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- “It’s the visibility as an expat, and even more as a woman. I stick in their 
minds. I know I’ve obtained more business than my two male colleagues… my 
clients are extra interested in me” (Adler, 1994) 
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ABSTRACT 

0 

 

The number of female managers being sent on international assignments is substantially lower 

than the number of males. Research indicates that females experience barriers in their careers 

that are not faced by their male colleagues, and overcoming “hidden” or less apparent barriers to 

managerial fairness is not always easy. There also exist myths in both academic literature and 

among practitioners regarding females as expatriates. Some of these myths are that women are 

not interested in taking on international assignments and that some host countries are unwilling 

to accept female expatriates. This study has been conducted in order to separate facts from myths 

and to shed light on the role of Swedish women in international management. The purpose of the 

study is specifically to gain a deeper understanding of Swedish female expatriate managers‟ 

experiences of barriers and issues before and during international assignments. It investigates the 

topic from a female expatriate‟s perspective. The study takes a qualitative approach and is based 

on case studies of five Swedish female expatriates. The findings about barriers prior to 

international assignments indicate that “the glass ceiling” exists and factors contributing to its 

existence can be the type of industry and women themselves. “The glass border” also appears to 

occur, especially in male dominated industries. Moreover, gender stereotypes can exist and affect 

female expatriates. Dual-career couples may also play as a barrier as men tend to have a higher 

salary and their careers are commonly prioritized which might hinder women from taking on 

international assignments. Findings further reveal that companies can be reluctant to send 

women on international assignment because of: country and its culture, a male-dominated 

business environment, high status of an assignment, children and women themselves doubting 

their own capabilities. During international assignments women can face prejudice depending on 

country, religion and the age of the female expatriate. On international assignments women are 

forced to conduct some lifestyle choices in order to make an international assignment function 

for example, to restrict their social and personal life. Mentorship also proves important during an 

international assignment. Moreover, on international assignments women might experience 

“tokenism” and become isolated, however, findings reveal that it does not affect the outcome of 

their assignments. Networks are important during international assignments and female 

expatriates have no issues in creating networks, nonetheless, it can be harder to create networks 

in some countries than others, it also appears to be easier for men than women to create networks 

as it comes more natural for them. Female expatriates generally do not experience any 

difficulties in adjusting to international environments. 
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Antalet kvinnliga chefer som har internationella uppdrag är avsevärt lägre än antalet män. 

Studier visar att kvinnor upplever barriärer i deras karriärer som deras manliga kollegor inte erfar 

och att det kan vara svårt att överkomma dessa. Det existerar också myter både inom den 

akademiska litteraturen och bland praktiker angående kvinnor som expatriater. Några av dessa 

myter är att kvinnor inte är intresserad av internationella uppdrag och att en del länder inte 

accepterar kvinnliga expatriater. Denna studie har genomförts för att separera fakta ifrån myter 

och för att belysa rollen av svenska kvinnor inom internationellt ledarskap. Syftet med denna 

studie är att få en djupare förståelse för svenska expatriaters erfarenheter av barriär och problem 

före och under internationella uppdrag. Uppsatsen undersöker ämnet utifrån kvinnliga 

expatriaters perspektiv. Studien har ett kvalitativt tillvägagångssätt och är baserad på fallstudier 

utifrån fem svenska kvinnliga expatriater. Resultaten av denna studie gällande barriärer före 

internationella uppdrag indikerar att ”glas taket” existerar och att faktorer som påverkar dess 

existens kan vara typ av bransch och kvinnor själva. ”Glas gränsen” tycks finnas speciellt inom 

mansdominerade branscher. Könstereotyper existerar också och kan påverka kvinnliga 

expatriater. En partner med karriär kan fungera som en barriär för kvinnor eftersom män oftast 

har högre lön än kvinnor och deras karriärer är oftast prioriterade vilket kan hindra kvinnor ifrån 

att anta ett internationellt uppdrag. Studie visar att företag kan vara ovilliga till att skicka kvinnor 

på internationella uppdrag pågrund av landet och dess kultur, att det är en mansdominerad 

företagsmiljö, det är hög status på uppdraget, barn eller att kvinnor själva tvivlar på sin förmåga. 

Under internationella uppdrag kan kvinnor erfara fördomar, detta beroende på land, religion och 

ålder på den kvinnliga expatriaten. Kvinnor måste också göra vissa livsval under sitt 

utlandsuppdrag för att få allt att fungera, till exempel kan man bli tvungen att begränsa sitt 

sociala and personliga liv. Mentorskap är också viktigt under ett utlandsuppdrag. Kvinnor kan 

hamna i minoritet under utlandsuppdraget och därmed bli isolerad, men studien visar att det inte 

påverkar resultatet av uppdraget. Nätverk är viktiga att ha när man arbetar utomlands och 

kvinnliga expatriater har inga svårigheter att skapa nätverk, men det kan vara svårare att skapa 

nätverk i vissa länder, det verkar också som att män har lättare för att skapa nätverk än kvinnor 

eftersom det är mer naturlig för dem. Resultatet av vår studie indikerar att kvinnliga expatriater 

generellt inte har några svårigheter att anpassa sig till en internationell miljö.  
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1. INTRODUCTION 
This chapter will start by providing a background to the question of women in international 

management and then introducing the main research problems. The study is based on the 

barriers and issues faced by female expatriates. Later on the purpose and research questions 

will be stated and finally, an outline of this thesis will be provided. 

 

1.1 Background 
Globalization of business 

Due to globalization the nature of business has changed (Suutari, 2003). During the last two 

decades there has been a shift towards a global market. This has resulted into for example, an 

increase in economies of scales, lower transportation and communication costs and adaptation of 

technological advances worldwide. Thereby, competition has intensified and many companies 

have been forced to gradually internationalize their business (Bartelson, 2000). In order to obtain 

a global competitive advantage for a company, it has been stated that individuals are the main 

key in achieving the advantage (Selmer & Leung, 2003). Linehan (2000) states that effective 

management of human resources determines success or failure in international business.  

 

According to Stone (2002) the globalization of business has also created a demand for 

international managers. Moreover, today there is a need for “a new type of cosmopolitan, 

multinational, multifaceted executive who is operational across national borders” (Schneider & 

Barsoux, 2003). International managers are required to be able to respond and understand 

competitors, customers and governments, as well as having the ability to sense change, analyze 

the environment and develop and conduct strategies in order to reach company objectives 

(Stanek, 2000). 

 

MNCs and expatriate assignments  

Ones et al (2003) argue that 41 percent of all corporate revenue is generated from operations 

abroad. Expatriates are an important ingredient for obtaining success in the global market, 

especially for multinational companies (MNCs), in which overseas operations have become a 

real profit source (ibid). The number of employees being sent on international assignments has 

increased the last 20 years and research shows that organizations continue to rely on expatriates. 

Expatriates are defined as: “One who works and lives in a foreign country but remains a citizen 

of the country where the employing organization is headquartered” (Phatak, Bhagat & Kashlak, 

2005). Selmer and Leung (2002) state that expatriation leads to a competitive advantage as it 

gives a pool of cosmopolitan managers insightful to opportunities and threats.  
 

The majority of expatriates are managers; one research indicates that solely four percent of the 

researched expatriate population had non-managerial positions (Selmer & Leung 2001). MNCs 

usually select expatriates for top management positions, and host-country nationals are often 

selected for lower positions, such as middle and junior management (Deresky 2000). According 

to Selmer et al (2001), MNCs utilize expatriates in order to maintain control of operations, to 

facilitate communication between headquarters and subsidiaries abroad, and to enhance 

international knowledge. 
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Linehan (2000) states that no profile for an ideal expatriate exists. However, even though 

research on expatriates is gender neutral it has mainly focused on male professionals, thereby the 

image of expatriates have been reinforced as male, middle aged, married with children (Hartl, 

2004). According to Linehan and Scullion (2001b) studies suggest that men obtain 

approximately 90 percent of management positions in Europe, and women managers are often 

restricted to junior and middle management positions (ibid). Moreover, expatriates are mainly 

chosen from the ranks of senior and general management positions which in turn affect women‟s 

possibilities to become an expatriate (Hartl, 2004). 

 

Women in management and female expatriates  

The number of expatriates that MNCs are sending on global assignments has been growing 

gradually; however, the number of female managers sent on international assignments is not 

growing in the same pace. In the beginning of the 1980s women only stood for 3 percent of the 

total number of expatriates and in the late 1980s the number increased to approximately 5 

percent. In the 1990s the number of female expatriates had increased to 11 percent and it is 

estimated that the number of female expatriates from European MNCs today are around 12-15 

percent. (Vance & Paik, 2001; Linehan & Scullion, 2001b)  

 

In Sweden, nine out of ten CEOs are men and of the 248 companies that are registered on the 

Swedish stock exchange only two companies have women CEOs. In the private sector 37 percent 

of all employees are women but solely 19 percent have management positions. Gender 

distribution is more equal in the public sector where 56 percent are women, however, few 

women obtain senior management positions (Women to the top, n.d.). Moreover, research 

indicates that Sweden has one of the lowest rates of senior female managers in Europe 

(Thorngren, 2001).  

 

In general, past research on female expatriates has aimed at finding explanations of the low rates 

of women holding international positions, and has identified myths in both academic literatures 

as well as among practitioners. Some of these myths include; the unwillingness of some host 

countries to accept women expatriates, the unwillingness of women to take on international 

assignments and lack of mental constitution that women endure; the strains and stresses linked 

with working and living in a tough environment. Recent studies of managers selecting candidates 

for international assignment show that they still base their decisions on these misperceptions 

(Janssens, Cappellen & Zanoni, 2006; Linehan & Scullion, 2001b).   

 

1.2 Problem Discussion 
Barriers affecting female expatriates  

Research indicates that females face barriers in their careers that are not faced by their male 

colleagues, and defeating “hidden” or less apparent company barriers to managerial fairness can 

be complicated to overcome. Some constraints that women have are; attitudinal, cultural, 

educational, legislative and corporate. Most cultures also consider male and female roles to be 

different and societies expect behaviors to be different between the genders (Linehan, 2000). In 

organizations different gender cultures exist which reflect two different attitudes towards women 

and men‟s similarities and differences. Traditional cultures such as “Gentlemen‟s Club”, the 

“Locker Room” and the “Barack Yard” reflect the perceptions that men and women are different 
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and therefore have different roles in society. Modern cultures such as the “Gender Blind”, the 

“Smart Macho” reflect how the dynamic of relations between genders persist even when 

participants claim that women and men are equal and have no different capabilities (Davidson 

and Burke, 1994).  

 

According to Linehan et al (2001a) the three problems that impact women‟s careers 

internationally are the theories of glass ceiling, the glass walls and glass boarder. The theory 

“glass ceiling” is applied in order to describe the frustrations that women experience when 

aiming for a goal but is blocked by an invincible barrier. The factors that strengthen and build the 

limitations around and above women are the attitudes in societies in general, male-based working 

practices, individual or group prejudice and lack of support that are given to men through all “old 

boy network” (ibid). The theory of the “glass walls” is that female managers are often restricted 

to certain sectors (Wirth, 2001). Moreover, one of the reasons why women face promotion 

barriers to top-level management positions in Europe is the lack of international experience, “the 

glass border issue”. According to Linehan and Walsh (1999b), the term glass border refers to 

stereotypical assumptions about women as managers by senior home-country management 

regarding their capacity, appropriateness and preferences for international assignments.   

 

Women also face barriers such as persistent stereotypes and other psychological barriers. One of 

these barriers for women is the male associations with management. Characteristics of successful 

management are associated with men rather than women, and when this barrier exists decision 

makers will favor male managers over female managers for the same position (Schein, 2001). In 

general, women that have reached senior management positions need to be well qualified or 

sometimes even more qualified, more ambitious and more mobile than their male colleagues 

(Linehan & Scullion, 2001a). A psychological barrier restraining women from advancing in 

management is the “think manager- think male” phenomenon which can create bias against 

women when it comes to placement, managerial selection, promotion and training decisions 

(Schein, 2001).  Gender is often considered to be a disadvantage for women when it comes to 

career prospects and job promotion (Linehan, 2000). Another barrier affecting women managers 

are the attitudes that senior male managers have towards them. Women are often seen as less 

ambitious, less reliable (due to domestic responsibilities), not worth to train or promote (as they 

may have children and be away from work) and in general not as committed to work as male 

colleagues (Linehan, 2000). Furthermore, many jobs are seen as “male‟s” or “female‟s” jobs and 

this influences the selection of particular gender to companies (Linehan, Scullion & Walsh 

2001).  

 

Selection and career issues encountered by female expatriates 

Linehan and Walsh (1999a) argue that it is more difficult to get selected for international 

assignments for females than for males, mainly due to the belief that it is a higher risk to send a 

woman (ibid). The selection is also depending on an organizations view of women, if they are 

seen as a cost or investment, or a valued asset instead of a cost (Linehan, 2000). Paik and Vance 

(2002) state that companies carefully consider the possibility for a successful assignment before 

sending female expatriates to countries with strong cultural norms that makes it complicated, 

unfavorable and even hostile for women to work within (ibid). In order to explain the reason for 

the low number of females obtaining international management positions, three myths have been 



  

4 

 

formulated regarding women in international management; women are not interested in 

international assignments, companies do not want to send women on international assignment 

and women will be ineffective as a result of foreigners prejudice against them (Adler, 1994). 

However, Adler (1994) claims that foreigners are seen as foreigners when they are on 

assignments abroad. This means that a woman that is a foreigner is not anticipated to act like 

local women, which is referred to as the “gaijin syndrome”.   

Issues affecting female expatriates during international assignments  

The social role of women is connected to their family role, while the social role of men is 

connected with work. Therefore, women experience issues in trying to balance work and family 

duties (Linehan et al,1999b). Dual career issues is also one of the issues that could restrict 

women from international assignments, as women‟s‟ careers tend to be less important than 

men‟s. One issue that sometimes affected the women was the limitation of their assignments. 

When a company lacks trust of the capability if a woman to succeed in an international 

assignment, by offering a temporary assignment, it could affect the clients in the way that a 

women is for example not as committed as males (Adler, 1994).  

  

Linehan (2000) states that during international assignment covert barriers exist, these barriers 

are; lack of mentors, being a minority group in organizations (tokenism) and lack of networking 

which hold back female managers in their development to higher positions such as senior 

management positions. Mentoring relationships is often essential for women due to the fact that 

female managers encounter larger organizational, individual and interpersonal barriers when it 

comes to advancement. Even though, mentors is often of high importance for advancement in 

organizations female managers are hindered in their effort to get mentors due to these barriers. 

Being a token woman is associated issues such as; high performance pressure, increased 

visibility, isolation, being a test person for future women and small amount of female role 

models. Interpersonal networks and relationships should provide female managers with a source 

of organizational support especially due to the absence of mentors and their difficulties of being 

a member of minority groups. Both relationships and mentors facilitate personal as well as career 

development. Research shows that women are less involved in important networks in 

organizations and these internal networks influence critical decisions such as acceptance and 

promotion. The adjustment period for female expatriates often takes a long time due to the lack 

of networks as well as the scarcity of female role models together with barriers and attitudes that 

exist (ibid).  

 

Female managers in Sweden 

Sweden is one of the countries in the world that is considered to have high equality between men 

and women. The fact is however, that the question of gender equality may have been overstated 

and over generalized. As mentioned earlier there are extremely few women holding senior 

management positions and those women obtaining these positions have found it difficult in for 

example board meetings where behaviors and structures are developed by men therefore women 

can have a hard time fitting in (Linehan & Scullion, 2001b).  

 

The question and separating facts from myths and shedding more light on the role of female 

expatriates in international management, in particular that of clarifying the issues connected to 

Swedish female expatriates have been the motives to the conduct of the present study.  
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1.3 Purpose  
In light of the above problem discussion, the purpose of this thesis is: 

 

to gain a deeper understanding of Swedish female expatriate managers’ experiences of barriers 

and issues before and during international assignments.   

 

In order to reach the purpose the following research questions are addressed:  

 

RQ1: How can the barriers experienced by female expatriates prior to international assignments 

be described?   

 

RQ2: How can the issues experienced by female expatriates during international assignments be 

described?  

 



  

6 

 

1.4 Outline of the Thesis 
This thesis consists of seven chapters which can be observed in figure 1.1 below. Chapter one 

introduces the background to subject of the thesis, followed by the problem discussion, purpose 

and research questions. Chapter two will present theories and literature relevant to this thesis. 

Thereafter, the review of literature is narrowed down into a conceptual framework in chapter 

three. Chapter four presents the methodological choices made in this study and explains how the 

research has been conducted. Then, the collected empirical data is presented in chapter five. In 

chapter six the empirical data is compared to the conceptual framework in a within-case analysis 

followed by a comparison between the cases in a cross-case analysis. Chapter seven presents the 

findings and conclusions of this study, as well as implications derived from our research.   
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2. REVIEW OF LITERATURE   
This chapter will review the literature on women in international management that are relevant 

and necessary to facilitate a comprehensive analysis and to get an understanding of the research 

questions. The chapter is divided in two sections, where theories related to each of the two 

research questions are discussed.  

 

2.1 Barriers Experienced by Female Expatriates prior to International 
Assignments  
This section will bring up literature concerning barriers experienced by female expatriates before 

international assignments. The theories that are presented are; female expatriate qualifications, 

the glass ceiling, the glass walls, the glass border, gender stereotypes, dual-career couples, myth 

one and myth two.  

 

2.1.1 Female expatriates qualifications  
In a research by Adler (1994), female expatriates are often highly educated with international 

experiences. Graduate degrees such as the MBA are most common. Women have often high 

international interests and experience prior to companies sending females on international 

assignments. Excellent social and language skills are common by female expatriates to obtain. 

Furthermore, the tendency is that companies applying transnational strategies send more women 

on assignments than those without, and international assignments are in general two and a half 

years with the range of six months to six years. Female expatriates hold all from junior to senior 

positions on the assignments, however, it is uncommon that a female expatriate holds the top 

position within a company or region (ibid). Moreover, according to Helms and Guffey (1997) 

women working in European countries do not have equal pay, status, career opportunities, and 

job status as their male colleagues.  

 

2.1.2 The glass ceiling  
Linehan et al (2001) claim that the term glass ceiling refers to the limitations women encounter 

when trying to advance to senior levels in companies. The reasons why the glass ceiling exist is 

based on men and women´s differences that rely on the perceptions that women lack correct 

attitudes, skills, behaviors and education needed for management and professional jobs as well 

as, bias stereotyping and discrimination of women as managers. Research illustrate that women 

encounter barriers to progression which are not faced by their male colleagues. During the last 

decade, the number of women in management positions has increased (ibid). According to Wirth 

(2001) women‟s share of management positions do not go beyond 20 percent, and the gender gap 

between women and men is more clear the more senior the position is. At the most powerful 

organizations around the world, merely 2-3 percent of the senior management positions are held 

by women. Even though the inequalities in management exist, an increasing number of women 

receive higher level jobs. Nonetheless, women are underrepresented in senior management. This 

indicates that discrimination is paramount where the most power is applied (ibid). Van der Boon 

(2003) states that structural and systematic discrimination in organizational policies and practices 

influences the treatment of women and can further limit their advancement. The policies and 

practices can be; the limitations of women‟s opportunities and power in companies, tokenism, 

lack of mentors and the rejection of giving women challenging assignments (ibid). Wirth (2001) 

and Linehan et al (1999b) argue that the glass ceiling might be observed at different levels  
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depending on the degree of which women progress within a company. In some companies the 

glass ceiling might be higher up in the company, right below the corporate head while in other 

companies it might be found at junior management levels or even lower. The nature of the career 

paths for women often hinders them from reaching senior management positions. Women are 

often positioned in junior management levels that are considered to be “non-strategic” such as 

human resources and administration, rather than in line and management jobs that often lead to 

senior management positions. Furthermore, women often are compounded from formal and 

informal networks that are required in order to advance within a company. Family 

responsibilities can also hinder women from reaching senior management positions as they 

struggle to satisfy the needs of both their career and family (ibid). This phenomenon is described 

in figure 2.1 below. 

 

 

 

 

     Figure 2.1 – The Glass Ceiling  

     Source: Wirth (2001) 

 

“Women are looking through the glass ceiling and are aware of what they can achieve, the only 

problem is invisible barriers that hinders them from breaking through”. 

According to Wirth (2001) during the last two decades, women have improved their educational 

qualifications and delayed their childbearing and marriage, which have created an increasing 

number of women qualified and prepared for professional and managerial jobs. Even though, 

women are interested in managerial and professional jobs and the fact that there is a shortage of 

highly qualified managers, it has not resulted in any significant increase of women obtaining 

senior management positions. It is evident that the glass ceiling continues to hinder women‟s 

advancement to senior management and management positions in sectors and areas with 

increased responsibilities and higher pay (ibid). 

 

In a survey by Linehan et al (2001a) 50 senior female expatriates were asked if they had 

experienced the glass ceiling, all of them explained that they had personally experienced it. 

Below are some statements from the female expatriates.  
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“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 for a 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 in an oil company 

 

“Certainly there are invincible barriers there today because if one looks at senior management 

one will find very few women. There is no real reason why they should not be there”. – Legal 

director in a manufacturing company (ibid)  

 

2.1.3 The glass walls  
Wirth (2001) claims that it is common that female managers are restricted to certain sectors, 

which is referred as the glass wall. Moreover, Helms and Guffey (1997) argue that it is evident 

that job segregation is based on gender and over 20 percent of the women work in the service 

sector, such as; education, healthcare, trade, and retail. Women have during the last decades 

moved into occupations that previously were male-dominated (ibid).  

 

Wirth (2001) states that in MNCs where women have been able to reach senior management 

positions, they are commonly limited to fields that are less central or strategic in a company. 

Women often experience difficulties to advance into strategic areas such as, product 

development and finance, and then up through central pathways to reach key executive positions 

in the pyramidal structures of large companies. These barriers are referred to as glass walls and 

are described in figure 2.2 (ibid).  

 
        Figure 2.2 – The Glass Walls 

          Source: Wirth (2001)  
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2.1.4 The glass border 
According to Linehan et al (1999b) and Van der Boon (2003) the term glass border refers to 

stereotypical assumptions that senior managers from the home country have about women as 

managers and their appropriateness, availability and preferences for international assignments. 

Women hold a significantly small number of all international management positions worldwide 

which implies that the glass border issue continues to be a problem for women interested in 

international assignments. Different kinds of corporate barriers exist within companies that 

contribute to the glass border issue such as recruitment and selection barriers, formal policies and 

informal processes often hinder women from reaching managerial positions. As men embrace the 

top positions within companies, they are the ones in charge of hiring, which include selecting 

managers for international assignments, and they might hinder women to advance within the 

company. Other corporate barriers include; isolation and loneliness, lack of female role models 

and work-and family conflict (ibid).  

 

Senior female expatriates that had reached senior management positions, claimed that they were 

required to be equally qualified or in some cases even more qualified, more ambitious and more 

mobile than male managers. They also suggested that in addition to these attributes, were able to 

break through the glass ceiling and then the glass border as they continually asked for the next 

career move rather than waiting to be offered one (ibid).  

2.1.5 Gender stereotypes  
Heilman (1997) and Schein (2001) have discussed gender stereotyping can be defined as a set of 

attitudes endorsed and believed to characterize a specific gender. Stereotypes are often incorrect 

or over generalized and do not apply to the individual group that is targeted. Thereby, 

stereotypes can become the basis of incorrect reasoning which might lead to biased feelings and 

actions as well as disadvantages. Gender stereotypes are persuasive and extensively shared. 

Describing a “typical man” or a “typical woman” is considered to be easily done and there are 

common agreements of the different characteristics that describe men and women. The 

description of men and women tend differ significantly, and the genders are often described as 

total opposites. For example, while men are described as strong and active, women are described 

as weak and passive.  Moreover, men are thought to be decisive, independent, rational, objective 

and self-confident, whereas women are considered to be, indecisive, dependent, emotional, non-

objective and insecure. Women are also described as, warm and expressive, tender, 

understanding, and concerned with others while men are described as the opposite (ibid). 

  

Many assumptions regarding differences between men and women‟s work related skills and 

attributes also exist. For example, men are commonly considered to perform a better job as 

managers than women as they are considered to be task-focused rather than interpersonally 

focused. However, research indicates that there is no systematic difference between men and 

women managers‟ abilities, attitudes and behaviours. Nonetheless, gender stereotypes are 

considered to be the main reason for why women‟s career advancement is limited. A constant 

stereotype is that management is associated with being male. The phenomenon, “think manager 

– think male” is a commonly held belief among many managers and the characteristics 

connected to managerial success is often associated to be held by men. This kind of stereotyping 

could foster bias against women in management and research has continuously signified that 
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gender discrimination occurs in employee selection processes such as; when the job is 

considered to be male specific and masculine, women with equal skills as their male colleagues 

have been reviewed as less qualified, and thereby have experienced less chance to get hired, and 

if they were hired their compensation was lower than their male colleagues. Gender 

discrimination has also been identified in decisions about salary increase, promotions, training 

opportunities and employee utilization (ibid).  

 

2.1.6 Dual-career couples 
Linehan and Walsh (2001) and Linehan and Scullion (2004) have conducted a survey of vice 

presidents and managers from 60 MNCs which demonstrated that over 50 percent hesitated to 

send women on international assignments; the reason was that their commitment to husbands and 

children limits their mobility. Dual-career couples encounter different issues, for example, based 

on host country visa law, the couple‟s marital status and the trailing spouse‟s career. 

