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ABSTRACT

This study explores the gendered experiences of trekking and porter guides in Nepal's trekking
tourism industry. Many people in Nepal's mountainous areas find work and income from trekking
tourism, which is a significant contributor to the country's economy. Existing studies have
concentrated on tourism development and visitor experiences, but not lived experiences of trekking
guides, especially from a gender perspective. Thus, the purpose of this study is to comprehend how
patriarchy and cultural norms shape trekking guides' experiences in Nepal. Using a qualitative
and exploratory research design, the study embraces constructivist ontology and interpretivist
epistemology. Twelve semi-structured interviews with trekking guides, seven women and five men
from various caste, ethnic, and geographic backgrounds, were conducted to know their
experiences in the trekking industry of Nepal. Walby's Six Structures of Patriarchy and Gender and
Tourism Theory served as the foundation for the thematic analysis of the data. The results show
that women have several obstacles while starting and maintaining a career in trekking, which
usually occur in domestic spaces rather than the tourism industry. Family limitations, social
stigma, safety concerns, and restricted access to job and training possibilities are some of these.
Even after entering the field, women face obstacles like unequal pay, lack of recognition,
harassment, the prove-it burden, emotional distress, and the double-burden. Governmental and
non-governmental organizations are providing training opportunities and encouraging women s
participation, but often the curriculum is designed for the male body, and so are the infrastructures
in the trails. The influence of these organizations is nonetheless limited by broader structural
disparities as an intersection of caste, geographical origin, and gender creates a unique type of
hierarchy among categories of guides, thus benefiting the ones with access and Himalayan
ethnicity while disadvantaging the most marginalized groups in the Nepalese trekking industry:
the Brahmin-Chettri from the Lowlands (Terai). According to the findings, gender disparity in
Nepal's trekking sector is both social and structural, shaped by interrelated patriarchal structures.
Proper implementation of laws and their monitoring, institutional support, and a better
understanding of the internal structure of the trekking industry are all necessary to advance

equality.

Keywords: Gendered experiences, trekking, trekking guides, porters and patriarchy
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CHAPTER

INTRODUCTION

1.1 Background of study

Each year, Nepal welcomes a significant number of tourists, who primarily visit Nepal for trekking
and mountaineering. Thousands of trekkers explore famous trekking trails within the Annapurna,
Everest, and Manaslu regions in the peak trekking seasons, which fall between September to
November and March to May (Hillman, 2019). This experience is enhanced by the presence of
trekking guides and porter guides who not only guide and escort trekkers but also serve as a vital
link between the host destination and trekkers, ensuring a comfortable and enjoyable journey
throughout the trek. However, within this trekking industry, women occupy a paradoxical position.
Although women contribute to the trekking tourism workforce, their representation remains
marginalized because of entrenched patriarchal strictures, prevailing social norms, and societal

expectations that continue to limit their participation in trekking tourism (Hillman, 2019).

Trekking and climbing are a major sector of the Nepalese tourism industry, contributing to a
significant source of income in isolated areas by creating jobs for local populations, tea-house
owners, porters, and guides (Stevens, 1993). From the 1950s onwards, Nepal became a popular
trekking destination worldwide, especially when Sir Edmund Hillary and Tenzing Norgay
ascended Mount Everest in 1953, making the nation a top destination for mountaineering and
trekking tourism (Khanal, 2025). In the 1960s and 1970s, trekking areas like Annapurna and
Everest grew quickly, providing significant economic advantages for rural communities. Without
the intensive labour work of porters, assistant guides, and trekking guides who carry loads, traverse
paths, organise supplies, and guarantee client safety in high-altitude environments, trekking would
not be conceivable. The invisible infrastructure that supports Nepal's mountain tourism industry is

formed by its labour (Hillman, 2019; Stevens, 1993).

Trekking guides and porter guides enhance the trekking experiences of trekkers while acting as a
link between two cultures. In the context of Nepal, trekking guides guide trekkers throughout the
trail, managing their accommodation and handling any emergencies that may emerge during the

trek, whereas porter guides carry the belongings of trekkers throughout the trek, ensuring a

1



comfortable trekking experience. Trekking guides and porter guides are the backbone of the
trekking industry of Nepal. They play a multidimensional role beyond just guiding. Guides
navigate various roles like a mediator between two cultures, risk managers, and even an emotional
supporter throughout the trek. Beyond their prominent role, porter guides mainly face various
problems, such as low wages, lack of insurance, proper accommodation, and inadequate
equipment. In addition, these jobs are usually seasonal in nature, and guides have to depend on
peak seasons to earn money that will sustain them throughout the year. (Timilsina & Bhurtel, 2025;

Hillman, 2019; Basnyat & Schepens, 2001)

Trekking labor is more than just a job in many Nepalese rural areas; it is an essential means of
subsistence. For mountain households with limited access to formal employment, wage labor, or
agriculture, the industry offers seasonal but relatively high-income options. In order to obtain
guiding and porter work, many workers, particularly porters, move from isolated communities to
trekking hubs like Pokhara, Lukla, or Kathmandu. These movement patterns demonstrate how
trekking is intricately linked to Nepal's rural economy, influencing employment options, income

distribution, and mobility within mountain villages (Malville, 2005; Stevens, 1993)

1.2 Gender and labor in the Nepalese trekking industry

Traditionally, jobs like trekking guide, mountain guide, and porter guide were considered to be for
men because of this concept and deeply rooted patriarchal norms; the adventure tourism industry
in Nepal is also heavily dominated by male guides and porters. Though men dominate the trekking
industry, women's participation in tourism is also not a recent phenomenon in Nepal; it dates back
to the 1920s and 1930s, when women worked as cooks, porters, trekking guides, and team leaders
in the trekking and mountaineering sectors (Upadhyay, 2021). Besides limited participation of
women, men have controlled the tourism and trekking industries in Nepal, moving up from porters
to cooks, tour guides, and even tourism entrepreneurs, whereas women were mostly restricted to
household duties because of societal conventions, limitations on their mobility, and concerns about
"social dishonour" when they travelled far from home (Hillman, 2019). Even though tourism
generates thousands of jobs, patriarchal norms on caregiving and domestic tasks restrict women's
access to these opportunities (Sharma P. 1., 2000; Bushell, 2008). Women's involvement was

mostly limited to lodge duties, which mirrored traditional domestic labour (cooking, serving,



hosting), rather than leadership or guiding responsibilities, even when tourism grew into “tea-

house trekking”.

The development of tourism empowers women through various opportunities, but it also
paradoxically reinforces gender inequality (UN Tourism, 2026). Besides the opportunities created
by tourism, women across the globe are confined to low-level and informal work within tourism,
whereas men have more access to higher positions in the trekking industry. The same scenario
exists in Nepal, showcasing how tourism has reinforced gender inequality. Men are engaged in
higher-paying direct tourism jobs like trekking guides, porter guides, liaison officers, and
managerial positions, whereas women are confined to low-paying jobs like housekeeping,
handicrafts, cooking, and other informal roles where they have low or even no contact with guests
(Upadhyay, 2021). Moreover, women employed in family-owned enterprises, such as tea houses,
homestays, and souvenir shops, often provide significant contributions to these businesses without
receiving financial compensation for their efforts (UN Tourism, 2026). In the context of Nepal,
numerous businesses are established, apparently as women-led to exploit lower tax rates; however,
the decision-making processes are predominantly controlled by men while women are engaged in
nurturing and care-giving jobs, which limit their contact with tourists, with no financial

compensation for their contributions.

1.3 Emerging interventions

With the modernization, training programs conducted by various organizations like Nepal Nepal
Academy of Tourism, Hotel and Mountaineering (NATHM), and Trekking Agents Association of
Nepal (TAAN), and female empowerment, female guides are also emerging. In addition, female-
only trekking agencies and non-governmental organisations like Empowering Women Nepal
(EWN) and 3 Sisters Adventure Trekking are also working to empower women to work as porters
and trekking guides in the tourism industry. These organizations show how gendered labour
divisions may be challenged through focused training and market possibilities by framing tourism

as a vehicle for women's empowerment, skill development, and income-generating (Hillman,

2019).

Despite these interventions, women still make up a small minority in the trekking industry because
of social stigma around "respectability," mobility limitations, and patriarchal traditions that portray

extended stays away from home and intimate contact with foreign clients as improper for women.



(Hillman, 2019). Only a small number of women are licensed trekking guides in Nepal, and few
women work as porter guides. Since guiding and porter work require mobility from their place of
residence to trekking destinations with unknown people, it is considered inappropriate for women.
In addition, it also requires physical strength to carry heavy loads, because of which men dominate
porter work. Besides physical strength, women also face various challenges like work-life balance,
gender violence, and pay gap. Despite the long history of women’s participation in tourism, even
in the present, very little information is available on women in tourism (Upadhyay, 2021). Tourism
literature is also expanding with the development of trekking tourism; however, existing tourism
literature mainly focuses on the experiences of visitors, the destination, and the impact of tourism,

while a few of them are studied from the perspective of gender.

1.4 Problem statement

Trekking and porter guides are considered the backbone of the trekking sector in Nepal. Besides
their prominent role in trekking and mountaineering tourism, limited studies have been conducted
focusing on them and their experiences, particularly from a gender perspective. Existing literature
regarding the trekking industry in Nepal has contributed to providing a better understanding of the
economic contribution of the trekking industry in Nepalese society, the prominent role of tourism
in rural destinations, working conditions of guides and porters, and women’s empowerment

(Upadhyay, 2021; Timilsina & Bhurtel, 2025; Malville, 2005; Hillman, 2019)

However, limited studies focus on gendered experiences of guides and porters, especially women-
centered research is quite limited. Limited studies have studied cultural norms, gender roles, and
deep-rooted patriarchy shape gendered experiences among trekking guides and porters. This study
attempts to address this gap and explores the gendered experiences of trekking and porter guides

in Nepal with the aim of understanding various challenges they encounter.
Research question:

1. How do cultural norms and patriarchy shape gendered experiences of trekking guides in

Nepal?
Research objectives:
The following objectives guide this study:

1. To explore the gendered experiences of trekking guides in Nepal.



2. To explore challenges faced by trekking guides.
3. To explore how patriarchal norms and cultural norms shape gendered labor division and

women's participation in the trekking industry of Nepal.



CHAPTER 11

LITERATURE REVIEW

This chapter reviews the existing academic literature that helps frame this study on the gendered
experiences of trekking guides and porter guides in Nepal. The discussion is organized
thematically to explore how different factors, including patriarchal social structures, cultural
expectations, gendered divisions of labor, and workplace challenges, influence participation and
shape everyday experiences within Nepal’s mountain tourism sector. This review is crucial because
it places the research in the context of current academic discussions, identifies important ideas and
theoretical stances, and draws attention to knowledge gaps, especially the limited consideration
paid to workers' lived experiences in trekking tourism from a gender perspective. The chapter
demonstrates the importance and necessity of the current study by critically analysing earlier
research. By drawing on studies from Nepal, the wider South Asian region, and international
tourism contexts, the chapter also places the Nepali case within broader global debates on gender

inequality in adventure and outdoor tourism.

The chapter begins by outlining key theoretical perspectives on patriarchy and gender as socially
constructed systems that influence access to opportunities and power. It then examines how
tourism labor markets, both globally and in Nepal, are structured along gendered lines. Following
this, the review considers the specific socio-economic and cultural realities of mountain
communities in Nepal, including the working conditions and challenges faced by trekking guides
and porters. The chapter concludes by focusing on the barriers, negotiations, and lived experiences

of women who enter guiding and porter roles within this male-dominated industry.

2.1 Gender and labor in global tourism

Globally, the tourism sector remains structurally gendered. Women are primarily found in lower-
paid, informal, and frequently invisible sectors of the industry, whereas men are more likely to
hold ownership, capital, and decision-making positions (Sinclair, 1998). According to UNWTO
(2026), women constitute the majority of the workforce in the tourism industry in some regions;
however, they are often denied decision-making authority despite their financial contributions.
The tourism industry is heavily dominated by men, as men dominate ownership, resource control,

and decision-making power, whereas women face gender discrimination and are concentrated in



low-paying informal jobs (Aitchison, 2005). This trend can also be seen in mountain tourism,
where technical and guiding positions are typically associated with men, while lodging, food
service, craft manufacturing, and cultural performances are associated with women (UNWTO,

2019).

Ferguson (2011) argues that tourism labor markets around the world tend to follow gendered
patterns, with women often clustered in lower-paid, seasonal, and more flexible jobs that offer
limited prospects for progression ( Aitchison, 2005; Scheyvens, 2000; UNWTO, 2019). The study
depicts that these inequalities are shaped by wider power structures within the global tourism
economy, rather than being the result of isolated local conditions(Sinclair, 1997; Baum, 2013).
Seen in this light, the challenges faced by female guides in Nepal can be understood as part of a
broader structural issue, reflecting patterns that extend beyond the specific context of the trekking

industry.

Gendered labor patterns have been documented in other tourism contexts, showing that these
inequalities are not unique to Nepal. Costa, Seyitoglu, Malta, & Martins (2023) examined gender
equality in Portugal's tourism and hospitality sector and found that women continue to face several
structural barriers. These include wage gaps, limited access to higher-level positions, and strong
horizontal segregation, where women are concentrated in lower-paid and feminized roles such as
housekeeping. Their findings show that women hold "almost 99% of the lowest professions" and
remain a minority in top organizational roles. Earlier research in Portugal also confirms that female
employees in tourism agencies are paid less due to gender discrimination ( Santos & Varejao,
2007), reinforcing the persistence of wage inequality even in more regulated labor markets. Even
in a European context with formal labor protections, women's career progression is slower, and

cultural expectations still influence how work is divided between men and women.

This comparison is important because it shows that gender inequality in tourism is shaped not only
by local traditions but also by broader global labor structures (Ferguson, 2011; UNWTO, 2019).
The fact that women in Portugal and Nepal experience similar challenges, such as unequal pay,
limited leadership opportunities, and gendered assumptions about their capabilities, suggests that
tourism as an industry often reproduces existing social hierarchies. Therefore, the barriers Nepali
women face when entering trekking and guiding roles reflect a wider pattern of gendered inequality

across the global tourism workforce(Scheyvens, 2000; Costa et al., 2023).



Research from other tourism sectors supports the idea that women's experiences are shaped by
both workplace demands and gendered expectations. (Costa, Seyitoglu, Malta, & Martins, 2023)
found that women working in Portugal's tourism and hospitality industry struggle with long
working hours, limited work—life balance, and the expectation that they remain the primary
caregivers at home. These pressures closely resemble the challenges Nepali female guides face
when trying to balance demanding trekking schedules with family responsibilities Costa et al.,
2023; Santos & Varejao, 2007). The Portugal study also highlights wage inequality and slower
career advancement for women, which parallels the pay gaps and limited opportunities reported
by Nepali women in guiding roles. Although the physical risks of high-altitude trekking are unique
to Nepal, the underlying gendered barriers, such as unequal pay, limited recognition, and the
burden of balancing work and family, are shared across tourism contexts (Ferguson, 2011;
UNWTO, 2019; Aitchison, 2005). This comparison shows that women in adventure tourism are
not only navigating environmental risks but also broader structural inequalities that shape their

professional experiences.

2.2 Emotional labor

Emotional labor is a major component of tourism work, from handling visitor expectations and
conflicts to keeping a friendly demeanor and offering assistance (Aitchison, 2005; Hochschild,
1983; Baum, 2013). This emotional labor interacts with risk work in adventure environments,
where employees also have to deal with safety, uncertainty, and crisis management. In terms of
compensation and status distribution, these combined needs are sometimes underappreciated,
particularly for women who do a disproportionate amount of feminized service duties even in

adventurous operations (Aitchison, 2005; Hall & Brown,2022)

The study conducted by Hall & Brown (2022) shows that gender inequality in adventure tourism
is not only about the number of women participating but is deeply shaped by emotions, bodily
experiences, and unspoken gender norms. Hall and Brown's study on professional women
mountaineers highlights how hypermasculine cultures in mountaineering create an environment
where women must constantly prove their legitimacy through bravery, technical skill, and
emotional control. The literature also added that in their study women frequently must do a lot of

emotional labour, such as concealing their anxiety, dealing with discriminatory expectations, and



exerting more effort to win the respect of clients and coworkers, because the culture promotes
qualities like risk-taking and toughness. Many women use extreme coping mechanisms, such as
soloing or "on sighting," which put them in danger physically but shield them from criticism from
others and damage to their reputation. According to the literature Hall & Brown, 2022), Grades,
or the grading of climbing routes and bodies, is a key mechanism underlying this inequity. It subtly
diminishes women's accomplishments and upholds masculine standards of competence. The
study's female participants' experiences with tokenism, reputational pressure, and self-silencing
demonstrate how social and emotional pressures affect their ability to pursue career prospects in
mountain guiding. All things considered, the study shows that women's mountaineering work is
emotionally and physically taxing since they must negotiate a system that gauges their value based
on masculine notions of heroism. Because of this, gender disparity in adventure tourism is not only
structural but also manifested in daily emotions, physical behaviors, and the requirement for

ongoing self-monitoring (Hall & Brown, 2022).

2.3 Cultural and patriarchal norms in Nepal

Patriarchy is deeply embedded in Nepalese society, and the roles of both men and women are
determined by society. Men earn income for the whole family, and women take care of the family
in return. According to (Dahal, Topping, & Levy, 2021), social structures in Nepal are highly
patriarchal. The study depicts how females and males have different roles in society as well as in
the household, and how both genders have access to education, career, and mobility. Women’s
mobility is restricted because of their safety, fear of harassment, and gossip, and as a result, women
are confined within the household and taught to be home-oriented and modest from a very early

age, mainly when they enter the adolescent phase (Dahal, Topping, & Levy, 2021).

Cultural standards pertaining to purity and pollution, modesty, honour, and family responsibilities
are crucial in controlling gendered behaviour (Dahal, Topping, & Levy, 2021; Hillman & Radel,
2022) . These conventions frequently limit women's freedom of movement, particularly when it
comes to travelling outside the home or spending the night with strangers, two crucial aspects of
trekking employment. Women's labour is typically connected with home, reproductive, and
community activities in many Himalayan societies, whereas physically demanding or public-
facing jobs are typically associated with men. Because of these norms, women are also hesitant to

work in direct tourism jobs because such jobs are considered inappropriate for women and



sometimes even unnatural (Upadhyay, 2021). Since patriarchy is deeply ingrained in Himalayan
civilizations, involvement in adventure tourism is shaped by gendered hierarchies. These
conventions contribute to the gendered distribution of labour in the tourism industry and restrict

women's participation in trekking, guiding, and portering roles.

In the context of Nepalese tourism industry, women are highly restricted because of their ethnicity,
class, and patriarchy (Hillman & Radel, 2022). According to the study, patriarchy and cultural
norms restrict women’s mobility, determining certain roles within tourism as acceptable and
unacceptable for women, confining them to household duties and duties that have limited contact
with guests. The fact that women are concentrated in low-paying jobs that reflect their household
duties is also supported by (Upadhyay, 2021; UN Tourism, 2026). According to (UN Tourism,
2026), women are engaged in low-paying, low-status, and informal jobs in tourism, and often,
women working in family businesses in the tourism industry are unpaid, whereas men dominate
ownership of tourism businesses and are often in superior positions, like decision-making and

resource controlling.

In Nepal, cultural norms are built in such a way that women are expected to prioritize household
duties and family rather than their career, limiting their participation in core tourism jobs and
entrepreneurship, which require interpersonal skills, decision-making, and physical strength. As a
result these cultural norms further reinforce gender inequality, keeping women in supporting roles

in tourism industry (Hillman & Radel, 2022)

In Nepal, cultural standards pertaining to purity and pollution, modesty, honour, and family
responsibilities are crucial in controlling gendered behavior (Creswell & Poth, 2017). These
conventions frequently limit women's freedom of movement, particularly when it comes to
travelling outside the home or spending the night with strangers, two crucial aspects of trekking
employment. Women's labour is typically connected with home, reproductive, and community
activities in many Himalayan societies, whereas physically demanding or public-facing jobs are
typically associated with men (Aitchison, 2005). These conventions contribute to the gendered
distribution of labour in the tourism industry and restrict women's participation in trekking,

guiding, and portering roles (Ferguson, 2011).
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2.4 Mountain livelihood in Nepal

In the context of Nepal, the mountain region, situated in the northern part of the country along the
border to China, is inhabited by ethnic groups like Gurung, Magar, Sherpa, Tamang, Thakali, and
Dolpo (Stevens, 1993; Nepal, 2000). Depending on the ethnic group and their geographical region,
these communities have different social norms and cultural values. The major economic activities
are animal husbandry, agriculture, and tourism (Ferguson, 2011). Mountainous areas like the
Everest region and Annapurna region are famous for trekking and mountaineering, which have
created opportunities for inhabitants to engage in tourism, such as owning and running small hotels
and tea houses, mountaineer guides, porter guide and trekking guides (Upadhyaya, Maharjan, &
Shrestha, 2022; Upadhyay, 2021; Ferguson, 2011). Men are engaged in guiding, while women run
homestays, tea houses, and small hotels while taking care of the family, which shows the existing
patriarchy in society where males engage in direct tourism employment opportunities, while
women have opportunities for indirect employment (Nepal, 2000). Women are working in the
Nepalese tourism industry as supporting characters bound by societal roles and cultural norms,
such as in handicrafts, agriculture, and cultural performances, and are restrained from opportunities

that allow them to work directly in formal tourism jobs (Upadhyay, 2021).

Many rural locals seek wage labour in tourism, particularly guiding and porterage, due to the
scarcity of land, periodic grain shortages, and limitations on alternative livelihoods (Stevens,
1993). Although both genders are affected by these economic pressures, women's access to higher-
paying, formal tourism professions is restricted by structural factors such as caste, education,
mobility, and patriarchal expectations (Ferguson, 2011). The amount of time available for wage
work is further diminished by women's considerable unpaid caregiving and home responsibilities

(Aitchison, 2001; Stevens, 1993).

In Nepal, mountain people mostly depend on a variety of sources of income, with tourism serving
as an essential adjunct to subsistence farming. Many rural dwellers are forced to look for wage
work like guiding and portering because of land scarcity, grain shortages, and restricted economic
prospects (Malville, 1999). Regardless of gender, this economic pressure influences livelihood
strategies. In the paper written by Pokherel & Sherpa (2025), they have addressed that men have
historically performed the majority of trekking and portering duties since it is thought to require a

high level of physical stamina. However, caste, education, mobility, and patriarchal expectations
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are among the structural disparities that limit women's access to higher-paying tourism positions.
The amount of time that mountain women may devote to wage-earning jobs is limited since they
frequently perform substantial amounts of unpaid household work (Ferguson, 2011; Nepal, 2000).
The paper written by Hillman (2019) explains that mountain livelihoods in Nepal are heavily
impacted by gender norms, economically precarious, and heavily reliant on hiking. Women
continue to take on significant household duties and decision-making during men's frequent
absences for trekking jobs, but they still find it difficult to obtain income-earning positions
themselves (Sharma P. 1., 2000). Since trekking demands mobility, physical stamina, and authority
roles normally held by men in Nepali mountain communities, becoming a trekking guide is not

just a career option for women but also a social act of transcending gender limits (Aitchison, 2005).

Existing literature demonstrates that mountain livelihoods are economically unstable and heavily
influenced by gender norms (Hillman, 2019; Sharma & Dangal, 2019). Decision-making and home
responsibilities are shifted by men's frequent absences for trekking and porter labor, but this does
not always translate into women's access to jobs that provide cash. As a result, trekking as a female
guide challenges societal and professional conventions around authority, mobility, and physicality
(Hillman, 2019) . Programs like Empowering Women of Nepal (EWN) integrate environmental
education, leadership development, wilderness safety, and English language training to increase
women's employment prospects and bolster their resilience in high-altitude environments,
according to Hillman (2019). The study also emphasises how deeply ingrained cultural norms and
geographical limitations are challenged by women who choose to work as hiking guides in Nepal's
patriarchal setting. This indicates that gendered livelihood patterns in Nepal's high-altitude

communities could be changed by tourism.

2.5 Gendered access to mountain tourism

According to comparative research on women in tourism, obstacles related to women’s
participation in mountain tourism are not specific to Nepal. A parallel history unfolds outside Nepal
as well, where guiding gradually became a formalized profession shaped by long-standing gender
norms. In Europe and North America, mountain guiding developed through structured training
systems and certification bodies, yet women were largely absent from these spaces for decades.
Female guides frequently advance only after overcoming a lack of early exposure, a lack of

mentorship, and cultural norms that believe taking risks outside is improper for women (Evans &
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Anderson, 2018). In a similar vein, historical narratives highlight a long history of gendered
gatekeeping in mountain professions by demonstrating how women have downplayed or obscured
their gender to gain access to guiding possibilities. For example, Gwen Moffat applied as “G.
Moftat” (Grandi, 2026). All these studies point to the need for continued negotiation with deeply
ingrained gender norms in addition to technical proficiency for women to enter the mountain

tourism industry.

Evans & Anderson (2018) note that even in highly developed outdoor industries, women’s entry
into guiding was slowed by social expectations, limited exposure, and the persistent framing of
mountaineering as a masculine pursuit. According to Evans & Anderson (2018), female guides in
North America often reached professional levels only after navigating a lifetime of limited
exposure, lack of mentorship, and societal expectations that positioned outdoor risk-taking as
inappropriate for women. Their findings resonate strongly with the experiences of Nepali women,

who must negotiate both cultural restrictions and the physical demands of mountain tourism.

The story of Gwen Moffat, the first female professional mountain guide in Europe, illustrates how
deeply these gender norms were embedded. An interview with Gwen Moffat, the first female
mountain guide in Europe, illustrates how women historically had to conceal or minimize their
gender to access guiding opportunities (Grandi, 2026). Moftat's decision to sign her application as
"G. Moffat" to avoid discrimination, mainly to avoid immediate dismissal based on gender, was a
small but telling act that reveals how guiding work historically operated as a male preserve
(Grandi, 2026). This gender-based discrimination does not mirror Nepal’s history exactly, but it
highlights a shared pattern: guiding emerged as a skilled profession in environments where
women’s participation was constrained not by ability, but by the social meanings attached to
mountain labor, demonstrating that the struggle for recognition in mountain livelihoods is a global
phenomenon. Together, these studies show that women's entry into mountain tourism requires not
only physical skill but also the ability to challenge deeply embedded gender norms that shape

livelihood opportunities in high-altitude communities.

