
VOLUME NO. 8 (2017), ISSUE NO. 10 (OCTOBER)  ISSN 0976-2183 

 A Monthly Double-Blind Peer Reviewed (Refereed/Juried) Open Access International e-Journal - Included in the International Serial Directories 

Indexed & Listed at:  

Ulrich's Periodicals Directory ©, ProQuest, U.S.A., EBSCO Publishing, U.S.A., Cabell’s Directories of Publishing Opportunities, U.S.A., Google Scholar, 

Indian Citation Index (ICI), Open J-Gage, India [link of the same is duly available at Inflibnet of University Grants Commission (U.G.C.)],  

The American Economic Association's electronic bibliography, EconLit, U.S.A., 

Index Copernicus Publishers Panel, Poland with IC Value of 5.09 (2012) & number of libraries all around the world. 

Circulated all over the world & Google has verified that scholars of more than 5709 Cities in 192 countries/territories are visiting our journal on regular basis. 

Ground Floor, Building No. 1041-C-1, Devi Bhawan Bazar, JAGADHRI – 135 003, Yamunanagar, Haryana, INDIA 

http://ijrcm.org.in/ 

 

 



VOLUME NO. 8 (2017), ISSUE NO. 10 (OCTOBER)  ISSN 0976-2183 

INTERNATIONAL JOURNAL OF RESEARCH IN COMMERCE & MANAGEMENT 
A Monthly Double-Blind Peer Reviewed (Refereed/Juried) Open Access International e-Journal - Included in the International Serial Directories 

http://ijrcm.org.in/ 

ii

CONTENTS 
 

 

Sr. 
No. 

 

TITLE & NAME OF THE AUTHOR (S) 
Page 
No. 

1. MARKETING PRACTICES OF SELECT RURAL INDUSTRIES IN SPSR NELLORE DISTRICT 
Y. SRINIVASULU, Dr. K. RAJAIAH & P. R. SIVASANKAR 

1 

2. AN EMPIRICAL STUDY ON CONSUMERS BUYING BEHAVIOUR TOWARDS ONLINE SHOPPING 
D. CHARUMATHI & Dr. S. SHEELA RANI 

9 

3. EXPLORING THE STRATEGIES OF INDIAN RURAL NEWSPAPER DURING THE DIGITAL ERA 
HEZEKIAH & Dr. LALITHA RAMAKRISHNAN 

12 

4. A STUDY ON THE INFLUENCE OF SOCIAL MEDIA ON THE CAR CONSUMERS - WITH SPECIAL 
REFERENCE TO ERODE DISTRICT, TAMIL NADU 
S. ARUN PRASAD & Dr. S. CHANDRAMOHAN 

15 

5. EFFECTIVENESS OF VALUE ADDED SERVICE IN PUBLIC SECTOR BANKS - A FACTOR ANALYSIS 
M. SURESH KUMAR & Dr. G. SURESH 

19 

6. CHALLENGES FACED BY WOMEN IN INTERNATIONAL CAREER 
Dr. A. JOHN PETER & S. VIDHIYA LAKSHMI 

25 

7. EMPOWERING WOMEN IN KERALA: ROLE OF MICRO FINANCE INSTITUTIONS 
Dr. JOSEPH SEBASTIAN THEKEDAM & NIMMI C R 

31 

8. LEGISLATIVE ROLE OF IRDA IN PROMOTING AND REGULATING AN ORDERLY GROWTH OF LIFE 
INSURANCE BUSINESS IN INDIA 
RAVI KUMAR GABA & Dr. ANGRISH KUMAR AGARWAL 

34 

9. ASSOCIATION BETWEEN DEMOGRAPHIC PROFILE AND THE USAGE OF SELECT DURABLE 
COMMODITIES BY “LOW-LITERATE” PEOPLE USING MULTIPLE RESPONSE SET 
MALAY BHATTACHARJEE & Dr. GAUTAM BANDYOPADHYAY 

38 

10. EXPLORING THE RELATIONSHIP BETWEEN STORE IMAGE AND STORE LOYALTY OF AN ORGANIZED 
GROCERY RETAIL 
ISHFAQ HUSSAIN BHAT & Dr. SAPNA SINGH 