Furthermore, it is considered that women face more difficulties when it is the male partner that 

puts his career on hold, as it is the norm that females‟ careers do not have the priority. The 

managers participating in the survey stated: 

 

“I believe that it is extra difficult having a male trailing spouse because it is more unusual, and 

the pressure is really on him to a large extent” – Counsellor in a Government Department 

 

“In Germany it is very, very unusual if the husband’s career takes second place. It is not the 

normal way” – Bank Manager  

 

It is also more likely that female managers in dual-career relationships have a partner with 

professional careers, than it is for men. This can create difficulties as companies normally do not 

facilitate the career of a partner. One female expatriate claimed:  

 

“Obviously, it is more difficult for women to move if they are part of a dual-career couple. There 

would be difficulties in working out an agreement between the couple, and this is a major factor 

preventing women from taking international assignments. No company is going to accept 

responsibility for two people and it is a very rare occasion when the second person can find a 

job. There might be problems with work visas for the second person also” – Chief Executive for 

an Insurance Company   

 

In an interview of 31 married female expatriates approximately 50 percent stated that they 

believed that the progression to the top of their careers was possible as their spouses accepted put 

their careers‟ in second place.  They also explained that they were lucky and unusual in the sense 

that their careers took priority over their partners‟, and that this definitely contributed to their 

career success. One of the female expatriates said:  

 

“My husband and I made a conscious decision to allow my career to have priority and that was 

also a difficult position to reach, because my husband’s career had to take second place. I think 

that is another reason why many women do not take international career moves, because their 

husbands’ careers have to take second place, and especially if couples are planning on having 
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children it puts the female in an awkward position” – Female expatriate manager for a Freight 

Carrier Company  

 

In the same study, 11 of the 31 interview female expatriates stated that their careers were 

considered equal to their partners, and therefore three couples had commuter marriages, meeting 

only at weekends in order to avoid sacrificing their careers. Dual-career problems often are left 

to the couples themselves to resolve, without any help from their companies. This is considered 

to be one of the main reasons for why such a small amount of expatriates are women, as it 

involves additional difficulties to have a male trailing spouse. (ibid)   

 

2.1.7 The three myths  
Adler (1994) states that due to the historical scarcity of female managers globally, companies 

have question whether women effectively can complete assignments abroad. The shortage of 

women in domestic management has created a basis for foreseeing the lack of female 

expatriates‟ success.  Research indicates that assumptions that executives and managers have 

regarding the treatment female expatriates will face from foreigners, is based on the belief that 

foreigners will treat female expatriates in the same way they treat their own local women. 

However, these assumptions have been proved to be false. As these assumptions do not reflect 

the reality, executives will make decisions that are neither equitable nor effective. In order to 

explain the reason for the low number of females obtaining international management positions, 

three myths have been formulated regarding women in international management (ibid).  

 

[1.] Women are not interested in international assignments  

[2.] Companies do not want to send women on international assignments 

[3.] Women will be ineffective as a result of foreigners prejudice against them  

Myth one: Women are not interested in international assignments  
According to Adler (1994) this myth brings up the issue whether women are less interested than 

their male counterparts in taking on an international career. Studies conducted in top 

management school in Canada, Europe and the United States revealed that there exists no 

difference at all regarding the interest of pursuing international careers between male and female 

Master of Business Administration (MBAs) students. The studies also revealed that 80 percent of 

the studied female and males would like to have an international assignment sometime during 

their career. Moreover, male as well as female MBAs agreed that companies offer fewer 

opportunities to female and even fewer when it comes to international careers in comparison to 

domestic careers. Decades ago there might have been a difference in the interest for international 

assignment between the genders, but it is clear to see that an equal interest exist today. The 

assumption of women not being interested in becoming international managers is only a myth 

and nothing else (ibid). 

 

Janssens et al (2006) continue to argue that women often exclude themselves from international 

assignments as they many times are passive, support traditional role models and obtain a low 

self-confidence. Recent studies have begun to put feminine characteristics in a more positive 

light, and that the female skills can contribute to a female‟s success. For example, female‟s 
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attention to the personal side of business and their skills in interpersonal relationships actually 

creates an advantage over male expatriates (ibid).  

 

Myth two: Companies do not want to send women on international assignments 
Adler (1994) claims as women are interested in international assignments the issue of companies 

hindering women to obtain assignments abroad has to be analyzed. In order to find out myth 

number two is true, human resource managers and vice presidents were participating in survey 

from 60 North American MNCs. The study revealed that over 50 percent of the MNCs hesitated 

to send women on international assignments. Almost all of the MNCs reported that they were 

more reluctant to select women for assignments abroad than for domestic management positions. 

The reason for this hesitation was in a third of the interviewed MNCs opinion that foreigners 

prejudice towards women contribute to the difficulty for female expatriates to complete an 

assignment. 70 percent also thought that issues with dual-career were impossible to overcome. 

Additionally, some executives of human resources were concerned of the physical safety, the 

loneliness and isolation could encounter, as well as, hazards of traveling as a single woman. 

Many female expatriates that succeeded in their international assignments experienced corporate 

resistance before being sent. It is also important to point out that studied women only were 

offered a position abroad when all male candidates had turned down the offering (ibid).  

 

According to Janssens et al (2006) women often are located in low position in company 

hierarchies and therefore it is most likely that they would have male superiors judging them if 

they are suitable for a international assignment or not. The high status and authority in having an 

expatriate assignment might further hamper women in getting an assignment, as they have to 

overcome the barriers to climb an organizational ladder as well as the ones regarding an 

international assignment (ibid). In the study of Adler (1994) examples of one female expatriate 

in Japan and one female expatriate in Japan and Korea expressed it as followed:  

 

      - “They never would have considered me. But then the financial manager in Tokyo had a  

 heart attack, and they had to send someone. So they sent me, one a month’s notice, as a 

 temporary until they could find a man to fill the permanent position. It worked out, and I         

 stayed”.  

 

 - “Everyone was more or less curious if it would work. My American boss tried to advice  

me: don’t be upset if it’s difficult in Japan and Korea. The American male manager in 

Tokyo was also hesitant. Finally the Chinese boss in Hong Kong said: we have to try! 

Then they sent me.   

 

These findings derive from 100 top line managers from companies in the Fortune 500, and the 

majority of all managers agreed upon the fact that women face resistance when seeking 

international management positions. Furthermore, in approximately 80 percent of all managers‟ 

opinion women will face disadvantages when sent abroad. This myth is actually true, companies 

are hesitant and in many cases resistant to send female managers on international assignments 

(ibid).    
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2.2 Issues Experienced by Female Expatriates during International 
Assignments  
This section will present literature regarding issues experienced by female expatriates during 

international assignments. The theories are: myth three, the gaijin syndrome, length of 

assignment, lifestyle options, gender cultures, mentoring, tokenism, networking and adjustment.   

2.2.1 Myth three: Women will be ineffective as a result of foreigners prejudice 
against them  
Adler (1994) states that the issue of foreigners‟ prejudice against women can be one of the 

reasons why women have difficulties in succeeding on assignments abroad. Some thoughts 

regarding prejudice are whether it is fair against women and effective for companies, and if the 

handling of local females is the best forecast in determining a female success on an international 

assignment. One fundamental issue impacting prejudice against women is the historical 

discrimination that still exist (ibid).  

 

Janssens et al (2006) state that in some cultures women do not have the same status as men and 

in an hostile environment, could render female expatriates to be ineffective. Even though this 

myth is often applied by managers as the main reason for not sending women on international 

assignments, research have founded that this myth is not founded (ibid). Moreover, over 100 

female managers were participating in a survey by Adler (1994) and 97 percent of them were 

successful on their international assignments and it is significantly higher than their male 

colleagues. Most of the companies have continued to send women on international assignments 

due to women‟s previous success. Given this third myth, females would have difficulties in their 

international assignments. However, this is not the case in reality, approximately 50 percent of 

all studied female expatriates actually felt it to be an advantage rather than a disadvantage to be a 

women in foreign countries, 22 percent did not consider it to be an advantage or disadvantage 

and only 20 percent found it to be negative to be a woman. The females reported claimed several 

advantages of being female and being highly visible is a great advantage. Clients in host 

countries were curious about them, wanted to meet them and remembered them after their first 

gathering.  The female expatriates also found it to be easier for them than their male equals to 

come in contact and get foreign attention and time. A female expatriate in Japan expressed an 

advantage she obtained as:   

 

- “It’s the visibility as an expat, and even more as a woman. I stick in their minds. I know I’ve 

obtained more business than my two male colleagues… my clients are extra interested in 

me”(Adler, 1994) 

 

Female expatriates also discovered that their interpersonal skills were an advantage. The 

foreigners could have a more comfortable conversation about a wider range of topics than with 

their male counterparts. A high status was not denied to because they were women, and they 

even sometimes received special treatment that male expatriates do not get. Being a woman 

seems not to be a reason for failing as a manager. Additionally, most women also experience the 

“halo effect”. The largest part of the female‟s foreign clients had never worked with a woman 

manager before, and they were also aware of the uncommonness of Western companies to send a 

female on assignments. Hence, the foreigners understood that the female sent abroad were the 
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best and had high demands on them. A female expatriate in Indonesia claimed the advantage of 

being a woman as the following:  

 

- “It‟s easier being a woman here than in any place in the world, including New York City… I 

never get the comments I got in New York, like “What is a nice woman like you doing in this 

job?” 

 

Some female expatriates found no impact on being a woman whatsoever. Some respect 

professionalism, thereby no issues exist.  Moreover, disadvantages of being a female also 

occurred to some. It mainly influenced the relationship with their home companies, and not with 

their clients or colleagues abroad. An issue hindering women is when some companies only 

allow women to conduct assignments internally, and not externally involving clients, due to 

companies thoughts of foreigners prejudice of women. However, the fact is that the females 

faced more prejudice internally in a company than externally and faced more issues with their 

own organization than from clients externally. Female expatriates stated the following examples:  

 

- “It was somewhat difficult internally. They feel threatened, hesitant to do what I say, resentful. 

They assume I don’t have the credibility a man would have. Perhaps it’s harder internally than 

externally, because client relationships are one-on-one and internally it’s more of a group; 

perhaps it’s harder because they have to live with it longer internally; or perhaps it’s because 

they fear that I’m setting a precedent or because they fear criticism from their peers.”  

 

- “It took extra time to establish credibility with the Japanese or 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.” (ibid) 

 

The gaijin syndrome  
According to Enderwick, Chen and Dunning (1993), foreigners are seen as foreigners, and it is 

no difference between women and men. A foreign woman (gaijin) is not expected to act like the 

locals. In other words, rules limiting local women of their right of entry to managerial and 

management responsibilities do not apply to foreign women. Even though women are considered 

the “culture bearers” in all societies, foreign women are not estimated to assume the cultural 

rules that societies have in general reserved for the local women. An example from a female 

expatriate in Japan is stated below: 

 

- “The Japanese are very smart: they can tell that I am not Japanese, and they do not 

expect me   to act as a Japanese woman. They will allow and condone behavior in foreign 

women that would be absolutely unacceptable in their own women”.  

 

It appears that many have confused the noun, women, and the adjective, foreign in predicting 

foreigners to women. The success of a female expatriate are often based on the success of local 

women, however, the best predictor for any expatriate is to look at previous expatriate success in 

a particular country, and not whether the expatriate is a man or women. Local managers perceive 

women just as a foreigner who occurs to be a woman, and not a woman who occur to be a 

foreigner. This difference is vital. Due to the uncertainties in sending women around the world, 
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the assumptions regarding salience of gender, nationality have caused many managers to conduct 

false predictions about female‟s potential to succeed as managers abroad (ibid).  

 

2.2.3 Length of assignment  
According to Adler (1994) one issue that sometimes affected the women was the limitation of 

their assignments. When a company lacks trust of the capability if a woman to succeed in an 

international assignment, by offering a temporary assignment, it could affect the clients in the 

way that a women is for example not as committed as males. It reflects like a mirror and clients 

could have difficulties in taking women seriously. Several expatriates claimed that their 

temporary assignment was creating issues because a permanent position indicates trust. 

 

Most women have the same capacity as their male colleagues and the hesitation of some 

companies were demonstrating by offering temporary or travel assignments to women instead of 

permanent expatriate positions. For instance, a female expatriate in Hong Kong revealed:  

 

- “After offering me the job, they hesitated: Could a women work with the Chinese? So 

my job was defined as temporary, a one-year position to train a Chinese man to replace 

me. I succeeded and became permanent” (ibid).  

 

2.2.4 Lifestyle options  
According to Linehan et al (2001a), female expatriates also have to carry out some lifestyle 

choices that are more difficult than for women in domestic management. Some of these lifestyle 

options are:  

 

 whether or when to have children 

 decisions regarding the importance of a career in comparison to other fields of life  

 whether or when to get in a marriage  

 planning for childcare and housework 

 taking care of relationships with friends, relatives and spouses  

 managing with requirements from different life roles  

 

Taking care of the relationship with spouses is one of the most difficult lifestyle options to 

manage. In the case of female expatriates, their male partner often becomes an accompanying 

spouse, which in turn could create some life quality issues and a commuter marriage is common.  

However, studies indicate that women managers are less likely to get married than their male 

colleagues, signifying that females who strongly commit to careers in management decides to not 

commit to partners nor have children. Balancing family and work life for women is difficult, 

especially for those with a senior management position. Women have to sacrifice more of their 

life to family issues than man and having a child do not automatically mean that the life change 

for a man, but for a woman it often changes dramatically. Moreover, women have to sacrifice 

more due to the fact that careers were originally developed to suit men whose partner raised their 

children. Female managers are several times affected by additional stress due to the little support 

from their partners, and it is not uncommon with divorces solely because the difficultness for 

some males to cope with their female partners success. In general, female expatriates have to 

choose between career and family (ibid).  
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2.2.5 Gender cultures  
Davidson et al (1994) state that studies of the labor market indicate that women lack status and 

are isolated at work. Moreover, because of their gender, women are also subject to a more 

personal treatment. Women and men‟s attitudes towards each other and interpersonal relations 

between the two constitute a gender culture that is specific to each work environment. Research 

illustrates that women strategically operate, to combat resistance to them as women. Thereby, 

women have to manage gender as well as do their job at the same time. It appears that women 

are more aware of gender culture in work environments, as they are more aware of the existence 

of gender cultures at work then men are, as they are more affected of it, for example, it restricts 

their behaviour and expression. Gender cultures appear to reflect two diverse attitudes to women 

and men‟s similarities and differences. Traditional cultures observed in, the “Gentleman‟s Club”, 

the “Locker Room” and the “Barack Yard”, reflects the belief that men and women are different 

and have different roles. More modern cultures recovered in, the “Gender Blind” and the “Smart 

Macho”, indentifies how dynamics of gender relations persist even when participants state that 

men and women are equal and that no differences in their capabilities exist. Several myths of 

women exists about for example, women‟s emotions, competences and desires which are further 

compounded by strong beliefs that women and men are so considerably different that it is 

impossible for members of opposite gender to understand and emphasize with each other. The 

most comfortable culture that confines women to this separate sphere is called the “Gentleman‟s 

Club (ibid).  

 

The gentleman’s club  
According to Davidson et al (1994) the “Gentleman‟s Club” reinforce the perception that women 

have the role as mothers and homemakers and men have the role as breadwinner and that these 

roles are natural and preordained. This culture affects managers in selection processes, and also 

women in their choices of about hours of work, promotion and care of their children.  

 

The “Gentleman‟s Club” is described as polite and civilized, and women are maintained in 

established roles by male managers who are courageous and humane. In gentlemanly cultures 

men are not hostile to women who conform. Women are valued in the jobs they perform, but 

they are not allowed to break any barriers or eliminate from traditional women‟s work.  In these 

cultures women are expected to be caring and moral, and if they behave properly they would be 

treated with warmth and concern. Women are not allowed to challenge common practises and 

they are supposed to serve and not to direct. If a woman would be to demanding, to assertive or 

starting to demand change and promotion that woman would be treated as an outsider and men 

and women within the organization might become antagonistic towards that individual. Women 

that are well-settled in the “Gentleman‟s‟ Club” often is antagonistic to women that strives for a 

promotion or gets a management position.  If a woman reaches for example, a senior 

management position she is required to watch her back as gossip about her personal life and her 

competences will most definitely occur. Being a female senior manager in a “Gentleman‟s Club” 

is certainly not easy, as they will be exposed to backlash from both threatened men and 

aggrieved women (ibid).  
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The barrack yard 
Davidson et al (1994) state that “Barrack Yard” cultures often associated with the military as it is 

an appreciably hierarchical and authoritarian culture where series of command exist from top to 

bottom of the company.  The “Barrack Yard” can also be described as a bullying culture, where 

subordinates commonly are shouted at and hardly ever listened to. Juniors in this culture are 

either, a woman, a manual worker or an individual from an ethnic minority, of which managers 

are extremely disrespectful towards. An individual working in Barrack Yard cultures stated: 

 

“It’s not just the women that are scared of him, so are some of the managers – but he blocks 

women and says things like no women will work above scale 5 in this department” – Finance 

administration worker 

 

In “Barrack Yard” cultures people are consider to be either top or base candidates or training and 

development is ignored. Thereby, individuals in part-time and junior positions have a hard time 

to progress. As women within this culture seldom have senior positions interests and statements 

from them are ignored (ibid).     

 

The locker room 
According to Davidson et al (1994) the “Locker Room” is an exclusive culture where 

relationships among men are built on the foundation of common agreements, common 

assumptions and frequent talk about sport. It is also usual that men within this culture make 

sexual references in order to substantiate their heterosexuality. It is difficult for women to enter 

this group, one woman stated:  

 

“It is more difficult for women to join the club: I would learn about the sport and talk about it, 

then they would change the subject – they didn’t want me, a woman, in the group” – Chief 

Officer    

 

Not only women in junior positions are affected by a “Locker Room” culture, women with 

power are also affected as they gets isolated as they are forced to listen to endless references to 

sport and sex in formal as well as informal situations. Another form of masculine domination 

that occurs in this culture is body language. Men could for example, use body language to draw 

attention away from other individuals and try to draw attention to their own bodies. This type of 

behavior could for example, be observed in a meeting where a male lean backwards on a chair, 

rocking back and forward with an aim to draw attention to the body and away from other 

individuals in the room. Research indicates, that a small number of women managers have 

developed tactics to match this behaviour. One woman declared: 

 

“I spray myself with perfumes, in meetings and wear low cut dresses and generally flaunt 

myself” 

 

However, the majority of women consider this type of body language to be too challenging, 

threatening or too unimportant to imitate (ibid). 
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The gender blind  
Davidson et al (1994) claim that “Gender Blind” cultures perceive no difference between men 

and women and they also pretend that the genders, live the same lives and have the same 

experiences. However, this does not reflect the reality and “Gender Blind” cultures continuously 

ignore that fact. For “Gender Blind” cultures it is important to not discriminate, but the problem 

is that they deny the reality and the differences that actually exist between men and women. For 

example, if a company could organize 24-hour shifts to its employees, without any concern to 

women it would probably create many problems. Women would for example, be more concerned 

with working late than men. By ignoring the reality, women are encouraged to aim for a “super 

woman status”, to be the perfect mother and in the same time a model manager, without any 

flexibility and support from the company. This type of attitude, can limit women from applying 

for senior positions (ibid).  

 

The smart macho 
Davidson et al (1994) argue that managers in “Smart Macho” cultures strive hard to reach 

performance and budget targets and are driven by intense competitiveness. Discrimination occurs 

against individuals that cannot keep up their work and against those that challenge economic 

criteria. Individuals that is not effective enough are often sacked, demoted or passed over. If an 

employee works hard, fast and can focus on narrow targets, the gender is insignificant. This 

culture does not seem to be a gender culture and women managers often are as ruthless as male 

managers. However, women are commonly affected as they have caring responsibilities. 

Research indicates that women are responsible for over 75 percent of household work, they also 

have most responsibly for the children.  One woman describing a “Smart Macho” culture said:   

 

“The trouble is we got a new dynamic woman unit manager and she sacked all the men in 

cardigans. Now we’ve got young macho managers with Gucci shoes and Armani clothes, who 

are much worse. They never listen, they rush about competing with each other over performance 

targets – and seem to care little about the service” – Woman manager (ibid) 

2.2.6 Mentoring, tokenism and networking 
According to Linehan (2000) women in management are often exposed for covert barriers, such 

as being member of a minority groups in companies (tokenism), lack of mentors, and lack of 

networking which in turn hinder women in reaching top management positions (ibid). Linehan 

and Walsh (2001) claims that when women fail to spot these organizational sources of support, 

they can miss out on international assignments.  

 

Mentoring 
Linehan (2000) argues that mentoring relationships is important for both genders; however, it is 

essential for women because of the greater interpersonal, individual and organizational barriers 

they face. Even though mentors are essential for progression in management, females can be 

further hampered in their attempts due to the organizational and interpersonal barriers (ibid). 

Ehrich (1994) states that mentors provide important information and sponsorship to men and 

women. In general, the mentoring process has been a selection process, which is not likewise 

accessible for all managers who require a mentor relationship. In history, males dominate as 
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mentors and tend to choose male protégés for sponsorship. Mentors apply their power, 

(knowledge, reputation or political) in order to support protégés in their career.   

 

Having a mentor provides several opportunities for protégés to obtain professional skills and 

other skills vital for their profession, whether it is in management, administration or in other 

fields. A mentor relationship can be divided into two separate parts; the first part is sponsorship 

involving coaching and visibility, and the second part is psychological functions such as 

feedback, advice and encouragement. Moreover, studies indicate visibly that females in all fields 

such as in management, education and in academics still experience a lack of opportunities of 

gaining mentors. The development of mentor relationships has also been hindered due to the fact 

when women are excluded from networks and tokenism. The lack of females obtaining 

mentoring relationships could also be for the reason that the majority of the managers in 

positions to mentor others, are likely to choose males to mentor instead of females due to the 

“sexual risks” that are assumed to be linked with cross-sex mentoring. Studies also indicate that 

male managers are more comfortable to share information with other males rather that with 

females (ibid).  

 

Linehan et al (2001a) argue that mentoring relationships is not solely an important role in the 

career success of female expatriate managers; mentors also play a special role in improving the 

value of organizational life for female managers. Studies indicate that female‟s without a mentor 

would have get an advantage from that relationship, particularly in the beginning of their careers. 

The gender of the mentor does not matter, and for example with a mentor, local issues, 

management of basic things could have been solved more easily.  Females with a male mentor 

highlighted the absence of female mentors, which reflected the scarcity of women in general and 

senior management positions, which otherwise most probably would have been their mentors. 

Successful female managers often report that their mentor (male) have been an important part 

influencing their careers. Due to the absence of females in senior management positions, females 

who have been given a mentor are often mentored by a man. Having a mentoring relationship in 

international business seems to me more important than in domestic management. Female 

managers during international assignments believed that mentors provided them, with contact 

and support from their home-organizations which in turn facilitated the re-entry as well as their 

self-confidence. Research also reveals that everyone needs a mentor, and the advantages of 

having a mentoring relationship do not solely affect managers in the beginning of their careers, it 

also increased job pleasure, increased peer recognition and possible career advancement (ibid).  

 
Tokenism  
Linehan et al (2001) claim that token senior female manager in organizations can be exposed to 

additional burdens and stresses. An increased visibility can lead to a loss of privacy which will 

add extra stresses and strains to female expatriates. Female managers working in male-

dominated organizations highlighted the disadvantages associated with their high visibility when 

being a woman. These disadvantages involved highlighting of their mistakes and associating 

these mistakes with their role as a woman, as well as obtaining attentions due to their gender 

characteristics. Therefore, a female often has to work harder in order to be taken seriously. 

Additionally, being a token woman in a foreign country than in a domestic market also increased 

the feeling of isolation and tokenism. The feelings of isolation were compounded by culture, 
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language and gender barriers, and without any social support during an international assignment 

a token women is likely to be hindered in her career progress. Studies indicate that issues 

concerning tokenism, isolation and exclusion are often connected with female managers and not 

with their male counterparts. One female vice president and controller stated the following:  

 

- “I am constantly aware that I am a woman in a man’s world, and that there are barriers 

that need to be overcome. I find that I have to prove myself more than a man would have 

to. This is because I am very visible and also because of the impression that I am very 

young. I get the impression that the company believes that it took a risk in taking me, 

because of gender and age.” (ibid) 

 

Tung (2004) claims that prolonged isolation can affect an individual‟s behavior which could be 

dysfunctional, including false assumptions and decisions, emotional problems which can lead to 

failure abroad. Women tend to be better with coping with isolation abroad than men. As women 

still is in minority in management and other professional positions in their home-organizations, 

they have had experience in being excluded from existing networks. Consequently, women have 

become more skillful at surviving and, perhaps even successful, under difficult condition such as 

loneliness and isolation. Women also tend to communicate with their friends and family at home 

in order to cope with isolation abroad (ibid). According to Davidson et al (1994) token women 

and other minorities experience issues concerning exclusion due to their limited access to 

informal interaction networks. Exclusion from networks can also perpetuate male traditions, 

customs and pessimistic attitudes to women. However, female networks are created which in 

turn help women coping with exclusion and isolation (ibid).  

