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ABSTRACT 

This thesis purpose is to gain a deeper understanding of female expatriates working 
within Swedish multinational corporations located in Japan. The purpose is achieved by 
describing, exploring and to some extent explain the female expatriates’ faced barriers 
and the factors affecting their adjustments to living and working in Japan. By having a 
qualitative research approach and studying four cases, whom we performed telephone 
interviews with, we have been able to collect our empirical data. In this data we found 
evidence that the barriers faced by female expatriates working in Japan can be associated 
to their gender, however these do not affect the work performances of the expatriate. The 
barriers that are relevant are of more individual characteristics, such as the move to 
another country, language skills, age, housing, socialization, not having enough 
experiences, and work. Moreover, the factors affecting the female expatriates’ 
adjustments are the factors affecting the building of relationships and the source and type 
of social interaction and support. These factors can be personal characteristics, the job 
situation and location, location of residence, cultural norms, language skills, support from 
family/colleagues/host nationals/other expatriates/local functionaries, and the receiving of 
emotional/ informative/instrumental support. Lastly, although there are cultural 
differences between Sweden and Japan female expatriates can defeat eventual barriers 
and adjust to living and working in Japan and its culture. 
 
 

  



SAMMANFATTNING 

Syftet med denna uppsats är att erhålla en djupare förståelse av kvinnliga “expatriater” 
som arbetar åt Svenska multinationella företag lokaliserade i Japan. Detta syfte är uppnått 
genom att beskriva, undersöka och till en viss gräns förklara dessa kvinnors påstötta 
barriärer och de faktorer som påverkar deras anpassning till att leva och arbeta i Japan. 
Genom att använde oss av ett kvalitativt tillvägagångssätt och studera fyra fall, med vilka 
vi genomförde telefonintervjuer, har vi haft möjlighet att samla in våra empiriska data. 
Dessa data påvisade att de barriärerna som de kvinnliga ”expatriater” arbetandes i Japan 
påträffades av kan vara associerade till genus, men dessa påverkar inte deras utförande av 
arbetet. De barriärer som är relevanta är av en mera individuell karaktär, så som flytten 
till ett annat land, språkkunskaper, ålder, boende, socialisation, inte inneha nog med 
erfarenheter och arbetet. Förutom detta, faktorerna som påverkar dessa kvinnors 
anpassning är faktorer som influerar skapandet av relationer och ursprunget och typen av 
social interaktion och stöd. Dessa kan vara personliga karaktärer, arbetssituationen och 
lokalisering, lokalisering av boende, kulturella normer, språkkunskaper, stöd erhållen 
från familj/kollegor/lokalt anställda/andra utlandsanställda/lokalbefolkningen, och 
erhållandet av emotionellt/informativt/instrumentalt stöd. 
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Chapter one 
INTRODUCTION AND RESEARCH PROBLEM 

1. Introduction and Research Problem 

In the first chapter of this thesis we will introduce the reader to the research area, by 
providing a brief introduction that discusses and justifies the area of interest. A 
background will follow, where different kinds of problems will be described. Lastly, from 
the content of the background our research problem will evolve, which will clarify the 
main problem to why this area would be interesting to study. 
 
In today’s world, business is international. As the increasing numbers of firms are going 
global, it becomes increasingly significant to acquire strategic operations. This leads 
companies to increase their number of personnel, especially those that can manage 
international operations, i.e. expatriate managers. Increasingly women are pursuing 
preparation and careers that place them in a position to take jobs outside their home 
countries, and filling the gaps for staffing in overseas assignments. Therefore, many 
multinational corporations (MNCs) urgently need to understand the issue surrounding the 
placement of women in overseas assignments. (Napier & Taylor, 1995, 1996) For 
Swedish MNCs, Japan is an important market. Even though the differences in culture and 
geographical distance, Japan is one of the tenth largest trade markets for Sweden. 
(www.swedishtrade.se) 
 
1.1 Background 
In this section the background to our research problem will be presented, starting off with 
a brief discussion of human resource management (HRM), followed by discussing 
expatriates that guide the reader into the area of women in business both in Sweden and 
Japan. Lastly, this chapter will end up in a research problem and the outline of the thesis. 
 
1.1.1 Human Resource Management 
Business today increasingly competes on a worldwide basis. Since global assignments 
have become an ever more important part of global corporations, the HRM needs to adapt 
to the international environment (Adler, 1994 & 2002). HRM is concerned with activities 
involving recruiting, managing, training, developing and rewarding people within the 
organization (Johnson & Scholes, 1999). The need for co-operation across boarders and 
higher demand of competent people are increasing, due to the world’s economy is 
progressing into an evermore-interrelated system (Hartl, 2004). Therefore, business firms 
are increasingly becoming aware that the key to success in the marketplace rests with 
their ability to mobilize and utilize their human resource talent in formulating and 
implementing new global business strategies (Selmer & Leung, 2003). 
 
International assignments are increasingly seen as an integral part of career development 
for potential senior managers (Hartl, 2004). Many companies have increased their 
numbers of employees on international assignments (Vianen et al., 2004). At this point 
the international human resource management (IHRM) is of current importance, since it 
is the progressions of obtaining, allocating and effectively utilizing human resources in 
international corporations (Sanyal, 2001). Furthermore, this process includes the 
management of HRs in global corporations, the management of expatriates (employees 
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that work outside their home countries), and the comparison of the HRM practices in a 
variety of different countries (Francesco & Gold, 1998). 
 
1.1.2 Expatriates 
Expatriates are a major part in the management of IHRM (Francesco & Gold, 1998). The 
choice of using expatriates or not, depends on the availability of qualified mangers in the 
host-country. Commonly, MNCs staff top management positions with expatriates while 
host-country nationals often are selected for middle and lower management positions. 
(Deresky, 2000)  
 
Regarding the recruitment of expatriates a major issue for the company is whether they 
should recruit internally or externally (Monks, Scullion & Creaner, 2001) Hodgetts and 
Luthans (2003) discuss four basic sources that MNCs can use in their recruitment for 
international assignments. These are: (1) Home-country nationals; employees that are 
citizens of the countries where the headquarters are located, (2) Host-country nationals; 
employees that are citizens of the host-country, (3) Third-country nationals; employees 
who are citizens of another country then the MNCs is headquartered at and has its 
subsidiary in, (4) Inpatriates; individuals from a host-county or third-country who are 
assigned to the home-country of the MNC (ibid). During the process of continued rapid 
globalization, several companies tend to use home-country national expatriates to transfer 
headquarters philosophy, culture and strategy from the parent company to the foreign 
operations. Selecting employees from the home country can help facilitate the 
communication process between the organization and the subsidiaries. (Selmer & Leung, 
2002; 2003) 
 
Studies show that expatriates in Europe, the US and Australia are in general married men 
who often hold upper level management or CEO positions (Linehan & Scullion, 2001; 
Selmer & Leung, 2002). In broad-spectrum, the reality previously has shown that women 
have often been excluded and have been underrepresented from these types of positions, 
because they appear to lack one of the critical competences identified for such key roles, 
namely the possession of a global mindset. Much has been written concerning the 
characteristics and competences needed of global leaders, these are normally non-gender 
specific and can include ability to draw attention to themselves and communicate to 
others a vision, ability to manage trust, knowing their own skills and ability to organize 
(Tung, 2004; Jackson, 1993; Mendenhall, Punnett & Ricks, 1995). Women’s promotion 
to top management can be denied on the grounds that they have not acquired the requisite 
skills and competencies to succeed in the 21st century, i.e. completed a high-profile 
international assignment. Thus, women appear to be denied the opportunity to help them 
qualify as global leaders. (Tung, 2004) 
 
Female expatriates  
As discussed above women in the expatriate arena has not featured as a topic in HR 
practice or academic research for a long period of time. It was usually the men posted 
abroad, and the female were the wives of male assignees. Employers were unwilling to 
consider women for expatriate assignments. It was believed that women were not 
interested in working abroad, and it was perceived to great a risk to send them out there. 
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The great harassment and the isolation, which can be a natural part of foreign 
assignments, were considered to be too much to bear for women. (Altman & Shortland, 
2001)  
 
According to Napier & Taylor (1996) there are several reasons for companies to recruit 
women as expatriates. First, women are reaching higher levels of management today, 
and, because of the need for international experience among top managers, there is a 
pressure to send them abroad (ibid). Besides, organizations cannot afford to limit their 
pool of talented HRs by excluding particular groups of employees due to, for example, 
gender (Selmer & Leung, 2003). In the international business area women have been 
relatively untapped as a source of human talent (Paik & Vance, 2002). The global 
managers must be both local and global, understanding deeply the context in which she is 
based, but also having a good comprehension of the many environments in which her 
colleagues operate (Taylor, Napier & Mayrhofer, 2002). By the turn of the century, 
changes have occurred, increasing number of women have gained a firm foothold on the 
management ladder. Equal opportunities began to bite and more women graduating with 
relevant degrees. (Altman & Shortland, 2001) The evidence today shows overwhelmingly 
that women can and do succeed in working abroad, even in presumably unwelcomingly 
environments (Taylor et al, 2002). 
 
Even though the great geographic distance between Sweden and Japan, Japan still holds 
the position as one of the ten biggest trade markets for Sweden (www.swedishtrade.se). 
To be able to clarify the role of culture in determining, or at least moderating, the extent 
of women’s breakthrough in climbing the corporate ladder, it is of significance to focus 
on the countries environments and the cultural consequences for working women. Female 
expatriates are typically encountered by different attitudes in different locations; therefore 
it is essential to focus on the location, since it may affect their extent of international 
adjustment. As a result, studies should be performed at the same location or geographical 
region, (Selmer & Leung, 2003) in this case from Sweden to Japan. 
 
1.1.3 Women in Swedish business 
The Swedish labor market has been famous for its harmony during many years, however, 
since the 1980s this has become a vanishing phenomenon. This drastical alteration has 
lead to the creation of a whole new range of HRM problems. Historically, Swedish 
organizations have operated with the so-called Saltsjöbadenandan (The spirit of 
Saltsjöbaden). In essence this implied corporation attempting to solve differences, with 
respect to both wages and other matters, in the spirit of consensus or compromise that 
would decrease the possibility of strikes or lockouts. (Mabon, 1995) This consensus is 
still a commonly found cultural trait of management in Swedish organizations, were 
team-sprit, effective communication, attention to organizational detail, open dialogue and 
consensual decision-making are central achievements (El Kahal, 1998). In 1968, Sweden 
became the first in the world to outline a government policy of achieving equality 
between genders.  
 
Prior to North America and Europe, the “sex-role debate” has been made up by Sweden’s 
strive for women’s liberation. In 1990, 84.4 per cent of the Swedish women (between the 
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ages of 20 to 64) were gainfully employed, a number twice as high compared to the 
European Community. (Wiles, Wiles & Tjernlund, 1995) Generally, comparing with the 
US, Europe has even lower numbers of female managers both in domestic and 
international assignments (Linehan & Scullion, 2001). In the study made by Linehan et 
al. (2001), it is stated that Sweden supposedly have high equality between men and 
women, however, the study displayed that this was not always the case. Moreover, 
according to an interviewee in Linehan et al’s (2001) study, it was claimed that very few 
women were represented as managers or other high positions in Swedish MNCs (ibid). 
This goes in line with research performed by Göransson [2004], whom stated that there 
still remains an evident glass ceiling for women in the Swedish trade and industry. Her 
findings showed that female managers often held positions such as personnel- or 
information managers, rarely on the higher managerial posts. (GP, 2004) An investigation 
done by Sifo1 regarding equality issues, approximately 60 percent of the respondents 
suggested that it is relatively or exceedingly important to achieve equality between men 
and women within managerial positions (Björklund, 2004). According to SCB’s2 
statistics, the labor market in Sweden during 2001, were approximately 24,9 percent of 
all managers in large to medium-sized companies and authorities female (Statistical 
Yearbook of Sweden 2004). Roughly half of Sweden’s 500 largest companies believe 
that it is of importance to have female managers in the firm. Detail trade and hotel and 
restaurant industry are the ones that have the highest share of female managers, with 
approximately 50 percent. The branch with the lowest share is manufacturing industry 
and wholesale trade, with only 25 percent. (Larsson, 2004) 
 
1.1.4 Women in Japanese business  
Japan is an industrialized nation with capitalistic economy that retrains traditional views 
toward women. (Francesco & Gold, 1998) It is relatively collectivistic, group harmony 
and consensus are of utmost importance. A system for lifetime employment is common, 
this however, creates a barrier for many women. (Sama & Papamarcos, 2000) After 
working a few years after high school/university, expectations of Japanese women is to 
marry, raise family, and then maybe return to labor force as part-time workers (Francesco 
& Gold, 1998).  
 
The strong masculine culture in Japan has the implication for women managers in the 
sense on delineation of sex roles, it is a issue that is considered very explicit and not an 
easy subject to change (Sama & Papamarcos, 2000). Sexual harassment, withholding 
paychecks, and abrogating contracts are common treatments toward women, even at the 
managerial level (Clifford, 1996). The subject of sexual harassments has been a major 
issue among several Japanese firms. This problem emerges from many male managers 
regarding female employees as mere assistants, following a stereotype, judging that 
women employees will soon marry and leave the firm. (Hodgetts & Luthans, 2003) 
 
Striving for greater and greater achievement is the hallmark of Japanese economy 
empowerment. At the same time, the degree of conformity in Japanese society overall 
makes it difficult for Japanese women to break with tradition and lead unconventional 
                                                 
1 Sifo Research & Consulting – institution for opinion- and society polls. 
2 SCB – Statistiska centralbyrån (Statistic Sweden) 
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lifestyles (i.e. as a working mother, or a high-priced unmarried executive), creating a 
double bind for Japanese women aspiring to the ranks of management (Sama & 
Papamarcos, 2000) Although there are several highly educated women in Japan, it was 
not until recent, that their part in management has been somewhat recognized. Attitudes 
toward the hiring and promotion of women are improving, and it appears that male 
employees in large companies are becoming more accepting of women managers. 
(Francesco & Gold, 1998) According to Clark (1996), there are signs that women are 
getting organized and taking action against gender discrimination, unfortunately the 
desire to improve has resulted in superficial changes, by the help of plastic surgery.  
 
The working environment that Japanese women face is without question less than 
welcoming. To some extent, it is reasonable to expect that such an environment would 
apply to foreign women professionals as well (Napier and Taylor, 1995). However, the 
theory by these authors seems to show the opposite, many foreigners perceive that the 
Japanese encounter in their work accepts them as professionals. The process seems to be 
nothing but smooth, particularly when foreign women initially establish relationships 
with Japanese colleagues and others. Some women even reported that they might, in fact, 
have some advantages over foreign men. Women often feel they are more memorable or 
visible (because there are few of them), they may adjust more readily to feelings of 
exclusion since many have experienced it in their home environment, and they have 
better nurturing skills, which allow them to develop personal relationships. Despite this, 
there are very few female expatriates going on assignments to Japan, this mainly due to 
beliefs that it is an environment which is considered extremely difficult and complex for 
females to adjust and perform well in. (Napier & Taylor, 1995) 
 
1.2 Research Problem 
To better understand the experiences of women expatriates, this thesis looks upon the 
adjustment of foreign women professionals, who are assigned from a Swedish MNC, 
have been (or currently is) living and working in Japan. Japan is often seen as a country 
with a difficult environment for foreign women, particularly those in businesses or in 
professions such as law and engineering. Also, since Japan is enormously important in 
the world economy and for many Swedish MNCs, the performance of foreign personnel 
over there is critical. Additionally, there is still little known about women’s job abroad, 
especially female expatriates from Sweden in Japan. Therefore, these serves as a few of 
the many motivating factors for choosing this area as the site for our research.  
 
The purpose of this thesis is to gain a deeper understanding of female expatriates 
working within Swedish MNCs located in Japan. 
 
1.3 Thesis outline  
This thesis will consist of eight chapters (see Figure 1.1). In the first chapter a relative 
broad description has been given in the beginning, providing the reader with an 
introduction and a background on the issue related to the area of research, which then 
landed in the purpose of this thesis. The end of the chapter illustrated a thesis outline with 
a brief description of the thesis’s chapters. Chapter two involves previous research and 
theories regarding female expatriates. In chapter three the reader finds a problem 

 12



Chapter one 
INTRODUCTION AND RESEARCH PROBLEM 

discussion, which guides him/her to the two research questions. The following chapter, 
chapter four, handles the issue of conceptualization. This chapter includes the conceptual 
framework where the most relevant literature is presented. Furthermore, chapter five 
includes the methodology and the research process of this study. In chapter six the 
gathered empirical data is presented. Chapter seven provides an analysis of the data 
collected against the theory. Finally, conclusions and implications are presented in 
chapter eight, where the stated purpose (see chapter 1) and research questions (see 
chapter 3) are answered. 
 
 

Chapter 
one 
 
Intro-
duction 

 Chapter 
two 
 
Litera-
ture 
review 

Chapter 
three 
 
Problem 
discus-
sion 

Chapter 
four 
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Chapter 
eight 
 
Findings 

& 
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Figure 1. 1: Outline of the thesis 
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Chapter two 
OVERVIEW of LITERATURE 

2. Overview of Literature 

In the previous chapter an introduction, a background and a research problem were 
presented. In this chapter theories relevant to the thesis purpose, i.e., to gain a deeper 
understanding of female expatriates working within Swedish MNCs located in Japan, will 
be discussed. Beginning with describing The LMX Model in section 2.1, followed by the 
barriers related to the Three Myths (2.2), Gender (2.3) and the Japanese Culture (2.4). 
Finally, this chapter will end in describing the adjustments, starting off with Cross-
Culture in section 2.5 and ending with Napier and Taylor’s theory (2.6). 
 
2.1 The LMX Model  
The Leader-Member Exchange model (LMX) that was proposed by Graen the first time 
in 1975, discussed by Varma and Stroh (2001), tries to explain the relationship that 
establishes between supervisors and subordinates as a result of their workplace 
interaction. Varma and Stroh (2001) address the LMX model to the international area and 
investigate the impact of LMX on selection of women for international assignments.  
 
The model hypothesize that a leader only can develop close relationships with a part of 
his/hers subordinates, meanwhile maintaining a formal relationship with the rest. The 
established relationships are formed rather quickly and have the tendency to remain 
stable over time. High quality relationships can result in higher levels of supervisor 
support and guidance, higher levels of satisfaction and performance from the 
subordinates, lower level of turnover and most importantly enhanced quality of 
assignments. Contrary are low quality relationships, which can end up with simple 
contractual relations, higher levels of control and directives from supervisors, lower 
satisfaction and enhanced turnover rates from the subordinates, also less desired 
assignments. (Varma & Stroh, 2001) 
 
The LMX model confirms that supervisors build different styles of relationships with 
each subordinate. Connecting with this is the argument that individual characteristics 
such as gender, race and educational background may be related to LMX. This in turn 
may help decide the quality of relationship that a subordinate develops with its 
supervisor. Implying that subordinates with same-sex supervisors will develop higher 
quality LMXs, and vice versa. This clearly states the logic of LMX quality would have a 
significant impact on the selection of female employees for important assignments, e.g. 
international assignments. (Ibid.) 
 
Most previous research, concerning the low ratio of women’s involvement in 
international assignments, has been based on the testing of the three myths proposed by 
Adler [1994], and are as follows; (1) women do not want to be international managers, 
(2) companies refuse to send women abroad, and (3) foreigners’ prejudice against female 
expatriate managers. The authors continue with stating that this line of research has 
indeed helped somewhat to explain the reason for the low numbers of female expatriates. 
However, they believe that this area of research has to investigate the process of 
expatriate selection. Here, the second myth becomes relevant (companies hesitation to 
sending women abroad). While Adler [1994] in her research found this myth to be true, 
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these authors state that subsequent research has reported mixed results that supervisors 
perceive companies as not hesitant, contrary to the women who believe the opposite 
(Varma & Stroh, 2001). This implies a process issue, namely the supervisor’s 
relationship with the subordinate. Given that the literature on LMX has generally 
reported empirical data for its fundamentals and also declared that gender plays a 
significant role in the determination of LMX quality. The researchers suggest that the 
primary cause of the low ratio of female expatriates is that supervisors have a 
significantly different view of the relationship than female subordinates. The supervisors 
had a much more positive view, an important finding is the given large percentage of the 
supervisors where in fact male.  
 
Another hypothesis was stated, implying that female expatriates with high LMX would 
report significantly higher satisfaction levels with their assignments compared to females 
with low LMX. This was also supported, but the authors declared that due to the small 
sample of female with low LMX, further discussion is necessary. Nonetheless, this 
finding, in essence, suggests that those female subordinates that have high LMX are 
offered international assignments. As such, not surprisingly every one of them also 
reported positive experiences on their assignments. (Varma & Stroh, 2001) 
 
Varma and Stroh (2001) continue with describing that a meta-analysis performed by 
Graen in 1975 distinguished that the alleged exchange quality is reported differently 
depending on who is asked, the supervisor or subordinate. When data is collected form 
both supervisor and subordinate, the correlation between the two are usually rather low. 
Therefore, Varma and Stroh (2001) stated this hypothesis: The correlations for 
subordinate and supervisor ratings of LMX for female subordinates of female supervisors 
will be significantly higher than that for female subordinates of male supervisors. 
Findings indicated that female subordinates had considerably higher correlations on LMX 
scores with female supervisors than with male supervisors. This suggests that higher 
correlations may be signifying higher quality relationships.  
 
Regarding the last hypothesis stated by Varma and Stroh (2001), “if female subordinates 
believe that their supervisors perceived their relationships the same as themselves”. This 
reveled that the females had a very good notion of how their supervisors viewed their 
relationship, although there were significant differences, this summits the need for better 
communication between the two parts.  
 
Finally, the authors’ findings advocate that female employees, if they are to be included 
in the pool for international assignments, are required to enhance their LMX with their 
supervisors, especially when these are male. However, they continue with stating that 
further research is needed both on the role of LMX agreements between supervisors and 
subordinates, and on the reason for the low ration of female expatriates. (Varma & Stroh, 
2001) 
 
2.2 Barriers – The Three Myths 
Given the scarcity of local managers in most countries, companies have questioned if 
women can function successfully on foreign assignments. They have believed that the 
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relative absence of local women managers formed a basis for acutely predicting the 
potential for success, or lack there of, expatriate women. (Adler, 1994) A study done by 
Adler (1994) on the role of women as expatriate managers, revealed a set of assumptions 
that managers and executives had made concerning how foreigners would treat expatriate 
women, or if female managers overall would accept foreign assignments. This was based 
on the belief of how foreign firms treat their own local women. Given that global MNCs’ 
need for the best-qualified managers to be within their organizations, whether female or 
male. Adler’s (1994) explanation why so few women are involved in these positions can 
be explained by the three myths that has arisen, as previously mentioned in this chapter 
and are as follows:  
 

(1) Women do not want to be international managers. 
(2) Companies refuse to send women managers. 
(3) Foreigners’ prejudice against female expatriate managers.  

 
These three statements regarding female expatriates where labeled “myths” due to their 
accuracy had never been tested (Adler, 1994).  
 
2.2.1 The 1st Myth 
Regarding the first “myth”, Women do not want to be international managers, concerns 
the eventual female expatriate’s basic personal characteristics, which are her motivation 
and/or interest in international assignments (Caligiuri & Cascio, 1998). This myth, 
according to Francesco & Gold (1998), gives the impression that it has evolved from the 
male expatriate perspective that companies hold. Stating that the biggest reason for 
failure in the foreign assignments is due to the spouses’ inability to adjust. This indicates 
that companies have confused the role of an unemployed wife with a gender (female), 
therefore, concluding that women are not interested in international assignments due to 
there problems with adjusting to the foreign country. (Ibid.) 
 
In a study performed by Stroh, Varma & Valy-Durbin (2000), the researchers compared 
the mean scores of the female expatriates and their supervisors by utilizing three 
statements: (1) Women are not interested in going on international assignments, (2) Are 
women in dual-career relationships more or less likely to accept international positions 
than single women or women who live with nonworking partners, and (3) Are women 
with children accepting fewer international assignments than women with no children. 
The above-mentioned researchers found that, in general, women are interested in and are 
liable to accept expatriate assignments abroad. The only apparent difference in interest 
and willingness to accept such an assignment is when children are involved, where these 
women are more likely to deny. (Ibid.) On the contrary to Stroh’s et al (2000) findings is 
the research performed by Tung (2004), where this author stated that women are more 
loyal and dedicated to their career than men and maybe at the expense of their family and 
personal lives. As asserted by Marce Fuller, the CEO of Mirant Corp. (a leading energy 
corporation), “Women have to take a lot of risks because there is no natural career 
progression” (Tung, 1994 p.5). This statement was also shared by the president and chief 
financial officer of PepsiCo Inc. Indra Nooyi who declared, “There is no question that 
women who reach the top have to perform at a higher level…” (Tung, 1994 p.5) 
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Additionally, previous research indicate that women think of international assignments as 
opportunities to gain knowledge about different cultures as well as enhancing their 
interpersonal skills (Stroh’s et al, 2000)  
 
According to Tung (2004), females are more often rejecting foreign assignments to the 
Middle/Near East, meanwhile, more accepting for assignments in Africa. In fact, women 
are more willing to work in countries with tougher environmental conditions such as 
Japan, however, not in areas where they would be given a lower status or where women 
are not participating in management. Therefore, such reluctance towards Middle/Near 
East countries religious traditions still is adhered for women. Moreover, Tung (2004) 
asides from this, did not find women to become more reluctant than men towards 
countries with harsh living conditions or where they would become part of a racial or 
religious minority.  
 
Rather than rejecting these kinds of assignments, female expatriates have reported that 
they first of all have to overcome the corporate resistance at the home-base before being 
sent abroad, which is the second of Adler’s three myths (Francesco & Gold, 1998). 
Overall, there have been difference between men and women before, today, there is equal 
interest between them that implies that the first myth is in fact a myth (Adler, 1994).  
 
2.2.2 The 2nd Myth 
This leads us in on the second myth; companies refuse to send women abroad. As said by 
Adler (1994, p.30), “if the problem is not women’s disinterest, is it that companies refuse 
to select women for international assignments?” At this moment, the root of some of the 
problems can be identified (Stroh et al., 2000). In Adler’s research from 1994, she found 
that over half of the 60 surveyed MNCs reportedly hesitated to send women abroad. 
Comparing to domestic management positions, almost four times as many responded as 
being reluctant to sending women abroad. When asked why, three-quarters of the 
response involved the belief of prejudice against women from the foreign country. (Ibid.) 
Other reasons where those women in dual-career would find these assignments difficult, 
they would sense loneliness and isolation and be victims of sexual harassment (Stroh et 
al., 2000). Selmer and Leung (2002) described this reluctance based on: traditional male 
chauvinism, the greater risk involved in sending women with no past overseas 
experiences and the lack of women with technical training and managerial experiences to 
qualify for abroad assignments. This disbelief of female expatriates classically becomes 
of business necessity to avoid costly failure and promote the competitive viability of 
foreign business operations. (Ibid.) In line with Mathur-Helm (2002), many American 
companies hesitate with sending women with believes that they are culturally 
incompatible, non-motivated and unwilling to accept these assignments. Often when 
companies select women over men are only when all potential male candidates already 
have turned down the offer. Continually, companies preferably choose to offer these 
women with temporary or travel assignments rather than the expatriate position at hand. 
(Adler, 1994) This second myth is in fact true; corporations are hesitant regarding 
promoting women as expatriates (Varma & Stroh, 2001).  
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2.2.3 The 3rd Myth 
Previous research done by Adler (1994) concerning the third and last myth, foreigners’ 
prejudice against female expatriate managers and how that renders them ineffectively as 
international managers, showed that almost all of the responding female managers 
reported success. This is a considerably larger number than the success of male 
expatriates. In her research, many women stated that being female had numerous 
advantages, such as foreign clients being curios and wanting to meet them, and sticking 
to their clients’ memory after the first meeting. (Ibid.) In addition, women believed 
foreigners to first of all view women as representatives of the company, second as a 
citizen from where they originate from (for example as an American) and lastly as 
women (Stroh et al., 2000). A pattern has appeared stating; female or male expatriates, 
foreigners see them as foreigners where women are not supposed to act as the local 
women. Francesco & Gold (1998, p.421) and Adler (1994, p.37) give examples on some 
quotations from female expatriates in Japan:  
 

“They can tell that I am not Japanese, and they do not expect me to act as a Japanese woman. They 
will allow and overlook behavior in foreign women that would be absolutely unacceptable to their 
own women.” 
 
“Being a foreigner is so weird to the Japanese that the marginal impact of being a woman is 
nothing. If I were a Japanese woman, I could not be doing what I am doing here. But they know 
perfectly well that I am not.”  
 
“Japan and Korea are the hardest, but they know that I am an American woman, and they do not 
expect me to be like a Japanese or Korean woman. It is possible to be effective even in Japan and 
Korea if you send a senior woman with at least three or four years of experience, especially if she 
is fluent in Japanese.” 

 
Comparing female and male expatriates based on their interpersonal skills, women have 
discovered a number of advantages, including that the local men converse more easily 
over a wide area of topics with the female expatriates than with their male counterparts. 
Additionally, the high social status that is accorded women in some countries is also not 
denied foreign female expatriates. (Adler, 1994) According to Adler (1994, p.34), 
women, in comparison to men, often received special treatment, and below are some 
viewpoints from two female expatriates in Japan:  
 

“It’s an advantage that attracts attention. They are interested in meeting a gaijin, a foreign woman. 
Women attract more clients. On calls to clients, they elevate me, give me more rank. If anything, 
the problem, for men and women, is youth, not gender.” 

 
 “They assumed I must be good if I was sent.” 
 
The local managers expected the women to be “very, very good”, assuming that they 
would not have been sent if they were not “the best” (Adler, 1994). The local clients 
know that female expatriates are rare, therefore take for granted that the women are 
outstanding (Francesco & Gold, 1998). 
 
Need less to say, a part of female expatriates of course experience difficulties and 
disadvantages with being a women, however, this percentage is rather low with only 20 
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percent, compared with more than doubled percentage that felt it had advantages 
(Francesco & Gold, 1998). However, the mainstream of the disadvantages involves the 
relationship between the woman and her home company, and not with the local 
colleagues and clients. These are as noted previous in this chapter, first of all obtaining 
the actual assignment and home companies limiting the duration of the assignments. 
Some experienced trouble with the local colleagues and clients, finding the first meeting 
to be rather “tricky”. This especially when men from the home company were present. 
Given that most foreign women that the local colleagues and clients had ever met were 
the spouses of male expatriates, they naturally assumed that the new woman was not a 
manger. Hence, they often directed initial conversation to male colleagues and not to the 
woman. Therefore, it is highly important for the male counterpart to redirect the focus of 
early discussion to the women. (Adler, 1994) Below is an example from Asia (Adler, 
1994, p.36): 
 

“It took extra time to establish credibility with the Japanese and Chinese. One Japanese manager 
said to me, – When I first met you, I thought you would not be any good because you were a 
woman.” 
 

Research performed by Tung in 2004 identified the countries where the effective 
performances of the women were encountered by most difficulties. Unexpectedly, 
American female expatriates reported problems when the countries of the assignment 
were the United Kingdom. Although these two countries have small cultural distance and 
a very similar work environment, in reality, such expectations may be prevented by the 
understated. For example, in the UK few women are at the senior executive positions. 
During 2001, 2 percent of 100 companies in Financial Times/London’s Stock Exchange 
were female executive directors. Furthermore, the author found that Americans assigned 
to Africa often adjusted better than those assigned to Japan. This caused by American 
expatriates tend to associate modernization with westernization, since Japan is a 
technically developed and economically advanced country, these expatriates assume that 
working in the two countries would not be significantly different. However, this is not so, 
expatriates are more prepared to face unfamiliar living and work conditions in African 
than in Japan. (Ibid.) Finally, this last myth appears to have been exaggerated where the 
anticipated prejudice and the reality do not match. Foreigners appear not to be as 
prejudice as many North American managers had assumed, therefore this myth is in fact 
a myth. (Adler, 1994) 
 
2.3 Barriers – Gender  
In studies by Linehan, Scullion & Walsh (2001); Linehan & Scullion (2001); Guthrie, 
Ash & Stevens (2001) and Caligiuri & Cascio (1998), they all discuss gender as a barrier 
for women, and stated by Linehan et al. (2001), this is the main obstacle that women 
encounter. Due to gender stereotyping, which can take many forms such as gender-
characteristics stereotyping, gender-role stereotyping and gender labeling of occupation, 
the females’ success factor of high potential can be limited. There are two causes for why 
this can be that damaging, first a competent woman may not have her qualifications 
recognized or rewarded to the same extent as a man would have gained. Secondly male 
coworkers, superiors and subordinates might outwardly disrupt a woman’s drive for 
success. The first is more of a subtle bias whereas the latter is more clear discrimination. 
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(Caligiuri & Cascio, 1998) This leads us on to the subject as defined by Albrecht, 
Björklund and Vroman (2003), the phenomenon whereby women do rather well in the 
labor market up to a point after which there is an effective limit on their prospects, i.e. the 
glass ceiling.  
 
2.3.1 The Glass Ceiling 
Women have entered more and more in the workforce, still, the highest management 
positions have not been successfully reached. Therefore, extensive research and debates 
have been done both domestically and internationally. As the US women are confronted 
by the glass ceiling, so are the counterparts in Europe and Australia. This term is used to 
describe the understated barrier, which prevents women from moving up the corporate 
ladder. The glass ceiling is not just a barrier based upon a person’s inability to handle 
higher-level positions, it applies to women as a group who are kept from advancing 
higher because they are women. In other words, women are faced with obstacles that 
their male counterparts are not. According to Women’s Research and Education Institute 
in 1992, it would take among 75 up to 100 years for women to attain full economic 
integration with its current pace. The glass ceiling is not only confined to Europe or the 
US, but exist in many countries all over the world and are experienced by female 
managers both in their home as well as host countries. (Linehan & Scullion, 2001)  
 
In the research done by Linehan & Scullion (2001), all 50 of the interviewed female 
expatriates were aware of hitting the glass ceiling at their home organizations in the 
beginning of their careers. Below are a few quotations from some of the respondents 
(Linehan & Scullion, 2001, p.394-395): 
 

“Let me tell you the glass ceiling is there and it is harder than glass. As far as the term is 
concerned, every time I hear it I think you’ve got to be kidding: we’re talking concrete here. 
Sometimes we are talking plywood, but don’t minimize it, it is not glass, it is not just a ‘glass 
ceiling’.” (manager, software company) 

 
“The glass ceiling is still there, in the sense that there are so few women in global terms that have 
gone to real positions of seniority in companies.” (manager, oil company) 

 
“Certainly there are invisible barriers there today because if one looks at senor management one 
will find very few women. There is no real reason why they should not be there.” (legal director, 
manufacturing company) 

 
As stated above by the respondents, the glass ceiling is spoken of as harder than glass, 
emphasized as being “firmly, firmly in place”, and thought of as moving along up as they 
moved up the managerial. Suggestions have been made that the metaphor of the glass 
ceiling is misleading as counterproductive layers of influence on women that hinder them 
from reaching senior managerial positions, such as tradition, socialization and negative 
stereotypes. The interviewees from Linehan and Scullion’s (2001) study continued with 
suggesting that it was most difficult to be taken seriously in the initial stages of their 
managerial careers. This, generally, since they believed they were judged on their 
appearances.  
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Of the 50 interviewees only 12 thought they could break through the glass ceiling and 
make it to the top, however, not without sacrifices of their own personal lives. This 
implies that women, contrary to men, needs to select among different lifestyle options 
and choices. These are even more difficult when the assignments are international. 
Linehan and Scullion (2001) give examples of such lifestyle choices, and these are: 
 

 decisions concerning the importance of a career relative to other areas of life 
 questions regarding marriage and having children 
 arrangements for managing housework and childcare 
 managing relationships with spouses, relatives and friends 
 managing competing demands from various life roles.  

 
By reason of this, women managers are less likely to be married and have children than 
when the manager is male, and these statements correspond with Linehan and Scullion’s 
findings in 2001. The ten interviewees that were not married believed that it was more 
beneficial to their careers to remain unmarried, hence they only have themselves to take 
care of when moving abroad. The 30 respondents that were married felt that there were 
additional sacrifices to be made when partaking in international assignments. This is 
connected to the establishment that careers were first of all designed to suit traditional 
men whose wives where at home raising their children. The respondents in Linehan and 
Scullion’s (2001) research believed that women have to choose between a career and 
family. This due to the relative inflexibility of organizations, assumptions of that 
women’s primary role is that of a mother and not international manager. Career success is 
still based after men and ignoring influence of marriage, pregnancy, children and 
household duties. 
 
Factors connected to the glass ceiling are feelings of isolation and loneliness, one of the 
respondents expressed that in her work, she does not meet many women, therefore does 
not have that many female friends or that type of networking back-ups that men have. 
Due to the additional barriers that women face many may choose not to participate in 
international assignments. With this in regard, the interviewed women though themselves 
to be rather “unusual” and well qualified, sometimes even more qualified, ambitious and 
mobile than their male counterparts, when participating in their senior international 
management careers. (Linehan & Scullion, 2001) 
 
Breaking through the glass ceiling has been found more common in the US, one frequent 
factor why the American women have been able to do this is the fact that they have had 
much longer time to climb the corporate ladder compared to women in the rest of the 
world. As said by Cook, the highest ranking women at Shell, “They started earlier in 
terms of aspiring to have careers and studying technical disciplines” (Guyon, Adamo, 
Bajpai, Cai, Chandler, Elliott, Ellis, Fung, Guyon, Hjelt, Kano, Schwartz & Tomlinson, 
2004, p.1). US has a striking 13,6 percent of female representatives at top executive level 
weight against Australia with 8,2 percent, Germany 8 percent and France’s 5 percent. 
According to Nancy McKinstry (became the CEO of Wolters Kluwer in 2003), many of 
the Continental European countries have their large expenses of life paid for by the 
government, such as pension, health care and education. This is not the case in the US, 
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therefore, the need for European women to work is not that intense as for the American 
women. Of course, there are ambitious women in Europe, but the emphasis is more on 
equality between work and personal life. (Guyon et al. 2004) 
 
A study made by Albrecht et al. (2003) regarding if there is a significant glass ceiling 
present in Sweden, which resulted positively. According to these authors the glass 
ceiling’s existence implies that women’s wages falls behind that of men’s more in the top 
wage distribution than in the middle or lower level. Their findings showed that there is 
indeed an extremely large gap between men and women at the top of the wage 
distribution. This is especially unforeseen since the average gender gap in Sweden is 
rather small compared to international standards. Moreover, the results show that this 
phenomenon is increasing over time, seeing as it has become much more pronounced 
during the 1990s than earlier. The glass ceiling has also proven to be more important in 
Sweden than in the US, which can as well be opposite to what one might expect given 
that the Swedish average log wage gap between gender is smaller than the gap in the US. 
(Ibid.) 
 
