways in which job requirements and expectations …are modelled on the image of the white male worker/breadwinner” (Acker, 2006a, p.114). These include how work is organised that can provide opportunities for promotion. In social networking inclusion suggests equal access to develop social capital, status and network centrality. Gender, race, class and age inequalities are, however, deeply embedded in these processes (Gray et al 2007; Ibarra & Tsai 2005). Hearn and Collinson (2009) highlight how commonalities between certain groups of men, bind them together, at times unconsciously, to give power and representational privilege to this group. The privilege and benefit of inclusion and belonging to influential social networks and informal relationships was well recognised by interviewees. For example;     

Younger women at the start of their career (20’s) stated:
 I suppose it’s little things as well, like golf days that’ll come up, that all the boys go to but I’ve never seen any females that get invited to these kind of things … like, they just kind of filter through and they go off and they get tickets for the cricket … and I’ve never actually seen any females go to that … they’re not actually organised. Free tickets … free events come through sometimes … to the management.
See, it’s interesting because I haven’t been in that environment and been made to feel uncomfortable but I could imagine that someone else not with my nature would feel uncomfortable, a lot of my colleagues in my team who are female are not around there until midnight when I am sitting there with everybody having that drink.

Yes, ’cos I’ve seen it once ... they started drinking downstairs ... and I’ve gone once, just ... locked doors, you don’t have to be invited , you just go down, so I went downstairs once,  so they talk about work or opportunities. And that day I honestly learned more about the hotel, the building, and what’s going ahead and I ended up using some of that knowledge and that’s actually what got me into the reservations … ’cos he [Front Office Manager] was wanting to go on holidays … but he had no one to cover his position
Examples of statements from mid-career interviewees:

     We went onto the website, we found one [woman] in Human Resources, which is     
usually female dominated … 15 men and I think there were two women … in the 
[company] management. When you start talking about directors and area 
managers, [it made you feel] pathetic, like you’ve got no hope, as keen and no 
matter how much drive you’ve got.

We have a very structured system of our performance review process, our competency guidelines, due process is all there. At the end of the day there are still the deals that are made behind closed doors etc.

I don’t think there are barriers, at least not to my next position, you obviously got to prove your ability but that’s the same for men and women regardless of your ability, women might have to prove themselves slightly more but I think also in hotels if someone backs you, someone of status, I mean in job title… 
XXX urged me in (my next) hotel to thump the table, do the boy thing. Men dominate generally.
Further, interviewees at the mid-career stage (30’s) identified that at ‘a certain age’ women were marginalised and stigmatized because they could start a family and might not be considered for promotion. The “unencumbered worker, implicitly a man” (Acker, 2009, p.206) was recognised as privileging some men because of the assumptions made by men and at times, the few women in higher level management. For example:

Yeah, its funny, none of the women I work with have children at our level or above. I also wonder if you have a child, how management above views that as well, what their impression of that is, you may still be able to work your hours but do they make certain assumptions on your desire to move on or your desire to succeed ahead?

I think that’s what holds a lot of females back as well, because they go “oh you’re going to be pregnant one day, you know, we don’t want to put you in a position of power” because if you are in a position of power, you’re supposedly needed to be there constantly … and I’ve actually heard that from male managers as well.
I guess the business demands ... for example, the hotel at the airport would often experience delayed flights at short notice, often at 7pm at night. If that departmental manager had to pick up children from childcare, I can’t imagine how they would deal with going to their General Manager and saying I’m going to leave my team behind to work about five hours, while I’m taking off because my child is in day care”
  
I feel that I don’t have enough role models, I feel that in managerial situations 
(women are in Human Resources and not in rooms and it’s like a different 
department) and so far I haven’t been able to get a role model and it’s not that I 
want one but it would be nice to have a mother who has had to deal with 
whatever is here and dealing with children at the same time, and with all the 
people I work with none of them have children.
  
 If more women were at General Manager level, maybe the perceptions and 
actual reality of the role could change to make it more attractive. At the moment 
it is unattractive for women and seen as a man’s job because if there is a family, 
the wife can mind the kids.
Privilege through invisibility & legitimacy
 
Acker (2006, 2006a, 2009) states, what is visible and for whom inequalities are visible is complicated; it depends on the position of the person. The privilege gained through class structures tend to be more visible yet despite this, are not challenged (see Acker, 2006a). The legitimacy given to inequalities is a critical part of sustaining inequality regimes. Overall she surmises “The most stable combination is probably high legitimacy of inequality and low visibility, the most unstable is probably low legitimacy and high visibility” (Acker 2006a, p.122).  To illustrate, some of the younger women in lower management roles perceived the few women in higher positions as ‘de facto men’. In the eyes of one interviewee, to take on such a persona was legitimate and justified but not perhaps what she, at this point in time, aspires to be.  

  "The boys’ club and the women in management roles are not role models. They have   had to be very hard to get to where they are, and what they become are not women I would look up to".

It was not surprising to hear interviewees at the mid-career and senior roles talk of the stress related to the promotional process that meant they had to constantly juggle to fit everything into a limited timeframe. For example, some General Managers [all male] expected all executives and department heads to attend the weekly / monthly guest cocktail parties. Whether formalised or not, the consequences of non-attendance were clear to interviewees.  