 

Networking  
According to Ehrich (1994) networking is a valuable process which assists women who are 

aiming to advance in their career. Belonging to a network can facilitate its associates to become 

more visible in its profession, as well as provide confidence to a member of a network that might 

is important for nominations for promotion. Networks supply their members with information 

and support and three different networks have been identified; formal, informal and community 

based. Formal networks are those where its members pay fees, obtain newsletters and regularly 

engage in activities. Informal networks are often those which like-minded individuals discuss 

issues and sometimes work-related matters. Finally, community networks are socially based 

clubs. Networks that males are involved in are often more powerful than in those females belong 

in. Moreover, males apply their networks more successfully as they promote their business and 

themselves more than women do in their networks. Women tend to have strong elements in their 

networks with warm relationships while men are more functional. Females do not solely join less 

powerful organizations; they also approach networking differently (ibid).   

 

2.2.7 Adjustment 
According to Selmer and Leung (2003) international experience should be a requirement in order 

to advance into higher management positions in global firms, and those with experiences from 

expatriate careers should become the leaders of all globalization efforts. However, the 

acquisition of such valuable competence can depend on how well the expatriate are adjusted to a 

foreign culture (ibid). Suutari and Brewster (1998) states that adjustment is conceptualized as 
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“the degree of a person’s psychological comfort with various aspects of a host country” (ibid). 

Moreover, Selmer et al (2003) state that literature regarding international adjustment suggests a 

distinction between sociocultural and psychological adjustment. Sociocultural adjustment deals 

with the ability to fit in or negotiate in host- cultures, as measured by the quantity of 

management complexity on daily basis in host-cultures. Psychological adjustment refers to the 

mood or well-being states, for example tension, depression or exhaustion. It is based on cultural 

learning theory which underlines social behavior and skills underlying attitudinal issues. 

Previously, international adjustment was considered as a unitary occurrence; nonetheless, 

nowadays it is revealed that it should be treated as a multidimensional concept. A distinction 

between three dimensions has been conducted: 

 

     [1.] Adjustment to the daily non-work environment 

 

     [2.] Adjustment to interacting with locals outside work  

 

     [3.] Adjustment to your job  

 

The three dimensions regard the sociocultural aspects of international adjustment. Changes in 

behavior of sociocultural adjustment could be dictated by a number of environmental 

circumstances while attitudinal changes of psychological adjustment would be more deliberate 

and not determined by nearby conditions. Psychological adjustment cannot directly be observed 

by others, but expatriates are many times forced to take on new behavioral patterns in order to fit 

in at host-countries. Additionally, knowledge of new cultural and social skills is may be required, 

but it is no high demand to change deeply held values (ibid). Mendenhall and Oddou (1985) 

claim that some countries are more difficult to adapt to than others. Expatriates stated high 

dissatisfaction in India, Pakistan, North and East Africa and in the Middle East concerning fields 

of job satisfaction, heath care, housing, food and skills of the employees. Cultural barriers in for 

example the Middle East and Japan were also revealed to be higher than in other regions in the 

world. In some cultures it is extra difficult for women to adapt due to the male- dominated value 

systems in those countries (ibid). Selmer et al (2003) found that studies on expatriates‟ 

experiences from assignments abroad revealed 10 important issues to be aware of: 

 

1. Try to integrate yourself into the local community as soon as possible 

2. Ensure that your family is motivated and prepared during the whole assignment 

3. Gain learning of the country and its history and culture before leaving 

4. Be optimistic and open-minded, not critical or distrustful  

5. Learn the local language as soon as possible 

6. Clarify job description details, in order to know what is expected  

7. Clarify contract details, in order to be aware of benefits and costs 

8. Visit the country before leaving on the assignment 

9. Get in touch with expatriates that have been there before 

10. Be sure to obtain the professional skills that are required for the assignment 
 



CHAPTER THREE 

23 

 

3. CONCEPTUAL FRAMEWORK  
This chapter will present a conceptualization of the relevant theories in relation to the purpose 

and research questions. The selected theories will serve as the foundation for the data collection 

as well as for the data analysis.  

 

According to Miles and Huberman (1994) a conceptual framework explains either graphically or 

in a narrative form, the main things to be studied. The conceptualization should preferably be 

based on some stated research questions (ibid). Having reviewed the literature within the field of 

the study, theories are conceptualized to explain the main dimensions, factors or variables of 

research questions that will be studied.    

3.1 Research Question 1: Barriers experienced by MNC female expatriates 
prior to international assignments 
Female expatriates commonly have a high education with international experiences as well as 

excellent social and language skills. This theory by Adler (1994) has been included in the 

conceptual framework in order to investigate what qualification a women have to receive an 

international assignment.  

 

Wirth (2001) have found that the nature of women‟s career path often hinders them from 

reaching senior positions. This is supported by the glass ceiling theory by Van der Boon (2003), 

Wirth (2001) and Linehan and Walsh (1999b) which implies that women encounter limitations 

when trying to advance to senior levels in companies. In order to investigate how and if the glass 

ceiling affect female expatriates it has been added to the conceptual framework.  

 

Helms and Guffey (1997) state that women tend to be restricted into certain sectors. This is also 

supported by the glass wall theory by Wirth (2001) which indicates that women commonly are 

limited to fields that are less central and strategic in a company. This theory has been included in 

the conceptual framework in order to investigate if this contributes to women‟s difficulties in 

reaching top- management positions and obtaining international assignments.    

 

The glass border implies that women need to be equally or more qualified than men in order to 

reach the same position. This theory by Linehan and Walsh (1999b) and Van der Boon (2003) 

have been added to the conceptual framework to investigate in what sense the glass border issue 

act as a barrier for receiving international assignments for women.  

 

The theory of gender stereotypes by Heilman (1997) and Schein (2001) declare that a constant 

stereotype is that management is associated with being male and the phenomenon, “think 

manager – think male” is widely held by many managers. This kind of stereotyping can create 

bias against women, and is considered to be one barrier for women‟s career advancement and is 

therefore added to the conceptual framework.  

 

Dual-career couples encounter different issues and it is considered that women face more 

difficulties when it is the male partner that puts his career on hold, as it is the norm that females‟ 

careers do not have the priority. It is also more likely that female managers in dual-career 
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relationships have a partner with professional careers, than it is for men. The dual-career theory 

by Linehan and Walsh (2001) and Linehan and Scullion (2004) have been added to the 

conceptual framework in order to investigate if dual-career issues hinder women from obtaining 

international assignments.  

 

Adler (1994) has formulated myths in order to explain the reason for the low number of females 

obtaining international assignments. The first myth concerns that women are not interested in 

becoming international managers. Research indicates that women are as interested in 

international assignments as men. The second myth signifies that companies do not want to send 

women on international assignments and research indicates that companies are hesitant to and in 

many times even resistant to send female managers on international assignments. These myths 

has been added to the conceptual framework in order to investigate how and if these myth affects 

women‟s possibilities to obtain international assignments. 

 

The following concepts connected to the first research question will be looked at and compared 

to collected data.  

 

Female expatriates qualifications  

- Female expatriates commonly holds qualifications such as high- education, social and language 

skills and high international interests (Adler, 1994).  

 

The glass ceiling 

- The glass ceiling hinder women from advancing to top management and management positions. 

(Van der Boon, 2003; Wirth, 2001; Linehan and Walsh, 1999b). 

 

The Glass Walls 

- The glass wall indicates that women tend to be restricted to certain sectors and have difficulties 

to advance into strategic positions (Wirth, 2001; Helms & Guffey, 1997). 

       

The glass border  

- The glass border reveals that women need to be equally or more qualified than men in order to 

reach the same position (Linehan & Walsh, 1999b; Van der Boon, 2003). 

 

Gender stereotypes  

- Gender stereotypes can affect women‟s probability for career advancement as stereotypes 

regarding men and women‟s work related skills and attributes exist. Men are commonly 

considered to perform a better job as managers than women and management is often associated 

with being male (Heilman, 1997; Schein, 2001).  

 

Dual-career 

- Dual-career couples encounter different issues and it is considered that women face more 

difficulties when it is the male partner that puts his career on hold, as it is the norm that females‟ 

careers do not have the priority (Linehan & Walsh, 2001; Linehan & Scullion, 2004). 
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Myth one – Women are not interested in international assignments 

- It is assumed that women are not interested in international assignments; however, research 

indicates that there is no difference in the interest for international assignments between men and 

women (Adler, 1994).  

 

Myth two – Companies do not want to send women on international assignments 

- Research indicates that companies are reluctant to send women on international assignments 

(Adler, 1994). 

3.2 Research Question 2: Issues experienced by female expatriates during 
international assignments 
It is estimated that prejudice towards women in foreign environments can create issues and 

hinder them during their international assignment. However, research by Adler (1994) and 

Janssen, et al (2006) indicate that there exist no prejudice against women during international 

assignments and have claimed this to be a myth. Concepts of being a women in a foreign 

environment by these authors are applied in order to find out if prejudices against women in a 

foreign environment still exist or if it the opposite.  

 

The gaijin syndrome is a theory indicating that women are treated as a foreign and the success of 

an assignment do not matter if you are a women or a man. Concepts of the gaijin syndrome by 

Enderwich, Chen and Dunning (1993) is added to the conceptual framework to find out whether 

this is true or if women have more difficulties because of their gender in their international 

assignments.  

  

The theory by Adler (1994) suggests that women encounter issues due to time limitations of their 

international assignments such as a temporary assignment, which could result in a lack of trust 

and therefore the international assignment may fail to succeed. This theory has been added to the 

conceptual framework in order to investigate if the length of the assignment affects female 

expatriates.  

 

Female expatriates have to carry out some lifestyle options in order to manage their assignment 

abroad. These lifestyle options are also more difficult for women in international management 

than those in the domestic management. Balancing work and family life for women is difficult 

and they have to sacrifice more than men. Therefore, concepts by Linehan and Scullion (2001a) 

have been included in order to find out whether this is an issue for women during their 

international assignment, and how lifestyle options affects them.  

 

Gender cultures exist in companies around the world and affect women in different ways. There 

exist two different cultures; the traditional where men and women are unequal and the modern 

cultures where the genders are equal. Concepts by Davidson and Burke (1994) are applied in 

order to find out how this gender cultures affect women in their international assignment.  

 

Mentoring is important and provides sponsorship and psychological functions in order to assist 

an individual in its career. However, women are often lacking a mentor and this is a disadvantage 
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in their careers. Concepts by Ehrich (1994) and Linehan (2000) are added in the conceptual 

framework to investigate how this has affected female expatriates.  

Tokenism occurs when a woman is a minority in male-dominated organizations and experience 

issues such as high visibility, isolation and exclusion. Concepts regarding these issues by 

Linehan and Walsh (2001), Tung (2004) and Davidson and Burke (1994) have been added in this 

conceptual framework.  

 

Networks are also an important part in a career, and women are often excluded from networks as 

they tend to be male dominated. In order to find out how this affects women during their 

international assignments a concept by Ehrich (1994) have been added into the conceptual 

framework.  

 

Adjustment from women in a foreign environment could be extra difficult due to the male-

dominated values. It is important adjusting to three different dimensions; to the daily non-work 

environment, interacting with locals outside work, and the job. Concepts regarding issues 

affecting adjustment and how it affects them during their international assignment by Selmer and 

Leung (2003) and Mendenhall and Odduo (1985) are added into the conceptual framework to 

find out how this affect women in their international assignments.  

 

The following concepts connected to the second research question will be looked at and 

compared to collected data:  

 

Myth three- Women will be ineffective as a result of foreigners prejudice against them 

- It is assumed that women face prejudices abroad when going on an assignment. However, 

recent studies reveal that this is not the truth and women most time actually have an advantage in 

being a women and the prejudices exist in their home-country rather than abroad (Adler 1994, 

Janssens, Cappellen and Zanoni 2006) 

 

The gaijin syndrome  

- This syndrome indicate that women and men are treated equally on their assignments abroad 

and that prejudices derives from the home-country. (Enderwich, et al 1994).  

 

Length of assignment  

- Women encounter issues due to time limitations of their international assignments (Adler, 

1994).  

 

Lifestyle options 

- Theories suggest that that women have do conduct a number of lifestyle options in order to 

obtain an international career (Linehan et al, 2001a). 

 

Gender cultures  

- Gender cultures are divided into two separate parts; the assumption that women and men are 

different and the assumption that the genders are equal. Female expatriates are exposed to 

several issues which facing these gender cultures (Davidson et al, 2004) 
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Mentoring  

-Women managers often have a lack of mentors and this affect them negatively when they miss 

out on important advices that facilitate their career. (Linehan 2000 and Ehrich 1994) 

 

Tokenism  

- Women face additional issues due to their gender when being a minority in male-dominated 

organizations. All mistakes are highlighted and isolation and exclusion is common (Linehan et 

al, 2001, Tung, 2004 and Davidson et al, 1994).  

 

Networks  

- Women are often excluded from networks which in turn do that they are excluded from 

business discussions and important contact making (Ehrich, 1994).  

 

Adjustment  

-  Adjustment is important in order to manage an international career and several aspects must be 

considered to facilitate an adjustment. (Selmer et al, 2003; Mendenhall et al, 1985).  
 

Figure 3.1 is a pictorial presentation of the conceptual framework. It illustrates how the concepts 

related to the purpose are classified into either the barriers experienced by female expatriates 

before international assignments or the issues experienced by female expatriates during 

international assignments.  

 

 

Barriers experienced by female 
expatriates prior to international 
assignments 
 
 Female expatriate   

qualifications 

 The glass ceiling 

 The glass walls  

 The glass border 

 Gender stereotypes 

 Dual-career couples 

 Myth one – Women are not 

interested in international 

assignments  

 Myth two – Companies do not 

want to send women on 

international assignments  

 Issues experienced by female 

expatriates during international 

assignments 

 

 Myth three – Women will be 

ineffective as a result of foreigners 

prejudice against  them 

- The gaijin syndrome  

  Length of assignment  

  Lifestyle options  

  Gender cultures 

  Mentoring  

  Tokenism 

  Networks  

 Adjustment  

 

 

Figure 3.1 – Theoretical Model  

Source: Authors‟ own construction  
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4.  METHODOLOGY  
This chapter will present the methodology of this research and explains how we collected our 

data and intend to analyze it in order to answer our stated research questions, and thereby fulfill 

the purpose of our study.  

4.1 Purpose of Research 
Eriksson and Wiedersheim- Paul (2001) state that a research purpose is explained in order to 

describe how a research should be conducted and how a result can be utilized. The purpose or 

intention of a research can be categorized in several different ways, in this thesis the focus will 

be on three studies, exploratory, descriptive and explanatory (ibid). Exploratory studies are 

important means of finding out what is happening; to seek new insights; to ask questions and to 

assess phenomena in a new light. These studies are especially useful when aiming to clarify the 

understanding of a problem. There exist three ways of accomplishing an exploratory research:  

 

 literature search  

 speak to experts of the subject 

 carry out focus group interviews  

 

The advantage of exploratory research is the flexibility and adaptability to change and a 

researcher must be willing to change the direction after the data that appears. The focus is at first 

broad and after the research progress it becomes more narrow (Saunders, Lewis & Thornhill, 

2003).  

 

The aim of descriptive research is to describe an accurate profile of events, persons or situations. 

When conducting a descriptive study, it is important to have a clear picture of the phenomena the 

researcher wish to explore and collect data on (Saunders et al, 2003). Moreover, this could be an 

extension of, or a precursor to, a part of exploratory research. When applying a descriptive study 

it is essential to enlighten the motive for it, which can be done by presenting a significant 

purpose. This is necessary in order to be able to facilitate a consequential description. 

Descriptive studies often contain research questions formulated as “How can (…) be described?” 

A well-done description is in many cases a necessary foundation when researchers want to 

understand, predict, explain or decide (Eriksson et al, 2001).  

 

Explanatory studies develop causal relationships between variables. The focus of explanatory 

studies is on studying a situation or an issue in order to explain correlation between variables 

(Saunders et al 2003).  It also aims to answer the question “why” and hypotheses are in general 

statistically investigated. In explanatory studies, a researcher aims to identify factors which cause 

a certain phenomenon.  

 

In this thesis, the focus will primarily be descriptive as it aims to describe female expatriate‟s 

experiences. It aims to formulate and precise issues in order to get an orientation of the research 

questions and the literature in the chosen field. Furthermore, it is also mainly a descriptive study 

as the research questions are formulated as “How can (…) be described?” This thesis can also be 

an exploratory study due to limited research conducted in this field.  
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4.2 Research Approach 
Studies can be either qualitative or quantitative, depending on a research‟s data. Quantitative 

research aim to explain phenomena with numbers in order to get results and base the results on 

data that can be quantified (Lunddahl & Skärvad, 1999). In a quantitative research numbers are 

developed according to determined rules for objects such as organizations or societies and events 

such as organizational changes and fluctuation in economic activities (Gustavsson, 2004). 

Moreover, the data is standardized and the analysis is conducted through diagrams and statistics 

(Saunders et al, 2003).  

 

Qualitative research focuses on words that are based on observations, interviews or documents 

(Miles & Huberman, 1994). The data is non-standardized which requires organization into 

categories and the analysis is carried out by utilizing conceptualization. The researcher‟s 

interpretation and perception is focused in terms of motives and references. The aim of a 

qualitative study is to gain a deeper understanding of the subject that is studied, which is done by 

gathering large amounts information from few sources (Holme & Solvang, 1991). Table 4.1 

below shows the differences between quantitative and qualitative data.  

 
Table 4.1 – Distinctions between quantitative and qualitative data  

Quantitative data        Qualitative data 
  Based on meanings derived from numbers    Based on meanings expressed through 

words  

  Collection results in numerical and 

standardized data 

 Collection results in a non-standardized 

data requiring classification into 

categories  

  Analysis conducted through the use of 

diagrams and statistics 

 Analysis conducted through the use of 

conceptualization  
Source: Saunders et al (2003) 

 
Deriving from the discussion above, this thesis will utilize a qualitative research approach. This 

approach is required in order to develop a close contact with the studied objects to gain a better 

and deeper understanding of the chosen field of research. Moreover, this thesis will focus on 

words rather than numbers as it investigates individual experiences and aiming to describe the 

subject in-depth. However, in this study it is important to consider that the conclusions derive 

from a small sample of female expatriates and cannot be generalized.  

4.3 Research Strategy 
A researcher can choose between five different research strategies: archival analysis, experiment, 

survey, case study and history. Which research strategy to choose depend on control over 

behavioral events, whether the degree of the focal point is on contemporary events and the nature 

of the research questions (Yin, 1993). This is illustrated in table 4.2 below. 
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Table 4.2 – Relevant situations for different research strategies  

Strategy Form of research 

question 

Requires control over 

behavioral events? 

 Focuses on         

contemporary events? 

Archival analysis who, what, where, 

how many, how much 

no    yes/ no 

Experiment how, why yes    yes 
Survey who, what, where, 

how many, how much  

no    yes 

Case study how, why no    yes 
History how, why no    no 
Source: Yin (1989) 

 

When “how” and “why” research questions are applied, no control over behavioral events are 

required and the focus is on contemporary events case studies are considered the most 

appropriate research strategy (Yin, 1989). Furthermore, the aim of a case study is to emphasize 

on individual instances rather than a wide spectrum. A case study is also an in-depth study where 

the aim is to gain valuable and unique insights and studies objects in detail. This approach is 

appropriate when the focus is on relationships and processes in order to gain an understanding of 

one thing, it is essential to understand many others, especially how all parts are connected to one 

another. Moreover, the basis of the investigation of a case study generally already exists and is a 

naturally occurring phenomenon. A benefit applying a case study is that a researcher can apply 

several different sources, types of data and different research methods in the investigation for 

example, observations of events, collection of documents and interviews with people can be 

applied (Denscombe, 2003). Additionally, the origin of case studies is “life histories” where you 

come close to individual‟s experiences, thoughts and emotions. However, a case study is a wider 

concept which includes everything from individuals and organizations to processes and events. A 

case study is an intensive study which range over a shorter or longer period of time. Moreover, 

there exist single and multiple case studies. Multiple case studies include more than one case and 

aim to investigate whether the findings of the first case occur in other cases (Svenning, 1999).   

  

This thesis will apply a case study approach as it is possible to come close to individual 

experiences, apply multiple sources of data and there exist no requirement to impose control over 

events or to change circumstances. The aim of this thesis is to gain a deeper understanding of 

female expatriate‟s experiences, therefore a case study is suitable as it emphasize on depth in a 

study. A case study also allows us to focus on the specific rather than the general. As we are 

focusing on female expatriates and their experiences we have chosen to apply a case study as it 

allows analyzing relationship and processes rather than results. We have chosen to apply a case 

study as our research questions are formulated as “how” and the fact that the focus is on a 

contemporary event. At last, we will apply multiple case studies in order to investigate whether 

the findings of the first case occur in the other cases.  

4.4 Data Collection 
Data collection consists of primary and secondary data. Materials, such as official materials or 

previously conducted research, that have been gathered by others is called secondary data. 

Primary data is materials that are gathered for a specific study (Svenning, 1999).  
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When collecting data for case studies, it exist six different sources of evidence; documentation, 

archival records, interviews, direct observations, participant-observations and physical artifacts 

(Yin, 1989). Each of these methods has their own strengths and weaknesses, when selecting 

specific data collection methods it is important to consider which method is the most suitable for 

the research (Denscombe, 2000).  
 

In this thesis we have chosen to apply documentation and interviews as our sources of evidence. 

Interviews have been applied as the primary data as it allows coming close to the female 

expatriates and focuses directly on the topic. According to Denscombe (2003), there exist three 

types of interviews; structured, semi-structured and unstructured interviews. In structured 

interviews there exists a tight control of the questions and answers, where the researcher has 

predetermined list of questions. In a structured interview the respondent is offered limited option 

responses. Semi-structured interviews consist of an apparent list of issues to be addressed and 

answered open-minded. This interview is more flexible in terms of the order of the topics, and 

the interviewee is allowed to develop ideas and speak more widely on the issues brought up. 

Unstructured interviews emphasize on the interviewee‟s thoughts and the interviewee is allowed 

to develop his/her ideas and speak freely (ibid).  

 

We have conducted semi-structured interviews and applied an interview guide as the basis for 

the interview and at the same time allowed the interviewees to speak open-minded. As our 

purpose is to gain a deeper understanding of female expatriate‟s experiences, we found it 

important to listen to their opinions and experiences within the research field without limiting 

and guiding them too much. The interview guide, (see appendix 1 and 2), have been developed 

with the basis on the literature in this thesis. The aim with the interview questions was to 

formulate them in a neutral way in order to avoid the answers to be guided in a certain way.   

 

We conducted five separate interviews with five female expatriates from four European 

companies. The companies consist of one Swedish MNC, one Finnish MNC, one Swedish 

Norwegian Danish MNC, and one affiliate to a German MNC. As four of the interviewees were 

stationed in Stockholm, Sweden, and one in Philadelphia, United States the interviews were 

conducted via telephone. Due to the geographical distance face-to-face interviews were not 

possible. We contacted the expatriates via telephone or e-mail to set a time for the interview, and 

we also sent the interview guide in advance in order to facilitate the interview as well as decrease 

contingent misunderstandings. The interviews proceeded for approximately one to two hours and 

the interviews were recorded and notes were made during the interview. In addition to the 

interviews, documentation in form of secondary data regarding company information was 

gathered from the company websites. We applied this kind of information to get an 

understanding of the companies and the industries where the female expatriate where employed 

at.  

4.5 Sample Selection  
A comparison between five different female expatriates and their experiences of international 

assignments will be done in this thesis. We searched for female expatriate managers with 

experiences of international assignments abroad, preferably with a long experience. We searched 

for MNCs from Northern Europe in order to find female expatriates with top-management 

positions that obtained suitable knowledge. We also aimed to find female expatriates in different 
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ages and with experiences from different countries. We found female expatriates from the 

companies Svenska Cellulosa AB (SCA), Scandinavian Airlines (SAS), Outokumpu, and 

Fritidsresor. We strived to find companies operating within different industries in order to gain 

an insight whether barriers and issues experienced by female expatriates derives from the 

industries they work in. We contacted several companies and asked them if they had female 

managers with experiences of international assignments and if it was possible to contact them. 

We received e-mail or telephone contact information to female expatriates who we later on 

contacted and asked if they were interested in participating in an interview regarding their 

experiences as female expatriates. We found five female expatriates from four different 

companies that accepted to participate in an interview. One of the interviewees was at the point 

of the interview on international assignments and four were repatriated and was currently 

working in Sweden. As we were interested in their experiences, it was appreciated to interview 

one female manager currently on an international assignment as well as those who had finished 

their assignments. In our opinion, this could facilitate us to get a deeper understanding as one of 

them is exposed to its assignment at the point of investigation and has the experience close at 

hand while the four others have knowledge of the whole experience and may have a different 

approach to it.  

4.6 Data Analysis  
Miles et al (1994) state that a qualitative analysis consists of three concurrent flows of activity:  

 

1. Data reduction can be described as the process of selecting, focusing, simplifying, 

abstracting, and transforming the data. The aim is to focus, sort, sharpen, discard, and 

organize data in order to be able to draw and verify “final” conclusions. Yin (1994) argue 

that this stage is appropriate for a within case analysis where the empirical data is 

compared with the selected theories.  