Furthermore, global studies on women in adventure travel support the way that lifelong
socialization perpetuates gendered labor disparities. Evans and Anderson, (2018) show that despite
early socialization that discourages risk-taking, physical skill, and outdoor exploration, women

who go on to work as professional guides frequently do so. Women's mobility and involvement in
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trekking labor are equally restricted in Nepal, as evidenced by the participants' descriptions of how
gender norms influenced their confidence, access to training, and assessments of their own
abilities. The authors also point out that women must relearn cultural signals that portray mentoring
as a masculine endeavor, making their negotiation of these limitations both structural and
profoundly personal. This viewpoint reinforces the idea that gendered labor disparities in the
tourism industry are ingrained in both economic systems and cultural narratives that influence

women's identities, goals, and opportunities throughout their lives.

2.6 Structural marginalization and working conditions

Hillman (2019) emphasizes how migration, rural origin, and ethnicity influence the trekking
workforce in Nepal. Ethnic groups with a long history of mountain labor, such as the Sherpa,
Tamang, and Gurung, are involved in mountain tourism as guides and porters. According to
Shrestha J. , (2025) trekking and porter roles in Nepal are heavily dominated by males, specifically
those belonging to the Sherpa community. Many ethnic groups relocated on a seasonal basis from
isolated rural communities where agriculture is the primary source of income but offers little

stability.

The core of Nepal's trekking and mountaineering economy is the job of guiding and porters, who
provide vital labor that allows trekkers to move around freely and safely in high-altitude
conditions. While traversing steep terrain, erratic weather, and lengthy daily walking hours, porters
usually carry loads between 25 and over 60 kg, often exceeding permissible weight restrictions
(Malville, 2005; Hillman, 2019). The working conditions of porters are still extremely insecure,
despite their crucial role in the tourism value chain. These conditions are influenced by
discriminatory practices, informality, and intersecting socioeconomic disparities. For example, if
a porter belongs to another ethnic caste or geographical region, mainly those from lower altitudes
are not equipped with proper trekking gear and survival skills to combat various challenges that

they may encounter in high altitudes (Cater & Miller, 2019).

Despite their vital contributions, porters continue to be at the bottom of the labor hierarchy,
according to data from Nepal's trekking economy. Porters are frequently referred to as the silent
backbone of trekking and climbing, yet many work informally without contracts, insurance, or
sufficient protection, making them susceptible to hazardous situations and salary manipulation

(Basnyat B. , 1997; Basnyat & Schepens, 2001). Accounts show excessive loads, irregular
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payments, and underpayment, which are made worse by an excess of manpower and lax
enforcement of wage and load laws. Vulnerability is exacerbated by discrimination based on
gender and caste; some ethnic groups have historically been portrayed as an "exploited and
unskilled underclass," but the literature seldom distinguishes between institutional market

practices and cultural hierarchies.

According to Basnyat and Schepens, (2001), porters frequently endure unsafe and exploitative
working circumstances. The majority are employed informally without formal contracts, making
them susceptible to arbitrary termination, wage manipulation, and a lack of legal protections
(Malville, 2005). Due to arbitrary deductions made by trekking companies or middlemen, many
of them receive pay that is much below the government's suggested rate, making their income
irregular. Porters must also supply their own clothes, shoes, and safety gear, even though they
operate in extremely cold, wet, and snowy conditions where they run a serious risk of hypothermia
and frostbite. The literature (Pokherel & Sherpa, 2025) also added that provisions for food and
lodging are still insufficient; many porters are either denied good meals, made to eat leftovers, or
must pay for their own expenses out of their pitiful earnings. Due to lodges' preference for
accommodating foreign hikers, they are frequently forced to sleep outside, in storage rooms, or in
kitchens during busy times. These circumstances draw attention to systematic patterns of labor
exploitation in Nepal's trekking business and emphasize the more informal and unregulated

character of porter work in general (Basnyat & Schepens, 2001).

Furthermore, in the report written by Pokherel & Sherpa (2025), it is also shown that the pervasive
presence of Naike, local middlemen who hire porters for trekking organizations, is connected to a
large aspect of this abuse. Although Naike serves as a crucial middleman between employers and
employees, they also support power disparities that disadvantage porters by engaging in wage
deductions, favoritism, opaque hiring practices, and a lack of accountability systems (Pokherel &
Sherpa, 2025). This complex mediation procedure makes it difficult for employees to denounce
abuse or negotiate fair terms, which further solidifies inequity in the industry. The literature also
added that the treatment of porters in mountain tourism is significantly influenced by caste and
ethnicity. Numerous porters, especially those from Rai, Tamang, Kaling, and other marginalized
communities, report encountering discriminatory practices while on hiking excursions, according
to research (Basnyat B. , 1997). Exposure to cold, altitude sickness, and injuries pose serious health

hazards, and clients' access to emergency evacuation, medical care, and warm housing is still
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restricted. Qualitative accounts reveal reports of abandonment and insufficient insurance, but there

is little solid statistical data on injury or death rates (Basnyat B. , 1997).

The Indonesian case reinforces that porter exploitation is not an isolated Nepali phenomenon but
a structural feature of mountain tourism economies. Widiyanto, (2020) shows that porters in Mount
Semeru face excessive workloads, lack of equipment, and no insurance, conditions that closely
mirror those documented in Nepal. These parallel matters because it suggests that the
marginalization of porters is not simply a “local cultural issue” but a predictable outcome of
tourism systems that rely on informal labor and asymmetric power relations. In other words, the
exploitation of porters is built into the very architecture of trekking tourism, raising the question
of how gender further compounds these vulnerabilities for women who enter such roles

(Widiyanto, 2020).

2.7 Roles and challenges of trekking guides

From storytelling and escorting to managing the accommodation and sometimes even rescuing the
guests, guides and porters play a vital role in the tourism industry. The scope and invisible intricacy
of guiding labor in Nepal have been documented in recent research. In addition to locating routes,
guides also serve as risk managers, cultural mediators, emotional support providers, and medical
first responders (Timilsina & Bhurtel, 2025; Hillman, 2019). Communication is a major theme:
different accents, dialects, and cultural allusions pose ongoing difficulties, forcing guides,
particularly those with little formal education, to rely on nonverbal cues and simplified English.
Subaltern positions in linguistic and class hierarchies make it more difficult to negotiate working
conditions or assert authority, and this increases emotional and cognitive strain (Timilsina &
Bhurtel, 2025). Many guides leave their positions as porters, developing their identities from
experience rather than formal education, and some certification programs are said to provide
“certificates but not skills”. According to Timilsina and Bhurtel (2025), the literature advocates for
longer, practice-oriented training in areas such as safety, leadership, environmental awareness, and

communication that are in line with high-altitude conditions.

Trekking guides and porter guides face various physical risks in their work as they operate in
remote destinations, which are prone to environmental and physical hazards like avalanches,
landslides, altitude sickness, and extreme weather conditions (Hillman, 2019; Nepal, 2000).
According to Hillman (2019), trekking guiding in Nepal is a career marked by a high level of
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physical risk, considerable responsibility, and complex decision-making, particularly for women.
Her study on female trekking guides of Nepal shows that the job is physically demanding, requiring
guides to manage high-altitude circumstances and navigate hazards like avalanches, landslides,
monsoon flooding, and extremely low temperatures. Beyond physical labor, guides are
accountable for the well-being of their clients. Guides must ensure that their clients are safe, well-
paced, nourished, hydrated, and able to respond to emergencies despite difficult terrain and poor
communication networks. Their responsibilities are further complicated by logistical issues such
as weather delays, route modifications, and limited access to emergency assistance (Hillman,
2019). They also have to make professional decisions that directly affect the safety and survival of

the trekking group.

Besides these physical risks, female guides also navigate social expectations while keeping
themselves safe throughout the trek. It's their own responsibility to keep themselves safe from
various gender related issues. Because of this, female guides frequently must choose specific
lodges that are perceived to be safer for women (Hillman, 2019). Moreover, cultural and linguistic
differences between international trekkers and local guides can also create communication
obstacles, which can occasionally lead to stress, misunderstandings, or the undermining of the
guide's authority in critical situations (Timilsina & Bhurtel, 2025). In addition, female guides are
expected to remain strong throughout the trek, maintaining their authority and agency, without
allowing physical or social barriers to stop them (Evans & Anderson, 2018), even when they are
treated as outsiders in a profession that is heavily dominated by males. Hall and Brown, (2022)
argue that such agency is not always empowering, but rather it reflects pressure imposed by

masculine norms that require guides to perform continuous strength and control over their group.

Overall, existing literature supports Hillman (2019), that guiding is not only physically demanding
but also socially difficult, especially for women who must challenge gender stereotypes and handle
professional expectations in a male-dominated field. The literature also reveals the uneven
distribution of risks and unequal decision-making power among trekking guides, clients, and
porters. Clients are protected from physical injuries by their insurance, guides are responsible for
the safety of the group, whereas porters, who are responsible for the hardest physical labor,
ensuring the comfort of the trekking group, i.e., to carry the loads, have to work on minimum

wages, and have no decision-making power in the load, pace and turning back (Upadhyay, 2021).
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2.8 Gendered challenges facing female guides and porters

Because of various barriers like social standards, restricted mobility, and presumptions about
physical ability, women entered these occupations significantly later (Hillman, 2019). As a result,
the roles of guide and porter were socially labelled as "male work," which affected hiring, career

advancement, and workplace interactions.

A labour force that is both economically disadvantaged and closely linked to past mountain
cultures is a result of these socioeconomic dynamics (Stevens, 1993; Nepal, 2000). Though
institutions like Nepal Academy of Tourism, Hotel and Mountaineering (NATHM) and Trekking
Agents’ Association of Nepal (TAAN) are also providing trekking guide trainings, Non-
Governmental Organizations (NGO) training programs, social entrepreneurship projects, or local
tourism organizations like 3 Sisters Adventure are common avenues for women to pursue careers
in guiding, which provide trekking guide trainings specifically for women (Hillman, 2019;
Scheyvens, 2000). As a result, new women-led trekking organizations are also emerging (Hillman,

2019).

Hillman (2019) provides compelling instances of how adventure travel is strongly gendered,
influencing women's emotional labor, social relationships, and risk-taking experiences. Along with
social hazards like navigating patriarchal expectations, demonstrating expertise, and handling
instances where male trekkers question their authority, women guides also face environmental
risks, including avalanches, landslides, and flooding. Risk is therefore not only physical but also
socially constructed, shaped by gender norms and social expectations (Hall & Brown, 2022).
Because female guides are expected to be modest, cautious, and responsible for their families, they
frequently internalize hazards differently than male guides (Bushell, 2008). Sometimes, female
guides come across trekkers who doubt their decision-making and emotional labour in preserving
group cohesion during lengthy hikes, giving them unwelcome attention for selecting “safe”
accommodations for women. Hillman, (2019) also explained further that, despite obstacles,
adventurous travel enables women to achieve self-assurance, travel on their own, make money,

hone their leadership abilities, go beyond conventional roles, and be acknowledged by others.

Besides the physical risks of the job, women constantly deal with societal expectations on how
women should behave, which also shape how they act as a guide in the ways they communicate,

take risks, and lead the trekkers (Evans & Anderson, 2018). Similar to this, Hillman, (2019) found
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that women trekking guides in Nepal face various environmental and social challenges while
leading the trekking group, including social risks like doubts of the clients in them, gender-based
scrutiny, and emotional labor to keep the group together. Similarly, (Grandi, 2026) revealed that
women working in the adventure tourism sector use a different approach in guiding, which focuses
on collaboration, care, and empathy, challenging the norms that the leader should always be tough
and controlling. Altogether, these studies indicate that gender-based experience is not unique to
Nepal. Women around the globe face challenges in male-dominated areas where they constantly
have to maintain their safety, lead the group, and present themselves while navigating societal

expectations.

Women guide often face various challenges, such as pay gaps (lower wages than males), difficulty
in managing family and work life, physical competency, and sexual harassment (Hall & Brown,
2022; UN Tourism, 2026). Existing literature depicts that women workers in tourism deal with
several interpersonal and structural issues, such as harassment, work-family problems, and income
inequalities. According to Hall & Brown (2022), emotional labour, physical expectations, and
enduring gender norms all influence gender inequality in adventure tourism in addition to
participation rates. Women must constantly demonstrate their legitimacy in a hypermasculine
environment through technical proficiency, risk-taking, boldness, and emotional control (Hall &

Brown, 2022).

These worldwide trends interact with mobility restrictions, caste/ethnicity, patriarchy, and
educational disparities in Nepal, directing women toward indirect tourist jobs while restricting
access to guiding. Porter labor is essential, but systemically underappreciated, and exploitative
conditions are maintained by informality and lax regulation. Professionalization pathways
frequently lag the practical demands of the job, and the emotional labor and communication skills

that make guiding feasible are still underappreciated (UNWTO, 2019).

Gender-based challenges, low wages, discrimination, and emotional labor all these issues closely
align with international research on women in guiding professions. Evans and Anderson, (2018)
emphasize that female mountain guides frequently encounter heightened scrutiny, gender
stereotyping, and the pressure to continually demonstrate technical competence to be taken
seriously. Their participants described how guiding required not only physical skill but also

emotional resilience, as women often faced doubts about their authority from clients and
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colleagues. This parallels the experiences of Nepali women guides, who must manage both the
physical risks of high-altitude trekking and the social expectation that such work is unsuitable for

women.

Similarly, Grandi, (2026) the profile of Gwen Moffat reveals how women guides historically
navigated comparable barriers, including exclusion from male climbing networks and assumptions
about their physical capability. Moftat's reflections highlight how women often develop alternative
guiding styles, emphasizing communication, empathy, and adaptability, which challenge dominant
masculine norms in mountain tourism. These global parallels reinforce that the gendered nature of
guiding work is deeply rooted across mountain cultures, shaping both the opportunities and

constraints experienced by women in Nepal.

2.9 Summary and gap in existing literature

The reviewed literature indicated that patriarchy, gender roles, cultural norms, and working
conditions play a vital role in shaping gendered experiences among trekking and porter guides in
Nepal (Aitchison, 2005; Ferguson, 2011). According to the reviewed literature on gender and
tourism, the deeply rooted patriarchy undermines the mobility of women and their opportunities
in formal tourism jobs like trekking and porter guides, managers, and owners. Whereas cultural
norms and gender roles classify trekking guide and porter guide jobs as jobs meant for males
(UNWTO, 2019). In addition, these jobs require staying away from home for a long time and
require physical strength, leading to the sector being heavily dominated by men. Besides Nepal, in
the global context, tourism further reinforces gender inequalities in tourism labor by concentrating
women in informal and low-paid jobs with very little contact with tourists, while men are

concentrated in formal jobs and decision-making roles (Nepal, 2000; Stevens, 1993).

Though there have been limited studies on gender and tourism, there are some critical gaps that
remain unaddressed by these studies. According to Upadhyay, (2021), there is very little
information available on women in tourism in Nepal, and around 59% of women working in the
tourism industry in Pokhara are fully satisfied with their job, with no gender-based discrimination.
However, within the same geographical location, women guides face gender-based discrimination,
harassment, unsafe working conditions, and the undermining of the capabilities of female guides

by male guides (Hillman, 2019; Hillman, 2019). Hence, this study attempts to explore gendered
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experiences of trekking and porter guides emphasizing more on gender-based discrimination in

working conditions.

Major studies on gender and adventure tourism in Nepal were conducted by Wendy Hillman(2019)
on how tourism has empowered women in Nepal. These studies also depict the risky nature of
trekking guide jobs. Though these studies have used Nepalese research assistants in the analysis
of data, interviews in these studies were conducted in the English language, which was the second
or third language of the participants. This language barrier may have undermined the ability of
participants to fully articulate various situations, experiences, and perspectives, resulting in the
omission of important voices. Hence, in this study, interviews will be conducted in the Nepalese

language to address the complex and sensitive topic of gender and tourism in Nepal.

In addition, studies on women in tourism in Nepal are conducted in major tourism areas, most of
which are concentrated in Pokhara, which misrepresent the voices of women in other remote areas
and trekking regions. Hence, this study attempts to include women from other geographical regions
to ensure the inclusion of women from marginalized areas. Women working as porters and guides
are usually from marginalized groups who belong to remote areas and marginalized ethnic groups.
The lived experiences of women who are both gendered and belong to vulnerable groups are

underexplored.

Existing literature acknowledges gender and caste as relevant categories but does not disaggregate
findings by these categories. However, this study addresses this gap by acknowledging how the
intersection of gender and categories like ethnic background, caste, and geographical location

creates different types of experiences among trekking and porter guides.
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CHAPTER III

THEORETICAL FRAMEWORK

By directing the examination of gendered experiences in the tourism industry, the theoretical
framework offers the conceptual underpinning for this investigation. Both Walby's (1989; 1990)
conceptualization of patriarchy as a structural system and Gender and Tourism Theory (Kinnaird
& Hall, 1994) are cited in this study. When taken as a whole, these viewpoints make it possible to
comprehend tourism as a socially constructed and gendered environment that is influenced by
larger power dynamics and disparities rather than as a neutral economic activity. Walby's concept
shows how these disparities are created and sustained by interconnected social systems, whereas

Gender and Tourism Theory emphasises how tourism processes, labour divides, and

representations are intrinsically gendered.

The study may evaluate how cultural norms, patriarchal expectations, and tourist institutions
interact to define the roles, opportunities, and lived experiences of trekking and porter guides in
Nepal by combining these two ideas. This combined paradigm offers a critical lens for analysing
gender inequality in the trekking tourist industry by enabling individual experiences to be

understood as results of broader structural and institutional dynamics.
3.1 Gender and tourism

Gender and tourism are a prominent field of study within tourism research to comprehend how
gender relations influence tourist systems, experiences, and labour structures (Aitchison, 2005).
Gender and tourism researchers highlight that tourism is intricately linked to social, cultural, and
political contexts where power, inequality, and identity are constantly contested, rather than seeing
it as a neutral or solely commercial activity (Aitchison, 2001; Swain, 1195) . In this context, gender
is seen as a socially created system that affects access to opportunities, resources, and authority

within tourism settings rather than as a biological category.

Gender and tourism theory is one of the fundamental lenses for understanding how gendered power
dynamics influence tourism, rather than operating as a neutral economic industry (Kinnaird &
Hall, 1994) . According to Kinnaird & Hall (1994), earlier researchers have viewed tourism as a
gender-neutral, universal phenomenon, concentrating mostly on destination marketing, economic

growth, and visitor behaviour, while neglecting the ways in which social inequality affects tourism
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experiences and institutions. The scholars Kinnaird & Hall (1996) created a gender-aware
paradigm in response to this gap, challenging traditional tourism studies by contending that
tourism is ingrained in larger patriarchal civilizations and hence reflects preexisting gender
hierarchies. Because it brought attention to the ways that tourism reproduces and occasionally

changes gender relations, their work continues to be fundamental to feminist tourism studies.

Building on this basis, further research has demonstrated that tourism actively reproduces gender
inequality through institutional practices, labour markets, and cultural representations (Aitchison,
2005; Ferguson, 2011). Tourism has been characterized as a “gendered system” where disparities
are evident in the distribution of economic rewards, job arrangements, and leadership
opportunities. In order to analyze gender and tourism as a systemic problem rather than an

individual experience, this more comprehensive knowledge is essential.

This viewpoint is especially pertinent to answering the study's research question, which examines
how patriarchy and cultural norms influence gendered experiences among trekking and porter
guides in Nepal. The theory offers a framework for analysing the issues that surfaced from the
data, such as mobility constraints, emotional labour, unequal authority, and gender-based
discrimination, by considering tourism as a socially and structurally gendered system. By
conceptualizing tourism as a socially created and gendered arena where identities, roles, and
possibilities are determined by institutional structures and cultural norms, subsequent researchers
have broadened this perspective (Aitchison, 2001; Swain, 1995). According to their perspective,
gender is a structural category that affects employment opportunities, mobility, authority, and
recognition in tourist systems rather than just being an individual trait. Our broadened
understanding is especially pertinent to our study because it makes it possible to analyse trekking
and porter employment in Nepal as part of a larger gendered labour structure that is shaped by

cultural norms and patriarchy rather than as separate vocations.

Three key ideas put out by Kinnaird and Hall (1994) are especially pertinent to our investigation.
First, gendered societies shape tourist processes. In other words, tourism businesses mitror pre-
existing attitudes, expectations, and disparities between men and women rather than emerging
independently from social structures. Second, tourist behaviours both influence and are influenced
by gender relations. Though it may also present chances to renegotiate women's economic

responsibilities and public visibility, tourism has the potential to perpetuate conventional gender
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divisions of work. Third, decisions regarding employment, promotion, and development
frequently favour masculine interests while marginalising the contributions of women because
tourist policy, planning, and representation are essentially gendered (Kinnaird & Hall, 1196).
These guidelines offer a fundamental analytical framework for this research, enabling the
interpretation of the empirical results as part of larger gendered structures rather than as discrete

individual experiences.

The literature on international tourism provides strong support for these theoretical conclusions.
According to studies, men predominate in leadership, technical, and managerial professions in the
tourist industry, whereas women are disproportionately concentrated in low-paying, informal, and
service-oriented roles (Sinclair, 1998; UNWTO, 2019). This illustrates how labour hierarchies, in

which women's labour is frequently devalued and rendered invisible, link gender and tourism.

In the context of Nepal's trekking sector, these ideas are extremely relevant. In Nepal, trekking
tourism has grown in a society where authority, mobility, and labour positions are still influenced
by patriarchal traditions. Because they need physical stamina, leadership, travel, and extended time
away from home, jobs like hiking guide, mountain guide, and porter have historically been socially
framed as masculine employment. On the other side, domestic and supportive roles like cooking,
hospitality, lodge management, handicrafts, and caregiving have traditionally been associated with
women (Upadhyay, 2021). From the standpoint of gender and tourism, this separation is not a
reflection of real disparities in skill, but rather of socially imposed assumptions about gender roles.
Such differences are founded in cultural norms and power relations that govern what is deemed
“appropriate” labour for men and women, according to literature on gender and tourism (Aitchison,

2001).

Such gender disparities are frequently seen in the global tourism labour markets. According to
Sinclair (1998), men predominate in managerial, entrepreneurial, and higher-status roles in the
tourism industry, whereas women are typically concentrated in lower-paid, seasonal, informal, and
service-oriented employment. In a similar vein, Ferguson (2011) points out that although tourism
is frequently portrayed as a means of empowering women, many tourism-related industries still
perpetuate unequal access to leadership, income, and stable employment. These worldwide trends
are also evident in Nepal, where women are still primarily employed in indirect or lower-status

tourism jobs while men are more likely to have formal leadership and decision-making roles.
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Research on adventure and mountain tourism, where physically demanding and risky roles are
frequently defined as male, reinforcing gender exclusion, also reflects these global trends (Evans
& Anderson, 2018). This shows that gender and tourism disparities are present in all global tourism

contexts and are not just found in developing nations.

Nonetheless, Gender and Tourism Theory recognises that travel can encourage resistance and
change. Although tourism may contribute to the continuation of patriarchy, it can also offer women
chances for work, education, mobility, confidence, and other identities outside of traditional
household duties (Aitchison, 2005). By providing female guides with professional possibilities,
language training, and leadership development, organisations such as Empowering Women Nepal

and women-led trekking firms have fought against male dominance in Nepal's guiding industry.

One of the main themes in gender and tourism literature is the contradictory character of tourism
as both empowering and restrictive. While tourism might offer chances, scholars contend that these
opportunities are frequently uneven and influenced by structural inequalities already in place
(Ferguson, 2011). However, this empowerment is often partial and conditional. Women who enter
male-dominated fields such as trekking guiding may face discrimination, unequal pay, safety
concerns, and social stigma. According to Hillman (2019), female trekking guides in Nepal often
have to constantly prove their credibility to clients, male colleagues, and communities. This
illustrates a key claim in the idea of gender and tourism: involvement by itself does not eradicate
inequality. Rather, women frequently join tourism systems that are already shaped by patriarchal
standards, which restrict their capacity to reap the full benefits of involvement. Another important
contribution of Gender and Tourism Theory is its focus on representation and visibility. Tourism
narratives often emphasize adventure, landscapes, and heroism while neglecting the labour that

supports these experiences, particularly that of women.

Researchers contend that by influencing ideas of who belongs in particular roles, tourism images
perpetuate gender inequality (Pritchard & Morgan, 2000). The prevalent perception of hiking and
climbing as masculine pursuits in Nepal adds to the industry's marginalization of women. Gender
and Tourism Theory, therefore, provides a macro-level framework for analyzing the gendered
organisation of Nepal’s trekking sector. It helps explain why women’s participation remains
limited, why guiding and porter roles are historically framed as masculine, and why tourism

simultaneously offers opportunities for empowerment while reproducing inequality. The theory
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enables individual experiences of hiking and porter guides to be seen as results of larger social and
institutional structures in relation to the research topic of this study, which is how cultural norms
and patriarchy impact gendered experiences. It draws attention to the fact that problems like
discrimination in the workplace, unfair labour division, and movement restrictions are not isolated

incidents but rather have their roots in gender and tourism dynamics.

In conclusion, Gender and Tourism Theory is highly relevant to this thesis because it situates
trekking workers’ experiences within broader systems of patriarchy, labour, and power. It
illustrates the close relationship between gender and tourism and the need to study tourism spaces
as socially constructed settings where gender relations are constantly negotiated, reproduced, and
contested. Rather than being neutral or inherently empowering, tourism is a contested social space
where inequalities persist alongside opportunities for change. Examining the gendered experiences
of trekking and porter guides in Nepal is therefore made possible through this theoretical lens,

which connects individual experiences to wider gendered structures within tourism.
3.2 Walby's six structures of patriarchy

Understanding gendered experiences in Nepal’s trekking industry requires more than just looking
at individual stories or isolated challenges. What comes through quite clearly in the literature
reviewed earlier is that these experiences are shaped by wider social expectations, labor structures,
and cultural norms. To make sense of this, this study draws on the work of Sylvia Walby, who
conceptualizes patriarchy as a system rather than a single, fixed condition. (Walby, Theorising
patriarchy, 1989) defines patriarchy as “a system of social structures and practices in which men
dominate, oppress and exploit women,” shifting the focus away from individual acts of inequality
towards the broader organization of society. This is particularly useful for this study, as it helps
explain why gendered patterns in trekking work persist even when there is no explicit

discrimination taking place.