You know, the meetings, where you have to have a cocktail before the meeting 
and that’ll be like at 7 o’clock at night, and that might run until oh … 
11.30pm, and a couple of beers and a couple of wines later and then we’ve all 
got to rock up and have this meeting the next morning at 8.30 am, having had 
this big drinking session the night before…
Then there is all the social functions that we are expected to attend in the evenings. I’d say one a fortnight, on average, one of them I’ve been performance managed because I didn’t go to guest cocktails, guest cocktails happens once every four weeks, and we get rostered once every four weeks.
 Like the thing I find with my job probably is that there is at least one to two functions per week that I have to go to, someone’s come out from some other hotel, we’ve got to all go and meet them, there’s a farewell, someone’s having a promotion, there’s drinks, half the time it’s social but there is the expectation that you attend and that is probably what I find most straining is that once or twice a week … that’s where you find the work / life balance a bit tricky … things come up at quite short notice. … People feel an expectation to at least make an appearance ... not formally ... [but] 
Our company, because we are so large, there’s transfers and movements all the time, so it’s true once or twice a week you are out, and the other nights you want to stay home because you have got your cooking and washing and ironing to do, so it does impact on your … to catch up with your friends because you’ve got to try and do it all at the weekend.
 [The drinking culture] is getting better, but there still is a lot of that there; it’s a party culture in many senses. It’s all round Food and Beverage, it’s all about being in restaurants and bars.
 There is so much social time at work because especially in hotels there are so many people who work there and even though you might be from sales and marketing, the offices are usually located in non-guest spaces of the hotels, everybody’s downstairs, there’s chats around the coffee machine, chats over lunch, this, that, and the other.
One of the things I personally find challenging about hotels is the high social nature required, I come out [personality type of test] as being more social than analytical but I am aware that I use my analytical side frequently and that for me could be a barrier in moving forward.
Other senior female managers did not articulate the same sense of stress. This may have been because they were single or their children were older and due to their managerial position, they had more discretion on which social events they attended. It could also reflect a desire to assimilate within the norm to gain access to networks and executive culture (Simpson & Lewis, 2007). For example, mobility to move and work away from home, essential for promotion, saw some comment that the demands of ‘the job’ become their ‘life’. 
I could cut my hours back but I do enjoy it as well. I mean, a foreign country as well without family support, and all the rest of it so it was easier, especially when I first got here, to just work, so yes a lot of us bring it on ourselves, there’s no doubt about that. Because I look around at some of my colleagues ... they manage [work/life] much better.

Such comments signal the embedded nature of a long hour’s culture for mid-to-high level managers. Legitimated patterns of work facilitate a culture where the social and work melded into one because unlike their contacts outside the industry many felt they had no choice but to socialise with work colleagues because of the patterns and expectations of ‘the job’. A point to note is due to the mobility of those in the industry, employees often end up living in an area where they had no social contacts. This meant they sometimes became dependent on the hotel for their social life. This seemed to mainly affect single women who did not have the support of bringing their family when they moved. Thus the universal standard of professional work behaviour that advantaged men in their career progression was further reinforced by women “trying to avoid being identified as different from the masculine norm” (Simpson & Lewis, 2007, p.60).  
Concluding thoughts

The connectivity between women’s experiences and the gendered, ageist, hierarchal context of the 4-5 star hotel sector that was seen to privilege some men was the topic of this developmental paper. It emerged from a wider research project to identify the barriers in the organisational structure of one hotel company chain that impede the progress of women to senior management positions. Recognition that barriers do exist did prompt the business case argument for diversity management [women] and HRM instigated equal opportunity initiatives. In this context women, therefore, were clearly defined by their gender while the traditions of male privilege were “hidden within the norm” (Simpson & Lewis, 2007, p.54). One principal theme of inequality practice to emerge was networking and the perception that at certain points of a career trajectory, it is, for most women, an exclusionary practice. The analytical framework offered by the concept “inequality regimes” (Acker, 2006) and its’ intersectional approach proved useful to open up the “contextual negotiations of shifting and simultaneous, fluid identities” (Benschop, 2006, p. 292) that a selection of career focused women experience in the 4-5-star hotel sector.    

Interviewee’s perceptions of disadvantage were used to highlight the potential benefits and privileges of male managers, particularly those at senior levels. Eveline and Bacchi (2009, p.572) note how use of the concept ‘men’s advantage’ can prove useful because of its “discursive power to produce the irony of seeing advantage and disadvantage at the same time”. Networks in this context reflect historically embedded homosocial practices that heighten existing class based structural advantage for collectivities of men over women. The interviews reveal its implicit, legitimated nature and perceptions of how practices and processes affect a woman’s promotional prospects. As such, interviewees were expressive of the male led culture that ultimately guided practices which made it more difficult to build social capital and network centrality. There are undoubtedly positive male and female role models within the company, as they were spoken about with great respect. In general, however, certain groups of men were advantaged by the invisibility and legitimacy given to the systematic sources of their privilege (Acker, 2006), networking being but one. 
Given that the impetus for the wider research project was to increase the visibility of ‘women at the top’, a focus on body count in this instance, is concerning. Firstly, notions of a managerial ‘level playing field’ and the neutrality of management and managerial decision-making could be further reinforced. Secondly as Acker (2006, p.630) highlights, such perceptions “facilitate an individualistic view of relative success, influence and power – people succeed because of their superior abilities, dedication and performance”. Pringle et al. (2008, p.288) surmise “It appears that people are more willing to verbalize support for gender equality than to support operational and material change”. Hearn (2000, p.618) outlines “one of the mechanisms of hegemony is the reduction of the socially constructed and socially divided to the neutral and the normal. Capitalist business imperatives [embedded in Korczynski’s (2002) customer-orientated bureaucracy] seem also to be an integral part of this hegemony”. At this point in time to go ‘upstairs’ to privilege and inclusion remains a racialised, class based, gendered and ageist “process of exclusion” (Acker, 2009, p.201).
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