 

2. Data display involves managing and assembling data into visual display or diagrammatic 

(Saunders et al, 2003). According to Yin (1994), this stage is appropriate when having 

multiple-cases to analyze. Miles and Huberman (1994) state that these cases can be 

compared to each other in a cross-case analysis.  

 

3. Conclusion drawing and verification is when the analyst begins to decide what things 

mean- finding regularities, patterns, explanations, possible configurations, casual flows, 

and propositions (Miles and Huberman, 1994).  

 

When analyzing our data we will follow these steps. We will conduct a within case analysis 

where the data will be reduced and simplified. After that we will conduct a cross-case analysis 

were we will compare our cases with the aim to find possible similarities and differences 

between the cases in chapter six. In chapter seven, we will present our conclusions drawn from 

the earlier findings in chapter six.   

4.7 Quality Standards  
The quality of a research can be decided based on the validity and reliability of the research. 

Validity refers to that the data and methods are “correct”. Validity depends on whether data 

reflects the truth, if it reflects reality and if it covers essential issues. The aim of validity is to 
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obtain data that are accurate, honest, and targeted (Denscombe, 2003). In this stage, we have 

applied multiple sources of evidence in form of interviews and documentation. In order for the 

respondents to be able to prepare and to avoid possible misunderstandings, we sent out the 

interview guide in advance to them. During the interview we recorded the conversation, and 

thereby we were able to listen to it again and avoid missing important information. We also 

made notes during the interview which made it easier to remember all the essential points 

brought up during the interview. As all of the participants of the thesis spoke Swedish fluently 

the interviews were conducted in Swedish which made it possible for all to speak without 

limitations and possible language mistakes. As we had to translate the interviews into English, 

certain misunderstanding could arise. However, as both researchers have a great knowledge in 

English and carefully translated the interviews using dictionaries, the amount of errors were 

decreased.  

 

Reliability means that the results should be reliable which means that two studies with the same 

purpose and methods should reach the same result. In order to reach a satisfying level of 

reliability, the aim should be to minimize bias and errors in the study (Denscombe, 2003). We 

have explained our research method in order to make it possible for others to conduct the same 

study. Our interview guide is illustrated in appendix one and two which demonstrate how our 

research questions are investigated, and we applied the same interview guide for all of 

interviews. When conducting our interview guide, the aim was to avoid formulating leading and 

subjective questions. However, as our study focus on female expatriate‟s experiences it could be 

challenging to reach the same results when investing another sample which might have other 

experiences of barriers and issues experienced prior and during international assignments. 
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5. EMPIRICAL DATA  

In this chapter we will present the collected data from our five interviews with female expatriates 

from the companies Fritidsresor, SCA, Outokumpu and SAS. The chapter starts with a 

presentation of the empirical data gathered in case one which follows the order of the 

conceptual framework using the same headings. Data for case two, three, four and five will be 

presented in the same manner. 

 

5.1 Case One – Johanna Strand, Fritidsresor  
Female expatriates qualifications  

Ms. Strand is 36 years old, single, without children. She considers herself as social, correct and 

diplomatic. She has a degree in tourism management from an Australian University. During her 

time studying in Australia she worked for the Swedish trade council, she has also worked at a 

cruising-ship on the Mediterranean Sea. Thereafter, she was employed at a tourist office in 

Sweden and since 1998 she has been working for Fritidsresor where she begun working as a 

Guide and later advanced to Destination Manager. During her time at Fritidsresor she was 

stationed in many different countries as Destination Managers change work location depending 

on the season, they move between the summer and winter destinations. Therefore, Ms. Strand 

has been working in summer destinations such as Rhodes for six months during April- October 

and winter destinations such as South Africa and Thailand during October- April. In other words, 

she commuted between summer and winter destinations. Her latest international assignment was 

as Destination Manager at Rhodes for six months. Currently, she holds the position of Product 

Manager at the company headquarters in Stockholm, Sweden.  

 

Fritidsresor was founded in 1961 (Historik, n.d.) and is today the leading traveling arranger in 

Sweden, Norway, Denmark and Finland. The company offers travel to countries such as 

Thailand, Egypt, Italy, Greece and Cyprus. In 2007, Fritidsresor was acquired by the German 

TUI travel Plc which is the world‟s largest traveling group. TUI travel Plc has more than 30 

million customers a year and it has approximately 48.000 employees globally (Om företaget, 

n.d.).   

 

The glass ceiling  

Ms. Strand has not experienced the glass ceiling during her career. However, she points out that 

her company is quite unusual. The latest position she applied for, the majority of the applicants 

were men, but she got it anyway. She considers that Fritidsresor focus on competence and 

international experience rather than the gender of the applicants. She explains that as women 

hold the majority of the international assignments they also have most international experiences 

and thereby have a greater opportunity to reach higher positions. Several of the top management 

positions within the company are also held by women, for example the top- manager for 

Fritidsresor Denmark is a woman and 50 percent of the board members are women.  

 

The glass walls 

The respondent‟s career has been affected by the positions that she has held. She explains that if 

achieving excellent results in one position, she has been able to advance into higher positions, 

even as high as to management positions. 
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As Fritidsresor is a large company she has experienced many career opportunities within the 

company. However, some positions are more difficult to get than others for example, to receive a 

position within another country like for example, the United Kingdom, would probably be harder 

to get then one in the home country, as English candidates would be prioritized in that situation.  

 

The glass border  

The respondent has not in her career experienced the need to prove her competence to a greater 

extent than men in order to reach the same position. At Fritidsresor 70 percent of the Destination 

Managers are women. Therefore, it could be an advantage rather than a disadvantage to be a 

woman.   

 

Gender stereotypes  

During her career, Ms. Strand has never experienced any gender barriers. She has been working 

abroad for many years and in her opinion, it is sometimes easier to be a woman abroad and it 

could even be positive to be a woman. She argues that women are better than men at 

communicating and negotiating with foreigners, adapting to a new culture and learning a new 

language. In her experience, women are more social and interact with the locals, which can have 

many positive effects on the assignment. Furthermore, she does not consider that gender 

stereotypes have affected her career advancement. Nevertheless, it has been positive many times 

during her career to be a woman; however, she has no knowledge whether it has affected her 

career advancement, at least not in a negative manner.  

 

Dual-career couples 

The respondent would not personally turn down an international assignment if she were in a 

relationship where the partner also had a career. She claims that it happens for other women, as 

men often earn more money than women. However, in her case it has been the opposite, but she 

claims that she probably is quite unusual.  

 

Myth one 

Ms. Strand states there is a difference in the interest for international assignments between men 

and women and that women are more interested in international assignments than men. In her 

experience, in tourism, men often work in the home country and are not that interested in 

obtaining international assignments. One reason might be that managers normally have a higher 

salary in the home country than abroad, which implies that men consider a high salary to be more 

important than women do.  

 

Myth two 

The respondent has never experienced that her company has been unwilling to send her on an 

international assignment. Furthermore, she does not deem any reasons for companies to hinder 

women from receiving international assignments.  

 

Myth three and the gaijin syndrome  

During her career Ms. Strand has experienced prejudice due to her gender one time. It occurred 

when she had her first management position in Greece when she was 25 years old. Her agent did 

not take her seriously and she was forced to prove her skills, suitability and knowledge before he 
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started to accept her. In Ms. Strand‟s experience it has been positive to be a woman when 

working abroad. However, she points out that it might be different depending on country. Some 

countries might be more difficult for women to work in than others. For example, she assumes 

that it might be difficult for a woman to work in a Muslim country. Moreover, while being on 

international assignments she has been treated as a foreigner rather than as a local woman. She 

also explains that she is viewed as a representative for her company and not only as an individual 

or a woman.  

 

Length of assignment  

In Ms. Strand‟s opinion, the length of the assignment can affect the outcome substantially. Her 

assignment was for six months, and it is hard to adapt and get familiar with everything in such a 

short time. The longer the assignment, the easier it is to learn the local language and get to know 

and interact with clients and locals. In many countries going out for dinner, drinking coffee and 

intermingle with local people, work colleagues and clients is considerably important and it could 

to a large extent affect the success of an international assignment.   

 

Lifestyle options  

The respondent‟s career has forced her to make some lifestyle choices, for example, she has been 

forced to sacrifice much of her personal life. She has had a relationship for eight years at Rhodes, 

where she have worked for six months during the summer season, then she have changed 

location to work at a winter destination. This was a conscious choice, she could have stayed at 

Rhodes to work with something else during the winter, but she has chosen to accompany the 

company. She explains that she have prioritized work over her relationship.   

 

Gender cultures 

Ms. Strand states that women and men are considered equal in her company and she observes no 

difference in the company culture domestically or abroad.  

 

Mentoring 

The respondent has no mentor; however, her managers and work colleagues can sometimes work 

as a mentor. In the respondent opinion, it can be good and useful to have a mentor. At 

Fritidsresor it is unusual to have a mentor and Ms. Strand observe no difference in the usage of 

mentors between males and females in her company.  

 

Tokenism  

Ms. Strand has experienced being in minority but she has not experienced any issues associated 

with this. It is rather common that hotel owners and cooperation partners are dominated by 

males; however, this has never created any problems as she represents a company more than 

being a female or an individual.  

 

Networks 

Ms. Strand considers networks to be of major importance as the more people you know it is 

easier in your work. By having a good network it is possible to create a good name, which is 

important in the travel industry as it is important to have a close contact with hotel owners, 
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agents and cooperation partners. It is good and positive to have a network and it is crucial to 

have one in order to be successful abroad.  

 

Adjustment  

The respondent considers that adjusting to a new culture one of the most important things is to 

learn the language and interact and spend time with locals. Before an international assignment it 

is important to keep in mind that things will be different in a new country. By keeping this mind 

it is possible to avoid or minimize culture shock. It is also important to follow the practices in the 

country of assignment. Moving back home again can also be hard and it can take time to get used 

to the Swedish society again, therefore, it is important to have patience and to be prepared for 

problems and unfamiliarity when moving back to the home country.  

 

Additional comments 

After the interview Ms. Strand pointed out that the travel industry is a bit different than other 

industries. In her company it is as many women as men working and women are well represented 

in management positions and are probably holding 50 percent of them. However, this might not 

be the case in other industries.  

 

5.2 Case Two – Pernilla Fröding, Fritidsresor  
Female expatriate qualifications  

Ms. Fröding is 35 years old, single without children and has a Swedish high school degree from 

a humanistic program. Her personal skills are languages, such as English, Latin, Spanish and 

Turkish and she is open-minded and outwards. In her opinion, these skills are important in the 

travel industry as well as having the ability to manage a local language and making an 

understanding in the local language. The respondent‟s career begun at Burger King in 1993 to 

1996 where she obtained the positions Restaurant Manager and Shift Leader. In 1996, she 

attended a guide school within Express Resor, and become an employee there until 1997 when 

Express Resor had to end its business. In November the same year Ms. Fröding began to work at 

Fritidsresor and she gained her expatriate experiences through working as a Guide, Service 

Manager and as a Destination Manager. She has been working in the Canary Islands, five 

summers in Turkey, one in Bulgaria, six winters in Thailand and three winters in Mexico. 

Currently, she is the Business Relations Manager in Sweden for “Guide online” which is a 

service the company offers to its customers at their destination.  

 

The glass ceiling 

She has not experienced a glass ceiling within Fritidsresor and was given a top-position in the 

company after her assignments abroad. Furthermore, the glass ceiling could exist in some 

companies mainly due to the fact that women by their self tend to have difficulties in trusting 

themselves, grab opportunities, taking on higher risks, and have a different mindset than men.  

 

The glass walls 

The respondent states that her earlier career moves have affected where she works today. As she 

always has been interested in working with people and within service positions, her job within 

the travel industry is a natural choice. She appreciates to have a position where she can decide a 
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great deal by herself such as a Destination Manager, where you make all decisions and are free; 

however, it is a free job with responsibilities. 

 

The glass border  

In Ms. Fröding‟s opinion, the travel industry is equal between men and women, however; this 

can depend on the fact that there are few men in the industry. This can create an advantage for 

men as many companies would like a more equal distribution among positions and genders. She 

further adds that it is an advantage to be a woman in the travel industry as women in general are 

more service minded and suitable for this kind of business, and that it is no problem from women 

to get top-positions in the industry.  

 

Gender stereotypes 

Ms. Fröding claims that gender barriers have affected her sometimes during her career, 

especially in the beginning of her career. As a woman, one has to be updated and show that one 

is ambitions; otherwise it is possible to fall out and become anonymous. Currently, as the 

respondent has more experience she has no issues with gender barriers and feel confident to state 

her opinion regarding discussed matters.  

 

Dual-career couples 

Having a partner was no issue for receiving an international assignment, however, it is difficult 

to have a dual-career partner and in her case she had to choose between having her partner and 

continuing with her career. As her ex partner had a profession within real estate it was 

demanding as they both had to focus on their careers. 

 

Myth one 

In the respondent‟s opinion, myth one is a myth. This because she claims that females are much 

more interested in working abroad than males. A clear evidence of this is solely to look into the 

travel guide occupation, where female often obtain the positions. Females tend to have the aim to 

work abroad while men have their stability at home and do not search for work outside their 

home area.  

 

Myth two  

She has not felt that her company is reluctant to send her on international assignments, and 

claims it to be incredible to be abroad and work for Fritidsresor. As her previous position, a 

Destination Manager, is the top-management position abroad she states it to be more 

advantageous to be at the head office in order to climb the ladder and reach top- positions. It 

could be a disadvantage to be a Destination Manager if the aim is to have top positions, as you 

move around each six months. However, in general children could be a disadvantage when 

applying for a job, as well as if one is in the age where it is likely to have children in the future. 

Men could in other companies and industries be selected in front of women as in her opinion; 

men are social in another approach. Being a man it generally facilitate it to create contacts, and 

men has not “deep” thoughts that could hinder them in their work. Moreover, men tend to be 

more business minded than women even if there are exceptions. It could also facilitate in being a 

man in a business environment, as in general a man is more seriously taken and accepted to be a 

manager than it sometimes could be for a woman.  
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Myth three and the gaijin syndrome and length of assignment  

Ms. Fröding has been exposed to prejudice when working abroad. In Turkey, it is difficult being 

a woman and it has not changed today. However, after proving that one is honest, trustworthy 

and do not solely put one‟s interest at first hand one will gain a great deal of respect and be 

accepted. To be accepted takes time and is difficult, but if working hard for it one will reach 

there. Business women that succeed will many times gain more respect than their male 

counterparts. Learning the language is also important as you will gain their respect and trust 

immediately.  

 

In Thailand, one is treated equally as a man and a woman, even if you sometime more indirect 

are treated differently. According to Ms. Fröding a person is treaded individually and more as 

“it”, and she was referred as “sir” due to the lack of different gender titles. The religion, 

Buddhism, sometimes create difficulties in business negotiations. It is important to have 

knowledge of how to conduct business and the rules in a specific culture, as well as being smart, 

smile and nod when it is appropriate.  To be appreciated for the work is many times difficult in 

Thailand, and to be aware of all hidden messages and rules. In general, it is a more rough 

business environment in Asia and you have to manage issues in another manner than one is used 

to. This contributes to becoming a better business manager. In Thailand most managers in high 

positions are men and in Turkey the respondent conducted business with many women obtaining 

top-management positions.  

 

The respondent states that Mexico is a very humane country to conduct business in. She felt 

much appreciated in Mexico and was admired for her work as it is unusual for women to be 

managers in Mexico. The family is important for Mexicans and they were curious of how she 

could manage her work without her family close. In general, individuals with an education are 

respected and admired in Mexico and Ms. Fröding had no difficulties in conducting business 

there. Overall, the respondent states that it is positive to be a woman in the travel industry. It can 

sometimes be an advantage to be a woman and she has been exceptionally welcomed in for 

example Turkey, which has become a second home for her.  

 

Lifestyle options  

Ms. Fröding claims that a position as a Destination Manager is more like a lifestyle than only a 

work. It involves a great deal of different matters, seven days a week with several tasks to 

manage. Moreover, in order to be able to continue her career she had to make the decision to live 

without her partner.  

Gender cultures  

The company culture in Fritidsresor is equal for men and women. However, she felt that the 

culture in her previous company were more advantageous towards men as they received top-

positions more quickly than their women counterparts. Moreover, her previous employer was 

Turkish owned but Swedish managed and it created some issues. This due to the different 

believes and approach to certain things and as women are in general treated in a different way 

than men.  
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Mentoring 

Ms. Fröding has not a nominated mentor, and has not participated in the mentor program that is 

offered within the company. However, she has two “unofficial” mentors or role models, a female 

colleague and a male manager, which helped her during the previous assignments. It is very 

important to have someone that provides support and help, especially during international 

assignments where you are the top-manager and the manager over you is located in another 

country. Even though a manager has several colleagues at the location, it is important to talk and 

discuss ideas with someone at the same level or higher. Ms. Fröding adds that the mentor-

program in Fritidsresor mix genders, which means that a female could get a male as well as 

female mentor.   

 

Tokenism 

The respondent has not been exposed to tokenism. In her opinion, it is important to be 

determined, know your position and work well. When showing that you are the right person for a 

position, much respect will be gained. It is very individual, and she points out the fact that it is 

easy for a woman to be isolated in a masculine environment.  

 

Networks 

Networks are important when conducting business in an international environment, such as 

informal networks where one create friends and formal networks within the company which 

provides information in order to be updated on the latest. Without networks, Ms. Fröding doubts 

if it is possible to perform and manage the work tasks. The respondent states that in Thailand it is 

difficult to create networks as a woman, while in Mexico and Turkey it is easy.  

 

Adjustment  

Ms. Fröding claimed that it was no issues for her to adjust to her new environments. It is 

important to get adjusted to a new location and to create networks. For example, outside work 

she visited the Swedish Church in Thailand and got in touch with many people there. At work 

she created a network which facilitated essential matters such as living and work permits, 

etcetera. In general, it is essential to create relationships with people to adjust more quickly. It is 

also important to create relationships with the locals in a country, in order to learn their way of 

living. In her work she is used to adapt and learn to each situation in each country. The 

adjustment to work is easier and faster when you are more skilled, experienced, and aware of the 

task and what is demanded from you. In the beginning of a career it takes longer when much of 

the time is to learn and get knowledge of the new assignment. It is essential to get an 

understanding of how to behave and manage the tasks in a new country. Language is an 

important part, as single phrases in the local language facilitate it much in for example business 

negotiations. Moreover, when conducting business internationally it is essential to have an 

understanding of cultural differences and religion.  

 

Additional comments  

It is an advantage to have an understanding that things work differently in another country, and it 

is not given to be reachable 24-hours per day. At last, Ms. Fröding states that she would never 

trade her 13-years of being on international assignments to something else. In her opinion, you 
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grow as a person and meet many people you would never meet somewhere else. To work abroad 

is more of a lifestyle than only a work. It is important to be open-minded and adjustable.  

 

5.3 Case Three – Ankie Cedergren-Borg, SCA 
Female expatriate qualifications  

Mrs. Cedergren-Borg is 41 years old, has a MBA from Uppsala University and she has studied 

one year at the University of Miami. She is married and has three children in the age of six, four 

and two. She describes herself as being curious and interested in new cultures. She has worked at 

SCA for 15 years in various marketing positions such as: Global Communication Manager and 

Marketing Manager for Sweden. Before she received her international assignment she held the 

position as Global Communication Manager for Tena. Currently, she is on her international 

assignment in Philadelphia, United States where she holds the position as Director of Brand 

Communications, North America. She has been on her assignment for approximately half of the 

time, and the assignment will last for three years.   

 

SCA was founded in 1929 and sell products such as personal care products, tissues, packaging 

solutions, and forest products. SCA has brands such as Tena, Tork, Tempo, Edet, Libresse and 

Libero. The company has approximately 50.000 employees working in 60 different countries, 

and sells its products in about 90 countries and has production in approximately 40 countries. 

(SCA in brief, n.d; Our business, n.d.) 

 

The glass ceiling  

The respondent has not experienced the glass ceiling.  

 

The glass walls  

Mrs. Cedergren-Borg clarifies that it is important to consider what an individual wants to achieve 

concerning the career in the long run, if a person is interested in receiving a specific position in 

the future it is easier to receive it if choosing positions that gives a good platform, experiences 

and knowledge for it. Moreover, the respondent considers that what position an individual obtain 

depends on the individual and what that person strive for.  

 

The glass border 

In the respondent‟s opinion, women get the chance to receive higher positions within SCA. 

However, women need to state their interest in these positions and she suggests that women are 

not always good at expressing what positions they desire. Moreover, women can become better 

at addressing their longing for new challenges. Mrs. Cedergren-Borg states that when looking at 

companies it can be observed that women are underrepresented in higher positions. One reason 

could be that women require support and encouragement to apply for higher positions from their 

managers and organizations. Women might also consider it to be hard to receive these higher 

positions and some women could feel as it is not worth it as it can acquire time from their family 

life.  
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Gender stereotypes  

Mrs. Cedergren-Borg does not feel she has experienced gender barriers and states that she has 

had the privilege to receive good positions that has been of interest.  Nonetheless, she points out 

that gender stereotypes exist within society and organizations and that it is therefore important to 

learn to read these codes. For example, in advertising women are often not portrayed in a 

respectful way, however, everyone gets used to it and do not question if it right. It is easy to get 

used to certain behaviors and stereotypical assumptions. Therefore, it is important that 

companies discuss gender stereotyping. According to her experience there exists willingness to 

increase equality within companies. She states that there are a many women managers at SCA 

and that the company gives women a chance to advance and prosper. 

 

Dual-career couples  

When the respondent received her international assignment her husband also had a career but she 

accepted her employment anyway as her husband has a mobile job that is possible to perform in 

the United States. Mrs. Cedergren-Borg points out that it is important that the partner is 

supportive to move abroad. In her case the move abroad worked very well, but it could have 

been more difficult if her husband had another job.  

 
Myth one 

The respondent states that there is an interest among women within SCA to go on international 

assignments and she is aware of several that have moved abroad. However, the percentage of 

males working abroad is higher than the percentage of women in SCA and it can differ a bit 

depending on country. For example, it can be more difficult to have a family in some countries 

where no international schools and day care centers exist etcetera which can be important in 

order to make the family life function properly. In the United States where the respondent 

currently is working some women have been stationed before her and during her own assignment 

in the United States her children is participating in American schools and day care centers.   

 

Myth two 

Mrs. Cedergren-Borg has not experienced that SCA has been unwilling to send her on an 

international assignment. Her current assignment is the first assignment abroad she ever applied 

for and she received it. She claims that a person gets selected for an international assignment 

depending on competence and whether there exist an available position matching the 

competences and experiences of that individual. The respondent received her assignment as she 

declared that she was interested in an international assignment, then her competences were 

matched with available jobs and she was offered the position as the Director of Brand 

Communications in Philadelphia, United States. When applying for the international assignment 

she went through the Human Resource department, which has a specific process for handling 

expatriates.  

 
Myth three and the gaijin syndrome 

Mrs. Cedergren-Borg has not experienced any prejudice due to her gender neither during her 

international assignment nor in her home country. SCA in the United States contains of many 

different nationalities and Americans are used to female managers, and the respondent considers 

that she has been treated more as a foreigner than as a local woman during her assignment. 
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Moreover, gender had no impact at all on the possibility to complete the assignment. Her 

experience is that her gender has been insignificant during her career so far.  

 
Length of assignment  

The respondent was recommended from other expatriates with a family to stay on the assignment 

for three years as it takes some time to adapt to a new environment. For example, the move 

abroad (especially outside the EU) takes lots of time and the children are required to learn a new 

language and get used to a new environment. Merely to get in place and get used to a new 

environment, takes about six months which means that if the assignment is for two years there 

will only be one year of efficient time (as it also takes the same amount of time to return). In 

order to be able to deliver good results at work and enjoy the time abroad three years seems to be 

an appropriate period. At SCA the time of international assignments can differ, there exist six 

month assignments, however, Mrs. Cedergren-Borg does not know if these assignments are that 

common and considers that most international assignments are around 2-3 years.   

 

Lifestyle options  

The respondent explains that in order to get the career and family life to function properly she 

has been forced to restrict her social life and she has restricted time to engage in activities away 

from work and family. Her focus is on her work and family and she has limited time for other 

aspects of life. As she has three small children to spend time with and due to this there is not 

much time for other matters than work and family.  In order to get the daily life to function she 

has to plan and organize her tasks. In the United States many mothers are engaged in different 

kinds of school activities such as Christmas Festivals and fundraising, Mrs. Cedergren-Borg has 

experienced difficulties to find time to engage in these activities. In the United States there exists 

an organization called Swedish Women‟s Educational Association (SWEA). SWEA contains of 

members of Swedish females living in the United States and it is a type of social network, 

however, the respondent explains that these activities are often taking place during daytime as 

she is working she is not able participate. The best social network for her has been the Swedish 

School where the children go one evening a week. It has about 25 Swedish families with small 

children as members. 

 
Gender cultures  

There is a more masculine culture within the society in the United States in comparison to 

Sweden. She considers that it feels more equal in Sweden than it does in the United States. 