Walby later expands this idea by identifying six interconnected structures through which patriarchy
operates: the patriarchal mode of production, relations in waged labour, the state, male violence,
sexuality, and culture (Walby, 1989; 1990). These are not separate or isolated domains. Instead,
they overlap and reinforce one another, shaping how opportunities, mobility, and roles are
distributed between men and women. Thinking in this way makes it easier to understand why

gender inequality in tourism, and particularly in trekking, cannot be reduced to just one factor,
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such as culture or labor markets alone. Rather, it is the combination of these structures that

produces the patterns described in the literature.

This structural perspective also helps explain why gendered inequalities in trekking persist even
when women gain access to training or certification. As highlighted in the literature review,
organizations such as Empowering Women of Nepal (EWN) and 3 Sisters Adventure Trekking
have created pathways for women to enter guiding roles. However, despite these interventions,
women remain a small minority in the field. Walby’s framework suggests that this is not simply
due to a lack of skills or motivation, but because multiple patriarchal structures continue to shape
how women’s work is valued, how mobility is regulated, and how authority is assigned within the

trekking labor hierarchy.

This becomes quite visible when linked back to the Nepal context discussed earlier. For example,
the dominance of men in higher-status guiding roles reflects patriarchal relations in waged labor,
where access to better-paid and more visible positions tends to favor men. At the same time,
patriarchal culture plays a role in shaping how trekking is perceived. As highlighted in studies of
Himalayan communities, ideas around respectability, modesty, and women’s mobility often
position trekking as inappropriate or risky for women. These expectations do not necessarily

exclude women completely, but they make participation more difficult and less socially accepted.

These cultural expectations also intersect with the economic realities of mountain households. As
the literature shows, women often carry the burden of unpaid domestic labor, which limits their
ability to take on trekking work that requires long absences from home. Walby’s “patriarchal mode
of production” helps explain how women’s unpaid labor in the household supports men’s ability
to engage in wage-earning trekking work, reinforcing gendered divisions of labor across both
domestic and tourism spheres. The idea of male violence is also relevant here, not only in terms of
direct physical harm but in how the possibility of harassment or reputational damage shapes
behavior. As noted in research on female trekking guides, concerns around safety, stigma, and
being judged by others can influence decisions about whether to enter or remain in the profession.

In this sense, the impact of violence is not always visible, but it still plays a role in limiting

women’s choices and movements.

At the same time, it is important to recognize that patriarchy does not operate in the same way

everywhere. As Hunnicutt (2009) argues, its forms vary depending on cultural and historical

27



context. This is particularly relevant in Nepal, where gender relations intersect with caste,
ethnicity, and rural livelihoods. Walby’s later work also moves in this direction, showing how
gender inequality interacts with other systems of power (Walby et al., 2012). While this study does
not take intersectionality as its main framework, this perspective helps situate the trekking industry
within a more complex social setting, where not all women experience these constraints in the

same way.

For instance, women from certain ethnic groups, such as Sherpa, Gurung, or Tamang communities,
may face different expectations around mobility and public work compared to women from more
conservative caste groups. Similarly, women from remote mountain regions may have fewer
educational opportunities or less exposure to tourism, shaping their access to guiding roles in ways
that differ from women raised in urban centers like Pokhara or Kathmandu. Walby’s emphasis on
the interaction between structures allows these variations to be understood without losing sight of

the overarching patriarchal system.

In this study, Walby’s framework is used to make sense of how participants describe their
experiences, particularly in relation to work roles, mobility, and social expectations. It provides a
way of linking those everyday experiences to broader structural patterns. When used alongside
Gender and Tourism Theory, which highlights how tourism spaces themselves are gendered,
Walby’s approach helps explain why these inequalities continue to exist. Together, these
perspectives make it possible to move beyond simply describing challenges and instead analyse

how gendered experiences in Nepal’s trekking industry are produced and maintained over time.

28



CHAPTER 1V

METHODOLOGY

This chapter has addressed the research methodology used in the project. This section includes

research methodology and philosophy. This chapter covers the procedures used to collect and

evaluate the study's data. This chapter also addresses ethical concerns.

4.1 Research philosophy

The basic ideas a researcher has about the nature of reality and what may be discovered about it
are referred to as ontology (Crotty, 1998). It influences research questions, directs the researcher's
understanding of the world, and affects methodological decisions. Given that this study aims to
explore the gendered experiences of trekking and porter guides in Nepal, an ontological stance that
values meaning, interpretation, and lived experiences is required. This study adopts a social
constructivist ontology, which maintains that reality is created through social interactions, cultural
meanings, and lived experiences rather than existing as a fixed, objective entity that is just waiting
to be revealed (Berger & Luckmann, 1966). According to this viewpoint, trekkers' and porter
guides' experiences in Nepal are diverse, subjective, and influenced by the sociocultural context in
which they live and work. The way guides and porters see their duties in the trekking sector in
Nepal is greatly influenced by deeply ingrained patriarchal norms, caste hierarchies, and gendered
expectations regarding women's movement and work. Under a constructivist ontology, gender is
viewed as a socially constructed and culturally negotiated identity that is created via regular
encounters and activities in communities and workplaces rather than as a biological characteristic
(Butler, 1990). Since the experiences of female trekking guides, male porters, Dalit workers, or
ethnic minority groups arise from their unique interactions with culturally rooted systems of
patriarchy and respectability, constructivism justifies the study of diverse lived realities.
Constructivism allows the researcher to understand how guides and porters navigate gendered
expectations, make sense of their work, and construct meanings around dignity, hardship, and
identity in a culturally specific setting because it sees gender as a negotiated, contextual, and
relational construct rather than a fixed category. Women's access to guide and porter labor is
strongly impacted by these norms, which also determine perceptions of women's physical mobility,

moral respectability, and fitness for outdoor labor. In order to understand how guides and porters
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understand their jobs, negotiate gendered expectations, and create meanings around dignity,
suffering, identity, and belonging within the trekking industry, a constructivist approach is
consequently highly appropriate. The study can shed light on how cultural norms actively create
and distinguish the lived realities of trekking workers rather than just influencing them, thanks to
this ontological lens (Butler, 1990). As a result, the investigation of various gendered experiences
becomes both methodologically and philosophically sound within a constructivist comprehension

of socially constructed realities.

Epistemology provides an answer to “how we know what we know” and focuses on the nature of
knowledge, how it is generated, and to what extent the claims are valid. It provides the foundations
for research by determining how researchers engage with the social world that they are studying.
(Porta & Keating, 2008; Bryman, 2016) This study is guided by an interpretivist epistemological
stance. An interpretivist epistemology was selected because it aligns best with the topic of this
research, “Gendered experiences of trekking guides in Nepal,” and the objective to understand

their experiences.

Interpretivism shares the view that the social world is different from the natural world and cannot
be learned in the same way as objects in the natural world, as it focuses on understanding subjective
meanings of social action (Bryman, 2016). In this study, interpretivist epistemological stances
guide the research question, methodology, and the overall findings and analysis. Based on the
objective of this study, the interpretivist position better allows researchers to understand the
experiences of trekking and porter guides. According to the interpretivist research paradigm,
knowledge is not generated by observing or measuring the phenomenon from a distance but rather
through empathetic engagement with participants whose experiences are being studied.
Interpretivists try to understand and interpret the meanings that participants attach to their lives
and experiences. (Bryman, 2016; Schwandt T. A., 2000) This study investigates the gendered
experiences of guides, exploring how these experiences are shaped by patriarchy, gender roles, and
social norms. An interpretivist approach is deemed most appropriate for this research, as it enables
researchers to comprehend and analyze the complexities inherent in these social dynamics, which

cannot be captured through positivist approaches like surveys and statistical analyses.
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4.2 Research approach

This study adopts a qualitative research approach because the aim is to understand how trekking
and porter guides interpret and make sense of their gendered experiences within Nepal’s
sociocultural context. Qualitative inquiry is well-suited to exploring issues such as gender norms,
mobility restrictions, and workplace hierarchies, as these are socially constructed,

context-dependent, and experienced differently across individuals.

Qualitative research is grounded in the idea that social phenomena are best understood through the
meanings people assign to them. Denzin & Lincoln (2018) describe qualitative inquiry as a
situated, interpretive practice that seeks to understand the world through participants’ perspectives.
This aligns with our constructivist ontology, which views gender as a socially produced and
culturally negotiated reality, and with our interpretivist epistemology, which holds that knowledge

is co-constructed through interaction between researchers and participants.

From this perspective, experiences are not treated as objective facts but as interpretations shaped
by cultural norms, power relations, and everyday interactions. Ponterotto (2005) explains that
within the constructivist—interpretivist paradigm, meaning is co-constructed through the
interaction between individuals and their sociocultural contexts, making qualitative research
particularly appropriate for studies involving identity, inequality, and social norms. This makes
qualitative inquiry especially relevant for examining how patriarchy and cultural expectations

shape the experiences of trekking and porter guides.

Semi-structured interviews were selected because they allow participants to articulate their
experiences in their own terms while giving the researcher flexibility to explore sensitive issues
such as stigma, discrimination, and emotional labor. Braun & Clarke (2006) note that qualitative
interviews are particularly effective for uncovering depth, nuance, and meaning-making processes,

especially when dealing with complex social phenomena.

A qualitative approach was adopted because this study attempts to answer how cultural norms and
patriarchy shape gendered experiences among trekking guides and porter guides, which cannot be
answered through a quantitative approach. According to (Bryman, 2016; Braun & Clarke, 2006),
A qualitative approach is effective in addressing research questions that are related to personal
experiences, social processes, and the construction of meanings. Based on the nature of this study,

which focuses on sensitive topics like cultural norms, patriarchy, gender, and the experiences of
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guides, a qualitative approach, mainly in-depth interviews, created a safe and flexible space to
speak openly on these topics. A qualitative approach allowed researchers to capture the depth and
the meaning of these topics, which cannot be captured through quantitative approaches based on

surveys and statistical analysis.

Overall, the qualitative approach enables this study to capture the subtle, context-specific ways
gender shapes the lives of trekking and porter guides, while remaining consistent with the

philosophical foundations of constructivism and interpretivism.

4.3 Research design

In this study, an exploratory research design has been employed to explore how patriarchal norms
and cultural norms shape gendered experiences and division in labor in the trekking industry of
Nepal. An exploratory research design is particularly suitable for understanding such a complex
phenomenon and generating knowledge on complex topics that are understudied or poorly
understood. Additionally, it is compatible with studies that seek to explore what is happening and
to understand why it is happening to generate knowledge on the topic, rather than testing

preexisting hypotheses (Blaikie & Priest, 2019).

In the context of Nepal, several studies (Upadhyay, 2021; Hillman, 2019) have studied the role of
women in tourism, but these studies do not provide sufficient depth on how patriarchy and cultural
norms shape gendered experiences among trekking guides and porter guides. This indicates an
understudied topic of trekking guides and porter guides from the perspective of gender in the
Nepalese trekking industry. In addition, this study attempts to explore how cultural norms and
patriarchy are shaping gendered experiences among trekking guides and porter guides, and why it
is happening in the trekking industry sector of Nepal. This study focuses on interpretations and
understanding of gendered experiences rather than testing hypotheses. Thus, an exploratory
research design was used as it is compatible with understanding and interpreting complex topics

and also provides methodological flexibility to discover new insights (Blaikie & Priest, 2019).

4.4 Sampling strategy

In this study, the purposive criterion sampling technique was used. Participants were selected based
on the criteria and profile that best suited the study. Participants were selected based on
predominant criteria: their employment, i.e., those who have worked as a trekking guide or porter

guide, or who are currently working as a trekking guide or porter guide. Guides who have worked
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as guides in the past were selected to understand their experiences, challenges in the past, and to
know the possible reasons why they are not currently working as guides. While guides working in
the present were selected to understand their experiences and challenges that still exist in this

sector.

Participants were contacted through various trekking agencies run by women guides and those
who were providing trekking guide training; however, the agencies did not respond. So,
researchers used referrals that match the participant criteria for this research from their friends who
are currently working or have once worked in the trekking industry of Nepal. In addition, the
snowball sampling technique was used as researchers were provided with contact details by

participants about other guides who were willing to participate in the interview.

4.5 Data collection

In order to capture the subjective, situated, and culturally embedded nature of gendered
experiences among trekking and porter guides in Nepal, qualitative data collection methods were
chosen based on the constructivist ontological position, interpretivist epistemology, and
interpretivist research paradigm of the study. Semi-structured interviews with participants will be
used to collect primary data to better understand the gendered experiences of porters and guides in
Nepal. Qualitative methods, especially semi-structured in-depth interviews, enable participants to
express their experiences in their own words since this study examines how patriarchy, gender
norms, and cultural expectations impact the daily realities of guides and porters. This strategy is
particularly suitable in Nepal's patriarchal and caste-based society, where women's involvement in
trekking employment is significantly influenced by gendered connotations related to mobility,

visibility, and respectability (Paudel, 2011).

Semi-structured interviews were used to gather data for this study in order to comprehend the
actual experiences of porter guides and trekkers in Nepal. This qualitative method was used
because it aligns with the interpretivist viewpoint of the study and enables participants to describe
their experiences in their own words, particularly when it comes to delicate topics like gender
roles, patriarchy, caste, and cultural expectations. To help participants feel at ease and to obtain
more in-depth and significant answers, interviews were conducted in Nepali. Nevertheless, this
approach has certain drawbacks. The results may not accurately reflect all guides in Nepal due to

the study's limited sample size. Additionally, participants could be reluctant to disclose sensitive
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issues like harassment, and the analysis might be influenced by the researcher's perception.
Additionally, there may be some meaning loss when translating interviews from Nepali to English.
Selection bias may also exist because participants were chosen through pre-existing networks, and
some marginalised views might not have been properly represented. Notwithstanding these
drawbacks, the approach offers insightful and useful information about gendered experiences in

the trekking sector.

4.6.1 Semi-structured in-depth interview

Semi-structured interviews were used in our data collection methods as these interview questions
allow a researcher the flexibility to ask questions based on the responses of the participants, and
sometimes it even helps to generate new ideas, which is really helpful in our research projects. As
semi-structured in-depth interviews allow participants to express their experiences in their own
words and are consistent with the interpretivist paradigm, they were selected as the main technique
of data gathering (Brinkmann & Kvale, 2015). In situations when participants' experiences are
influenced by intricate cultural and social factors, this approach facilitates the investigation of
subjective meanings, interpretations, and emotions. The semi-structured style allowed participants
to contribute topics that are personally or culturally significant while also guiding pre-established

themes.

In Nepal's sociocultural environment, where women's involvement in trekking labor may be
impacted by social scrutiny, restricted mobility, patriarchal family expectations, and worries about
respectability in public settings, this strategy is essential. According to Paudel (2019), patriarchal
traditions in Nepal create major cultural barriers to women working outside the home by limiting
their mobility, autonomy, and positions in public spheres. Therefore, semi-structured interviews
allow male participants to discuss how gender and caste norms influence their roles,
responsibilities, and interactions in trekking environments, while also allowing female guides or
porters to share delicate experiences related to stigma, judgment, or safety. Semi-structured
interviews enable the researcher to capture the many, culturally situated realities essential to

constructivist and interpretivist research by emphasizing the voices of the participants.

The in-depth interviews were conducted in the Nepalese language, as Nepalese is the native
language of the participants and researchers, and the use of the native language allows researchers

to mitigate the language barrier in data collection. Use of such language allows researchers to fully
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understand the meaning of participants and their opinions, while it also allows participants to fully
articulate their experiences on sensitive and complex terms like harassment, discrimination, and
cultural and societal norms. The average length of the interview was around 1 hour. Since
researchers and participants were geographically located in different places. The virtual interviews
were conducted on social media platforms. Depending on the preference of participants,
WhatsApp, Instagram, and Facebook Messenger were used. This is also supported by one of the
literature (James, 2007) that social media platforms particularly provide flexible, accessible, and
participant-friendly spaces for qualitative interviewing, particularly for engaging with female
porters and guides from Nepal. An interview guide was created to expedite the interview process

and provide insights into the study's subject.

The major advantage of collecting data through a virtual platform is that it is easier and more
accessible. Despite the geographical distance between the researchers and the participants, we
conducted smooth interviews because of these virtual platforms. But there were also some
disadvantages, like network problems and inaccessibility of people living in the very remote areas,
where there is no access to the internet. Many rural trekking destinations and trails in Nepal have
low network connectivity. As a result, it is quite difficult to conduct an interview with guides and
porters who are living in a very remote destination with no internet connectivity. So, the
participants within the reach of digital connectivity were contacted, which may have limited the
ability to collect information of people residing in digitally remote destinations or those who do
not use any social media platform. Another disadvantage is that only one of the interviews was
conducted using video call; the rest of the interviews were conducted using audio call, which
limited the ability of researchers to observe and understand the body language of participants and

emotional depth.

4.6.2 Interview guide design

The interview guide was created to ensure cultural sensitivity and appropriateness for the Nepali
trekking setting while reflecting the study's conceptual and methodological underpinnings. For our
data collection, semi—structured interviews with respondents were the main source, as they offer
flexibility to explore interesting responses while enabling a thorough examination of participants'
attitudes, motives, and actions regarding sustainable fashion. The guide served as an outline that
allowed interviewers to ask questions based on the responses of participants rather than as a set of

predetermined questions, aligning with the study's social constructivist ontology and interpretivist
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epistemology. To ensure a clear analytical link between theoretical concepts and empirical data
generation, the guide was developed based on important insights from the literature on gendered
labour in tourism, patriarchy, emotional labour, mobility, and risk work (Hall & Brown, 2022;
Hillman, 2019; Ferguson, 2011). The literature review and the study objectives, in particular,
studies that emphasise how patriarchal expectations, cultural norms, and gendered labour divides
influence participation and experiences in adventure tourism, were the direct sources of the
interview guide's topic structure. The interview questions were purposefully created to convert
abstract theoretical ideas like patriarchy, gender norms, and emotional work into tales with
empirical support by organising the guide around these topics. All interviews were conducted in
Nepali, allowing participants to more fully and accurately express their experiences with gender,
patriarchy, and societal norms. To promote narrative responses rather than succinct or critical ones,
open-ended questions were prioritized. The main topic categories that comprised the structure of
the guide followed from the literature (Creswell & Poth, 2017; Hillman, 2019; Ferguson, 2011;
Hall & Brown, 2022):

e Personal background and identity (gender, caste/ethnicity, region, years of experience,
motivations).

e Gendered experiences in trekking work, including interactions with clients, colleagues, and
the community.

e Cultural and patriarchal expectations, such as societal views on women’s mobility, family
responsibilities, and perceptions of honor.

e Agency and coping strategies, exploring how participants navigate, resist, or negotiate

cultural and gendered constraints.

In accordance with interpretivist ideas of meaning-making, the guide was purposefully adaptable
to provide follow-up enquiries that enhance comprehension of context-specific experiences
(Schwandt T. , 1994; Schwandt T. A., 2000). A thoughtful approach to question phrasing was
employed, respecting regional cultural norms of Nepal and establishing an environment that
encourages participants, particularly women, to engage in discussions about sensitive issues such

as stigma, harassment, and social judgment.
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4.7 Data analysis

As our study was based on qualitative as well as constructivist and interpretivist approaches, an
inductive thematic analysis approach was followed in our data analysis methodology, which was
useful for data processing. This method works well for examining lived experiences, culturally
entrenched interpretations, and subjective meanings. The study's constructivist ontology, which
holds that meaning is co-constructed through social interactions and moulded by cultural and
contextual elements, is congruent with thematic analysis since it permits patterns to emerge from
participants' narratives rather than imposing existing categories (Braun & Clarke, 2006). Thematic
analysis offers the flexibility and depth required to assess complicated, sensitive, and context-
specific issues because the research's goal is to comprehend how cultural norms, gender roles, and

patriarchal institutions affect trekking and porter guides' experiences.

4.7.1 Thematic analysis

This study employs thematic analysis to create meaning out of data collected from interview
participants. According to Braun and Clarke (2006), the thematic approach offers a straightforward
way to notice patterns in qualitative data without forcing them into a rigid structure. Thematic
analysis was used because it is flexible and allows researchers to identify, analyze, and find
patterns in existing data, and it is suitable across various epistemological stances (Kiger & Varpio,
2020; Braun & Clarke, 2013). Based on the constructivist ontological stance and interpretivism
epistemological stance, the thematic analysis approach was used, which allows us to interpret the
information collected during interviews and construct thematic categories out of emerging codes
from interview transcripts. A hybrid inductive-deductive analysis approach was used for the
analysis of data, where inductive themes were constructed by researchers based on emerging

codes.

The analysis process followed Braun & Clarke (2006) six-phase reflexive thematic analysis. First
of all, all 12 transcripts were studied thoroughly and repeatedly. After the completion of the
interview and transcription, each interview transcript was studied thoroughly. In order to fully
comprehend the data, the procedure started with data familiarisation, which involved reading
interview transcripts several times. This made it possible for the researcher to fully immerse in the
stories of the participants and understand the context. In the second stage, significant data segments

were found by creating preliminary codes. A hybrid method of coding was used, combining
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deductive coding, which is informed by theoretical ideas like patriarchy and gender norms with

inductive coding, which is derived directly from the data.

In the third stage, codes as well as initial emerging patterns were noted. Codes were then
categorised into more general patterns, looking for themes. In the fourth phase, these preliminary
themes were examined and improved to make sure they were coherent and pertinent to the study
objectives. Themes that highlighted important facets of gendered experiences in the trekking
business were precisely identified and defined in the fifth phase. Whenever new themes were
emerging from an interview, interview questions were adjusted such that the next interview would
generate more information on emerging themes. Repetitive codes across the transcripts were noted
along with the initial observations. After that, repetitive codes were categorized into different
themes. Themes that occurred across multiple interviews were retained and the names of themes
were refined such that they provide the meaning of the data rather than just describing it. And in

the final phase, the topics were finally arranged and presented in the analysis chapter.

In the thematic analysis of data, we have used quotations from our interview transcripts, which are
mentioned within quotation marks (“...”) with references in a way that represents which
participant has stated it and where it belongs in the transcription section. For example, in reference
(R1, pos. 32), R1 represents Respondent 1 from Interview 1 and pos. 32 represents the position of

the statement in Interview 1 in the transcript section.

4.7.2 Coding process

Coding was done in multiple rounds, allowing researchers to refine and adjust as they went. To
guarantee a systematic and thorough examination of the interview data, the coding procedure was
carried out in several phases. The audio recordings were initially transcribed using Turboscribe.ai
because the interviews were conducted in Nepali. This technology was chosen because it can
effectively translate spoken words into written text in a variety of languages, speeding up and
simplifying the transcribing process. Turboscribe.ai was mostly used to create preliminary
transcripts from the audio recordings; nevertheless, each transcript was meticulously examined
and manually adjusted by comparing them with the original recordings in order to guarantee
correctness and preserve the original meaning. In order to maintain participants' expressions, tone,

and cultural context, this stage was crucial.
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After transcription, the analysis started with reading the transcripts several times to familiarize
oneself with the material. Open coding was used in the first step, when participants' words and
experiences were directly used to select significant textual portions and assign first codes. This
stage generated a large number of open codes, which were further categorized into more general
theme categories such as gendered entry barriers, workplace inequality, emotional labour, caste

hierarchies, and structural problems, as the interview transcript coding tables demonstrate.

The next phase of the coding process was more analytical, using axial and theme coding to analyze
and arrange the links between codes. This made it easier to spot linkages and trends throughout
the data. To connect the results to more comprehensive structural explanations of gender disparity,
the analysis also used theory-informed (deductive) coding, which was informed by Walby's theory

of patriarchy and tourism labour views.

As demonstrated by the coding structures found in the transcripts, such as open codes, thematic
categories, and deductive codes, the coding process also included finding co-occurring patterns
and connections between topics. Reflexive notes and post-interview observations were kept
throughout the procedure to record new information and make sure the researchers were conscious

of their own presumptions while interpreting the data.

Through this continuous procedure of reading, coding, comparing, and refining, the final themes
were established, guaranteeing that the conclusions are both theoretically informed and based on

the participants' actual experiences.

4.8 Assessment criteria

This study was assessed using several core principles commonly applied in qualitative research,
particularly reflexivity, transparency, and trustworthiness. Paying attention to these aspects helps
ensure that the research process remains clear and ethically sound, while also supporting the
credibility of the findings. Together, these criteria help maintain academic rigor and ensure that

the study remains grounded in its context.

4.8.1 Reflexivity

Reflexivity was an important part of this study, as our interpretivist epistemology recognizes that
knowledge is co-constructed through interaction between researchers and participants. Because
we do not share the lived realities of trekking and porter guides in Nepal, we remained aware that

our own cultural backgrounds, academic training, and prior understandings of gender and labor
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could influence how we interpreted participants’ accounts. To manage this, we kept reflexive notes
throughout data collection and analysis, documenting moments where our assumptions or
expectations became visible. Post-interview reflexive notes were filled out after each interview to
keep track of analytical decisions, emerging initial observations of the interview, and to stay

conscious about our positionality as Nepalese.

These reflections helped us stay conscious of power dynamics, especially when discussing
sensitive issues such as discrimination, mobility restrictions, and emotional labor. During analysis,
reflexive note-taking encouraged us to question our initial interpretations and consider alternative
readings of the data. This process supported a more grounded and balanced understanding of
participants’ experiences, ensuring that the themes developed were shaped primarily by their

narratives rather than by our own perspectives.

4.8.2 Transparency

We placed a strong emphasis on maintaining transparency throughout the entire research process.
All academic sources were properly acknowledged, and we clearly stated the different platforms
and tools we relied on during data collection, storage, and analysis. This included using
Turboscribe.Al for transcription, and Facebook (Messenger) and WhatsApp for communication
with participants. By outlining these choices in both the methodology and the annexes, we provide
readers and examiners with a clear view of how the study was carried out. We also explained the
reasoning behind our methodological decisions, such as the sampling criteria and the structure of
the interview process, so that the path from data generation to interpretation is easy to follow. The
annexes documenting the Al-assisted transcription and coding further strengthen procedural

transparency and support the replicability of the study.