Occupation is also a reason showing the glass ceiling effect. This since it stands for more 
or less one-third of the gender gap at the top of the distribution. However, they did not 
distinguish any obvious reasons for Swedish women to have different preferences than 
for example their American counterparts. Therefore, looking at the work environment is 
more fruitful, where the main aim is the collection of policies that influence the 
interaction between work and family, such as parental leave policy and day-care system. 
(Albrecht et al., 2003) Needless to say, these barriers stated above connected with the 
glass ceiling are not only confined to Europe or the US, but exist in many countries all 
over the world (Linehan & Scullion, 2001).  
 
2.3.2 A Legal Perspective 
The role of gender bias in the workplace, which prevents women from achieving equal 
consideration for international assignments, has gained more focus in recent studies 
(Stroh et al., 2002). The fact that people can form opinions of another person’s capability 
based exclusively on his/hers gender implies that stereotyping may be present (Caligiuri 
& Cascio, 1998). Below are some examples of the equality between men and women 
from a legal perspective, first starting with the US since many theories have their ground 
there, followed by Europe and lastly Japan.  
 
The USA 
In the US, American citizens working abroad for US organizations apply for the Civil 
Rights Act of 1991 and organizations actively pursue gender-neutral policies (Varma & 
Stroh, 2001). The 1991 Civil Rights Act protects American expatriates in foreign 
countries from discrimination. Moreover, ten years earlier in 1981 the US court held, 
through the case of Fernandez v. Wynn Oil Co., no stereotyped impression of female and 
male roles, nor stereotyped preferences of host country consumers may inflict on 
sexually-discriminatory practices. Even though the host country in general prefers to deal 
with men does not stand as a defense for not promoting a woman for that position. 
(Caligiuri & Cascio, 1998)  
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The European Union 
Equal treatment is demanded between men and women, regarding the access to 
employment, vocational training and promotion, and working conditions within the 
European Union (EU) in 2002. All Member States shall actively respect fundamental 
rights for the protection of Human Rights and Fundamental Freedoms when formulating 
laws, regulations, administrative provisions, policies and activities. Also, protection 
against discrimination, either directly or indirectly, for all persons constitutes a universal 
right, recognized by several Human Rights organizations over the world (the Universal 
Declaration of Human Rights, the United Nations Convention on the Elimination of all 
forms of Discrimination Against Women, the International Convention on the 
Elimination of all Forms of Racial Discrimination and the United Nations Covenants on 
Civil Rights and the Convention for the Protection of Human Rights and Fundamental 
Freedoms). Predominantly in paragraph three of the Directive 2002/73/EC of the 
European Parliament and of the Council of 23 September 2002 are equal rights 
concerning matters of employment and occupation addressed. (europa.eu.int)  
 
Japan 
Despite the relatively inhospitable work environment for Japanese women in the past, 
several trends promise a more optimistic future for Japanese women who want a career 
rather than a job. A major change includes the passage of an Equal Opportunity Law in 
1985. While similar to those in other developed economics such as USA, the Japanese 
law has a major critical difference: it has very little power of enforcement. Sanctions for 
non-compliance are weak, more like slaps on the wrist than punishments. The strongest 
sanctions are for infractions in training, fringe benefits, retirement age, resignation and 
dismissal. But for recruitment, hiring, job assignments and promotion, employers face 
only an “exhortation” to provide equal opportunity, with no legal ramifications for non-
compliance. In short, the law is very management oriented. Other changes (which have 
broken some of the barriers that women face in Japan) include the transformation of the 
Japanese industrial structure and the composition of the labor force. The breakdown of 
the permanent employment system, and the growing number of foreign firms in Japan, as 
well as the significant change in the attitudes of both male and female Japanese 
concerning work and women in the workplace are all issue that has improved the working 
system in Japan. (Napier &Taylor, 1995) 
 
2.4 Barriers – Japanese Culture 
Japan is the first non-western society in which industrialization has reached maturity and 
the country has followed a particular course of industrialization as a late developer. 
(Shirahase, 2001) The workplace environment for Japanese women exhibits some 
paradoxes. However, Japan’s economy has long depended heavily upon women’s 
involvement in the work force; on the other hand, their participation is often perceived as 
unimportant when it comes to strategic decision-making and management of firms. 
(Napier & Taylor, 1995) First this issue will be brought up in “working women in Japan”, 
which explains what kind of environment Japanese women work in by Napier and Taylor 
(1995), followed by Hofstede’s [1980] four-dimensional cultural differences adapted to 
Japan and working women by Sama and Papamarcos (2002). 
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2.4.1 Working Women in Japan 
To be able to get a deeper understanding of the barriers that foreign female can face, it is 
of great significance to look briefly on how the Japanese working environment looks like 
for women in general. “Japanese-style management” is premised on and reinforces a 
male breadwinner, female homemaker social division of labour. The proportion of 
working women is by no means low by international standards, since it is not easy to 
combine family and the career commitments that many Japanese firms requires. Although 
Japanese women hold a range of jobs, by far the largest percentages occupy lower level 
positions, especially clerical and sales jobs, or work only part time. In addition to low 
payment, such positions tend to offer few opportunities for advancement. (Napier & 
Taylor, 1995) 
 
Napier and Taylor (1995) describe the working environment in many Japanese firms as 
restrictive and dominated by culturally prescribed behaviours and expectations, for both 
men and women. The groups of Japanese working women performing secretarial duties 
are typically called Office Ladies (“OLs”), and they are subject to a working environment 
that represents what many women face. The environment is characterized by prevailing 
view of women as being subordinate, frivolous, weak, and expendable. The reviews of 
each of these aspects are from Napier and Taylor (1995): 
 
Women: subordinate to men  
In a Japanese business firm, Japanese women are almost always subordinate to the men 
working there. Position, age and gender are three main factors contribute to this 
circumstance. Position is the most critical reason why Japanese women tend to be 
perceived as being subordinate to men. Position in the hierarchy defines status, rank, and 
authority in Japanese business. People who hold higher positions command respect from 
those below. Since most Japanese working women occupy lower level positions, they are 
by definition subordinate to all those occupying higher-level positions, who are usually 
men. Anyone, who is lower on the corporate ladder, despite the gender, are expected to 
accept the superior status and authority of anyone above. However, women tend to find 
themselves in subordinate positions. Age differences are the second reason for why most 
women, particularly office ladies, are subordinate to men. Like position, age signifies a 
difference in hierarchy. Like many other Asian countries, seniority and age command 
respect and deference. It happens to be that most of OLs tend to be young women in their 
early 20s; they are usually younger than the majority of the males in business firms. 
Thirdly, gender itself clearly plays a role in women’s subordinate roles in the Japanese 
working environment. When generalizing, at least in business, women are seen as the 
inferior sex in Japan. The common assumption seems to be that Japanese women rarely 
have interest in the business or professional world, and thus lack business abilities and 
skills. However, men are assumed to have business interest and skills, and women 
automatically become subordinate to men.  
 
Another important aspect is to remember Confucianism heavily influences the Japanese 
environment; consider rank and subordination to be part of the natural order of things. In 
Confucian societies, hierarchy simply exists; some person will always be lower or higher 
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than another on the authority ladder. Moreover, in contrast to the Japanese approach, 
Western societies display greater ambivalence about whether differences in power or 
authority are “right” or fair. Rather than accepting (and respecting) higher ranking people 
because of their seniority or age, people higher up the ladder in Western business often 
must “prove” their competence more than those in Japanese firms. Such thinking leads to 
greater acceptance by Japanese women of the work-place climate and their treatment. 
 
Japanese Women as Frivolous  
Many Japanese women in business are perceived as frivolous, not serious about their jobs 
and their companies. Many Japanese firms use the term “shokuba no hana”, which 
applies to female employees, meaning “workplace flowers.” Such perception; lack of 
seriousness, may be somewhat self fulfilling. This in turn gives the discriminatory 
practices barring Japanese women from upper level positions in most firms; few 
incentives exist for them to form strong attachments to their companies or jobs. Many of 
the young Japanese women view work as a way to bide their time before they marry. As a 
result, many women see their work lives during their early 20s as a time for fun and 
travel before they settle down to the serious business of marrying and raising children.  
 
Women as Weak 
Weakness, particularly physical, is another characterization of Japanese women in the 
work force. Various pieces of legislation help preserve this perception of weakness. Since 
WWII, laws protecting women in non-agricultural jobs have been established. It 
guarantees them time off with pay each month for menstrual discomfort. Moreover, the 
Labour Standards Law prohibits women from working after ten o’clock at night. In some 
occupation, women may not work on holidays, and together with these laws provide a 
strong a disincentive to employers to hire women, and have helped perpetuate the 
perception of women as physically weaker than men. 
 
Women as Expendable Employees 
It occurs rather often that women are viewed as “expendable” employees, regardless of 
the job type. Women often hold either temporary or part-time positions and are among 
the key groups that Japanese employers use to absorb downturns in the economy. Even 
women who work full-time for large Japanese employers are considered expendable, easy 
to let go when necessary. Because firms invest little in training women, the skills and 
knowledge that women have are less crucial to firms. Holding no strategic or critical 
skills, therefore, women can be easily replaced when the economy improves, after the 
downturn, which is partly due for all the part-time employment, and non-permanent jobs 
that often females hold.  
 
The work climate surrounding the Japanese women described tends to carry to women 
holding managerial positions as well. Generally speaking, many Japanese men expect 
even professional female to resign after a few years after joining a firm to have children. 
Lastly, men tend to expect the women to be deferential to all males, less serious than men 
about their work, not as strong in the work effort, and probably less intent on staying with 
a firm for a long-term career.  
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Factors such as culture, tradition, social attitudes, religion, and economic conditions and 
the role of women in Japanese society tend to enhance occupational segregation. These 
factors further restrict women to work in skilled jobs that are more economically 
rewarding. (Yamada, Koshal, Miyazima & Koshal, 2002) 
 
2.4.2 Hofstede’s Four-Dimensional Cultural Differentiation Model 
Much of what is known, or believed about cultural differences and their possible 
consequences of work-related values derives from Hofstede’s [1980] research (Sama & 
Papamarcos, 2000). These authors’ studies about Japanese culture consequences for 
foreign working women originate from Hofstede’s research. Factors identified in 
Hofstede’s four-dimensional empirical model of cultural differentiation include: a) 
Individualism – Collectivism; b) Masculinity – Femininity; c) Power Distance; and d) 
Uncertainty Avoidance. These four dimensions will be discussed in this section is from 
Sama & Papamarcos (2000). 
 
While the validity of Hofstede’s [1980] work has been generally accepted in the literature 
it is important to recognize that a certain amount of controversy that surrounds the 
derivation of these dimensions and their application. For example, it may be that each of 
Hofstede’s bipolar factors should be conceptualized rather, as two-dimensional space, 
e.g. it may be theoretically possible for a nation to score highly on both individualism and 
its counterpart, collectivism. Japanese firms often choose to emphasize aspects of 
individual employee development and, at the same time, cooperative collectivism. (Sama 
& Papamarcos, 2000) Additionally, Hofstede’s research was done in 1980 and derived 
from a two questionnaire survey with employees working within one corporation, namely 
IBM, therefore criticism can be made of his research since focus were only upon one 
company; the validity and reliability could have been affected negatively (Hodgetts & 
Luthans, 2003).  
 
Individualism – Collectivism 
According to Sama and Papamarcos (2000), the level of individualism or collectivism 
indicates the nature of the relationship between the individual and the collectivist, which 
prevails in that society. Individualism implies a preference for how people are supposed 
to take care of themselves and their immediate families. Collectivism, on the other hand, 
indicates a preference for a tightly knit social framework in which individuals are 
emotionally integrated into an extended family or other in-group that will protect them in 
exchange for unquestioned loyalty.  
 
Japan is a relatively collectivistic society, where group harmony and consensus are of 
utmost importance, and rewards allocation is designed to promote cohesiveness and 
reduce conflict. In a collectivistic society, the in-group is of relevance, however, in the 
Japanese world of managerial work, this group does not include women. For many 
women managers and prospective managers it is hard to communicate due to this barrier. 
The distinction between inside and outside (“uchi” and “soto”) determines one’s mode of 
behavior and form of expression in Japan. In these in-groups loyalty is considered to be 
extremely high, which is exemplified in the system of lifetime employment in many 
larger corporations, and in return to their loyalty, the corporation promises provision of 
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services (e.g. training, housing, and benefits etc). However, because there is a tendency 
for the Japanese women to leave the labour market in order to raise a family, it makes it 
difficult for many to fully participate in the labour force, and therefore very difficult to 
obtain rewards equal to those of men, who have stayed in the system continuously. The 
degree of conformity in Japanese society overall makes it difficult for Japanese women to 
break with tradition and lead unconventional lifestyles (e.g. as a working mother, or a 
high-priced, unmarried executive), which creates great difficulty for Japanese women 
aspiring to the ranks of management. 
 
Nevertheless, for many Japanese female professional workers collectivism can both be 
seen as an asset and liability. Their participation in the “ringi” system of consensus and 
compromise in decision-making, and the equal distribution of rewards have, at least in 
appearance, advantages for women workers. However, the strongly maintained in-
group/out-group, and the seniority rules of promotion militate against their attaining and 
sustaining high-level management positions, particularly in the larger corporations where 
pay and benefits are the most generous.  
 
Masculinity – Femininity 
According to Sama and Papamarcos (2000) findings, Hofstede [1980] describes a high 
achievement, assertiveness, and competitiveness can be found in typical masculine 
societies. However, a more feministic society reflects security, modesty, caring for the 
weak, and the spiritual quality of life. An overriding implication for working women is 
Japan’s strong masculine culture; the delineation of sex roles is very explicit and not 
easily subject to change. A very masculinity characteristic of Japanese organizations is 
the concern with achievement and material success. The Japanese word “kaizen” can be 
explained by the striving for greater and greater achievement, which holds the potential 
for continuous, sustained improvement.  
 
Power Distance  
Sama and Papamarcos (2000) continues on by referring power distance to the extent to 
which members of a society accept that power and all that is associated with it is 
distributed unevenly. In a high power distance society an order for inequality exists, 
independence the elite minority, power becomes a basic fact that antedates good and evil. 
In a low power distance society beliefs exist that inequality is to be minimized, the 
interdependence of members replaces the dependence of the majority, superiors and 
subordinates are considered alike, and, all members have equal rights.  
 
The importance of obedience to one’s superiors, and the norm of paternalism, makes the 
Japanese society score relatively high to the use of power distance compared to other 
countries. For many women in Japan there seems to be an increased fear of demanding 
equal rights, and many female managers tend to attribute their successes to fate, and 
being unwilling to set goals, or change unfortunate conditions that they believe are willed 
to exist. When managing older, male workers, many women feel a difficulty in 
confronting them, this mainly due the societal power structure. The men are awarded 
with more status then their female bosses, and therefore making effective management by 
women is often extremely difficult. An expression used often in Japan is translated: 
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“Know-who is better than know-how.” With the limited opportunities Japanese women 
have for networking, this attitude can be disabling for their careers.  
 
Uncertainty Avoidance  
The last dimension in Sama and Papamarcos (2000) article is uncertainty avoidance, that 
addresses the extent to which people in a society feel threatened by unstructured or 
ambiguous situations. Some of the characteristics of societies with high uncertainty 
avoidance is the ambiguity inherent in life is experienced as a continuous threat that must 
be countered (there exists an inner urge to work hard). A belief that conflict and 
competition unleash aggression and should therefore be avoided as well as a strong need 
for consensus, law and order, and a regulated and secure life. However, a low uncertainty 
avoidance society is when things are more easily accepted, and each day is taken as it 
comes. Hard work is not a virtue, conflict and competition can be contained on the level 
of fair play and used constructively.  
 
Japan’s highly masculine orientation together with the high uncertainty avoidance poses 
problems for prospective Japanese women managers. Many of the larger Japanese 
corporations invest heavily in their employees early in the game. Women are a risky 
investment in the traditional Japanese way of thinking since they historically have left the 
labor force after marriage or upon birth of their first child. Caring for the children and 
home remains indisputably a job for women in Japan. The weak infrastructure supporting 
child- and elder-care has been an aggravated dilemma for many Japanese working 
women. 
 
2.5 Adjustment – Cross-Culture  
A study on female’s expatriates’ cross-culture adjustment was made by Caligiuri and 
Lazarova (2002), who offer a model that describes the way in which female expatriates 
develop relationships and utilize those relationships to become cross-culturally adjusted. 
This model includes three predictive components affecting cross-cultural adjustment. The 
first include the factors affecting whether a woman is able to form relationships on the 
expatriate assignment. These relationship-formation antecedents acting as moderating 
variables include the female expatriate’s personality, the host nationals’ cultural norms 
towards women, her language skills and the availability of possible opportunities for 
interaction. The second component includes the various sources of social interaction and 
social support (e.g. family members and host-national colleagues). The third component 
describes the type of a female expatriate’s social interaction and social support (e.g. 
emotional, informational and instrumental). (Ibid.) All the theory for the compounds in 
section 2.5 is from Caligiuri and Lazarova (2002). The figure on the following page 
(figure 2.1) shows the different factors that affect cross-culture adjustments. 
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Figure 2. 1 Social interaction and social support as antecedents to female expatriates’ cross-cultural 
adjustment 

SOURCE: FROM CALIGIURI & LAZAROVA, 2002, P.763. 
 
2.5.1 Relationship – Formation Antecedents 
This model proposes three possible antecedents affecting the formation of a female 
expatriate’s relationships during global assignments. These qualifications will affect 
whether relationships develop, how strong the emotional ties will be and how influential 
they will be in affecting adjustment. This include: (1) the female expatriate’s affiliating 
personality characteristics, (2) cultural constrains towards developing relationship with 
women and (3) situational constraints affecting relationship building (namely language 
skills and location). (Caligiuri & Lazarova, 2002) 
  
Affiliating Personality Characteristics and Relationship Building 
Some of the affiliating characteristics are openness, one’s willingness to communicate, 
sociability, extroversion, and one’s ability to establish interpersonal relationships. These 
characteristics are relevant to social interactions and are very important since they affect 
the quantity and quality of expatriate interaction and, in turn, influence cross-cultural 
adjustment. However, a female expatriate who has access to daily interactions with other 
expatriates or host nationals, yet is not open to the interactions, will have lower cross-
cultural adjustment, compared to a person with greater openness.  
 
According to Caligiuri and Lazarova (2002) women tend to have a slight advantage over 
men in the case of affiliating personality characteristics. Women tend to be more 
relationship-centered and the affiliating personality characteristics tend to be somewhat 
higher in women than in men. Moreover, there is tendency that women have good 
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interpersonal skills and an ability to discuss a larger range of topics with business 
partners, enhancing professional conversation. That is, many women put people at ease 
socially which, in turn, can help in developing relationships in certain cultures, like the 
Japanese culture. 
 
Cultural Constraints on Relationship Building 
As important as relationship formation, it is of equally importance to recognize that 
cultures differ on the extent to which men and women can readily form social 
relationships. A factor that would unavoidably limit women’s access to social interaction 
and support is the host nationals’ cultural norms, which may prevent to freely interacting 
with women. The difficult of the cross-cultural adjustments would be when fewer women 
have interactions, which would lead to fewer opportunities of learning more about the 
culture and the social norms of the host country.  
 
Compared to men, many female expatriates face the variety of common norms (such as 
perceptions and gender-role expectations) as possible limitation for opportunities for 
interaction. Caligiuri and Lazarova (2002) give an example of this with single expatriate 
women. These women may feel isolated from social situations that revolve around the 
family or in countries where being a single woman (of a certain age) carries a negative 
connotation. This negative perception of being a “single female” may be true for male as 
well as female host nationals. Many single women feel that this is a result of social 
isolation, that they feel lonely, some single female expatriates even buy dogs for 
companionship. Many single female expatriates in Japan report having very limited 
dating opportunities, which becomes a source of great frustration that has a negative 
impact on adjustment. Due to the social stigma of cross-gender friendships, whether it is 
a single or married, many women may find social relationships with male host nationals 
especially challenging. In cultures where there is a more hierarchical system, regardless 
of gender, it is inappropriate to be friends with senior managers. This in return makes it 
difficult for female expatriates who hold a high-status position to build social friendship 
with younger or low-positioned host national females. In addition, if there is a prevalent 
“anti-foreigner” attitude among host nationals, social interactions might be extremely 
difficult. This bias, of course, would apply to both male and female expatriates.  
 
In certain cultures, women may be afforded lower social status. Therefore, a 
generalization to female expatriates would negatively influence the host nationals’ 
perceptions and attitudes, thus undermining female expatriates’ authority with people 
inside and outside the organization. In several countries there is a gender stereotyping, 
which may have a limiting effect on female expatriates’ interactions, both inside and 
outside the workplace. Caligiuri and Lazarova (2002) brings up as mentioned earlier that 
in many counties Western female expatriates may be viewed as professionals (and 
foreigners) first, and then as women. Because of many females’ visibility and perceptions 
of competence (i.e. if corporate has chosen to send a woman, she must be extremely 
competent), it often works as an advantage for them. Despite this, some men of the host 
nation might still be unwilling to engage in social interactions, due to their cultural 
norms. This is consistent with the finding of the authors that female expatriates can 
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perform as well as male expatriates, but not be as cross-culturally adjusted, in countries 
with fewer women in the workforce.  
 
Situational Constraints on Relationship Building 
According to Caligiuri and Lazarova (2002) the important factors of developing 
relationships, besides from having the right affiliating personality characteristics and 
being accepted by host nationals, are the two additional factors. The first one is language, 
which increases the opportunities for daily interactions with host nationals. It may 
include more in-depth conversations with colleagues and subordinates at work and more 
frequently conversations with neighbors, shopkeepers and the like. The second factor, job 
situation, may be having extended (an 80-hour working week) or unusual hours of work 
(an evening schedule) would limit opportunities for social interactions. The location of 
the office (e.g. a busy city versus a remote rural location) and the location of the 
residence (a network expatriate community versus an isolated local community) can each 
affect opportunities for social interaction. This factors may affect the cross-cultural 
adjustment of female expatriates, either it can enhance or limit possible social 
interactions and social support. 
 
2.5.2 Source of Social Interaction and Social Support 
Each of the previous antecedents can affect a female expatriate’s range of possible 
interactions with various people during her global assignment. For social interaction and 
support there exist several sources (i.e. people) and types (i.e. content). This section will 
discuss the different sources, while the following section will bring up various types of 
social interaction and support relevant to female expatriates. In this section, the various 
categories (e.g. host nationals, family) are not necessarily exclusive. For example, a 
person can be both a work colleague and an expatriate who lives in the same community. 
(Caligiuri & Lazarova, 2002) 
 
Family 
A factor for successfully managing the cross-cultural transitions is the family support, 
which can be a significant resource when dealing with emotional problems and to help 
them raise their confidence. In the case of female expatriates, an important aspect of 
spousal support is the reaffirmation of the sense of professional self of the female 
expatriate after confrontations with gender stereotyping prevalent in the host country. A 
recent study on cross-culture adjustments, found that married women who was given the 
social support by their husband and children had a positive influence on the adjustment. 
 
Colleagues 
Another important predictor of women’s adjustments is socialization and interaction with 
colleagues. Social interaction and social support from co-workers makes expatriates fell 
that their presence is valued, resulting in a sense of acceptance, belonging and 
satisfaction that act to facilitate cross-culture adjustment. Socialization overall has an 
positive impact on adjustment, the important factor such as colleagues can teach and help 
the female expatriates to the appropriate behaviours, which results in successful job 
performances.  
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Host nationals 
The more female expatriates interact with host nationals, the more likely they will be to 
learn the culturally appropriate norms and behaviors. To be able to create a positive 
attitude towards people of the host nation, interactions are necessary since it may increase 
expatriates well-being and the knowledge of that culture. Moreover, interactions with 
host nationals may improve the perceptions of host nationals towards female expatriates. 
In other words, positive time spent with a given female expatriate may help override any 
general prejudice, which in turn gives a more favorable attitude of host nationals and 
therefore prosper the social support provided to female expatriates.  
 
Mentors 
To enhance mentoring programming can assist socialization on the job and improve 
greatly the possibility of professional success for women in the host country. Caligiuri 
and Lazarova (2002) brings up a study that has been made by Feldman and Bolino in 
1999, which illustrates how different forms of mentoring (more specifically; task 
assistance, career assistance, psycho-social support and role modeling) influence how 
quickly expatriates learn their new jobs and how quickly they adjust to their new work 
groups. By the help of a mentor an expatriate can turn from being an outsider to being an 
active member of the subsidiaries. Other things that mentoring can help the foreign 
female professionals with is to get more easily assimilated into the host country, to make 
them feel more comfortable with their new work group, as well as reduce any uncertainty 
about the new environment. According to Caligiuri and Lazarova (2002), to be able to 
enhance the cross-cultural adjustment, an effective socialization of foreign female is 
needed, which can be proposed by a multi-stage global mentoring.  
 
Other expatriates 
Another important factor for adjustment is the socialization with and support with other 
expatriates. These interactions can not only provide a sense of affiliation and belonging 
but also serve a source of information about the host environment seen through the lens 
of the perception of other expatriates, or the “comparable others”. This is of great 
significance since they have undergone (or are currently undergoing) the same 
adjustment experience, which can affirm self-evaluation, provide psychological comfort 
and produce self-enhancement. It could also function as a help group, where those with 
similar problems can work together towards solving them. Other expatriates can also 
provide useful information about the culture, norms and behavior of the host country. 
Those expatriates, especially those who have established relationships with host 
nationals, can help with the cultural integration for the newcomers. They can also provide 
information about the local community regarding schools, leisure activities, churches, 
expatriate clubs, etc., thus reducing many of the hassles associated with trying to re-
establish one’s network. To be able to provide unique support on gender-related issues, it 
may be especially helpful for female expatriates to establish relationships with other 
female expatriates. (Caligiuri & Lazarova, 2002) 
 
Host National Functionaries 
The everyday needs such as assisting in house repairs, or providing information about 
where the nearest gas station is, or giving advice on choosing the freshest vegetables can 
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be addressed by daily social interactions. People that are “secondary ties” (outside the 
expatriate’s primary social circle) can be very helpful in the adjustment process. When 
there is a stressful or ambiguous situation for the foreign females, these functional 
interactions can provide immediate environmental feedback. Caligiuri and Lazarova 
(2002) gives the example of a store clerk who goes out of his or her way to help the 
female expatriate select an appropriate gift to bring to a host-national dinner party has 
helped the female expatriate learn a cultural norm.  
 
2.5.3 Type of Social Interactions and Social Support 
Different types of social support exist and emphasize different element of an individual’s 
overall support network, which will have the function to contribute to the female 
expatriate’s psychological and physical well-being. Caligiuri and Lazarova (2002) 
discuss three types of support in the context of female expatriates’ cross-cultural 
adjustment: emotional support, informational support and instrumental support. In 
conjunction with the previous section any of the sources of social relationships (e.g. host 
nationals, family members) can provide one or more type of social support.  
 
Emotional Support 
Stress, disorientation and loneliness are not uncommon stages for most expatriate 
assignments. Emotional support is needed when the negative feelings and experiences 
(that are a natural part of the cross-cultural transition) arise, a way to overcome this is by 
gaining social interactions from all sources. This often fulfils the basic human need to 
affiliate, including the need for contact, companionship and friendship. In the early stages 
of global assignments, these human emotional connections can diminish negative 
psychological effects of isolation and loneliness to maintain and enhance self-identity and 
self-esteem.  
 
As mentioned earlier, the feelings of affiliation, belonging, affirmation of self-worth and 
psychological security can improve the cross-cultural adjustment of the female expatiate. 
These social interactions may reduce stress and provide referent groups, through which 
the new environment can be interpreted. Thus, these interactions can help female 
expatriates overcome feelings of anxiety and powerlessness, easing feelings of being 
inadequate and out of place. When a female expatriate can vent her feelings, uncertainties 
and problems to a sympathetic colleague, it might provide some psychological comfort 
and also articulate her most critical concerns, once such concerns are identified she can 
begin developing solutions.  
 
Informative Support 
According to Caligiuri and Lazarova (2002), there tend to be high demands for 
processing unfamiliar stimuli on newcomers, the information might be as where to shop, 
eat, see a movie or as critical as how to interpret a host national colleague’s behaviour. 
Informational support, therefore, is any information that reduces expatriates’ uncertainty 
and confusion. The first stages of global assignment are especially challenging, since it is 
hard to form correct attributions about the new culture, and it is difficult to know the 
appropriate norms and behaviours. Informational support helps clarify the situation and 
provides feedback regarding appropriate behaviours and, in turn, helps the expatriates 

 33



Chapter two 
OVERVIEW of LITERATURE 

develop sensitivity towards the cultural norms by creating an understanding and 
appreciation for the host culture. 
 
Instrumental Support 
Instrumental social support refers to the creation of a supportive environment by 
providing female expatriates with necessary resources, which also has the potential 
influence on the adjustment. The instrumental support will ease for female foreigners in 
stressful situations, these resources may include money, baby-sitting, helping with yard 
work, lending books or giving free lessons in the host country language to name a few. 
Sometimes, this instrumental support may be provided by the organizations to improve 
the adjustments. Regardless of the source of support, it may facilitate some higher levels 
of support to develop.  
 
Caligiuri and Lazarova (2002) explain that by the providence of this assistances it may in 
fact, help the female expatriate feel connected and accepted by the local community. For 
example, if a neighbourhood grocer agrees to deliver groceries to a female expatriates 
home because she cannot get to the store before it closes, then the grocer is providing 
instrumental support (i.e. her need for groceries after the store closes). Emotionally, the 
fact that the grocer would be willing to do this for her makes her feel more connected to 
the broader host-national community. In addition, the instrumental support may enable 
other social support. It could be that the female expatriate find a trusted baby-sitter, 
which makes her be able to spend some time socially with host national colleagues (i.e. 
developing emotionally supportive friendships). For the cross-cultural adjustment, this 
instrumental support serves a important role for both functional and emotional reasons.  
 
2.6 Adjustments – Napier and Taylor’s theory 
Adjustment to the work and living environment is a prerequisite to successful job 
performance. The inability to adjust, on the part of either the employee or the family, is 
one of the most critical leading to an early return home, which is costly for the firm and 
to the individual. (Napier & Taylor, 1996) The following theory is the studies by Napier 
and Taylor (1996), which shows that adjustment does not seem to be a serious problem 
for foreign women professionals in Japan. However, they explored the following factors 
that particularly helped or hindered adjustment. They have divided their theory into work 
adjustment, living adjustments and work performances, these will be discussed further in 
the sections below.  
 
2.6.1 Work Adjustment 
Napier and Taylor (1996) have explored three factors related to the work adjustments:  
 

(1) quality of the foreign women’s relationship with the Japanese,  
(2) characteristics of the jobs,  
(3) the women’s personal characteristics.  
 

With regards to the first statement, the relationship with the Japanese, the authors found 
that the women who perceive positive attitudes from their Japanese bosses, colleges, 
subordinates, and clients (i.e. the Japanese trust them, believe in their professional 
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competence, and are comfortable with them and so on) are significantly better adjusted to 
working in Japan. Concerning the characteristics of her job, the study shows that the 
more discretion a woman has in conducting her job, the better her adjustment is. That is 
when a foreign is given the ability to decide what to do, when, and how to do it, they 
have more flexibility to adjust to their jobs in Japan. Many women consider that the jobs 
they have in Japan give them much greater authority than the jobs they held in their home 
country. Moreover, a great extent of women enjoys the superior access to higher levels of 
management in Japan. Their aspects of the job – discretion – has an extremely strong 
positive relationship with work adjustment, while a similar study of foreign men in Japan 
found a more moderate, although positive, relationship. (Ibid.) 
 
Napier and Taylor (1996) also bring up the negative sides, less clarity in job duties and 
expectations experience lower level of work adjustment for several women. One woman 
speculated that when having unclear jobs, it might give the consequences of their 
colleagues also experiencing this ambiguity and feel uncomfortable about their roles. In 
addition, women who experience conflict in the work demands also reported lower 
adjustment. One of the conflicts that can occur is when female expatriates are asked by 
their Japanese colleagues, bosses, and subordinates to perform duties below their 
professional stature, such as serving tea when entertaining a client. However, the higher 
the position a woman occupies, the less she encounters this sort of role conflict. Sexual 
harassment is another kind of role conflict a lot of women is faced with. When foreign 
women professionals are sexually harassed on the job in Japan, whether by clients or co-
workers, they receive messages that conflict with their own expectations about 
professional stature and role. Even when a foreign woman is not the target of unwelcome 
advances, she often faces innuendos and sexual remarks from Japanese men that are 
considered offensive by Western women. 
 
Two of the most important attributes of women’s personal characteristics for successful 
adjustment to work are languages skills and age. However, the relationship between 
language ability and adjustment is apparently more complex than initially thought. The 
only significant relationship is between speaking ability and a foreign woman’s work 
adjustment. Napier and Taylor (1996) suggest two factors that influence whether 
speaking Japanese is important or not. First, is if the woman’s job is internally or 
externally focused, higher level of the Japanese language is needed with externally 
focusing. Second, women who have a clear and highly sought expertise, or who are very 
high up in the organization, reported less need to speak Japanese. Napier and Taylor 
(1996) give an example of a woman, one consultant, who has highly sought-after training 
design skills. Her clients accept her inability to communicate in Japanese and use English 
to take advantage of her knowledge.  
 
In helping foreign women adjust to her new work situation in Japan, consideration to age 
must be taken, since age is often associated with organizational hierarchy. The Japanese 
assume that younger people hold lower-level positions, and consequently. Japanese 
businessmen question whether younger people have the competence or authority of a 
senior person. Conversely, these businessmen may attribute greater competence or 
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authority to older foreign women, it seems (according to the authors) being older helps 
overcome Japanese businessman’s initial doubts about the competence or authority. 
 
2.6.2 Living Adjustment 
Two of the most difficult aspects of adjustment, according to Napier and Taylor (1996), 
are health issues and housing providence. Women tend to find it hard to adjust to the 
Japanese health care system, which may be partly due to philosophic differences in health 
care delivery and partly to the frustration of being unable to adequately describe health 
problems. Moreover, there seems to be a positive relationship between the ability to 
speak Japanese and the adjustment to health care. Furthermore, housing is frustrations for 
many women who are provided with little financial support from the organization in 
home country, since the extremely high cost of housing in Japan.  
 
As for the adjustment to social life, Napier and Taylor (1996) explain that married 
women’s adjustment is significantly connected to how well their spouses have adjusted to 
living in Japan. When there have been a similar study on male expatriates, it was found 
that the family’s adjustment was the key factor for success of adjustments. When the 
husband is well adjusted, he often provides a sounding board for his wife’s frustrations 
with conflicting job demands or ambiguous responsibilities. In particular, the husband 
often reaffirms her sense of professional self when it has been abraded by testing of her 
competence or by sexual harassment.  
 
When it comes to single women social life in Japan, it is often seen as a source of 
discontent, especially regarding dating. For most single male expatriates it is rather easier 
since they often find Japanese women very attractive and are often flattered by the 
attention they receive from them. However, there seems to be incompatibility in role of 
expectations when single women who have dated Japanese men. Quite few of them, 
including high-level executives, stated that their primary reason they will not extend their 
stay in Japan is the limited dating opportunities, although most felt they have formed 
good friendships and greatly enjoy the many entertainment opportunities in Japan. 
 
2.6.3 Work Performance 
A concern for both companies and potential women candidates are whether foreign 
professional women working in Japan can perform their jobs well or not. According to 
Napier and Taylor (1996) they can, since these women are excited, proud, and confident 
about their accomplishments. Several women give examples of their job success in Japan, 
such as significantly increasing the client base for the company. However, not all female 
expatriates who are working in the Japanese female business environment are reported 
good job performance. Getting adjusted to the job is a vital component of job success, as 
shown by the strong statistical relationship between the two variables. The authors state 
that the bottom line is that foreign women professionals can work successfully in Japan. 
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3. Problem Discussion 

The reader has now been presented with an introduction, a general background, and an 
overview of the literature regarding the area of research, i.e. to gain a deeper 
understanding of female expatriates working within Swedish MNCs located in Japan. The 
following chapter will guide the reader through the problem discussion that lands into 
two research questions stated concerning the thesis’s research area.  
 
The participation rate of women in the world of work continues to increase in modern 
industrialized societies (Sama & Papamarcos, 2000). Over the past two decades, while 
there has been an increasing usage of women in international assignments, yet, the 
percentage of this growth rate has remained slow. As long as women remain under-
represented in international assignments, they will continue to lack the opportunity to 
acquire one of the critical competencies required of global leaders, namely a global mind 
set. (Tung, 2004) It was only twenty years ago when research began on issues facing 
women professionals working outside their home-countries, which has raised the issue of 
women expatriates in MNCs (Napier & Taylor, 2002). Given this scarcity of local female 
managers in most countries, companies have questioned if women can function 
successfully on foreign assignments (Adler, 1994). 
 
The relationship between the supervisor and the subordinate has significant impact of the 
involvement of females in international assignments. This implies that in order to become 
more involved in these assignments women have to improve their relationships with their 
supervisors, especially when the supervisor is male. (Varma & Stroh, 2001) One of the 
barriers for women who enter into international management are Adler’s (1994) three 
“myths”, these are as follows:  
 

(1) Women do not want to be international managers.  
(2) Companies refuse to send women abroad.  
(3) Foreigners’ prejudice against female expatriate managers.  