However, the company culture in SCA is stronger than the American culture. She feels that the 

company culture in SCA in the United States is quite familiar, equal and alike the company 

culture of SCA in Sweden. The company culture is not exactly the same but it is similar. There is 

a company culture in SCA in Sweden and that culture is communicated and transferred to the 

different units worldwide. However, the company culture is not exactly the same in the United 

States as there exist more national culture within the company which affects the company 

culture. In the United States companies are more hierarchical whereas Swedish companies are 

more flat. The decision making is more top down, in comparison with Sweden where we have 

the consensus driven processes. Mrs. Cedergren-Borg considers this to be stronger than any 

gender issue, it does not have to do with differences between males or females, the difference 

lies within how to make decisions, time perspectives and etcetera. In the Unites States the focus 
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of company performance is in short time whereas in Sweden companies are more concentrated 

on the long run. The respondent points out that she does believe that the company culture has 

less to do with gender and men and women are treated equally within SCA, both domestically 

and abroad.  

 
Mentoring 

Mrs. Cedergren-Borg has a mentor and she states that it is good to have someone to discuss 

issues with and to get support as well as another persons perspective and experiences. Her 

mentor has helped her during her career, for example, during the move abroad she got support 

and encouragement from her mentor, who said that she should accept the assignment eventhough 

she had three children under five years old and was certain that everything would work out. The 

respondent states that she does not know whether fewer women than men have mentors and that 

it can be different depending on the companies and individual needs.   

 

Tokenism  

The respondent has not experienced being in minority as a woman and states that there are a lot 

of women working in SCA. In the office in the United States there is a small majority of men, 

with approximately sixty percent men and forty percent women. 

 

Networks 

Mrs. Cedergren-Borg only has an informal network in form of her friends and colleagues. She 

considers it to be important to have someone to talk and discuss issues with. Some of her friends 

are women working on international assignments and they are very valuable to share experiences 

with. She has not participated in any formal networks and explains that she have never searched 

for one. 

  

Adjustment 

Mrs. Cedergren-Borg explains that she has adapted to the American culture and adjusted to the 

everyday life by interacting and spend time with neighbors and work colleagues. She also knows 

people through the schools and day care centers that the children participate in. The respondent 

argues that she has adjusted well to her international assignment. Before she received her 

assignment in the United States, she interacted with the American organization and already knew 

some people and generated learning of the market. Therefore it was a bit easier for her to adapt 

to her new job, as she had been in contact with it prior to the assignment and the fact that she 

previously held similar positions in Sweden. 

 

There are many things that are important to consider before an international assignment. First 

and foremost, it is important make sure that the partner and the children will have a good 

situation in the new country. It is also important that everything works well at home, and that the 

partner gets the chance to develop during the time abroad. There should be a plan for the partner. 

Moreover, while working abroad there may be a need for more support and help with the chores 

at home, so that everything is working at home. The move back to the home country is also 

important, Mrs. Cedergren-Borg states that she has lived abroad before and she knows that the 

move back home can demand much preparation and it is important not to underestimate this.  
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Additional comments 

Mrs. Cedergren-Borg states that it is obvious that more men than women are in leading positions, 

however, she does not have the explanation to why this is the case. She does believe that it has to 

do with gender at higher management levels and how female candidates get considered for the 

positions. 

 

She also points out that, in the United States there are many highly educated women with very 

qualified jobs. But when they have children they are often away from work for many years, as 

childcare is so expensive, and then they have to re-enter the labor market and search for new 

jobs, which can be quite challenging sometimes.  

5.4 Case Four – Ing-Marie Andersson-Drugge, Outokumpu   
Female expatriate qualifications  

Mrs. Andersson-Drugge is 46 years old, married with three children. She has a degree within geo 

technology, a four and a half year program, from Lulea University of Technology. Her personal 

skills are leadership, organizing, delegating people, and she speaks English which also is the 

corporate language of Outokumpu. Her career started at Hofors Ovako steel manufacturing and 

the respondent was employed at Hofors in nine years in different positions within Research and 

Development (R&D), such as Product Development Manager. Mrs. Andersson- Drugge has later 

on been employed at Sandvik in five years as a Production Manager for R&D, and at Ericsson in 

two years as a Production Manager. The respondent has traveled much within her profession in 

all parts of the world, such as in South Africa, China, India, the United States, and Saudi Arabia. 

Since 2005 she has been employed at Outokumpu, and has been a Location Manager in the 

United Kingdom for three years. Currently, Mrs. Andersson- Drugge is located in Sweden as the 

Outokumpu Stainless Tubular Product‟s Strategy and Technology Manager.  

 

Outokumpu is a Finnish international stainless steel company. Its customers derive from several 

different industries, all from the industrial machinery and process industry to construction, 

building and electrical industry, electronics and information technology, as well as households 

that apply their products and services around the world. It operates in approximately 30 countries 

and has 8,000 employees. The headquarters is located in Espoo, Finland and the parent company, 

Outokumpu Oyj, is listed on the Helsinki stock exchange. Their sales are mainly, 95 percent, 

generated outside Finland. Outokumpu is also the fourth largest stainless steel producers in the 

world, with plants in Finland, Sweden, the United Kingdom and in the United States which 

produce stainless steel products such as, precision strip and tubular and long products 

(Outokumpu – About us, n.d.).  

 

The glass ceiling  

Mrs. Andersson-Drugge has experienced the glass ceiling several times during her career, in 

other companies. She states that as a woman, you are given less opportunities and the company is 

a major factor which can hinder or give the career a push. There are certain levels within 

companies and women are sometimes restricted from the top- management positions. The 

respondent changed company due to this matter in order to have a chance to reach higher 

positions. For example, one major factor contributing to her decision to change company was 

when one of her previous managers told her to step down and let her male colleague have a 
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chance. Reasons why the glass ceiling exists could be that men tend to choose other men when 

recruiting personnel, as in general people choose those similar to themselves. Networks are an 

important part of this, as men has a natural network and support each other. Women are required 

to be better at building networks, in order to be remembered in for example recruitment 

processes. It would be an advantage for women if they obtained more positions within masculine 

industries.  

 

The glass walls  

Her previous career path has influenced were she is today. It facilitates that she has had previous 

management positions in a male-dominated industry. The respondent adds that it is important to 

have a manager that supports and trust you. When she was selected for the position in the United 

Kingdom, she had a manager that took the “risk” and sent a woman. Some positions are more 

difficult to obtain than others; however, it is few women in the whole industry, especially within 

the field of technology. She adds that it tend to be fewer women in higher management positions 

in Finland than it is in Sweden.  

 

The glass border 

In her opinion, women have to show their competence more than men. For a woman it is 

rougher, you are examined and no mistakes are allowed. In the steel industry, there are few 

women in all positions and especially within top- positions.  

 

Gender stereotypes 

She has not been exposed to any gender stereotypes. However, sometimes she has been left out 

from discussions and she is aware of others that have been treated differently solely for being a 

woman. All decisions are not conducted at official meetings; decisions are sometimes conducted 

outside the office, where no women attend. It could be in a sauna or in a pub.  

 

Dual-career couples 

The respondent states that a dual-career partner could hinder many women‟s careers. In general, 

women have the less important jobs and supports men and their career moves. However, Mrs. 

Andersson- Drugge has a supporting husband and he has accompanied her to England, and her 

husband did also transfer his position in Sweden to England.  

 

Myth one 

In the respondent‟s opinion, it is no differences in the interest for international assignments 

between men and women. Unfortunately, if a woman has a family it is more difficult to prioritize 

an international assignment due to the fact that women in general have the main responsibility 

for the homes.  

 

Myth two 

It is a difficult step for women to get an assignment abroad in the steel industry. However, the 

respondent had no difficulties in receiving an international assignment and to be accepted at the 

location. Being a woman in a management position in The United Kingdom was a positive thing 

and she is grateful for the opportunity. In general, getting an international position for women 

could be difficult due to the low number of women in the industry. The respondent have not felt 
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any company to be reluctant for sending her abroad, as she has not applied for any international 

assignments before The United Kingdom and she was offered the position in The United 

Kingdom by her male manager, without applying for it. Women may hinder themselves in 

receiving an international assignment, when they often question themselves and their 

capabilities. Men tend to have more self-confidence and more able to take on higher risks.  

 

Myth three and the gaijin syndrome 

Furthermore, the respondent states that she has been exposed towards prejudice in the beginning 

of her assignment. However, it was nothing that was a barrier; the essential thing is to show that 

you are the manager. There were several difficult tasks to handle, such as laying down a plant in 

the United Kingdom. It was positive to be a woman in the United Kingdom and she would take 

on an international assignment again. Generally, companies can be reluctant due the opinion that 

there exist prejudices towards women abroad. Mrs. Andersson – Drugge states that you gain 

much respect when being a manager in the United Kingdom, and being a woman is not an issue. 

In Sweden you are more tested and sometimes less respected. In England, she was treated as a 

local inhabitant. The company was assisting her well in learning the new culture and how to live 

in the United Kingdom. At her current position at Outokumpu she travels a great deal. Lately, 

she has been in Saudi Arabia visiting one of Outokumpu‟s joint ventures. Even though no 

woman was employed at any level, she was treated as everyone else and had no difficulties in 

conducting business there. There exists prejudice and women could have difficulties in 

conduction business in Saudi Arabia, however, she was positively treated and gained respect.  

 

Length of assignment  

The length of her assignment was three years and she considers it to be a good length. She made 

the decision not to continue after the three years due to family reasons. As an expatriate you 

reach a certain point before you are getting a local position and not seen as an expatriate 

anymore. The company has a policy that a manager should not stay long at the same position. 

The respondent has not any knowledge of short assignments, and it could depend on the fact that 

women after having children are given temporary assignments.  

 

Lifestyle options  

The respondent had to utilize some lifestyle choices in order to get her career and private life to 

work. One of her strengths is that she has always managed her work and private life well. Mrs. 

Andersson – Drugge states that it is important to have an equal relationship where both partners 

divide all work, especially when having children. Even today she has to travel over one hour to 

her work and her husband has the main responsibility for their home. Without his support, 

having a family with three children and a top-position would be almost impossible. She adds that 

many women lack this kind of support from their partner, as both has to focus on their careers. 

This could be one main barrier for women taking on international assignments.  

 

Gender cultures 

As Outokumpu is Finnish MNC it has a Finnish dominated company culture. There are fewer 

women in top-positions in Finnish companies than it is in Sweden. Women tend to be more at 

home and take care of the children than in Sweden. The culture in Finnish companies is rougher 

and it is a clear macho culture. However, the respondent states that she has been in a male-
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dominated industry with a great deal of men all her career and are used to a more powerful and 

rough culture. An important issue for women is that they cannot be shy and quiet in order to be 

respected and taken seriously.  

 

Mentoring  

Mrs. Andersson- Drugge has one mentor that she has had for several years. She has also been a 

mentor and been involved in different mentor projects. It is important to have a mentor, to get 

advices and support. In her case, having a male mentor is important as she works in a masculine 

industry and need advices seen from a male perspective.  

 

Tokenism 

She adds that she has been exposed to tokenism, and felt alone sometimes. In The United 

Kingdom there was solely one woman besides her in higher management positions. In cases 

where it has been equal amount of men and women, both genders have considered it to be 

positive and it becomes a more positive environment. As she is often alone as a woman she has 

been required to adapt and be determined and stand up for her case. However, she has not been 

“less” of a woman solely for adapting and working in a masculine environment. „ 

 

Networks 

Networks have an essential part and the respondent has several male networks which is 

important when working with men. It is essential to create friends and to know someone with the 

competence in the field. If women are given the opportunities to obtain top-management 

position, the respondent argues that it would be more women in management and thereby wider 

networks.  

 

Adjustment  

The adjustment process is important. It is important to learn the new culture, the society and how 

people act. The company assisted the family with their living and they had good support. The 

respondent adds that it is important to socialize with the local people and the neighbors. The 

adaptation to her position was more of a process, as she had to be clearer as a manager. In 

Sweden it is more of a consensus leadership, while in The United Kingdom it is more of a single 

decision making. In The United Kingdom the colleagues wanted direct answers and ideas, 

however, she could adapt more of her own leadership style at hand and the colleagues appreciate 

it and she got positive responses. It is important to be sensitive and a good listener, and to be 

aware that organizations are built in different ways than in Sweden. In the United Kingdom, it is 

hierarchical while in Sweden it is a more flat organization.  

 

Additional comments 

Mrs- Andersson- Drugge‟s advices for other women are to believe in yourself, and to have the 

courage to take risks. When taking on a risk, you will get much in return. It is no demand to be 

perfect; all challenges can be dealt with. It is important to have demands and to be determined on 

the condition before signing any contract. All practical things must be solved, and men tend to be 

better at claiming their demands before taking on an assignment.  
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5.5 Case Five – Gunilla Ait-El-Mekki, SAS  
Female expatriate qualifications  

Mrs. Ait-El-Mekki is 50 years old, married with one child. She has a translator education from 

Germany, an information education and has also been educated internally within SAS in 

leadership and sales techniques. Her personal skills are that she has always been interested in the 

surrounding world, socialize with other people, analyze problems, communicative and is 

customer- oriented. Others tend to describe her as nice, however, she states that she is stubborn 

and goes straight to any problem instead of going around it. The respondent has been employed 

at Lufthansa as an airhostess and has been employed at SAS for 23 years in different positions. 

She has worked seven years abroad at SAS International as a Country Manager, one year in 

Belgium with responsibilities over Belgium and Luxemburg, and six years in France. As a 

Country Manager you have the full responsibilities of everything in that country, similar to a 

small company. Currently, Mrs. Ait-El-Mekki is the Director of Product Concepts at SAS 

International in Sweden.  

 

SAS is the leading airline and travel group in Northern Europe, and offers air transportation and 

airline-related services. SAS‟s fourth largest shareholders are the Swedish government, the 

Danish government, the Norwegian government and the Knut and Alice Wallenberg‟s 

foundation. SAS consists of SAS Sweden, SAS Norway, SAS Denmark and SAS International, 

and has individually branded airlines such as Spanair. It is a member of the Star Alliance™ 

which is the world‟s largest global airline alliance.  SAS International has 782 employees, of 

whom 44 percent are women, and has sales activities in Asia, North America, and in Europe 

(SAS Group, n.d.).  

 

The glass ceiling 

An important matter that could be a barrier for women in their work is the communication part, 

as women and men tend to talk through each other and misunderstand each other. This could 

contribute to the glass ceiling. In general, men tend to recruit men and women have a tendency to 

recruit women. Mrs. Ait-El-Mekki questions whether women themselves build and support an 

existing glass ceiling in a company. At her company, SAS, several women obtain top-

management positions which can illustrate that a glass ceiling also can exist depending on the 

investigated company and industry. Moreover, women may not put enough time in order to reach 

certain positions. A glass ceiling may be supported due to the fact that men are involved in 

networks more naturally and socialize with others outside work, and that gender barriers may 

contribute that a glass ceiling may exist. However, the respondent states that younger people sees 

this in another way and considers that glass ceilings will disappear in the future. She adds that 

you cannot claim that the class ceiling is something that hinders one from receiving a job; it is 

mainly due to the individual applying.  

 

The glass walls  

Her current position is influenced by her previous positions, within sales and marketing. In the 

respondent‟s opinion, it is not more difficult to receive certain positions than others. Mrs. Ait-El-

Mekki has always applied for positions that are challenging as well as enjoyable. It is important 

to be committed to a work and as she recruit personnel, it is essential to “hire for attitude and 
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train for skills”. Many companies make the mistake to solely hire for skills, and forget that an 

individual attitude is essential.  

 

The glass border  

According to the respondent, women are more suitable for international assignment, as they are 

more sensible and have the ability to sense the surrounding environment. It is essential to adjust 

to the new assignment and approach the new assignment in another way than at home. Essential 

for a career is to choose the most suitable contacts and to have a supporting manager and partner.  

 

Gender stereotypes  

Mrs. Ait- El- Mekki has always been a token woman in board-meetings, and more women have 

to get higher positions in order to break the male dominated culture in companies. It is not 

acceptable that women take place and show the abilities in the same way like a man can do. It 

could be seen as a barrier towards women, as it is unexpected and a threat if women act 

differently than what they are supposed to. Nevertheless, barriers and other setbacks often 

strengthen and develop an individual both professionally as well as privately.  

 

Dual- career couples 

The respondent argues that family issues and dual careers is an important factor when deciding 

whether to work abroad or not. Her husband is from Morocco which has facilitated it for her in 

order to get an understanding and respect of other cultures. It is also more acceptable and natural 

for a man to have a foreign wife than the opposite. The respondent also has a husband with a 

flexible profession and a son who were 19 years old when she accepted her international 

assignment which facilitate it for her. Her husband was an important support and it had been 

complicated and difficult to work abroad without his support. 

 

Myth one 

Regarding myth one, the respondent states that almost everyone is interested in working abroad 

and not a gender issue. In general, it is no difference between genders; however, men tend to be 

more attached to their home environment. To work abroad is demanding and not just fun as 

several people tend to claim. Loneliness is not unusual when being the top-manager and when 

your own manager is located far away. It is also essential to shift positions in order to learn, and 

miss out of essential changes.  

 

Myth two 

Generally, women have to work harder in order to reach certain positions. In her company, 

international assignments have been a closed section and almost like a club, however, nowadays 

it has changed. There are also few women with international experiences, for example when she 

was a Country Manager solely one other woman had the same position. She also meet several 

women in top-management positions in other companies and was surprised of their capabilities 

and sees no difference between genders of their capabilities of top-positions. Regarding myth 

two, companies could be reluctant against women as an international assignment has a high 

status. It is important to have connections and experience in order to be selected, and women 

could many times be seen as a threat as women approach things differently, have another attitude 

and force. However, today companies have difficulties in finding someone interested in 
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international assignments as both men and women as a partner with a career. It could be a 

disadvantage to be without a partner in several countries, even though you have more time for 

the job, as a family is an important, implies trust, and has a different meaning abroad that in 

Sweden. Once in her career was hindered by her company to take on an international assignment, 

when she applied for the Country Manager position in Japan and the company felt it to be a great 

risk to send a woman into the male-dominated business environment in Japan. Moreover, she 

claims that men are mostly selected for more advanced assignments although women are better 

at completing a task properly. Women also have to do more and a better job than men in order to 

be respected.  

 

Myth three and the gaijin syndrome  

Regarding myth three, there exist large differences between the countries she worked in. In 

Belgium it was a male-dominated culture where male stereotypes where important. In France, 

the levels of hierarchy were high and it did not matter if you were a male or a female manager, as 

you are the most suitable for the position. The respondent states that it was fantastic in France as 

she could focus on her job and not with any male vs. female issues. In Belgium it was 

pleasurable, even though it was a masculine environment. Mrs. Ait- El- Mekki claims that it is 

many times better to be a female manager in France than in Sweden, due to the Swedish 

consensus culture and that you gain more respect in France. Her time in France has made her less 

frightened for conflicts and more used to discuss and communicate with people that you never 

would learn in Sweden. A negative issue is that everything is set up for a man when leaving for 

an international assignment, such as papers where you will fill in your wife‟s name. It has been 

extremely positive to work abroad as you develop both personally as well as within your 

leadership, and it is also important to release own barriers when working with people from other 

cultures. The respondent was treated as a foreigner during her international assignments.  

 

Length of assignment  

The length of an assignment is important. When being solely one year, you cannot be a part of a 

country‟s culture and language in the same way of a three-year assignment. Business 

relationships are many times underestimated and the length contributes that you will create 

trustful and stable relationships with clients etcetera. It is important to adapt to the culture in 

order to gain respect, otherwise you will be invisible. Cultural communication is important to 

learn, and women tend to state their opinion which could be a disadvantage and not seen as a 

strength. In Sweden, women tend to me more masculine than in other countries due to the equal 

society. It is also important to have an understanding and respect how to communicate within 

companies, and in hierarchical companies it is not suitable to go directly to the pone doing a job, 

it must go through certain levels. Men tend to have a better understanding and more easily adapt 

to a hierarchal organization. 

 

Lifestyle options  

Mrs. Ait- El- Mekki has accepted to be away great deals in her profession and thereby sacrificing 

parts of her personal life.  
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Gender cultures  

SAS‟s corporate culture abroad is more equal against men and women than in Sweden where the 

male versus female was not apparent. In Sweden, women tend have middle management position 

and have to work harder in order to be respected. However, it is many times more difficult to 

build networks abroad as it is male-dominated and not natural to meet outside the work.  

 

Mentoring  

Mentorship has not a great importance when having a supporting manager, and it depends on the 

situation. However, it is important to have a group where you can discuss issues and support 

each other. Mrs. Ait- El- Mekki has no mentor but has regular meetings with her manager and 

receives feedback. If having a mentor, it is important to choose someone suitable and know the 

reason of having a mentor. She adds that a mix of genders and ages is important in order to gain 

both experience as well as new ideas, and to get in a new way of thinking. However, this 

depends on the focus group and company goals. Sweden has several issues to manage in order 

for men and women to be equal and get the same opportunities.  

 

Tokenism  

The responded is used to being a token woman and feels privileged that she was given the 

opportunity to work abroad. It is positive to be different, change how things are used to be, and 

to break accustomed patterns. The personality is important and it is important to pick the battles 

and to learn how to negotiate well.  

 

Networks 

Men are involved in networks more naturally and socialize with others outside work, and that 

gender barriers may contribute to the fact that women are involved in fewer networks.  

 

Adjustment  

The adjustment to the new cultures was fun, easy and liberating. To learn the local language is a 

key to success and shows others that you have the ambition to learn and takes nothing for 

granted. You will automatically gain trust and respect for learning the local language and it 

facilitate everything such as conducting business. The personnel gained a deeper trust towards 

the respondent and could talk in another way with her. When conducting business with people 

from other cultures, it is essential to adapt to their way of doing business and take all positive 

things from the own culture. Essential matters to consider is family issues, and inform all how an 

assignment abroad will affect them. It is important that the whole family feels comfortable and 

has a safe home to go back to. If possible, it is important to have a place back in Sweden to come 

back to, otherwise it is easy to feel like an alien when returning. To be aware of the difficultness 

of receiving a job when coming back is essential as well as have a good plan for everything 

before leaving.  To manage the networks at home is also advantageous. Swedish people tend to 

be naive and forget certain safety aspects. It is advantageous to have an understanding of what 

you can and cannot do in certain countries.  

 

Additional Comments  

Mrs. Ait- El- Mekki hopes that more women established themselves abroad and get to 

experience what it is like to work internationally. In her opinion, it is very advantageous to see 
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how other countries are. It is also a great expertise if having the aim to work in Sweden for a 

foreign company. The respondent does not have any regrets of working abroad and claims that 

you will face barriers and issues at home as well as abroad.  

 



CHAPTER SIX 
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6.  DATA ANALYSIS  
This chapter will present the data analysis of this thesis. First, the data will be reduced through 

a within -case analysis, which is a comparison of each case with previous research. Second, the 

data will be displayed in a cross-case analysis, where all five cases will be compared with each 

other.  

6.1 Within-case Analysis of Case One  
Female expatriate qualifications  

According to Adler (1994), female expatriates are in general highly educated and have 

international experiences. Graduate degrees such as the MBA are most common. Women have 

often high international interests and experience before companies send them on international 

assignments. Tremendous social and language skills are common by female expatriates to obtain. 

Moreover, expatriates holds all from junior to senior positions on the assignments, however, it is 

uncommon that a female expatriate holds the top position within a company or region.  

 

Ms. Strand supported this theory as she has a degree in tourism management from an Australian 

University, and she is social, correct and diplomatic. Her positions at the international 

assignments were as a Guide and Destination Manager within Fritidsresor and each of her 

international assignments lasted for six months. Currently she holds the position as the Product 

Manager at the company headquarters in Stockholm, Sweden.  

 

The glass ceiling  

Linehan et al (2001a) state that glass ceiling refers to the limitations women encounter when 

trying to advance to senior levels in companies. The reasons why the glass ceiling exist are based 

on the differences between men and women that rely on the perceptions that women lack 

appropriate attitudes, skills, behaviors and education needed for management jobs as well as, 

bias stereotyping and discrimination of women as managers. Research illustrate that women face 

barriers to progression which are not faced by their male colleagues. Wirth (2001) argues that 

women are underrepresented in senior management, which indicates that discrimination is 

paramount where the most power is applied. Furthermore, the glass ceiling could be observed at 

different levels depending on the degree of which women progress within a company.  

 

The respondent rejects these theories as she has not experienced the glass ceiling during her 

career. The latest position she applied for, the majority of the applicants were men, but she got it 

anyway. She claims that Fritidsresor focus on competence and international experience rather 

than the gender of the applicants and as women holds the majority of the international 

assignments they also have most international experiences and thereby have a greater chance to 

reach higher positions.  

 

The glass walls  

Female managers commonly are restricted to certain sectors which, is referred to as the glass 

wall (Wirth, 2001).  Job segregation is based on gender and over 20 percent of the women work 

in the service sector. Women have during the last decades moved into occupations that 

previously were male-dominated (Helms & Guffey, 1997). In MNCs where women have been 
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able to reach senior management positions, they are commonly limited to areas that are less 

central or strategic to the company. Women often experience difficulties to advance into strategic 

areas and have problems reaching key executive positions in large companies (Wirth, 2001). 

 

Ms. Strand rejects this theory as her career has been affected by the positions that she have held. 

If achieving good results in one position, she has been able to advance into higher positions, even 

as high as to management positions. As Fritidsresor is such a large company she has experienced 

many career opportunities within the company.  