4.8.3 Trustworthiness

To ensure the overall trustworthiness of the study, we drew on Lincoln & Guba's (1985)
framework, which outlines four key criteria: credibility, transferability, dependability, and
confirmability. Credibility was strengthened by reaching thematic saturation and by comparing our
findings with existing literature to check for alignment and consistency. Transferability was
supported by situating the results within broader generational contexts and providing rich
descriptions of participants’ experiences, allowing readers to judge the relevance of the findings to

other settings. Dependability in the study was strengthened by maintaining a stable and
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well-documented coding approach, along with keeping clear records that traced how the data
evolved from the initial transcripts to the final themes. Additionally, methodological decisions
were documented properly, providing a clear explanation for the selection of specific methods with
appropriate justifications. Also, the entire research process was guided by a supervisor, who
assisted in identifying gaps and inconsistencies within the research methodology. To support
confirmability, we relied on reflexive note-taking and thorough documentation of each stage of
data handling. This helped ensure that the interpretations were grounded in the material rather than

shaped by personal assumptions or bias.

Taken together, these steps strengthen the overall credibility of the study and offer a clear basis for
judging its quality. They show that the research was carried out with care, transparency, and
attention to ethical practice. By approaching the process in this way, the study aims to provide a
reliable contribution to understanding how cultural norms and patriarchal structures influence the

experiences of trekking and porter guides in Nepal.

4.10 Ethical considerations

In carrying out this project, we relied on qualitative interviews, which meant we had to be very
deliberate about how we handled research ethics. People were sharing their experiences with us,
so we made sure they understood what the study involved before anything began. We explained
the purpose of the research, the academic setting it belonged to, and what the interview would
roughly entail. We also clarified how their input will be used later, giving them the space to decide
freely whether they want to participate. Everyone who took part gave informed consent virtually,
and we reminded them that they can pause, take a break, skip questions, or withdraw at any point

without any consequences.

Participants were also informed ahead of time that the interviews would be audio-recorded to help
us produce accurate transcripts. We did not start recording until they verbally agreed. We made it
clear that any identifying details would be removed during transcription and that the recordings
would only be used for academic purposes. No names, contact information, or other personal
identifiers appear in the final material. Instead, we used simple codes like R1 or R2 when referring
to participants in our analysis and write-up. For transcription, TurboScribe was used, which allows
us to work with the material without processing any personal data. All audio files were recorded

on a mobile phone and stored securely.
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We also paid attention to participants’ comfort and well-being throughout the interviews. Our
approach was respectful and non-intrusive, and we reminded participants that they are free to skip
anything that feels uncomfortable or take a break whenever they need. Since qualitative
interviewing always involves interpretation, we tried to remain aware of our own roles in the
process, our assumptions, backgrounds, and how these might shape our understanding of
participants’ responses. To keep ourselves accountable, we kept reflexive notes during the study,
which helped us stay conscious of our influence and reduce interpretive bias. This also aligns well
with Guillemin & Gillam's (2004) point that ethical practice isn’t limited to formal procedures but
often emerges in small, sometimes unexpected moments during fieldwork. They describe these as
“ethically important moments,” and their emphasis on reflexivity helped guide our own approach.
By actively reflecting on our interactions and decisions throughout the study, we tried to ensure

that participants were treated with care, sensitivity, and respect.

4.10.2 Anonymity and confidentiality

Anonymity was maintained throughout the research process, i.e., during data collection, data
management, storage, and publication of research findings. To ensure the anonymity of research
participants, personal identifications like names were not recorded while recording interviews.
Other identifying details, like trekking agencies they work for, trekking routes they usually travel,
names of hotels and tea houses in trekking routes, and any specific incidents that might identify
them, were removed from the final paper to ensure the anonymity of the participants, though their
names have been changed. Additionally, to ensure confidentiality, online interviews were
conducted in a private setting, and the opinions of one participant was not shared with other

participants.

Interview recordings and transcripts were stored securely on password-protected devices and used
only by the researchers. The data collected for the research were categorized, and the necessary
data that needs to be preserved will be stored for 5 years after submission of the final thesis,
following the data retention period as specified by the research data management guidelines of
Aalborg University, which aligns with the Danish Code of Conduct for research integrity (AAU,

n.d.). While sensitive data were deleted after the completion of the research.
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4.10.3 Positionality of the researcher

Based on the adopted epistemological instances and interpretivist research paradigm, researchers
acted as interpreters. Rather than being detached from the subject of the study and just observing
reality, the prominent role of the researchers was to uncover reality within the context of the
Nepalese trekking tourism sector. The identity of the researchers, their social and cultural
orientation, as well as their assumptions, influence the knowledge produced by them. The
researchers in this study were from Nepal and have profound knowledge of Nepalese social and
cultural norms; hence, the knowledge in this study was not created in a vacuum, but rather, they
are influenced by the subjectivity of the researchers and their relationship to Nepalese culture and

social norms. (Porta & Keating, 2008)

4.10.4 Cultural sensitivity and power dynamics:

As Nepal is based on patriarchal and caste-based traditions that significantly influence gender,
mobility, and employment positions in Nepal, cultural sensitivity was crucial to this study. We
were aware that participants would find some subjects delicate, such as stigma associated with
women's public positions or gender discrimination. Interviews were performed courteously, using
terminology that is acceptable to the participants' culture, and giving them complete freedom over
what they want to discuss to limit pain. Additionally, we continued to be conscious of the power
relations between the participant and the researcher, understanding that the encounter could be
influenced by our own social positions, backgrounds, and presumptions. We prioritized participant
autonomy throughout the process and engaged in constant reflexivity to stay aware of how our

positionality influenced data collection and interpretation to lessen this disparity (Porta & Keating,
2008).
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CHAPTER V

DATA ANALYSIS

This chapter presents the analysis of the twelve semi-structured interviews conducted with
trekking guides and porter-guides in Nepal. The purpose of this chapter is to explore how
participants describe their everyday experiences in the trekking industry and to explore how these
experiences are influenced by gender norms, cultural expectations, and broader patriarchal
structures. Although previous studies have explored gender within tourism, limited attention has
been given to the lived experiences of trekking and porter-guides in Nepal. Much of the existing
research focuses on women's participation in tourism or gender inequalities within the wider
tourism sector, while the experiences of trekking professionals remain underexplored. This chapter
seeks to contribute to this gap by examining the perspectives and experiences shared by
participants and by identifying common patterns across their narratives. The analysis follows a
reflexive thematic approach. The interview transcripts were read several times to develop
familiarity with the data and to gain a deeper understanding of participants' experiences. Initial
codes were generated from recurring ideas, situations, and interpretations discussed during the
interviews. These codes were then reviewed and grouped into broader themes that captured shared
experiences related to entering the profession, workplace relationships, emotional and physical

demands, career opportunities, and the negotiation of family and social expectations.

The chapter begins with a brief overview of the participants and then presents the themes
developed through the analysis. Each theme is supported by direct quotations from the interviews
to illustrate participants' perspectives and experiences. Rather than viewing these accounts as
isolated individual stories, the analysis considers how they are connected to wider social and
cultural contexts. The following sections explore how participants describe and make sense of their

experiences within the broader social and cultural context of Nepal's trekking industry.

5.1 Participant profile

This study involved 12 participants working in Nepal’s trekking tourism sector, including 7 female
and 5 male trekking guides, of whom 2 men and 2 women started as porters. Participants were
selected purposively to capture diverse experiences related to gender, labor, mobility, and

participation within the trekking industry. The participants came from different ethnic, caste, and
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regional backgrounds, including Newar, Gurung, Tamang, Magar, Sherpa, mountain, hill, and terai
communities where mountain regions are largely associated with Himalayan communities such as
Sherpa groups living in high-altitude areas, hill regions are predominantly inhabited by
communities such as Gurung, Magar, Tamang, brahmins, Chettri and other mid-hill populations,
while the Terai represents the lowland plains of Nepal inhabited by diverse Madhesi and other
ethnic communities with distinct social and cultural identities. This diversity was important for
understanding how social background, cultural norms, and community expectations shape
experiences within trekking tourism. While several participants came from families and
communities with long-standing involvement in trekking, others entered the profession

independently through training programs, personal networks, or economic necessity.

Most female participants described facing gender-based barriers such as family resistance,
marriage pressure, safety concerns, and social judgment when entering and continuing trekking
work. In contrast, male participants generally described smoother entry into the profession through
community networks, financial necessity, and the common porter-to-guide pathway. Participants
also varied in professional experience, ranging from early-career guides to senior guides with more
than a decade of involvement in the industry. To ensure confidentiality and anonymity, all
participants were assigned an incognito identifier (R1-R12). The diversity of the participant group
provided rich comparative insights into how patriarchy, cultural norms, and structural inequalities

influence the gendered experiences of trekking and porter guides in Nepal.

Table 1
Participant profile
ID Gender / Role Community / Region Experience / Entry Pathway
5 years; Assistant guide-to-freelance
R1 Female trekking guide =~ Newar, Kathmandu guide
R2 Male trekking guide Gurung, Lamjung 12 years; porter-to-guide pathway
6 years; women-focused training; later
R3 Female trekking guide Tamang, Sindhupalchok migrated to Denmark
R4 Male trekking guide Terai, moved to ktm for study 14 years; Photographer-to-guide
RS Female trekking guide Rural Pokhara region 6 years; women’s training programme
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R6

R7

R8

R9

R10

R11

R12

Male trekking guide Sherpa/ highlands 26+ years; Long-term, established guide
Male trekking guide Chettri / Jhapa 11 years; Porter-to-guide

6-years; Correspondence-to-trekking
Male trekking guide Magar/ Kavre guide
Female trekking guide Chettri/ Kathmandu 10 years; Assistant guide-to-guide
Female trekking guide Mid-hill community Assistant guide-Trekking guide
Female trekking guide Brahmin/ Hill community 7+years; Porter-to-guide

Rural background; women’s training

Female trekking guide Myagdi, Highlands entry

5.2 Thematic analysis

Thematic analysis was conducted on 12 in-depth semi-structured interviews with trekking guides

in Nepal. Following Braun and Clarke, (2006), the analysis of data generated 9 thematic categories

which depict how cultural norms and patriarchy shape gendered experiences of trekking guides in

Nepal. The brief introduction of these themes is as follows:

Theme 1: Gendered barriers to entering the trekking profession illustrate how women’s
entry in the trekking sector is shaped by family gatekeeping, marriageability, gendered
norms, and conditional acceptance because of financial and professional success, while
men enter through financial motivation with family and network support.

Theme 2: Training and opportunity inequality addresses inequality in training opportunities
among guides from different ethnic backgrounds and how training programs are focused
on quantity rather than quality. The theme also reflects the male-focused training
curriculum design, even in women-focused training.

Theme 3: Workplace inequality and the gendered construction of authority captures doubts
of clients about the leadership ability of female guides, acceptance of male guides as
leaders, and unequal treatment within the hierarchy of trekking labor.

Theme 4: Emotional labor, care and guiding depicts how guides perform invisible
emotional work to motivate, support and take care of their clients despite the

acknowledgement of the industry about this extra emotional work.
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Theme 5: Domestic patriarchy, double burden, and marriage as labor exit portrays how
guides suffer from unequal household responsibilities, where female guides suffer the most
from the double burden of work and family expectations. The theme also positions
marriage as a major reason behind the discontinuation of guiding professions among
women.

Theme 6: Caste, ethnicity and intersectional hierarchies depict how the intersection of
gender, caste, ethnicity and geographical origin creates different types of marginalization
where Himalayan ethnic communities are advantaged and get easier opportunities in the
trekking industry, while non-Himalayan ethnic communities, especially from the lowland
Terai, are the most marginalized ones.

Theme 7: Harassment, safety risks, and reputation building describes how women face
harassment and unwanted behaviour from their colleagues and on trekking trails. In
addition, it also describes how they navigate social risk like risk for reputational damage,
despite the lack of enough support system.

Theme 8: Embodied risk, bodily invisibility, menstrual management illustrates how the
bodies of guides and porters are considered as a resource to be used by trekking companies.
The theme captures an unequal rescue operation practice between employees and trekkers,
a lack of insurance for porters, erasure of feminine hygiene from training institutions and
trekking infrastructure and intensified prove-it burdens among female guides because of
physical risks induced by climate change.

Theme 9: Structural inequalities, industry precarity, and institutional reform depict the
seasonal nature of trekking jobs with low wages, especially for porters and tip dependency
among porters. In addition, the theme also pictures a weak regulatory system with

suggestions for future improvement of the trekking industry in Nepal.

5.2.1 Theme 1: Gendered barriers to entering the trekking profession

Female participants mentioned how their childhood used to be, which depicted gendered

expectations from their childhood, as they used to do household work like housekeeping, cooking,

and taking care of other family members, and they had never seen women in various decision-

making roles. One of the respondents (R5) recalled how her childhood was: “I used to help my

mother with domestic chores like cooking, cleaning, and collecting firewood, and at the same time,

I also worked in the fields with my family. This was considered normal for girls in our community,
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as we are expected to learn these roles early” (RS, pos. 7), depicts how girls are introduced to
various gendered roles from an early age. Participants also mentioned how their family resisted
when it came to their professional decision-making. Maternal concern was one of the most
repeated and emotional forms of family gatekeeping throughout the interviews. Participants
frequently recalled how their mother was not supportive of their decision to be a trekking guide
because of the fear and anxiety of the safety in the male-dominated sector, as well as doubt in the
leadership ability of their daughters. One of the respondents (R1) stated: “My mom used to say
that it's difficult for a girl to go on a trip alone and guide foreigners or unknown people. She used
to doubt my ability to guide trekkers and trekking groups, whether I would be able to guide them
or handle complex situations on my own. She used to be very concerned about my safety and used
to say not to get involved in guiding and traveling” (R1, pos. 8), which clearly illustrates the fear
and safety doubt to work with unknown people. Even the females with a family background in
the trekking industry had to face maternal resistance when it came to their decision to be a trekking
guide. Across the interviews, most of the female participants recalled how their mother was not
supportive of their decision. R9 stated: “My mom was totally against it. My mother did not want
me to do this work, especially when I worked as an assistant guide. She believed that women were
supposed to stay at home, and she thought this work was too difficult for women” (R9, pos. 6),
recalling how her mother was completely against her decision to be an assistant guide, though her
father and uncle were veteran trekking guides. These two statements depict the concern of mothers
about the physical vulnerability of their daughter and the social judgments that their daughter faces

because she has chosen a different pathway than expected by society.

The interviews also indicated that the future marriageability of women discouraged them from
entering this profession. One of the respondents stated a question asked by several individuals:
“Who will marry you later?” (RS, pos. 11), showing how the community discourages women from
entering so-called masculine roles. Questions from relatives and family members acted as a
community pressure to reinforce traditional gendered roles and to control the career choices of
women. One of the respondents (R1) recalled how her relatives were concerned about her marriage
and how they suggested that she get married and seek other career opportunities than guiding,
while another female respondent stated that “Some even questioned my morality and potential for
marriage in the future” (R12, pos. 8). In addition, RS explained societal belief “it is not expected

of women in my culture to travel far or work with foreigners” (RS, pos. 11). These findings
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illustrate that the community believes a trekking guide is not a suitable profession for women, and
getting married and finding a modest job is considered better than jobs that are considered suitable
for men, indicating how female guides have to bear full weight of the entire community on their

personal professional choice.

Over time, some of the participants were accepted, but this acceptance was based on the financial
success of the participants and their position in the professional hierarchy. One of the participants
(R1) described how her family was unsupportive at the beginning when she was working part-time
as a student and how their parents accepted her choice once she became a full-time guide and
started to earn good money. This depicts how financial success is linked with normalizing mobility
and family acceptance. In addition, another female respondent (R9), described that her mother was
against her decision when she started as an assistant guide, but eventually she accepted her choice
after she became a trekking guide, which also illustrates that the progression in professional

hierarchy also influences the support and acceptance of family.

Another interesting finding is that the family with a long background in the trekking industry also
does not approve of their daughter's choice to be a trekking guide. One of our respondents was
inspired by her father and her uncle to be a trekking guide. Her whole family had knowledge of
the trekking industry; however, her mother was opposed to her entry into the trekking industry.
This indicates that the disapproval was not because of a lack of knowledge of the trekking industry
but because of deeply rooted gendered roles. As a result, women have developed a strategy to cope
with these expectations from their family just to avoid the interventions of their family in their
professional and personal lives. R1 said, “I have cut off everything from my family. It's better not
to listen to them” (R1, pos. 67), explaining she has isolated herself from family and relatives to
escape expectations of family and society. This statement reflects both agency and loss, the ability
to make professional choices, but the emotional cost of being a part of a family just because one
wants to be a trekking guide. This reflects family gatekeeping as a strong entry barrier for female

guides.

On the other hand, male participants described how their family was supportive of their decision
when they entered this profession. According to interviews, some male respondents entered
trekking because of financial necessity, while some entered this profession because they wanted

to do something new and meaningful. Though maternal concern was present in the context of male
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participants, it was not related to physical vulnerability and safety from unknown people, but rather
to physical and technical risks working in the mountains. Male participants were also mentored by
their close family and their friends, and they were not questioned by society for their decision to
be trekking guides. Their mobility was not restricted, nor did it require justification. This clearly
depicts how women and men have different pathways; women have to go through multiple layers
of family and community approval, which men do not encounter. The interviews reflect that
gendered entry barriers do not lie within the trekking industry during hiring, training opportunities,
and clients' behavior, but it lies within family and societal norms that shape, constrain, and

conditionally approve career choices of women even before they reach the trekking job market.

The interviews depict that women’s participation in trekking and tourism is not constrained by
their skills, opportunities, or their aspirations, but they are constrained by the opinions of their
family members and the perception of society. The interviews show that family gatekeeping is the
major factor that decides what is morally and socially acceptable for women to do and what is not,
and this gatekeeping begins from a very early age and continues even after women are adults
working in their desired profession. Families always have opinions and resistance throughout the
different phases; in the case of women, while men are not constrained by family opinion when it
comes to entering the guiding profession. From the Walby’s six structures of patriarchy- Patriarchal
culture and ideology, marriage also functioned as an ideological endpoint for women’s careers,
with families and relatives frequently asking, “Who will marry you later?” (RS, pos. 11) to
discourage entry into guiding. In addition, women’s geographic mobility remained tightly
constrained by family expectations and mothers' reinforcing the same gendered norms she was
taught explains the patriarchal mode of production, limiting the mobility of females and the
reproduction of patriarchal ideology across generations. Entry into guiding was also shaped by
family background; women without prior exposure to tourism described facing significantly higher
barriers, indicating that access to paid work is mediated through social capital rather than merit

alone.

5.2.2 Theme 2: Training and opportunity inequality

Participants across the interviews mentioned training opportunities and difficulties they
encountered while starting their careers in the trekking industry. The responses of female
participants stated that getting training was difficult, showing a recurring pattern. RS explains that

training environments often assume male participation, noting that “it was frequently presumed
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that guides were men based on the equipment, physical requirements, and even the way they spoke”
(RS, pos. 15). This implies that training regimens, including expectations and physical needs,
might be more appropriate for guys. Additionally, replies like R1 and R3 clarify that they required
additional work or assistance to begin training, demonstrating that not all participants have easy
access to training. R9, who discusses difficulties even before joining the training system, likewise
supports this trend. She clarifies that, “My mom was totally against it; she believed that women
were supposed to stay at home, and she thought this work was too difficult for women” (R9, pos.
27). The statement illustrates how social norms and family expectations have an impact on training
access in addition to training institutions. It implies that some individuals encounter obstacles prior

to having access to formal education options.

Male respondents, on the other hand, give different descriptions of their training and employment
experiences. R2 clarifies that he was more easily trusted in the field, and R4 emphasises how his
ties to his family and community enabled him to pursue the career. These reports demonstrate that
male participants frequently have greater access to opportunities and training, particularly thanks
to early trust and network support. The data also shows patterns regarding the participants' entrance
into the field. An established road, such as beginning as porters and eventually becoming guides,
is frequently described by male respondents. It seems that this pathway is well-known and
accessible. Female respondents, on the other hand, report various experiences in which they
engage through different channels, such as outside assistance or training programs targeted at
women. For instance, R3 clarifies that it may be more challenging to obtain mainstream chances,

demonstrating that not every participant will benefit equally from the conventional approach.

R7's account likewise highlights the importance of networks and experience. He clarifies that
experience and connections in the trekking sector are crucial for developing in the profession. This
demonstrates that possibilities and training are not solely dependent on formal schooling, but also
on how effectively people are connected inside the system. The fact that training does not
guarantee employment is another significant pattern in the data. Numerous individuals clarify that
networks, recommendations, and personal connections are crucial for landing a job. Participants
explain that they still require contacts to obtain employment even after completing training. This
demonstrates that employment is dependent on various informal elements and that training is just

one aspect of the process.
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Another significant factor is social background. Participants clarify that access to opportunities is
influenced by caste, ethnicity, and geographic background. While some groups are less likely to
be chosen, others with a long history of trekking are more likely to receive opportunities. R1's
comment makes this quite evident as R1 states that, “We are always at the end of the list when it
comes to priority” (R1, pos 81). This demonstrates how opportunities are based on social status

and are not allocated equitably.

Participants' descriptions of their experiences following training reveal another trend. While male
respondents are more readily believed, female respondents comment that they must repeatedly
demonstrate their abilities. This implies that different people experience different outcomes from
training, and that recognition is dependent upon an individual's perception. Female participants
also discuss how they actively work to overcome these obstacles. They clarify that despite the
challenges, they put in a lot of effort to obtain training and advance their abilities. This
demonstrates that participants actively react to their circumstances rather than being passive. All
things considered, this theme is based on recurring trends in the data, such as disparities in training
access, different entry routes, dependence on personal networks, and unequal acknowledgement
following training. These trends demonstrate that individuals' experiences with training and

opportunities differ depending on their circumstances and background.

5.2.3 Theme 3: Workplace inequality and the gendered construction of authority

The investigation of participant interviews (R1-R12) reveals that working experiences in Nepal's
trekking industry are influenced by how authority, leadership, and trust are built and acknowledged
in regular work environments, in addition to employment opportunities. Participants explain how
interactions with clients and coworkers, organisational procedures, and cultural norms all affect
authority. Together, these factors determine who is regarded as a respectable leader in the

workplace.

According to the data, participants' authority is not distributed fairly, and this imbalance results
from a number of connected underlying factors. Participants emphasize how cultural views,
organizational practices, and client attitudes all influence authority. In particular, clients are more
likely to trust male advisers, leadership is frequently linked to male identity, and organizational
structures favor men in positions of decision-making. This implies that power is socially produced

through gendered expectations in the workplace rather than being solely dependent on abilities or
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training. The above patterns are evident throughout the interviews, as individuals recount recurring
instances of being interrogated, not being given equal credit, and experiencing gender-based
treatment. Male respondents indicate being more immediately accepted in leadership jobs, whereas
female respondents often report feeling the need to demonstrate their competence. This recurrent
pattern demonstrates how ordinary encounters, rather than just formal organizational norms,

contribute to the development of workplace inequality.

According to female respondents, their authority is frequently questioned in day-to-day work
settings. For instance, R1 clarifies that, particularly in settings where men predominate, like high
camps, male guides may mock or disparage female guides because they perceive them as
“incompetent” (R1, pos. 17). This implies that gender-based presumptions in which men are
initially viewed as more capable are used to evaluate authority in addition to experience and skill.
This is also evident in R12's experience, where she describes how guests are frequently taken aback
to discover a female guide and enquire as to whether she is actually the primary guide. This
demonstrates that women must first demonstrate their role and competence in order to be
acknowledged as leaders. In this situation, trust must be earned via performance and consistent

demonstrations of knowledge.

Male responders, on the other hand, have a different experience. According to R2, agencies are
more willing to assign male guides responsibilities since clients are more likely to trust them right
away. He also points out that authority is frequently taken for granted rather than merited. This
demonstrates how men profit from being viewed as born leaders, which makes their jobs easier

and less demanding.

These experiences are significantly shaped by client encounters. Female guides clarify that clients
may question their choices because they may not initially have complete faith in them. For
instance, R12 recounts a scenario in which her choice was only approved after it turned out to be
the right one in a challenging trekking scenario. This demonstrates that while men's authority is

more readily accepted, women's authority is more dependent on performance and evidence.

The assignment of jobs and duties is another example of workplace inequality. Men are more likely
to be assigned leadership positions, decision-making duties, and team control, according to
participants. Even when they have comparable experience, women are offered fewer opportunities

to lead, as R12 points out. This demonstrates that organisational procedures, not just personal
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aptitude, shape authority. Women’s participation was concentrated in the 18-25 age group, with
many exiting the profession after marriage or family formation, creating what participants
interpreted as a “youth ceiling” (R6, R9). Entry into guiding was also shaped by family
background; women without prior exposure to tourism described facing significantly higher
barriers, indicating that access to paid work is mediated through social capital rather than merit
alone (R6). Together, these patterns illustrate how workplace structures shape women’s

opportunities, authority, and long-term career trajectories within trekking.

Interactions among coworkers are another significant pattern in the data. Experiences of being
bullied is not taken seriously by male guides, as described by female guides. Because of these
commonplace actions, women are forced to continuously negotiate their position in a workplace
where men hold authority. This demonstrates that informal workplace culture, in addition to formal

processes, reinforces inequality.

The data also shows that workplace inequality exists not only between male and female guides but
also between guides and porters. Participants explain that porters are treated differently and have
less recognition and authority. For example, R1 states that “guides and porters don't get the same
treatment”’ and explains that “it's not easy for porters to enter a hotel they just come, drop the bags
and leave,” showing that porters have limited access and lower status (R1, pos. 35). Similarly,
porters are often not allowed to interact with clients, which further limits their role. This shows
that inequality in the trekking industry is also based on job position, where guides have more
authority and control compared to porters. According to these narratives, power, recognition, and
access in the workplace are shaped by both gender and professional responsibilities. Porters deal
with a different kind of inequality because of their place in the workforce, whereas female guides
encounter obstacles because of their gender. This demonstrates how power disparities across
various jobs, in addition to gender relations, contribute to workplace inequality in the trekking

sector and influence how people perceive authority, control, and respect at work.