 
These viewpoints were labeled “myths” because, although widely held by both men and 
women, there accuracy had never been thoroughly tested (Selmer & Leung, 2003). 
Therefore, investigations concerning these myths on whether or not they were actually 
true or not, from the female expatriates view, were to be extremely interesting. Previous 
research has shown that only the second myth is in fact true, that is companies are 
hesitant, and refuse to promote women as expatriates (Varma & Stroh, 2001). The first 
and the third myth are actual myths; i.e. women do have interest in international 
assignments and the female expatriates also believe that it is not the foreigners that are 
prejudice, it is the parent companies (Adler, 1994).  
 
Other barriers raised concerning female expatriates addresses whether a gender bias 
exists against sending women on global assignments. This area is an issue worthy of 
investigation, since the number of female expatriates is rather low compared to the 
overall size of the qualified female labor. (Caligiuri, Joshi & Lazarova, 1999) During the 
1980s and early 1990s, there was a great deal of speculation about whether women could 
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even be effective in global business, particularly as expatriates in environments which 
were typically hostile towards women. A group of researcher in the 1990s developed a 
wider interest in women professionals working abroad. (Napier & Taylor, 2002) The 
frequent reasons for selecting males over females are to avoid costly failure and to 
promote and optimize the competitive viability of business operations abroad. However, 
these arguments are rather perplex, since the majority of female expatriates claim that 
they are successful in their international assignments, even in male-dominate countries 
like Japan and Korea. (Paik & Vance, 2002) Today, the situation in practice as well as 
research is different and much has changed in the research landscape of our knowledge 
and views on female expatriates and female global leaders. The two to three percent of 
expatriates represented by women in the early 1980s has increased to 12-15 percent, a 
significant increase, still, generally less than the presence of women in management 
would warrant. (Taylor, Napier & Mayrhofer, 2002) 
 
This slow rate of growth in the deployment of women in international assignments serves 
to frustrate the challenge to shatter the “glass ceiling”, which is an intangible barrier so 
strong that it prevents women from moving up the managerial hierarchy (Tung, 2004; 
Linehan, 2000; Davidson & Cooper, 1992). Moreover, studies by Selmer and Leung 
(2003), brings up the traditional views about the men who conduct the selection for an 
international assignment often tend to hold (negative) stereotypes about women in 
international leadership positions. While female expatriates are far from being the norm, 
the underlying trends seem promising (Altman & Shortland, 2001).  
 
When discussing the Japanese woman and her involvement in the Japanese business 
environment, according to the previous literature, the past has been relatively 
inhospitable and without questioning less than welcoming. Japanese women are almost 
always subordinate to men, due to the lower level positions that they often hold. 
However, this is not only gender associated since everyone that is in lower level positions 
are expected to accept the superior status and authority of anybody above. Moreover, 
Japanese women are also perceived as frivolous, not serious about their job or their 
companies. The Japanese have a term which applies to female employees, “shokuba no 
hana” (“workplace flower”), which in turn gives the discriminatory practices towards 
female from upper-level positions barring in most companies. Laws prohibiting women 
to work after ten PM and in some cases not working on holidays have helped perpetuate 
the view of women as physically weaker than men. In addition, women are seen as 
expendable in business, in other words, easy to let go when necessary. By not holding 
any strategic or critical skills, due to little training, they can easily be replaced. This way 
of thinking is firmly in place, even regarding those few female that hold higher-level 
manager positions. Generally speaking, men expect these women to resign in order to 
have children only after a few years joining the firm. Need less to say, factors such as 
culture, tradition, social attitudes, religion, and economic conditions tend to have 
enhanced the role of women in Japanese business as well as the occupational segregation. 
However, according to previous theories by Napier and Taylor (1996), several trends 
promise a more optimistic future for those women who want a career rather than a job. A 
breakdown in the Japanese employment system and the increasing number of foreign 
firms operating in Japan, together with a significant change in the attitudes of both male 
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and female Japanese regarding work and women’s workplace are issues that have 
improved Japan’s working system. (Ibid.)  
 
This leads us in to the subject of culture that is an important barrier which female 
expatriates batter in the Japanese business environment (Napier & Taylor, 1996). 
Cultures vary in their encouragement of women’s participation in the workplace and 
particularly willingness to have women in authority positions (Francesco & Gold, 1998). 
Economic, social, and culture differentiators combine to crave out a place for women that 
are further advanced in some sectors than in others (Napier & Taylor, 1996). In Sama and 
Papamarcos (1996) article, Hofstede’s [1980] four-dimensional empirical model is 
discussed, this model combines cultural differences into: Individualism – Collectivism, 
Masculinity – Femininity, Power Distance, and Uncertainty Avoidance. In a study done 
by Sama and Papamarcos (1996) the four dimensions where applied to the foreign 
women working in the Japanese culture. The main barrier for women to communicate is, 
as mentioned earlier, the fact that the Japanese world of managerial work does not 
include women. Other difficulties are with fully participating and receiving equal rewards 
within companies. Therefore, the collectivistic environment can be seen as both an asset 
and a liability for women, with the “ringi” system that appear as advantages and the 
strong promotion against women in high-level positions acts as disadvantages. Moreover, 
the strong masculine environment that Japan has also implicates for women, due to very 
explicit sex roles that are hard to change. The high power distance as well makes it hard 
for women; men are rewarded with higher status that makes it more difficult for women 
to manage effectively. Since Japan encompasses high uncertainty avoidance companies 
invest early in their employees, because women are regarded as risky investments this 
also serves as a disadvantage, hence they tend to leave the labor force after marriage and 
childbirth. (Ibid.) 
 
Moreover, cultural and environmental conditions may be hampering female expatriates’ 
accomplishment of global assignments. Those expatriates who are flexible in their 
attitudes towards cultural differences and are willing to learn from different cultural 
context are better adjusted to overseas assignments. (Mathur-Helm, 2002) Caligiuri and 
Lazarova (2002) conducted a theory regarding female expatriates’ incensement in 
adjusting to the foreign culture, and there are three predictive components that should be 
considered. The first discusses whether women are able to form relationships on 
expatriate assignments; this handles the personal characteristics (social interactions), the 
cultural constraints (host nationals’ cultural norms) and the situational constraints 
(language skills, job situation & location). The second include various sources of social 
interaction and support, such as family, colleagues, host nationals, mentors, other 
expatriates and host-national functionaries (every-day needs). The last discusses the type 
of social interaction and support that female expatriates create, this involves emotional-, 
informal- (where to shop, how to interpret local colleagues’ behavior) and instrumental 
support (necessary resources such as money, language lessons, helping with yard work). 
(Ibid.) 
 
According to Napier and Taylor (1996), foreign women do not seem to have any serious 
problems with adjusting to the Japanese culture. This conclusion was drawn by exploring 

 39



Chapter three 
PROBLEM DISCUSSION 

these three factors: (1) work adjustments that involved the quality of the relationship with 
the Japanese, the characteristics of the job and the personal characteristics of the women; 
(2) living adjustments which takes health issue, living providence and the women’s social 
life in consideration; lastly (3) the work performances where the question of performance 
of the job arisen, this is then related to the eventual success of the assignment. (Ibid.) 
 
Altogether, there are very few female expatriates going on assignments to Japan (Napier 
& Taylor, 1995). Even so, previous studies show that the few women that are engaged in 
international assignments have accomplished them with success.  
 
3.1 Research Questions 
Based from the problem discussion above and the stated purpose in chapter one, which is 
to gain a deeper understanding of female expatriates working within Swedish MNCs 
located in Japan, these two research question have emerged: 
 
Research Question 1:  
How can the barriers that female expatriates face when going to Japan be described? 
 
Research Question 2:  
How can the factors that affect foreign women’s adjustments to working and living in 
Japan be described? 
 
3.2 Demarcation 
For the reason that the time available for this thesis has been limited and the aspects of 
the topic are many, an attempt to narrow down the focus has been on female expatriates 
on the criteria that they are/have been in Japan working via a Swedish MNC. As the goal 
of this study is on female expatriates, no attention will be given to the perspective of the 
company nor what level of position the expatriate holds in the company. Moreover, focus 
is only of the barriers that the female expatriates face and the factors affecting their 
adjustments on their assignment in Japan. 
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4 Building a Conceptual framework 

In order to give answers to the two research questions stated in chapter three and 
accomplish the purpose of this thesis, theories have to be explained on what the empirical 
data will be collected on. Among the previous studies done by other researchers 
presented in chapter two, the most relevant literature is conceptualized in this chapter. At 
the end, a frame of reference, which has emerged from this conceptualization, will also 
be presented. 
 
4.1 Barriers  
In this section the barriers that female expatriates face will be conceptualized with three 
types of barriers, beginning with the three myths, followed by the gender-associated 
barriers and lastly with the cultural barriers. 
 
4.1.1 The Three Myths  
In the previous chapter the literature was presented regarding the challenges that women 
face when involved in international assignments. Various researchers have done studies 
concerning this area, however, many of them refer back to the three myths stated by 
Adler in her 1994’s study on the subject of why there are few women involved in foreign 
assignments. Due to its relevance, depth and widely utilization, these three myths will be 
used to collect data on. Additionally, Adler’s (1994) findings will be supported by Stroh 
et al. (2000), Tung (2004) and Francesco and Gold (1998). These authors are also 
complementing theories that are utilized since they are more current and to some extent 
more comprehensive than Adler (1994).  
 
Adler (1994) suggested that three myths could be raised when discussing women’s 
involvement in international assignments, these are as follows: 
 

(1) Women do not want to be international managers. 
(2) Companies refuse to send women abroad. 
(3) Foreigners’ prejudice against female expatriate managers.  

 
Thus, these following specific statements/concepts connected to the first research 
question will be looked upon and compared with the collected data: 
 

 1. Women do not want to be international managers: 
- Women in general are interested in and liable to accept this type of 

assignments and this only differs when children are involved (Stroh et al. 
2000). 

- Women in dual-career are more or less likely to accept international 
assignments (ibid).  

- Women are more likely to work in countries with tougher environmental 
conditions, for example Japan (Tung, 2004). 

 
 2. Companies refuse to send women abroad: 
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- Companies are reluctant and this due to foreigners being prejudice against 
women, and the belief that women in dual-careers would find assignments 
abroad difficult and sense loneliness, isolation and be a victim for sexual 
harassment (Stroh et al. 2000).  

- Companies preferably offer women with temporary and travel assignments 
rather then the expatriate assignment at hand (Adler, 1994). 

 
 3. Foreigners’ prejudice against female expatriate managers: 

- Being a women and an expatriate has numerous advantages (Adler, 1994). 
- Foreigners first view women as representatives of the company, second as 

Swedes and lastly as women (Stroh et al. 2000).  
- Foreigners do not expect these women to act as the local women (Francesco & 

Gold, 1998). 
- Advantages with being a woman: 

o Possibility to talk more easily over a wider area of topics with the local 
men (Adler, 1994). 

o Given higher social status in some countries (ibid). 
o Often receives special treatment (ibid). 
o High expectations from local management, colleagues and clients 

(Francesco & Gold, 1998). 
- Disadvantages with being a woman: 

o Difficulties with the home company (Adler, 1994). 
o First meeting with local colleagues and clients is quite “tricky”, it is 

common that they direct initial conversation towards the male colleagues 
(ibid). 

 
4.1.2 The Glass Ceiling 
Gender is one of the barriers discussed in the previous chapter, issues such as the glass 
ceiling and the legal perspective was brought up. According to the theory by Linehan and 
Scullion (2001), the glass ceiling is a matter that has entered more and more in the 
workforce, which has been a major barrier for women climbing the corporate ladder. 
Therefore it is especially interesting to investigate out own empirical data collection 
whether or not this has been a barrier facing these women. We will rely on the studies of 
Linehan and Scullion (2001) concerning the glass ceiling seeing as we will only look 
upon this subject, where their theory is the most suitable and is more compelling and 
profound.  
 

 The Glass Ceiling  
- Main obstacle that women face (Linehan & Scullion, 2001). 
- Breaking through this glass ceiling is not achieved without sacrifices being 

made (ibid). 
- Examples of lifestyle choices (ibid): 

o decisions concerning the importance of a career relative to other areas of 
life 

o questions regarding marriage and having children 
 Women have to choose between a career and a family (ibid). 
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 Women managers are less likely married and have children (ibid). 
 Being single is seen as beneficial for the career (ibid). 

o arrangements for managing housework and childcare 
o managing relationships with spouse, relatives and friends 
o managing competing demands from various life roles 

- Women consider themselves to be rather “unusual”, well qualified, ambitious 
and mobile when participating in such assignments (ibid). 

 
4.1.3 Japanese Culture  
Concerning culture as a barrier two theories were presented in chapter two, one by Napier 
and Taylor (1996), and the second one by Sama and Papamarcos (2000). They both 
discuss the Japanese culture and its business environment for female workers. Due to the 
vast difference and the way women are treated in the business environment in Japan, it is 
of great importance to investigate if it actually is a barrier or if it has supported them. We 
have selected to look upon Sama and Papamarcos (2000) theory, where Hofstede’s 
research in 1980 on cultural dimensions is presented. The chose of this is due to the fact 
that the authors has taken a well known theory and adapted it to an updated Japanese 
environment, and investigated how this cultural norms effects working women. These are 
as follows: 
 

 Individualistic versus Collectivistic 
- Positive and negative contributions for female workers. 

 
 Masculinity versus Femininity  

- Positive and negative contributions for female workers. 
 

 Power Distance  
- Positive and negative contributions for female workers. 

 
 Uncertainty Avoidance 

- Positive and negative contributions for female workers. 
 
4.2 Adjustments  
Concerning the second research question two theories have been discussed. The first one 
is the cross-culture adjustment theory done by Caligiuri and Lazarova (2002). The 
second adjustment theory was conducted by Napier and Taylor (1996), which consisted 
of three components, (1) work adjustments, (2) living adjustments, and (3) work 
performance. However, we choose to rely on Caligiuri and Lazarova (2002) since it is a 
more recent study and its extensiveness. 
 
4.2.1 Cross-Cultural  
Caligiuri and Lazarova (2002) illustrated a model where they described the way female 
expatriates develop relationships and utilize those relationships to become cross-
culturally adjusted. The three predictive components that affect the cross-cultural 
adjustment was as follows: (1) the factors affecting whether a women is able to form 
relationships on the expatriate assignment (relationship-formation antecedents), (2) the 
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various sources of social interaction and social support (situational constraint on 
relationship building), and (3) the type of a female expatriate’s social interaction and 
social support.  
 

 Relationship – Formation Antecedents 
- Affiliating relationship-formation antecedents 

o Characteristics of the affiliate: 
 openness 
 one’s willingness to communicate 
 sociability 
 extroversion 
 one’s ability to establish interpersonal relationships 

- Cultural constraints on relationship building 
o Many women put at ease socially that can help build relationships in 

certain cultures, such as Japan. 
o Cultures differ on the extent to which men and women can form social 

relationships. Women face a variety of common norms that can limit the 
opportunities for interaction. As a result many single women feel lonely. 

o Challenging to have social relationships with male host-nationals. 
o Inappropriate to be friends with senior managers in hierarchical cultures, 

regardless of gender. 
o If there are prevalent “anti-foreigner” attitudes in the country, social 

interactions might be extremely difficult.  
o Gender stereotyping in Japan 

 Women may be offered lower status in some countries. 
 Women often must be extremely competent. 

- Situational constraints on relationship building 
o Language skills 
o Job situation (e.g. extended or unusual work hours) 
o Location of office and residence 

 
 Source of Social Interaction and Social Support  

- Family 
- Colleagues 
- Host nationals 
- Mentors  
- Other expatriates 
- Host national functionaries 

 
 Type of social interactions and social support 

- Emotional support 
- Informal support 
- Instrumental support 
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4.3 The Emerged Frame of Reference  
According to Miles and Huberman (1994), the best way to perform a conceptual 
framework is by presenting it graphically. Therefore we have visually illustrated what has 
been stated and in order to show how the two research questions connect with each other. 
The frame of reference developed for this thesis can be viewed in figure 4.1 below. 
 

 
SWEDEN 

 
JAPAN 

 

Barriers 

Adjustment 

Female expatriates from Swedish MNCs to Japan 
 
 
 
 
 
 
 
 
 
 
 
 
 
Figure 4. 1: Frame of reference 

 
The purpose of this study is to gain a deeper understanding of female expatriates working 
within Swedish MNCs located in Japan. Figure 4.1 explicitly illustrates the concepts 
related to the purpose ranged into the barriers affecting (research question one) and the 
adjustments needed (research question two) to the Japanese culture for female expatriates 
from Swedish MNC. 
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5. Methodology 

The methodology chapter will present how we went about collecting data in order to 
find the answers to the research questions, thereby fulfilling the purpose of the thesis. The 
chapter will be divided in six sections. First a description of the research purpose will be 
presented, followed by the research approach and then research strategy. Thereafter, 
information of how our data was collected, sample selection, the analysis of the data will 
be presented. Finally this chapter ends with discussing the validity and reliability. 
 
5.1 Purpose of the Research 
As described by Eriksson & Wiedersheim-Paul (2001), the purpose is where the 
explanation of the meaning with the thesis and what the result from the research is 
intended. Exploratory, descriptive and explanatory are the three most common categories 
of a research strategy (Saunders, Lewis & Thornhill, 2003). 
 
Exploratory 
When trying to clarify an understanding of a problem, exploratory studies is of particular 
use, this for its way of finding out what is happing, search for new insights and to 
evaluate phenomenon in a new light. The three main ways of performing this kind of 
study is through; searching of literature, talking to experts within the area and conducting 
focus group interviews. The outmost with this type of study is its flexibility and 
adaptability to change when new data and/or insights occurs. This means that the focus is 
initially broad which progressively narrows down along with the progress of the research. 
(Saunders, et al., 2003) 
 
Descriptive 
According to Eriksson & Wiedersheim-Paul (2001), to describe signifies to “portray”, 
substantiate and identify something from a specific area. This can be seen as an extension 
to the exploratory research, hence the necessity of having a clear picture of that you wish 
to explore and collect data on (Saunders, et al., 2003). In order to acknowledge the use of 
the description is essential to enlighten the reason for it, in other words presenting a 
significant purpose. This is necessary to facilitate a meaningful description. A good 
description is usually a necessary foundation when researcher wants to explain, 
understand, predict, or decide (Eriksson & Wiedersheim-Paul, 1997; 2001). 
 
Explanatory 
With the same connotation as descriptive are the explanatory clarifications of different 
sorts of sources, which have to be specified (Eriksson & Wiedersheim-Paul, 2001). An 
explanatory study is when a causal relationship has been established and the emphasis of 
the study is where the situations relationships are (Saunders, et al., 2003). There is not 
one specific model to use, this relates to the fact that one cannot, with the use of only one 
model, receive a complete explanation (Eriksson & Wiedersheim-Paul, 2001). 
 
This thesis was primary descriptive as it was initially aiming to formulate and precise 
problems, that gave us as researchers an orientation in the questions and the existing 
theories of the subject at hand. As we registered and documented, as well as identified the 
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findings of our research and when the research questions were formulated as “How…?”, 
also hence to the descriptive nature if this thesis. However, this thesis could also be seen 
as exploratory due to the lack of previous studies regarding this area of research. Our 
study had some explanatory features, as we began to explain while answering our 
research questions at the end. 
 
5.2 Research Approach 
According to Holme & Solvang (1997), there are two different research approaches; the 
authors refer to them as hardware and software, which is the qualitative and quantitative 
approach. The quantitative and qualitative approaches are used as a starting point for 
researchers to mark for the type of research that is carrying on (Denscombe, 2000). The 
most significant differences between them are on how they approach numbers and 
statistics (Holme & Solvang, 1997). 
 
Quantitative methods tend to transform the information to numbers and amounts that 
later gets analyzed statistically. This type of research is characterized by distance and 
selection, which means that a limited amount of information is gathered from many 
research units using systematic and structured observations. (Holme & Solvang, 1997) 
The qualitative method is the researcher’s perception and interpretation that is focused, in 
the form of reference, motives, to name a few. The qualitative method aims at reaching a 
better understanding of the phenomenon that is being studied. Furthermore, qualitative 
method tends to be more flexible, while the quantitative ones are more structured. 
(Holme & Solvang, 1997) 
 
Based on our purpose and research questions, as well as the above discussion, we chose 
that the qualitative approach was most suitable concerning this thesis. This approach was 
needed since it was of importance to achieve a close contact with our studied objects in 
order to gain a deeper understanding of our purpose, especially as people’s perception are 
intangible subject. Additionally, when we used a frame of reference and our purpose was 
to gain a deeper understanding of female expatriates working in Swedish MNCs located 
in Japan, this approach was even more suitable than the quantitative approach.  
 
5.3 Research Strategy 
There are a number of approaches for a researcher to take when collecting empirical data. 
Depending on the character of the research questions, to which extent the researcher has 
control over the behavioral events and to what degree the focal point is on the 
contemporary events, the researcher can choose between conducting an experiment, 
survey, history, analysis of archival records or a case study. (Yin, 2003)  
 
When applying Yin (2003), and looking at the form of research questions, it appears that 
a case study was to be the most appropriate strategy. Due to our thesis was focused on 
female expatriates working within Swedish MNCs located in Japan, which were 
contemporary events and did not require control over behavioral events. When “how” and 
“why” questions were asked about a contemporary set of events over which the 
researcher had little control over, a case study was the best strategy.  
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A case study was also favorable when the research was focused on few objects that were 
being observed at from several aspects (Eriksson & Wiedersheim-Paul, 1997). Another 
reason for conducting a case study was that the purpose of the thesis was to gain a deeper 
understanding of female expatriates. As a result we followed Yin’s (2003) 
recommendations, seeing as the case study was the most relevant strategy to use in order 
to have solved our research questions.  
 
According to Yin (2003), there are no broad distinctions between a single-case study and 
multiple-case studies, this author considers them to be variants within the same 
methodological framework. The choice of case should be considered from the research 
design, however, this decision should not be taken lightly. When following a multiple-
case design a relevant question regards the number of cases necessary or sufficient for the 
actual study. The range of cases utilized is dependant on the certainty of the study’s result 
should have; the higher criterion for establishing statistical significance, the greater 
certainty lies with the larger number of cases. Although all designs can lead to successful 
case studies, if possible, multiple-case designs can be preferred over single-case designs. 
(Ibid.) Yin (2003) also states that with having multiple cases, the possibility for direct 
replication is obtained, implying that the analytical conclusions arise independently and 
are more powerful then that from a single-case. In order to address the research questions 
of this study, four case studies were conducted. Each case consisted of one female 
expatriate from a Swedish MNC located in the Japanese market. Moreover, having 
conducted four cases the result could be compared and the study seen as more 
compelling, as well as having a better ability for external generalization of the findings. 
 
5.3.1 Sample section 
In this study a comparison was made between four different female expatriates and their 
perceptions and experiences when working within a Swedish MNC in Japan. In order to 
achieve a strong basis for analysis, we chose to handle each female expatriate as a single 
case, thus four cases. Two of the women have employment in Ericsson and two in 
AstraZeneca, this we believe gave us opportunity for distinguishing eventual connections 
between the cases from each company. Moreover, due to the limited number of 
respondents available with in this area of research, we believe that four case studies were 
a sufficient quantity. 
 
According to Eisenhardt (1989), selection of an appropriate population controls external 
variation and also sharpens external validity. The theoretical sampling (as opposed to 
random) helps to focus efforts on theoretically useful cases i.e. those that replicate or 
extend theory by filling conceptual categories (ibid). It must also be noted that in 
practice, the sample selection is very much dependent on the possibility of gaining 
access. Practical issues play an important part in the selection of both cases and people to 
interview within the case study organization (de Weerd-Nederhof, 2001).  
 
The sample for this study consisted of four women working within two Swedish MNCs, 
Ericsson and AstraZeneca. However, our search for respondents started by trying to find 
which Swedish MNCs that were located in Japan. After receiving a list (found on: 
www.swedishtrade.se ) of all these organization, we started contacting them by either e-
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mail or telephone. At the same time we also wrote an e-mail to SWEA (Swedish 
Women’s Educational Association International, Inc.), where they helped us to send our 
request further to their acquaintances. From SWEA we received two e-mails of two 
female expatriates that were currently working for Ericsson in Japan. We took contact 
with these women via e-mail to see if there was any interest and possibility for 
performing interviews with them. In order to find more respondents, we made inquiries to 
our colleagues and acquaintances that we thought might know of women with experience 
from working as an expatriate in Japan. Through our family inquiries we obtained names 
and telephone numbers of two female expatriates, working for AstraZeneca, both of 
whom were repatriated in Sweden. We contacted them directly over the telephone, where 
we explained the purpose and scope of our study, and asked if these two women would 
agree to participate on an interview each, which they immediately accepted to. 
 
5.4 Data Collection Method 
There are two ways of collecting data, either by primary data where the data collected is 
new and specially assembled for that purpose, and/or by secondary data where the data is 
collected by someone else (Saunders, et al., 2000). 
 
According to Yin (2003), the primary and secondary data can be divided into six different 
types; documents, archival records, interviews, direct observation, participant-
observation, and physical artifacts. Consequently, the choice of which to choose is a 
question of the right thing on the right place (Denscombe, 1998). Each of these have 
general advantages and disadvantages, however, none of them encompasses a complete 
advantage over the other. On the contrary, they act as a high complement to each other, 
subsequently one should use as many measurements as possible to be able to perform a 
good case study. By using multiple measurements of the same phenomenon the validity 
of any scientific study increases, which results in the findings and conclusions are likely 
to become more convincing and accurate. (Yin, 1994; 2003)  
 
In this thesis the main data used were the sources of evidence from interviews and 
documentation. The interview was chosen as our main primary data collection method 
because of the possibility to focus directly on the topic of this case study. Performing 
interviews was one of the most important of the six sources mentioned above by Yin 
(2003), for the reason that most interviews were of an open-ended nature. As suggested 
by Yin (2003), the type of interviews performed in this case study were focused 
interviews and this was when the interviewers follow an interview guide, which was 
developed based from the theory (see Appendix I & II), with a certain amount of 
questions connected to the research. Since the interview guide basically consisted of a 
number of concepts we wanted to bring up for discussion, instead of exactly formulated 
questions, it enabled us to attain the open character of the focused interviews. Thus, more 
flexibility in the respondents’ answers was allowed, while still having focus on the 
specific issues in the interview guide. 
 
The data collected by interviews were performed by four separate interviews with four 
female expatriates working within two different companies operating in Japan. Due to the 
fact that four interviews were performed and since there were a large geographical 
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distance between the respondents and the researchers, the ability to perform face-to-face 
interviews were not possible. Therefore, we chose to conduct telephone interviews, since 
they were less costly and time consuming. The important thing when interviewing over 
the telephone, according to Saunders et al., (2000), was the ability to control the pace of 
the interview and record any sufficient data mentioned. Before conducting the interviews, 
each expatriate was contacted via either e-mail or telephone to set a time for the 
interview. Thereafter, we sent out a brief introduction regarding the subject of this thesis 
to let them know in before hand the topics we were going to bring up during the 
interviews.  
 
All four interviews were performed in Swedish, because this was the mother tongue of all 
but one respondent and both the researchers. The one respondent that did not have 
Swedish as her first language could still perform the interview in Swedish, as she had 
been living in Sweden for many years and spoke Swedish fluently. The interviews lasted 
from an hour to nearly two hours. In all cases, the women were extremely helpful and 
cooperative, particularly in relaying concrete examples of the points we raised in our 
questions. To receive a more accurate interpretation of all interviews, we followed Yin’s 
(2003) recommendation and used a tape recorder. Furthermore, notations were also taken 
by hand throughout the interviews. After each interview, we tried to directly rewrite it 
down, since it tends to be easer to remember it all when not much time had passed. 
 
When gathering our secondary data through documentation, the most important thing was 
to receive substantiate and supplementing evidence from other sources, and due to their 
general value, documentation encompassed an explicit part in a case study’s data 
collection process (Yin, 2003). In this thesis the data collected through documentation 
was collect from the respondents’ companies, by visiting their websites 
(www.ericsson.com, www.astrazeneca.com). There, we could find documentation in the 
form of general company information, articles, and more. The stability, exactness and 
unobtrusiveness of this documentation made it valuable when putting together the 
sections concerning background information about the companies in Chapter six. 
 
5.5 Data Analysis 
When analyzing the data collected from the interviews the intentions were to find 
answers on the earlier stated research questions. According to Yin (1994) the analysis 
was one of the least developed and most difficult aspects with performing case studies, 
due to the lack of clear guidelines of how to analyze the data. Much was also dependant 
on the investigators’ own style of rigorous thinking, together with the sufficient 
presentation of evidence and careful consideration of alternative interpretation (ibid). 
Miles & Huberman (1994), stated that a qualitative data analysis focused on data in the 
form of words. These authors further explained that the analysis consisted of three 
concurrent flows of activity: 
 

(1) Data reduction: The process of selecting, focusing, simplifying, abstracting, and 
transforming the data. The purpose is to organize the data in the way that final 
conclusions can be drawn and verified. Here is often a within-case analysis 
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utilized, which involves comparing the collected data with the previous stated 
theories.  

(2) Data display: Taking the reduced data and displaying it in an organized, 
compressed way in order for conclusions to be drawn more easily. Yin (1994) 
states that this stage is particularly useful when the study have multiple cases. 
These can then be compared in a cross-case analysis, which means that the data 
from one case is compared with the data of another case (Miles & Huberman, 
1994).  

(3) Conclusion drawing and verification: Deciding what things mean; noticing 
regularities, patterns, explanations, possible configurations, causal flows, and 
propositions.  

 
When analyzing the data in this research, the theory of Miles & Huberman (1994) was 
followed. Each research question was analyzed based on the findings of this study. The 
empirical data was reduced and simplified via within-case analysis. Once the data 
reduction and the data display had been done for each of the four cases it was displayed 
through cross-case analysis, which was done by comparing the findings and detecting 
possible similarities and differences of the four cases. This followed by chapter eight, 
where the conclusions based from these findings were drawn.  
 
5.6 Quality Standards – Validity and Reliability 
When writing a research paper, it is important to judge the quality of the research, two 
useful measurements of this are the validity and reliability (Yin, 2003). In the two 
following sections these two measurements are further explained.  
 
5.6.1 Validity 
According to Ericsson and Wiedersheim-Paul (1997) validity is defined as measuring 
instrument’s ability to determine what it is supposed to assess. To increase the validity, 
three tactics are available. Either the researcher can use multiple sources of evidence, 
establish a chain of evidence during the data collection, and/or let the key informant’s 
review a draft of the case study report. (Yin, 2003) The validity of this thesis was 
improved as we sent to the respondents (before the interviews) an introduction where the 
subject of our thesis was briefly described. Consequently, the respondents could be more 
prepared for the interviews and as far as possible avoid eventual misunderstandings. 
Additionally, during the interviews a tape recorder was used, which made it possible to 
double check that the respondents’ answers were comparative in regard to the actual 
questions. In addition to the tape recorder, notes were taken during the interviews, which 
also contributed to the validity. All four interviews were performed in Swedish, since all 
respondents spoke Swedish fluently, this as well strengthened the validity. Moreover, by 
applying pattern matching, which is according to Yin (2003) evaluating the empirical 
data towards the theoretical data, was also positively affecting the thesis validity. In our 
thesis, four cases were performed that were analyzed with each other in a cross-case 
analysis. By having four cases this thesis’s validity was affected positively.  
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5.6.2 Reliability 
According to Yin (2003), the objective of the reliability is to be sure that if a later 
investigator followed the same procedures as described by an earlier investigator and 
conducted the same case study, this investigator would arrive at the same findings and 
conclusions. The author continues on by stating that the goal of reliability is to minimize 
the errors and biases in a study. Therefore, we have carefully explained the procedures 
used in our research, both in this chapter as well as in other chapters. An interview guide 
was also designed (see Appendix I & II), which shows how our research questions were 
conceptualized. This interview guide was used during all four interviews. Throughout the 
interviews a tape recorder was utilized, which gave us the possibility to double-check the 
respondents’ answers and as much as possible avoid misinterpretations. Hand notes were 
also taken during all four interviews. Furthermore, we have organized the collected data 
for each of the case as well as structured our thesis in a way that following researchers 
and/or readers can retrieve any desired material. However, when having conducted 
interviews, personal biases could have been present to some extent, although, effort was 
made to formulate relevant questions that neither led nor influenced the respondents.  
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6. Empirical Data 

Following the discussion of methods on how to collect the data, we now land in chapter 
six where the actual collected data is presented. We will start by presenting a brief 
introduction of Ericsson, followed by the empirical data gathered in case one and case 
two. Firstly by giving a brief presentation of the respondents, then following the order of 
the conceptual framework, thus using the topic area of each research question as a sub-
headline. Subsequently, after case two, a presentation of AstraZeneca will be given, 
followed by the two remaining cases that will be presented in the same manner (as the 
two previous ones). The structure of this chapter is visualized in the figure 6.1. 
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FIGURE 6.1: STRUCTURE OF THE EMPIRICAL DATA CHAPTER 
 

Ericsson – Company presentation 
The founder, Lars Magnus Ericsson’s belief in having “all communicating” world has 
followed Ericsson’s long history. It began in 1897, with the opening of repair shop for 
telegraph equipment. Mr. Ericsson envisioned the great potential of phones; and also seen 
the need to improve the technical quality. He contributed in making Stockholm the 
world’s most telephone dense city by late 1800s, still, today they are headquartered in 
Stockholm, Sweden. Ericsson has grown and found a strategic position in the global 
market, by considering communication as a basic human need. They are the only 
company in the world offering systems for all major mobile communication standards, 
actively promoting standardization and open systems. They are present in more than 140 
countries and approximately 40 percent of all mobile calls made through them. Moreover, 
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Ericsson has pushed the development of 2G3 and 3G4 (Third Generation Mobile 
Telephony), and now, as they introduce 3G, they have begun their research on “beyond 
3G”. Ericsson believes that the impact of 3G on the society will be profound. By not 
transporting people but peoples ideas will pave the way for the world to become more 
committed to the environmental responsibility and all together improve the quality of life 
of millions of users. Moreover, professionalism, respect and perseverance are the founded 
values of the Ericsson culture, which guides them in the daily work, how they relate to 
people and finally how they perform their business.  
 
6.1 Case one – Ms Yu 
Ms Yu stepped into Ericsson corporation for the first time in 1995, at that time as a 
trainee in an internship program, which later gave her (in 1996) the opportunity for 
getting a permanent employment. She is currently working with network design on the 
3G telephone network in Japan, where she has been working for the past three months 
(starting October 2004) and will be working for more than two years. 
 
Her move to Japan was mainly due to her great knowledge of the network planning of 3G 
net, and Japan was a country with a great need for change in this area. Her personal aims 
for accepting this offer was due to her great interest in Japan, which is one of the leading 
countries in mobile systems. Many mobile terminals originate from Japan, and it appears 
to be great changes in this market. Therefore she felt very tempted to go out and be a part 
of the change, as well as develop herself and grow by attending the new culture, and then 
later use her experience from Japan and apply it on her next work assignments. 
Moreover, the foremost work related aim is to accomplish the international assignment, 
as well as to collaborate with the local employees, so that Ericsson can gain a greater part 
of the Japanese mobile market. Her move to Japan has been together with her husband 
and two children, where none of the family members has had early experience of Japan, 
or the Japanese language. 
 
6.1.1 Barriers – The Three Myths 
In this section, Ms Yu’s answer regarding the three myths will be presented, beginning 
with the first myth: 
 
The 1st myth 
Ms Yu states that women in general are not less interested in international assignments, 
and she believes that this matter does not necessary have to be a gender related, rather 
something concerning the personality of each individual. Ms Yu explains that she likes 
challenges to some extent, by having no knowledge of how much she can handle gives 
her motivation and this is one of many reasons why she chose to go abroad. 
 
Ms Yu explains that women tend to concern more about the practical issues regarding a 
move, and like in her case when small children are involved, the situation becomes even 
more perplex. She believes that this might result in many females hesitating in taking the 

                                                 
3 2G – Second generation of mobile telephone with digital mobile system. 
4 3G – A generic term covering a range of future wireless network technologies.  
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opportunity for going abroad, since it often evolves great amount of preparation. 
However, she continues that some issues remains the same wherever you are, for instance 
finding the right balance between work and family, which have been an issue for her in 
Sweden as well as in Japan. Ms Yu further explains that you have to make major 
reflections about the children’s adjustment in a new country, practical issues such as 
daycare, the living environment to name a few. The family becomes one of the most 
significant concerns when accepting this kind of international assignment. 
 
Our respondent emphasizes on the importance that both the partners in a relationship 
should have a mutual agreement on moving abroad, she believes that dual-career when 
taking an international assignment is very important. Matters such as how the spouse 
(work) situation in the host country will be, should be taken into great consideration. 
Furthermore she tells that the situation would become much easier if she would have 
gone alone, then she would only have herself to consider, but at the same time miss the 
companionship of having someone there. She confirms that for the expatriates’ spouses 
who comes along, it often involves a lot of scarifies. He might have to resign from his 
previous work in Sweden, which could cause additional complications. Ms Yu believes 
that if you are a driven person and willing to make an international career, and have a 
desire for developing yourself further, and at the same time experiencing a new culture, 
these kinds of assignments are a very opportunity to cease, despite the barriers that may 
arise. Ms Yu clarifies that her primary reason when going abroad is the work assignment, 
and not the toughness of environment, this especially true if she would have several 
countries to choose between. The country of resident is important but is not a decisive 
factor. 
 
The 2nd myth 
Ms Yu explains that from her experience she does not feel that companies do refuse or 
hesitate to send women on international assignments. The situation was rather the other 
way around for her; Ericsson hesitated to send her to Japan due to loosing her great 
knowledge and competence. The respondent further explained that she has not faced any 
gender problems regarding this; it is rather a matter of having the right competence. 
However, she believes that gender related issue might occur, and an example of this 
could be when there are two candidates, a male and a female, with the same kind of 
competence, applying for the same job. In circumstances alike it may be that the women 
is considered discriminated against the male counterpart, due to that many men are more 
dominative in some areas in organization, and therefore might get the job more easily. 
 