 

The glass border 

Linehan et al (1999b) and Van der Boon (2003) claim that women hold a significantly small 

number of all international management positions worldwide which implies that the glass border 

issue continues to be a problem for women interested in international assignments. Female 

expatriates in senior management positions needed to be equally qualified or in some cases even 

more qualified, more ambitious and more mobile than male managers.  

 

In the case of Ms. Strand these theories do not confirm as she has not experienced the need to 

prove her competence to a greater extent than men in order to reach the same position. In her 

company, the majority of the destination managers are women. Therefore, it could be beneficial 

to be a woman.   

 

Gender stereotypes  

Theories by Heilman (1997) and Schein (2001) suggest that stereotypes can become the basis of 

incorrect reasoning which might lead to biased feelings and actions as well as disadvantages. 

Many assumptions regarding differences between men and women‟s work related skills and 

attributes exist. Research indicates that there is no systematic difference between men and 

women managers‟ abilities, attitudes and behaviours. Nonetheless, gender stereotypes are 

considered to be the main reason for why women‟s career advancement is limited. A constant 

stereotype is that management is associated with being male. The phenomenon, “think manager 

– think male” is a commonly held belief among many managers and the characteristics 

connected to managerial success is often associated to be held by men.  

 

During her career, Ms. Strand has never experienced any gender barriers and rejects these 

theories. She has been working abroad for many years and believes that it sometimes is easier 

being a woman abroad and that it even could be positive to be a woman. Women commonly are 

better than men at communicating and negotiate with foreigners, adapt to a new culture and learn 

a new language. Women also are more social and interact with the locals, which can have many 

positive effects on the assignment. Furthermore, Ms. Strand does not consider that gender 

stereotypes have affected her career advancement. But she states that it has been positive many 

times during her career to be a woman, but she does not know it has affected her career 

advancement.  

 

Dual-career couples 

Theories by Linehan et al (2001), and Linehan et al (2004) claim that dual-career couples 

encounter different issues and it is considered that women face more difficulties when it is the 
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male partner that puts his career on hold, as it is the norm that females‟ careers do not have the 

priority. It is also more likely that female managers in dual-career relationships have a partner 

with professional careers, than it is for men. This can create difficulties as companies normally 

do not facilitate the career of a partner.  

 

Ms. Strand rejects these theories as she would not personally turn down an international 

assignment if she were in a relationship where the partner also had a career. But she considers 

that it happens for other women, as men often earn more money than women. However, in her 

case it has been the opposite, but she claims that she probably is quite unusual.  

 

Myth one 

Adler (1994) states that myth one brings up the issue whether women are less interested than 

their male counterparts in taking on an international career. Studies reveal that there exists no 

difference at all regarding the interest of pursuing international careers between male and 

females. Janssens et al (2006) continue to argue that women often exclude themselves from 

international assignments as they many times are passive, support traditional role models and 

obtain a low self-confidence. Recent studies have begun to put feminine characteristics in a more 

positive light, and that the female skills can contribute to a female‟s success.  

 

Ms. Strand supports this myth as she states that there is a difference in the interest for 

international assignments between men and women and considers that women are more 

interested in international assignments than men. In tourism, men often work in the home 

country and are not that interested in obtaining international assignment. One reason might be 

that managers normally have a higher salary in the home country than abroad, which implies that 

men consider a high salary to be more important than women do. 

 

Myth two  

Myth two by Adler (1994) reveals that companies do not want to send women on international 

assignments. Many MNCs are more reluctant to select women for assignments abroad than for 

domestic management positions. Many female expatriates that succeeded in their international 

assignments experienced corporate resistance before being sent. According to Janssens et al 

(2006) the high status and authority in having an expatriate assignment might further hamper 

women in getting an assignment, as they have to overcome the barriers to climb an 

organizational ladder as well as the ones regarding an international assignment. The respondent 

have never experienced that her company have been unwilling to send her on an international 

assignment and therefore rejects these theories. Furthermore, she does not deem any reasons for 

companies to hinder women from receiving international assignment.  

Myth three and the gaijin syndrome  

The issue of foreigner prejudice against women are seen as one of the reasons why women have 

difficulties in succeeding on assignments abroad. Given this third myth, females would have 

difficulties in their international assignments. However, this is not the case in reality, 

approximately a majority of female expatriates considers it to be an advantage rather than a 

disadvantage to be a woman in foreign countries, some do not consider it to be an advantage or 

disadvantage and few argue that it is negative to be a woman. Female expatriates reported that 

several advantages of being female and being highly visible is a great advantage (Adler, 1994; 
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Janssens et al, 2006). According to Enderwick, et al (1993), foreigners is seen as foreigners, and 

it is no difference between women and men. A foreign woman (gaijin) is not expected to act like 

the locals. It appears that many have confused the noun, women, and the adjective, foreign in 

predicting foreigners to women.  

 

During her career Ms. Strand has experienced prejudice because of her gender one time. It 

occurred when she had her first management position in Greece when she was 25 years old. Her 

agent did not take her seriously and she was forced to prove her skills, suitability and knowledge 

before he started to accept her. However, it did not affect her success during her assignment. In 

Ms. Strand‟s experience it has been positive to be a woman when working abroad. She points out 

that it might be different depending on country, some countries might be harder for women to 

work within than others. For example, she assumes that it might be difficult for a woman to work 

in a Muslim country. Moreover, while being on international assignments Ms. Strand considers 

that she has been treated as a foreigner rather than as local women. She also explains that she is 

view as a representative for her company and not only as an individual or a woman. Based on the 

discussion above, she supports all theories.  

 

Length of assignment  

One issue that sometimes affects women is the limitation of their assignments. When a company 

lacks trust of the capability of a woman to succeed in an international assignment, they 

commonly offer a temporary assignment. Temporary assignment can create issues due to when 

permanent position indicates trust (Adler, 1994).  

 

Ms. Strand supports the theory as the length of the assignment can affect the outcome 

substantially. Her assignment was for six months, and it is hard to adapt and get familiar with 

everything in such a short time. The longer the assignment is, it is possible to learn the local 

language and get to know and interact with clients and locals. In many countries going out for 

dinner, drinking coffee and intermingle with local people, work colleagues and clients is 

considerably important and it could to a large extent affect the success of an international 

assignment.   

 

Lifestyle options  

According to Linehan et al (2001a), female expatriates have to carry out some lifestyle choices 

that are more difficult than for women in domestic management. Taking care of the relationship 

with spouses is one of the most difficult lifestyle options to manage. Balancing family and work 

life for women is difficult, especially for those with a senior management position. Moreover, 

women have to sacrifice more due to the fact that careers were originally developed to suit men 

whose partner raised their children.  

 

The respondent supports this theory, as she has been forced to make some lifestyle choices, for 

example, she has been forced to sacrifice much of her personal life. She has had a relationship 

for eight years at Rhodes, where she has worked for six months during the summer season. Then 

she has changed location to work at a winter destination and this has affected her relationship 

with her previous partner.  
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Gender cultures  

Davidson et al (1994) states that gender cultures appear to reflect two diverse attitudes to women 

and men‟s similarities and differences. Traditional cultures observed in, the “Gentleman‟s Club”, 

the “Locker Room” and the “Barack Yard”, reflects the belief that men and women are different 

and have different roles. More modern cultures recovered in, the “Gender Blind” and the “Smart 

Macho”, indentifies how dynamics of gender relations persist even when participants state that 

men and women are equal and that no differences in their capabilities exist. Ms. Strand supports 

the modern cultures as she considers women and men are considered equal in her company and 

she observes no difference in the company culture domestically or abroad.  

 

Mentoring  

Even though mentors are essential for progression in management, females can be further 

hampered in their attempts due to the organizational and interpersonal barriers (Linehan 2000). 

In history, males dominate as mentors and tend to choose male protégés for sponsorship. 

Mentors apply their power, (knowledge, reputation or political) in order to support protégés in 

their career (ibid). Having a mentor provides several opportunities for protégés to obtain 

professional skills and other skills vital for their profession, whether it is in management, 

administration or in other fields (Ehrich, 1994).  

 

The respondent rejects these theories as she has no mentor but her managers and work colleagues 

can sometimes work as a mentor. It can be good and useful to have a mentor. At Fritidsresor it is 

unusual to have a mentor and Ms. Strand observe no difference in the usage of mentors between 

males and females in her company.  

 

Tokenism  

Linehan et al (2001) claim that token senior female manager in organizations can be exposed to 

additional burdens and stresses. An increased visibility can lead to a loss of privacy which will 

add extra stresses and strains to female expatriates. Female managers working in male-

dominated organizations highlighted the disadvantages associated with their high visibility when 

being a woman. According to Davidson et al (1994) token women and other minorities 

experience issues concerning exclusion due to their limited access to informal interaction 

networks. Exclusion from networks can also perpetuate male traditions, customs and pessimistic 

attitudes to women. However, female networks are created which in turn help women coping 

with exclusion and isolation (ibid). 

 

Ms. Strand has experienced being in minority, however, she has not experienced any issues 

associated with this. Therefore, she rejects these theories.   

 

Networks 

Networks are an important part in a career, and women are often excluded from networks as they 

tend to be male dominated. Networking is a valuable process which assists women who are 

aiming to advance in their career (Ehrich, 1994).  

 

Ms. Strand rejects this theory as she has not been excluded from networks and she considers 

networks to be of major importance as the more people one knows the easier it is in the work. By 
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having a good network it is possible to create a good name, and that is important in the traveling 

industry as it is important to have a close contact with hotel owners, agents and cooperation 

partners.  

 

Adjustment  

The acquisition of international experience, which is a valuable competence, can depend on how 

well the expatriate are adjusted to a foreign culture (Selmer et al, 2003). Adjustment from 

women in a foreign environment could be extra difficult due to the male-dominated values 

(Mendenhall et al, 1985). There is some important issue to be aware of prior and during 

international assignments for example, integrate into the local community, include and prepare 

the family into the assignment, be optimistic and open-minded and learn the local language. 

Moreover, it is important to adjust to the daily non-work environment, to and interact with locals 

outside work and to the job.   

 

The respondent supports the theory by Selmer et al (2003) and rejects the theory by Mendenhall 

et al (1985) and considers that when adjusting to a new culture one of the most important things 

is to learn the language and interact and spend time with locals. Before an international 

assignment it is important to keep in mind that things will be different in a new country. By 

keeping this mind it is possible to avoid or minimize culture shock.  

6.2 Within-case Analysis of Case Two  
Female expatriate qualifications  

Ms. Fröding‟s qualifications confirm the profile of female expatriate qualifications by Adler 

(1994), as she has social skills in form of being open-minded and outwards and obtain language 

skills in English, Latin, Spanish and Turkish. The respondent has also a great deal of 

international experience. However, she holds a top management position even though she solely 

has a degree from a Swedish high school. Additionally, she has been educated internally and has 

great work experience in her field. Her international assignments lasted for six months where she 

held the positions as the Service Manager and the Destination Manager.  

 

The glass ceiling  

The respondent rejects the theory of the glass ceiling by Linehan et al (2001a) which refers to the 

limitations women encounter when trying to advance to senior levels in companies as she has not 

been exposed to a glass ceiling. Furthermore, Ms. Fröding state that women by themselves could 

be the cause of the glass ceiling as they sometimes have difficulties in trusting themselves, grab 

opportunities, taking on higher risks, and have a different mindset than men. 

 

The glass walls  

As Ms. Fröding has not been limited into certain positions and have made choices of which 

sector to work in by itself, as well as obtaining a strategic position at the moment, the theories of 

the glass walls by Helms and Guffey (1997) and Wirth (2001) are rejected. She always has been 

interested in working with people and within service positions, her job within the travel industry 

is a natural choice. She appreciates to have a position where she can decide a great deal by 

herself such as a Destination Manager, where one make all decisions and are free; however, it is 

a free job with responsibilities. 
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The glass border 

The theory by Linehan et al (1999b) and Van der boon (2003), which is that female expatriates 

in senior management positions need to be equally qualified or in some cases even more 

qualified and ambitious than their male counterparts. In the case of Ms. Fröding, this theory is 

rejected, as the travel industry is equal for men and women and it is an advantage of being a 

woman as women are more service minded and suitable for the travel industry than men are. 

This can create an advantage for men as many companies would like a more equal distribution 

among positions and genders. She further adds that it is more of advantages to be a woman in the 

travel industry and that it is no problem from women to get top-positions in the industry. 

 

Gender stereotypes  

Heilman (1997) and Schein (2001) argue that gender stereotypes are considered to be the main 

reason for why women‟s career advancement is limited. In the case of Ms. Fröding, gender 

stereotypes affected her in the beginning of her career; however, currently she has no issues with 

gender stereotypes. As a woman, one has to be updated and show that one is ambitions; 

otherwise it is possible to fall out and become anonymous. Currently, as the respondent has more 

experience she has no issues with gender barriers and feel confident to state her opinion 

regarding discussed matters. In this case, the theories are supported as she has experienced 

gender stereotyping and it has affected her.  

 

Dual-career couples 

According to Linehan and Walsh, (2001) Linehan & Scullion (2004) dual-career couples 

encounter different issues and it is considered that women face more difficulties when it is the 

male partner that puts his career on hold, as it is the norm that females‟ careers do not have the 

priority. Ms. Fröding‟s case supports this theory as she has been forced to make a choice 

between her partner and the career.  

 

Myth one 

Myth one by Adler (1994), claims that women are not interested of international assignments and 

the respondent supports this theory to be myth as women are considerably more interested of 

international assignments than men. She states that one clear evidence of this is solely to look 

into the travel guide occupation, where female often obtain those positions. Females tend to have 

the aim to work abroad while men have their stability at home and do not search for work outside 

their home area.  

 

Myth two 

The theories by Adler (1994) and Janssens et al (2006) which reveals that companies do not want 

to send women on international assignments, are revealed as being true and not a myth. The high 

status in international assignments hamper women in receiving an international assignment is 

rejected. The respondent has not been exposed to any unwillingness from her company to send 

her on an international assignment and being located at its head-office is more associated with 

status than the position abroad.  
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Myth three and the Gaijin Syndrome  

The theories by Adler (1994) and Janssens et al (2006) that foreigners have prejudice against 

women which can be one of the reasons why women have difficulties in succeeding on 

assignments abroad. Given this third myth, females would have difficulties in their international 

assignments. According to Enderwick et al, (1993), foreigners are seen as foreigners, and it is no 

difference between women and men. A foreign woman (gaijin) is not expected to act like the 

locals. The theories by Adler (1994) and Janssens et al (2006) are supported in the case of Ms. 

Fröding as she has been exposed to prejudice but it has not affected her ability to complete her 

international assignments. The gaijin syndrome is supported as the respondent was treated as a 

foreigner and not as a local woman. Ms. Fröding claims that a person is treaded individually and 

more as “it”, and she was referred as “sir” due to the lack of different gender titles. The religion, 

Buddhism, creates sometimes difficulties in negotiations. It is important to have knowledge of 

how to conduct business and their rules there, as well as being smart, smile and nod when it is 

appropriate.  To be appreciated for the work is many times difficult in Thailand, and to be aware 

of all hidden messages and rules. In general, it is a more rough business environment in Asia and 

one has to manage issues in another way than you are used to. The respondent states that Mexico 

is a very human country to conduct business in. She felt very appreciated in Mexico and was 

admired for her work as it is unusual for women to be managers in Mexico. Overall, the 

respondent states that it is positive in being a woman in the travel industry.  

 

Length of assignment  

The theory by Adler (1994) suggests that women encounter issues due to time limitations of their 

international assignments such as a temporary assignment, which could result in a lack of trust 

and therefore the international assignment may fail to succeed. The case of Ms. Fröding supports 

the theory and claims that it takes time to prove that one is honest, trustworthy and to become 

accepted. Moreover, it takes time to gain respect and show that one does not solely put one‟s 

interest at first hand.  

 

Lifestyle options  

According to Linehan et al (2001a), balancing family and work life for women is difficult, 

especially for those with a senior management position.  The respondent supports this theory as 

she claims that a position as a Destination Manager is more like a lifestyle than only a work. It 

involves a great deal of different things, seven days a week with several tasks to manage. 

Moreover, in order to be able to continue her career she had to make the decision to live without 

her partner.  

Gender cultures  

Davidson et al (1994) states that gender cultures appear to reflect two diverse attitudes to women 

and men‟s similarities and differences, the Traditional cultures and the more modern cultures. In 

the case of Ms. Fröding, she supports both theories, as in her current company it is a more 

modern culture with an equal culture for men and women, whereas in Express Resor, her 

previous employer, it was a traditional culture where men reached top-positions more quickly 

than women.   
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Mentoring  

The theories by Linehan (2000) and Ehrich (1994) claim that female managers often have a lack 

of mentors and this affect them negatively when they miss out on important advices that 

facilitate their career. In history, males dominate as mentors and tend to choose male protégés for 

sponsorship. Ms. Fröding rejects the theory, even though she has not received an “official” 

mentor during her career. However, she has two “unofficial” mentors who have supported her 

during her career and she has not been affected negatively by lacking an “official” mentor. The 

respondent states that it is important to have a mentor and her company mix genders in their 

mentor program.  

 

Tokenism  

Theories by Linehan and Walsh (2001), Tung (2004) and Davidson et al (1994) state that 

tokenism occurs when a woman is a minority in male-dominated organizations and experience 

issues such as high visibility, isolation and exclusion. Even though the respondent claims that it 

is easy to become isolated as a woman in a masculine environment, Ms. Fröding rejects these 

theories she has not been exposed to tokenism and it is an individual matter.  

 

Networks 

Networks are an important part in a career, and women are often excluded from networks as they 

tend to be male dominated (Ehrich, 1994). In the case of Ms. Fröding, she rejects this theory as 

she states that in Thailand it is difficult to create networks as a woman, while in Mexico and 

Turkey it is easier. However, it was no issues that affected her assignments.  

 

Adjustment  

Adjustment from women in a foreign environment could be extra difficult due to the male-

dominated values (Mendenhall et al, 1985). It is important to adjust to the daily non-work 

environment, to and interact with locals outside work and to the job (Selmer et al, 2003). Ms 

Fröding rejects the theory by Mendenhall et al (1985) due to that it was no issues for her to 

adjust to her new environments. The respondent supports the theory by Selmer et al, (2003) as it 

is important to get adjusted to the new location and to create networks. At work she created a 

network which facilitated it with essential matters such as living, work permits, etcetera. It is also 

important to create relationships with the locals in a country, in order to learn their way of living. 

In her work she is used to adapt and learn to each situation in each country. The adjustment to 

work is easier and is faster when being skilled, experienced, and aware of the task and what that 

is demanded from you. Language is an important part, as single phrases in the local language 

facilitate it much in for example business negotiation. Cultural differences and religion are 

essential to have an understanding of when conducting business internationally. 

6.3 Within-case Analysis of Case Three 
Female expatriate qualifications 

Mrs. Cedergren. Borg‟s qualifications support the profile of female expatriate qualifications by 

Adler (1994), as she has a MBA, international experience prior to her international assignment, 

and interest in new cultures. She holds a top-position as the Director of Brand Communications 

in North America, which is a three-year assignment.  
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The glass ceiling  

The respondent rejects the theory of the glass ceiling by Linehan et al (2001a) which refers to the 

limitations women encounter when trying to advance to senior levels in companies as she has not 

been exposed to a glass ceiling. Moreover, the respondent has no opinion of why the glass-

ceiling exists.  

 

The glass walls  

In Mrs. Cedergren- Borg‟s opinion, the position an individual obtain depends on the individual 

and what that person strive for. It is important to consider what an individual wants to achieve 

concerning the career in the long run, if a person is interested in receiving a specific position in 

the future it is easier to receive it if choosing positions that gives a good platform, experiences 

and knowledge for it. The theories of the glass walls by Helms and Guffey (1997) and Wirth 

(2001) are rejected in this case.  

 

The glass border 

The theory by Linehan et al (1999b) and Van der boon (2003), which is that female expatriates 

in senior management positions need to be equally qualified or in some cases even more 

qualified and ambitious than their male counterparts. In the case of Mrs. Cedergren- Borg, this 

theory is rejected, as in her opinion many females get opportunities to obtain top-positions. 

However, females are required to search for these positions and females are not always good at 

expressing what positions they desire. Mrs. Cedergren-Borg states that when looking at 

companies it can be observed that females are underrepresented in higher positions. One reason 

could be that women require support and encouragement to apply for higher positions from their 

managers and organizations. Moreover, women might consider it to be hard to receive these 

higher positions and many women could feel as it is not worth it as it can acquire time from their 

family life.  

 

Gender stereotypes  

Heilman (1997) and Schein (2001) argue that gender stereotypes are considered to be the main 

reason for why women‟s career advancement is limited. In the case of Mrs. Cedergren – Borg, 

these theories are rejected as she has not experienced any gender barriers and states that she has 

had the privilege to receive excellent positions that has been of interest. However, it is easy to 

get used to certain behaviors and stereotypical assumption. Therefore, it is important that 

companies discuss gender stereotyping.  

 

Dual-career couples 

According to Linehan and Walsh, (2001) Linehan & Scullion (2004) dual-career couples 

encounter different issues and it is considered that women face more difficulties when it is the 

male partner that puts his career on hold, as it is the norm that females‟ careers do not have the 

priority. The respondent‟s case rejects this theory as her partner supported her career as he has a 

mobile job which is possible to perform regardless of country, even though she claims that it 

would have been different if he had another job.  
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Myth one  

Myth one by Adler (1994), claims that women are not interested of international assignments. In 

the case of Mrs. Cedergren-Borg, she has no opinion regarding this theory.  

 

Myth two  

The theories by Adler (1994) and Janssens et al (2006) which reveals that companies do not want 

to send women on international assignments, are revealed as being true and not a myth. The 

respondent rejects these theories as she has not experienced that her company has been unwilling 

to send her on an international assignment. Her current assignment is the first assignment abroad 

she ever applied for and she received it. She claims that a person gets selected for an 

international assignment depending on competence and whether there exist an available position 

matching the competences and experiences of that individual.  
 

Myth three and the gaijin syndrome  

The theories by Adler (1994) and Janssens et al (2006) that foreigners has prejudice against 

women which can be one of the reasons why women have difficulties in succeeding on 

assignments abroad. Given this third myth, females would have difficulties in their international 

assignments. According to Enderwick et al, (1993), foreigners are seen as foreigners, and it is no 

difference between women and men. A foreign woman (gaijin) is not expected to act like the 

locals. The theories by Adler (1994) and Janssens et al (2006) are supported in the case of Mrs. 

Cedergren- Borg as she has not experienced any prejudice because of her gender neither during 

her international assignment nor in her home country. This case supports the gaijin syndrome 

due to the fact that she has been treated as a foreigner during her international assignment.  

 

Length of assignment  

The theory by Adler (1994) suggests that women encounter issues due to time limitations of their 

international assignments such as a temporary assignment, which could result in a lack of trust 

and therefore the international assignment may fail to succeed. The respondent supports the 

theory by Adler (1994) as she claims it takes a long time to adapt to a new environment and to be 

able to deliver good results.  

 

Lifestyle options  

According to Linehan et al (2001a), balancing family and work life for women is difficult, 

especially for those with a senior management position.  The respondent supports this theory, 

and claims that it is difficult to balance her family and work life and has been forced to restrict 

other parts of life in order to manage the career and family. In order to get the daily life to 

function she has to plan and organize her shores.  
 

Gender cultures  

Davidson et al (1994) states that gender cultures appear to reflect two diverse attitudes to women 

and men‟s similarities and differences, the Traditional cultures and the more modern cultures. In 

the case of Mrs. Cedergren- Borg, she supports the modern cultures, as in her company it is a 

more modern culture with an equal culture for men and women, however, a small difference 

exist within the company between Sweden and the United States.  
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Mentoring 

The theories by Linehan (2000) and Ehrich (1994) claim that female managers often have a lack 

of mentors and this affect them negatively when they miss out on important advices that 

facilitate their career. In history, males dominate as mentors and tend to choose male protégés for 

sponsorship. The respondent rejects these theories as she has a mentor that has helped her during 

her career. Moreover, she does not know whether fewer women than men have mentors and that 

it can be different depending on company and individual.   

 
Tokenism 

Theories by Linehan and Walsh (2001), Tung (2004) and Davidson et al (1994) state that 

tokenism occurs when a woman is a minority in male-dominated organizations and experience 

issues such as high visibility, isolation and exclusion. Mrs. Cedergren- Borg rejects these 

theories as she has not been exposed to tokenism in her company.  

 

Networks 

Networks are an important part in a career, and women are often excluded from networks as they 

tend to be male dominated (Ehrich, 1994). Mrs. Cedergren- Borg rejects this theory as she had 

no difficulties in creating networks. She considers it to be important to have someone to talk and 

discuss issues with. The respondent has only an informal network in form of her friends and 

colleagues. She have never participated in any formal network and explains that she have never 

searched for one.  