44 

11. REFLECTIONS OF INDIAN TOURISM SECTOR IN REFERENCE TO WORLD TOURISM 
AMIT DANGI & Dr. VIJAY SINGH 

47 

12. DIGITISATION IN INDIA A ROAD AHEAD 
TAJINDER KAUR 

50 

13. TQM INFLUENCE ON QUALITY PERFORMANCE AT WORKING IRON AND STEEL FIRMS OF 
KARNATAKA 
K C PRASHANTH 

52 

14. A STUDY ON CONTRIBUTION OF TOURISM AND HOSPITALITY INDUSTRY TO THE ECONOMIC 
GROWTH OF KERALA  
SINU.M 

58 

15. SUPER EFFICIENCY ANALYSIS OF CO-OPERATIVE SUGAR MILLS IN TAMILNADU 
DR. K.UMA DEVI 

62 

16. DEMONETIZATION: ‘ILLUSION OR REALITY’ 
MADHU SAITYA 

68 

17. DISCLOSURE OF INTANGIBLE ASSETS IN INDIAN CORPORATE SECTOR: A CRITICAL APPRAISAL 
(INFORMATION SECTOR) 
KARAMJEET KAUR & Dr. HARSH VINEET KAUR 

71 

18. INFLUENCE OF MONITORING AND EVALUATION PRACTICES ON PROJECT PERFORMANCE IN 
COUNTIES: THE CASE OF MOMBASA COUNTY, KENYA 
MAALIM, MOHAMED ABDI & JOHNBOSCO KISIMBII 

77 

19. HOW THE DEMONETIZATION IMPACTED STOCK INDICES IN INDIA? 
Dr. ASIF PERVEZ & AHMED MUSA KHAN 

90 

20. DEVELOPING A FRAMEWORK FOR EMPLOYABILITY SKILLS OF MANAGEMENT GRADUATES 
SAVILENE JULIA GOMEZ & Dr. A. JOHN PETER 

93 

 REQUEST FOR FEEDBACK & DISCLAIMER 98 



VOLUME NO. 8 (2017), ISSUE NO. 10 (OCTOBER)  ISSN 0976-2183 

INTERNATIONAL JOURNAL OF RESEARCH IN COMMERCE & MANAGEMENT 
A Monthly Double-Blind Peer Reviewed (Refereed/Juried) Open Access International e-Journal - Included in the International Serial Directories 

http://ijrcm.org.in/ 

iii

CHIEF PATRON 
Prof. (Dr.) K. K. AGGARWAL 

Chairman, Malaviya National Institute of Technology, Jaipur 
(An institute of National Importance & fully funded by Ministry of Human Resource Development, Government of India) 

Chancellor, K. R. Mangalam University, Gurgaon 

Chancellor, Lingaya’s University, Faridabad 

Founder Vice-Chancellor (1998-2008), Guru Gobind Singh Indraprastha University, Delhi 

Ex. Pro Vice-Chancellor, Guru Jambheshwar University, Hisar 
 

FOUNDER PATRON 
Late Sh. RAM BHAJAN AGGARWAL 

Former State Minister for Home & Tourism, Government of Haryana 

Former Vice-President, Dadri Education Society, Charkhi Dadri 

Former President, Chinar Syntex Ltd. (Textile Mills), Bhiwani 
 

FORMER CO-ORDINATOR 
Dr. S. GARG 

Faculty, Shree Ram Institute of Business & Management, Urjani 
 

ADVISOR 
Prof. S. L. MAHANDRU 

Principal (Retd.), Maharaja Agrasen College, Jagadhri 
 

EDITOR 
Dr. R. K. SHARMA 

Professor & Dean, Bharti Vidyapeeth University Institute of Management & Research, New Delhi 
 

CO-EDITOR 
Dr. BHAVET 

Faculty, Shree Ram Institute of Engineering & Technology, Urjani 
 

EDITORIAL ADVISORY BOARD 
Dr. CHRISTIAN EHIOBUCHE 

Professor of Global Business/Management, Larry L Luing School of Business, Berkeley College, USA 

Dr. JOSÉ G. VARGAS-HERNÁNDEZ 

Research Professor, University Center for Economic & Managerial Sciences, University of Guadalajara, Gua-

dalajara, Mexico 

Dr. M. N. SHARMA 
Chairman, M.B.A., Haryana College of Technology & Management, Kaithal 

Dr. TEGUH WIDODO 

Dean, Faculty of Applied Science, Telkom University, Bandung Technoplex, Jl. Telekomunikasi, Indonesia 

Dr. M. S. SENAM RAJU 
Professor, School of Management Studies, I.G.N.O.U., New Delhi 

Dr. KAUP MOHAMED 

Dean & Managing Director, London American City College/ICBEST, United Arab Emirates 

Dr. D. S. CHAUBEY 
Professor & Dean, Research & Studies, Uttaranchal University, Dehradun 

 