The data also emphasizes how this imbalance affects people emotionally. According to female
responders, they feel under pressure to be more cautious, organized, and professional than male
guides. For instance, R3 clearly states that ‘‘female guides need to demonstrate their abilities
more” (R3, pos. 18), highlighting the unequal expectations placed on women compared to men in

the trekking industry. In a similar vein, R12 and RS express feeling worn out and irritated by having
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to constantly defend their skills. This demonstrates how inequality impacts everyday experiences

and well-being in addition to opportunities.

Conversely, male respondents describe a distinct kind of pressure. They clarify that they must lead
with assurance and take on responsibilities without reluctance. However, because they are still
more readily accepted and granted leadership positions, this pressure does not undermine their

authority in the same way.

Despite these obstacles, female responses demonstrate resistance and agency. They talk about
continuing to assume leadership positions, making choices, and exhibit their practical skills.
Women actively negotiate and fight these institutions rather than passively accepting inequity, but

they need to put in more work to receive comparable acknowledgement.

Overall, the results demonstrate that cultural norms, organisational procedures, and daily contacts
all contribute to the development of workplace inequality. Men and women in the trekking sector
have distinct experiences as a result of these characteristics, which influence how power is granted

and acknowledged.

5.2.4 Theme 4: Emotional labour, care and guiding

This theme arose from recurring patterns in the interviews, where members discussed
responsibilities like controlling clients' emotions, supporting them in trying times, resolving
disputes within the group, and preserving group morale. These encounters demonstrate that
guiding is more than just a physical task; it also entails ongoing emotional contact and
accountability. R1, R3, R5, and R7 are examples of female respondents who constantly underline
that managing group dynamics, responding to psychological distress during treks, and offering
emotional support to clients constitute a considerable portion of their employment. As R1 explains,
“They feel like crying, and they cry. Sometimes I also cry with them. It makes me emotional when
I see them cry, and I also end up crying with them,” (R1, pos. 49), showing the emotional role
guides perform. This illustrates the depth of emotional engagement expected of guides and shows
how guiding extends into therapeutic and affective labour. She goes on to say that listening,
consoling, and reassuring are all part of her job, highlighting the need for emotional presence in
preserving client wellbeing. The results show that emotional labour is a crucial but frequently
unseen aspect of trekking work, especially influencing the experiences of female guides. Recurring

codes like emotional support, encouraging clients, conflict and fear, patience, professional
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composure, and gendered expectations of care gave rise to this topic. For all participants, guiding
involved ongoing emotional interaction with clients rather than just physical navigation or
logistical administration. The results, however, show that men and women experience this labour

differently, with distinct patterns of feminisation and unequal acknowledgement.

In a similar vein, R3 and R5 explain how guiding necessitates ongoing control over anxiety, stress,
disputes, and group emotions; RS notes that “you are managing people s emotions, not just leading
a trek” (RS, pos. 23), demonstrating how emotional labour is ingrained in routine guiding
activities. However, responders frequently note that emotional care is gendered and feminized,
with women perceived to be inherently more patient, sympathetic, and emotionally receptive. As
a result, these obligations are not equitably allocated. As R2 notes, women are “women are
expected to be inherently compassionate (R2, pos. 22), highlighting how emotional labour is
socially constructed as a feminine role. As R3 notes, “it was expected that female guides would be
more understanding and kind,” (R3, pos. 20), demonstrating how emotional labour is linked to
gender norms in the trekking industry. This suggests that emotional labour is socially created as a

feminine quality rather than acknowledged as a professional talent.

Every participant agreed that guiding work requires emotional labor. R3 highlights the emotional
demands of guiding, stating that “Fear, exhaustion, disputes, and group emotions were all things
I had to continually deal with.” (R3, pos. 20) demonstrating how emotional labour is embedded in
everyday guiding activities. This emphasizes that trekking guides are in charge of group morale
and emotional stability in addition to safety and coordination, especially under mentally and
physically taxing circumstances. The significance of emotional labour is further supported by R2,
who states that, “I have to remain composed, inspire them, and occasionally act like a therapist”
(R2, pos 22), showing the emotional demands of guiding work. This suggests that, regardless of
gender, emotional control is a necessary component of the job. The main distinction, though, is in

how this labour is viewed, appreciated, and allocated.

Male responders, on the other hand, acknowledge the existence of emotional work in guidance but
present it in a different way, frequently as a supporting rather than a primary duty. For instance, as
R2 explains, “I have to remain composed, inspire them, and occasionally act like a therapist.
Agencies prioritize logistics and physical stamina above this emotional labour, which is not

officially acknowledged. showing how important aspects of guiding work remain undervalued”
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(R2, pos. 22). This disparity in framing implies that although emotional labour is performed by
both male and female guides, it is more expected, more intense, and more naturalized for women,
resulting in an uneven load. Additionally, responders report the need to stay composed,
encouraging, and helpful despite their own physical tiredness or emotional state, which is directly
linked to professional expectations regarding maintaining positivity and composure. This is
especially clear in stories where guides have to maintain morale, resolve disputes among groups,

and motivate clients to keep trekking despite difficult natural circumstances.

Female participants define emotional work as something that is more intensely expected in their
employment, although male participants admit it as part of their jobs. As R5 explains, “even if I'm
physically worn out, I have to remain composed and encouraging” (RS, pos. 17) showing that
emotional labour includes maintaining professionalism under pressure. She goes on to say that she
is unable to react emotionally since she knows that she is speaking for women in the field as well
as herself. This implies that women's emotional labour encompasses more than just helping
customers; it also entails self-control and impression management, necessitating the simultaneous

navigation of professional and gendered expectations.

The accounts of R3 and RS show similar trends. R3 explains how directing entails constantly
controlling group dynamics, such as clients' anxiety, tiredness, and annoyance. She does, however,
also point out that women are frequently expected to be more patient and empathetic, implying
that emotional labour is not seen as a professional talent but rather as a natural extension of
femininity. The assumption that women must stay emotionally composed under all circumstances
is further reinforced by RS5's explanation that it is crucial to have a collected and encouraging
attitude even in difficult situations. These results highlight a crucial disparity: although both male
and female guides engage in emotional labour, women are expected to do so more frequently and
intensely, and it is frequently taken for granted as a component of their character. This is a
reflection of the feminization of caregiving, where emotional assistance is devalued in professional

settings since it is associated with women.

However, as responders frequently point out that emotional labour is unpaid, underappreciated,
and frequently invisible, it is not officially acknowledged within the framework of the trekking
business. Formal job descriptions, training assessments, and compensation structures do not

incorporate emotional care, despite its significance in guaranteeing client pleasure and the overall
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trekking experience. This is part of a larger trend in which emotional labour is viewed as an
extension of personal traits rather than expertise. Additionally, because female guides must strike
a balance between being emotionally supportive and asserting leadership, emotional labour and
gendered authority relations collide, generating a conflict between expectations of authority and

caring.

Crucially, the evidence also indicates that female guides are under more pressure as a result of
emotional labour. As R5 explains, “even if I'm physically worn out, I have to remain composed
and encouraging” (RS, pos.17), showing that guides must maintain professionalism even under
difficult conditions. This implies that emotional labour is a strategy used by women to deal with
gender discrimination in the workplace, in addition to being an extra task. The investigation also
highlights the significance of emotional labor's invisibility. In the hiking sector, none of the
participants said that emotional labour was formally acknowledged or compensated. Rather, it is
regarded as an unwritten expectation, especially for women. Because a large portion of women's

contributions are still unrecognized, this invisibility perpetuates already existing disparities.

The results, however, also show that female guides actively and intricately interact with these
expectations. They play emotional roles, but they also strategically exploit them to develop
relationships and trust with clients. In certain situations, emotional labour turns into a tool that
helps women be acknowledged, even in a system that devalues it. However, the necessity of using
such tactics emphasises the unfair circumstances in which women work. Regarding the research
topic, the results show that gendered experiences in the trekking sector are shaped by cultural
norms and patriarchy, which define how labour is performed and valued. Despite being crucial for
guidance, emotional labour is structured in a way that upholds established gender roles, giving

women less acknowledgement and higher expectations.

Overall, the topic demonstrates that emotional labour plays a crucial role in directing work,
although it is not equally acknowledged and determined by gender norms. Every day, customer
encounters, professional norms, and cultural views on emotion and compassion all contribute to
its development. Because of this, women perform a greater proportion of this labour, which is still
mostly ignored and underappreciated in the trekking sector, illustrating guiding labour in Nepal's
trekking sector involving a significant amount of emotional labour and care-associated

responsibilities in addition to physical tasks like coordination and guidance.
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5.2.5 Theme 5: Domestic patriarchy, double burden, and marriage as labor exit

Female participants consistently described how returning home from a trek did not reduce their
domestic responsibilities. Instead, they were expected to immediately resume household duties,
regardless of how physically demanding their trek had been. One participant (RS5) stated, “I'm
expected to resume all of my duties right away, including cooking, cleaning, and looking after my
family” (RS, pos. 29). This reflects how women make sense of domestic labor as a moral obligation
tied to femininity and respectability. Their narratives show that the double burden is experienced
not only as physical exhaustion but also as emotional pressure to meet family expectations. RS
also added that men are “typically free to relax” (RS, pos. 29) while his wife continues managing
the household. In contrast, male participants described a very different relationship with the
household. Their accounts show that domestic arrangements often free them from responsibility,
allowing them to take long treks without concern. Respondent (R7) explained that his wife runs
their small shop during the off-season, which enables him to accept long and frequent treks: “My
wife runs a small grocery store and during off-season I help her, because of this support, I can
take long treks” (R7, pos. 64). These accounts illustrate how men interpret domestic life as
supportive and natural, showing how patriarchal privilege is normalized through everyday
routines. These accounts illustrate how men interpret domestic life as supportive and natural,
showing how patriarchal privilege is normalized through everyday routines. R1 described a similar
dynamic, explaining that even when she was guiding full-time, her family continued to expect
domestic labor from her: “I am the eldest daughter... I had to run the café and also do household
responsibilities. Even when I was guiding part-time, I had to help at home” (R1, pos. 67). This
shows how women experience domestic obligations as continuous and non-negotiable, reinforcing

the double burden.

Marriage emerged as one of the strongest mechanisms shaping women’s long-term participation
in guiding. Several female guides explained that very few married women remain in the profession,
as marriage brings new expectations around caregiving, reputation, and availability. As one
participant (R9) stated, “Out of many women in this profession, only a small number continue after
marriage” (R9, pos. 30). R9 further described how families use marriageability as a form of
pressure, saying, “Some families expect women to leave guiding work after marriage” (R9, pos.
30). These accounts show how women interpret marriage not simply as a personal milestone but

as a social boundary that restricts their mobility and professional identity. The theme also
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highlights how birth order and family roles shape women’s experiences. R9 described the pressure
of being the eldest daughter, explaining that she must support her family “financially and
emotionally” (R9, pos. 32). This shows how gender intersects with family hierarchy, placing
additional responsibilities on women that limit their ability to take longer or more treks. RS
explained that household expectations directly restrict the treks she can accept: “Household
expectations limit the opportunities available to women in this profession” (RS, pos. 29). These
interpretations reveal how women understand family obligations as structural constraints that

shape their career decisions.

R1 recalled how relatives explicitly linked marriage to leaving guiding work: “During Dashain,
relatives told me I should get married and leave this job” (RI, pos. 61). This illustrates how
marriage is used as a mechanism to push women out of trekking labor. R1 also further described
feeling unsupported compared to male colleagues with tourism-sector families: “Some friends
have a family background in tourism and get support. But we must start from scratch... we don't
get support from our family.” (R1, pos. 65) This highlights how domestic patriarchy shapes

women’s emotional and professional experiences.

Overall, this theme shows that domestic patriarchy is not only a structural system but also a lived
experience that shapes how guides understand themselves, their responsibilities, and their futures.
Women interpret the household as a site of obligation, surveillance, and emotional labor, while
men interpret it as a place of support and stability. Through these meaning-making processes, the
household becomes a key mechanism through which gendered inequalities in the trekking industry

are reproduced.

5.2.6 Theme 6: Caste, ethnicity and intersectional hierarchies

Across the interviews, respondents mentioned that people from specific backgrounds have easier
access to trekking guide jobs, training, and recognition. Based on the collected information, Sherpa
and other ethnicities, like Tamang and Gurung, are more privileged and have easier entry into the
trekking labor market. A trekking guide from the Gurung ethnicity (R2) reflected, “Being Gurung
was beneficial because trekking and the army have a long history in our culture” (R2, pos. 30),
pointing to the structural reality of the trekking industry, where people who belong to a specific
caste who have a long history in the trekking industry, climbing, and mountaineering have easy

access to the trekking job market. Communities and family members are familiar with trekking
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labour, organizations, and insider knowledge from a young age. Even women who belong to these
communities have better mobility and have easy entry into trekking jobs, which is indicated by the
response of a male participant from Gurung community , R2: “I believe that women from Sherpa,
Tamang, or Gurung origins are more easily accepted than Brahmin-Chhetri women, who are still
subject to more rigid mobility constraints” (R2, pos. 30). According to one of the respondents,
women belonging to these communities have the privilege to start their job as an assistant guide,
and they have barely started their job as a porter because at least one member of their network has
a trekking or climbing company or is a guide. Female guide belonging to Brahmin ethnicity and
hill community (R11) described: “Most of the females in the Sherpa community have not started
working as a porter. Not all of them. But the maximum number of females who have started
working as guides have not started working as porters. Because they either have a
family connection or they have a connection with someone who will take them on one or two trips
as an assistant guide. And from the third trip, they will be leading their group. That s the privilege
of being in the Sherpa community and also Tamang community” (R11, pos. 51). This depicts how
women belonging to the Himalayan ethnicity are privileged, and those from the lowlands (Terai)

or hill communities are marginalized.

Respondents identified Sherpas as gatekeepers in trekking agencies, and even sometimes training
institutions, determining who will be hired, who will be given priority in training opportunities. A
female trekking guide from the Newar community (R1) explained: “Sherpas are given more
priority, and then after priority are given to Rai, Magar, and Gurungs. We are always at the end
of the list when it comes to priority” (R1, pos. 81). This statement provides a clear picture of how
caste influences access to training opportunities. According to respondents, not only during
training opportunities, but also in the professional field, Sherpas are much privileged and treated

much better than other castes by hotel and tea house owners, trekking agencies, and local people.

According to R1, “Still now, people ask me my name and my caste in Trails and when I say my
caste, they know I am Newar” (R1, pos. 77), which reveals how people ask about her caste and
judge her whether she is fit to be a trekking guide based on her caste rather than her competencies.
These types of questions and judgments are not faced by guides and porters from the Himalayan
communities because their caste is a stamp of approval that they fit this position naturally, though
they have no skills or educational background. This is illustrated in the statement of a male trekking

guide belonging to the Brahmin-Chettri ethnicity (R7) from the lowlands (Terai): “There is
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a perception that it is mainly for people from mountain regions. When someone from the Terai,
especially from a Brahmin-Chhetri background, enters this field, there is some hesitation or
distance” (R7, pos. 4) The statement shows a deeply rooted stereotype that jobs like trekking
guide, mountain guide, and other mountain work are considered only for people who belong to the
Himalayan and hill communities, and people from the lowlands are considered incapable of
working in the mountains, regardless of their educational background, training, experiences, and
skills. According to R7, “Office people often think that we are more educated, so
we won t just follow instructions, we may question things or share our own ideas. Because of this,
they find it a bit difficult to employ people like us..Company owners or operators tend to prefer
those who follow instructions exactly, don t question much, and can be controlled more easily even
if that includes being scolded. That is why they often get more priority” (R7, pos. 4), depicting
how educated people from non-Himalayan ethnicities are often excluded by trekking companies
just because they are educated and have good knowledge, and are difficult to control. The
interviews show that people from the Himalayan region with less educational background are
easier to control, while educated people take their stand and speak on such things. R7, an educated
male trekking guide from a lowland origin of Brahmin-Chettri ethnicity, depicts how regional

background, ethnicity, and education intersect and create marginalization.

Caste-based discrimination is not only faced by guides but also by porters. In the context of guides,
they face exclusion from training opportunities, and network and job opportunities, but in the case
of porters, they face discrimination in basic and visible ways. According to respondents, porters
from the Rai and Magar ethnicities face discrimination in accommodation. R1 directly stated that
“There is a lot of discrimination related to caste from hotel owners” (R1, pos. 35). This statement
clarifies that porters are excluded from basic facilities that are required in trails. Respondents R1,
R6, R8, and R9 stated how porters are discriminated against and excluded from hotel and tea-
house owners, mainly in the Everest region. R1 stated: “It's not easy for porters to enter a hotel.
They just come to the hotel, drop the bags, and leave” (R1, pos. 35). These statements show how
porters who carry loads all day for the comfort of guests end up in a situation where they are
deprived of basic accommodation in trekking trails. Respondents mentioned an extreme level of
porter discrimination based on ethnicity in the Everest region. Porters are at the lower hierarchy of
the trekking industry, and in addition, they face caste-based discrimination, which represents a

severe form of marginalization. Besides hotel owners, trekking agencies also discriminate against

62



porters based on their level in the hierarchy of trekking labour. According to our respondents,
companies often have rules that do not allow porters to interact with guests, as R1 stated:
“porters don't talk much to the guests because trekking companies do not allow porters to speak
and share information with the guests” (R1, pos. 43). Some trekking companies have their own

rules that do not allow porters to even speak to foreign guests.

In addition, international platforms also sometimes enforce caste-based bias when it comes to
acknowledging the contribution and experiences of guides and porters. R11, stating “At the end of
the day, they chose the Serpa........I thought an international-level company wouldn't bias me
because of my caste and they did that at the end of the day” (R11, pos. 47) recalled how a popular
international company preferred someone with less experience and contribution in the trekking
industry from the Himalayan ethnicity instead of her. The analysis of information illustrates that
every guide and porter faces different types of challenges based on their place of origin, ethnicity,

caste, educational background, and their position in the trekking labor hierarchy.

Overall, the interviews show that the tourism job market is not uniform across gender and ethnicity.
The interviews illustrate that men and women both face privilege and exclusion from the trekking
industry depending on their caste, ethnicity, and regional background. And when these inequalities
intersect with gender, then some women are even more marginalized than others. This theme
depicts that not all women are disadvantaged and not all men are advantaged in entering the
trekking job market. The interviews indicate that caste and ethnicity act as unofficial factors that
make it easier to access training, trekking jobs, and recognition rather than interpersonal skills,

competencies, and experiences.

5.2.7 Theme 7: Harassment, safety risks, and reputation building

Participants across the interviews, mainly females, talked about the significance of upholding a
good reputation, safety concerns, harassment, and ongoing vigilance. These trends demonstrate
that trekking danger is influenced by social ties and expectations in addition to environmental
factors like weather and altitude. R1 stated that although she has not experienced serious

E TS

harassment, she has experienced “teasing,” “mocking,” (R1, pos. 17) and unwelcome interactions
like being asked for phone numbers. These are examples of subtle but persistent kinds of gender-
based discomfort that impact the workplace experience. The results show that experiences of risk

and vulnerability in the trekking sector are highly gendered, encompassing social, emotional, and
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reputational risks in addition to physical hazards. Recurring codes like harassment, unwelcome
attention, safety worries, ongoing vigilance, reputational risk, and a lack of support networks gave
rise to this subject. A distinct pattern can be seen in the interviews with R2, R3, R5, and especially
R7: whereas all guides are at danger from the environment, female guides are more vulnerable due

to social expectations and gender standards.

In a similar vein, R3 makes it clear that she has encountered verbal abuse and offensive comments
from both clients and coworkers. She also emphasises that many women choose to keep quiet out
of fear of losing their jobs and the absence of robust reporting mechanisms, illustrating how
harassment is both prevalent and systemically suppressed. The gendered character of workplace
susceptibility and risk is further supported by male respondent R2, who admits that “/ have
witnessed verbal abuse of female coworkers by clients occasionally even by other guides. It is
extremely uncommon for men” (R2, pos. 32). Respondents stress that women experience increased
safety worries and ongoing vigilance in addition to direct harassment, especially when travelling,
lodging, or working in male-dominated contexts. In order to prevent potentially dangerous or
uncomfortable circumstances, female guides explain that they must constantly check their
surroundings, interactions, and behavior. This suggests that safety is not structurally guaranteed
but rather individually controlled. Respondents emphasize that women's professional identities are
frequently evaluated based on moral and social standards rather than performance, which is

strongly related to more general worries about reputation.

R5 clearly highlights this issue, stating that “there are social and emotional hazards... sometimes
it comes from clients... at other times from coworkers” (RS, pos. 31) indicating that workplace
risks also emerge through interpersonal interactions. It highlights that workplace risks are not
limited to trekking conditions but include interpersonal interactions. This suggests that female
guides must manage both environmental and interpersonal risks. As R5 explains, “I strive to keep
a professional distance and remain vigilant at all times” (RS, pos. 31), highlighting the need for
constant awareness. This indicates that safety extends beyond physical protection to include
reputational concerns. As RS explains, “For women, however, it takes on a different meaning that
is connected to reputation and morality” (RS, pos. 27), demonstrating how women’s behaviour is
continuously evaluated within social contexts. This demonstrates that danger affects women's

social status and is not just immediate or physical but also long-term and symbolic.
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The descriptions of R3 and R5 show similar, but less overt, worries. While acknowledging that
female guides frequently deal with awkward or inappropriate behaviour, R3 points out that these
problems aren't generally mentioned in public. This implies a degree of silence and normalization
regarding harassment. Similarly, R4 notes that women need to be “carefill ”in their contacts and
behaviour, suggesting that they are aware of potential concerns even though they aren't always
mentioned explicitly. These testimonies show that vulnerability can also be conveyed through
expectation and caution, which influences how women negotiate their workplace, rather than just

through direct experiences.

Male violence appeared throughout the interviews as a normalized part of women’s working lives,
aligning closely with Walby’s fourth patriarchal structure. Several female guides described
inappropriate behavior from male tourists, with R9 explaining that some tourists would “tease or
behave inappropriately,” and R6 recalling similar experiences during treks. This was compounded
by colleague-based pressure: R9 described receiving repeated dating requests, while R11
recounted situations where room arrangements were deliberately cancelled so she would be forced
to share accommodation with male staff. Alcohol-mediated harassment also emerged as a recurring

issue, with R9 noting that “drunk hotel workers” often made her feel unsafe.

In addition, women experienced intimidation from male peers; R1 described being teased and
policed for her behavior, while R2 and R3 witnessed or experienced bullying from male guides.
Even clients contributed to this hostile environment, with R3 recalling disrespectful or verbally
abusive remarks from trekkers. These incidents were rarely reported, as women feared losing
future work opportunities. RS explained that “speaking up could affect my job,” (RS, pos.32) and
R3 similarly chose to remain silent to avoid retaliation. Together, these accounts show how
harassment operates through everyday interactions, intimidation, and the threat of professional

consequences.

The viewpoint of male participant R2, on the other hand, shows a distinct perception of risk. He
acknowledges that hiking can be emotionally and physically taxing, but he makes no mention of
harassment, reputational damage, or behavioral limitations. Rather, he concentrates on handling
client safety and emotional circumstances, saying that guides occasionally need to behave “like a
therapist” (R2, pos. 22). This distinction is important from an analytical standpoint. The lack of

gender-related risk in R2's explanation emphasizes the unequal distribution of vulnerability in the
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trekking industry. Men face logistical and physical dangers, but they do not have to deal with the
same degree of societal scrutiny or personal safety issues as women. R5’s account highlights
another important aspect of gendered vulnerability related to the working environment. She
explains that “there are social and emotional hazard sometimes it comes from the client, at other
times from coworkers” (RS, pos. 17), showing that challenges in trekking are not only physical but
also shaped by interactions and surroundings. In addition, she notes that “I strive to keep a
professional distance and remain vigilant at all times,” indicating that women must constantly
manage their behaviour to maintain safety in these environments. Similarly, R1 describes the
discomfort of working in male-dominated spaces, stating that “they look at me like they have never
seen a woman. I feel quite awkward,” (R1, pos .85), highlighting how shared environments can
create unease for female guides. These accounts show that the trekking environment, including
interactions, living arrangements, and social expectations, can place additional physical and

emotional pressure on women compared to men.

According to the research, these difficulties are not just personal but also connected to more
general structural issues in the trekking sector. The system itself may encourage male participation,
as evidenced by respondents' descriptions of unequal access to opportunities and disparities in how
men and women are treated. The assumption that female guides work in an environment that does
not adequately meet their needs is supported by R3 and R5's more general comments of discomfort,
safety awareness, and social pressure, even though they do not go into as much detail about

physical difficulties. This supports the idea that vulnerability is both experienced and structural.

Additionally, respondents point out that reputation frequently takes precedence over skill in
determining women's possibilities since participation becomes contingent on being viewed as
"respectable." This is clear from reports in which female guides discuss the necessity of keeping a
safe distance from clients, limiting intimate encounters, and avoiding potentially misconstrued
situations, all of which are typical aspects of guiding employment. Male respondents, on the other
hand, claim that their employment is rarely morally scrutinised because travelling, dealing with
foreigners, and being away from home are all regarded as acceptable and normal for males, so
maintaining a blatant double standard. As women deal with both immediate risks and long-term
reputational repercussions, this disparity demonstrates that harassment and safety risks are not only

physical but also social and symbolic.
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The absence of institutional backing is evident in participants’ accounts. R3 highlights that “there
was no strong support system,”” and that “women's fear of being accused or losing their jobs made
reporting challenging,” (R3, pos. 30) indicating why harassment often remains unreported.
Although they don't say it directly, R3 and RS5's stories point to a similar lack of established
frameworks for handling harassment or gender-specific dangers. This suggests that female guides
frequently have to handle these vulnerabilities on their own without sufficient systemic or

organizational support.

Regarding the research topic, the results show that patriarchy and cultural norms create unequal
risk exposure, which shapes gendered experiences. Even though men and women work in the same
physical setting, harassment, societal criticism, and institutional indifference present additional
difficulties for women. These types of vulnerability are not coincidental; rather, they stem from
more general gender norms that govern women's conduct and restrict their sense of security. In
general, this theme emphasizes that risk in the trekking business is not just physical but also
gendered and socially created. To remain professional, female guides must manage a variety of
vulnerabilities, including emotional, social, and environmental ones. Male guides, on the other
hand, are mainly protected from these extra demands, perpetuating a system in which inequality

is perpetuated by unequal exposure to risk and unequal accountability for risk management.