Ms Yu explains that she never has felt any prejudice in Japan because of her gender. 
Nonetheless, the Japanese culture is a matter she has thought a great deal about how it is 
treating women in general and how it would treat her. The strong hierarchy systems in 
Japan make it often complicated for female workers to reach the top, therefore very 
different from Sweden. Before she went to Japan, her thoughts were related to how she 
was going to handle the work new environment, which is often considered fairly male 
dominant. However, until now she has not felt any of those negative effects concerning 
her work, alternatively, most of her experience has been positive. Since her work in 
Ericsson is technical related, an area where mostly men are working, her surroundings 
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therefore consists mainly of male colleagues, customers/clients, which she explains as 
nothing negative. Additionally, Ms Yu is also one of the youngest among the employees 
(holding that position) in her department, for those reasons the great amount of attention 
she gets and the fact that she sticks out more are subjects that she could take somewhat 
advantage off. However, she believes that it is of great significance to remember that 
ones competence and knowledge is what has gotten her this far. She explains that usually 
when working with the clients they do not judge her consciously because of her gender or 
age, rather her knowledge. She believes that in the contemporary Japanese society there 
are some people with prejudice opinions of foreigners and female workers, however, the 
overall view is positive. Ms Yu claims that it takes a lot if you are a young female to 
break through in the Japanese business. You have to be careful, and not stick out from the 
crowd excessively, rather to have a softer approach when showing your competence. By 
explaining about technical procedures for clients in softer and a more detailed way, the 
possibility of building good relations increases. The Japanese people like technical 
details, one way to gain respect is when she encompasses her knowledge and can 
communicate it in a professional way. Ms Yu explains the success can be linked to the 
amount of knowledge one has of the culture. 
 
Ms Yu enlightens the advantages with having the family with you are foremost the ability 
to keep some of the daily lifestyle you had back in Sweden in Japan. From her 
experiences, having four people move to another country makes her feel less lonely, than 
if she would have gone alone. The long working hours in Japan, the extra planning and 
concerns for all the other family members, are some of the disadvantages. She adds, 
however, that most of the disadvantages with the move are “mother-related” matters. 
 
The respondent explains that Ericsson is not the type of company who offers women 
temporary or travel assignments instead of the actual expatriate assignment. There are 
two types of contacts, long and short term, the short term is less then 12 months and the 
long one is over one year. Ms Yu emphasizes on that Ericsson chooses the one with the 
best competence; however, issues like flexibility, being open-minded play an important 
part as well. The hard competence (technical skills) is as important as the softer skills 
(social competence) she explains. Ms Yu says that as long you are successful and suitable 
for that position the gender is not a decisive matter. 
 
The 3rd Myth 
Ms Yu explains that she has not felt that the Japanese have had prejudice against female 
expatriates, and she believes that it is nothing that would have affected her interest and 
successfulness of the assignment. As mentioned earlier, Ms Yu feels that because she is a 
foreign woman working in the mobile telecom business, she could automatically stick out 
in the business environment, which acts as an advantage when being a female expatriate. 
Furthermore, she believes that business can prosper if there exists a good balance 
between the genders, since people think and behave in different way and therefore 
complement each other, and contribute to a more harmonically environment. Having 
more female in a very technical environment can give it a softer approach, and create a 
more diverse atmosphere. Ms Yu explains the disadvantages in being an expatriate in 
Japan are the commonly misunderstanding. In general, men and females have different 
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perspectives, and from time to time the consequences results in unnecessary long 
discussions or “arguments”. Moreover, the somewhat hierarchy system, results in having 
to fight more to gain respect. She adds, however, that the general feeling of her work is 
welcoming, and she feels satisfied with working for Ericsson. The fact that she got 
offered the assignment already in February, 2004, means that Ericsson in Japan has been 
waiting for her for over six months (arrived in October 2004), having high expectations 
on her. This in turn has resulted in her having much pressure, since she wants to live up 
to the expectations. Ericsson has been reducing costs recent time, consequently the 
decreasing number of expatriates, therefore she would like that Ericsson feels that it has 
been worth the trouble and costs in sending her there. 
 
Ms Yu explains the Japanese co-workers view her as a representative of the company 
rather then a foreigner. This due that she was sent to Japan from Sweden because of her 
knowledge and abilities in the area of telecom and 3G telephone networks as well as to 
nurture the relationship with Japan, and to help them build local competence. This is also 
one of her personal goals for this assignment, and she sees it as being a very important 
job. Furthermore, she explains that people do not expect her to act as Japanese, since she 
is not a local employee and not of Japanese origin. Her assignment is to see how things 
are working in Japan, tell if anything should be changed, and give suggestions on how 
things can become better or improve. When taking that kind of responsibility she tells 
that it is important to remind yourself where you are from, and the working environment 
there. At the same time, knowing that the environment differs vastly from Sweden and 
adjust to the “local rules”, for instance the need to know how to act in the right way to the 
local bosses, co-workers and clients. 
 
6.1.2 Barriers – The Glass Ceiling  
The barriers that Ms Yu has come across when moving to Japan are linked to practical 
issues, such as housing and living standards. Having to consider the children’s situation 
and to get everything in place has been demanding, both physically and psychologically. 
Ms Yu explains that one would need a great amount of energy to fix all the paper work 
and the other practical matters, which can often be seen as a challenge. To overcome 
these kinds of barriers, the respondent explains the importance of having the right 
support, and Ericsson has provided her with a lot, especially with fixing housing.  
 
According to Ms Yu, other barrier could be regarding how the family functions in a new 
country. The respondent explains that if you have a harmonically family (from the start) 
you could get a lot of support and help from them. Conversely, if there are problems 
before leaving, there is a large risk that these problems become even more complex when 
moving to a new unfamiliar country. The respondent also brings up career related 
challenges faced in Japan, she explains that the working environment could be considered 
tougher since there are fewer women. However, time is one of the major work related 
obstacle for her, in Japan there are longer working hours, staying at the office until 8-9 
P.M is not uncommon, which becomes extremely difficult when you have children. 
Furthermore, she explains that male might have some advantages concerning socializing 
the Japanese way. In Japan there is a tendency for going out to bars with co-workers and 
clients after work, and build relationships there. This becomes once again extremely 
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difficult if you have a family and children to go home to. If you do not have the interest 
in going out, then you miss out that part of the socialization; on those bases it becomes a 
barrier for creating contacts.  
 
Ms Yu believes that some barriers that she has encountered in her life are still current. 
Regarding the practical matters, she believes are those that will disappear after you have 
overcome them. The same goes with the family relations she explains: “it comes along 
the time and if you have good grounds, then problems that arise can be solved more 
easily”. She continues that other problems, such as the business environment and the 
Japanese cultural norms (ex. socialization on late hours) are issues that are still current, 
and it is something that is not going to change over a night.  
 
The respondent explains that there are much less females than male working in 
management levels. The situation appears to be that when the female does not have a 
desire to create a family, she will have it easier climbing up the corporate ladder and 
make a carrier. Ms Yu explains that there are many women that have big potential to 
succeed, but their chances might decrease due to perhaps wanting to invest in having a 
family, which means that they cannot devote to work as much as the male counterparts. 
Questions that can arise are related to finding the right balance between being a good 
mother and accomplishing a successful career. Our respondent further explains that many 
men perhaps do not have these kinds of concerns, at least not as frequent. Depending on 
what generation you come from, the work is often considered very important for men. Ms 
Yu explains that the past generations might have more inequality between men and 
female, than the recent ones. This the respondent describes could be considered as 
questions related to equality, gender should not have the decisive factor when dealing 
with the opportunity to make a choice, to be able to reach personal aims, to make a 
career. This is of great importance for both men and women.  
 
The respondent explains that she had to make some sacrifices regarding her work. In the 
period of her first pregnancy she got an offer of becoming a manager, but due to the 
circumstances she had to dismiss it. The same situation occurred during her second 
pregnancy, Ms Yu explains that the result in the end is that you might get fewer 
opportunities. Another scarify is the limited time spend with her children (due to her long 
working hours), which often leads to her having a guilty conscious. At the same time, she 
feels this is the only way for her, given that she wants to succeed in her career as well. 
She explains that one way for her is to try avoiding long working hours and be home as 
much as possible. Ms Yu also adds that it is very important to still try to keep something 
of your hobby or interest, and not having to scarify everything. For her jogging and 
learning Japanese is something she tries to do several times a week.. Taking some free 
time during the working day to repeat her Japanese is a way for her to relax, and to 
occupy her mind on something else than work.  
 
Our respondent believes that many female workers have to make to some extent 
sacrifices, either career or family related. She continues by explaining the significance of 
creating a family situation that can support and understand what is important to you. 
Besides from her family, the respondent feels that Ericsson in Sweden has been a good 
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support for her. Her job in Sweden was flexible so that when her children were sick she 
could stay home and work, and to have this kind of a choice and flexibility made it easier 
having the position she has. The respondent tells about the great support she has gotten 
from her mentor in Sweden from whom she has been in contact with since after her 
graduation. At the beginning of the 1980s, her mentor was one of the first female bosses 
holding a high level position at Ericsson, and Ms Yu looks up to her enormously, she has 
been a huge source of support during her time in Sweden. Her mentor was also the one 
who pushed her in accepting the assignment in Japan, and helped her with her biggest 
worry; the children. Her mentor offered to come along to Japan and help her during the 
first two months. Our respondent notifies her gratitude for her, and how fortuned she has 
been by being provided with this kind of support. Moreover, she sees her mentor as a 
good role model for proving that woman can succeed, and find a balance in their work 
and relation to family. 
 
Single females could have an advantage when becoming a manager Ms Yu explains. 
However, she continues that being a leader has to do much with ones personality, not all 
people are suited for being a leader. The respondent had the aspiration for being a 
manager before, but now she feels satisfied with her current position as a technical 
engineer, since she still finds it very interesting. Furthermore, she is very curious in 
leadership, and she feels a desire for having more influence in work and company. She 
strongly believes that if you are at the right place, at the right time there is a chance for 
getting an offer like that, no matter of gender or social status.  
 
Ms Yu explains the way she differs from others (who stays home) is that she likes 
challenges, and tries to strive for changes in her work, she does not want to work with the 
same thing all the time. One of the reasons she took this assignment in Japan is that she 
had a strong desire for some change, some kind of challenge, since she had been working 
in Sweden with the same thing for approximately 4-5 years. She felt tempted to go to 
Japan since it is an environment that is different from Sweden, and learn and develop 
more while her stay there. She additionally explains that many can experience a move 
like this as being very difficult and laborious. Even though there is always a risk for 
failure she wanted to take it, this was also the same for her 20 years earlier when she 
decided to come to Sweden from China. In short, she believes it is about the individuals’ 
personality and the choices we make. 
 
6.1.3 Barriers – Japanese Culture 
Ms Yu considers Japan leaning towards a collectivistic society, mostly because of the 
hierarchy system, involving respect to seniors. However, she adds that she believes the 
younger generations are striving to become more individualistic, like the westerners. 
Moreover, she feels that this environment is very beneficial for Ericsson, since they strive 
for working a lot with teamwork. Moreover, our respondent explains that Japan is more 
of a masculine society. There are both negative and positive contributions, the pros is that 
there is a lot of attention (usually good) for females. However, the cons is the fact that 
more men takes place, and have a dominate position in the making of decisions, therefore 
there is a need for “fighting” much more (compared to Sweden) to make your voice 
heard.  
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Concerning the power distance she believes that Japan is relatively high. Due to the post 
she holds, she believes that she has fairly high influence over her work in Japan. She feels 
she has a lot of freedom, and therefore she can work in the way that she is used to, this in 
turn makes her adjustment to the new Japanese environment much easier. Furthermore, 
high uncertainty avoidance is common in the Japanese society, one thing that illustrate 
this is the long working hours. However, our respondent explains that it fits her cause she 
has never thought about working less to reach where she is now, since she feels that it is 
expected of her. She continues explaining that time and sacrifices are needed in order to 
be able to perform well in work and reaching goals. 
 
6.1.4 Adjustment – Cross Culture 
Relationship – formation antecedents 
Ms Yu brought up some of her personality traits that she thought had contributed to her 
relationship building. Traits like openness, not being afraid of approaching new people, 
patience, are some of the things brought up. The fact that she has much lasting energy 
and goes with the perspective that “if it does not work now, it will most likely do in the 
future”. Having a strong will are things that she considers contributing to her adjustment.  
 
The respondent emphasizes that it is important to learn the language, she feels that this 
has been a challenging factor for her adaptation, since many Japanese people have limited 
English skills. Moreover, Ms Yu brings up that the hierarchy system is a Japanese norm 
that has strongly effected her on her relationship building, mainly because it involves 
having the right contact network, it can be difficult to get in contact with people from a 
very different status/rank, this results in restricted relationship. However, our respondent 
does not have the same kind of need to get all the different kind of contacts, due to her 
time there is limited, only 2-3 years. She however adds that she finds Japan very 
interesting and that the adjustment has worked well for the whole family.  
 
The social environment in Japan Ms Yu describes as not that different when looking 
inside the company. Ms Yu says that even though Ericsson is a Swedish company in 
Japan there are similarities to the Swedish office, meanwhile there exist much local 
differences. She brings up that the hierarchy as an example, that is more present in Japan 
than in Sweden. She feels that since she is on a temporary assignment, it is essential for 
her to find her way of doing things to manage work, and not try to change the situations, 
rather trying to adapt to it.  
 
Ms Yu discusses that due to the short period of time she and her family have spent in 
Japan she has not reflected on the social relationship with Japanese men and younger co-
workers. She works together with male colleagues (especially Japanese) and sometimes 
she sense that they have different values concerning women. However, they view her as a 
colleague, not a woman, and respect her the same way as any other colleague. She 
mentions that there are not that many employees that are younger than her, seeing as she 
is rather young. Mostly they are at the same age as her, which she experiences as positive 
since she feels it is easier to work together with people. Additionally, the younger 
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generation of Japanese is not that hierarchical in their work as the seniors and perhaps do 
not share the same traditional values of women as they do.  
 
When asked if there were any gender associated stereotypes in Japan that she came 
across, Ms Yu explained that she has not spent enough time in Japan to be able draw any 
conclusions. However, she mentions that within Ericsson in Japan the employees are 
familiar working together with foreigners, they are quite open-minded and flexible. Ms 
Yu feels that her languages abilities are limited when socializing. However, as she 
mentioned earlier, she has a great interest in learning Japanese and takes a language 
course of two hours per week. The job situation and how it affects building relationships 
Ms Yu explains that due to the extended work hours, she does not have enough time for 
socialization. Most of her time is spent on work, and the spare time she wants to spend 
together with her family, therefore, she explains that her relationship building has been 
limited. Moreover, Ericsson’s office is centrally located as well as her residence, this she 
feels has worked really well. The location of the residence is within a rather international 
neighborhood with many foreigners, which she describes can be negative, since she and 
her family is missing out the ability to experience the genuine Japanese society (which is 
mostly found around the suburban areas).  
 
Sources of social interaction and social support 
Ms Yu describes that her main social support has been from the company, where she has 
been assisted with the more practical issues on her and her family’s way to integrate to 
the work and the society. She has not felt any specific social support from the Japanese 
society or the Japanese side of the company, however, she explains this as due to the 
short time spent in Japan. 
 
Regarding the adjustment and support from her family, she believes has gone beyond her 
expectations, both her children and her husband have adjusted well and supported her. 
However, the children have had some difficulties in learning English, and that there has 
even been some days that they want to go back home to Sweden. Over all, she explains 
that it is an adventure and it is very exciting to see and experience new things, and when 
in becomes tough she keeps in mind that this is only a temporary assignment for two to 
three years.  
 
Her colleagues have not been helping her that much with her over all adjustment, yet 
again she feels that it is too early for her to draw any conclusions. With regards to the 
working conditions her colleagues have been assisting with trying to help and explain 
how and why certain things are suppose to be done, she believes that it is of more formal 
support and not social. She mentions that Ms Abrahamsson (see case two, also an 
employee of Ericsson) has been of great support and that it feels good to have someone to 
ask questions. Ms Yu regards Ms Abrahamsson as an informal mentor, since she was not 
offered a mentor from the company. On the contrary, if she had been offered a mentor 
she thinks that the adjustment might have been a bit easier. Moreover, she regards the 
other Swedish expatriates, the host-national and host-national functionaries as been 
helpful in making every-day life less difficult, although these have been in formal ways.  
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Type of social interaction and social support 
The emotional support that she describes that she has been offered in Japan is mainly 
from her family, colleagues and other Swedes, which has made her daily-work easier. 
Regarding the informational support, Ms Yu describes that this is something that she can 
obtain from her colleagues, neighbors, and the company, in other words almost anybody. 
These contacts come naturally when moving abroad, as well much information was given 
pre-departure. Lastly, she explains that she has not been offered any thing specific 
instrumental support (from the company). She does mention that the children will obtain 
an au pair, however, this was possible by the help of her friends.  
 
6.2 Case two – Ms Abrahamsson 
Ms Abrahamsson has been working at Ericsson since 1996, starting off with working as a 
Radio Base Stations (RBS) engineer with the 2G telephone network. In 1997 she began 
working with the development of the 3G telephone network, which is also her current 
employment. She has been working as a project leader, today she has a management 
position.  
 
Her strives for working in another country and spend more time in her mother’s home 
country; lead the desire to work in Japan. She applied for employment and got the 
opening to work for Ericsson in Japan, however not as an Ericsson expatriate from 
Sweden, but as a local employee. Her assignment in Fukuoka, which is located in 
southern Japan, was as a RBS engineer working with the 2G-telephone network. One 
year later she returned to Sweden and started working for Ericsson in Sweden, with the 
development of the 3G-telephone networking, and has been working with that ever since. 
When the 3G-telephone network was going to be implemented, one of the first markets 
became Japan, wherefrom her interested for Japan appeared again. At that time, both she 
and her partner (Martin) applied separately for contracts to Japan and both received the 
opportunity to go. She has currently been working four years in Japan, and will most 
likely stay until the summer of 2005. 
 
6.2.1 Barriers – The Three Myths 
In this section, Ms Abrahamsson’s answer regarding the three myths will be presented, 
beginning with the first myth: 
 
The 1st myth 
Ms Abrahamsson explains that she does not believe that women are not being interested 
in international assignments, she considers being a personality rather than a gender 
related issue. She explains that she has a huge interest for traveling and seeing other 
countries. She started fairly young with traveling, and describes herself as being an 
adventurous person, and explains that people who hold such personalities tend to be very 
interested in going on international assignments. For example, a woman that does not feel 
secure about herself and worry much will probably not accept these kinds of assignments. 
She explains that she lives by shaping her future, i.e. if she wants something she can 
make it (not as a feminist but as a person who are interested in working abroad). Ms 
Abrahamsson continues with discussing that this is not only linked to personality, a 
person can have a huge interest for going abroad, but can not due to for instance bad 
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timing; one’s mother can be ill and alike which can make you inflexible. She believes 
that most females that are climbing the corporate ladder probably would accept an 
international assignment. Ericsson demands that higher-level managers, both men and 
women, must have a certain amount of international experiences, especially working with 
international clients.  
 
Our respondent explains that her interest did not change for going abroad even though 
she was in a dual-career relationship. She believes that this could be the case for many 
women. However, Ms Abrahamsson does believe that her interest may change if children 
were involved. This especially true in Japan, due to the long working hours from 9 A.M 
to 7 P.M, which in fact is a short day. If children were to be involved, she would choose 
to stay home the first time, and perhaps hire an au pair as the children get older. 
However, then the problem might be the anxiety for not being able to spend that much 
time with the children due to the long working hours. In short she mentions that it is, 
more or less, all about being able to balance work and family. Moreover, the respondent 
explains that she could not describe Japan as being a though environment, so therefore 
she says that she is very willing in working in Japan. She explains that she feels safer in 
Japan than Sweden, besides from nature causes such as earthquakes and typhoons, the 
Japanese have more respect for each other, they are nice and politer and no one has the 
feeling of being afraid of getting robbed. Nonetheless, she states that if she had been 
offered an assignment in Iraq or Iran, she would almost certainly not accept it. This 
mainly due to that she feels that the women’s situation there is very different from what 
she is used to, she feels that she might not be accepted as a businesswoman in those 
countries. She adds that the thoughts of not being accepted were matters she deliberated 
over before moving to Japan, thoughts as: “Will the clients accept me, especially within 
the telecom industry with a high male dominated environment?” and “What expectations 
do the Japanese have on Ericsson and me?” However, her experience of Japan has mostly 
been positive. 
 
The 2nd myth 
Ms Abrahamsson states that as a female she has never been judged or been questioned on 
her competence, and there has not been any issue of Ericsson hesitating to sending her on 
assignments abroad. Her experience has been that companies want her because she is a 
woman. The respondents discusses that much depends on the first impression a person 
makes during an interview, for example if a woman is cautious during the interview 
companies might hesitant and sense that she might not have enough will to handle a 
foreign assignment. In Sweden, Ericsson is a company that considers equality between 
the genders, conversely, in Japan the view on equality might not be that clear. Female 
expatriates are more taken as is if they were male, compared to Japanese women, 
Swedish women are more practical and not as feminine as Japanese women (the Japanese 
women often wear heavy make-up and walk with high-heals).  
 
Ms Abrahamsson explains the tremendous support that she has from her partner, 
especially during the holidays, this is one of the advantages with being in a dual-career 
relationship when participating in international assignments. Not having to feel lonely 
and having somebody to spend one’s spare time with is a comfort for her, particularly 
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when she has been there for such a long period of time. She explains that being single can 
be of a problem if you are thinking of being there for a longer time, however, she 
believes it is different for single men, they can without difficulties find Japanese 
girlfriends. Nevertheless, naturally there are disadvantages as well. The only negative 
part is working closely with her boyfriend, which might affect their social relationship. 
However, they try to diminish it by not talking work related matters on their spare time. 
Moreover, our respondent explains that Ericsson does not separate their employees (by 
gender) when offering expatriates assignments or temporary travel assignments. Ericsson 
has two types of contracts, (as previously mentioned by Ms Yu in case one), and Ms 
Abrahamsson emphasizes that it is the interest of the employee that is a decisive factor.  
 
The 3rd myth 
The last myth, foreigners’ prejudice against female expatriates, Ms Abrahamsson 
discusses that even though there exist cultural differences between Sweden and Japan, 
she does not feel any prejudice of the Japanese and that it would affect her interest of 
taking the assignment. Comparing Sweden and Japan, she believes that they are much 
more alike than for example the US and Japan. Swedes are humble and reserved, do not 
scream and shout and it takes a while before Swedes let people in. Compared to the 
Americans, were many are loud, make themselves heard and more or less think that they 
are the best, the respondent think that misunderstandings could occur more easily. Ms 
Abrahamsson describes herself as straightforward, wanting to get to the point directly, 
however, she says it can sometimes make her feel frustrated when the Japanese needs to 
hear the background of each problem before they can arrive to a solution. Still, this has 
not affected her interest in Japan and her assignment. These are cultural differences that 
she knew about before departing, she considers it rather charming and feel that you are in 
another culture. She says that she has learned much from the Japanese and vice versa, in 
particular how to handle Westerners. Our respondent explains that the Japanese co-
workers know that she is a foreigner, therefore they do not have expectations of her to act 
as the local women.  
 
From her own experiences, the advantages with being a female in the Japanese business 
environment have been positive. Her clients are really curious and have shown a great 
interest in her, even interest from the higher managers. She explains that women do not 
have to prove or show off as much as men might have to do. Certainly the Japanese 
managers, clients and employees might think prejudiced thoughts but they would never 
say anything to her about it. The disadvantages with being female that the respondent 
mentions is that it can become rather frustrating with not having another woman to talk 
to, therefore she became really glad when Ms Yu arrived from Sweden. Mrs. 
Abrahamsson considers that she and other women in Japan, both other expatriates’ wives 
and the local women, do not have that much in common. Often female expatriates can 
sense that male expatriates’ wives can feel threatened by them, since they are working 
with their husbands. With the local women she feels that she cannot talk easily with, she 
have to be more careful with what she says, keeping in mind that they have different 
values. At first when she arrived to Japan, the local managers, staff and clients viewed 
her as a woman, however, she has worked herself up, and proved what she goes for, in 
other words, they now view her as a colleague that can offer the company knowledge, 
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then just a female worker. Ms Abrahamsson explains that she tries not to be as abrupt as 
the Swedes sometimes are, instead she tries to be more humble. However, she does not 
succeed with this all the time, often in discussion she explains that she can become rather 
energized and saying what is on her mind, when she really should be more “street-smart” 
(in this case being more reserved). However, she is aware of her flaws and the locals 
often do not consider much about it, meaning that she is Swedish and this is how they do 
it over there. Moreover, in her department she has a very multi-cultural team, with 
employees from Ireland, Germany, France and Lebanon to mention a few. Therefore, 
there are more different ways of doing things, but after time they learn how to handle 
things.  
 
6.2.2 Barriers – The Glass Ceiling  
Ms Abrahamsson first began talking more generally about barriers that she has faced 
during her career. The first barrier she brought up was her not having enough experience 
to reach the job position she wants and develop her career. This she explains is connected 
with her young age, she is only 30 years old, and the barrier of age becomes evident 
seeing that holding a post in higher management (such as senior management) is often 
expected to be filled by a senior persons. Today, as mentioned above she works as a 
project leader, and the natural position after this is senior project management, due to her 
young age this can lead to people raising their eyebrows. On the other hand, she says if a 
person has the experiences and the knowledge qualified for a position, age should not 
matter. Other barriers that she experiences are that the co-workers sometimes view her as 
being “boring”, since she does not drink alcohol. Particularly in Japan, this can be seen as 
a barrier, since they frequently socialize in restaurants and bars. However, she brings up 
that this is individual and not associated with gender. Moreover, she believes that you 
learn from your own mistakes, and refers back to when she was 22 years old and came to 
Japan to work. At that time she was not as “street-smart” as she is now, where she can 
stand for the values she hold to. Then she wanted to maintain her rights and show that she 
is not just a “girl”. 
 
Ms Abrahamsson explains that the major sacrifice related to her move to Japan was the 
missing of the closeness to her family, however, her sister and her brother will soon be 
living in Tokyo for a time. Our respondents says this will make her days easier, since she 
feels that she has missed out much of their lives seeing as they were only teenagers when 
she went on her first work assignment to Japan in 1996, and now they are grown-ups. 
Another sacrifice is connected to her career, this she explains; “being abroad for four 
years is an experience however, more than that becomes a strain”. The people at the 
Swedish Ericsson may begin to “forget her”, given that she has been away for such a long 
time Therefore, she says, it is of great importance to find the right balance and return 
home after a time and continue the work there. Additionally, she expresses that children 
are not something that she has given up in order to live in Japan, thoughts regarding 
children is become more of a current topic. Moreover, Ms Abrahamsson notifies that it is 
important to have available time for other areas than work (i.e. hobbies), she makes it 
possible that she has time to play golf and jog. However, golfing in Japan is very 
expensive and time consuming compared to jogging, which she can more easily do 
without making plans for. Additionally, a need for being outdoors in the nature is as well 
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a competing lifestyle. She would like to participate in different courses, but it is 
complicated due to her busy schedule, for instance to join a ceramic course that runs once 
a week or have fixed timetables. Therefore going to gym or being outside jogging are 
preferable, as she can go there whenever she has free time.  
 
Our respondent believes that a woman should not have to choose between having a career 
or family, rather being able to combine them both. However, having a career might 
damage the family relationship, in the sense that the work can become a routine on the 
expense of time spent with the family. Her opinion is that it should not have these 
outcomes, however, many women feel that they have the obligation of taking the time 
needed with their children after pregnancy. She describes that the situation in Swedish is 
very good (compared to Japan), it provides a paternity leave for almost a year. Ms 
Abrahamsson brings up an example of a woman that holds a high-level management 
position within Ericsson; this woman has four children and still succeeds with balancing 
her management position and her family. Moreover, Ms Abrahamsson explains that all 
women have a calling in becoming a mother and if she decides not to have children, she 
would not feel complete. However, she does not know if women can enhance their career 
only cause she rejects having children or if she can enjoy more of life and take more care 
of herself, this she says is hard to give an answer to. Therefore she says she is not sure if 
there is a likeliness of being a female manager and a single woman without any children. 
She continues by saying, “that later in life when you have your management position, you 
might not feel at ease with yourself and the decisions you made (by neglecting having 
children) which may affect your work negatively, i.e. become a ‘bad boss.’ Moreover, 
regarding what assumptions she has about herself when living and working in Japan, she 
explains that she feels somewhat different compared to her friends back in Sweden, 
however, not in a superior way. She says: “if they do not want to go abroad, it is OK. 
Every one is different and has different opinions.” In other words, it is individual and not 
connected with what gender you have.  
 
6.2.3 Barriers – Japanese Culture 
Ms Abrahamsson clearly states that Japan is a collectivistic environment. She gives an 
example of this from when she was joining a management course, during the course the 
Japanese participations were more or less inactive and observed the entire sessions, 
meanwhile the foreigners were actively discussing different subjects. She explains that 
the Japanese are in general acting as observers and not saying much about their own 
opinions, compared to the westerners. This she regards as rather negative for her wok 
because it becomes complicated when solving problem with some of the Japanese, they 
can be rather passive, and it can be harder to get them involved in the process.  
 
Generally speaking, our respondent regards the Japanese as being fairly feminine. The 
positive side of this is that they are very humble and help others when problems arise. 
They are also very reliable, if there is a deadline they will have it done within that 
timeline, even if it requires working overtime. She says that the Japanese males often 
have their wives at home, taking care of the household and children, meanwhile, in 
Sweden, the man and the woman normally share their work and responsibilities equally. 
Ms Abrahamsson considers this to be the negative part with the culture, subsequently the 
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Japanese work that much that they do not have any spare time or time to relax. This she 
believes is a scary thing, and something that she is trying to modify. 
 
Regarding power distance, our respondent explains that it is rather the same to her answer 
about the collectivistic environment, seeing as the Japanese are not answering and 
participating as much as westerners in conversations (although she tries to stimulate their 
participation). Moreover, she want them to not always consider that the decision making 
should constantly go from the top down, rather that it should go both ways i.e. 
downwards and upwards. In her department, she prefers that the information flows from 
all directions, because it serves positively for the organization and her work. However, 
she feels this approach has can be complicated, since their new manager for the East 
Asian market (Japan, Korea, China and Taiwan) has a different approach, he believes that 
it should go from the top down. In short, she considers the power distance to be high, and 
not contributing positively to her work. Moreover, Ms Abrahamsson considers that the 
uncertainty avoidance is high in her work. This mainly because, although, the employees 
are good with confronting problems, in the sense that they respect and help each other in 
order to set about problems and improve the environment, both for themselves and their 
co-workers, they are not willing to take initiative. She describes the high uncertainty 
avoidance as being positive for her own work since they are neither individualistic nor 
egoistic. The negative is that they are not as willing to take initiative.  
 
6.2.4 Adjustment – Cross Culture 
Relationship – formation antecedents 
Ms Abrahamsson describes her personal traits that have contributed in relationship 
building is the fact that she is being “herself”. She stands for what she believes in, for 
example, she stands for the fact that she does not drink alcohol, she does not try to hide or 
be discrete about it. She believes that in the long run this is what you win on. 
Stubbornness is also a characteristic that she possesses, if she wants something she gets 
it, one way or the other. Moreover, she believes that her employees, colleagues and 
friends can trust her, they know were they have her.  
 
When asked about what have been the main cultural norms as limitations to relationship 
building in Japan, Mrs. Abrahamsson explains that it is the inflexibility. The Japanese 
live after strict rules, they are not that willing to change, and they want to do it their own 
way. As long as it works they do not see the point in changing, additionally, they never 
tend to question matters. Below are two of her examples: 
 

“She experienced an unusual package vacation at the travel agency, the flight leaves late in the 
evenings and the check out of the hotel is early in mornings, consequently you pay for more nights 
than you actually can spend. When she asked if they could change it (was even willing to pay 
more), they merely said that this is what we have and nothing else”. 

 
“The same goes with the “sushi train” at the sushi bars. Here, a friend from Sweden asked; Why 
not just take the sushi and not the plate? She answered with; you just do not do it that is just not 
the way they do it here. You take your plate and pay for what you have eaten”.  
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Ms Abrahamsson discussed that she had not experienced any problems with the social 
adjustments; this she believes can be due to her busy schedule. As mentioned earlier, she 
has had it a bit tougher than her partner Martin, due to the few female workers in her 
department. Therefore, she became very glad when Ms Yu came to Tokyo in the 
beginning of this fall. Previously there has been a female expatriate working there 
however, she went back to Sweden about one year ago. Her partner has been her main 
social support, they are very close and do many things together. yet, it is not the same as 
having a female friend she explains.  
 
The Japanese environment has been an experience she explains, there are various of 
things to do, but there are always a countless of people that wants to do the same thing at 
the same time. She also mentions, when you plan something, you have to keep in mind of 
the transportation. For instant, it takes about one and a half hour to get out of Tokyo city, 
therefore it is very important to plan what and when to do things.  
 
Due to this is Ms Abrahamsson’s first management position, her relationship with the 
employees (both men and those that are younger or positioned below) can differ. She 
preferably wants to be regarded as a “social manager” who are good friends with her 
employees and she does not want to perform her leadership a harsh way. Before she 
became a manager she explains she was only “Mio” and one of the others, however, 
today she is their manager and their relationship has changed. For example, she does not 
eat lunch with the people she used to, her relationships with some employees have 
changed. Nonetheless, people she has known for a long time have come at ease with the 
thought and accepted the fact that she is the manager. However, she states that this is not 
related to Japan or the Japanese culture, this can as easily occur in Sweden too, as in any 
other country. Regarding how the social part of Japan has affected her work, our 
respondent explains that it has worked without any big difficulties in her department. The 
same goes outside of the office, people are mostly curious and wanting to talk to her, 
when she is going to the drycleaners, they usually ask questions and think that it is 
exciting to meet her. Ms Abrahamsson has not experienced any specific stereotypes from 
the Japanese people or society, she can only remember one comment from a manager. 
This happened when the manager and his wife was over for supper in her apartment, he 
could see another side of her, the more feminine side, contrary to the businesswoman that 
he normally meets at work. His comment was as follows, “I can see that you can also 
accomplish these “woman things” (in the household), another side appears than what can 
be seen at work…” She feels that perhaps her colleagues only see one side of her; the 
“businesswoman”, and regard that she does not perform housework and cooking. 
However, when this manager came to her house, he could verify that she is much alike 
any other (Japanese) women.  
 
Ms Abrahamsson’s explains that her Japanese language abilities are at the same level as a 
five-year-old, as a result it is hard for her to express herself, especially in the business 
world. She cannot portray herself as she prefers, and one of her clients during a meeting 
felt that it would be best if she continued speaking in English. She explains it as follows, 
“They have these expectations of me and regards me as sophisticated, then when I begin 
talking (in Japanese) it does not suit my profile, what I say and what I do does not 
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synchronize”. Subsequently, by speaking English she can express herself better. 
Therefore, she believes that if she would speak with a Japanese woman, the conversation 
would become quite monotonous and frankly boring with many yes and no answers, the 
elaboration of the thoughts would be hard to bring out. 
 
Ms Abrahamsson discusses that the environment in her workplace is very masculine, 
therefore she feels that it does have some affects on her relationship building, since she 
finds it hard to build relationships with (Japanese) females, especially those that are of 
the same age as her. She believes that her partner might have it easier in making friends, 
seeing as there are that many men working in the company. The working hours also 
influence the relationship building negatively because they are much longer than in 
Sweden, the time becomes limited. On her spare time there is the housework that has to 
be done, therefore time for socialization is affected. The work and residence location she 
considers to be very good. She both lives and works in Tokyo, which is she feels has 
been good for her adjustments. There are many foreigners living there and she mentions 
that there are possibilities to be outdoors were she lives that only influences her 
positively.  
 
Source of Social Interaction and Social Support 
Her family has supported her really well, and her partner has not had any difficulties with 
his adjustments in Japan. Although this was his first time in the country, she believes that 
it has gone beyond her expectations. The colleagues have given tremendous support, they 
have been very helpful and understanding. For example, one assistant at work has been of 
great help, she is translating her private mail since they are written in Japanese. Ms 
Abrahamsson regards the host nationals and host national functionaries as supportive. 
She mentions that although, the Japanese are tired of her questions they would never 
show it, instead continue with trying to help as much as they can. Moreover, Ms 
Abrahamsson explains that she has not been offered a mentor, which she would have 
preferred. If she had been given a mentor before or when arriving to Japan, she thinks 
that her adjustments would have gone even easier. Other expatriates are the ones that 
have contributed the most to her adjustments, she mentions those that have been there 
longer and have more experiences helps new arrivals. She mentions since Ms Yu (see 
case one, working at Ericsson) was a new arrival she had the ability to ask her for help 
regarding many of the everyday matters and this something that Ms Abrahamsson also 
could do with other expatriates that were there before her.  
 
Type of Social Interaction and Social Support 
The respondent believes that the type of emotional support that she has been given during 
her stay in Japan is mainly from her partner and her previous manager (who has returned 
back to Sweden). She also mentions that she has received some support from back home 
as well, which she feels has contributed positively to her work performances. The 
informative support, Ms Abrahamsson considers mostly coming from other expatriates 
who have been there for a longer period of time and have greater knowledge and 
experiences. Lastly, the instrumental support she mentions has been given from the 
company in the form of a “recreation allowance”. This was included in the original 
contract, however, at the present this has been added into the monthly wage. The 
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allowance was offered to the expatriates, in forms of money or for example paid airfares 
or things as such of the same value.  
 