VOLUME NO. 8 (2017), ISSUE NO. 10 (OCTOBER)  ISSN 0976-2183 

INTERNATIONAL JOURNAL OF RESEARCH IN COMMERCE & MANAGEMENT 
A Monthly Double-Blind Peer Reviewed (Refereed/Juried) Open Access International e-Journal - Included in the International Serial Directories 

http://ijrcm.org.in/ 

iv

Dr. ANIL K. SAINI 
Professor, Guru Gobind Singh Indraprastha University, Delhi 

Dr. ARAMIDE OLUFEMI KUNLE 

Dean, Department of General Studies, The Polytechnic, Ibadan, Nigeria 

Dr. SYED TABASSUM SULTANA 

Principal, Matrusri Institute of Post Graduate Studies, Hyderabad 

Dr. MIKE AMUHAYA IRAVO 

Principal, Jomo Kenyatta University of Agriculture & Tech., Westlands Campus, Nairobi-Kenya 

Dr. NEPOMUCENO TIU 

Chief Librarian & Professor, Lyceum of the Philippines University, Laguna, Philippines 

Dr. BOYINA RUPINI 
Director, School of ITS, Indira Gandhi National Open University, New Delhi 

Dr. ANA ŠTAMBUK 

Head of Department of Statistics, Faculty of Economics, University of Rijeka, Rijeka, Croatia 

Dr. FERIT ÖLÇER 
Professor & Head of Division of Management & Organization, Department of Business Administration, Fac-

ulty of Economics & Business Administration Sciences, Mustafa Kemal University, Turkey 

Dr. SANJIV MITTAL 
Professor & Dean, University School of Management Studies, GGS Indraprastha University, Delhi 

Dr. SHIB SHANKAR ROY 

Professor, Department of Marketing, University of Rajshahi, Rajshahi, Bangladesh 

Dr. NAWAB ALI KHAN 
Professor & Dean, Faculty of Commerce, Aligarh Muslim University, Aligarh, U.P. 

Dr. SRINIVAS MADISHETTI 
Professor, School of Business, Mzumbe University, Tanzania 

Dr. ABHAY BANSAL 
Head, Department of Information Technology, Amity School of Engg. & Tech., Amity University, Noida 

Dr. KEVIN LOW LOCK TENG 

Associate Professor, Deputy Dean, Universiti Tunku Abdul Rahman, Kampar, Perak, Malaysia 

Dr. OKAN VELI ŞAFAKLI 
Associate Professor, European University of Lefke, Lefke, Cyprus 

Dr. V. SELVAM 
Associate Professor, SSL, VIT University, Vellore 

Dr. BORIS MILOVIC 

Associate Professor, Faculty of Sport, Union Nikola Tesla University, Belgrade, Serbia 

Dr. N. SUNDARAM 
Associate Professor, VIT University, Vellore 

Dr. IQBAL THONSE HAWALDAR 

Associate Professor, College of Business Administration, Kingdom University, Bahrain 

Dr. MOHENDER KUMAR GUPTA 
Associate Professor, Government College, Hodal 

Dr. ALEXANDER MOSESOV 

Associate Professor, Kazakh-British Technical University (KBTU), Almaty, Kazakhstan 

RODRECK CHIRAU 

Associate Professor, Botho University, Francistown, Botswana 

Dr. PARDEEP AHLAWAT 
Associate Professor, Institute of Management Studies & Research, Maharshi Dayanand University, Rohtak 

Dr. DEEPANJANA VARSHNEY 

Associate Professor, Department of Business Administration, King Abdulaziz University, Saudi Arabia 

  



VOLUME NO. 8 (2017), ISSUE NO. 10 (OCTOBER)  ISSN 0976-2183 

INTERNATIONAL JOURNAL OF RESEARCH IN COMMERCE & MANAGEMENT 
A Monthly Double-Blind Peer Reviewed (Refereed/Juried) Open Access International e-Journal - Included in the International Serial Directories 

http://ijrcm.org.in/ 

v

Dr. BIEMBA MALITI 
Associate Professor, School of Business, The Copperbelt University, Main Campus, Zambia 

Dr. KIARASH JAHANPOUR 

Research Adviser, Farabi Institute of Higher Education, Mehrshahr, Karaj, Alborz Province, Iran 

Dr. SAMBHAVNA 
Faculty, I.I.T.M., Delhi 

YU-BING WANG 

Faculty, department of Marketing, Feng Chia University, Taichung, Taiwan 

Dr. MELAKE TEWOLDE TECLEGHIORGIS 

Faculty, College of Business & Economics, Department of Economics, Asmara, Eritrea 

Dr. SHIVAKUMAR DEENE 
Faculty, Dept. of Commerce, School of Business Studies, Central University of Karnataka, Gulbarga 

Dr. THAMPOE MANAGALESWARAN 

Faculty, Vavuniya Campus, University of Jaffna, Sri Lanka 

Dr. JASVEEN KAUR 

Head of the Department/Chairperson, University Business School, Guru Nanak Dev University, Amritsar 