Men and women have distinct experiences as a result of these circumstances, and female guides
encounter additional difficulties with regard to safety, harassment, and reputation. Patriarchal
control over women’s bodies was a recurring pattern in the interviews, aligning closely with
Walby’s sixth structure. Women’s bodies were consistently framed as sites of vulnerability
requiring protection, yet no institutional mechanisms existed to ensure their safety; as R11 noted,
even when harassment occurred, “there will be no one to protect you so you have to protect
yourself” (R11, pos. 61). Several respondents also described situations where room cancellations
or logistical manipulations forced male—female cohabitation, creating conditions of implicit sexual
compulsion; R11 recalled being placed in a room with a male colleague after a “There were times
when my room arrangements were cancelled, and I was expected to share spaces with male
colleagues, which made me feel very uncomfortable and unsafe” (R9, pos. 38), while R9 described
similar pressure during treks. Alongside these risks, women working with foreign clients were
subject to heightened moral-sexual surveillance, with their professionalism judged through

assumptions about sexual availability or impropriety (R3, RS, R12).
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The results demonstrate how these risks arise from commonplace circumstances such customer
encounters, behavioural expectations, and a lack of institutional protection. Women must therefore
simultaneously manage social and physical threats, which affects their capacity to work, feel
comfortable, and pursue careers. The study reveals that working in Nepal's trekking sector entails
a variety of dangers, including social and emotional risks in addition to physical difficulties,
particularly for female guides. Interactions with clients and coworkers, a lack of organisational
support, and cultural norms regarding women's behaviour and reputation are some of the elements
that influence these hazards. These include social expectations that evaluate women based on their
behaviour and reputation, the need to continuously monitor personal safety, and harassment and
awkward interactions at work. These elements affect female guides' working methods,

interpersonal interactions, and sense of safety in their line of work.

5.2.8 Theme 8: Embodied risk, bodily invisibility, menstrual management

Across interviews, participants explained their working conditions where they have to face unequal
rescue operations while they perform their responsibilities properly without proper
acknowledgement from the company. According to one of our respondents, R7, stated, “Special
rescue for employees is given only in very rare cases” (R7, pos. 4), explaining how emergency
evacuation for employees is very rare and how guides and porters have to return on their own
through the trail while guests are evacuated using a helicopter. Respondents also explained that
small and emerging companies provide very few facilities to the workers, while well-established
companies have better core values and focus on the well-being of their employees, provide proper
insurance, and conduct emergency evacuation for guides and porters. One of our respondents R11
recalled her bitter experience in the Everest region: “Many companies leave their porters to die at
a high altitude. I have seen it with my own eyes in the Everest region. Many porters have altitude
sickness at high altitude, and some companies take their porters to the nearby health post and
move ahead. While some companies leave their porters where they have fallen sick to die there at
a high altitude without taking them to a certain place like health posts or teahouses and move on”
(R11, pos. 57). According to interviews, trekking companies often charge trekkers for insurance
for the trekking team, however, porters are often not covered in the insurance and “They say that
the porters have insurance but whenever there is a mishap, it is time to claim the insurance. I have

seen many companies reject the case” (R11, pos. 57). These practices of trekking companies show
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how companies treat trekkers as a source of income and value their safety and well-being, and on

the other hand, they treat the bodies of guides and porters as a resource to be used up.

Beyond physical risks, guides and porters also suffer emotionally. They hide their emotions and
continue their responsibilities. A male trekking-guide (R7) stated: “Our mind is not really happy...
we keep these kinds of things inside” (R7, pos.36), depicting how guides suppress their mental and
physical distress because of reasons like their family would not worry about them, their clients feel
safe and protected by them, and the trip continues smoothly. Whereas one of the female guides
(R12) stated that: “Since I am aware that [ am representing women in this sector as well as myself,
I am unable to react emotionally” (R12, pos.24). These statements of participants R7 and R12
shows how male guides hide their emotions just to act masculine, but female guides have to hide
their emotions to maintain masculine norms related to their job, as well as to prove that women

are equally capable of working in this sector.

The available accommodation facilities in the trails also reinforce inequality between trekkers and
trekking workers. According to male respondents, they have to accommodate to the available space
in tea houses or hotels. A male freelance guide stated that “they never allow us to sleep on the beds
meant for guests inside the hotel. .Honestly, when I talk or write about these things, it makes me
feel very humiliated and regretful. .Hotels are mainly for the guests. Sometimes we have to sleep
in the dining area itself. By dining area, I mean sometimes sleeping on tables or benches.
Sometimes theres just a shed andthe rooms are also in poor condition. It’s basically
Jjust survival” (R7, pos.22). Participants explained how they have to accommodate in dining halls,
on the floor, and on benches, and are not allowed to sleep in rooms that are designated for tourists.
Respondent R6 explained the lack of accommodation, toilet access and privacy concerns in high
altitudes and explained the ease of accommodating men, and also mentioned it as “one of the
reasons why men are more commonly recommended for high-altitude trekking, as accommodation
arrangements are easier to manage” (R6, pos.12). In popular regions, porters have a separate
house called the porter house and are not allowed to sleep in the tea house or hotels. A male
trekking guide and climber, Respondent R6, mentioned how accommodation for female guides
and porters is provided, stating, “We usually try to arrange separate rooms for female guides and
porters” (R6, pos.12). Female guides also stated that they had no problem finding rooms because
“hotel owners are also concerned about the health and safety of the female guides” (R11, pos.

55). According to female guides R1, R9, R11, they had difficulties in a few places, with limited
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tea houses and hotels in peak seasons; otherwise, they have always had good accommodation
facilities. But in the context of porters, accommodation and fooding provisions get different
depending on the company or the guest one works for. Respondent R7, a male freelance guide,
stated that porters have to pay for their food and accommodation throughout the trip. However,
according to Respondent 11, a female guide working in a well-established company, assistant
guides and porters are provided free food if the guests eat from the menu, and the treatment from
tea houses also depends on the trekking package, the relationship between the hotel and trekking
company, as well as the expenses of tourists. This illustrates that workers working in well-
established companies receive better facilities not only in terms of compensation but also in trails,

from accommodation providers.

In addition, female guides and porters face menstruation management issues. Our female
respondents explained their hardship during menstruation on trails. One of our respondents, R10,
explained difficulty during the menstrual cycle: “Your body becomes very tired, and even walking
becomes difficult. The trails are tough, and the conditions can be physically exhausting” (R10,
pos.50). Beyond this physical pain lies another challenge, which females face in high altitudes, i.e.
proper disposal of feminine hygiene products and lack of basic necessities to keep themselves
clean. A female guide R11 describes her experience: “We face periods every month. There are no
proper places to dispose in high altitude. There is not enough water to keep our private parts
clean” (R11, pos 71). The participant also explained how reusable pads are not feasible for
mountains. According to respondent 11, guides and porters have become self-conscious of the
environmental impacts of sanitary pads and the lack of proper disposal facilities in the mountains,
and as a result, female guides and porters have started using menstrual cups. Respondent also
emphasized the bodily exclusion from training institutions, as menstrual hygiene and female safety
are not provided for guides. Respondent 11 recalled her training days: “Very basic things are taught
in a way that doesn't feel relevant—for example, doctors coming in to teach simple hygiene or
things like cutting nails, which don t really match the level expected in professional training” (R11,
pos. 71). Even in women-focused trekking guide trainings, similar things are taught. This depicts
how curriculum, training practices, and infrastructures on the trails are designed for males who do

not menstruate every month.

On the porter level, female porters, one of the most marginalized groups in trekking labor, have to

overcome challenging trails, heavy loads, and periods. They endure the pain and sufferings silently,
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carrying heavy loads, yet their discomfort is not acknowledged. R12 recalled an incident of a
female porter guide: “She didn't have enough supplies. We were lodging at a simple lodge with
very few amenities. The restrooms were unhygienic and lacked a suitable privacy area. She didn't
say much since she didn't want to cause difficulty or appear weak, even though it was obvious that
she wasn't comfortable” (R12, pos. 42). This illustrates how female porters endure their difficulties
silently, yet act tough and strong to ensure that they are fit for the physically demanding job of a

porter.

The link between climate change-induced risks and the prove-it burden faced by female guides
also emerged from interviews. Respondents R1, R9, R11 and R12 all mentioned how climatic
conditions have reversed the popular trekking seasons, with respondent 10 mentioning the
alteration in the destination itself. Respondents explained changing weather patterns and natural
disasters like snowfall, floods, landslides, and injuries and deaths caused by these unexpected
disasters during peak trekking seasons in recent years. These situations further complicate guiding
for guides as they need to make proper plans and escort the team safely and continue the trekking
because returning is not always possible. Guides have to prove their skills and competencies in

such a crisis, especially female guides face even more pressure to prove their ability as a leader.

Embodied distress was also routinely concealed: R7 explained that both male and female workers
suppressed pain due to a culture of silent resilience, while R11 noted that women hid emotional or
physical discomfort to avoid appearing weak. This silence was particularly acute for female
porters, who, as R12 described, “She didn't say much since she didn't want to cause difficulty
or appear weak, even though it was obvious that she wasn't comfortable” (R12, pos. 42) when
experiencing menstrual pain. Menstrual invisibility in training programs, where female bodily
needs were absent from course design, leaving women to manage menstrual hygiene privately and
without support altogether,_shows how patriarchal sexuality, Walby’s sixth structure, operates
through the regulation, surveillance, and erasure of women’s bodies, shaping their everyday
experiences and vulnerabilities within trekking. Across interviews, trekking was repeatedly framed
as a masculine domain requiring physical strength, with women’s bodies implicitly positioned as
less suited for mountain work (RS, R7, R12). This cultural framing was reinforced through moral
policing of women’s mobility: female guides were labelled “f0oo0 modern” or “too open,” and their
reputation became a proxy for moral character rather than professional competence (R3, R5, R12).

As several women explained, “Our reputation is more impacted by this than our productivity.
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Trekking is a respectable occupation for men, but it frequently becomes a moral dilemma for

women” (R12, pos. 30) whereas men were evaluated primarily on productivity (RS, R12).

The analysis of interviews depicted that though trekking guides and porters are the backbone of
the trekking industry, their physical and mental well-being is often compromised. Trekking guides
and porters have a risky and physically demanding job just to ensure the safety and comfort of the
guests, but their safety and comfort are often ignored. According to the interviews, guides and
porters are often neglected during emergency rescue. One of the major issues that emerged from
the interviews is rescue inequality. In high-altitude environments, employees are often left behind

or are not rescued if they have high-altitude sickness or any other health-related problems.

5.2.9 Theme 9: Structural inequalities, industry precarity, and institutional reform

A major pattern emerging from the interviews was the seasonal and informal nature of trekking
employment. Participants described working across multiple companies without long-term
contracts or employment security. As R7 explained, “Even guides themselves are not really
permanent. One guide may work for two or four different companies.” (R7, pos.18) These
responses illustrate how trekking labor operates within hazardous employment arrangements in
which workers continuously move among companies, seasons, and trekking assignments without
stable institutional protection. From an interpretivist standpoint, participants understood this
instability as a normalized feature of trekking work rather than an exceptional condition, reflecting

how insecurity has become socially embedded within the industry itself.

Participants also described significant wage inequalities and economic insecurity despite the
physically demanding nature of trekking labor. Respondents noted that government wage
standards often existed only formally and were rarely implemented in practice. R7 further
explained that “Many people were still working for just five hundred rupees a day,” (R7, pos. 20),
despite official wage rates being considerably higher. Several participants further described how
guides and porters frequently covered food and personal expenses themselves during treks. These
experiences demonstrate how economic risk is transferred from companies to workers, reinforcing
unequal labor relations within the trekking economy. Another important dimension of structural
inequality was the culture of tip dependency. Participants explained that tips from tourists were
often viewed as the primary source of income rather than company salaries. As R7 noted, “What

motivates them is not the company salary, but the expectation that ‘tips will come later” (R7, pos.
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20). This reflects how inadequate wages become socially normalized through the moral framing
of tips as generosity rather than compensation for structural wage deficiencies. Participants
interpreted tips simultaneously as necessary for survival and as evidence of unstable labor
conditions. Participants also described how hiring practices were shaped by kinship networks and
personal connections rather than transparent criteria. R7 explained that “The guide selects people
according to their own preference... office doesn t interfere much,” (R7, pos. 18) indicating how
workers interpret hiring as a system governed by informal relationships rather than merit. This
form of nepotism not only limits opportunities for newcomers but also reinforces existing
hierarchies within the trekking labor market. This statement show how informal hiring practices

reproduce ethnic and social hierarchies.

Another significant dimension of structural inequality was the unequal distribution of value within
the global tourism economy. Respondent described how international companies captured most of
the tourist spending, leaving only a small portion for Nepali workers. As R7 stated, “Trekkers
contact international companies... multiple channels, only some part comes to Nepal.” (R7, pos.
62). This interpretation reflects workers’ awareness of their marginal position within global
tourism chains, where they perform the physical labor but receive only a fraction of the economic
benefits. Participants also highlighted the burdens imposed by state systems, such as TIMS
(Trekkers’ Information Management System), and by checkpoint regulations. Freelancers
described being forced to pay offices despite holding valid licenses, with R7 explaining, “I had to
connect with an office, pay money... they did not care whether I had insurance.” (R7, pos. 60)
These accounts show how workers interpret state mechanisms as gatekeeping tools that reinforce
dependency on agencies rather than supporting independent labor. Across the interviews,
participants expressed frustration with the gap between official regulations and actual practice.
Insurance requirements, safety policies, and wage standards existed on paper but were rarely
implemented. As R7 noted, “These regulations are there officially, but in practice, they are rarely
implemented” (R7, pos. 4). Workers interpreted this regulatory vacuum as a sign of weak state
accountability, where enforcement is inconsistent, and workers bear the consequences of

institutional neglect.

For female participants, structural inequality also emerged through limited visibility and
recognition within the trekking industry. Several women explained that many international

trekkers were unaware that female trekking guides even existed in Nepal. R1 noted, “A lot of
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trekkers do not know that there are female guides available in Nepal” (R1, pos. 73). This lack of
visibility contributes to lower demand for female guides and reinforces broader gender inequalities
within trekking labor. R3 added that “Many were taken aback. Some questioned if I had sufficient
strength or experience. Compared to male guides, I was asked more questions. They eventually
came to respect me after seeing my work. However, gender always had an impact on the initial
impression.” (R3, pos. 16). RS further described how “Men are often hired by most agencies,
especially for jobs that are perceived as physically demanding.” (RS, pos. 15). These
interpretations show how gendered assumptions shape access to opportunities. Despite these
challenges, several participants articulated clear reform agendas. They called for stronger
regulation, better training, mental health support, and gender-sensitive policies. R11 emphasized
the need for accountability, stating that “There should be clear rules, whether it is misconduct by
a male or a female, such matters should not be ignored” (R11, pos. 73). These narratives show
how workers interpret reform not as abstract policy but as a necessary condition for dignity, safety,
and fairness in their professional lives. Finally, migration emerged as a response to structural
vulnerability and limited long-term opportunities within Nepal’s trekking sector. R3 described
migrating to Denmark because “more chances were available,” (R3, pos. 32), interpreting
migration not simply as economic mobility but as an attempt to escape restrictive labor structures,
gender limitations, and unstable working conditions within Nepal’s tourism industry. These

statements show how migration becomes a structural critique of the industry itself.

Participants consistently described the state as largely absent in protecting trekking workers,
reflecting Walby’s third patriarchal structure. Although minimum wages and insurance
requirements formally exist, respondents explained that these regulations are rarely enforced in
practice; as R7 noted, “The government has fixed wages, so much for guides, so much for porters,
but if companies do not follow these rules, it shows a lack of enforcement. It feels like a web, a
complex system of tourism activities that even government ministers may not fully understand”,
(R7, pos. 56). This regulatory vacuum was further reinforced through state infrastructures such as
TIMS and checkpoint systems, which compelled licensed freelancers to pay agencies simply to
operate, thereby strengthening intermediary power rather than supporting independent workers
(R7). Moreover, women highlighted the complete absence of gender-specific policies addressing
harassment or safety, with R3 and R11 emphasizing that no institutional mechanisms exist to

protect female guides or ensure their inclusion. This lack of state support was mirrored in training
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systems: although Nepal Academy of Tourism, Hotel and Mountaineering (NATHM) issues
official licenses, participants explained that no placement or job-matching infrastructure exists,
meaning that opportunities depend heavily on social networks rather than merit (R7). Additionally,
respondents described an institutional silence around grievances; harassment incidents were
absorbed individually because no formal reporting pathways were available (R2, R3, R11). Even
companies that marketed themselves as ‘“female-oriented” failed to act on complaints,
demonstrating selective enforcement and a gap between rhetoric and practice (R11). Together,
these accounts show how the state’s weak enforcement, institutional neglect, and gender-blind

policies contribute to sustaining patriarchal labor conditions within trekking.

5.3 Cross-theme relationship

The emerged themes capture gendered experiences of guides in the Nepalese trekking industry.
All these themes are not isolated findings from separate causes. The whole career-life cycle of a
guide is depicted by themes which starts from Theme 1, entry barriers like family gatekeeping.
Women are constrained by family members even before they reach the professional sector. Theme
5 is also related here. Females are expected from their childhood to act in a modest way and are
often expected to perform domestic chores. Their decisions are controlled by family members,
while men are not expected to do household chores and their professional decisions are supported
by family members. Because of this prevalent patriarchal system, the family restricts the mobility
of women and constrains women from entering this field. Theme 1 depicts that women have to
first convince their family members to start their career in this sector and often this approval is
conditional on the income of the female guides. They are allowed to work as long as they earn a

good amount of money or are in a better position by their family members.

After crossing the family gatekeeping and entry barriers, women enter the professional sector
where they are provided with training that is designed for men, as the field is dominated by males,
which is reflected in Theme 2, training and opportunity inequality. Training and working
opportunity inequality is further compounded by Theme 6, caste and ethnicity, where men and
women belonging to the Himalayan caste are advantaged, while those from the Brahmin-Chettri
and Newars are disadvantaged. Female guides and porters from the lowlands with Brahmin-Chettri
or Newar ethnicity are the most marginalized in getting training and work opportunities. Theme

3, illustrates that even after entering the profession, female guides and porters have to face
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workplace inequality and constantly prove that they are capable of leading a team and working in
the field. In addition to the professional responsibilities, Theme 5 reflects the double burden and
marriage as a factor to end the career. Guides, especially females, have to handle household
responsibilities. Men can just assist and provide financial support but women have to be involved
in household chores and family businesses. As a result, married female guides are rarely allowed
to continue their job. Even partners who have insider knowledge of the trekking industry restrict

female guides and porters from opting out of their jobs after marriage.

Theme 7, harassment, illustrates that female workers are harassed by their colleagues. Theme 9,
precarity, reinforces this because there is no system where women can complain and get support.
Some well-established companies have better values and act on such cases, but often, companies
do not act strictly on such cases. Women also stay silent because sometimes it may even damage
their social image, and they endure harassment silently. Another reinforcing loop exists between
Theme 3, prove-it burdens, and Theme 8, embodied risk. Trekking guides and porter guides
constantly endure mental and physical distress while continuously proving that they are okay. In
the case of female guides and porters, the level of endurance is more demanding as they face
menstrual discomfort and cramps in remote areas with limited privacy and disposal facilities, with
a heavy burden of proving themselves. In addition, Theme 4, emotional labor, reflects the invisible
labor of guides and porters, like motivating, maintaining calm, handling clients’ emotional
situations, which are often unrecognized by companies as well as the trekking industry. Overall,
these themes work together to depict the clear picture of the current trekking industry of Nepal.
The themes illustrate how guides and porters are navigating and working on the structural

challenges of this industry in Nepal.
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CHAPTER VI

FINDINGS AND DISCUSSION

6.1 Gendered barriers to entering the trekking profession

This study illustrates that women’s entry into the trekking industry of Nepal are constrained by
family gatekeeping, early gendered roles socialization and societal expectations. The factors like
aspirations, experiences or skills do not shape the entry of women in the tourism sector but are
rather shaped by patriarchal control of family and society. The female respondents mentioned the
way family, relatives and society questioned their career decisions, morality, marriageability and
safety, whereas male participants were supported by the family members and their career decisions
were not questioned but treated as natural. This finding aligns with Hillman, (2019) and Hillman
and Radel, (2022) that the biggest barrier women face comes from the family, societal expectations
and patriarchal norms as these elements shape what is acceptable and respectable for women to
do, restricting their mobility. The statements of respondent R1 on how her mother’s opinion was
in terms of her professional decision, “it's difficult for a girl to go on a trip alone and guide
foreigners or unknown people. She used to doubt my ability to guide trekkers and trekking groups,
whether [ would be able to guide them or handle complex situations on my own” (R1, pos. 8), R9’s
statement “my mom was totally against it” (R9, pos. 6) though her father and uncle were veteran
guide, depict the clear picture how female family member reinforce patriarchal norms gatekeeping

their daughters from entering trekking industry.

The findings also align Dahal, Topping, and Levy, (2021) and Evans and Anderson, (2018). Dahal,
Topping, and Levy, (2021) found that women’s mobility is restricted by family and societal
surveillance from a young age, shaping their personal and professional decisions. Our study
extends this in the context of the trekking industry. The way patriarchal and gender norms were
the major reasons behind school dropouts in Dahal, Topping, and Levy, (2021), similar barriers
were restricting the mobility of women and their entry to the trekking guide and porter profession.
In the context of the North American trekking industry, Evans and Anderson, (2018), found that
social expectations and gendered roles and norms delayed the entry of women into the trekking
profession in North America. A similar pattern was confirmed in Nepal as well, but the difference

is that primary gatekeepers are the family members and societal judgment in Nepal, while in North
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America, professional barriers, networks, and certification systems were the primary gatekeepers.
According to Walby, (1989), this finding depicts that patriarchal norms are enforced inside a
family, where female members, especially mothers, reinforce and pass on the same partiachal

beliefs and gender norms they were taught.

The findings also add new insights into family acceptance and marriageability. Existing studies by
Hillman, (2019) and Upadhyay, (2021), document the family restriction acting as a barrier keeping
females from joining the trekking profession. This study expands this by adding an emerging
concept that family members start accepting the mobility and professional decisions of their
daughters once they start earning better earnings or after their professional success. However, the
support is not a permanent shift in gender norms and patriarchal beliefs. This study also adds to
the existing literature that marriageability acts as one of the factors constraining women from
entering or continuing trekking guide or porter profession, with families and relatives questioning
“who will marry you later ”(RS, pos. 11) or recommending daughters to leave their profession,
saying “Relatives were like you are a girl you should get married at this age. They even
recommended me to get married and to go abroad to seek career opportunities.....I was told to do

this, do that, or get married and leave” (R1, pos. 61& 63).

Existing literature found that women with a family background in tourism have easier access to
the trekking industry and get better opportunities (Upadhyay, 2021). Female respondents with a
family background in the trekking industry (R4 and R8) had better insider knowledge, but the entry
restriction faced by R9 diverges from the finding of Upadhyay, (2021). R9 faced an entry barrier
from her mother, despite her father and uncle being experts and having been working in the
trekking industry for more than 15 years. In addition, the coping strategy of female guides to avoid
family gatekeeping is unique to existing studies and reflects both agency and loss. R1 stated, “/
have cut off everything from my family. It's better not to listen to them” (R1, pos. 67), illustrating
freedom yet emotional disconnection, isolation, and personal sacrifice to continue their career

pathway.

78



6.2 Training and opportunity inequality

The results of this study directly address the main research question of how cultural norms and
patriarchy shape gendered experiences by offering compelling evidence that training and
opportunity inequality within Nepal's trekking industry is structurally embedded rather than
individually determined. The findings show that access to training, skill development, and
employment opportunities is not equally distributed but rather is shaped by gendered institutional

structures, informal labour systems, and socio-cultural hierarchies.

This study's main contribution is to show that training programs themselves are not impartial
inclusionary vehicles but rather mirror the gender disparities that currently exist in the sector. As
evidenced by presumptions about physical aptitude, equipment, and instructional methods, female
respondents consistently observed that training environments are implicitly designed for male
participation. Walby's (1989) theory of patriarchal relations in paid labour, which contends that
institutional frameworks frequently favour men by aligning work systems with masculine norms,
hence marginalising women, is substantially supported by this study. Although prior research has
frequently presented training as a means of empowerment in the tourism industry (Scheyvens,
2000), the results of this study cast doubt on this notion by demonstrating that training may also

serve as a site of exclusion where access is unequally distributed.

Additionally, the study shows that alternate or parallel training systems especially NGO-led or
women-focused programs often mediate women's access to the trekking profession. While
programs like the Pasang Lhamu Foundation and Three Summits for Nepal offer crucial entrance
points for women, they also highlight a more fundamental structural problem: the inaccessibility
of mainstream institutions. In this approach, women are routed through segregated channels rather
than completely integrated into dominating systems, perpetuating inequality rather than
eradicating it. By demonstrating that such reproduction takes place even at the level of training
infrastructure, our finding expands on the Gender and Tourism literature (Ferguson, 2011), which
contends that tourism frequently reproduces gender inequality. This study adds to this literature by
showing that such reproduction occurs specifically at the level of training access and entry

pathways.

The findings also reveal important differences in the quality and relevance of training, which is an

area that has received limited attention in existing research. Respondents describe that some
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women-focused programs emphasise practical learning, while formal institutions tend to focus
more heavily on theory. At the same time, participants identify significant gaps in training content,
particularly in areas such as safety, emotional resilience, and gender-specific needs. However,
respondents point out serious content shortages even within these systems, especially in areas like
safety, emotional resilience, and needs unique to women (like menstrual management). This is in
line with the larger criticism found in Gender and Tourism Theory (Aitchison, 2001), which
contends that training programs frequently fail to take into account the lived experiences of women
because they are founded on masculine preconceptions about the nature of labour. As a result,

inequality affects not just access but also the suitability and relevance of training.

Beyond training, the results point to a major structural problem: the poor relationship between
training and employment. Participants regularly state that social capital, personal connections, and
informal networks are more important in gaining employment than formal credentials. This is
consistent with the Tourism Labour Theory (Baum, 2007; Ladkin, 2011), which characterizes
employment in the tourism industry as flexible, informal, and frequently unregulated. Since
employment is governed by opaque, network-based procedures, training in this situation does not
guarantee equitable opportunity. Thus, by clearly showing that the relationship between training
and employment is not linear but rather mediated by informal power arrangements, our study adds

to the body of literature.