AstraZeneca – Company presentation 
AstraZeneca is one of the leading pharmaceutical companies in the world and was 
formed April 1999, by the merger between Astra AB of Sweden and Zeneca Group PLB 
of the UK. Today, the company is operating in 45 countries with about 60,000 employees 
altogether, with the corporate headquarter in London, UK and Research and 
Development (R&D) headquarter in Södertälje, Sweden. The discovery of new medicine, 
designed to improve the health and quality of life of patients around the world, are the 
company’s success factors. Focus is on innovative, effective medicines that offer added 
benefits such as reduced side effects or better ways of taking the treatment. Moreover, 
receiving the best from every medicine by exploring all the ways it can be used or 
improved are also crucial points. On the other hand, innovation regards more than just 
research, stimulating a continued creativity throughout the organization by maintaining a 
corporate culture in which people feel valued, energized and rewarded for their ideas and 
contributions for the company success is also present. Keeping a global mindset is also a 
global responsibility in order to have consistently high standards of behavior worldwide. 
The powerful product portfolio includes many of the world leading products and high 
potential therapies for treating cancer, gastrointestinal disease, asthma, hypertension, high 
cholesterol, migraine and schizophrenia. Together with the company’s strong 
commitment to competitiveness and performance, they are guided by the core values that 
are; integrity and high ethical standards, respect for the individual and diversity, 
openness, honesty, trust and support for each other; and lastly leadership by example at 
all levels.  
 
6.3 Case three – Ms Samuelsson 
Ms Samuelsson has been an employee at AstraZeneca since 1999, and she holds the post 
as a project leader for a core-project about early studies of the human being. She went on 
her international assignment in September 2002, and was there one year. It was primary 
by chance she got the opportunity to go to Japan. Her position there was almost the same 
as the one she hold in Sweden. One of the reasons she wanted to go was because she 
thought it would be fun and interesting, as well as an exiting experience to have lived and 
worked in Japan for one year. She had no knowledge of the Japanese language before she 
left, however, she had been there earlier on a travel assignment. 
 
6.3.1 Barriers – The Three Myths 
In this section, Ms Samuelsson’s answer regarding the three myths will be presented, 
beginning with the first myth: 
 
The 1st myth: 
Ms Samuelsson sees the international assignment as something fun and interesting, a 
culture experience that you gain knowledge from. She believes that, in general it is true 
that people would more likely deny international assignments if there were in a dual-
career relationship, since there are two people involved one got to consider each other. 
However, she explained that circumstances were like that for her when she was going; 
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she had a steady relationship however, she took the opportunity to go anyway. Moreover, 
even though at present she does not have any children, she thinks that the general interest 
does differ when children are involved. Our respondent believes that those who have 
children put the child first, therefore having to think twice before accepting this kind of 
offers will be needed.  
 
Work in tougher environments is something Ms Samuelsson’s considers to be depending 
on many factors, there is no precise yes or no answer for this. It depends on the situation, 
the conditions, how long the contract is, and the holding position in the given country. If 
going via an international/Swedish organization and on a limited contract, she believes 
that in general most women would cease or consider the opportunity to go on an 
international assignment. However, if the circumstances were that she would have gone 
to Japan to work for a Japanese company and work on their conditions, she might have to 
consider it once or twice. She finds this question hard to answer, but she thinks that even 
thought the harsh environment she, at least would consider of going. In broad-spectrum, 
Ms Samuelsson believes that women commonly are less inclined to go on an assignment 
with those kinds of conditions. From her own experience she explains that those who 
have been to Japan are mostly men. 
 
The 2nd myth 
Our respondent does not believe that companies hesitated or refuse to send women on 
international assignments, at least not at AstraZeneca. However, she feels that she has 
experienced some kind of prejudice from the Japanese. In her work in Japan, compared to 
Sweden, there were some Japanese who had different views on women, however, she 
explains that she did not feel that they treated her differently. Outside work, views and 
treatments towards her could change, they did not know her and therefore treated her 
differently. Ms Samuelsson reflect that it might have to do with the fact that she is not 
Japanese, therefore she finds it hard to say if it was discrimination because she was a 
westerner or because she was a female. However, she leans towards the idea that it was 
due to the fact that she was not Japanese. For example, some Japanese did not want to get 
to close to her in subways and busses because she was different, and that has nothing to 
do with gender our respondent say. This is not only the case for foreign females; the 
Japanese men are in general very inclined on performing sexual harassments to all of the 
opposite gender (outside the workplace). Moreover, the respondents describes that there 
were no negative sides being in Japan alone (without family or boyfriend). The positive 
sides on the other hand, were that she was forced to get to know other people, which 
contribute to the possibility of getting to know the Japanese culture. Ms Samuelsson tells 
us that she has not seen or experienced any differences at AstraZeneca that they give 
different kind of contracts to female than for male workers. 
 
The 3rd myth 
Ms Samuelsson explains that sometimes she felt that the Japanese had some kind of 
prejudice against female expatriates, but not very often. Since she came from Sweden 
where “the headquarters” are located, they refereed to her as “an employee from the 
headquarters”. This was often associated to someone that has great knowledge that in turn 
resulted automatically in showing more respect. However, some older men that had other 
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values, therefore she had to prove herself more with them before they gave her a chance. 
In general, Ms Samuelsson feels it has been to her advantage working in Japan. There 
were no pros neither were there any cons with being a female working in Japan for 
AstraZeneca. She explains that it has not occurred any situation were they did not want to 
listen to her just because she was a female. Regarding how she was expected to act, she 
explained it was a mix of both as a Japanese and a foreigner. The people that she worked 
with at AstraZeneca in Japan are used to having foreigners around, therefore they could 
easily understand that she was going to act different. There were not particularly offended 
that she and the other foreigners sometimes acted and did things in another way, 
however, certain things they preferred to do their way. Ms Samuelsson explains that 
some small differences from her way to act in Sweden and her way in Japan was that she 
was a bit more cautious in Japan, letting them take the time needed. Also, she says that 
the expectations from the local managers, staff or clients were quite high, since she came 
from “the headquarters” and should have great knowledge. 

 
6.3.2 Barriers – The Glass Ceiling 
The respondent explained that the barriers she had encountered have not felt gender 
related (since there are so many women who works at AstraZeneca), rather more age 
related. She regards herself as fairly young for the positions she holds. Not having 
enough experience has been a hinder for her, due to the fact that if there is a desire to 
grow in the company there is also a need of experience. The respondent feels that 
sometimes she has to continuously prove who she is, mainly because of her age. 
However, the respondents discusses that age is not a barrier it self, but a challenge, it is 
something that she has to consider. Ms Samuelsson supposes that if she had been 10 
years older, she would not have had to proven her self as much. This has not really 
happened in reality, but it is something that she senses. She has to gain more experience 
(or have worked longer) to be able to grow in the company and go to the next step. 
Moreover, Ms Samuelsson does not feel that she has made any sacrifices to get where she 
is now. However, she believes that there must be made some scarifies for your carrier, 
but it depends on which kind of positions is held and ones personality. To reach the really 
high positions, one must be prepared to put a lot of time and energy on work, more than 
the usual 8 hours work days. In addition, she does not consider that a woman does have 
to make sacrifices between having a carrier and having a marriage. She strongly believes 
being able to make both, she has seen many cases where hard working females have 
reached the “top” while being married and having children. Even though the 
circumstances are good at AstraZeneca (could be due that they are more than 50 percent 
female workers present), Ms Samuelsson thinks that this could occur in many other 
companies. Many companies take marriage related matter as an important aspect, for 
instance during an interview it is not unusual that they could ask about children and 
marriage related questions. Furthermore, she explains that she has never encountered a 
situation were there is a connection between being a female manager and being single 
and not having children. She has never had that kind of boss, not even in Japan, her boss 
was a Chinese woman who had children and could manage both family and work. 
Whether or not women can benefit their career by not being married, she believes at 
AstraZeneca in Sweden it is not an issue, but as mentioned earlier, it can happen in other 
places.  
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The circumstances that her boyfriend could not come to Japan is not considered to be a 
sacrifice for our respondent, he could have come along if he had the possibility. Ms 
Samuelsson does not feel that she had made any scarifies regarding other parts in her life 
either, like her free time or hobbies. She believes that she has been able to keep her 
lifestyle while still working hard and climbing up the corporate ladder. She explains that 
she feels no different just because she has participated in an assignment abroad. She 
thought it was going to be fun and an instructive experience. She explains that she would 
have gone to Japan whether or not it was going to be uplift for her carrier, for the reason 
of her great interest in Japan. 
 
6.3.3 Barriers – Japanese Culture 
Ms Samuelsson believes Japan is characterized as being a collectivistic society. Their 
whole mentality is that the group goes before the individual. By everything they do, she 
feels that this is present, she adds that the importance to fit the group and to be according 
to the “model” is extremely important. This can obviously differ from person to person, 
and from group to group, but the general feeling she got of this was that they were very 
group oriented. Moreover, she thought that just because they are collectivistic society 
does not necessary mean that they are really good with working in groups. It is rather 
about fitting in more, and not sticking out from the crowd, since she explains that she was 
already very different from the Japanese, the collectivistic society was nothing that 
affected her. She felt that she could never be a part of the group the same way as the 
Japanese, at least not more than “work related groups”. Moreover, our respondent 
describes Japan as a male dominate society, for several reasons, for instance when the 
Japanese females get married they tend to quit their work. However, she explains that this 
is changing; the overall feeling during her time there was that the women always had to 
adjust to men. To her work she feels that this matter has not really affected her, besides, 
she explains that the situation at AstraZeneca is a bit different. As mentioned earlier, 
there were quite many female workers present (compared to other working environments 
in Japan) and many were married and had children. She does not really consider that this 
has had really any negative contributions to her work. 
 
Ms Samuelsson perceived the Japanese society as consisting with a fairly high power 
distance, at AstraZeneca too, at least higher than in Sweden. She worked with different 
given frames and general directions, moreover, several employees did not dare to step 
beyond these rules/directions, at least not without the approval from those form higher 
positioned. The negative sides of high power distance is that everything takes so much 
time, she consider the fact that they could not go beyond given frames is very rigid and 
she thought that that was very difficult to adjust to. Moreover, she feels that the 
uncertainty avoidance is fairly high, but it is changing she adds, at least in AstraZeneca, 
some of the employees could from time to time go against their manager (however, not 
very often). Ms Samuelsson explains that she did not follow all the “rules”, for instance 
she went home when she was done with working, while most of the other employees 
stayed longer. The Japanese employees have the picture of staying at work to late hours. 
She noticed that sometimes they considered her having a “vacation”, (when she went 
home earlier) but it was something they never said to her face. She adds that the 
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employees were maybe not forced to stay longer, but they did since it was within their 
culture. If they would have started to go earlier, she does not think that the managers 
would protest against it. The main reason behind that she did not work the same long 
hours as the Japanese was that the reason behind her being there was to influence them to 
work in a more international way, and that included to go home at a reasonable time. She 
tried as much as possible to work the same way there as in Sweden, besides she does not 
want to stay at work just for the sake of it. She feels that when she is done with her work 
she can go home, this is not relevant for the Japanese. 
 
6.3.4 Adjustment – Cross Culture 
Relationship – formation antecedents 
Ms Samuelsson’s personal traits that has contributed well to her relationships building is 
her attentiveness and being open (for different ideas and cultures). She usually does not 
get in conflict with people, is adaptable, and flexible, as well as honest and 
straightforward. However, she says that “you have to be careful with being too 
straightforward when you are in Japan”. Our respondent explains that at work in Sweden 
she has a pretty open relationship with people, she feels that she can talk to her 
colleagues about almost anything and not just subjects related to work. However, in 
Japan she felt that this was hard to accomplish, they did not talk much about other subject 
matters bedside from work related issues, and this has been one of the main cultural 
constrains. “At work you talk and do you work, outside you can talk about other things” 
are commonly found in the Japanese mentality, therefore it is a bit harder to get to know 
them on a deeper level our respondent explains. She felt that the people that she 
accounted with outside work were even harder to reach, and if she were with the Japanese 
co-workers outside the work it was often on a shallow level, singing karaoke and so on. 
Despite this, she explains that she had a couple of Japanese friends that she came close to. 
Ms Samuelsson explained that the language is an obstacle for creating relations, even 
though she learned a bit Japanese, it was nothing she considers she could count on.  
 
During the one year she spent in Japan she did not really feel that there was something 
specific in the Japanese cultural norms that limited her from social interaction. She 
believed that given the time period, she could only reach to a certain limit, therefore, she 
could not expect that much. But the limitations for socializing were (as mentioned earlier) 
her own language restrictions. Regarding the general social adjustments, Ms Samuelsson 
explains that she mostly socialized with other foreigners, mostly Europeans. There were 
other Swedes working at the company, even though they were a bit older than her it was a 
comfort to have them present. Then there were Swedes that she just acquainted with by 
chance, in short, she considers it to have gone much better with the social adjustment 
than she first expected, since she thought she would be much more alone. Generally it is 
much easier to work with people that you have more than just a professional relation to 
she explains. In Sweden, you never restrain yourself to only talk about business related 
issues at work, and therefore she feels the social part has affected her work to a certain 
extent. She explains that in her department in Sweden, she can mention at least one 
personal thing about all the co-workers, she could not do that in Japan. The socializing 
she has with co-workers (in Sweden) contributes to her work and she feels that it 
becomes easier if she can relate to others than just on a business level.  
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Ms Samuelsson finds hard to describe how the relationship to the Japanese men has been. 
She clarifies that she does not consider them to be shy all the time, the Japanese in 
general are much more uninhibited than the Swedes, it is harder to get to know them. 
Moreover, the social relation with younger co-worker is a subject she cannot utter freely 
about, since she was one of the youngest in her department, therefore the situation was 
reverse. Yet, she explained that she tried to remember the reason she was there, and one 
of her duties was to have opinions about the work there. As she mentioned earlier, 
regarding her age, she had to prove her self continually, because she was much younger 
than the other employees. She adds that she felt she had to treat all the seniors with more 
respect than what she had to back in Sweden. 
 
She explains that there are many stereotypes present in Japan and they have probably not 
changed a great deal since the ancient times. It has however, not really affected her work 
in general, besides she does not consider that it belongs to the 21st century to think and 
behave the ways sometimes the local people do. As mentioned earlier, they already 
treated her a bit different because she was not a Japanese. Therefore, it was even harder 
for her to distinguish between which ones were really gender related stereotypes and 
which were not. Even though it did not affect her that much it was very tiring for her to 
see excellent females getting aside, not getting the same opportunities, just because of 
their gender. Some even went so far that they had to get divorced because they wanted to 
work. Ms Samuelsson explains that she has a hard time understanding this, but it has not 
really affected what she has done at work. As mentioned earlier, she did not work more 
than she did in Sweden, therefore she explains that she did not feel that her work situation 
has had any constrains on her relationship building. Regarding the localization of 
AstraZeneca, she feels that she has been very fine, since it was located in the middle of 
Osaka, and she did not have to travel that long. Moreover, she lived in an apartment, 
which took about 15 min with train to work, she explains that the comfortable living 
conditions have contributed well to her adjustments, mainly due to her residence (which 
she got by the help of AstraZeneca) being located near her work.  
 
Source of social interaction and social support 
Ms Samuelsson put across the great contributions that AstraZeneca has had on her 
adjustments in Japan. They paid memberships expenses of different clubs/associations for 
foreigners to help the adjustment. Concerning whether or not she thinks that her 
adjustment would have been different (better) if she had her boyfriend or a family 
member with her, she explains that this depends on how you look at it. In some way it 
would have been hard due to that she then would have had to spend more time with him. 
The consequences would have been not getting to know the same amount of people, and 
miss out the amount of integrating with the Japanese. At the same time it would have 
been a nicer and safer to be two than to be alone. 
 
Our respondent explains that it was extremely pleasant to have other foreign colleagues, 
it was many things in the Japanese culture that she had a hard time understanding. Ms 
Samuelsson clarifies it was a great support to have them to talk to, especially the 
foreigners that also worked at her department, they played a very important part in her 
adjustment. Those foreigners who did not work they did not see that part of Japan, 
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therefore she could not relate to them as much as with the others. Regarding mentors, Ms 
Samuelsson informed us that she has not been provided one during her stay in Japan. 
However, she does not consider that it would have made such a difference to have a 
mentor present, due to that she had the other foreigners there whom became the 
“informal” mentors. Moreover, in her Japanese course she got to know several other 
people, all which has in their way contributed to her adjustment. The women who taught 
her Japanese also taught her much about the Japanese culture and norms, she feels that 
she could talk out with her too. Other expatriates had an enormous contribution to her 
adjustment, to get the chance to talk about all different kinds of things; they shared 
similar joy and difficulties. Those that have been there longer contributed by helping her 
with various practical things, and could inform her about other matters from a foreigners 
perspective. There were a few Japanese and other host-national functionaries that she felt 
that she came somewhat close to, where she could discuss different issues openly, such as 
the culture.  
 
Type of social interactions and social support 
Our respondent explains that the main emotional support that she has received came from 
another female expatriate, namely Mrs Sohtell (see case four, working at AstraZeneca), 
who has been a great source of support for her. Regarding the informative support she 
gives the example of the Japanese as being modest, especially outside the workplace. It is 
not that they do not want to, rather that they feel withdrawn to approach a foreigner she 
explains. However, she had Japanese friends at work were she could ask questions and 
receive help. Ms Samuelsson feels that she was fortuned to be sent by AstraZeneca, 
which provided her with a lot of instrumental support. They have offered much of the 
practical things needed. She explains that it has been a great comfort to have that fixed, 
because it is not easy when arriving in a new country, especially when not being able to 
communicate with local people. AstraZeneca had additional help from an organization in 
Japan, which assisted the foreigners with most of the practical things, everything from 
opening a bank account to find the way to the train station, so that she could manage it on 
her own later. She expresses that she could have not managed it without all the help. 
 
6.4 Case four – Mrs. Sohtell 
Mrs. Sohtell has been an employee at AstraZeneca since the end of 1991, and she holds 
the post of clinical testing. However, before she went to Japan she led a group that dealt 
with medical testing, and she had more or less had the same post when she went to Japan 
in August 2002, until August 2004. Mrs. Sohtell explains that it was mainly because of 
her husband she got the attention and interest for going to Japan. Mrs. Sohtell’s husband, 
who also works at AstraZeneca, came home and told her about the offer he got as being 
an expatriate in Japan. She explains that the situation became quite amusing, since at the 
same time there was an inquiry form in her department to go to Japan. By that time she 
and her husband had not gone that far with their planning for moving abroad, it took her a 
while before she felt that she wanted to go. Ms Samuelsson (see case three) and Mr. and 
Mrs. Sohtell went to Japan during the same period. She explains that the main reason for 
her going was because it would be very exciting to work and live in another part of the 
world. She had never thought that she would end up living and working in Japan. Our 
respondent explains that her family had been away earlier to the U.S for one year, when 
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their children were young. She explains that if they wanted to do something while they 
still were active, this was going to be the time. Her work related aims for going was to 
teach the Japanese how to work in a more western and international way. The goal for 
AstraZeneca is to keep the same kind of organizational culture throughout the world. 
Mrs. Sohtell explains that before going to Japan she had no knowledge about the 
language, but after studying it (once a week) she could understand the basics. 
 
6.4.1 Barriers – The Three Myths 
In this section, Mrs. Sohtell’s answer regarding the three myths will be presented, 
beginning with the first myth: 
 
The 1st myth 
Our respondent believes that women are interested in international assignments. She 
thinks that international assignments are very interesting, because one get the opportunity 
to go out and get to know different kinds of people, and learn several new things. She 
adds that when people have the opportunity to go abroad they discover how other people 
think and value things and can therefore become more humble. Moreover, she clarifies 
that she believes women in dual-career relationships are more likely to deny international 
assignments, primary because it is very difficult when both the partners has carriers. It 
would be very hard to keep a relationship if one partner stayed in Sweden. Especially 
when having younger children and family, our respondent has met an employee with 
those circumstances; he had his family and children back home but worked in Japan. If 
those kind of difficult conditions were present, she is not sure if she would have valued 
an international assignment as high. In short, she thinks it is much better for both parts if 
they can go together. She does not think that the children are of concern regarding a 
female’s interest in going abroad, although it depends on the children’s ages. Children 
tend to adjust much easier to a new environment than adults our respondent explains, and 
from what she saw in Japan, the Swedish children seemed to adjust very well. She refers 
to her experience from when she was in the U.S, even though their children were young it 
was no problem, they learned and adapted fairly fast to the new environment and got 
many new contacts. Due to the fact that her children are now adults and have their own 
lives they did not join them to Japan, but they came to visit. Regarding whether or not she 
considers if women in general are willing to work in tougher environments she says it 
would have been harder to work for a Japanese company when being a western woman. 
Nevertheless, the fact that AstraZeneca is a global MNC, she did not feel this existing in 
her work place, the overall atmosphere was liberal. However, she and other western 
colleagues felt that it was not always an open-minded feeling, especially compared to 
Sweden. Despite this, she did not face any direct problems during her time there; she can 
however understand the fact that it could be hard for other females in Japan. She 
informed us that a lot of Japanese females seek for the international companies due the 
common belief that it is easier for them to work and to make a carrier there.  
 
The 2nd myth 
Mrs. Sohtell did not feel that AstraZeneca did hesitate to send her on a international 
assignment, moreover, she explained the circumstances was different for her. Due to her 
husband also worked at AstraZeneca, and got the offer first. She did not feel that the 
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company made any hesitations for sending her abroad; she has seen many females going 
abroad for AstraZeneca. She did not feel any kind of prejudice from the Japanese in the 
company. Our respondent explains that the circumstances in Japan are to some extent 
dissimilar from Sweden; there are many more female workers in Sweden. Mrs. Sohtell 
explains that in the Japanese society it is common for working females to exclude the 
family life on behalf of her work, it is hard for them to have both a career and children. 
She did however, not feel any prejudice towards her just because of her gender. Our 
respondent explained both negative and positive aspects for being in a relationship when 
going to Japan. On the private level she feels that this was a great advantage, the positive 
aspects of having somebody there is a comfort, traveling, eating and more, would not 
have been as enjoyable to experience on your own. However concerning job level she 
thought it was difficult to work at the same department as her husband, due to the fact 
that she was often referred to her husband. Since they are married they have the same last 
name, therefore the Japanese always referred her to him. She never felt this in Sweden, 
and one reason could be that AstraZeneca’s office in Sweden is much larger than in 
Japan, they also work on different departments in Sweden, she does not meet him during 
the days. In Japan they worked at the same level, sat almost next to each other. Moreover, 
regarding temporary or actual assignments companies offering female workers, Mrs. 
Sohtell considers that in generally AstraZeneca would offer the same type of contract 
regardless of gender. Their expatriate contract is approximately two years (however, Ms 
Samuelsson, case three, had a short term which was less than a year). Our respondent 
explains that usually when a female gets the contract as an expatriate they will get the 
same conditions/benefits as their male counterparts. However, conditions can differ 
depending on what position the employee is holding.  
 
The 3rd Myth 
Mrs. Sohtell explains that she did not experience any prejudices at work from the 
Japanese co-workers, even though they had some “rules” of how to work. Matters related 
to the (long) working hours were somewhat hard to adapt to, but she had to remember 
that this lies within their culture. She often had to work overtime, however, she explains 
that she did not follow these “rules” all the time. Mrs. Sohtell explained that foreigners 
have more vacation days than the Japanese, despite this, the local employees did not 
question this matter. They could say things such as: “yeah yeah, you are a westerner” and 
nodded with their heads. Nevertheless, in the Japanese society, she considered that she 
had never been badly treated from the persons she knows, but she could notice on the 
buses and trains that discrimination was present, for instance by no one sitting next to her 
when the seat was empty. She is not sure if this depends on the fact that they are shy and 
not used to foreigners or if it is some kind of racism. This never occurred with people she 
had contact with or knew from work. Moreover, when being an expatriate and 
performing a job abroad, she did not feel any particular disadvantages nor any special 
advantages of being a women. She felt that AstraZeneca in Japan viewed her as a 
“representative for the company”. Moreover, Mrs. Sohtell tells that expectation on how to 
act was not a part that really existed at work during her time in Japan. She describes that 
before she went she also read about how female workers serving tea and coffee, 
conversely, this she explains was never a matter. Nevertheless, the Japanese are very 
willing to help all the time, especially the Japanese females. Also the men, they did not 
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expect that she should act as Japanese, it is a possibility that the men could be more 
waited. Concerning how her being a woman affects her job performance, she clarifies 
that the Japanese are very kind people, she mentions that she worked closely with a 
younger Japanese man and he was always trying to help and fix so that she could feel 
good about being there. She thinks it is hard to say if this is common, she refers instead to 
that AstraZeneca is such a big and international company, that it differs from how the 
Japanese companies work. Additionally, she believes that foreigners often get affected 
positively by the Japanese society, by for instance becoming more humble and thankful. 
 
6.4.2 Barriers – The Glass Ceiling 
When our respondent talked about barriers relating to Japan she explained that she 
sometimes got frustrated on the way things were handled, she believed before arriving 
that it would be hard in the society and easy in work, because the work should be rather 
the same, with same rules applied as in Sweden. However, she experienced it the other 
way around. Quoting our respondent: “When living in a society where you are different 
and have troubles understanding, you come about to eventually learn and accept it. You 
use you arms, legs and the few Japanese words you know to get by.” On the other hand, 
at work it was sometimes frustrating, everyone spoke English, you believed that you 
spoke the same language, use same kind of words, and expressions, but then you noticed 
that you had totally misunderstood each other. The things you had agreed on from the 
beginning were understood from completely different perspectives, it lies within the 
culture, and there are different values and meanings in the same words that you are using. 
One thing that she considered upon return to Sweden was her working situation (in 
Sweden). After her international assignment the post she received was different from the 
one she had before she left. This she explains as: “In AstraZeneca you leave your post 
when you go abroad, and it is not a guarantee that you will get exactly the same kind of 
position when you come back, however, they will give you something similar or equal to 
it.” Even though she was aware of this before she left, it was little bit difficult to find the 
role back in the company, and in two years many things had happened in her department; 
it had grown approximately by 50 percent, therefore, she feel like a newcomer. Valuating 
her career, the current position is of the same “level” as her previous one, so there it is not 
a huge difference between them.  
 
Mrs. Sohtell’s answer on the matter of choices and scarifies made to build a career is 
something that she feels not relevant for her. However, she does not consider herself 
holding a very high position either. Still, she believes other women may find this of 
relevance, for instance, she chose to stay home and work part time for a couple of years 
when her children were young, and probably if she would not have done that she might 
have reached more higher in the career ladder. It is hard to make it fit, and in particular 
this can concern females more because it is still them that hold the major responsibility of 
raising the family, she hopes in the future that this can be more equal. She explains that 
she is not sure if the sacrifices made for her family can actually be called sacrifices, 
because the family has to take its time needed, she believes that this goes for both 
genders. The circumstances of a single woman (with no children) making a career she 
believes is done in a completely different way, since this person probably have different 
values and can contribute more time to her work. Moreover, she explains that she does 
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not really believe that it is relevant in having to choose between different lifestyles, 
depending on how you look at it, when looking at it in a practical way it should be true 
for both genders. She believes that the family is a very important part of life and has to 
take the time needed, “if you do not have a family the profession will most likely go 
much faster, since you have more time for work.” However, Mrs. Sohtell believes that it 
is absolutely necessary to be able to make a career while having a family. This is also 
connected to personality, why some females do not put a career primary, as much as men. 
This can be that you value family life in another way. In addition, Mrs. Sohtell consider 
that there is a connection between being a female manager and being a single and not 
having children, however, she have had a female boss that had children and worked full 
time. When she talked to some of the Japanese working females, they explained that they 
actively dismissed the family life to be able to work. There is not really any babysitting 
provided, if availability of grandmothers is there, it is usually them who takes care of 
their children. The respondent also believes that women can benefit her career by not 
being married, the fact that they have to work late and overall put more time for work. 
She has difficulties understand for those who have children can make it fit together, 
especially if they do not have a grandmother who is there to help, it must be extremely 
difficult. Competing demands from various life roles, Mrs. Sohtell explains as not being 
relevant. She considers having a hobby and other interests to be extremely important 
when making a career. Quoting our respondent: “You cannot be a robot. You might even 
perform a better job result if you have something else beside your job.” However, this 
was harder to accomplish in Japan she explained, due to their long working hour. For 
instance, she started to realize that she arrived too “early” often between 8.30-9.00A.M 
for her work, compared to the Japanese who came later, often between 9-10A.M. Mrs. 
Sohtell gives the example that they would tell them this is not the way to work, the latest 
for heading home should be around 6P.M, and come to work earlier, but it was almost 
impossible. Furthermore, she continues by explaining that they could put the department 
meetings at 7.30P.M on a Friday, and there were no protests. If this was to occur in 
Sweden, there would be no one at those meetings, but in Japan they do it. In short, she 
felt that that was extremely difficult to adjust to the difficult working hours and not 
having enough spare time. In general, Mrs. Sohtell does not feel or see herself different 
due to her going an international assignment, but rather more privileged to have had the 
opportunity to go abroad. Additionally, she has felt that she has another dimension of life 
that could not have gained if she would have stayed back in Sweden. Since her 
department in Sweden has a close relationship with Japan, she feels that was a great 
advantage to have lived and worked there, she has learned how to understand them and 
their culture, and she believes that it is not something learned “over one night”. 
 
6.4.3 Barriers – Japanese Culture 
Our respondent explains that she feels that the Japanese society has a bit of both the 
individualistic and collectivistic characteristics. They tend to think of the individual, it is 
the individual who climbs and makes a career; at the same time they have difficulties to 
make decisions on their own. The decisions that are made should preferable be done by 
the whole group, in that way no specific individual stands alone for the possible 
consequences. The negative aspect with decision-making is the time taken for discussion, 
before any action is done. Due to the several divisions in a collectivistic system, many 
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people do not want to take the direct responsibility, and it can also sometimes feel 
frustrating to wait and have everyone’s opinion, it takes unnecessary time our 
respondents tells us. Moreover, she believes that Japan is a more masculine society, this 
because it is often on the male terms. Things such as taking care of the females in a 
special way, with opening doors, letting females go first, is very unfamiliar for them. It is 
within the culture that the females should be the one that waiter the men. She has not felt 
that this has been a matter in her working environment in Japan, rather out in the society. 
They have another view on sexuality, whereas they often see the female as an object. She 
mentioned that she could see men reading pornographic magazines openly in the 
subways, which was a bit shocking for her. Therefore, Mrs. Sohtell describes Japan as a 
rather male-dominate culture. She mentions that she does not consider anything positive 
about this or having any positive contributions to her work. 
 
The respondent explains that she considers that she has had much freedom in making her 
own decisions regarding work. However, as mentioned earlier she was dependent more 
on others regarding decision-making seeing as she could not speak the language fluently. 
Due to regulation from the Japanese authorities, she had to listen much more to what her 
colleagues had to say so that she could receive the help required in order to make 
decisions. She expressed that a high power distance existed, since the employees at 
AstraZeneca in Japan needed approval from higher-level managers. Furthermore, she 
explains that sometimes she felt uncertain in situations, she did not know about the 
authorities and how it looked like, she was forced to get to know how it worked. At the 
same time she felt that she tried to influence the Japanese people to work in a way she 
was used to, doing this she had some kind of certainty. Dealing with the Japanese she 
explains that they are not people that take high risks, because they are very afraid of 
loosing face. 
 
6.4.4 Adjustment – Cross Culture 
Relationship – formation antecedents  
Mrs. Sohtell describes her personality characteristics as being open, always asking 
questions in strive for learning more. Additionally, curiosity, her willingness to 
communicate with other people she believes has contributed to her relationship building. 
However, the main cultural constraint for her during her time in Japan was foremost the 
language. When knowing the Japanese language, she explains, she would have had 
created many more contacts than she actually did. Regarding the Japanese norms and 
how they limited her social interaction and support during her stay in Japan, she tells us 
that this sometimes could have been a limitation. She expresses that it was hard to 
socialize since the Japanese socializes in a different then she is used to. Mrs. Sohtell 
explains her adjustments in Japan has been rather trouble-free, however she described 
that the social life was mostly with co-workers, and not that many people outside work. 
There were many social activities to engage in, in order to get in touch with Japanese 
people, such as Kobe Women’s Club and the Swedish-Japanese foundation. On the other 
hand, she pointed out that the Japanese people that were involved in these clubs did not 
represent the authentic Japanese society, it was mostly Japanese that hade lived abroad 
and usually spoke very good English. She explains that it was also very easy to contact 
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other Western people, (this she considered only as positive) seeing as they were more or 
less in the same situation.  
Mrs. Sohtell did not experience that the social environment in Japan affected her own 
work. She believed that her private life was more affected, emphasizing on the extended 
work hours, she has more spare time in Sweden compared to Japan. Both with the social 
relationships with male, and younger and lower positioned co-workers, she did not 
actually face any difficulties with. The respondent explains that she felt that these 
relationships were good; the local staff and mangers were very nice and helpful. Mrs. 
Sohtell did not sense any stereotyping in her work either, however, these were more 
commonly found in the society. Mrs. Sohtell explains that due to Japan is a male 
dominated society stereotypes can be found, and one example of this is the men 
frequently going out for drinking, to later come home to their wives who will serve 
dinner and take care of them. The traditional Japanese men have a the stereotype of the 
female as being at home (housewife) and taking care of the family, and not being out and 
work.  
 
As Mrs. Sohtell mentioned before, her language skills were the main constraint when 
building relationships. She felt that if she had spoken the language better, she would have 
made more connections with Japanese people. However, she did not experience that her 
work was limiting her relationship building, she considered that it has gone fairly well. 
Regarding the location of the company and the residence, Mrs. Sohtell described that the 
office was located in the central of Osaka, which is the second largest city in Japan. 
However, she and her husband lived in Kobe, 35 minutes by train from Osaka. She 
explained that she had to travel one hour one way (from door to door), and this is 
something that she believes affected her negatively. For the Japanese, traveling like this 
to their work is quite normal, some even had a two hours long way. She felt that this 
adjustment was tough in the beginning seeing as she had only a ten minute distance to her 
work in Sweden. However, she explains that this is something that she adjusted to after 
some time, for example the fully packed trains and everything.  
 
Source of social interaction and social support 
Mrs. Sohtell states that the company gave enormous support for their expatriates, 
especially concerning the practical things. Help was gained both from the HR department 
and even the secretary, in the way of explaining and helping with how things are done 
and such. She gave an example one when she received a letter that she did not 
understand, they would help translating it. Other helpful sources were the various 
associations and other expatriates. She furthermore explains that her husband has affected 
positively on her adjustment. As mentioned earlier, he has given a tremendous support, in 
the way that she does not have to feel lonely and they can share their difficulties together. 
Her colleagues contributions in her adjustment was not that much relevant on the private 
level, more at work related matters. However, she considers them to be very important 
and she was in need of them in her work due to that she could not manage everything on 
her own. She stated that having support from her colleagues at the workplace is of 
significance, even though she had support from other sources outside work as well. Our 
respondent explains that she was not provided with a mentor from the company. When 
she arrived to Japan there were the other expatriates that had been living there for longer 
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time that helped them. They were very helpful with showing them around, for example 
where to shop and where to go. She clarifies that their help was very necessary and very 
important in their adjustment. Regarding the host nationals and host national 
functionaries, Mrs. Sohtell thinks that people in general has contributed well to her 
adjustment, despite their limits in English. The Japanese are very sympathetic and polite 
people, they always try to help in every way that they can. She mentions her thoughts 
about the incredible high-level service that is found in the Japanese society, which she 
believes has contributed well to her adjustment. She could for example buy groceries 
from the stores and have it delivered to her door without any extra charges. She tells that 
there are many things that she experienced during her first time in Japan that she found 
quite surprising and awkward, but she later got familiar with them and saw them only as 
nice gestures.  
 
Type of social interactions and social support 
As our respondent has mentioned earlier, she has received a great deal of support, from 
various sources, however, she believes that her husband has been the main source of 
emotional support. To have had him there helped with both adjustments to work and 
culture, not having to go through all of that by herself. Additionally, she considers that 
the company has provided them enormous with support both informative and 
instrumental, such as with offering apartment, and other kinds of practical help for their 
adjustments, such as renting a TV and computer, the things that they could not bring with 
them over there. She also knows that for those who had children, the company helped and 
paid for schooling, and this she considers to been very good. Before the interview was 
ended she said that she could mention numerous things about Japan, she considers her 
stay in Osaka to be a great experience, and if the opportunity came along and was she 
was a bit younger she would probably go again. 
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7 Analysis 

In this chapter four cases will be analyzed, first with a within-case analysis, where the 
data from each case will be reduced and compared against the previous stated theories, 
in order to see if the theory is comparable with the empirical data or if there are any 
contributions. This will be followed by a cross-case analysis, this is where all the four 
cases are compared with each other. All four sections will start with an analysis of their 
perspective and experiences of the thesis purpose, i.e. a deeper understanding of female 
expatriates working within Swedish MNCs located in Japan. 
 
7.1 Within-Case Analysis – The barriers  
In this section each case will be compared against the previous stated theories derived 
from our conceptual framework. First beginning with the three myths, followed by the 
gender related barriers, and lastly the cultural barriers.  
 
7.1.1 The Three Myths – Case one 
From our empirical data gathered from the first case do not comply with Adler’s (1994) 
theory of the first myth, regarding female expatriates and their interest in international 
assignments. She believes that it is not gender associated matter, rather an issue 
connected to the individuals’ personality. However, she does coincide with the fact that 
women might be affected in their interest in international assignments when children are 
involved, as the theory by Stroh et al. (2000) stated. Moreover, Stroh et al. (2000) also 
stated that the interest changes when women are in a dual-career relationship, however, 
we found our respondent to regard this to be possible if a mutual agreement can be 
created between the partners in the relationship before moving abroad. Regarding the last 
statement by Tung (2004) who discusses that women are more willing to work in 
countries with tougher environments compared to their male counterparts. The findings 
of our empirical data shows that the respondent opposes with the theory, stating that it is 
more concerning with what type of work and not the toughness of the environment. Over 
all, the empirical answer from our respondent from the first case does not support the first 
myth, except regarding that children affect women’s interest in international assignments.  
 
As with the first myth, the empirical data gathered from the first case does not support the 
second myth of Adler in 1994, i.e. companies hesitant to sending women abroad. 
According to our respondent the company did not hesitate because she was a woman, 
rather, they wanted to hold on to her, since she contributed valuable knowledge and 
competences. In the theory by Stroh et al. (2000), companies are reluctant with sending 
women abroad due to the foreigners’ prejudice of women. However, our respondent 
answer does not coincide, she has never felt any prejudice from the Japanese and until 
now she has not felt any negative with the Japanese working environment. The stated 
theory by Adler (1994) concerning women being offered temporary or travel assignments 
instead of the actual expatriate assignment is not supported by our findings from the 
respondent. Ms Yu explains that within Ericsson organization the employees can obtain 
two different contracts for expatriate assignments and these are not affected by gender. 
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Therefore, there are no match between the theory and the empirical data from the first 
case regarding this matter.  
 