 

Adjustment  

Adjustment from women in a foreign environment could be extra difficult due to the male-

dominated values (Mendenhall et al, 1985). It is important to adjust to the daily non-work 

environment, to and interact with locals outside work and to the job (Selmer et al, 2003). The 

respondent rejects the theory by Mendenhall et al (1985) as she adjusted to the new environment 

well and had no issues. Mrs. Cedergren- Borg supports the theory by Selmer et al, (2003) that it 

is important to get adjusted to the new location. Mrs. Cedergren-Borg explains that she has 

adapted to the American culture and adjusted to the everyday life by interacting and spend time 

with neighbors and work colleagues. Before she received her assignment in the United States, 

she had worked in Sweden with the same duties and had already many contacts with North 

America where she knew a lot of people and were familiar with the market. Therefore it was a 

bit easier for her to adapt to her new job, as she had been in contact with it prior to the 

assignment and as she held the same position in Sweden.  

6.4 Within-case Analysis of Case Four  
Female expatriate qualifications 

Mrs. Andersson- Drugge‟s qualifications support the female expatriate qualifications theory by 

Adler (1994) as she has a university degree, and obtain language skills. Moreover, she is good at 

leading, organizing, delegate people. She has had several top- management positions and during 

her international assignment she obtained the position as the Location Manager, which were a 

three-year assignment.  
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The glass ceiling 

The respondent supports the theory of the glass ceiling by Linehan et al (2001a) which refers to 

the limitations women encounter when trying to advance to senior levels in companies. Mrs. 

Andersson- Drugge has experienced the glass ceiling several times during her career, in other 

companies. Being a woman, one is given less opportunities and the company is a major factor 

which can hinder or give the career a push. Moreover, there are certain levels within companies 

and women are sometimes restricted from the top- management positions. Reasons why the glass 

ceiling exists could be that men tend to choose other men when recruiting personnel, as in 

general people choose those like themselves.  

 

The glass walls  

Mrs. Andersson- Drugge is working in a male-dominated industry and has not been restricted 

into certain sectors or positions. Therefore, she rejects these theories by Helms and Guffey 

(1997) and Wirth (2001) and it is important to have a supporting manager who are encouraging 

and take decisions to send women on more risk full assignments, such as international 

assignments. Moreover, in her field of technology, some positions are more difficult to gain than 

others. In Finland it is fewer women in top-management position than in Sweden.  

 

The glass border 

The theory by Linehan et al (1999b) and Van der boon (2003), which is that female expatriates 

in senior management positions need to be equally qualified or in some cases even more 

qualified and ambitious than their male counterparts. Mrs. Andersson- Drugge supports the 

theory as women have to show their competence more than men. For a women it is rougher, you 

are examined and no mistakes are allowed. In the steel industry, there are few women in all 

positions and especially within top- positions.  

 

Gender stereotypes 

Heilman (1997) and Schein (2001) argue that gender stereotypes are considered to be the main 

reason for why women‟s career advancement is limited. In the case of Mrs. Andersson – Drugge, 

these theories are rejected. The respondent has not been exposed to any gender stereotypes. 

However, sometimes she has been left out from discussions and she is aware of others that have 

been treated differently solely for being a woman as all decisions are not conducted at official 

meetings.  

 

Dual-career couples  

According to Linehan and Walsh, (2001) Linehan & Scullion (2004) dual-career couples 

encounter different issues and it is considered that women face more difficulties when it is the 

male partner that puts his career on hold, as it is the norm that females‟ careers do not have the 

priority. In Mrs. Andersson- Drugge‟s case, the theories are rejected as her partner accompanied 

her to the United Kingdom and supported her. However, she also points out that a dual-career 

partner could hinder many women‟s careers. In general, women have the less important jobs and 

supports men and their career moves.  
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Myth one 

Myth one by Adler (1994), claims that women are not interested of international assignments. 

The respondent supports this theory as she claims that women are equally interested in 

international assignments as men. As the steel industry is male-dominated, there are few women 

and therefore few women obtain international assignments.  

 

Myth two  

The theories by Adler (1994) and Janssens et al (2006) which reveals that companies do not want 

to send women on international assignments, are revealed as being true and not a myth. The 

respondent rejected these theories, as she had no difficulties in receiving an international 

assignment. However, to get an assignment abroad in the steel industry is difficult for women. In 

general, getting an international position for women could be difficult due to the low number of 

women in the industry. Women may hinder themselves in receiving an international assignment, 

when they often question themselves and their capabilities. Men tend to have more self-

confidence and more able to take on higher risks.  

 

Myth three and the gaijin syndrome  

The theories by Adler (1994) and Janssens et al (2006) claims that it is a myth that foreigners has 

prejudice against women and can be one of the reasons why women have difficulties in 

succeeding on assignments abroad. Given this third myth, females would have difficulties in 

their international assignments. According to Enderwick et al, (1993), foreigners are seen as 

foreigners, and it is no difference between women and men. A foreign woman (gaijin) is not 

expected to act like the locals. The respondent supports the theories by Adler (1994) and 

Janssens et al (2006) as she has been exposed to prejudice in the beginning of her career. 

However, this was not a barrier which hindered her in some way. It is actually positive to be a 

woman. The respondent supports and rejects the theory by Enderwick et al (1993) as she was 

treated as a local inhabitant in England and the company was assisting her well in learning the 

new culture and how to live in England. However, at her visit at the company‟s plant in Saudi 

Arabia she was treated as a foreigner.  

 

Length of assignment 

The theory by Adler (1994) suggests that women encounter issues due to time limitations of their 

international assignments such as a temporary assignment, which could result in a lack of trust 

and therefore the international assignment may fail to succeed. The respondent supports the 

theory by Adler (1994) due to the fact that a three-year assignment is a good length and her 

company does not offer any short-term or temporary assignments.  

 

Lifestyle options  

According to Linehan et al (2001a), female expatriates have to carry out some lifestyle options 

that are more difficult than for women in domestic management. In the case of Mrs. Andersson – 

Drugge, this theory is supported as she had to utilize some lifestyle choices in order to get her 

career and private life to work. It is important to have an equal relationship where both partners 

divide all work, especially when having children. Without her husband‟s support, having a 

family with three children and a top-position would be almost impossible.  
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Gender cultures  

Davidson et al (1994) states that gender cultures appear to reflect two diverse attitudes to women 

and men‟s similarities and differences, the traditional cultures and the more modern cultures. The 

respondent supports the tradition cultures as her company is male- dominated, rougher, and 

macho. In Finland, it is more unequal between the genders in comparison with Sweden. An 

important issue for women is that they cannot be shy and quiet in order to be respected and taken 

seriously.  

 

Mentoring  

The theories by Linehan (2000) and Ehrich (1994) claim that female managers often have a lack 

of mentors and this affect them negatively when they miss out on important advices that 

facilitate their career. In history, males dominate as mentors and tend to choose male protégés for 

sponsorship. The respondent rejected this theory, as she has had for several years. She has also 

been a mentor and been involved in different mentor projects. It is important to have a mentor, to 

get advices and support. In her case, having a male mentor is important as she works in a 

masculine industry and need advices seen from a male perspective.  

 

Tokenism  

Theories by Linehan and Walsh (2001), Tung (2004) and Davidson et al (1994) state that 

tokenism occurs when a woman is a minority in male-dominated organizations and experience 

issues such as high visibility, isolation and exclusion. Mrs. Andersson- Drugge supports these 

theories as she has been exposed to tokenism, and felt alone sometimes. In The United Kingdom 

there was solely one woman besides her in higher positions. In cases where these have been 

equal men and women, both genders have considered it to be positive and it becomes a more 

positive environment. As she is often alone as a woman she has been required to adapt and be 

determined and stand up for her case.  

 

Networks 

Networks are an important part in a career, and women are often excluded from networks as they 

tend to be male dominated (Ehrich, 1994). The respondent rejects the theory by Ehrich (1994) as 

networks have an essential part and it facilitates it to have a mentor. The respondent has several 

male networks which is important when working with men. If women are given the opportunities 

to obtain top-management position, the respondent argues that it would be more women in 

management and wider networks.  

 

Adjustment  

Adjustment from women in a foreign environment could be extra difficult due to the male-

dominated values (Mendenhall et al, 1985). It is important to adjust to the daily non-work 

environment, to and interact with locals outside work and to the job (Selmer et al, 2003). The 

respondent rejects the theory by Mendenhall et al (1985) as she adjusted to the new environment 

well and had no issues. Mrs. Andersson- Drugge supports the theory by Selmer et al (2003) it is 

important to learn the new culture, the society and how people act. The respondent adds that it is 

important to socialize with the local people and the neighbors. The adaptation to her position was 

more of a process, as she had to be clearer as a manager. In Sweden it is more of a consensus 

leadership, while in The United Kingdom it is more of a single decision making.  
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6.5 Within-case Analysis of Case Five   
Female expatriate qualifications  

Mrs. Ait- El- Mekki qualifications confirm the profile of female expatriate qualifications by 

Adler (1994), as she her personal skills are that she has always been interested in the surrounding 

world, socialize with other people, analyze problems, communicative and customer- oriented. 

She also has great language skills in German, English and French. She had international 

experience prior to her international assignment due to her education in Germany. The 

respondent holds a top-management position even though she solely has a high school degree.  

Additionally, she has been educated internally and has great work experience in her field. She 

has had one assignment of one year and one of six years as the Country Manager.   

 

The glass ceiling  

The respondent supports the theory of the glass ceiling by Linehan et al (2001a) which refers to 

the limitations women encounter when trying to advance to senior levels in companies. Mrs. Ait- 

El- Mekki has not experienced the class ceiling and thereby rejects the theory. However, the 

communication part could contribute to the glass ceiling. In general, men tend to recruit men and 

women have a tendency to recruit women. Mrs. Ait- El- Mekki questions if whether women self 

build and support an existing glass ceiling in a company. At her company, SAS, several women 

obtain top-management positions which can illustrate that a glass ceiling also can exist 

depending on the investigated company and industry. Moreover, women may not put enough 

time in order to reach certain positions. A glass ceiling also may exist due to the fact that men are 

involved in networks more naturally and socialize with others outside work, and that gender 

barriers may contribute that a glass ceiling may exist. However, the respondent states that 

younger people sees this in another way and believes that glass ceilings will disappear in the 

future. She adds that one cannot claim that the class ceiling is something that hinders one from 

receiving a job; it is mainly due to the individual applying.  

 

The glass walls  

Mrs. Ait- El- Mekki has not been restricted into certain sectors or positions. Therefore, she 

rejects these theories by Helms and Guffey (1997) and Wirth (2001) Her current position is 

influenced of her previous positions, within sales and marketing. In the respondent‟s opinion, it 

is not more difficult to receive certain positions than others. Mrs. Ait- El- Mekki has always 

applied for positions that are challenging as well as enjoyable. It is important to be committed to 

a work and as she recruit personnel, it is essential to “hire for attitude and train for skills”.  

 

The glass border 

The theory by Linehan et al (1999b) and Van der boon (2003), which is that female expatriates 

in senior management positions need to be equally qualified or in some cases even more 

qualified and ambitious than their male counterparts. Mrs. Ait- El- Mekki rejects the theory as 

women are more suitable for international assignment, as they are more sensible and have the 

ability to sense the surrounding environment. Essential for a career is to choose the most suitable 

contacts, to have a supporting manager and partner.  
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Gender stereotypes 

Heilman (1997) and Schein (2001) argue that gender stereotypes are considered to be the main 

reason for why women‟s career advancement is limited. In the case of Mrs. Ait- El- Mekki these 

theories are supported as she has experienced gender barriers. She has always been a token 

woman in board-meetings, and it is not acceptable that women take place and show the abilities 

in the same way like a man can do. It could be seen as a barrier towards women, as it is 

unexpected and a threat if women act differently than what they are supposed to. Nevertheless, 

barriers and other setbacks often strengthen and develop an individual both professionally as 

well as privately.  

 

Dual-career couples 

According to Linehan and Walsh, (2001) Linehan & Scullion (2004) dual-career couples 

encounter different issues and it is considered that women face more difficulties when it is the 

male partner that puts his career on hold, as it is the norm that females‟ careers do not have the 

priority. In the case of Mrs. Ait- El- Mekki, these theories are rejected as she had a supportive 

husband. Her husband has a flexible profession which facilitated it for her. Her husband was an 

important support and it had not been uncomplicated without his support. Without a supporting 

partner, uncomfortable with the situation it is difficult to work abroad. Moreover, the respondent 

argues that family issues and dual careers is an important factor when deciding whether to work 

abroad or not. Her husband is from Morocco and that has facilitated it for her in order to get an 

understanding and respect of other cultures. It is also more acceptable and natural for a man to 

have a foreign wife than the opposite.  

 

Myth one   

Myth one by Adler (1994), claims that women are not interested of international assignments. In 

the case of Mrs. Ait- El- Mekki, she supports this theory. As she states that almost everyone is 

interested in working abroad and not a gender issue. In general it is no difference between 

genders; however, men tend to be more attached to their home environment.  

 

Myth two 

The theories by Adler (1994) and Janssens et al (2006) which reveals that companies do not want 

to send women on international assignments, are revealed as being true and not a myth. The 

respondent supports these theories as she has been rejected once when she applied for an 

assignment in Japan, and the company rejected her as it considered it to be a risk to send a 

woman to a male dominated business environment. However, she has not been rejected when 

applying for other international assignments. Moreover, In her company, international 

assignments have been a closed section and almost like a club, however, nowadays it has 

changed. There are also few women with international experiences, for example when she was a 

country manager solely one other woman had the same position. Regarding myth two, 

companies could be reluctant against women as an international assignment has a high status. It 

is important to have connections and experience in order to be selected, and women could many 

times be seen as a threat as women approach things differently, have another attitude and force. 

However, today companies have difficulties in finding someone interested in international 

assignments as both men and women as a partner with a career.  
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Myth three and the gaijin syndrome  

The theories by Adler (1994) and Janssens et al (2006) claims that it is a myth that foreigners has 

prejudice against women and can be one of the reasons why women have difficulties in 

succeeding on assignments abroad. Given this third myth, females would have difficulties in 

their international assignments. The respondent supports the theories by Adler (1994) and 

Janssens et al, (2006) and she supports the theory of Enderwick et al (1993).  

 

She has been exposed to prejudice in Belgium and Sweden but not at during her latest 

assignment in France. However, this was not a barrier which hindered her in some way. There 

exist large differences between the countries she worked in. In Belgium it was a male-dominated 

culture where male stereotypes where important. In France, the levels of hierarchy were high and 

it did not matter if being a male or a female manager, as you are the most suitable for the 

position. The respondent states that it was fantastic in France as she could focus on her job and 

not with any male vs. female issues. In Belgium it was fun, even though it was a masculine 

environment. Mrs. Ait- El- Mekki claims that it is many times better to be a female manager in 

France than in Sweden, due to the Swedish consensus culture and that one gain more respect in 

France. Her time in France has made her less afraid for conflicts and more used to discuss and 

communicate with people that you never learn in Sweden.  

 

Length of assignment  

The theory by Adler (1994) suggests that women encounter issues due to time limitations of their 

international assignments such as a temporary assignment, which could result in a lack of trust 

and therefore the international assignment may fail to succeed. The respondent supports the 

theory by Adler (1994) as she states that the length of an assignment is important. When being 

solely one year, one cannot be a part of a country‟s culture and language in the same way of a 

three-year assignment. Business relationships are many times underestimated and the length 

contributes that one will create trustful and stable relationship with clients. It is important to 

adapt to the culture in order to gain respect, otherwise one will be invisible. Cultural 

communication is important to learn, and women tend to state their opinion which could be a 

disadvantage and not seen as a strength.  

 

Lifestyle options  

According to Linehan et al (2001a), female expatriates have to carry out some lifestyle options 

that are more difficult than for women in domestic management. In the case of Mrs. Ait-El-

Mekki, this theory is supported as she had to utilize some lifestyle choices. The respondent 

accepted to be away a lot in her profession and travel a great deal.  

 

Gender cultures 

Davidson et al (1994) states that gender cultures appear to reflect two diverse attitudes to women 

and men‟s similarities and differences, the traditional cultures and the more modern cultures. The 

respondent supports the traditional cultures and the modern cultures as SAS‟s corporate culture 

abroad is more equal against men and women than in Sweden and the male vs. female was not 

apparent. In Sweden, women tend to be at middle-level management and have to work harder in 

order to be respected.  
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Mentoring  

The theories by Linehan (2000) and Ehrich (1994) claim that female managers often have a lack 

of mentors and this affect them negatively when they miss out on important advices that 

facilitate their career. In history, males dominate as mentors and tend to choose male protégés for 

sponsorship. The respondent rejects this theory, as she has no mentor, however, has had 

supporting managers. She has regular meetings with her manager and receives feedback. If 

having a mentor, it is important to choose someone suitable and know the reason of having a 

mentor. She adds that a mix of genders and ages is important in order to gain both experience as 

well as new ideas, and to get in a new way of thinking.  

 

Tokenism  

Theories by Linehan and Walsh (2001), Tung (2004) and Davidson et al (1994) state that 

tokenism occurs when a woman is a minority in male-dominated organizations and experience 

issues such as high visibility, isolation and exclusion. The respondent rejects these theories as 

she is used to being a token woman and feels privileged that she was given the opportunity to 

work abroad. It is positive to be different, change how things are used to be, and to break 

accustomed patterns. The personality is important and it is important to pick the battles and to 

learn how to negotiate well.  

 

Networks  

Networks are an important part in a career, and women are often excluded from networks as they 

tend to be male dominated (Ehrich, 1994). The respondent rejects the theory by Ehrich (1994) as 

she states that men are involved in networks more naturally and socialize with others outside 

work, and that gender barriers may contribute to the fact that women are involved in fewer 

networks.  

 

Adjustment  

Adjustment from women in a foreign environment could be extra difficult due to the male-

dominated values (Mendenhall et al, 1985). It is important to adjust to the daily non-work 

environment, to and interact with locals outside work and to the job (Selmer et al, 2003). The 

respondent rejects the theory by Mendenhall et al (1985) as the adjustment to the new cultures 

was fun, easy and liberating. To learn the local language is a key to success and shows others 

that you have the ambition to learn and takes nothing for granted. You will automatically gain 

trust and respect for learning the local language and it facilitate everything such as conducting 

business. The personnel gained a deeper trust towards the respondent and could talk in another 

way with her. When conducting business with people from other cultures, it is essential to adapt 

to their way of doing business and take all positive things from the own culture. Essential matters 

to consider is family issues, and inform all how an assignment abroad will affect them. It is 

important that the whole family feels comfortable and has a safe home to go back to. If possible, 

it is important to have a place back in Sweden to come back to; otherwise it is easy to feel like an 

alien when returning.  

 

6.6 Cross-case Analysis 
In this section we will present the cross-case analysis of the five cases in our study in order to 

detect similarities and dissimilarities. The respondents‟ answers are presented in table 6.1 which 
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illustrate the respondents support (S) or reject (R) of the tested concepts regarding barriers 

experienced by female expatriates prior to international assignments. 
 
Table 6.1  – Cross-case analysis of barriers experienced by female expatriates prior to international assignments 

Concepts Strand 
Fritidsresor 

Fröding 
Fritidsresor 

Cedergren-
Borg 
SCA 

Andersson-
Drugge 

Outokumpu 

Ait- El- Mekki 
SAS 

 

Female 

Expatriate 

Qualifications 

S S S S S 

The Glass 

Ceiling 

R R R S R 

The Glass 

Walls 

R R R R R 

The Glass 

Border 

R R R S R 

Gender 

Stereotypes 

R S R R S 

Dual-career 

Couples 

R S R R R 

Myth one S S S S S 

Myth two R R R R S 

Source: Authors‟ own construction  

S= Support 

R=Reject  

 

Female expatriate qualifications  

Regarding the qualifications that female expatriate generally have, all of the respondents fits this 

profile and thereby supports this concept. Three of the respondents (Mrs. Andersson-Drugge, 

Ms. Strand and Mrs. Cedergren-Borg) obtain a university degree and all of the respondents have 

social and language skills which are considered to be one of the main skills for female 

expatriates.  Moreover, all of them also have a high international interest and has international 

experience prior their international assignments. At their assignments abroad all of the 

respondents held top-management positions.  

 

The glass ceiling  

The glass ceiling hinders women from reaching certain positions within a company all from 

junior to top-management positions depending on company. Four of the respondents (Ms. 
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Strand, Ms. Fröding, Mrs. Cedergren-Borg and Mrs. Ait- El- Mekki) reject this concept as they 

have never been exposed to a glass ceiling. However, they are aware of that a glass ceiling exist 

and it can depend on industry, misunderstandings in communication between men and women, 

the fact that men tend to recruit men and women tend to recruit women.  Women themselves can 

also create a glass ceiling as they doubt their capabilities and may not put in enough time to 

reach higher positions. Moreover, the existence of the glass ceiling might depend on the fact that 

women by themselves tend to have difficulties in trusting themselves, grab opportunities and 

take on higher risks. One of the respondents (Mrs. Andersson-Drugge) supported the glass 

ceiling as she had been exposed to it sometimes during her career. The respondent claims that 

women are given less opportunities and are sometimes restricted from top-management position. 

She has even changed employer as she was restricted from career advancement in that company. 

In order to break the glass ceiling especially in male dominated industries women have to obtain 

more positions in companies within those industries.  

 

The glass walls  

The glass walls is a concept where women tend to be stuck in certain sectors. All of the 

respondents reject this as they have made deliberate choices of what sectors to work in.  Even 

though three of the respondents (Ms. Strand, Ms. Fröding and Mrs. Ait- El- Mekki) work in the 

service sector, they claim that it has been a conscious choice as well as in the cases of the other 

two respondents (Mrs. Cedergren-Borg and Mrs. Andersson-Drugge) who works in the 

production industry which tend to be male dominated.  

 

The glass border  

The term glass border refers to stereotypical assumptions that senior managers from the home 

country have about women as managers and their appropriateness, availability and preferences 

for international assignments. Furthermore, women often need to prove their competence to a 

greater extent than men in order to reach the same position. Therefore, women are hindered from 

international assignment as they do not reach top-management positions domestically. Four of 

the respondents reject this. Two of the respondents (Ms. Strand and Ms. Fröding) reject this 

theory as they have never experienced the glass border mainly due to the fact that there are few 

men working in their industry. Mrs. Ait- El- Mekki and Mrs. Cedergren-Borg reject this as 

women get opportunities to receive higher positions within their companies. Moreover, Ms. 

Fröding and Mrs. Ait-El-Mekki state that women are more suitable for international assignments 

than men. Mrs. Andersson-Drugge supports this as she considers that women have to show their 

competence more than men.  

 

Gender stereotypes  

Stereotypes can become the basis of incorrect reasoning which might lead to biased feelings and 

actions as well as disadvantages, and may hinder women in their careers. Three of the 

respondents (Ms. Strand, Mrs. Cedergren-Borg and Mrs. Andersson-Drugge) reject this concept 

as they have not experienced gender stereotyping. Ms. Strand claims that it can be positive to be 

a woman as they are better at negotiating with foreigners. Mrs. Cedergren-Borg states that she is 

aware of that gender stereotypes exist and that it is important that companies discuss this among 

its employees. The other two respondents (Ms. Fröding and Mrs. Ait- El- Mekki) have 

experienced gender stereotyping and thereby support this concept. Ms. Fröding has experienced 
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gender stereotyping in the beginning of her career. Mrs. Ait-El-Mekki has been a token woman 

and has for that reason been forced to behave in a specific manner.  

 

Dual-career couples 

Dual-career couples encounter different issues and it is considered that women face more 

difficulties when it is the male partner that puts his career on hold. Four of the respondents reject 

this theory as they have not experienced any issues when taking on an international assignment.  

However, they point out that this could be an issue for other couples. Ms. Fröding supports this 

theory as she has experienced dual-career issues as her ex partner also had a career, which 

created problems.  

 

Myth one 

An opinion is that women are not interested in international assignments, however, this is not 

true and is only a myth. All of the respondents support this concept as they consider women to 

have an equal or higher interest in international assignments than men. For example, in the travel 

guide occupation there are few men working abroad and men commonly have trouble to leave 

their safe place at home.  

 

Myth two  

Companies are reluctant to send women abroad and this is revealed as a truth. Four of the 

respondents (Ms. Strand, Ms. Fröding, Mrs. Cedergren-Borg and Mrs. Andersson-Drugge) reject 

this concept as they have never experienced that their company has been unwilling to send them 

on an international assignment. Mrs. Ait-El-Mekki supports this concept as she has been rejected 

an assignment in Japan. However, all of the respondents are aware that companies sometimes 

can be reluctant to send women on international assignments due to the high status, high risk and 

prejudice. 
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The respondents‟ answers regarding issues experienced by female expatriates during 

international assignment are presented in table 6.2 below and illustrate the respondents support 

or rejection of the tested concepts. 
 