The results also show that caste, ethnicity, and geography all have an impact on inequality in
addition to gender. While some cultures, including the Sherpa, Gurung, and Tamang groups, have
a long history of hiking, they report having easier access to possibilities. This illustrates the idea
of intersectionality (Creswell & Poth, 2017), which describes the interactions between many types
of inequality. This study expands on this viewpoint by demonstrating the gendered and socially
stratified nature of tourism employment markets, where access is impacted by cultural and

historical positioning.

Another important issue identified is the existence of a gendered credibility gap, where training
does not translate equally into recognition and trust. Female respondents described the need to
repeatedly prove their competence, while male respondents reported being trusted more easily.
This supports Gender and Tourism Theory (Swain, 1195) which argues that authority and

leadership in tourism are socially constructed in masculine terms. As a result, even when women
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have the same training and skills, their competence is evaluated differently. From a theoretical
standpoint, these results support Walby's (1989) claim that patriarchy functions through a variety
of interconnected structures, such as institutional practices, labour systems, and cultural norms.
Additionally, by demonstrating how uncertainty and gender inequality combine to produce layered
kinds of disadvantage, the findings expand on Tourism Labour Theory. In this perspective,
inequality encompasses not just employment chances but also recognition, trust, and long-term

prospects.

Crucially, this study also points out a gap in the body of current research. Prior studies have
concentrated on boosting women's tourism engagement, but the distribution of opportunities
following entry has received less attention (UNWTO, 2019). The results indicate that training is
not enough to alleviate structural inequalities because informal practices like organisational bias
and network dependency still influence outcomes. The study also emphasises the existence of
women's agency and resistance in spite of these systemic obstacles. In addition to actively seeking
out training opportunities and investing in skill development, female respondents also actively
disrupt gender norms by entering areas that are dominated by men. The claim that participation
does not equate to equality is further supported by the fact that such agency is subject to structural

limitations and demands a great deal more work than its male equivalents.

Overall, the study shows how sociocultural hierarchies, informal labour systems, and patriarchal
norms interact to define training and opportunity inequalities in Nepal's trekking business. Training
is a complicated and contentious field where access, quality, and results are unequally distributed
rather than a straightforward route to empowerment. Therefore, in order to address this imbalance,
it is necessary to change the larger institutional and structural structures that control the distribution

of opportunities inside the business in addition to expanding access to training.

6.3 Workplace inequality and the gendered construction of authority

The results of this study show that the gendered construction of authority, where leadership, trust,
and professional recognition are not distributed equally but are instead shaped by patriarchal norms
and cultural expectations, is a fundamental cause of workplace inequality in Nepal's trekking
industry. This immediately addresses the study question by demonstrating how regular encounters
at work and organisational procedures perpetuate gender inequality. The fact that power in the

trekking sector is socially constructed as male rather than being based only on talent or knowledge
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is one of the study's main conclusions. Female respondents regularly reported that their
competency is frequently questioned, that their authority must be continuously shown, and that
their decisions are questioned. Male respondents, on the other hand, stated that their authority is
rarely questioned and is more readily accepted. This is consistent with Walby's (1989) theory of
patriarchal relations in paid work, where men predominate in positions of power and decision-
making. Additionally, this demonstrates how power works through assumptions rather than a fair

evaluation of abilities, maintaining unequal starting places for men and women.

The fact that power in the trekking sector is socially constructed as male rather than being based
only on talent or knowledge is one of the study's main conclusions. Female respondents regularly
reported that their competency is frequently questioned, that their authority must be continuously
shown, and that their decisions are questioned. Male respondents, on the other hand, stated that
their authority is rarely questioned and is more readily accepted. This is consistent with Walby's
(1989) theory of patriarchal relations in paid work, where men predominate in positions of power
and decision-making. Additionally, this demonstrates how power works through assumptions

rather than a fair evaluation of abilities, maintaining unequal starting places for men and women.

The results provide solid proof in favour of the Gender and Tourism study, which claims that skills,
strength, and leadership in the tourism industry are gendered rather than unbiased (Aitchison,
2005; Swain, 1195). Professional legitimacy is linked to gendered expectations, as evidenced by
the experiences reported by respondents, such as clients challenging the authority of female guides
or requesting, "Are you the main guide?" This implies that authority is moulded by broader cultural
views that are carried into contacts with tourists, in addition to being applied in the job. Gender,
therefore, affects how people are acknowledged and appreciated in the workplace as well as their

ability to obtain employment.

The finding of what can be called a “prove-it burden,” in which female guides must continuously
demonstrate competence in order to earn trust, is a significant addition of this study. While gender
disparity in tourism has been acknowledged in earlier research (Ferguson, 2011), this study
expands on that knowledge by demonstrating how inequality is maintained through routine
interactions and decision-making processes. Participants also described a persistent validation gap,
where identical advice was accepted only when voiced by male guides. R4 explained that “Some

male guests struggle with being led by a female guide. They sometimes question a female guide s
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authority or leadership, especially in decision-making situations,” (R4, pos. 25), highlighting the
institutional devaluation of female expertise. This was compounded by a recognition deficit, as
many trekkers were unaware that female guides even existed in Nepal. These findings extend
existing literature by demonstrating how gendered assumptions shape not only access to paid work
but also the legitimacy of women’s professional authority. This demonstrates the structural and
interactional nature of inequality, which is deeply rooted in everyday recognition and trust

behaviours.

The results also demonstrate the importance of interpersonal connections in the workplace in
maintaining inequalities. Particularly in settings where men dominate, such trekking routes and
campsites, female respondents described being laughed at, dismissed, and unsupported by male
coworkers. These exchanges serve as informal control mechanisms that maintain gender norms.
This gives credibility to Walby's theory of patriarchal culture, which maintains inequality even in
professional settings by routine actions and attitudes. Crucially, research shows that inequality is
reproduced horizontally through peer interactions in addition to being enforced from above

(institutions).

Organisational methods, especially the distribution of leadership positions, serve to further
maintain workplace inequality. According to the respondents, even when women have comparable
levels of expertise, men are more often given decision-making duties. This illustrates a pattern of
vertical discrimination in which women are restricted to less powerful roles while men occupy
higher-status roles. Although similar trends have been seen in more general tourist literature
(Baum, 2013), this study offers particular empirical data from the trekking industry, demonstrating
how these differences are reproduced in regular job environments. This implies that organisational

structures intentionally create unequal authority allocation rather than operating equitably.

The influence of client perceptions on authority is another significant discovery. Respondents
explained that although female guides must, in the beginning, demonstrate their skills, consumers
frequently trust male guides right away. This suggests that interactions between employees and
customers co-create authority in the tourism industry. This gives the investigation a more global
perspective by demonstrating how expectations and views of foreign visitors have an impact on
workplace inequality in addition to local cultural norms. This is consistent with Gender and

Tourism Theory, which highlights how larger social and international power dynamics impact
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tourism environments. The results also show that female guides are significantly impacted
emotionally and psychologically by occupational inequality. Respondents reported experiencing
stress, dissatisfaction, and tiredness as a result of feeling under pressure to work harder, be more
cautious, and continuously prove themselves. This illustrates how inequality affects confidence,
wellbeing, and professional identity on a human level in addition to being structural. Although job
circumstances are frequently the subject of tourist literature, this study emphasises the significance

of comprehending how inequality affects daily experiences and emotional labour in the workplace.

While the study focuses mostly on the difficulties faced by women, it also notes that male guides
face a different kind of pressure related to performance and leadership expectations. According to
male responders, it is expected of them to lead with assurance, control risks, and uphold authority
without displaying weakness. This implies that although males enjoy structural privilege, they are
also bound by standards of masculinity, which demand that they always act with competence and
control. This lends credence to a more comprehensive view of patriarchy as a system that moulds
both authority and accountability, even though the effects are still uneven across the sexes.
Significantly, this study fills a vacuum in the literature by focusing on how authority is created and
upheld in the workplace, whereas many studies look at women's access to tourism-related
occupations. This study demonstrates that discrimination endures even after women enter the field
since they still struggle to be acknowledged and given leadership positions. This implies that
enhancing access by itself is insufficient; workplace culture, interactions, and power dynamics also

need to be taken into consideration.

The study also emphasises women's agency and resistance in spite of these obstacles. Stereotypes
are vigorously contested by female guides, who also exert their authority and use experience to
prove their expertise. Respondents, for instance, detailed instances in which they persisted in
making decisions with assurance and eventually won clients' trust. But compared to male guides,
this procedure takes more work, which emphasises how unfair the system is. The results
demonstrate that workplace inequality in Nepal's trekking sector is caused by the systematic
framing of authority as masculine rather than just disparities in opportunity or experience. Men
are given authority more readily than women, who must earn it. This reflects larger patriarchal
practices in both cultural and organisational contexts. This demonstrates that gender inequality in
the hiking industry is systemic, enduring, and ingrained in daily activities, necessitating more

extensive reforms than individual initiatives.
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6.4 Emotional labour, care and guiding

The results of this study demonstrate that emotional labour and care are essential but mostly unseen
aspects of guiding job in Nepal's trekking business, showing that guiding involves ongoing
emotional interaction with clients in addition to technical and physical duties. This immediately
answers the study question by illustrating how gender norms affect not only power and access but
also the nature of labour itself. It also illustrates how gender affects labor roles and expectations

in the trekking industry.

One important discovery is that guiding necessitates ongoing emotional control, including helping
clients deal with tension, anxiety, weariness, and personal difficulties while trekking. Respondents,
especially R1, R3, and RS, describe circumstances in which guides have to listen to customers,
reassure them, settle disputes, and keep the group motivated. Hochschild's (1983) definition of
emotional labour, which characterises such work as the control of emotions to generate a desired
experience for others, is highly consistent with this. Trekking guides must exhibit composure,
compassion, and optimism in this setting, especially when handling emotionally and physically

taxing circumstances.

Nonetheless, this study's important conclusion is that the trekking industry largely ignores and
undervalues emotional labour. The fact that this activity is not formally incorporated in training,
assessment, or compensation systems is noted by both male and female responders. This lends
credence to the Tourism Labour Theory (Baum, 2007; Ladkin, 2011) which contends that
emotional labour in the tourism industry is frequently viewed as an informal or natural aspect of
service employment rather than a professional talent, making it invisible inside formal labour
frameworks. By demonstrating that emotional labour is not only present but also an essential
component of guiding, even in physically demanding activities like hiking, this discovery also

expands on previous research.

Significantly, the study shows that emotional work is highly gendered, with higher levels of care,
empathy, and emotional engagement anticipated of female guides. Respondents frequently discuss
how women are held to higher standards because they are perceived as "more understanding,"
"more patient," and "naturally caring." This is consistent with more general claims made in the
literature on gender and tourism (Aitchison, 2001; Ferguson, 2011), which contend that women

are frequently recruited for caregiving positions in the travel industry, hence perpetuating
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conventional gender stereotypes. sineeBecause of this, female guides have a heavier workload than
male guides since they have a dual function that combines technical guiding with emotional
caregiving. Male respondents, on the other hand, recognise the existence of emotional labour but
present it in a different way, frequently as a situational or secondary duty rather than a crucial
component of their work. R2, for instance, talks about guides behaving as "therapists," but this
isn't thought to be a distinguishing characteristic of the position. This discrepancy supports the
notion that emotional labour is feminised and thus underappreciated by highlighting how it is
unequally allocated and differently perceived based on gender. This research adds to the body of
literature by demonstrating that emotional labour is still gendered and concealed, even in

physically demanding fields.

This study's assessment of emotional labour as both a strength and a burden is another significant
contribution. Respondents discuss how developing an emotional bond with clients enhances the
trekking experience and fosters trust, both of which can be viewed as a competitive advantage.
However, there is additional strain, especially for female guides, to consistently offer emotional
support while juggling personal stress and physical exhaustion. This illustrates the hidden
consequences of this kind of work and supports Hochschild (1983) claim that emotional labour
can result in emotional strain and tiredness when it is not acknowledged or encouraged. The results
also demonstrate the close relationship between professional identity and aspirations and
emotional labour. According to female responders, it's important to strike a balance between
emotional support and upholding authority because being very assertive could go against gender
norms and being overly caring could diminish professionalism. This leads to a conflict between
leadership and caring that is rarely addressed in travel literature. Therefore, by demonstrating how
emotional labour is connected to power, authority, and gender norms in the workplace in addition

to being about service, this study adds fresh perspective.

From a theoretical standpoint, the results provide compelling evidence for Walby's (1989) theory
of patriarchal culture, in which societal norms dictate proper conduct for both men and women. In
this instance, men are linked to leadership and control, while women are expected to be
compassionate and emotionally supportive. Even while emotional labour is crucial for client
pleasure, it is frequently left out of formal acknowledgement in service industries, which is why

Tourism Labour Theory helps explain why this job is still underappreciated.
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Significantly, this study points to a research void. The significance of emotional labour in
influencing workers' experiences has received less attention in tourism studies than the economic
components of employment, especially in adventure tourism situations like trekking. This study
shows that emotional labour is not a little part of directing, but rather a crucial and defining feature
that requires more attention in both research and practice. Despite these difficulties, respondents
exhibit agency and flexibility by creating their own strategies for handling emotional demands,
fostering client connections, and negotiating expectations. However, because female guides still
bear a disproportionate amount of emotional labour, this organization does not completely

eradicate inequity.

The interview illustrates that gendered and underappreciated emotional work is in Nepal's trekking
business. It is gendered since women are expected to perform more of it, undervalued because it
is not officially recognised or paid, and crucial because it promotes client experience and safety.
This demonstrates that the structural aspect of gender discrimination in the trekking sector is
reinforced by the fact that it affects not only access and power but also the definition and value of

employment.

6.5 Domestic patriarchy, double burden, and marriage as labor exit

The findings of this study show that domestic patriarchy plays a central role in shaping women’s
participation, continuity, and everyday experiences in the trekking profession. The theme Domestic
Patriarchy, Double Burden, and Marriage as Labor Exit, demonstrates how patriarchal norms
within the household regulate women’s mobility, labor roles, and professional identities. From an
interpretivist perspective, participants’ statements reveal that the household is not merely a private

space but a powerful site where gender norms are produced, negotiated, and emotionally felt.

A key finding is the persistent double burden experienced by female guides. Women consistently
described how returning home from physically demanding treks did not reduce their domestic
responsibilities. RS explained that she was “expected to resume all of her duties right away,
including cooking, cleaning, and looking after her family” (RS, pos. 29). These findings align with
previous research suggesting that women’s entry into paid tourism work rarely reduces
expectations surrounding unpaid domestic labor (Aitchison, 2001; Ferguson, 2011). Through
Walby’s patriarchal mode of production, this double burden reflects how women’s unpaid labor

continues to sustain household functioning even when they contribute economically through

87



guiding. In contrast, male participants described domestic life as enabling rather than restricting.
One male guide R7 noted that his wife managed their shop during the off-season, allowing him to
accept long treks: “Because of this support, I can take long treks” (R7, pos. 64). This contrast
illustrates how men interpret the household as a site of stability and support, while women interpret
it as a site of obligation and surveillance. These findings are consistent with Gender and Tourism
Theory, which argues that tourism labor is shaped by gendered expectations that position women

as caregivers regardless of their professional roles.

This also reveals how family hierarchy and birth order intensify women’s domestic
responsibilities. R1 described being the eldest daughter and therefore responsible for both the
family café and household duties, even while guiding part-time: “I had to run the café and also do
household responsibilities” (R1, pos. 67). This finding extends existing literature by showing how
gender intersects with family hierarchy to shape women’s labor burdens in trekking contexts.
While previous studies have highlighted women’s domestic responsibilities in Nepal (Dahal,
Topping, & Levy, 2021), this study shows how these expectations directly restrict women’s ability
to accept longer or more frequent treks. As another participant, RS explained, “Household
expectations limit the opportunities available to women in this profession” (RS, pos.29). This
demonstrates how women interpret domestic obligations as structural constraints that shape their

career decisions.

Marriage emerged as one of the strongest mechanisms shaping women’s long-term participation
in guiding. Several female guides explained that very few married women remain in the profession,
as marriage brings new expectations around caregiving, reputation, and availability. One
participant, R9 stated, “Out of many women in this profession, only a small number continue after
marriage” (R9, pos. 30). R9 further described how families use marriageability as a form of
pressure: “Some families expect women to leave guiding work after marriage” (R9, pos. 30). These
findings align with earlier research showing that marriage and motherhood often push women out
of tourism jobs due to expectations that they prioritize family responsibilities over professional
aspirations (Hillman, 2019; Ferguson, 2011). Through Walby’s patriarchal relations in paid work,
marriage becomes a structural mechanism that regulates women’s labor participation by

reinforcing norms of respectability and domesticity.
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An unexpected outcome was the extent to which marriage was used as a direct mechanism of labor
exit. R1 recalled relatives telling her during Dashain that she should “get married and leave this
job” because guiding was “not suitable for women” (R1, pos. 61). This finding extends existing
literature by showing how social events and family gatherings become moments where gender
norms are reinforced, and women’s professional identities are questioned. It also highlights how
emotional pressure, not only practical responsibilities, shapes women’s decisions about continuing
to guide work. R1 further explained that she lacked the family support that male colleagues with
tourism backgrounds often received: “Some friends have a family background in tourism and get
support. But we must start from scratch.” (RI, pos.65) This reinforces how domestic patriarchy

shapes women’s emotional experiences and sense of legitimacy within the profession.

These findings demonstrate that domestic patriarchy is not only a structural system but also a lived
experience that shapes how guides understand themselves, their responsibilities, and their futures.
Women interpret the household as a site of obligation, surveillance, and emotional labor, while
men interpret it as a place of support and stability. Through the combined lens of Walby’s
patriarchal structures and Gender and Tourism Theory, this theme shows that gender inequality
within trekking is reproduced not only through workplace dynamics but also through household
expectations that restrict women’s mobility, limit their opportunities, and push them out of
long-term guiding work. These findings highlight the need to recognize domestic patriarchy as a

central factor in shaping women’s participation in Nepal’s trekking industry.

6.6 Caste, ethnicity, and intersectional hierarchies

The study reveals that access to training opportunities, employment and recognition is not only
determined by gender alone but by various factors like caste, ethnicity, geographical origin and
educational background, creating a unique type of marginalization. According to this study, people
from Himalayan ethnicities have easier access to training opportunities, mentorship and
networking compared to those from Brahmin-Chettri and Newar ethnicities. Hillman, (2019)
revealed that ethnic groups (like Sherpas in the case of Nepal) with a long history of working in
mountain labour have a privilege for easier access to working, networking, and training
opportunities. Aligning with this finding of Hillman, (2019), this study also reveals that Sherpas
and people with a Himalayan ethnic background have easier access to the industry because of their

vast network and long history in mountain labor, with female guide from the Newar community,
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R1 stating, “Sherpas are given more priority, and then after priority are given to Rai, Magar, and
Gurungs. We are always at the end of the list when it comes to priority” (R1, pos. 81) and another
female guide from Tamang community R3 stating “compared to Brahmin-Chhetri women, being
Tamang made admittance a little easier because our group has a stronger connection to trekking”

(R3, pos. 28).

This study also illustrates that hiring and recruiting people in the trekking industry in Nepal is
unprofessional and based on personal network and social proximity, which aligns with Baum,
(2007) and Ladkin, (2011). R7 stating “the guide selects people according to their own
preference”’(R7, pos. 18), and “Those with connections, people known to office staff, relatives, or
people close to the system, get opportunities. For example, someone in an office might hire their
own acquaintances, or even bring their own relatives as assistant guides. This is how things are
running, controlled by a small group of people who prioritize their own interests.....people from
outside the industry are getting good opportunities, while professional guides are not getting fair
chances” (R7, pos.60), depict the hiring based on personal preference and networks where these
networks and preferences are shaped by community background and geographical origin as R11
recalled her experience in trail “I have seen that there are many guides from Dhading, who take
their sons as an assistant guide who have just completed their secondary schooling and are on
vacation. I have met people who take their sons or their wife, their cousin as an assistant guide”
(R11, pos. 51). In addition, R7 also described the hiring system in the trekking industry in Nepal
stating: “The office owners themselves hardly even know their workers. Mostly, they hire through
connections and acquaintances” (R7, pos. 4). A similar hiring pattern was noted by Upadhyaya,
Maharjan, and Shrestha, (2022), where “Naike,” a local person who acts as a mediator between
trekking companies and local people and arranges the porters for the group based on his network

and community.

Basnyat B., (1997) and Basnyat and Schepens, (2001), revealed that porters face exploitative
working conditions. Our study aligns with this finding and adds a new insight that not all porters
feel the same level of discrimination. This study illustrates that porters belonging to Rai, Magar,

and other non-Sherpa ethnic backgrounds face extreme discrimination in the Everest region.

According to existing studies, gender and caste influence the experiences in tourism (Upadhyay,

2021; Hillman & Radel, 2022). However, the effects of these factors are studied separately. This
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study reveals that the intersection of various factors like gender, caste and geographical origin all
interact to create a unique type of marginalization. A Gurung male guide stated that “women from
Sherpa, Tamang, or Gurung origins are more easily accepted” (R2, pos. 30). On the other hand, a
female guide from Brahmin-Chettri community recalled her experience as she started as a porter
because she had no network in the trekking community, like that of females from the Himalayan
community stating, “because they either have a family connection or they have a connection with
someone who will take them on one or two trips as an assistant guide” (R11, pos.51). These
statements depict how caste and gender intersect and create a different type of marginalization
where female from non-Sherpa background and from Hill or Terai region are much disadvantaged

in the context of Nepalese trekking industry.

Hillman and Radel, (2022) depict that women in Nepal are constrained by ethnicity, patriarchal
norms, and class to enter the trekking industry, but do not study the intersection of these factors on
the experiences of women working in the trekking and tourism industry. Our study diverges from
this finding and does not treat all women as a homogeneous group. This study reveals that both
men and women face various barriers that intersect with one another and create different types of
barriers. Women from the Sherpa community face different types of barriers than those from the
Brahmin-Chettri and Newar communities, especially non-Sherpa communities from the Terai

region (lowlands), which are even more disadvantaged.

A new insight also emerged from this study that even educated men from Terai (lowlands) with
non-Sherpa caste get disadvantaged. An educated male trekking guide from Terai, belonging to the
Brahmin-Chettri ethnicity (R7) explained why educated men do not get proper opportunities in the
trekking industry: “Olffice people often think that we are more educated, so we won t just follow
instructions blindly, we may question things or share our own ideas... ... ... .... company owners or
operators tend to prefer those who follow instructions exactly, don't question much, and can be
controlled more easily, even if that includes being scolded” (R7, pos. 4). This finding diverges
from the general belief that education and skills improve access to the labour market and reveals
that sometimes education becomes the reason one does not get deserving work opportunities in the

trekking industry of Nepal.
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6.7 Harassment, safety risks, and reputation building

The results of this study show that the gendered experiences of trekking guides in Nepal, especially
for women, are significantly shaped by harassment, safety threats, and reputation building. These
characteristics directly address the research question of how patriarchal norms impact gendered
experiences in the workplace, going beyond the physical hazards connected with hiking to
represent deeper social and cultural inequities. According to this study, female guides encounter
various types of harassment, such as verbal abuse, inappropriate behaviour, and awkward
encounters with clients, coworkers, and local employees. Even though some of these occurrences
might seem minor, their recurring nature makes the workplace unfriendly and unfair. This lends
credence to Walby's (1989) theory of male violence, which contends that harassment serves as a
control mechanism that restricts women's access to public and professional settings. Crucially, the
study demonstrates that harassment in the trekking business is frequently present in routine

contacts and is not always severe or obvious, making it challenging to confront or report.

One of the study's main conclusions is that female guides encounter various types of harassment,
such as verbal abuse, inappropriate behaviour, and awkward encounters with clients, coworkers,
and local employees. Even though some of these occurrences might seem minor, their recurring
nature makes the workplace unfriendly and unfair. This lends credence to Walby's (1989) theory
of male violence, which contends that harassment serves as a control mechanism that restricts
women's access to public and professional settings. Crucially, the study demonstrates that
harassment in the trekking business is frequently present in routine contacts and is not always

severe or obvious, making it challenging to confront or report.

The results also demonstrate the existence of institutional silence and inadequate reporting
mechanisms, where women frequently decide not to report harassment out of concern for losing
employment possibilities or suffering unfavourable outcomes. Walby's theory of the patriarchal
state, in which institutions are unable to adequately safeguard women, is supported by the absence
of institutional mechanisms to deal with workplace harassment. Although informal labour systems
frequently lack robust regulation, as noted in previous tourist research (e.g., Baum, 2013), this
study adds by demonstrating how this lack of structure particularly increases women's

vulnerability to harassment.
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The study finds that women have persistent safety concerns in addition to direct harassment,
necessitating continued awareness and self-monitoring throughout hiking activities. Particularly
in isolated and male-dominated settings, female responders emphasise the necessity of carefully
managing relationships, avoiding dangerous circumstances, and maintaining vigilance. This is
consistent with the research on gender and tourism (Ferguson, 2011), which emphasises that
because of their visibility in public areas, women who work in tourism are frequently exposed to
higher physical and social hazards. Crucially, people are frequently held accountable for their own

safety rather than having institutions help them, which perpetuates inequity.

This study's emphasis on reputation as a crucial element influencing women's experiences is one
of its most important contributions. When working closely with foreign clients and travelling
frequently, female guides are subject to intense social expectations about their behaviour.
Respondents talk of being called "too modern" or "too open," suggesting that professional actions
are evaluated based on moral and cultural norms in addition to performance. This is consistent
with Walby's theory of patriarchal culture, in which moral judgement and social expectations

govern women's actions.

This result is also consistent with previous research, which demonstrates that women in the tourism
industry frequently encounter reputation-based obstacles, especially in communities where public
participation and movement are traditionally restricted (Aitchison, 2001). This study, however,
adds to the body of literature by demonstrating how reputation directly impacts employment
prospects. Women must carefully control their behaviour to avoid social criticism, which can

restrict their professional relationships and career advancement.