Regarding the third myth i.e. foreigners’ prejudice against female expatriates also stated 
by Adler (1994), the respondent explains that she has not considered if the Japanese’s 
prejudice affects her interest, however, more how it would affect her work. She explains 
that she sees it as a challenge rather than a disadvantage. The advantage Ms Yu finds is 
that she is more noticeable in the Japanese business environment than the Swedish. The 
theory by Adler (1994) mentions that one of the advantages by being a female expatriate 
is the curiosity from the clients, which is supported by the empirical data found from the 
respondent. Her description fits with the theory, regarding that that the Japanese view her 
as a representative from the Swedish office. Moreover, Ms Yu explained that she acts like 
a Swede, because she is there to transfer her knowledge from Sweden to the office in 
Japan. As clearly stated, Ms Yu’s answers from the empirical chapter goes along with the 
theory regarding the two latter statements by Stroh et al. (2000), i.e. foreigners first 
viewing women as representative of the company, second as Swedes, lastly as women; 
and Francesco and Gold (1998) the locals not expecting female expatriates to act as the 
local women. 
 
7.1.2 The Three Myths – Case two 
Regarding the first myth that women in general are less interested in international 
assignments Ms Abrahamsson believes is dependent on the personality of the assignee 
and not the assignee’s gender as Adler (1994) stated, the data and the theory of Adler 
(1994) do not comply. Stroh et al. (2000) regards a change of interest when involved in a 
dual-career relationship which complies with the empirical data in case two. Ms 
Abrahamsson answers that her interest did not change, however, this could be the case for 
other women. Moreover, Stroh et al. (2000) theory also considers the change of interest 
(in international assignments) when children are involved, the respondents answer was 
that her interest would change if children were involved. Therefore, the answers gathered 
from Ms Abrahamsson do go accordance with the theory. Additionally, Ms Abrahamsson 
discusses that she most certainly would not accept an assignment in tough environment 
such as Iraq or Iran, this findings from our second respondent is consistent with the 
theory, since Tung (2004) mentions that women hesitates to go to Middle East countries. 
However, her answers from our findings do not comply with the theory by Tung (2004) 
who describes Japan as a country where the environment is seen as tough. Ms 
Abrahamsson does not believe Japan to be that different from Sweden.  
 
Our respondent explains that from her experiences companies do not hesitate in sending 
women on international assignments. Regarding Adler’s (1994) second myth, the theory 
states that there is a hesitation from companies with sending women abroad, which does 
not correspond with the empirical data from Ms Abrahamsson. Moreover, seeing that she 
had her partner with her, she seldom had the feelings of loneliness, however, she does 
believe that this would be relevant for single women. This empirical data does not 
corresponds quite well with the theory of Stroh et al. (2000), who states that women in 
dual-career relationships do find international assignments difficult, sense loneliness, 
isolation and as well as the risk of being victims of sexual harassment. Ms Abrahamsson 
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mentioned that Ericsson does not consider gender as a decisive factor when sending 
expatriates on their assignments, thus not offer different kind of contracts. As a 
consequence, the theory of Adler (1994), which states that women are often offered 
temporary/travel assignments rather than expatriates assignments does not comply with 
the data, found from our respondent. 
 
The third myth stated in the previous theory regarding foreigners’ prejudice against 
female expatriates (Adler, 1994), the empirical data found from our respondent in case 
two is not supported. The respondent stated that the Japanese are in general very kind 
people, therefore, she has not felt any specific prejudice that would render her 
ineffectively. Adler’s (1994) theory and the data are in accordance concerning that being 
a women serves as an advantage. Ms Abrahamsson mentioned the advantages as being 
the curiosity and interest from the local managers, employees and clients towards her. 
Regarding the way the locals view her, Ms Abrahamsson explained that at first they 
viewed her as a women, but now view her as a colleague, as someone that can contribute 
with her knowledge to the company. Adler’s (1994) theory states that women are firstly 
viewed as representatives of the company, second as a foreigner and thirdly as a woman. 
The data and the theory do not comply regarding how the foreigners view a female 
expatriate. Francesco and Gold (1998) mention in their theory that the female expatriates 
are not expected to act the local women, and the answers from our empirical data in case 
two is in liner with the theory, since she explained that they do not expect her to behave 
as a Japanese woman because they know that she comes from Sweden.  
 
7.1.3 The Three Myths – Case three 
According to Ms Samuelsson, women have interest in international assignments, whereas 
Adler (1994) states that the second myth affirms that they do not have an interest. The 
respondent explains that she saw her assignment as something fun and interesting, and a 
cultural experience that she could gain much knowledge from, therefore the data and 
theory do not comply. Moreover, the respondents did not feel that since she was involved 
in a relationship she had to deny her opportunity to go to Japan. This does not quite 
match the theory of Stroh el al. (2000) who states the opposite, that it becomes a restrain 
if the situation of a dual-career relationship. Additionally, our respondent believes that 
the same goes when children are involved, that the interest differs and the parents have to 
think twice before accepting an offer. The theory of Stroh et al. (2000) is corresponding 
on this matter, which states that the interest for international assignments differs when 
children are involved. Ms Samuelsson explained that the acceptance of the assignment 
also depends on the environment, however, when going as an expatriate under a limited 
period the location is not that crucial. The theory by Tung (2004), concerning women 
being more willing to work in countries with tougher environments, the data and the 
theory do not comply.  
 
Adler’s (1994) second myth regarding company’s hesitation of sending female abroad the 
data is not agreeing. Ms Samuelsson feels that the company did not make any hesitation 
on sending her abroad. However, the respondent did experience some type of prejudice 
from the Japanese, as they have different views of women compared to Sweden. 
Although she did not believe that she was treated differently in the work, however 
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outside work she did feel prejudice. She could not separate if it was gender associated or 
because she was a foreigner. Additionally, she did not feel any negative sides with being 
in Japan alone, although having a dual-career relationship in Sweden. The positive was 
that she was forced to contact people and in that way the possibility of getting to know 
the Japanese enlarges. The theory stated by Stroh et al. (2000) who states that those 
women in dual-career would find these assignments difficult, they would sense loneliness 
and isolation and be victims of sexual harassment does not match the empirical data. 
According to Ms Samuelsson, AstraZeneca does not consider gender to be decisive when 
offering expatriate assignments, which is not supportive of the theory done Adler (1994) 
who states that companies regard gender as an important factor when sending expatriates 
on international assignments. 
 
The last myth by Adler (1994) regarding prejudice, Ms Samuelsson discussed that there 
was a bit of prejudice in the society, but not at work. She explains that this however did 
not affect her work negatively, therefore the empirical data found does not go in 
accordance with Adler’s (1994) third myth. Our respondent explains that at the local 
office they viewed her as a representative of the “headquarters”. The data corresponds 
with the theory stated by Stroh et al. (2000) who explains that women are firstly viewed 
as representatives of the company, second as a foreigner and thirdly as a woman. The 
respondent says that she was often thought of as a person with great knowledge, which 
gave her automatically more respect and served as an advantage for her. Moreover, 
Francesco and Gold (1998) states that the host nationals’ expectations of the female 
expatriates are that they do not have to act as a local woman, which match the answers 
gained from the data. The respondent explained that the employees at AstraZeneca in 
Japan were used to working with foreigners, they did not expect her to act in a certain 
way (she could behave more or less the same way as she does in Sweden).  
 
7.1.4 The Three Myths – Case four 
Mrs Sohtell explains that she has great interest in these assignments and sees them as a 
possibility to be acquainted with different people, experience new culture, discover how 
other people think and value things. This does not comply with Adler’s (1994) theory 
which states that women are not interested in international assignments. She believes that 
international assignments are in general more often denied by women in dual-career 
relationships than by singles, stating that she would have felt the assignment to be very 
difficult if she had gone alone. The data from case four corresponds to the theory of Stroh 
et al. (2000) who expresses the great difficulty of accepting an international assignment 
when being in a dual-career relationship. Moreover, the theory by Stroh et al. (2000) 
states that children should to be a decisive factor when accepting an international 
assignment, nonetheless, our respondent says that it depends on the age of the children, 
Ms Sohtell explains that children adjust more easily to new environments compared to 
adults. The data concerning children and the interest of an international assignment does 
not comply with the theory. Furthermore, the respondent believes that it would have been 
harder to work in a Japanese company than an international firm, she explains her 
unwillingness in working in countries with harsher environment. The data does not 
coincide with the theory by Tung (2004), which states that females are more willing to 
work in tougher environments.  
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Mrs. Sohtell did not experience any hesitation from her company to send her to Japan, 
which does not correspond to Adler’s (1994) theory concerning the second myth about 
companies’ hesitation in sending females abroad. Concerning the existence of prejudice 
that Adler (1994) also mentions, is not found in correspondence in the answers from the 
data, especially not gender associated prejudice. The respondent also discussed that being 
in a relationship and moving to Japan has both negative and positive sides. Privately, it 
has been a huge advantage, having someone there for comfort, to travel with, and to have 
someone to share her time with. However, work related matters have been a disadvantage 
when being in a relationship, implying that she was always referred to her husband since 
they worked closely. The data is not supportive of the theory stated by Stroh et al. (2000) 
regarding women in dual-career relationships would find abroad assignments difficult 
and sense loneliness, isolation and become victims of sexual harassments. The data 
describes that in general, AstraZeneca offers their expatriates the same contracts and 
benefits regardless of gender, which is not corresponding with the previous theory stating 
that there are differences in contracts between male and female expatriate assignments 
(Adler, 1994).  
 
Regarding the prejudice from host nationals against female expatriates, the data showed 
that this was not present at the workplace. Therefore the theory by Adler (1994), which 
states that this prejudice renders women ineffectively, even when in these such 
assignments and have been successfully sent, is not supported by the empirical findings. 
The respondent explained that she felt prejudice outside the office with unknown people, 
but she could not draw the conclusion whether they were gender or race associated. The 
data of case four supports Adler’s (1994) theory regarding that she was viewed upon as a 
representative of the company. The respondent also discussed that there were neither 
advantages nor disadvantages with being a female expatriate, hence the data is not in 
accordance to the previous theory. Moreover, no support was found concerning the 
theory by Francesco and Gold (1998) regarding the high expectations. The empirical data 
showed that the expectations of the respondent were not present in the company. The 
respondent discussed that the local manager, colleague and clients did not expect her to 
behave as a Japanese woman, as the theory also states done by Francesco and Gold 
(1998). Thus the empirical data from case four is consistent with these authors’ 
statement. 
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Below in table 7.1 the empirical data of the respondents’ perspectives regarding the three 
stated myths by Adler (1994) is summarized.  

Table 7. 1: Table of the respondents’ perspectives regarding Adler’s Three Myths 

 
The Three Myths 

 
Case one 

Ms Yu 

 
Case two 

Ms 
Abrahamsson 

 
Case three 

Ms  
Samuelsson 

 
Case four 

Mrs. 
Sohtell 

Women do not want to be 
international mangers.     
Companies refuse to send 
women abroad.     
Foreigners’ prejudice 
against female expatriates ≈    

 = The empirical data is not in accordance with Adler’s theory. 
= The empirical data is in accordance with Adler’s theory.  

≈= The empirical data is neither in accordance nor not in accordance with Adler’s theory. 
 
7.1.5 The Glass Ceiling – Case one 
The glass ceiling mentioned by Linehan and Scullion (2001) discussed that this is the 
main obstacle that women face and that it is more commonly found in the beginning of 
women’s careers. The data of case one is not in accordance with this theory. Ms Yu 
explained that she has not encountered the glass ceiling barrier or any other gender 
associated barriers. The barriers that she has encountered are instead more of practical 
concerns, mostly related to her move to Japan, like arranging housing and more. Another 
barrier is the lack of time for socializing with family and friends, due to the long working 
days.  
 
Linehan and Scullion (2001) discussed that choices has to be made in order for women to 
make a career. These choices can be decisions of a career, question regarding marriage 
and children, arrangements of managing housework and childcare, managing 
relationships with spouse relatives and friends, and lastly managing and competing 
demands from various life roles. The respondent does consider that women who do not 
have the desire for creating a family will experience their career advancement easier, 
since they will probably have the ability to spend more time on their career. However, 
being a manger has more to do with ones personality, hence not everyone is suitable for 
becoming a manager. The empirical data gathered from case one is supportive of the 
theory by Linehan and Scullion (2001) that being a single woman is beneficial for the 
career. On the contrary, the respondent discussed that this can be connected to the 
generation, as the equality between men and women have become closer in recent 
generation than before. Therefore, this is an equality related question and gender should 
not be a decisive factor in the choice of making a career or not. This explanation found in 
case one can be seen as contributions, since it is not discussed by Linehan and Scullion 
(2001). The respondent explained that she has experienced sacrifices of her own career 
when having her children, both her pregnancies came at a time of a career advancement 
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which she had to turn down. Regarding how her children would adjustment to Japan was 
one of the matters that made her hesitate in accepting her assignment. However, she and 
her family have received good support from her mentor in Sweden. Furthermore, she tries 
to keep some of her hobbies, such as jogging and learning Japanese, this is a way for her 
to relax and keep her mind of work for a while. The respondent does believe that 
sacrifices becomes relevant for women, this data supports the theory stated by Linehan 
and Scullion (2001) regarding that in order to climb the corporate ladder sacrifices of a 
person’s personal life have to be made. However regarding the last statement in case one 
of hobbies, no identifications can be made in the empirical study, compared to the theory 
of Linehan and Scullion’s (2001). 
 
According to Linehan and Scullion (2001), women consider themselves to be rather 
“unusual”, well qualified, ambitious and mobile when participating in international 
assignments. Ms Yu considers herself to be different from others in the sense that she 
enjoys challenges and strives for changes in her work, and these are a part of why she 
accepted her assignment in Japan. Moreover, she thinks that this is based on the 
individual’s interests and choices made. The respondent does not mention anything of 
feeling well qualified, ambitious and mobile compared to the other women that do not 
engage in these assignments. Therefore, only one of the mentioned feelings can be 
identified in the empirical data from case one (i.e. feeling different).  
 
7.1.6 The Glass Ceiling – Case two 
Linehan and Scullion (2001) mentioned in their theory that the gender associated glass 
ceiling barrier is the main barrier that women face and that this is encountered more in 
the starting point of women’s careers. In the data of case two no gender associated 
barriers was mentioned, thus, not corresponding with the theory of Linehan and Scullion 
(2001). The barriers that Ms Abrahamsson has encountered are more age related, she 
feels she is rather young, especially when moving up the managerial. Moreover, the 
respondent finds socializing with drink alcohol as a barrier. Another barrier that she 
encountered before was that she was not as street-smart as she should have been, 
however, this is a barrier that is not relevant at the moment. Compared to the previous 
theory, the barriers that the respondent encountered is not recognized in the theory of 
Linehan and Scullion (2001). Hence, can be seen as additions to the theory. Moreover, 
what the respondent felt she had to sacrifice in order to continue her career is the lack of 
closeness to her family and that she has been living for a long time abroad that can lead to 
problems with the home company upon return. Here, the respondent corresponds with the 
stated theory by Linehan and Scullion (2001) that having to sacrifice parts of the personal 
life in order to climb the corporate ladder. However, the latter sacrifice (long time 
abroad) is not mentioned by Linehan and Scullion (2001), therefore this is a contribution 
to their theory.  
 
The empirical data of case two does not agree with the theory by Linehan and Scullion 
(2001) regarding having to choose between lifestyles such as career or family, marriage 
and children, and housework and childcare, and other competing life roles. The 
respondent does not find it relevant for women to choose between family and career, this 
is something that should be able to combine. On the other hand, she is unsure if it is 
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beneficial for a female manager to be single and not have children. She explains that 
women who leave out children for a career might negatively affect their management, for 
the reason that they might not be at ease with themselves later in life. She explains that if 
she would have had children arrangements for childcare would be a relevant choice to 
consider, but much is dependent on the age of the children. Moreover, the respondent 
argues that it is important to have time for other things besides work, such as hobbies. 
Additionally to the lifestyles choices mentioned in the beginning of this section Linehan 
and Scullion (2001) also discussed that having to choose relationship between spouse, 
relatives and friends, are as well relevant for women. Here, the empirical data of case one 
is in accordance with the theory, as mentioned earlier, the relationship with relatives and 
friends are relevant lifestyle choices that our respondent explained that she have had to 
sacrifice.  
 
The data of case one coincides with the theory of Linehan and Scullion (2001), which 
state that women feel unusual when participating in international assignments. Moreover, 
these authors discussed that women also considers themselves to be well qualified, 
ambitious, and mobile when involved in these assignments. Regarding this, the empirical 
data is not in accordance, as the respondent does not feel superior to those women who 
choose to stay at home and work, meanwhile, she feels different compared to them. 
 
7.1.7 The Glass Ceiling – Case three 
The theory of Linehan and Scullion (2001), related to the main barrier encountered by 
women, i.e. the glass ceiling barrier, is not supported by the empirical data of case three. 
According to Ms Samuelsson she has not encountered any gender associated barriers, 
which she explains has a lot to do with her working for AstraZeneca. One of the 
respondent’s encountered barriers is age; she is rather young for her position that leads to 
her having to prove herself very much. This she feels will not be as relevant in ten years. 
The age barrier (according to her) was very relevant in Japan, seeing as age is something 
that permeates the Japanese society. Another encountered barrier is not having enough 
experiences, meaning that when wanting to grow in the company the need for more 
experiences becomes relevant. The barriers that were found in case three are 
contributions to the previous stated theory of Linehan and Scullion (2001).  
 
Ms Samuelsson explained that she has not felt that she has had to sacrifice anything 
specific in order to get to where she is today. However, she believes sacrifices to be 
connected to what type of position the person holds. Consequently, no support of Linehan 
and Scullion’s (2001) theory regarding sacrifices of the personal life is found from the 
results of the empirical data of case three. No support is found from the empirical data of 
this case regarding the theories by Linehan and Scullion (2001), on the subject of having 
to choose between different lifestyles in order for women to make a career (i.e., career or 
family, marriage and children, managing housework and childcare, managing 
relationships with spouse, relatives and friends, and other competing life roles). The 
respondent does not think that it is relevant to choose between a career or family, 
however, she believes this could be the case in some companies. Neither does she regard 
female managers to benefit by not being married nor having children. She mentioned that 
she has never had that kind of female manger herself, however, this could be the case in 
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other firms. Due to her not having children the choice regarding childcare is currently not 
relevant. The last two statements regarding relationships with spouse, relatives and 
friends; and competing demands from other life roles, the respondent does not consider as 
relevant or anything she had to sacrifice because of her career. The theory by Linehan 
and Scullion (2001) discussed that women working abroad consider themselves to be 
unusual, well qualified, ambitious and mobile. This statement is not supportive by the 
data of case three, where none of these feelings are discussed. 
 
7.1.8 The Glass Ceiling – Case four 
The gender associated glass ceiling barrier is the main encountered barrier by women 
(Linehan & Scullion, 2001). According to Mrs. Sohtell, no gender associated barriers has 
come in her way when making her career. The empirical data of case four is contradictory 
to the theory. The encountered barriers by the respondent were more related to the way 
they worked over in Japan and the language used. Even if they spoke English frequently 
at the office, misunderstandings could still occur between the co-workers. Another barrier 
was upon her returning home to Sweden and not having the same job as when she left for 
Japan. These barriers, found in the data in case four, are additional to the previous stated 
theory by Linehan and Scullion (2001). 
 
Disaccording with Linehan and Scullion (2001), the empirical data mentioned that not 
any specific sacrifices had been made in the making of the respondent’s career. However, 
she did talk about that she might have reached farther with her career if she had not 
stayed at home with the children, even so, she does not regard this as a sacrifice. 
Consequently, she does not consider the expense of family time to be a sacrifice, and 
definitely not connected to gender. Moreover, to choose between different lifestyles, she 
does not consider being of relevance, it depends from how it is viewed. The family is 
important, but when wanting to make a career, this should be possible when having a 
family. This is individual and not gender associated. Hence the data of case four is not 
agreeing with the theory by Linehan and Scullion (2001), concerning that women do have 
to choose between lifestyles such as career and family, managing housework and 
childcare, managing relationships with spouse, relatives and friends, and managing 
competing demands from various life roles. However, regarding the second lifestyle 
choice mentioned by Linehan and Scullion (2001), i.e. marriage and having children. The 
empirical data state that there is a connection between a female manager and being single 
and not having children, thus it is corresponding with the theory. On the other hand, the 
respondent explained that this is especially relevant for Japanese businesswomen. She 
regards these women to benefit from this, implying that they can put more time on the 
work. Moreover, the empirical data is not supportive of the theory by Linehan and 
Scullion (2001), that women do feel rather unusual, well qualified, ambitious and mobile 
when working abroad. Generally speaking, Mrs. Sohtell explained that she does not feel 
different, somewhat more privileged and it was an advantage for her to have had this 
opportunity to go abroad.  
 
7.1.9 Japanese Culture – Case one 
Sama and Papamarcos (2000) described in their theory that the Japanese culture is 
collectivistic, which can both be seen as an asset and a liability. The system of consensus 
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and compromises in decision-making, and equal distribution of rewards appear to be 
advantages. Meanwhile, the strong in-/out-group and the seniority rules that sustain 
women for attaining high-level management positions, are disadvantages. Moreover, 
these authors described Japan as very masculine, which is negative for women as the 
delineation of sex roles is very explicit. The country also shored high on the power 
distance that is negative as women have extreme difficulties managing successfully due 
to the societal power structure (i.e. men are awarded more status, than their female 
managers). Lastly, regarding the uncertainty avoidance that is described as high by the 
authors. This is negative for women, as they are thought of as risky investments. As 
shown in the table below on the following page (Table 7.2) Ms Yu found the Japanese 
culture to be collectivistic (on the way to becoming more individualistic) and masculine, 
with a relatively high power distance and high uncertainty avoidance. These statements 
found in the data of case one are supported to the theory stated by Sama and Papamarcos 
(2000). Regarding the evidence from the empirical data of the respondent’s perception of 
how these cultural traits have affected her work positively or negatively, no support is 
found for the theory. This when the respondent believed that the collectivistic 
environment is beneficial for Ericsson since the company strive for working with teams. 
Since this has not been discussed in previous research, this acts as contributions to the 
theory. The positive side, mentioned by Ms Yu, with the masculine culture is that females 
usually receive a lot of good attention. This evidence from the data is as well a 
contribution to the theory, as it has not been mentioned previously. However, the 
negative sides mentioned by Sama and Papamarcos (2000) (i.e. harder for women to get 
their voices heard, since there are more men in the business environment) the results from 
the empirical data agrees with. Regarding the relatively high power distance the pros are 
that she still has much freedom in her work, meanwhile, this leads to difficulties with 
adjusting to the Japanese environment (i.e. she continues working as she was in Sweden). 
These pros and cons found in the data of case one are not in accordance with the theory, 
however, these can be seen as contributions to the theory. The high uncertainty avoidance 
has not neither affected her work positively nor negatively; she has never though about 
working less. No parallels were found in the empirical data to the theory. 
 
Table 7. 2: Ms Yu’s perceptions of the Japanese culture 

 
Hofstede’s four-

dimensional cultural 
differentiation model 

 

 
 

Ms Yu’s response 

Individual vs. Collectivistic Collectivistic (becoming 
more individualistic) 

Masculinity vs. Femininity Masculine 
Power Distance Relatively high 
Uncertainty Avoidance High  

 
7.1.10 Japanese Culture – Case two 
According to the evidence of the empirical data in case two, as shown in the table 
following page (Table 7.3), the respondent’s perception is in line with the stated theory 
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by Sama and Papamarcos (2000) that also stated that the Japanese culture is collectivistic. 
This can both be seen as an asset and a liability. The consensus and compromises in the 
decision-making, and the equal distribution of rewards appear to be advantages. 
Meanwhile, the strong in-/out-group and the seniority rules that sustain women for 
attaining high-level management positions, are disadvantages. (Sama and Papamarcos, 
2000) The respondent felt that the collectivistic society affected her work negatively, 
since they are not that willing to share their own opinions in discussions. This perspective 
stated in the empirical data of case two is not found in the theory, implying that it is a 
contribution to the theory. Moreover, the evidence in the empirical data of case two states 
that the respondent perceived the Japanese society as fairly feminine, this statement is not 
in accordance with Sama and Papamarcos (2000). These authors explained it as very 
masculine, which is negative for women as the delineation of sex roles is very explicit. 
The positive side with the feminine society, that the respondent explained, was that they 
are very humble, helpful to others, and reliable. The negative side is that they tend to 
work much, which in turn results in not having any spare time or time to relax. Here the 
empirical data is as well not in accordance with the theory. Regarding this subject, the 
empirical results can act as contributions to Sama and Papamarcos’ theory concerning the 
Japanese society. Furthermore, these authors continued with describing the power 
distance, which is high and negative for women since they have extreme difficulties with 
managing successfully due to the societal power structure (i.e. men are awarded more 
status, than their female managers). Here the empirical data is in line with the theory, 
describing the power distance as high. The respondent explained the negative thing with 
the high power distance is the one-way communication flow. This evidence found in the 
data of case two is not brought up by Sama and Papamarcos’ theory in 2000, hence, it is 
contributing to the previous theory. Lastly, regarding the uncertainty avoidance Sama and 
Papamarcos (2000) described this as high. This is negative for women, as they are 
thought of as risky investments. The data gathered from case two regarding this subject, 
stated that there was high uncertainty avoidance. This as, although, they are good with 
confronting problems, have respect for one and other, helpful and improves the 
environment for both themselves and their colleagues, they are not as willing to take 
initiative. This she explains as negative. Accordingly, the empirical data is in accordance 
with the theory, however, the explanation of why this affects the respondent negatively is 
not mentioned by the authors and is therefore a contribution.  
 
Table 7. 3: Ms Abrahamsson’s perceptions of the Japanese culture 

 
Hofstede’s four-

dimensional cultural 
differentiation model 

 

 
Ms Abrahamsson’s 

response 

Individual vs. Collectivistic Collectivistic  
Masculinity vs. Femininity Fairly feminine 
Power Distance – high or low High 
Uncertainty Avoidance – high or 
low 

High  
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7.1.11 Japanese Culture – Case three 
According to Ms Samuelsson she perceived Japan to be collectivist, implying that the 
mentality derives from the group that goes before the individual. The theory states that 
the Japanese culture is collectivistic, which serves as both positive and negative for 
women. The consensus and compromises in the decision-making, and the equal 
distribution of rewards appear to be positive. Meanwhile, it is negative with the strong in-
/out-group and the seniority rules that sustain women for attaining high-level 
management positions. Contradictory to Sama and Papamarcos (2000) theory the 
empirical data of case three did not show evidence on this having affected the 
respondent’s work (neither positively nor negatively). As the theory by Sama and 
Papamarcos suggested, Ms Samuelsson felt the society was masculine. Opposing to the 
theory that stated that the masculine society is negative for women as the delineation of 
sex roles is very explicit, the data of this case did not have evidence of having been 
affected that significantly (neither positive nor negative) by this. The respondent 
explained that this was due to she was working for AstraZeneca, which has many female 
employees. The power distance was according to our respondent high, even within 
AstraZeneca in Japan. This since there was different frames and general directions given. 
Hence, the empirical data supports Sama and Papamarcos (2000) theory regarding the 
high power distance in Japan. This is negative for women since they have extreme 
difficulties with managing successfully due to the societal power structure (i.e. men are 
awarded more status, than their female managers) (Sama and Papamarcos, 2000). The 
respondent described that this affected her positively as she could still work as she did in 
Sweden, this data is not in accordance with the theory. However, the negative side was 
that everything takes much longer time when they do not go beyond given frames. This 
negative affect found in the empirical data is not mentioned in the theory, thus, 
contributing to it. The uncertainty avoidance the respondent perceived as relatively high, 
but changing, this empirical data is supportive of the theory that also stated that the 
Japanese society has high uncertainty avoidance. The data of case three’s description of 
how this positively affected her work was not brought up in the theory, hence, we find 
contributions to Sama and Papamarcos (2000). The respondent’s positive affect was that 
she could continue working as in Sweden, she did not feel any specific negative sides 
with this. The empirical data of case three regarding her perceptions of the Japanese 
culture can be viewed in the Table 7.4 on the following page. 
Table 7. 4: Ms Samuelsson’s perceptions of the Japanese culture 

 
Hofstede’s four-

dimensional cultural 
differentiation model 

 

 
Ms Samuelsson’s 

response 

Individual vs. Collectivistic Collectivistic  
Masculinity vs. Femininity Masculine 
Power Distance – high or low High 
Uncertainty Avoidance – high or 
low 

Relatively high   
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7.1.11 Japanese Cultural – Case four 
The respondent perceived the Japanese society as both individualistic and collectivistic, 
meanwhile Sama and Papamarcos (2000) states that Japan is a collectivistic society. The 
empirical data is not in accordance with Sama and Papamarcos (2000). However, our 
respondent implied that the Japanese tend to think and work individually but take 
decisions collectivistic. The negative with this is that it is time consuming, due to many 
discussions in order to reach for a decision. As well as nobody wants to take on the 
responsibility of the decision. She cannot recall any specific ways this affects her work 
positively. These statements found in the data of case four are not mentioned in the 
previous theory, hence it will contribute to the theory. Sama and Papamarcos (2000) 
explained that Japan is a masculine society and this is negative for women as the 
delineation of sex roles is very explicit. In line with the theory, the data show evidence 
that the respondent viewed the society as more masculine than feminine since much is 
based on the male terms. However, it is not in accordance with the theory that this should 
act as negative for the respondent, as she felt that this has not affected her work in any 
way (positive nor negative). According to the theory of Sama and Papamarcos (2000), 
Japan has a high power distance, this goes in accordance with the empirical data of case 
four. The respondent mentioned that the Japanese hesitated facing their mangers and 
seniors, therefore, a rather high power distance. This is negative for women since they 
have extreme difficulties with managing successfully due to the societal power structure 
(i.e. men are awarded more status, than their female managers) (Sama and Papamarcos, 
2000). Mrs. Sohtell explained that she could make decisions on her own and had quite 
much freedom in work, which she saw as positive, however, she did not experience her 
work being negatively affected. This data is not in accordance with the theory. Lastly, 
regarding the uncertainty avoidance Sama and Papamarcos (2000) described this as high. 
This is negative for women, as they are thought of as risky investments (ibid). The 
respondent explained that the Japanese are very afraid of loosing face, therefore not that 
risk taking and hence a high uncertainty avoidance. Thus, the empirical data is 
corresponding with the previous theory. However, the high uncertainty avoidance 
affected the respondent’s work positively since she had the possibility to influence the 
Japanese to her (the AstraZeneca) way of working. The negative was the fact that she had 
no knowledge of the authorities, which lead to her feeling uncertain in some situations. 
These positive and negative affects mentioned in the empirical data of case four are 
contributing to the theory, since they were not mentioned by Sama and Papamarcos 
(2000). On the following page, the respondent’s perceptions are gathered all together in 
table 7.5. 
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Table 7. 5: Mrs. Sohtell’s perception of the Japanese culture 

 
Hofstede’s four-

dimensional cultural 
differentiation model 

 

 
Mrs. Sohtell’s 

response 

Individual vs. Collectivistic Individualistic/Collectivistic  
Masculinity vs. Femininity Masculine 
Power Distance – high or low High 
Uncertainty Avoidance – high or 
low 

High 

 
7.2 Cross-Case Analysis – The Barriers  
In this section the data obtained from the four cases will be displayed through a cross-
case analysis where the respondents’ perspectives and experiences will be compared with 
each other. Before entering into the analysis a brief description of the facts regarding the 
respondents will be presented (see Table 7.6). The first cross-case analysis will be 
conducted concerning the concepts from the first research question, starting with 
analyzing the data concerning the three myths (illustrated in Table 7.7), followed by the 
information analyzed in words. Thereafter, this will be followed in the same order 
concerning the gender- (illustrated in Table 7.8) and cultural- (illustrated in Table 7.9) 
associated barriers.  
 
Table 7. 6: Expatriate information 

 
Ericsson 

 
AstraZeneca 

 
 

DATA 
 

Case one 
Ms Yu 

Case two 
Ms Abrahamsson 

Case three 
Ms Samuelsson 

Case four 
Mrs. Sohtell 

Expatriate 
location 

Tokyo, Japan Tokyo, Japan Osaka, Japan Osaka, Japan 

Position Network design 
within 3G telephone 
network 

Project Leader within 
development of the 
3G telephone network 

Project Leader  Project Leader  

Age 33 years old 30 years old 31 years old 54 years old 

Time of 
contract 

2-3 years. Currently 
working in Japan 

4-6 years. Currently 
working in Japan 

1 year. (2002-2003) 2 years (2002-
2004) 

Family 
situation 

Husband and two 
children 

Partner Single (partner at 
home) 

Husband 

 
7.2.1 Barriers – The Three Myths  
Regarding the first research question, the respondents’ perceptions will be divided up in 
three tables for each barrier, beginning with the three myths which is exhibited on the 
following page (see Table 7.7). The empirical data will be displayed as either “agree” or 
“disagree” with the stated theory. If the data has shown strong agreement/disagreement 
with the theory it will be market as (+), and the same goes for a weak 
agreement/disagreement which will be marked with a (-) in the table. 
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Table 7. 7: Cross-Case Analysis of the three myths 

 
CONCEPTS 

Case one 
Ms Yu 

Case two 
Ms 

Abrahamsson 

Case three 
Ms 

Samuelsson 

Case four 
Mrs. 

Sohtell 
The Three Myths 
1. Women do not want to 
be international 
managers. 
 
• Women’s interest 

changes when in dual-
career relationships. 

• Women’s interest 
changes when children 
are involved.  

• Women are more 
willing to work in tough 
environments. 

Disagree 
(+) 
 
 
Disagree 
 (-) 
 
Agree 
 
 
Disagree 
 

Disagree 
 (+) 
 
 
Disagree 
 
 
Agree 
 
 
Agree 
 (-) 
 

Disagree 
 (+) 
 
 
Disagree 
 (-) 
 
Agree 
 (-) 
 
Disagree 
 (-) 

Disagree 
 (+) 
 
 
Agree 
(+) 
 
Disagree 
 (-) 
 
Disagree 
 (-) 

2. Companies refuse to 
send women abroad. 
 
• Women in dual-career 

relationships might find 
international 
assignments difficult, 
sense loneliness, 
isolated and victims of 
sexual harassment. 

• Companies offer 
women temporary/ 
travel assignments. 

Disagree 
 (+) 
 
Disagree 
 
 
 
 
 
 
Disagree 
 (+) 

Disagree 
 (+) 
 
Disagree 
 (-) 
 
 
 
 
 
Disagree 
 (+) 

Disagree 
 
 
Disagree 
 
 
 
 
 
 
Disagree 
 (+) 

Disagree 
 (+) 
 
Disagree 
 
 
 
 
 
 
Disagree 
 (+) 

3. Foreigners’ prejudice 
against female 
expatriates. 
 
• Being a female 

expatriate serves as an 
advantage. 

• View female expatriates 
as representatives of 
the company, second as 
a foreigner and thirdly 
as a women. 

• Female expatriates are 
not expected to behave 
as local women. 

Disagree 
 (-) 
 
 
Agree 
 
 
Agree 
 (+) 
 
 
 
Agree 
 

Disagree 
 (+) 
 
 
Agree 
 (+) 
 
Disagree 
 
 
 
 
Agree 
 

Disagree 
 (-) 
 
 
Agree 
 
 
Agree 
 (+) 
 
 
 
Agree 
 (-) 

Disagree 
 
 
 
Disagree 
 (-) 
 
Agree 
(+) 
 
 
 
Agree 
 (+) 

 
Women do not want to be international managers 
The question of the first myth concerning that women do not have interest in international 
assignments all the empirical data disagreed, stating that there are a general interest 
among women for these assignments. Three of the four respondents (Ms Yu, Ms 
Abrahamsson and Ms Samuelsson) though that women’s interest would not be affected 
by being involved in a dual-career relationship, meanwhile, the interest would be affected 
if children where involved. The forth respondent (Mrs Sohtell) did not agree, implying 
that the decision have to be mutually agreed between the partners and that children 
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should not be a decisive factor. Both the two respondents from AstraZeneca and one 
respondent (Ms Yu) from Ericsson believed that women are not more willing to work in 
tougher environments. The empirical data from case two (Ms Abrahamsson) that did 
agree implied that Japan is not a much tougher environment than Sweden. Ms 
Abrahamsson continued with explaining that she would not or at least think twice about 
accepting an assignment to tough environments in countries such as Iraq or Iran.  
 
Companies refuse to send women abroad 
All the empirical data showed that this second myth is in fact a myth, stating that their 
companies did not hesitate to send them on the basis of their gender. Likewise, all the 
respondents did not experience to be international assignments difficult when involved in 
dual-career relationships. All the respondents rejected and emphasized on that they had 
never felt any prejudice on sexual harassment within the company. Strong rejections were 
also received concerning women being offered temporary or travel assignments instead 
of the expatriate assignment, this had never been the case for any of the respondents. 
According to the respondents, both Ericsson and AstraZeneca do not consider gender as a 
decisive factor when offering expatriate assignments. Over all, empirical findings from 
this entire subject related to the third myth have shown not to be supportive of the theory.  
 