Table 6.2 – Cross-case analysis of issues experienced by female expatriates during international assignments  

Concepts Strand 
Fritidsresor 

 

Fröding 
Fritidsresor 

 

Cedergren-
Borg 
 SCA 

 

Andersson-
Drugge 

Outokumpu 
 

Ait- El-Mekki 
SAS 

Myth three 

and the Gaijin 

Syndrome 

S 

S 

S 

S 

S 

S 

S 

R 

S 

S 

Length of 

Assignment 

S S S S S 

Lifestyle 

Options 

S S S S S 

Gender 

Cultures 

S  

modern 

cultures 

S 

both modern 

and 

traditional 

cultures 

S 

modern 

cultures 

S 

 traditional 

cultures 

S 

both 

traditional 

and modern 

cultures 

Mentoring R R R R R 

Tokenism R R R S R 

Networks R R R R R 

Adjustment 
 

Mendenhall et al 

(1985) 
Selmer et al 

(2003) 

 

 

R 

S  

 

R 

S 

 

R 

S 

 

R 

S 

 

R 

S 

Source: Authors‟ own construction  

 

S= Support 

R=Reject  
 

Myth three and the gaijin syndrome 

One opinion is that foreigners prejudice against women could make them ineffective during 

international assignments. This is, however, revealed as a myth. All respondents support this 

concept. Four of the respondents (Ms. Strand, Ms. Fröding, Mrs. Andersson-Drugge, and Mrs. 
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Ait–El-Mekki) have been exposed towards prejudice, however, it has not affected them 

negatively. Mrs. Cedergren–Borg has not been exposed towards any prejudice. The gaijin 

syndrome indicates that women are treated as foreigners, and not as local women. Four of the 

respondents (Ms. Strand, Ms. Fröding, Mrs. Cedergren–Borg, and Mrs. Ait-El-Mekki) support 

this theory as they have been treated as foreigners during their international assignments. Mrs. 

Andersson-Drugge rejects this theory as she was treated as a local inhabitant during her 

assignment in the United Kingdom.  

Length of assignment  

Women could encounter issues due to time limitations of their international assignments such as 

temporary assignments, which could result in a lack of trust and therefore the international 

assignment may fail to succeed. All of the respondents support this concept as they consider it to 

be important to have time in order to adapt to a new environment, be a part of a country‟s culture 

and language, and to be able to deliver good results at work.  

 

Lifestyle options  

Female expatriates have to carry out some lifestyle choices that are more difficult than for 

women in domestic management. All five respondents support the concept as they had to 

conduct some lifestyle choices in order to make their life function properly. Some of the lifestyle 

choices the respondents had make was; to sacrifice their social and private life, and spare time.  

 

Gender cultures 

Gender cultures appear to reflect two diverse attitudes to women and men‟s similarities and 

differences, the traditional cultures and the more modern cultures. Two of the respondents (Ms. 

Strand and Mrs. Cedergren-Borg) support the modern cultures as they have been treated equally 

as men during their careers. One respondent (Mrs. Andersson-Drugge) supports the traditional 

cultures as she has been exposed towards a traditional culture during her career and due to the 

male-dominated industry she operates in. Two of the respondents (Mrs. Ait-El-Mekki and Ms. 

Fröding) support both cultures as they have been exposed towards both cultures due to different 

countries, cultures, and companies.  

 

Mentoring  

Female managers often lack mentoring and this affects them negatively when they miss out on 

important advices that facilitate their career. All five respondents reject this theory. Ms. Strand, 

Ms. Fröding, and Mrs. Ait-El–Mekki have no official mentor, and have not been affected 

negatively as a result of this. They have unofficial mentors such as manager and work 

colleagues. Mrs. Cedergren–Borg and Mrs. Andersson-Drugge have official mentors and state 

that this has facilitated their careers.  

 

Tokenism  

Tokenism occurs when a woman is a minority in male-dominated organizations and experience 

issues such as high visibility, isolation and exclusion. One of the respondents (Mrs. Andersson-

Drugge) supports this concept as she has been exposed towards tokenism, and has sometimes 

been isolated. Four of the respondents (Ms. Strand, Ms. Fröding, Mrs. Cedergren-Borg, and Mrs. 

Ait-El-Mekki) reject this concept as they have not been faced by any issues even though some of 

them have been exposed towards tokenism.   



 

78 

 

 

Networks  

Networks are important when working in an international environment, for example to create 

friends within the company in order to be updated on the latest. All of the respondents support 

this concept as they consider networks to be of major importance during international 

assignments. It is important to gain support and to have someone to discuss issues which can be 

crucial in order to conduct a successful assignment. 

 

Adjustment  

It is important to adjust to the daily non-work environment, to interact with locals outside work 

and to adjust to the job. All five respondents supported this concept. It is important to create a 

relationship with locals in a country, learn the local language, get adjusted to the everyday life 

and also to adapt to the leadership style to the new country. Moreover, it is important to adapt to 

other cultures way of doing business.  
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7. FINDINGS AND CONCLUSIONS  

In this final chapter, the research questions and the purpose stated in chapter one will be 

answered. First, research question one regarding barriers experienced by female expatriates 

prior to international assignments will be presented followed by research question two regarding 

issues experienced by female expatriates during international assignments. Each section will 

start by revealing the findings and later on the conclusions, drawn from the data analysis. 

Finally, implications for practitioners, for theory, and for further research will be stated. It is 

important to consider that the conclusions in this study derive from a small sample of female 

expatriates and cannot be generalized. However, these conclusions can be developed into 

hypotheses that can be further investigated.  

 

7.1 How can the barriers experienced by female expatriates prior to 
international assignments be described?  
Our findings regarding women‟s qualifications indicate that the respondents have similar 

qualifications, as the majority of them have university degrees or equivalent education and have 

had company training. High international interest and international experience as well as social 

and language skills are common among them. Management skills such as being open-minded, 

correct, diplomatic, and curious as well as having the ability to lead, delegate and organize 

people are also found among the respondents. On international assignments all of the 

respondents held top- management positions for example; Destination Manager, Director of 

Brand Communications, Location Manager, and Country Manager.  
 

Our findings on the glass ceiling reveal that the glass ceiling exists; however, it is not that 

common as four of five of the respondents had not experienced it. One of the respondents 

exposed to the glass ceiling revealed that women are given less opportunities and that they 

sometimes are restricted from top- management positions. Moreover, men tend to choose other 

men when recruiting personnel. Four of the respondents that had not been exposed to the glass 

ceiling were nevertheless aware of its existence. Findings from those expatriates indicate that the 

industry is of major importance of whether the glass ceiling exists or not, as for example in the 

travel industry there are many women in managerial positions and it is therefore difficult to be 

exposed to a glass ceiling. The respondent exposed to the glass ceiling works in a male-

dominated industry. The glass ceiling could exist due to reasons such as; women tend to doubt 

their own capabilities, do not grab opportunities, take on high risks, put enough time in order to 

reach certain positions, and lack important networks.  

 

None of the respondents have experienced the glass walls and have not been restricted into 

certain sectors or non-strategic positions. They have made their career choices by themselves and 

reached strategic management positions. Indications point to the fact that the matter is highly 

individual and depend on what an individual aims and strives for.  

 

Our findings reveal that the glass border could be a barrier. One of the respondents has 

experienced the glass border issue as women have to show their competence more than men in 

order to reach the same position. It is also tougher for women and no mistakes are allowed. In the 

steel industry where one of the respondents works, there are few women in all positions.  
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The other respondents have not been exposed to the glass border, as they revealed that their 

industries are equal for men and women. Furthermore, it could even be positive to be a woman. 

A finding is that women could be more suitable for international assignments, as they are more 

focused on building relationships, due to their sensible skills and their ability to sense the 

surrounding world.  

 

Gender stereotypes have been revealed in two of the cases. These stereotypes have been 

observed in the beginning of the career, and indicate that women cannot be ambitious and show 

their abilities to the same extent as men. However, this kind of barrier could also strengthen and 

develop the individual instead of working as a barrier. In three of the cases, it is revealed that it is 

positive to be a woman and that it is important to discuss gender stereotyping within companies 

as it exists in societies. Our findings also show that one can be treated differently solely for being 

a woman.  

Our findings regarding dual career couples indicate that a dual career could be a barrier to 

women as their careers often comes in second place. One of the respondents ex partners had a 

career he had to prioritise, which created issues. Four of the respondents had not experienced any 

dual career issues, however, all of them were aware of that it could be an issue for other women 

when having a less supporting partner prioritising his own career. This could also be an issue as 

men generally have higher salaries than women.  

 

Myth one reveal that women are equally or even more interested in international assignments as 

men. This can also depend on the industry, as in male-dominated industries there are few women 

and as a result few women obtain international assignments. In the travel industry the majority of 

the international assignments are held by women and men tend to have the positions at home as 

it could be more beneficial for their careers and the fact that the salaries are higher for domestic 

jobs.  

 

Myth two is revealed as not being solely a myth as one of the respondents was denied an 

international assignment in Japan. The reason was that her company considered it to be a risk to 

send her to a male-dominated business environment. The respondents point out that previously 

international assignments have been a closed section, almost like a club, however, today this has 

changed. Four of the respondents have not been exposed to company resistance; however, 

children could be a disadvantage when applying for a job, as well as being in the age where it is 

likely to have children. Getting an international position could also be difficult when it is few 

women in the industry. Furthermore, women tend to hinder themselves in receiving international 

assignments as they often question themselves and their capabilities. 

 

Based on the findings, the following conclusions could be drawn:   

 

 Female expatriates hold similar qualifications, such as high education, international 

interests and excellent social and language skills.  

 

 The glass ceiling (A barrier which hinder women from advancing to top management and 

management positions) exists and factors contributing to its existence can be the industry 

and women themselves.  
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 The glass walls (women tend to be restricted to certain sectors and have difficulties to 

advance into strategic positions) is not a barrier towards women as it is they who decide 

what positions to strive for and what industries to work in.  

 

 The glass border (women need to be equally or more qualified than men in order to reach 

the same position) is an issue affecting women, especially in male dominated industries.  

 

 Gender stereotypes may exist depending on an individual‟s age, assumptions of how 

women should behave, however, it could also strengthen a woman‟s position instead of 

being a barrier. 

 

 Dual career couples can be a barrier as men tend to earn more and their careers 

commonly are prioritized.  

 

 There are grounds to believe that women are equally or even more interested in 

international assignments as men.  

 

 Some companies are reluctant to send women on international assignments. However,  

this can depend on a number of issues including: culture, the country of assignment as 

well as the position and individual attributes.  

 

7.2 How can the issues experienced by female expatriates during international 
assignments be described?  
Our findings indicate that myth three is only a myth. Four of the respondents have been exposed 

towards prejudice, even though it has not affected them negatively. During an international 

assignment, women may need to prove their skills, suitability, and knowledge in order to be 

accepted. Moreover, proving that one is honest and trustworthy is essential. The country and 

religion is of major importance, it might be difficult for a woman to work in some Muslim 

countries, and in male dominated cultures where male stereotypes are the norm. However, in 

France it was positive to work as a woman as the high levels of hierarchy made it insignificant to 

be either a man or a woman.  

 

Findings reveal that four of the respondents have been treated as foreigners during their 

international assignments and one respondent has been treated as a local inhabitant. They were 

seen as foreigners due to the fact that they were seen as representative for a company and not 

solely as an individual or a woman. Moreover, in Asia one may be treated more individually and 

as a woman. In Mexico women are admired for their work as it is unusual for women to be 

managers.  

 

Findings show that the length of the assignment is important. All of the respondents shared this 

opinion. Length of the assignment could affect its outcome as it is difficult to adapt and get 

familiar with a country and its culture in a short time. In longer assignments it is easier to learn 

the local language and learn how to conduct business. It also takes time to prove that one is 

honest and trustworthy which is important in order to be accepted.  
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Our research signifies that in order to obtain an international assignment lifestyle choices are 

unavoidable. Some lifestyle choices may require sacrificing personal life and partner 

relationships. It is important to have a supportive partner in order to make an international 

assignment function, to have an equal relationship with the partner especially when having 

children and to plan and organize in order to make the daily life function. An international 

assignment is more of a lifestyle than merely a profession. 

 

There exist different gender cultures, both traditional and modern. Four of the respondents have 

experienced modern cultures within their companies at their international assignments. These 

respondents have been treated equal as men and was promoted as fast as men. Three of the 

respondents have experienced the traditional gender cultures were men reached top-management 

positions more quickly than women and where the culture was male dominated, tougher and 

macho. Gender cultures differ substantially between countries, for example, Greece is more 

modern, while Finland and Turkey are more traditional.  

 

Our findings reveal that mentoring is of high importance; however, it does not matter whether a 

mentor is official or unofficial. It is useful to have a mentor who supports the career. Sometimes 

the gender of a mentor can be important when working in a male dominated industry as a male 

could be appropriate in order to gain advices seen from a male perspective. However, in general 

the gender of the mentor is insignificant.  

 

Our research indicates that tokenism occurs; nevertheless, it does not affect female expatriates to 

a great extent during their international assignments. Solely one of the respondents has 

experienced loneliness due to this matter. Three of the respondents have experienced being in 

minority however, they did not experience any problems associated with it. A woman can easily 

become isolated in a masculine environment due to the absence of women in top management 

positions. In that situation the personality is important and it is crucial to pick the battles and 

learn how to negotiate well. It can be seen as positive to be a token woman and to change how 

things are used to be and change accustomed patterns.  

 

Networks are of high importance during international assignments as it enables to create a good 

name and it is important to have male networks when working with men. It would be more 

beneficial to women if they are given more top-management positions as the networks thereby 

would be wider and include more women. Men are involved in networks more naturally and 

socialize with each other outside work which contributes to that women are involved in fewer 

networks and may contribute to a barrier against women trying to access these networks. All of 

the respondents had no difficulties in creating networks; however, findings show that it for 

example, was more difficult to create networks in Thailand than it was in Mexico and Turkey. 

 

The findings indicate that female expatriates have no difficulties in adjusting to an international 

environment. It is essential to integrate to the local community, include and prepare the family, 

be optimistic and open-minded. To learn the language is a key to success which indicates that 

one has the ambition to learn which might result in gaining trust and respect which facilitates for 

example, business negotiations. It is crucial to gain trust when conducting business in an 

international environment and adapt to the local way of doing business as well as bringing 



 

83 

 

positive things from one‟s own culture. Knowledge of how things are in a new country is 

essential as well as creating relationships with local people, in order to learn their way of living 

and to have an understanding of cultural differences and religion is also important. The following 

points may summarize the study‟s conclusions:  

 

 Prejudice exists with links to country, religion, whether it is male dominated culture and 

the age of the female expatriate. The Gaijin Syndrome (women and men are treated 

equally on their assignments abroad) prevails and it depends on the country if being 

treated as a local inhabitant or as a foreigner.  

 

 The length of an assignment is of major importance as time is a contributing factor to an 

assignment‟s success.  

 

 Female expatriates are forced to make some lifestyle choices in order to make an 

international assignment function.  

 

 Traditional and modern cultures exist depending on the country; it can affect female 

expatriates during their international careers.  

 

 Mentorship is important when having an international assignment, however, regardless of 

whether it is official or unofficial mentor.  

 

 Tokenism (Women face additional issues due to their gender when being a minority in 

male-dominated organizations) occurs to female expatriates during international 

assignment due to the facts that it is easy to become isolated as a “token” woman; 

however, this does not affect the outcome of an assignment.  

 

 Networks are of high importance during international assignments and female expatriates 

have no problems in creating networks even though it is easier for men as it comes more 

natural for them and it can be harder to create networks in some countries than others.  

 

 Female expatriates do not experience difficulties in adjusting to an international 

environment and it is essential to adapt to the daily life and work life as well as to interact 

with local inhabitants.  

 

7.3 Implications for Practitioners  
The implications for practitioners can be seen as advices for female expatriate managers. The 

following implications derive from the empirical data, analysis and conclusions of this thesis.  

 

Important factors for female expatriate managers are to believe in themselves, grab opportunities, 

take higher risks, and to address their longing for new challenges. When taking on an 

international assignment, much depend on the individual and not the gender. However, as a 

woman, it is important to show that one has the knowledge and is suitable for the assignment in 

order to gain respect, especially in some countries. Moreover, females are required to become 

better at building networks in order to be remembered in for example recruitment processes. 



 

84 

 

Networks are important due to the facts that it enables a person to have someone to discuss 

issues with and to gain another person‟s perspective on specific matters. It is also crucial to have 

networks in order to be successful abroad; however, it does not matter if the network is informal 

or formal. It is also crucial during international assignments to get support from the partner and 

family, as well as to prepare the whole family for an assignment and to have a plan for the 

partner and his career.  

 

The glass ceiling exists in some companies; however, it is possible to break through it. It is 

essential to have a supportive and encouraging manager that put equal trust in men and women. 

Female expatriates commonly are required to conduct some lifestyle choices in order to make the 

career and daily life to function. Therefore, it is significant to plan and organize the different 

tasks, as well as having an equal relationship with the partner.  

 

The length of an assignment is important as it takes time to adjust to a new country and culture 

as well as to a new assignment itself. A three-year assignment was revealed as a suitable period 

of time for an international assignment. In the beginning of a career it takes longer when much of 

the time is to learn and get knowledge of the new assignment. It is essential to get an 

understanding of how to behave and manage tasks in a new country. When adjusting to a new 

culture, it is important to learn the local language as well as spend time with the locals. Language 

is also important in order gain trust and respect. When conducting business with people from 

other cultures, it is essential to adapt to their way of doing business and take all positive things 

from the own culture. It is advantageous to have an understanding of what you can and cannot do 

in certain countries. 

 

7.4 Implications for Theory 
The purpose of this thesis has been to describe female expatriate manager‟s experiences of 

barriers and issues prior and during international assignments. Previous research regarding 

female expatriates has mainly been conducted in the United States and as countries differs from 

each other; women from different countries might have different experiences of their 

international assignments. Hence, it is essential to study female expatriate experiences from 

different countries and this thesis reveals female expatriate experiences from a Swedish 

perspective. In order to increase the understanding of this phenomenon, we have made a 

contribution to previous research by applying previous concepts from other studies and testing 

them on Swedish expatriates, as well as, applying new concepts in order to investigate if those 

affect women prior and during international assignments.  

 
7.5 Implications for Further Research  
During the process of this thesis some aspects were discovered which were related to other fields 

of research. These aspects are presented in this section as implications for further research.  

 This study could be further developed in a quantitative study in order to provide a wider 

picture and to generalize Swedish female expatriate‟s experiences. 
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 An investigation of different nationalities than Swedish female expatriates in order to 

investigate if there are any differences in the experiences between female expatriates 

from different nationalities.  
 

 Research on different industries in order to observe if there exist different barriers and 

issues for female expatriates depending on which industry the females work in.  
 

 A study comparing male and female expatriate experiences in order to find out 

similarities and differences between the genders.  

 

 Investigate how lifestyle choices affect female expatriates prior and during international 

assignments.  

 

 Investigate a company‟s experiences of female expatriate managers in order to find out 

its view of females suitability as expatriates. 

 

 A comparison between female expatriates operating in different continents to find out if 

the location of the international assignment affects their experiences.  
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Interview Guide – English Version 

Barriers prior to international assignments  
Female expatriate qualifications  

 Age 
 Education  
 Work experience 
 Position before the international assignment  

 Position during the international assignment/ assignments 

 Current occupation and position  

 Time of employment within the company 

 Civil status/ family situation  

 Personal characteristics 
 Length of international assignment  
 Country/ countries of international assignment 

 

The glass ceiling 
 Have you anytime during your career experienced the glass ceiling (an invisible 

barrier hindering women from reaching higher positions within a company) 
If yes, in what way? 

 

 If you have experienced the glass ceiling, why do you think it still exists? 

 

The glass walls  

 Do you consider that your career has been affected by the positions that you have 

held, as well as the industries you have worked in? Is it more difficult to reach some 

positions than others, if so, why?  

 

The glass border 

 Do you consider that women have to prove their competency to a greater extent than 

men in order to reach the same position?  

 
Gender stereotypes 

 Have you experienced gender stereotypes, if yes, which ones?  
 

 Do you consider that gender stereotypes have affected your career development?  

 

Dual-career couples 

 Do you consider that it is a higher possibility that you would turn down an international 

assignment if you were in a relationship where your partner also had a career? Why?  
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Myth one 

 According to your experiences, is there any difference in the interest for international 

assignments between women and men?  

 

Myth two 

 Have you experienced that your company has been unwilling to give you an 

international assignment as you are a woman and if so, why?  

- prejudice 

- family reasons 

- high status on an international assignment 

- safety reasons  

 

 In your opinion, are there any reasons for the selection of males instead of females 

for international assignments?  

 

Issues during international assignments  
Myth three and the gaijin syndrome  

 Have you experienced any prejudice due to your gender during your international 
assignment or in your home-country?  
 

 Did your gender affect the possibility to fulfill your assignment?      

 - Positive, negative or insignificant to be a woman  

 

 How were you treated during your international assignment?  

- As a foreigner or as a inhabitant 

 

Length of assignment  

 How did the length affect your assignment/ your assignments?  

 

 What is your opinion regarding companies offering women temporary or short 

assignments instead of an assignment of ”normal” length? What are your experiences 

of it?  

 

Lifestyle options  

 What lifestyle choices have you made in order to make the career and private life 

function?  

 

Gender cultures 

 What are your experiences of the company culture abroad, was men and women 

equally treated? What behavior of women was seen as acceptable?  
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Mentoring  

 Do you have a mentor?  

- Benefits  

- Importance 

 

 Do you consider that fewer women than men have a mentor? If so, why?  

 

Tokenism  

 Have any experiences of being in minority (as a woman), and how did you experience 

it?  

- Isolation 

- Exclusion  

 

Networks  

 In your opinion, are networks important? What are your experiences of networks and 

how has it affected you?  

 

Adjustment  

 How did you adjust to the following:  

- everyday life 

- socializing with local inhabitants  

- the assignment  

 

 In your opinion, what is important to consider prior and during an international 

assignment?  

 

Additional comments  

 Is there something that you want to add that is important and have not been raised 

during the interview?  
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Intervjuguide – Svensk version 

 

Barriärer före en utlandstjänst  
Kvinnliga expatriaters kvalifikationer  

 Ålder 
 Utbildning 
 Tidigare jobb 

 Befattning före utlandstjänsten 

 Befattning under utlandstjänsten/tjänsterna 

 Nuvarande jobb och position 

 Antal år inom företaget 

 Civilstånd/ Familjesituation 

 Personliga egenskaper 
 Längd på utlandstjänsten 
 Land/länder för utlandstjänsten  

 
Glastaket 

 Har du någon gång under din karriär upplevt vad som kallas ”glastaket” (det vill säga, 

en osynlig barriär som hindrar kvinnor att uppnå högre positioner inom företaget)  

I sådana fall, på vilket sätt? 

 

 I fall du upplevt ”glastaket”, varför tror du att ”glastaket” fortfarande existerar? 

 

Glasväggen  

 Anser du att din karriär har påverkats av de positioner du innehaft, samt de 

branscher du arbetat inom? Är det svårare att få vissa positioner än andra, i sådana fall 

varför? 

 

Glasgränsen 

 Anser du att kvinnor behöver bevisa sin kompetens och färdighet i större utsträckning    

än män för att nå samma position?   

 

Könsstereotyper  

 Har du upplevt några könsbarriärer, i sådana fall vilka?  
 

 Anser du att könsstereotyper har påverkat din karriärutveckling?  

 

Partner med karriär  

 Anser du att det är större sannolikhet att du tackar nej till en utlandstjänst om du var i 

ett förhållande där din partner också har en karriär? – varför? 
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Myt ett 

 Enligt dina erfarenheter, finns det någon skillnad i intresse för utlandstjänster mellan 

kvinnor och män?  

 

Myt två 

 Har du upplevt att ditt företag har varit ovilliga att ge dig en utlandstjänst för att du är 

kvinna och i sådana fall, varför?  

- fördomar 

- familjeskäl 

- hög status på en utlandstjänst 

- säkerhetsskäl 

 

 Anser du att det finns några belägg för att män väljs istället för kvinnor till 

utlandstjänster?   

 

Problem kvinnor kan uppleva under utlandstjänsten  
Myt tre och Gaijin syndromet  

 Har du upplevt några fördomar på grund av ditt kön under din utlandstjänst och/eller i 
ditt hemland? 
 

 Påverkade ditt kön din möjlighet att fullfölja din tjänst? 

      - Positivt, negativt eller obetydligt att vara kvinna 

 

 Hur blev du behandlad under din utlandstjänst?  

- Som en ”utlänning” eller på samma sätt som kvinnor från lokal befolkningen 

 

Längd av utlandsuppdraget  

 Hur påverkade längden av ditt/dina utlandsuppdrag dig?  

 

 Vad anser du om att företag erbjuder kvinnor tillfälliga alternativt rese uppdrag istället 

för riktiga utlandsanställningar, vad är dina egna erfarenheter av detta?  

 

Livsstilsval                                          

 Vilka livsstilsval har du fått göra för att få karriären samt privatlivet att fungera?  

 

Könskulturer  

 Hur upplevde du företags kultur utomlands, ansågs kvinnor och män vara likvärdiga? 

Vilket beteende av kvinnor ansågs acceptabelt? 
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Mentorskap  

 Använder du dig av mentorskap? 

- Fördelar 

- Betydelse 

 Anser du att färre kvinnor än män har en mentor? I sådana fall, vad beror det på? 

 

Tokenism  

 Har du några erfarenheter att vara i minoritet (som kvinna), och hur upplevde du detta 

i sådana fall? 

- Isolering 

- Exkludering 

 

Nätverk 

 Anser du att nätverk har en betydelse? Vad har du för erfarenheter av nätverk och 

hur har det påverkat dig?  

 

Anpassning  

 Hur anpassade du dig till följande: 

- vardagslivet 

- umgänge med lokal befolkningen 

- din tjänst 

 

 Vad anser du det är viktigt att tänka på före samt under en utlandstjänst?  

 

Övrigt 

 Är det något som du vill tillägga som du anser viktigt och som inte berörts under 

intervjun? 

 