Another crucial realisation is that reputation serves as a kind of unofficial control, requiring women
to constantly regulate how their families, communities, and coworkers view them. Female guides
are evaluated more on their personal behaviour than their professional skills, in contrast to male
guides, whose work is typically regarded as normal and respectable. This puts women under added
strain to strike a balance between social acceptability and professionalism. This is consistent with
more general feminist notions that contend that women's bodies and behaviours are monitored and

controlled by society, especially in fields where males predominate.

The results also show a strong correlation between reputation, safety hazards, and harassment.

Safety concerns are exacerbated by the fear of harassment, and women are frequently discouraged
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from reporting instances or setting limits due to reputational concerns. This demonstrates how
inequality functions through both direct and indirect methods, resulting in a complex environment
where women have to deal with several issues at once. From a theoretical standpoint, the results
corroborate Walby's (1989) more comprehensive concept of patriarchy, especially in light of how
the state, patriarchal culture, and male violence interact to influence women's sense of control and
vulnerability. However, the informal and unstable structure of the trekking sector, where a lack of
job security and regulation limits workers' ability to confront unfair practices, exacerbates these

problems, as explained by Tourism Labour Theory.

Crucially, this study points out a vacuum in the body of current research. The physical dangers
associated with trekking and tourism have been studied in the past, but social risks like harassment
and reputation management, especially when it comes to gender, have received less attention. By
demonstrating that social and cultural risks are as relevant and can have a substantial impact on
women's participation and experiences in the sector, this research makes a significant contribution.
Despite these obstacles, the study also emphasises women's agency and coping mechanisms, like
establishing personal boundaries, depending on unofficial support systems, and exercising caution
while handling professional interactions. These tactics, however, necessitate more work and fail to
adequately address the underlying structural problems, supporting the claim that inequality is

systemic rather than personal.

Participants also described logistical manipulations, such as sudden room cancellations, that forced
male—female cohabitation, creating conditions of implicit sexual coercion. These experiences echo
Aitchison’s (2001) argument that women in tourism often face subtle forms of sexualized power,
where organizational arrangements create vulnerability even without explicit threats. Women
further reported moral sexual surveillance, where their professionalism was judged through
assumptions about sexual availability or impropriety, a pattern also documented in Nepal’s tourism
sector (Hillman, 2019; Upadhyay, 2021). A final layer of patriarchal sexuality emerged through
embodied silence. Women described concealing physical pain or menstrual discomfort to avoid
appearing weak. This finding aligns with Hall & Brown’s (2022) work showing that women in
mountaineering suppress bodily needs to maintain legitimacy in hyper-masculine adventure

cultures.
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Moreover, male violence appeared throughout the interviews as a normalized part of women’s
working lives. Women described harassment from male tourists, colleagues, and hotel workers.
One participant recalled that some tourists would “tease or behave inappropriately,” while another
described being pressured by male colleagues to share accommodation. Alcohol-mediated
harassment from hotel staff was also common. These findings align with earlier research showing
that women in adventure tourism face heightened risks of harassment due to isolation, mobility,
and male-dominated work environments (Hillman & Radel, 2022). Women also described
intimidation from male peers, including teasing, policing of behavior, and bullying. These
incidents were rarely reported due to fear of losing future work opportunities. This theme extends
existing literature by showing how harassment is not only interpersonal but also structurally

embedded through silence, retaliation fears, and the absence of institutional protection.

The interviews demonstrate how gender discrimination in Nepal's trekking industry is intricately
linked to harassment, safety concerns, and reputation building. Women's experiences and
possibilities are shaped not only by physical obstacles but also by institutional gaps in protection,
moral judgment, and social expectations. This demonstrates the need for institutional and cultural
reform by confirming that gender disparity in the hiking sector encompasses safety, dignity, and

social acceptance in addition to access and working conditions.

6.8 Embodied risk, bodily invisibility and menstrual management

This study reveals that the bodies of trekking labor, especially the female body, are not considered
in various ways. Trekking guides and porters are often considered as a resource to be used, often
neglecting their contribution and the physical and emotional distress they go through. They are
required to hide their emotions as a part of their profession which is portrayed in the statement of
a male trekking guide R7 “our mind is not really happy... we keep these kinds of things inside....we
keep our struggles inside our mind” (R7, pos. 36) and a female guide R11 “I ended up crying
too. And at that time, my junior co-workers reminded me that I am a leader and I should not cry.
As a leader, I had to stay strong, I couldn’t show too much emotion” (R11, pos. 31) both these
statements show how guides hide their emotions and distress to act strong. Guides, despite their
gender, hide their emotions because they need to seem strong and capable enough to lead a team,
but women feel extra pressure to prove that women are also equally capable as men. Female guides

feel an extra prove-it burden as R12 stated “I am representing women in this sector as well as
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myself, [ am unable to react emotionally” (R12, pos. 24). This finding aligns with the idea of the

prove-it burden and emotional labour in Hall and Brown, (2022).

In addition, training contents and trekking trail infrastructures are built around in a way that ignores
the bodies of women. According to this study, porters and guides are considered disposable labor,
especially porters. This finding aligns with studies that confirm the exploitation of porters in the
trekking sector of Nepal (Basnyat & Schepens, 2001; Upadhyaya, Maharjan, & Shrestha, 2022).
This study reveals that trekking labour, especially porters, have exploitative working conditions
and most of the time they work for minimum wages without insurance coverage and unequal
rescue in case of health issues. This is confirmed by the statements of participants R7 and R11 that
they have seen companies abandon their porters to die at high altitudes when they suffered from
altitude. Not only porters but guides also face similar rescue and insurance issues, which is clearly
portrayed in R7, stating “special rescue for employees is given only in very rare cases” (R7, pos.
4) and R4, stating “In Nepal, guides generally do not get maximum insurance coverage” (R4, pos.
35). Participants consistently described the state as largely absent in protecting trekking workers.
Although minimum wages and insurance requirements formally exist, respondents explained that
these regulations are rarely enforced. One participant R7, noted, “The government has fixed
wages... but if companies do not follow, there is no enforcement” (R7, pos. 56). These findings
align with previous research showing that Nepal’s tourism labor systems suffer from regulatory

gaps and inconsistent enforcement (Basnyat & Schepens, 2001; Timilsina & Bhurtel, 2025).

The finding also adds novelty to existing literature by revealing that bodily invisibility guides and
porters in the trekking industry. According to this study, the trekking industry in Nepal is operating
in such a way that it does not adequately address the needs of women, the body that menstruates.
The study discovered that the training institutions do not include basic feminine hygiene classes
related to menstruation management in high-altitude areas in their curriculum, and even women-
focused trainings lack such classes, as R11 explained how hygiene classes include: “very
basic things are taught in a way that doesn t feel relevant- for example, doctors coming in to teach
simple hygiene or things like cutting nails, which dont really match the level expected in
professional training. I have also experienced this during my guide training” (R11, pos. 71). In
addition, trekking trails and infrastructures are established in such a way that they lack disposal

facilities for feminine hygiene products. A female trekking guide, R11, described the challenge
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among females to dispose of their used products: “There are no proper places to dispose in high

altitude. There is not enough water to keep our private parts clean” (R11, pos. 71).

The existing literature on tourism has noted climate change-induced risks (Nepal, 2000; Khanal,
2025). Aligning with Nepal, (2000) and Khanal, (2025), this study also documents the risks that
have been occurring as a result of climate change. In addition, this study also finds the intersection
of climate change-induced risk and the proven-it burdens among female guides and porters.
Multiple respondents (R1, R8, R9, R11, R12) mentioned climate change-induced problems like
change in weather patterns, landslides, floods, heavy rainfall and snowfall in the peak trekking
season in recent years. R10 also noted the change in destination stating, “Over the last two to three
vears, 1 have noticed significant changes. The lake has expanded, and that increase is actually
dangerous. It is a clear sign of global warming. Our glaciers are melting, which is causing the
lake to grow larger” (R10, pos. 52). These types of risks have added more complexity for female
guides to prove their ability as leaders, escorting and leading the group safely in such risky
situations. Female guides are doubted for their authority and leadership ability, and when a risky
situation occurs, proving their ability and legitimacy becomes even more difficult for female

guides and porters.

6.9 Structural inequalities, industry precarity, and institutional reform

The findings of the study reveal that trekking labor in Nepal is shaped by structural inequalities,
economic precarity, and weak institutional regulation. This theme shows how patriarchal and
cultural norms intersect with broader labor structures to shape gendered experiences. It also
demonstrates that guides and porters interpret instability not as an individual failure but as a

systemic condition embedded in the organization of trekking work.

A central finding is the seasonal and informal nature of trekking employment. Participants
described working across multiple companies without contracts or predictable income, often
moving between agencies depending on the season. As R7 explained, “One guide may work for
two or four different companies,” (R7, pos. 18), highlighting the absence of stable institutional
protection. Another participant, R6 noted, “Usually, we work around three to four months during
the peak trekking seasons, and during the other months we take a rest,” (R6, pos. 18), illustrating
how instability is normalized within the industry. These findings align with previous research

suggesting that tourism labor markets, especially in adventure tourism, are characterized by
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informality, instability, and dependence on fluctuating demand (Hillman, 2019; Baum, 2007).
Through Walby’s concept of the patriarchal state, this instability reflects weak institutional
oversight, where the state fails to regulate labor conditions or protect workers. Gender and Tourism
Theory further helps explain why such instability disproportionately affects workers with less

social power, including women and lower-status porters.

The study also highlights significant wage inequalities and economic insecurity. Participants
described how official wage standards exist only on paper and are rarely enforced. Several noted
that porters carrying heavy loads were paid far below the mandated rate, and some even covered
their own food or accommodation costs during treks. One participant, R9 explained, “We still have
to pay for our meals” (R9, pos. 10). These findings are consistent with earlier studies showing that
tourism labor markets frequently shift financial risk onto workers while companies benefit from
flexible, low-cost labor (Ferguson, 2011; Upadhyay, 2021). Through Walby’s patriarchal relations
in paid work, these wage inequalities reflect broader power structures in which workers, especially
those in physically demanding but low-status roles, lack bargaining power and institutional

protection.

Another important finding concerns informal hiring practices and kinship-based recruitment,
which shape access to trekking opportunities. Participants described how guides often select
porters based on personal networks, ethnicity, or long-standing relationships. R4 put it, “I was
highly influenced by the Sherpa community, and through that connection, I received many
opportunities for training. Otherwise, I do not think I would have received those opportunities so
easily” (R4, pos. 11) These findings align with research showing that tourism labor markets often
reproduce existing social hierarchies through informal recruitment systems (Hillman, 2019;
Upadhyay, 2021). Gender and Tourism Theory helps explain how such informal systems reinforce
broader gendered and ethnic inequalities by privileging those already embedded in dominant
networks. Participants also highlighted how global tourism structures contribute to local inequality.
Many noted that international companies capture most of the tourist spending, leaving only a small
portion for Nepali workers. R7 explained, “Trekkers contact international companies... only some
part comes to Nepal” (R7, pos. 62). This finding aligns with earlier research suggesting that global
tourism economies often reproduce unequal value distribution between international operators and

local labor (Sinclair, 1998). Through Walby’s patriarchal culture, these global hierarchies intersect
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with local norms to position Nepali workers, especially women and porters, at the bottom of the

tourism value chain.

A further dimension of structural inequality relates to weak state regulation and inconsistent
enforcement. Participants described how insurance policies, safety standards, and wage
regulations exist formally but are rarely implemented. R7 noted, “These regulations are there
officially, but in practice, they are rarely implemented” (R7, pos. 4). These findings align with
previous research showing that Nepal’s tourism labor systems suffer from regulatory gaps and
inconsistent enforcement (Basnyat & Schepens, 2001; Timilsina & Bhurtel, 2025). Through
Walby’s patriarchal state, this regulatory vacuum reflects institutional neglect, where workers bear
the consequences of weak enforcement. For female participants, structural inequality also
manifested through limited visibility and recognition within the trekking industry. Several women
explained that many international trekkers were unaware that female guides even existed in Nepal.
R1 participant noted, “A lot of trekkers do not know that there are female guides available” (R1,
pos. 73). This aligns with earlier studies showing that women in tourism often remain invisible or
marginalized due to gendered assumptions about physical capability and professionalism
(Aitchison, 2001; Upadhyay, 2021). Gender and Tourism Theory helps explain how such
assumptions restrict women’s access to higher-status guiding roles and reinforce gendered

divisions of labor.

An unexpected outcome was the extent to which workers articulated clear reform agendas.
Participants called for stronger regulation, transparent hiring practices, mental health support, and
gender-sensitive policies. One participant R11, emphasized, “There should be clear rules... such
matters should not be ignored.” (R11, pos. 73). While previous literature has noted the need for
improved labor protections, this study extends existing research by showing that workers
themselves interpret reform not as abstract policy but as a necessary condition for dignity, safety,
and fairness in their professional lives. Finally, migration emerged as a response to structural
instability and limited long-term opportunities. Several participants described leaving Nepal or
planning to migrate because trekking work offered no stability or prospects. One guide, R3
explained that she migrated because “more chances were available” (R3, pos. 32), interpreting
migration as an escape from restrictive labor structures and gender limitations. This finding
contributes to the literature by showing how migration functions as a structural critique of the

trekking industry itself, rather than simply an economic decision.
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These findings demonstrate that structural inequalities, economic precarity, and weak institutional
regulation profoundly shape trekking labor in Nepal. Workers experience precarity as a systemic
condition produced through informal labor arrangements, unequal global tourism structures, and
inconsistent state enforcement. For women, these inequalities intersect with gendered assumptions
and limited visibility, further restricting their opportunities. Through the combined lens of Walby’s
patriarchal structures and Gender and Tourism Theory, this theme shows that gender inequality
within trekking is deeply connected to broader labor systems and institutional failures, highlighting

the urgent need for comprehensive reform.

Overall, the study demonstrates that patriarchy in Nepal’s trekking industry operates not as a single
barrier but as a multi-layered system embedded across household relations, paid work, state
institutions, cultural norms, and embodied experiences. Through Walby’s framework and Gender
& Tourism Theory, this analysis shows that gender inequality in trekking is reproduced not only
through workplace dynamics but through a broader system of patriarchal structures that shape
women’s opportunities, authority, and long-term career trajectories. These findings highlight the
need for structural reform, gender-sensitive policies, and institutional accountability to support

women’s participation in Nepal’s trekking industry.
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CHAPTER VII

SUMMARY AND CONCLUSION

7.1 Summary

The gendered experiences of trekking and porter guides in Nepal were explored in this research
writing with an emphasis on how social institutions, cultural norms, and patriarchy affect their
employment and prospects. In order to better understand the real-life experiences of 12 trekking
guides (7 women and 5 men), the study used a qualitative approach where semi-structured
interviews were conducted in Nepalese language. The research was guided by Walby’s theory of
patriarchy and Gender and Tourism Theory, which helped explain how gender inequality is created

and maintained in society and in the tourism industry.

The results show that women encounter numerous obstacles even prior to pursuing careers in
trekking. Due to worries about their safety, their reputation, and the conventional belief that women
should take care of their families at home, family members frequently dissuade them. Men, on the
other hand, typically have easier access to employment and assistance from their family. Compared
to males, women still have less access to training, fewer career prospects, and less trust from clients

and employers, even if they are successful in breaking into the trekking sector.

According to the interviews, authority and leadership are frequently viewed as "male qualities" in
the workplace. As a result, male guides are more readily acknowledged as competent, whereas
female guides are continually questioned and have to demonstrate their skills. The function of
emotional labor, where guides must control customers' emotions, resolve issues, and maintain
group morale during treks, is another significant discovery. Although this work is crucial, it is

frequently unseen and underappreciated, particularly when it is performed by women.

Additionally, the study emphasizes that women bear a "double burden." They are still expected to
perform household chores including cooking, cleaning, and providing care after finishing their
trekking work. This makes it challenging for individuals to stay employed in the field over the
long run, particularly after getting married. However, men are typically not required to perform

the same duties, which frees them up to concentrate more on their jobs.

The study also demonstrates that not everyone experiences gender discrimination in the same way.

Opportunities are also impacted by variables including caste, ethnicity, and place of origin. While
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some groups face greater obstacles, others, including those from Himalayan communities, have
easier access to trekking occupations. Women's engagement is further restricted by problems

including harassment, safety concerns, and pressure to uphold their social reputation.

Lastly, the study concludes that the trekking sector is informal and unstable, with seasonal labour,
uneven compensation, and lax laws and regulations. These circumstances exacerbate the

difficulties, particularly for women and other marginalised groups.

In summary, this research project demonstrates that Nepal's trekking tourism industry is a highly
gendered system in which structural factors and cultural beliefs both influence inequality. Although
there are various initiatives to help women, true change necessitates improved laws, more robust
institutional support, equitable working conditions, and acknowledgement of women's
achievements. All things considered, the study offers a clear knowledge of how gender disparity
functions in the trekking sector and emphasises the necessity of more inclusive and equitable

methods going forward.

7.2 Conclusion

This study illustrates that the trekking industry in Nepal is shaped by patriarchy and gendered
norms. The study shows that multiple factors, like domestic spaces, institutions, trekking labour
market, and cultural norms, create a system where gender inequality is reinforced throughout the
lifecycle of guides, which begins from their own family. Female guides must navigate domestic
spaces where gendered norms are reinforced in opinions of the family and community, before the
professional environment, adding an extra layer before professional competition. Female guides
are restricted by their families because of marriageability and gendered norms around mobility and
modesty, while male guides are encouraged by their families and enter the sector with support and
mentorship. In the context of female guides, the acceptance of the family is conditional, and they
are often discouraged from continuing their profession after marriage, depicting how patriarchal

norms shape their career and private decisions.

Even after entering the profession, guides and porters have to constantly negotiate with training
and hiring systems, company practices, risky working conditions, without proper facilities, safety,
and rescue access. Guides, despite their gender, suffer from patriarchal norms in different ways.
They constantly hide their physical and emotional distress following masculine norms related to

the job, while female guides further have to prove that they belong to the profession. A trekking
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guide's job is often considered a “job for men” in Nepal, and women have to continuously prove
that they are capable of leading, as the sector is dominated by males. Even the whole system is
adapted to the male body because the training curriculum is prepared without considering women
and so are the infrastructures in the trials, lacking proper facilities for menstrual management. In
addition, factors like caste, ethnicity, and geographical origin create different hierarchies among
guides and porters within the trekking industry. As a result, policies and interventions being made
to improve participation in tourism benefit the ones with a Himalayan ethnic background with a
long history in the trekking industry while further marginalizing those from non-Himalayan ethnic
backgrounds from Terai (the lowlands), mainly females. This reflects how tourism sometimes
reinforces inequality based on the society and patriarchal beliefs. Tourism, mainly the trekking
industry, provides opportunities for empowerment, but on the other hand, it also questions their
authority, constrains their mobility, neglects the risks they undertake, and does not acknowledge

the emotional labor they perform.

Interventions being conducted in the Nepalese trekking industry only address one patriarchal
structure, i.e., access to training among females, while remaining structures like family
gatekeeping, patriarchal norms and culture around gender roles, bodily invisibility by the state and
trekking institutions, and harassment across trails without a proper support system continue to
operate. Each structure reinforces the others, producing gendered inequalities that shape women’s
participation, mobility, and long-term career trajectories in trekking. The language barrier that
existed in the existing literature related to gender and trekking in Nepal was removed by this study,
allowing participants to articulate their experiences related to harassment, hesitations, and cultural
norms, which may not have been explored well in interviews conducted in the English language.
In addition, this study illustrates insights like intersectional hierarchies created by the intersection
of gender, caste, ethnicity, and geographical origin within the trekking industry, suggesting better
implementation of law and industrial reform to improve the working conditions of trekking guides

and porters while empowering the marginalized group within the trekking industry.
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7.3 Implication of the study

This study contributes to the broader field of gender and tourism by offering a deeper
understanding of the gendered experiences of trekking guides and porters in Nepal. While earlier
research has focused on tourism development, economic benefits, or women’s empowerment, far
fewer studies have examined the lived realities of guides through a gendered lens. By analyzing
these experiences through patriarchal structures and gendered tourism labor, the study
demonstrates that Nepal’s trekking industry is not gender-neutral; rather, opportunities, mobility,

authority, and labor conditions are shaped by wider social norms and patriarchal expectations.

The findings have practical implications for trekking agencies, tourism organizations, and training
institutions. There is a clear need for safer, more inclusive, and gender-sensitive working
environments. Institutions such as Nepal Academy of Tourism, Hotel and Mountaineering
(NATHM), Trekking Agents’ Association of Nepal (TAAN), and women-focused organizations
like Empowering Womens of Nepal (EWN) can use these insights to strengthen training programs
by incorporating gender-responsive modules on safety, leadership, communication, and
confidence-building. Trekking agencies can also play a crucial role by ensuring fair wages,
transparent hiring practices, safe accommodation, insurance coverage, and protection against

harassment and discrimination.

The study further highlights the importance of challenging traditional gender stereotypes that
restrict women’s participation in adventure tourism. Increased awareness within families and
communities is essential for reducing stigma around women’s mobility, reputation, and work with
foreign clients. Women-focused trekking organizations may use these findings to expand

mentorship networks, peer support, and employment pathways for female guides.

At the policy level, the findings emphasize the need for stronger labor protection and more
consistent implementation. Although regulations exist, participants described weak monitoring
and limited accountability. Tourism authorities should prioritize policies that ensure equal pay,
workplace safety, anti-harassment mechanisms, and access to training for women from rural and
marginalized backgrounds. Improved implementation of trekkers’ welfare standards, such as

equipment requirements and insurance, would also enhance working conditions across the sector.
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7.4 Limitations of the study

This study has a few limitations that should be acknowledged. First, some interviews were
conducted virtually through audio calls on social media platforms, which may have limited the
researcher’s ability to observe facial expressions, body language, and emotional depth during the
interviews. Although this method allowed access to participants from different geographical

regions, certain non-verbal meanings and emotional reactions may not have been fully captured.

Second, although the study included participants from diverse caste, ethnic, and regional
backgrounds across Nepal, it relied on a relatively small purposive sample of trekking guides.
Therefore, the findings cannot be generalized to all trekking workers and porters in Nepal, as
experiences may vary across different communities, trekking regions, and social contexts. Since
the research is qualitative and based on self-reported experiences, participants may have
selectively shared or held back certain experiences, particularly regarding sensitive issues such as
gender discrimination, harassment, workplace inequality, and safety concerns. As a result, some

experiences may remain underreported.

Lastly, while the study focused on the experiences of trekking guides and porters, it did not include
perspectives from trekking agencies, policymakers, or tourism institutions. Including these
stakeholders could have provided a broader understanding of the structural and institutional

challenges within Nepal’s trekking industry.

7.5 Recommendation for future research

Future research could include trekking and porter guides from different regions of Nepal especially
remote destinations to better understand how gendered experiences may vary across different
trekking areas and communities. While this study focused on licensed trekking and porter guides,
future studies could also explore the experiences of unlicensed guides, seasonal workers, and other
workers in the trekking industry. Second, future research could conduct longitudinal studies to
understand how factors such as marriage, motherhood, family responsibilities, and different stages
of life influence women’s participation in Nepal’s trekking industry. In the future, female porters
can be focused on as they are the most marginalized category, as identified in this study. Such
studies could provide deeper insight into the challenges and opportunities women face throughout

their careers.
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Finally, future research could incorporate the perspectives of trekking agencies, tourism
organizations, training institutions, and policymakers. Including these stakeholders would provide
a more comprehensive understanding of the structural, organizational, and policy factors that

influence gender equality, labor conditions, and career opportunities in Nepal’s trekking sector.
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ANNEXURE

ANNEX 1: REFLECTION ON THE USE OF GENERATIVE Al

Several generative Al technologies were employed in this work to assist with different phases of
the investigation. Finding scholarly publications, enhancing language quality, comprehending
complicated ideas, structuring the thesis, and transcribing interview data were all made easier with

the use of these technologies.

First, relevant scholarly publications about gender, the trekking industry, and the experiences of
trekking guides and porters were located using Semantic Scholar. We were able to find helpful
sources for the literature review with the use of this tool. Second, during the writing process,
Grammarly was utilized to identify and fix grammatical problems. Additionally, it assisted in
rephrasing sentences into a more suitable academic style and enhancing sentence structure. Third,
Copilot was utilised to help comprehend difficult arguments and ideas when reading scholarly
works. It improved our understanding of theoretical viewpoints and made complex concepts easier

to understand.

Additionally, the AAU Primo Research Assistant was utilised to find pertinent scholarly sources
and to more easily comprehend important theories and research techniques. In addition, the thesis's
structure was organised with the aid of both Copilot and Claude.ai. These tools were occasionally
used to create headings in addition to helping to better organise the chapters. Turboscribe.ai was
used to transcribe the interview recordings, which were conducted in the Nepalese language. The
tool translated the audio into English text. However, all transcripts were manually checked and

corrected by the researchers to ensure accuracy and reliability.

Additionally, ChatGPT was utilised to enhance writing clarity, arrange concepts, and polish thesis
parts into a more reasonable and scholarly format. In the same way, Quill Bot was utilised to aid
in the writing process by enhancing overall readability and paraphrasing sentences. When we
wished to prevent redundancy or improve the flow of our ideas, it enabled us to rewrite specific
sections of the text in a clearer and more organised manner. The major purpose of the program was
to make difficult sentences easier to grasp while maintaining their original meaning. To guarantee
that the material remained correct, relevant, and in line with the study's context, the researchers

carefully reviewed and revised every output produced by QuillBot.
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ANNEX 2: REFLECTION ON GROUP WORK

Working together on this project was a positive and rewarding experience for all of us. from the
beginning, we shared a common interest in studying the gendered experiences of trekking and
porter guides in Nepal. Responsibilities were distributed properly so that each of us got an equal
opportunity. We divided tasks based on our strengths and interests while supporting each other at
every stage of the research process. Regular communication helped us stay organized and complete
the work on time. One of the strengths of our teamwork was our open conversation. We were
comfortable sharing ideas, discussing challenges, and giving feedback to each other. Although we
occasionally had different opinions, we resolved them through discussion and compromise, which
often improved the quality of our work. Throughout the project, we faced challenges such as
managing time, balancing personal responsibilities, and conducting interviews. However, by

working together and supporting each other, we successfully overcame these challenges.

Overall, this experience strengthened our research, communication, and teamwork skills and
showed us the value of cooperation and shared responsibility in completing a major academic

project.
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