Foreigners’ prejudice against female expatriates 
Like the other two myths, both the empirical findings from Ericsson and AstraZeneca 
dismissed the third myth, with the explanation that there are no evident prejudices from 
the host nationals within the two companies. All respondents excluding Mrs. Sohtell 
mentioned that being a woman had its advantages. For instant they were more noticeable 
within the company, were given respect and not expected to act as the Japanese women. 
The one respondent, Mrs. Sohtell, did not perceive her gender as neither an advantage nor 
disadvantage, however, she was not expected to act as a local woman. Three of the four 
respondents (Ms Yu, Ms Samuelsson, and Mrs. Sohtell) supported the theory and 
regarded themselves as viewed like representatives of the company, meanwhile, one 
respondent from Ericsson (Ms Abrahamsson) opposed, explaining that she was viewed as 
a woman upon arrival.  
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7.2.2 Barriers – The Glass ceiling 
Regarding the second barrier, the glass ceiling, the empirical data will be divided up as 
illustrated in Table 7.8, and be displayed as either “agree” or “disagree” with the stated 
theory.  
Table 7. 8: Cross-Case Analysis of the gender associated barriers 

 
CONCEPTS 

Case one 
Ms Yu 

Case two 
Ms 

Abrahamsson 

Case three 
Ms 

Samuelsson 

Case four 
Mrs. 

Sohtell 
Gender Associated Barriers 
Glass ceiling 
 
 
Sacrifices of personal life 
 
Sacrifices of either: 
• Career or family 
 
• Marriage and children 
 
• Housework and 

childcare 
 
• Relationship between 

spouse, relatives and 
friends. 

 
• Other lifestyles 

demands. 
 
 
Feeling of being different. 

Disagree 
(+) 
 
Agree 
 
 
Agree 
 (-) 
Agree 
 (-) 
Agree 
 (-) 
 
Agree 
 
 
 
Disagree 
 (+) 
 
 
Agree 
 (-) 

Disagree 
 (+) 
 
Agree 
 
 
Disagree 
 (-) 
Disagree 
 (-) 
Disagree 
 (-) 
 
Disagree 
 (-) 
 
 
Disagree 
(+) 
 
 
Agree 
 (-) 

Disagree 
 (+) 
 
Disagree 
 (-) 
 
Disagree 
 (-) 
Disagree 
 (-) 
Disagree 
 
 
Disagree 
 
 
 
Disagree 
 (+) 
 
 
Disagree 
 (+) 

Disagree 
 (+) 
 
Disagree 
 (-) 
 
Disagree 
 (+) 
Disagree 
 (-) 
Disagree 
 
 
Disagree 
 
 
 
Disagree 
 (+) 
 
 
Disagree 
 

(+) – Strong agreement/disagreement from the empirical data with the theory  
(-) – Weak agreement/disagreement from the empirical data with the theory.  
 
This phenomenon was strongly rejected by all the respondents, stating that they had never 
been exposed to any gender-associated barriers. Ms Yu described her barriers as more 
practical regarding housing and living standards, family situation barriers and time. 
Together with Mrs. Sohtell, they also encountered work related barriers when working in 
Japan. Ms Yu and Ms Abrahamsson both regarded socialization to be a barrier, which 
was encountered when working in Japan. Age was seen as a barrier for Ms Abrahamsson 
and Ms Samuelsson. Ms Abrahamsson describes that she had previously encountered an 
age related barrier, by then not being “street-smart” enough. Not having enough 
experiences was seen as a barrier for Ms Samuelsson, stating that if she wanted to 
enhance her career she might not have the right experiences to accomplish this due to her 
young age. Our last respondent, Mrs. Sohtell had also encountered a barrier related to her 
position in the home company (AstraZeneca in Mölndal), explaining that she did not have 
the same position when arriving in Sweden. 
 
Moreover, the two respondents from Ericsson did perceive that they have had to sacrifice 
some part of their personal lives. The two respondents from AstraZeneca did not support 
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this, on the other hand, they had a relatively weak response stating that they had given up 
things but did not consider them to be sacrifices.  
 
Three out of the four respondents (Ms Abrahamsson, Ms Samuelsson and Mrs Sohtell) 
rejected that women have to sacrifice a career nor a family in order to get one or the 
other, emphasizing that women should be able to attain them both. Ms Yu supported this 
subject, emphasized that a single woman who does not desire a family would most likely 
have more time to spend on her work. However, she discussed this to be related to the 
generation, implying that her generation has more equality between the genders, 
therefore, gender should not be the decisive factor when making a career. Compared to 
the other three respondents Ms Yu support the theory regarding that sacrifices regarding 
marriage and children, housework and childcare, and relationship with spouse, relatives 
and friends are relevant. With the explanation that these are sacrifices that she has had to 
make. The remaining three respondents Ms Abrahamsson, Ms Samuelsson and Mrs 
Sohtell rejected to all these mentioned lifestyle choices, stating that they are not relevant 
sacrifices that a woman should have to make in order to make a career. On the contrary, 
all respondents had strong rejections concerning sacrificing competing life roles, such as 
hobbies, by explaining that this has not been a relevant sacrifice for them to make. Many 
of the respondents explained that this is a way for them to relax and keep their minds off 
work.  
 
Regarding the last section of the gender-associated barriers, the empirical data can be 
separated by the two companies they represent, where the respondents from Ericsson 
supported the statement regarding feelings of different compared to others. Meanwhile, 
the respondents from AstraZeneca rejected this subject, stating that they did not feel 
different when working with international assignments.  
 
7.2.3 Barriers – The Japanese Culture 
Below, (Table 7.9) the empirical data of the respondents’ perception on the Japanese 
culture will be illustrated. The answers will be presented as done in the two previous 
tables (see Table 7.7 and Table 7.8), where the empirical data either agrees or disagrees 
with the theory.  
 
Table 7. 9: Cross-Case Analysis of the cultural barriers 

 
CONCEPTS 

Case one 
Ms Yu 

Case two 
Ms 

Abrahamsson 

Case three 
Ms 

Samuelsson 

Case four 
Mrs. 

Sohtell 
The Japanese Culture 
Japan is a collectivistic 
society. 

Agree 
(-) 

Agree 
 (+) 

Agree 
 (+) 

Disagree 

Japan is a masculine 
society. 

Agree 
 

Agree Agree 
 

Agree 
 

Japan has high power 
distance  

Agree 
 (-) 

Agree 
 

Agree 
 

Agree 
 (-) 

Japan has high 
uncertainty 
avoidance  

Agree 
 

Disagree Agree 
 (-) 

Agree 
 

(+) – Strong agreement/disagreement from the empirical data with the theory  
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(-) – Weak agreement/disagreement from the empirical data with the theory.  
 
All empirical data except the data of case four (Mrs. Sohtell) perceived the Japanese 
culture as collectivistic, implying that the group is imperative over the individual. Mrs. 
Sohtell, who rejected this statement, explained that she perceived the culture as both 
individualistic and collectivistic. The thinking and working is individualistic but the 
decision-making itself is always collectivistic. Three of the four cases (Ms Yu, Ms 
Samuelsson, Mrs. Sohtell) also perceived the society as very masculine due to the male 
norms and the fact that women are the ones that have to adjust after the man. Ms 
Abrahamsson perceived the society as more feminine, however, explaining it from 
another standpoint, describing them as being very humble and helpful people. 
Furthermore, all respondents perceived Japan as having high power distance. Lastly, the 
empirical data of case one, three and four (Ms Yu, Ms Samuelsson and Mrs. Sohtell) 
supported the statement that Japan withholds high uncertainty avoidance, meanwhile, the 
data of case two (Ms Abrahamsson) perceived it as much lower. Explaining that the 
Japanese are very good with confronting problems, holds respect for one and other, and 
improve the environment both for themselves and their colleagues.  
 
Overview of Research Question One 
When comparing the overall perspective of the empirical data of the respondents’ replies, 
we find that there seem to be no larger dissimilarities between the four respondents’ 
perspectives. However, in regard to the second myth where in fact all the respondents’ 
perspectives were equal. Additionally, we found support that the two respondents from 
the same company did more or less have the same perspectives regarding the first 
research question, but the respondents from Ericsson had a higher frequency not to agree 
with each other. All respondents perceived strong opposition regarding all three myths by 
Adler (1994), the gender-associated barriers stated by Linehan and Scullion (2001), and 
sacrificing of other lifestyle demands (ibid).  
 
7.3 Within-Case Analysis – Cross-Cultural Adjustment 
Research question two concerns the female expatriates adjustments in Japan. In this 
section the findings from the performed interviews will be analyzed towards each of the 
dimensions in the conceptual framework. The cross-culture adjustment model made by 
Caligiuri and Lazarova (2002) will help to gain a deeper understanding of the way in 
which female expatriates develop relationships and utilize those relationships to become 
cross-culturally adjusted. As mentioned previously, this model includes three predictive 
components affecting cross-cultural adjustment. The first include the factors affecting 
whether a woman is able to form relationships on the expatriate assignment. The second 
component includes the various sources of social interaction and social support (e.g. 
family members and host-national colleagues). The third component describes the type of 
a female expatriate’s social interaction and social support (e.g. emotional, informational 
and instrumental). In the following sections these three areas will be analyzed by 
comparing the findings of the four cases of this thesis with the previous research 
conducted by the researchers mentioned above. 
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7.3.1 Relationship Formation Antecedents – Case one 
This model proposes three possible antecedents affecting the formation of a female 
expatriate’s relationships during global assignments. This include: (1) the female 
expatriate’s affiliating personality characteristics, (2) cultural constrains towards 
developing relationship with women and (3) situational constraints affecting relationship 
building (namely language skills and location). (Caligiuri & Lazarova, 2002) 
 
Some of the affiliating characteristics that the theory of Caligiuri and Lazarova (2002) are 
openness, one’s willingness to communicate, sociability, extroversion, and one’s ability 
to establish interpersonal relationships. Moreover, there is tendency that women have 
good interpersonal skills and an ability to discuss a larger range of topics with business 
partners, enhancing professional conversation (ibid.). Ms Yu statements on her affiliating 
personalities go in accordance to the theory of Caligiuri & Lazarova (2002). The 
respondent brings up traits like openness, patient not being afraid of approaching new 
people, easily gaining contact with people and having an open interaction to the host 
nationals as being contributions to her relationship building in Japan. In addition, she has 
much lasting energy, and goes with the perspective that “if it does not work now, it will 
most likely do in the future”, as well as having a strong will, these empirical statements 
result as possible additions to theory.  
 
As important as relationship formation, it is of equally importance to recognize that 
cultures differ on the extent to which men and women can readily form social 
relationships. A factor that would unavoidably limit women’s access to social interaction 
and support is the host nationals’ cultural norms, which may prevent to freely interacting 
with women. (Caligiuri & Lazarova, 2002) Ms Yu feels that the Japanese cultural has had 
some limitations on her relationship building, and one of them is the language, and the 
other main one is the hierarchy, which has strong effects on relationship building. (e.g. 
Caligiuri & Lazarova, 2002) 
 
Due to the social stigma of cross-gender friendships, whether single or married, many 
women may find social relationships with male host nationals especially challenging. 
(Caligiuri & Lazarova, 2002) Ms Yu explains that due to the short period of time she and 
her family have spent in Japan she has not reflected that much on the relationship she has 
with male. For the reason that her work is very male populated, many of her colleagues 
are mostly men and she sometimes sense that they (the Japanese male colleagues) have 
different values concerning women. However, they view her as a colleague, not a 
woman, and respect her the same way as any other colleagues, this descriptive of the data 
goes somewhat against the theory since she feels that it has not been as major challenge 
for her to work with the host national males. 
 
Ms Yu mentions that there are not that many employees that are younger than her, seeing 
as she is rather young (and holding that kind of position). Mostly they are the same age, 
which she experiences as positive since it feels easier to work together with people that 
are of the same age. According to Caligiuri and Lazarova (2002), in the cultures where 
there is a more hierarchical system, regardless of gender, it is inappropriate to be friends 
with senior managers. This in return makes it difficult for female expatriates who hold a 
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high-status position to build social friendship with younger or low-positioned host 
national females. As she stated earlier, since Ms Yu is young of age, she has to 
sometimes prove her knowledge and competence for other clients etc, as a result the data 
are identified to a certain extent with the theory.  
 
In several countries there is gender stereotyping, which may have a limiting effect on 
female expatriates’ interactions, both inside and outside the workplace (Caligiuri & 
Lazarova, 2002). Ms Yu says that she has not spent enough time in Japan for discussing 
this subject and to be able to draw any personal conclusions. However, she mentions that 
within Ericsson Japan the employees are familiar working together with foreigners, they 
are quite open-minded and flexible. The empirical data do not comply with the theory of 
gender stereotyping. Moreover, Caligiuri and Lazarova (2002) brings up that in many 
counties, Western female expatriates may be viewed as professionals (and foreigners) 
first, and then as women. Because of many females’ visibility and perceptions of 
competence (i.e. if corporate has chosen to send a woman, she must be extremely 
competent), it often works as an advantage for them. Despite this, some men of the host 
nation might still be unwilling to engage in social interactions, due to their cultural 
norms. (Ibid.) The data match with the finding of the authors, who states that female 
expatriates can perform as well as male expatriates. Ms Yu explains that they see her as a 
representative of the company rather then a foreigner, due that she was sent to Japan from 
Sweden because of her knowledge and abilities in the area of telecom and 3G telephone 
networks as well as to nurture the relationship with Japan, and to help them build local 
competence (e.g. Caligiuri & Lazarova, 2002). 
 
According to Caligiuri and Lazarova (2002) the important factors of developing 
relationships, besides from having the right affiliating personality characteristics and 
being accepted by host nationals, are the two additional factors. The first factor that is a 
situational constrain on relationship building is language, which increases the 
opportunities for daily interactions with host nationals (ibid). As mentioned earlier, Ms 
Yu feels that her language abilities are limited when socializing, however, she has a great 
interest in learning Japanese, which is also one of her goals while being there. The 
empirical data from case one is in accordance with the theory. The second factor that 
Caligiuri and Lazarova (2002) mention is the job situation, that can be having extended 
or unusual hours of work which would limit opportunities for social interactions. Ms Yu 
explains that due to the extended work hours she does not have enough time for 
socialization. Most of her spare time she wishes to spend with her family, therefore, her 
relationship building with other people has been limited, which is consistent with the 
theory. The location of the office (e.g. a busy city versus a remote rural location) and the 
location of the residence (a network expatriate community versus an isolated local 
community) can each affect opportunities for social interaction. This factors may affect 
the cross-cultural adjustment of female expatriates, either it can enhance or limit possible 
social interactions and social support. (Caligiuri & Lazarova, 2002) Ms Yu explains that 
Ericsson’s office is centrally located in Tokyo as well as their residence, this she feels has 
worked really well, and contributed to her adjustment, therefore the data found 
concerning this match with the theory. However, she adds that the negative part of her 
residence is that it is within a rather international neighbourhood, by that she will not 
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have the ability to experience the genuine Japanese society, these can be seen as additions 
to the authors’ theory. 
 
7.3.2 Relationship Formation Antecedents – Case two 
Regarding Ms Abrahamsson answer of her personal traits she describes them as being 
open, willing to communicate, sociability, extroversion and more, goes somewhat in liner 
with the theory stated (e.g. Caligiuri & Lazarova, 2002). The respondent described 
herself by the standards she stands for, she mentioned characteristics such as trust and 
stubbornness, which are not stated in the theory, but can be considered as contributions to 
literature. Our respondent gave the overall impression that she put emphasizes on being 
open, having a strong will to communicate, and being social, even though she did not 
give out them specifically, therefore the data is consistent with Caligiuri & Lazarova 
(2002). 
 
A factor that would unavoidably limit women’s access to social interaction and support is 
the host nationals’ cultural norms, which may prevent to freely interacting with women 
(Caligiuri & Lazarova, 2002). Ms Abrahamsson brings up inflexibility as a cultural norm 
that she has encountered. The Japanese live after strict rules, and they are not that willing 
to change. The respondent described that her relationship with the employees, both men 
and those younger or low positioned, is different than it was before. This, she explains 
was due to the fact that she became the manager, therefore the relationship changed. 
However, this is not owing to her age or gender as the theory by Caligiuri and Lazarova 
(2002) stated. More due to the manager/employee relationship changes Ms Abrahamsson 
explained, thus the empirical data found in case two is not in accordance with the theory. 
Caligiuri and Lazarova (2002) moreover states that in several countries there is a gender 
stereotyping, which may have a limiting effect on female expatriates’ interactions, both 
inside and outside the workplace. Ms Abrahamsson has been living and working in Japan 
for many years, and has not yet experienced any specific stereotypes, the data found and 
the theory stated do not comply. Caligiuri and Lazarova (2002) also brings up that in 
many counties, western female expatriates may be viewed as professionals (and 
foreigners) first, and then as women which is not really in agreement with the findings 
from our respondent. Ms Abrahamsson explains that when she first arrived from Sweden, 
the local managers, staff and clients viewed her as a woman, however, she has worked 
herself up, and proved what she goes for. In other words, they now view her as a 
colleague who can offer the company with knowledge, however, she clarifies that it is 
something that takes time to obtain. When Ms Abrahamsson answered the question 
whether or not the Japanese language has been a situational constrain on relationship 
building, she answers that it has. Ms Abrahamsson’s Japanese skills, as she says herself, 
are on the same level as a five-year-old. As a result it is hard for her to express herself, 
especially in the business world, and she feels that she cannot portray herself as she 
prefers. These findings match with the theory stated by Caligiuri & Lazarova (2002). Our 
respondent explains that the job situation is working fine expect the extended working 
hours that influencing her relationship building. This is in line with the previous research 
by Caligiuri and Lazarova (2002), which stated that extended or unusual working hours 
limit the opportunity for socialization. Moreover, the respondent did mention that the 
masculine work environment also affected her socialization, implying that there is hard 
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for her to socialize with women since the lack of female business women where she 
works. The empirical data from case two is not mentioned in the previous theory; hence, 
this is a contribution. Ms Abrahamsson described that both the location of her work and 
residence are good and have positive affect on her adjustments. Additionally, she 
mentioned that there are many other foreigners located in the area, which can influence 
the socialization positively. The data is consistent with Caligiuri and Lazarova (2002), 
where theory state that the location of office and residence have affect on the cross-
cultural adjustment.  
 
7.3.3 Relationship Formation Antecedents – Case three 
The empirical data found from Ms Samuelsson goes in accordance with the theory, since 
she highlight her personal traits as the theory, i.e. being attentive, flexible, 
straightforward, honest open for different ideas and cultures as contributing to 
relationship building. However, she adds that she rarely gets in conflict, which can be 
seen as additions to theory of Caligiuri and Lazarova (2002). According Caligiuri and 
Lazarova (2002) a factor that would unavoidably limit women’s access to social 
interaction and support is the host nationals’ cultural norms, which may prevent to freely 
interacting with women, this matches the empirical data found. Ms Samuelsson feels that 
in Japan it was hard to accomplish good personal conversation at work, due to that other 
Japanese co-workers did not talk much about other subjects bedside from work related 
issues, and this has been one of the main cultural constrains. How our respondent has 
found the social relationship with Japanese males is something she finds hard to answer. 
She does not consider them to be shy, and that they in general are much more uninhibited 
than the Swedes. She feels that it is hard to get to know them, which is also what the 
theory of Caligiuri and Lazarova (2002) states, that due to the social stigma of cross-
gender friendships, whether it is a single or married, many women may find social 
relationships with male host nationals especially challenging.  
 
According to Caligiuri and Lazarova (2002), in the cultures where there is a more 
hierarchical system, regardless of gender, it is inappropriate to be friends with senior 
managers. This in return makes it difficult for female expatriates who hold a high-status 
position to build social friendship with younger or low-positioned host national females 
(ibid.). Ms Samuelsson mentions her young age as an occasionally challenge, since she 
has to prove herself of her competence. Moreover, due to the fact that she had to treat all 
the seniors with more respect (than what she had to back in Sweden), therefore the data 
corresponds with the theory that it is not always appropriate and it is difficult to be friend 
with senior managers. Concerning the gender stereotyping in Japan Ms Samuelsson feels 
that stereotyping exists in Japan, since she feels that it is such a male dominated society. 
Nevertheless, this is something that has not really affected their work, but to some extent 
to the interactions outside the workplace. Moreover, Ms Samuelsson explains that they 
viewed her as someone that came from “the headquarters” that represented the company. 
The theory of Caligiuri and Lazarova (2002) brings up that in several countries there is a 
gender stereotyping, which may have a limiting effect on female expatriates’ interactions, 
both inside and outside the workplace. The authors explain that in many counties Western 
female expatriates may be viewed as professionals (and foreigners) first, and then as 
women. The data found regarding this complies with the theoretical framework. 
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Concerning the Japanese language, Ms Samuelsson explains that it has had challenges on 
her relationship building with the Japanese. Even though she was learning Japanese once 
a week, it is a very hard language to understand and was not really enough to have a 
deeper conversation with, therefore the data goes in accordance with the theory of 
Caligiuri and Lazarova (2002) who states language limitations as a constrain for 
relationship building. Furthermore, Caligiuri and Lazarova (2002) explain the job 
situation like having extended (an 80-hour working week) or unusual hours of work (an 
evening schedule) which would limit opportunities for social interactions. Ms 
Samuelsson explains that given that she did not work more hours than she did in Sweden, 
she feels that her work situation did not have any constrains on her relationship building, 
which comply the theory. The location of the office and the location of the residence can 
each affect opportunities for social interaction and the cross-cultural adjustment 
(Caligiuri & Lazarova, 2002). Ms Samuelsson feels that she has been living very 
comfortable, since the office was located in the middle of Osaka, and she did not have to 
travel that long. Moreover, she lived in an apartment, which took about 15 min with train 
to work, as a result, she lived fairy well and this has contributed well to her adjustment. 
The empirical data found in case three is consistence with the theory. 
 
7.3.4 Relationship Formation Antecedents – Case four 
According to Caligiuri and Lazarova, (2002) the affiliating characteristics are openness, 
one’s willingness to communicate, sociability, extroversion, and one’s ability to establish 
interpersonal relationships. These are also some of Mrs. Sohtell personality 
characteristics; being open, asking questions in strive for learning more, and willingness 
to communicate, it is clearly shown that it goes along with the authors. A contribution to 
theory is curiosity which is a additional characteristic that the data brought up. 
Concerning cultural norms in Japan, Mrs. Sohtell answer that the main cultural constraint 
for her during her time in Japan was foremost the language. When knowing the Japanese 
language, she explains, she would have had created many more contacts than she actually 
did. The empirical data found in case four goes in accordance to the theory, stating that 
some of the cultural norms have prevented her from freely interacting with host nationals. 
Caligiuri and Lazarova (2002) bring up the theory that many female expatriates might 
feel that it is somewhat challenging to have social relationship with male from the host 
country. However, our data disagrees and claims that her relationship with co-workers, 
bosses and others has worked out well. Moreover, Caligiuri and Lazarova (2002) state 
that in the cultures where there is a more hierarchical system, regardless of gender, it is 
inappropriate to be friends with senior managers, or to build social friendship with 
younger or low-positioned host national females. Mrs. Sohtell considers that her 
relationship has been positive with the local staff and mangers, therefore the data do not 
comply with the theory. Mrs. Sohtell’s views on the gender associated stereotypes in 
Japan are that it still exists, since it is such a male dominated society, though, it has not 
affected work. She explains that this is maybe due to the fact that she works in an 
organizational environment of a Swedish MNC, where there are more used to having 
female workers. This goes accordance to the theory of Caligiuri & Lazarova (2002), who 
states that stereotypes still exists in several countries, which may have a limiting effect on 
female expatriates’ interactions, both inside and outside the workplace. Caligiuri and 
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Lazarova (2002) brings up that in many counties, Western female expatriates may be 
viewed as professionals (and foreigners) first, and then as women. Mrs Sohtell explained 
that she perceived herself to be viewed as a representative of the company. Thus, the 
empirical results from case four is in line with the theory.  
 
Mrs. Sohtell explains that they were provided with Japanese language courses from the 
company, however, she claims it is a very hard language to learn. Mrs. Sohtell felt that if 
she had spoken the language better, she would have made more social relations to the 
Japanese, this is consistent with theory of Caligiuri and Lazarova (2002) who states that 
language may have limiting effect on relationship building. Regarding the job situation, 
Caligiuri and Lazarova (2002) states that it might also have a limiting effect on 
relationships, however the data found do not comply this. Mrs. Sohtell did not experience 
that her work was restraining her from making friends. According to Caligiuri and 
Lazarova (2002), the location of the office and the location of the residence can each 
affect opportunities for social interaction. The respondent explained that she had to travel 
one hour to work, and this is something that she believes has affected her. She felt that 
the adjustment of the long travelling distance was tough in the beginning, consequently 
the data matches to the theory stated. 
 
7.3.5 Source of Social Interaction and Social Support – Case one 
A factor for successfully managing the cross-cultural transitions is the family support, 
which can be a significant resource when dealing with emotional problems and to help 
them raise their confidence (Caligiuri & Lazarova, 2002). Mr. Yu described that she and 
her family’s adjustments have gone beyond expectations and that she has received a great 
amount of support which has help achieved this. Thus, the data is in accordance with the 
theory stated. However, her social support she described as mainly coming from 
Ericsson, hence not in accordance with the previous theory since the theory does not 
mention the company as a source of social support, thus the data is contributing to the 
theory. However, the data disagrees with theory by Caligiuri and Lazarova (2002) whom 
stated that social interaction with colleagues are an important predictor of women’s 
adjustments. Ms Yu does not regard her colleagues as a great help in her over all 
adjustments, however, this she explained can be due to her short period of time spent in 
Japan. Furthermore, she explained that the support from her colleagues can be seen as a 
more formal support rather than a social support. Regarding the theory stated by Caligiuri 
and Lazarova (2002) concerning host-nationals, other expatriates and host-national 
functionaries as important in various ways for the overall adjustment of expatriates. Other 
expatriates can help with the adjustments by providing information about where the 
different locations, or giving advice on what to think about. The more female expatriates 
interact with host nationals, the more likely they will be to learn the culturally appropriate 
norms and behaviours. (Ibid.) Ms Yu discussed other expatriates and the host nationals 
and functionaries as being helpful in making her every-day life less difficult, however, 
she did not interact with them very much socially. Therefore, empirical data found in case 
one agrees with the theory to some extent. Ms Yu discussed that she was not offered a 
mentor, instead, she regards Ms Abrahamsson (see case two, working at Ericsson) as an 
informal mentor who helped and supported her. Conversely, the data is not supportive 

 108



Chapter seven 
ANALYSIS  

with the theory of Caligiuri and Lazarova (2002) that states that mentoring programming 
can assist with the socialization.  
 
7.3.6 Source of Social Interaction and Social Support – Case two 
Ms Abrahamsson described that the support was mainly from her partner, Martin, whom 
she feels has contributed very much to her adjustment, which matches with the theory by 
Caligiuri and Lazarova (2002), where the emphasis is on the support and adjustment of 
the family. Ms Abrahamsson also regards that her colleagues have given her great 
support, which has help her adjust to Japan. This can for instant be when the assistance at 
Ericsson is helping her with translating her private mail. The data complies with the 
theory of Caligiuri and Lazarova (2002) who state that support from colleagues has affect 
on expatriates’ adjustment. Regarding host nationals, our respondent felt that those 
Japanese that she did interact with contributed to her cross-cultural adjustment. Thus, the 
empirical data gathered from case two is in line with the theory by Caligiuri and 
Lazarova (2002), which discussed that interacting with host-nationals will lead to 
learning the culturally appropriate norms and behaviours that assists to the adjustment of 
the expatriates. Moreover, the theory described that having a mentor would help 
improving the possibility of professional success for women in the host country. Our 
respondent explained that she was not offered a mentor by Ericsson, hence the data is not 
in accordance with theory stated. However, the data is in line with the theory, when she 
mentioned that the other expatriates are the people that have assisted the most in her 
adjustments. Other expatriates have spent more time, therefore have more experiences 
and knowledge about the country, than she had when arriving. They assisted her with the 
everyday issues and questions she had which is also what the theory of Caligiuri and 
Lazarova (2002) states. Regarding the last source of support host-national functionaries 
Caligiuri and Lazarova (2002) discussed as important since they contribute in making the 
every-day life less difficult. The data gathered from Ms Abrahamsson is consistent with 
the theory, stating that the locals have supported her by helping her if she had any 
questions or difficulties.  
 
7.3.7 Source of Social Interaction and Social Support – Case three 
Ms Samuelsson did not have her family with her on her expatriate assignment in Japan, 
however, she explains that great contributions to her adjustments came from 
AstraZeneca. This finding from the empirical data about the company as being one of the 
main adjustments is not brought up by the theory of Caligiuri and Lazarova (2002), it can 
instead be seen as contributions. Another important predictor of women’s adjustments, as 
Caligiuri and Lazarova (2002) mentioned in their theory, is socialization and interaction 
with colleagues. The theory states that colleagues, and other expatriates has positively 
contributions to the cross-cultural adjustments, and data’s explanation matches with the 
literature. She explained that it was extremely pleasant to have other foreign colleagues 
present, due to the help with those things in the Japanese culture that was hard for her to 
understand. Moreover, Caligiuri and Lazarova (2002) stated that the more female 
expatriates interact with host nationals, the more likely they will be to learn the culturally 
appropriate norms and behaviours, which comply with the data. Ms Samuelsson explains 
that there were a few Japanese that she felt that she came somewhat close to, to whom 
she could discuss different issues with and talk openly about culture. Ms Samuelsson 
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informed us that she had not been provided a mentor during her stay in Japan, this is not 
supportive of the theory that discusses mentoring as assisting on the job and improving 
the possibility of professional success for women in the host country. Caligiuri and 
Lazarova (2002) bring up other expatriates as important for adjustment and the data 
agrees. Ms Samuelsson felt that the other expatriates that were assigned in Osaka have 
been an enormous contribution to her adjustments. Those that had been there longer 
contributed by helping her with various practical things, and could inform her about other 
matters from a foreigner’s perspective. Regarding the host-national functionaries, as the 
theory explains can be helpful in the adjustment process by helping with the everyday 
needs. Ms Samuelsson explained that there were a few that she came fairly close to and 
has contributed to her adjustment. Hence, the data is consistent with the theory.  
 
7.3.8 Source of Social Interaction and Social Support – Case four 
The importance of having family present when working abroad is something that both the 
theory of Caligiuri and Lazarova (2002) and the data emphasize on. Mrs. Sohtell explains 
that her husband’s presence was an enormous source of support that helped her adjust to 
Japan. Moreover, Mrs Sohtell also expresses her gratitude to AstraZeneca for giving her 
enormous support, which can be seen as additions to the theory, which does not mention 
anything about the company support. Mrs. Sohtell explains that colleagues were 
definitely apart of her adjustments, there were many things she could not manage on her 
own, and to have a Japanese colleague was of great importance. The data matches with 
the theory of Caligiuri and Lazarova (2002) who regards colleagues and their support as 
contributing to expatriates adjustments. Mrs. Sohtell thinks that the Japanese (host 
nationals and host national functionaries) in general has contributed well to her 
adjustment, despite their limits in English. The Japanese are very sympathetic and polite 
people, they always try to help, which can be seen as corresponding with the theory 
stated by Caligiuri and Lazarova (2002) which regards the host-nationals and the host-
national functionaries help to the expatriate as very important. Mrs. Sohtell explained that 
she was not provided a mentor, thus, the data not supporting Caligiuri and Lazarova’s 
(2002) theory regarding mentorship. On the subject of other expatriates, Mrs. Sohtell 
described that they had been an enormous contribution to her adjustment. Those 
expatriates that had been working there longer could help and inform her with practical 
things and foreign matters. Hence, the data complies with the previously stated theory.  
 
7.3.9 Type of Social Interactions and Social Support – Case one 
According to Caligiuri and Lazarova (2002), emotional support is needed when the 
negative feelings and experiences arise and a way to overcome this is by gaining social 
interactions from all sources. Ms Yu’s statement that her main source of emotional 
support has been the family, colleagues and other Swedes, goes in accordance to the 
previous theory. Moreover, the informative support discussed by Caligiuri and Lazarova 
(2002), is any information that reduces expatriates’ uncertainty and confusion, and can 
include information related to where the shops, movies, restaurants are, to name a few. 
Ms Yu describes that this is something that she can obtain from her colleagues, 
neighbours, and the company; in other words almost anybody. By stating this, it is shown 
that the data agrees with the theory. The instrumental support refers to the creation of a 
supportive environment by providing female expatriates with necessary resources, which 
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also has the potential influence on the adjustment. For example money, baby-sitting, 
helping with yard work, lending books to name a few (Caligiuri & Lazarova, 2002). Ms 
Yu explains that she has not been offered this type of support, therefore, the data do not 
comply with the author’s theory. 
 
7.3.10 Type of Social Interactions and Social Support – Case two 
Ms Abrahamsson described her main emotional support as coming from her partner 
(Martin) and her previous manager. She also mentioned that she was given support from 
back home as well. This is in line with Caligiuri and Lazarova (2002) that states the 
importance of gaining emotional support when feeling stressed, disoriented, confused 
and/or alone. The main informative support that Ms Abrahamsson discussed was coming 
from other expatriates, stating that they had been in Japan for much longer time, thus had 
more knowledge and experiences, and could understand Japan from the perspective of a 
foreigner. This is in accordance with the theory regarding this area by Caligiuri and 
Lazarova (2002). The theory describe instrumental support as something given by the 
company in order to decrease stressful situations when living and working abroad, and 
there is evidential support concerning this found in the data. She has received a so called 
“recreation allowance”, which is nowadays included in the salary, in forms of money, 
paid airfares or things of same value. 
 
7.3.11 Type of Social Interactions and Social Support – Case three 
As mentioned in the literature review, the theory states that emotional support is needed 
when the negative feelings and experiences arise and a way to overcome this is by 
gaining social interactions from all sources. The data complies with the theory, when Ms 
Samuelsson explains that she has received emotional support mainly from the other 
female expatriates, in particular Lisbeth Sohtell (see case four). Caligiuri and Lazarova 
(2002) explain that high demands for informative support comes when processing 
unfamiliar stimuli and this is not indicated in the empirical findings. The respondent did 
not feel that she had gotten the informative support from Japanese outside the company. 
Rather, the informative support had been provided through AstraZeneca. The company is 
also where she had been provided a great deal of instrumental support, everything from 
opening a bank account to getting information about how to compass your way. The 
theory provided by Caligiuri and Lazarova (2002) concerning the instrumental support 
complies with the data found.  
 
7.3.12 Type of Social Interactions and Social Support – Case four 
Mrs. Sohtell mentioned several times during the interview about the large amount of 
emotional support she has received from others, especially from her husband. The theory 
by Caligiuri and Lazarova (2002) also identifies this and states the need of emotional 
support for expatriates. Moreover, the respondent felt that she had received great amount 
of informative support from the company and co-workers, the data is therefore in 
accordance with the theory concerning this subject. Regarding the instrumental support 
that Caligiuri & Lazarova (2002) brings up as an essential need for expatriates, Mrs. 
Sohtell explains that it is provided mostly by the company. She explains that those 
expatriates who for instance have children with them have been offered with this kind 
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support. The respondent also felt that the company had contributed a lot to her adjustment 
in Japan. The empirical data found in case four is consistent with the authors. 
 
7.4 Cross-case analysis – Cross-Culture Adjustment 
The following cross-case analysis is based on the previously-performed within-case 
analyses. The data related to research question two will be presented in three different 
tables and be compared in the four cases, namely relationship – formation antecedents 
(Table 7.10), source of interaction and support (Table 7.11), and lastly the type of 
interaction and support (Table 7.12). Comments regarding specific findings will follow 
each table.  
 
 
7.4.1 Relationship – Formation Antecedents 
Table 7. 10: Cross-Case Analysis of the relationship – formation antecedents. 

 
ADJUSTMENTS 

Case one 
Ms Yu 

Case two 
Ms Abrahamsson 

Case three 
Ms Samuelsson 

Case four 
Mrs. 

Sohtell 
Relationship – Formation Antecedents 
1. Affiliating Personality 
Characteristics and 
Relationship building 
 
• Affiliating Personalities 

• Additions 
 

 
 
 
 
Positive  
Lasting energy, 
strong will 

 
 
 
 
Rather Positive 
Trust, stubborn 

 
 
 
 
Positive 
Concur 
 

 
 
 
 
Positive 
Curious  

2. Cultural Constraints on 
Relationship building. 
 
• Cultural norms as 

limitations 
• Reasons 

 
• Relationship with 

Japanese male 
 
• Relationship with 

younger or low 
positioned 

 
• Gender stereotyping 
 
 
• Viewed upon 

 
 
 
Yes 
 
Language and 
hierarchy  
 
Not challenging 
 
To a certain 
extent 
challenging 
 
 
Not found 
 
 
Representative 
for the company  

 
 
 
Yes 
 
Inflexibility 
 
 
Not challenging 
 
Not challenging 
 
 
 
 
Not found 
 
 
First as a women, 
later as a 
representative of 
the company 

 
 
 
Yes 
 
Personal 
conversation 
 
Challenging 
 
Challenging 
 
 
 
 
Exist in society, 
not affected to 
work 
Representative of 
the company 

 
 
 
Yes 
 
Language 
 
 
Not challenging 
 
Not challenging 
 
 
 
 
Exist in society, 
not affected to 
work 
Representative 
of the company 

3. Situational Constraints 
on Relationship Building 
 
• Language, influencing 

the relationship 
building 

 
 

 
 
 
Negative 
 
 
 
 

 
 
 
Negative 
 
 
 
 

 
 
 
Negative 
 
 
 
 

 
 
 
Negative 
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• Job situation, 
influencing the 
relationship building 

 
• Location of the office, 

influencing the 
relationship building 

 
• Location of the 

residence, influencing 
the relationship 
building 

Negative 
 
 
 
Positive 
 
 
 
Positive 

Negative 
 
 
 
Positive 
 
 
 
Positive 

Not influential 
 
 
 
Positive 
 
 
 
Positive 

Not influential 
 
 
 
Positive 
 
 
 
Negative 

 
More or less all of the respondents feel that some of their personal characteristics have 
had some contributions to building relationship. Many of the characteristics were 
mentioned in the theory, however, they added some important qualities such as being 
trustworthy, being stubborn and concur, having lasting energy, being curious and more 
that have helped them to create new contacts. Concerning the cultural norms as being 
constrains on their relationship building, all of the respondents agreed that it was true. Ms 
Yu and Mrs. Sohtell described the language as being the foremost limit, even tough Ms 
Yu is currently studying it, and Mrs Sohtell has been studying during her two years there, 
they felt that id the would have understood the language better it would break some of the 
barriers they faced. Ms Abrahamsson describes inflexibility as being on of the main 
constrains, whereas Ms Samuelsson explained difficulty of reach the Japanese on a more 
deeper and personal level. The relationship with the Japanese male co-workers, 
colleagues and more has been not challenging for Ms Yu, Ms Abrahamsson and Mrs. 
Sohtell. However, Ms Samuelsson explains that it has been a challenge. 
 
Moreover, the relationship with the younger -low positioned or senior co-workers have 
for Mrs. Sohtell and Ms Abrahamsson been working without any trouble. For Ms Yu it 
has to a certain extent been a challenge, this due to that she feels that she repeatedly had 
to prove her competence for the seniors. Ms Samuelsson states strongly that it has been a 
major challenge for her to work with seniors, since she is very young at age and has to 
prove herself. Both Ms Yu and Ms Abrahamsson state that they have not found any 
specific gender stereotyping in Japan, especially not at work. Ms Samuelsson and Mrs. 
Sohtell on the other hand, explained and gave example of typical stereotype that the 
Japanese males holds, though they tend to face them mostly outside work, in the society. 
Regarding how these women were viewed upon when they arrived and started to work in 
Japan, all the four respondents explained that they were viewed (at the end) as someone 
who came from the “headquarters”, or someone that could contribute with knowledge to 
the company. However, Ms Abrahamsson also stated that from the beginning they 
viewed her as a female worker, but as she proved herself by time on her competence and 
knowledge they view her differently. Moreover, all of the respondents felt that the 
Japanese language has been a major limitation to build good relationships with the 
Japanese. The second factor that Caligiuri and Lazarova (2002) mentioned in their theory 
is the job situation, which was negatively influenced for both respondents from Ericsson 
(Ms Yu and Ms Abrahamsson) due to their busy schedule. However, the two respondents 
from AstraZeneca (Ms Samuelsson and Mrs. Sohtell) feelt that it has not generally had 
any negative influence on their adjustment, even thought that Mrs Sohtell claimed that 
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she had to work long hours and had little time for other things. All the respondents feelt 
that the location of the office has been positively influencing their adjustment, and both 
of the companies were located central in the cities. However, Mrs. Sohtell did not like 
having long distance to work (lived in Kobe, one hour way to Osaka), which is a different 
answer compared to the other respondents who lived closer to work.  
 
7.4.2 Source of social interaction and social support 
In Table 7.11 the expatriates’ answers regarding their source of interactions and support 
will be compared with each other. The respondents’ answer will be displayed as either 
“agree” or “disagree” of the stated theory.  
 
Table 7.11: Cross-case Analysis of the sources of interaction and support 

 
ADJUSTMENTS 

Case one 
Ms Yu 

Case two 
Ms Abrahamsson 

Case three 
Ms Samuelsson 

Case four 
Mrs. Sohtell 

Source of Interaction and Support 
Family 
 
 
Colleagues 
 
 
Host Nationals 
 
 
Mentor 
 
 
Other expatriates 
 
 
Local Functionaries 

Agree 
(+) 
 
Agree 
(+) 
 
Agree 
(-) 
 
Disagree 
(+) 
 
Agree 
(+) 
 
Agree 

Agree 
(+) 
 
Agree 
(+) 
 
Agree 
(-) 
 
Disagree 
(+) 
 
Agree 
(+) 
 
Agree 
(+) 

Rejection 
(+) 
 
Agree 
(+) 
 
Agree 
(+) 
 
Disagree 
(-) 
 
Agree 
(+) 
 
Agree 
 

Agree 
(+) 
 
Agree 
(+) 
 
Agree 
(+) 
 
Disagree 
(-) 
 
Agree 
(+) 
 
Agree 

(+) – Strong agreement/disagreement from the empirical data with the theory  
(-) – Weak agreement/disagreement from the empirical data with the theory.  
 
When asked freely about the source of interaction and support, three of our respondents, 
namely Ms Yu, Ms Samuelsson and Mrs. Sohtell, answered that the main sources of 
support came from the company. Whereas, Ms Abrahamsson explained that it came from 
her partner, since she felt that their contributions has positively affected her adjustment 
All of respondents agreed that family, colleagues, host nationals and local functionaries 
have contributed to their adjustments in Japan. Regarding mentors, none of the 
respondents were offered one, but Ms Yu and Ms Abrahamsson felt positively about 
having one, whereas Ms Samuelsson and Mrs. Sohtell felt that it was manageable without 
since they received a lot of support from other different type of sources. 
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7.4.3 Type of social interaction and social support 
In Table 7.12, the gathered empirical data will be presented regarding the types of 
interaction and support.  
Table 7. 12: Cross-case Analysis of the types of interaction and support 

 
ADJUSTMENTS 

Case one 
Ms Yu 

Case two 
Ms Abrahamsson 

Case three 
Ms Samuelsson 

Case four 
Mrs. Sohtell 

Type of Interaction and Support 
Emotional Support 
 
 
 
 
Informative Support 
 
 
 
 
 
Instrumental Support  

Family 
 
Colleagues 
 
 
Other Swedes 
Colleagues 
Neighbours 
Ericsson 
 
 
Not been 
provided 

Her partner 
 
Previous 
manager 
 
Other expatriates 
 
 
 
 
 
Ericsson 

Other female 
expatriates 
 
 
 
AstraZeneca 
 
 
 
 
 
AstraZeneca 

Husband 
 
 
 
 
AstraZeneca 
 
 
 
 
 
AstraZeneca 

(+) – Strong agreement/disagreement from the empirical data with the theory  
(-) – Weak agreement/disagreement from the empirical data with the theory.  
 
Ms Yu, Ms Abrahamsson and Mrs. Sohtell expressed that their families provided them 
with the main emotional support. However, since Ms Samuelsson’s partner did not 
accompany her to Japan, the main emotional support was provided through a female 
expatriate, namely Mrs. Sohtell. Regarding the informative support all four respondents 
gave different answers. Starting with Ms Yu who regarded other Swedes, colleagues, 
neighbours and other expatriates as supportive. Ms Abrahamsson considers that other 
expatriates have given the main informative support. AstraZeneca was where the primary 
informative support for both Ms Samuelsson and Mrs. Sohtell. Regarding the 
instrumental support, all respondents except Ms Yu explained that it was provided from 
each respondent’s companies. Ms Yu believes that she has not obtained this type of 
support.  
 
Overview of Research Question Two 
The overall perspective that our respondents hold regarding the second research question 
is that they seem to have a similar perspective concerning the cross-cultural adjustment 
theory. However, the first section regarding the relationship as a cultural constrain, the 
respondents from Ericsson seems to be a similar in their answers, and the same goes with 
the respondents from AstraZeneca (out of five questions three were answered in similar 
ways). Moreover, the remaining questions almost all the expatriates had frequently 
answered nearly the same way. Except in the last section, the respondents’ answers’ 
regarding the type of interaction and support seems to differ from each other.  
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8 Conclusions and Implications 

Arriving in the last chapter of this thesis the answers to our research questions and 
research problem, which were stated in the third chapter of this thesis, will be provided. 
The chapter begins with presenting the main findings and thereafter stating the final 
conclusions. Each research question will be separately answered in the following 
sections. Lastly, these theories will come to their end with implications for female 
expatriates and theory, followed by recommendations for future research. 
 
8.1 Conclusions 
In the first section, conclusions of each set of research question will be answered. By 
doing that, the research purpose stated in the first chapter will be answered, i.e. to gain a 
deeper understanding of female expatriates working within Swedish MNCs located in 
Japan, and follow the conceptual framework presented in chapter four.  
 
8.1.1 How can the barriers that female expatriates face when going 
to Japan be described? 
The findings from our studies of these four female expatriates indicate that the barriers 
that female expatriates face when going to Japan are not gender-associated at all, as 
previous studies have shown. Barriers such as a lack of interest, hesitation from the 
company and prejudice from host-nationals that renders women ineffectively even when 
having the interest and success in being sent; are found (from our empirical data) to be 
myths that are not accurate for female expatriates today. To some extent, we have found 
that dual-career issues were not as pronounce as anticipated for women’s interest and 
acceptance of expatriate assignments. Three out of four interviewees were accompanied 
by their partner/spouse, and only on went alone, and this was one her terms. However, we 
can draw the conclusion that this implies that women are less willing to go abroad 
without being accompanies by their partner/spouse. Our findings also revealed that 
children could be seen as an additional challenge, and something affecting female 
expatriates’ interest and acceptance of international assignments. This, we conclude from 
the fact that our empirical data provides evidence stating that this is relevant. 
Additionally, only one of the respondents had children with her, whereas the other three 
respondents either did not have any children or their children were not accompanying 
them to Japan. However, we believe it depends on the country that the expatriate is going 
to and what kind of support the company can provide for family, i.e. schools for the 
children, medical and health and more. 
 
Another statement that we have found not to be true, up to a certain extent, is that women 
are not more willing to work in countries with tougher environment compared to men. 
We found that the interest of our respondents would change or at least be taught of twice 
if the assignment was in a local Japanese company. Since these respondents are working 
within Swedish firms, the influence from the Japanese business environment is not that 
significant, as it would be when working for a local company. We also found that 
although the locals may have prejudice against women in that country, the female 
expatriates did not find these locals to be prejudice of them at the workplace. 
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Furthermore, we found that there are no gender differentiation when it comes to 
companies offering expatriates assignments. Although there may be different contracts, 
gender is not the decisive factor. This is more concerning if the assignee is appropriate 
for the expatriate assignment or not, with regards to experiences, knowledge and skills. 
Our two respondents working at Ericsson, both emphasized on having some technical 
expertise, which is a demand from the company in order to be sent as an expatriate. Once 
the women showed their competence, their credibility was established. Even though the 
two respondents from AstraZeneca did not put emphasis on this, we still believe that they 
considered it as essential and that it also applied to them, perhaps this is something that is 
taken for granted. What we found was that being a woman also served as an advantage 
for the expatriates, implying that the host nationals were approached with curiosity and 
thought of as interesting. This we connect to the fact that we found that almost all of our 
respondents were viewed as representatives of their companies, therefore, not expected to 
behave as the local women. 
 
The barriers that we found the respondents to encounter was, as mentioned earlier, not 
gender-associated. To conclude, the (gender-associated) glass ceiling phenomenon is not 
a present barrier for female expatriates today, as described in the previous theories. 
Moreover, we believe, after analyzing our findings that the women that were in a male 
dominate society as Japan did not get affected that much by gender barriers, due to the 
fact of their perspective regarding this subject. We believe that if the female expatriates 
have the perspective that it is a barrier, it might result in becoming a barrier. We found 
that these women have a strong will and are stable, even thought they may have 
encountered the glass ceiling, they found it not influencing them negatively to reach and 
achieve their aims. The barriers that were contributed by our four respondents were more 
associated with the move to Japan and of more individual characteristic, such as practical 
issues, family situation, age, experiences, work environment, time and socialization.  
 
Our findings regarding whether or not it is relevant to make sacrifices of the personal life, 
we conclude that something is almost always sacrificed in order to accomplish something 
else. However, that specific person may not regard these sacrifices as sacrifices, rather as 
investments. As one of our respondent discussed, her career might have been of a higher 
position if she had not taken the decision to have children, still, she does not consider that 
she had to sacrifice her career only to have children. Hence, we found that the stated 
sacrifice concerning the career and family, marriage and children, housework and 
childcare, relationship between spouse, relatives and friends; and other life styles, not 
relevant sacrifices to be made in order to make a career. Strong emphasis was particularly 
made on being able to keep other lifestyles such as hobbies and other interests meanwhile 
making a career. This we conclude as important since it is a way for the respondents to let 
their minds of the work and be able to relax. Feelings of being different, well qualified, 
ambitious and/or mobile compared to others were not as pronounce as we had expected it 
to be. Only two out of four respondents agreed that they felt different compared to others, 
however, they did not feel more qualified, ambitious or mobile. Implying that they did 
not feel superior to others only because they were living and working in Japan, perhaps 
feelings of privilege and that opportunity was more at hand for them. 
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Concerning the findings of the respondents’ perceptions of the Japanese culture, almost 
all respondents had same opinions. They found the Japanese society to be collectivistic 
and masculine, with high power distance and high uncertainty avoidance. However, there 
were a few differences between the perceptions, but this we conclude as connected with 
two of the respondents were at the time of the interview present in Japan, meanwhile the 
other two were repatriated at home in Sweden. Moreover, they were working and living 
on two different locations, two in Tokyo and two in Osaka, which can affect their 
perceptions regarding this subject. Moreover, the type of company can also be influential, 
seeing as the two companies are operating within two separate industries, namely the 
telecommunication and the medicine industry. The Ericsson respondents’ portrayed their 
industry as a very male-dominate industry, meanwhile the respondents from AstraZeneca 
described their industry to be equally distributed between the genders. Thus, our findings 
show the type of industry can have influence on the respondents’ perspectives.  
 
To conclude the first research question, the barriers that female expatriates working in 
Japan face can be gender associated, however, our findings show that these do not affect 
the expatriates work performances. The barriers that we found relevant were more 
connected to the individual, such as the move to Japan, housing, lack of time with family 
and friends, language skills, age, socializing with alcohol, not having enough 
experiences, and work. 
 
8.1.2 How can the factors affecting foreign women’s adjustments to 
working and living in Japan be described? 
Our findings regarding the affiliating personality characteristics shows that all our 
respondents have at least some of the traits of openness, willingness to communicate, 
sociability, extroversion and one’s ability to establish interpersonal relationships. 
However, from the data collected from our respondents we conclude that personal 
characteristics such as long-lasting energy, a strong will, trust, stubbornness, concurrence 
and curiosity can be seen as contributions to the theory.  
 
Language can be seen as one of the main culture limitation in the cross-cultural 
adjustments for all our respondents, even though they have basic knowledge of Japanese 
language. We can conclude that to learn the language might not be acknowledged as 
necessary to accomplish the assignment, but rather as a making living in Japan more 
adjustable. It might ease their understanding of the culture and understanding the 
Japanese lifestyle, when having a perceptive of the language. Moreover, one of our 
respondents explained to us that how dependent she felt at times due to the fact that she 
had to ask the colleagues about papers and documents that were written in Japanese. The 
extent and type of interaction that women have with Japanese tie closely to the degree to 
which they need to use Japanese.  
 
In this section on adjustment we have focused a lot on relationship, both the source and 
type of it, and the literature show the importance of developing and managing 
relationships both with Japanese and with other foreigners. As shown in the empirical 
data, some of these women were offered networks in forms of clubs and associations, 
mainly from the organization. We believe that it could be very valuable to build network 

 118



Chapter eight 
CONCLUSIONS & IMPLICATIONS 

outside the workplaces, which leads to the conclusion that they will have a better 
adjustment to the culture. Moreover, there has been much discussion throughout this 
thesis that all of the women have in one stage or another tried hard to understand the 
Japanese perspective and to remain non-judgmental. Some of the younger women 
described how some of the Japanese would view them even younger (i.e., less credible) 
than they in fact were. As a result, at times, they were explicit and straightforward with 
the Japanese about their ages or their backgrounds and competence. We conclude that by 
looking into situations “with Japanese eyes” and viewing situations from their 
perspective, might help to comprehend the actual situation. 
 
Concerning the job situation, for example the long working hours or the strong hierarchy 
system, our findings show that some of the female expatriates had the freedom in being 
able to work the same way as they have done in Sweden. One of the female gave the 
example that she did not work longer than she had done in Sweden, because she saw no 
point in being at work when her work and the workday were over. This according to us 
was possible because she was a foreigner, and thus not expected to understand the 
Japanese culture fully. This might not be possible to perform by all expatriates. We also 
found that professional acceptance is more complex than we expected. For example, 
clients in Japan almost always accepted them as professionals, although this acceptance 
took longer to achieve in Japan. Moreover, acceptance by Japanese senior managers and 
the socialization with younger or low positioned employees seems to vary and depend on 
several factors, including women’s age and position. 
 
We conclude that gender stereotyping in Japan exist in the society, but since it is a 
Swedish MNC with an international and liberal organizational culture and atmosphere 
does not exist inside the organization. The majority of the employees are open-minded 
and with an international perspective, this leads to our conclusion that the female 
expatriates were viewed as representative of the company, where “the headquarters” were 
located. Another important factor for cross-culture adjustments is the location of both the 
office and residence, which shows that it has an impact if the expatriates satisfaction and 
accomplishment of the assignment. The theory of Caligiuri & Lazarova (2002) did not at 
all mention the company as being a source of support for the female expatriates’ 
adjustments, however, we have found from our empirical data that the expatriates values 
this support highly. This we believe is of great importance since the MNCs seems to be 
(according to the expatriates) the main provider of practical issues, i.e. housing, medical-
care to name a few. Regarding source of social interaction and social support we could 
draw the conclusions from our findings that many women did not separate that much 
between each source (i.e. colleagues, host nationals, mentors etc). They could identify 
“mentors” to be colleagues within the firm, or other expatriates to whom they could turn 
with questions or frustrations. Others female expatriate could find that some Japanese 
could bridge the gap between the cultural interpretations. More or less, all of the four 
respondents distinguished family as a very important source of interaction and support. 
We believe that this is of significance since the family members can provide another type 
of support that might not be possible to obtain as easy.  
 

 119



Chapter eight 
CONCLUSIONS & IMPLICATIONS 

Moreover, since two of our respondents are of Asian background, Ms Abrahamsson is 
half Japanese and Ms Yu is of Chinese origin, we believe that it has had affects on their 
adjustment. We believe that these two respondents have influences from their cultural 
origins, which might lead to easier understand and comprehend the foreign culture where 
the assignment is situated. In other words, they might have a smoother adjustment.  
 
To conclude the second research question, the factors that affect foreign women’s 
adjustments to working and living in Japan are personal characteristics, the job situation 
and location, location of residence, language skills, and cultural norms. Moreover, the 
source and type of social interaction and support are as well factors influencing the 
female expatriates’ adjustments. From our findings we found that the main social 
interaction and support was given from family, colleagues, host nationals, other 
expatriates and local functionaries. Additionally, the types of support found were 
emotional support (provided by family and other female expatriates), informative support 
(given by other Swedes, colleagues, neighbors, the company, other expatriates, and/or 
host nationals), and instrumental support (offered by the company).  
 
Lastly, to answer the purpose stated in chapter one, i.e., to gain a deeper understanding of 
female expatriates working within Swedish MNCs located in Japan. We can conclude, 
from our empirical data that, although there are cultural differences between Sweden and 
Japan, female expatriates can defeat eventual barriers and adjust to living and working in 
Japan and its culture rather well. We also found that female expatriates are not that 
negatively affected by the foreign culture in their work, as was expected, the respondents 
did not find it troublesome with being a woman in the Japan rather the other way around. 
However, much of this is due to that they are/were working for a Swedish MNC and not a 
Japanese company.  
 
8.2 Implications  
The implications can be seen as advice for female expatriates in their working in Japan 
facing barriers and their adjustments. The following implications are based on the 
empirical data, analysis and conclusions conducted during this study. 
 
8.2.1 Implications for female expatriates regarding barriers 
Japan is commonly described as a society with strong traditions and culture, therefore 
often viewed as a difficult place to perform an expatriate assignment in. However, from 
our perspective we still believe that this should not be view as a barrier that cannot be 
trounced, rather a challenge and trying to see the similarities instead of the differences. 
Moreover, even though Japan also has a reputation of being a hard environment for 
females to work in, the findings from our empirical study clearly show that the females 
that are/have been there are very satisfied with their work. In short, we believe that 
gender should not be seen as barrier for the expatriates when going abroad. However, we 
also consider this as something that the companies have control over, since they make the 
final decision regarding the selection. 
 
From our findings, we believe that although the Japanese considers age as very 
significant, expatriates should not distinguish this as a barrier. This, since our 
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respondents’ accomplishments with their assignments clear states that female expatriates 
can perform their assignment despite a fairly low age. Moreover, we also consider that it 
is of importance to have at least a basic knowledge of the host nationals’ language. When 
learning languages, in particularly the Japanese, we believe that you also learn a great 
deal about the culture. We also regard this as easing the expatriates’ adjustments since 
they can more easily build relationships and communicate with the host nationals. 
 
8.2.2 Implications for female expatriates regarding their adjustments 
The most important factor for female expatriate concerning the adjustment to Japan 
seems to be having a good source of support, clearly, this can come in forms of different 
origins. According to our findings many had learned from current colleagues and friends 
how to handle work and outside environment, in order for the expatriates to later be able 
to independently develop their own styles and approaches for living in Japan. As one of 
our respondents mentioned, there is some kind of “unwritten rule” that those expatriate 
whom have been there longer keep the “verbal tradition” to inform the newcomers about 
the life in Japan. Having a good support from family is additionally an important source 
that was emphasized by our respondents. Thus, female expatriates should consider having 
family accompanying them in order to ease their own adjustments and accomplishment of 
the assignments.  
 
8.3 Implications for Theory 
The purpose of this study has been mainly to describe, but also to explore a phenomenon 
within a specific area of research. Our purpose was to gain a deeper understanding of 
female expatriates working within Swedish MNCs located in Japan. Previous research on 
female expatriation (to Japan) has mainly been conducted in North America and due to 
country differences, women’s view on expatriation would differ. It is therefore important 
to investigate from different angels and this thesis provides an overview of the experience 
of Swedish female expatriates. 
 
Despite all we learned during the research, many questions and issues arose that we were 
unable to investigate at all or as fully as we would have liked. In the next section, 
implications for further research, we make suggestions about further directions for 
research and practices on foreign women professionals working outside their home 
countries. 
 
8.4 Implications for Further Research 
During our research we have uncovered areas that were not within the scope of this study. 
Since we find many of them to be interesting propositions for other researchers, we 
included them as implications for further research. 
 
An area that emerged and that could be interesting for further research is the relationship 
between age and professional acceptance. In our research, however, the Japanese did not 
have any particular difficulties accepting the younger expatriates. Therefore future 
investigations could be made concerning if this is applicable for other expatriates in the 
same situation. Another perspective could also be if the younger male expatriates in 
Japan are treated the same, or if they face questioning by the Japanese about their 

 121



Chapter eight 
CONCLUSIONS & IMPLICATIONS 

professional competence. Moreover, investigating if there are other countries were age 
could be such a factor could also be relevant for future research. 
 
Since most of our literature review is from the United Stated, where these subjects are 
taken from the American perspective. We believe that, in order to receive more non-
American based research, it would be very interesting to see further research on 
investigating the relationship between Sweden and Japan or other Asian countries. 
 
It could also be interesting to explore if our findings, regarding the barriers is commonly 
found among other female expatriates, especially when we did not find support for the 
gender associated barriers.  
 
Lastly, another interesting research area could be the selection process from a corporate 
view of the female expatriates assigned to a country like Japan, or other Asian countries.  
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Interview Guide 
Personal Information 
Name:  
Age: 
Marital status: 
Name of company:  
Phone number:  
E-mail:  
Position in the company: 
Employed since: 
 
When did You go on Your international assignment? 
 
For how long is the assignment? 
 
How did You get the chance to be an expatriate in Japan: 
 
What is Your position in Japan? 
 
Why did You go? 
 
What where Your aim? 
 
Earlier experience in Japan:  
 
Knowledge of the Japanese language:  
 
Barriers – The Three Myths 
The Three Myths: 

 What are Your thoughts of these three myths stated regarding female expatriates? 
 
1st myth: 

Are You interested in international assignments? 
 

 Do You think that it is more likely that You would deny such (international) 
assignments if You were in a dual-career relationships?  
- Why? 

 
 Do You think that Your interest differs when children are involved? 

- Why? 
 

 Generally speaking, are You more willing to work in tougher environments, even 
with harsher living conditions and where You would be part of a minority? 
- Do You think that this is common for women in general?  
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2nd myth: 
Did Your company hesitate to send You on the assignment in Japan? 
 

 Have You felt any kind of prejudice from the Japanese where you were 
positioned?  
- If yes, how did that occur? Have You experienced any gender bias? 

 
 Do You think that You had any advantages/disadvantages with being in a dual-

career/single woman when participating in Your assignment in Japan?  
- Why? 

 
 What do you think of companies offering women temporary or travel assignments 

instead of the actual expatriate assignment?  
- What are Your experiences? 
 

3rd myth: 
Did the Japanese have prejudices against You and did that have any 
affects on Your interest and success in Japan? 

 
 From Your experiences, what advantages/disadvantages does being a woman 

serve? 
 

 How do the local managers, staff, clients, etc. view You (as a woman, 
representative of Your company or as a foreigner)? 

 
 How are You expected to act? (Can You with acting as a foreign woman or are 

You supposed to act as a Japanese?) 
 How does being a woman affect Your job performances in Japan? Do you receive 

special treatment, or higher social status than male expatriates? 
 

 What are the expectations of You from the local managers, staff or clients?  
 

 Further comments? 
 
Barriers – Gender 
 

 What kind of problems or barriers have You encountered while climbing the 
corporate ladder? 

 
 How much of these barriers do You believe are gender related? 

 
To be able to break the glass ceiling and make it to the top does not come without 
sacrifices. This sacrifice comes usually on personal bases, a selection between different 
lifestyles needs to be done, and these choices become even more perplex when the 
assignment is international.  

  



Appendix I 

 
 To reach to where You are now, what sacrifices of Your personal life have You 

had to make? 
 

 Do You think that it is of need to select among different lifestyle options and 
choices in order to break barriers? 

 
 Which of the following statements do you believe are relevant lifestyles options 

and choices for You: 
- decision concerning the importance of a career relative to other areas of live 
- questions regarding marriage and having children 
- arrangements for managing housework and childcare 
- managing relationships with spouses, relatives and friends 
- managing competing demands from various life roles.  

 
 What are Your experiences: 

- Do You think that women have to choose between a career and family to 
reach the top with her career? 

- Do You think that there is a connection between being a female manager and 
being single and not having children? 

- Can women benefit her career by not being married? 
 

 What do You think of Yourself when participating in an assignment abroad? (feel 
unusual or believe that you are well qualified, ambitious and mobile than others) 

 Further comments? 
 
Perception on the Japanese Culture 
 

 Do you believe that Japan has a more Individualistic or a Collectivistic society? 
- What are the positive and negative contributions for You in Your work? 
 

 Do you believe that Japan has a more Masculinity or a Femininity society? 
- What are the positive and negative contributions for You in Your work? 

 
 What is Your perception of Power Distance in Japan? High or low? 

- What effects do You think it has(had) for You in Your work, positive or 
negative? 

 
 What is Your perception of Uncertainty Avoidance in Japan? High or low? 

- What effects do You think it has (had) for You in Your work, positive or 
negative? 

 
 Further comments? 

 
Cross-cultural Adjustment 
Relationship – Formation Antecedents 
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 What have been some of Your affiliating personality characteristics that has 
contributed to the relationship building among other expatriates, co-workers, host 
nationals etc?  

 
 What have been the main cultural constraints on Your relationship building in 

Japan? 
 

 Has the Japanese cultural norms been a limitation to social interaction and support 
for You? 

 
 How has Your adjustments been to social life (in Japan)? 

 
 How do You think the social Japanese environment has affected Your work? 

 
 [For single females] How is Your view on the romantic part of socialization (in 

Japan)? 
- What are the effects of being single foreign female in Japan?  

 
 How do You find the social relationship with the Japanese male (co-workers, 

bosses, friends etc) have been? 
 

 How do You find the social relationship with younger or low-positioned Japanese 
co-workers/people? 

 Do You believe that there are gender – stereotypes in Japan? If so, how is your 
perception about that, and what effects has it had? 

 
 What constraints on relationship building have Your language abilities had? 

 
 What constraints on relationship building has Your job situation had? 

 
 Has the location of the office contributed any effects on Your adjustment?  

 
 Has the location of the residence contributed any effects on Your adjustment? 

 
 Further comments? 

 
Source of Social Interaction and Social Support 
 

 What kind of social interactions and social support have helped Your adjustments 
to Japan 

 
 {FAMILY} [For married females] How do You consider that Your spouse/family 

have adjusted to the life in Japan?  
 

 [For single females] Do You believe that Your adjustment would have been 
different if You have had a family with You? 
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 {COLLEAGUES} What contributions have Your colleagues had on Your 

adjustment in Japan? 
 

 {HOST NATIONALS} What contributions has the Japanese had on Your 
adjustment in Japan? 

 
 {MENTORS} Have a mentor been provided for You? If yes, what kind of 

contributions has he/she made for Your adjustments in Japan? If no, what kind of 
contribution do You think it would have had on Your adjustments if You would 
have been offered one? 

 
 {OTHER EXPATRIATES} What contribution has other expatriates had on Your 

adjustment in Japan? 
 

 {HOST NATIONAL FUNCTIONARIES} What contributions have host national 
functionaries (here we explain and give examples on what it is) had on Your 
adjustment in Japan? 

 
Type of Social Interactions and Social Support 
 

 What kind of emotional support (explain what it is) have You received during 
Your time in Japan?  
- How has that contributed Your work? 

 
 What kind of informational support (explain what it is) have You received during 

Your time in Japan? 
- How has that contributed Your work? 

 
 What kind of instrumental support (explain what it is) have You received during 

Your time in Japan? 
- In which way/how has that contributed to Your work? 

 
 Further comments? 
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Intervju guide 
Personlig Information 
Namn: 
Ålder: 
Civilstånd: 
Tele. Nr:    
E-mail: 
Ställning i företaget: 
Anställd sedan: 
 
När åkte Ni till Japan och arbetade? 
 
Under hur lång tid var Ni att vara där? 
 
Hur fick Ni möjligheten att bli en ”expatriat”/få anställning i Japan? 
 
Vilken ställning hade Ni? 
 
Varför beslutade Ni Er för att åka till Japan? 
 
Vad var Ert mål? 
 
Tidigare erfarenheter från Japan: 
 
Kunskaper om det Japanska språket? 
 
Barriärer – De Tre Myterna  
De Tre Myterna 
 

 Vilka är Era åsikter angående dessa tre myterna påstådda om kvinnliga 
”expatriater”/ kvinnor arbetande utomlands? 

 
Myt 1: 

Är Ni intresserade av internationella arbetsuppdrag? 
 

 Anser Ni att det är av större sannolikhet att Ni skulle tacka nej till internationella 
arbetsuppdrag om Ni var i ett förhållande där båda parterna har en karriär?  
- Varför?  

 
 Hur tror Ni att Ert intresse förändras när barn är inblandade?  

- Varför? 
 

 I allmänhet, är Ni mer villig att arbeta i länder med tuffare/hårdare miljö, där även 
levnadsförhållanden är svårare och var Ni skulle tillhöra en minoritet? 
- Tror Ni att detta är vanligt bland kvinnor i allmänhet? 
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Myt 2: 

Tvekade Ert företag att skicka Er på uppdraget till Japan? 
 

 Har Ni upplevt att Japanerna där Ni var stationerad haft några fördomar om Er?  
- Om ja, hur hände det? Har Ni upplevt någon slags könsdiskriminering? 
 

 Anser Ni att Ni har haft några fördelar/nackdelar med att vara i ett 
förhållande/ensamstående under Ert uppdrag i Japan? 
- Varför? 
 

 Vad anser Ni om att företag erbjuder kvinnor med tillfälliga eller rese uppdrag i 
stället för den riktiga utlandsanställningen?  
- Vilka är Era erfarenheter? 

 
Myt 3: 

Var Japanerna fördomsfulla mot Er och hade detta någon inverkan på 
Ert intresse och framgång i Japan?  

 
 Från Era erfarenheter, vilka fördelar/nackdelar är det att vara kvinna? 

 
 Hur uppfattar de lokala cheferna, anställda och klienterna Er? (som en kvinna, 

representant från företaget eller som en utlänning) 
 

 Hur är Ni förväntade att uppträda/bete Er? (som en utländsk kvinna eller som en 
Japansk kvinna) 

 Hur påverkar Era arbetsprestationer i Japan av att Ni är kvinna? Behandlas Ni på 
något särskilt sätt, eller erhåller ni en högre social status än de manliga 
utlandsanställda?  

 
 Vilka är förväntningarna av Er från den lokala ledningen, anställda eller klienter?  

 
 Övriga kommentarer? 

 
Barriärer - Genus 
 

 Vilka typer av problem eller barriärer har Ni stött på medan Ni har ”förbättrat” Er 
karriär? 

 
 Hur många av dessa barriärer är könsrelaterade? 

 
För att kunna gå igenom detta s.k. glas tak och nå toppen på sin karriär kommer inte utan 
uppoffringar. Dessa uppoffringar är oftast på personlig nivå, där val mellan olika 
livsstilar måste ske, och dessa val blir alltmer besvärliga vid utlandsarbeten.  
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 För att kunna landa där Ni befinner Er nu, vad har Ni varit tvungen att uppoffra? 
 

 Anser Ni att det är av vikt/relevant att välja mellan olika livsstilar för att kunna gå 
igenom barriärer? 

 
 Vilka av dessa uttalandena anser Ni är relevanta val av livsstilar för Er: 

- frågor angående vikten av en karriär i jämförelse med andra ”områden” i livet 
- frågor relaterade till giftermål och att skaffa barn 
- bestämmelser kring hanterande av hushåll och barnskötande  
- hantering av relationer till make, släktingar och vänner 
- hantering av krav från andra olika livsstilar  

 
 Vilka är Era erfarenheter: 

- Anser Ni att kvinnor måste välja mellan karriär eller familj för att nå till 
toppen av hennes karriär?  

- Anser Ni att det är ett samband mellan att vara en kvinnlig chef och 
ensamstående kvinna utan barn?  

- Är det en fördel för kvinnor med karriär att inte vara gift?  
 

 Vad anser Ni om Er själv när Ni medverkar i uppdrag utomlands? (känner Ni er 
annorlunda eller anser Ni Er själva som väl kvalificerade, ambitiösa och mer 
mobila än andra som inte deltar i dessa uppdrag)  

 
 Övriga kommentarer? 

 
Perception on the Japanese Culture 
 

 Anser Ni att det Japanska samhället är mer Individualistiskt eller Kollektivistiskt?  
- Vilka är de positiva och negativa bidragen för Er i Ert arbete? 
  

 Anser Ni att det Japanska samhället är mer Maskulint eller Feminint?  
- Vilka är de positiva och negativa bidragen för Er i Ert arbete? 

 
 Vad är Er uppfattning av makt distansen (Power Distance) i Japan? Hög eller låg? 

- Vilka effekter anser NI att detta har haft för Er, positivt eller negativt? 
 

 Vad är Er uppfattning av Uncertainty Avoidance i Japan? Hög eller låg? 
- Vilka effekter anser NI att detta har haft för Er, positivt eller negativt? 

 
 Övriga kommentarer? 

 
Cross-cultural Adjustments 
Relationship – Formation Antecedents 

 Vilka av Era personlighetsdrag tror Ni har bidragit att Ni har kunnat skapa bra 
relationer med exempelvis andra expatriates, medarbetare, Japaner etc.? 
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 Vad har varit de avgörande kulturella begränsningar i Japan när det gäller 
skapandet av relationer?  

 
 Har normer i den Japanska kulturen på något sätt begränsat Er från social 

interaktion och samhälleligt stöd? 
 

 Hur har den sociala anpassningen varit i Japan?  
 

 Hur tycker Ni att den sociala biten av den Japanska miljön har påverkat Ert 
arbete? 

 
 [SINGEL] Vad är Er syn på den romantiska delen av socialisation i Japan? 

 
- Vilken effekt har det att vara en utländsk singel kvinna i Japan? 

 
 Hur tycker Ni att den sociala relationen med Japanska män har varit? (tex 

medarbetare, chefer, vänner etc.) 
 

 Hur finner Ni att den sociala relationen med yngre medarbetare, eller de som är 
positionerade under Er har varit? 

 
 Tycker Ni att det förekommer några köns relaterade stereotyper i Japan? I så fall, 

vad är Er uppfattning om detta, och vilken påverkan har det haft? 
 

 Vilka begränsningar har Era språkkunskaper haft när det gäller att skapa 
relationer? 

 
 Vilka begränsningar har Er arbetes/(sysselsättnings) situation haft när det gäller 

att skapa relationer?  
 

 Har Er arbetsplats placering (geografiskt, i stan eller på landet) haft någon 
påverkan på Er anpassning? 

 
 Har placeringen av Ert boende i Japan haft någon påverkan på Er anpassning? 

 
 Övriga kommentarer? 

 
Source of Social Interaction and Social Support 
 

 Vilken sort av social interaktion och socialt stöd har hjälpt Er med anpassningen 
till/i Japan? 

 
 {FAMILJ} [Gift] Hur tycker Ni att Er familj/barn har kunnat anpassa sig med 

livet i Japan?  
 

 



Appendix II 

 [Singel] Tror Ni att anpassningen hade sett annorlunda ut om Ni hade familj med 
dig? Tycker Ni att det hade varit svårare eller lättare?  

 
 {KOLLEGOR} Hur stor inverkan har Era kollegor haft på Er anpassning till 

Japan?  
 

 {HOST NATIONALS/LOKALBEFOLKINGEN} Hur stor inverkan har 
lokalbefolkningen haft på Er anpassning 

 
 {MENTORER} Har Ni blivit tillhandahållen med en mentor?  

- Om ja, har denna bidragit Er till Eran anpassning i Japan?  
- Om nej, vad anser Ni att en mentor skulle ha kunnat bidragit Er med under Er 

anpassning i Japan.  
 

 {ANDRA “EXPATS”} Vad har andra “expatriater” bidragit med till Er 
anpassning i Japan?  

 
 {HOST-NATIONAL FUNTIONARIES/JAPANSKA ”FUNKTIONÄRER”} Vad 

har de japanska ”funktionärerna” bidragit med till Er anpassning i Japan? 
 

 Övriga kommentarer? 
 
Type of Social Interactions and Social Support 

 Vilken typ av emotionellt stöd har Ni erhållit under Er tid i Japan?  
- Hur har detta bidragit till Ert arbete? 

 
 Vilken typ av informativt stöd har Ni erhållit under Er tid i Japan?  

- Hur har detta bidragit till Ert arbete? 
 

 Vilken typ av instrumentalt stöd har Ni erhållit under Er tid i Japan?  
- På vilket sätt har detta bidragit till Ert arbete?  

 
 Övriga kommentarer? 
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