SURAJ GAUDEL 

BBA Program Coordinator, LA GRANDEE International College, Simalchaur - 8, Pokhara, Nepal 

Dr. RAJESH MODI 
Faculty, Yanbu Industrial College, Kingdom of Saudi Arabia 

 

FORMER TECHNICAL ADVISOR 
AMITA 

 

FINANCIAL ADVISORS 
DICKEN GOYAL 

Advocate & Tax Adviser, Panchkula 

NEENA 
Investment Consultant, Chambaghat, Solan, Himachal Pradesh 

 

LEGAL ADVISORS 
JITENDER S. CHAHAL 

Advocate, Punjab & Haryana High Court, Chandigarh U.T. 

CHANDER BHUSHAN SHARMA 
Advocate & Consultant, District Courts, Yamunanagar at Jagadhri 

 

SUPERINTENDENT 
SURENDER KUMAR POONIA 

 

  



VOLUME NO. 8 (2017), ISSUE NO. 10 (OCTOBER)  ISSN 0976-2183 

INTERNATIONAL JOURNAL OF RESEARCH IN COMMERCE & MANAGEMENT 
A Monthly Double-Blind Peer Reviewed (Refereed/Juried) Open Access International e-Journal - Included in the International Serial Directories 

http://ijrcm.org.in/ 

vi

CALL FOR MANUSCRIPTS 
We invite unpublished novel, original, empirical and high quality research work pertaining to the recent developments & practices in the areas of Com-

puter Science & Applications; Commerce; Business; Finance; Marketing; Human Resource Management; General Management; Banking; Economics; 

Tourism Administration & Management; Education; Law; Library & Information Science; Defence & Strategic Studies; Electronic Science; Corporate Gov-

ernance; Industrial Relations; and emerging paradigms in allied subjects like Accounting; Accounting Information Systems; Accounting Theory & Practice; 

Auditing; Behavioral Accounting; Behavioral Economics; Corporate Finance; Cost Accounting; Econometrics; Economic Development; Economic History; 

Financial Institutions & Markets; Financial Services; Fiscal Policy; Government & Non Profit Accounting; Industrial Organization; International Economics 

& Trade; International Finance; Macro Economics; Micro Economics; Rural Economics; Co-operation; Demography: Development Planning; Development 

Studies; Applied Economics; Development Economics; Business Economics; Monetary Policy; Public Policy Economics; Real Estate; Regional Economics; 

Political Science; Continuing Education; Labour Welfare; Philosophy; Psychology; Sociology; Tax Accounting; Advertising & Promotion Management; 

Management Information Systems (MIS); Business Law; Public Responsibility & Ethics; Communication; Direct Marketing; E-Commerce; Global Business; 

Health Care Administration; Labour Relations & Human Resource Management; Marketing Research; Marketing Theory & Applications; Non-Profit Or-

ganizations; Office Administration/Management; Operations Research/Statistics; Organizational Behavior & Theory; Organizational Development; Pro-

duction/Operations; International Relations; Human Rights & Duties; Public Administration; Population Studies; Purchasing/Materials Management; Re-

tailing; Sales/Selling; Services; Small Business Entrepreneurship; Strategic Management Policy; Technology/Innovation; Tourism & Hospitality; Transpor-

tation Distribution; Algorithms; Artificial Intelligence; Compilers & Translation; Computer Aided Design (CAD); Computer Aided Manufacturing; Computer 

Graphics; Computer Organization & Architecture; Database Structures & Systems; Discrete Structures; Internet; Management Information Systems; Mod-

eling & Simulation; Neural Systems/Neural Networks; Numerical Analysis/Scientific Computing; Object Oriented Programming; Operating Systems; Pro-

gramming Languages; Robotics; Symbolic & Formal Logic; Web Design and emerging paradigms in allied subjects. 

Anybody can submit the soft copy of unpublished novel; original; empirical and high quality research work/manuscript anytime in M.S. Word format 

after preparing the same as per our GUIDELINES FOR SUBMISSION; at our email address i.e. infoijrcm@gmail.com or online by clicking the link online 
submission as given on our website (FOR ONLINE SUBMISSION, CLICK HERE).  

GUIDELINES FOR SUBMISSION OF MANUSCRIPT 
 

1. COVERING LETTER FOR SUBMISSION: 

DATED: _____________ 

 

THE EDITOR 

IJRCM 

 

Subject: SUBMISSION OF MANUSCRIPT IN THE AREA OF______________________________________________________________. 

(e.g. Finance/Mkt./HRM/General Mgt./Engineering/Economics/Computer/IT/ Education/Psychology/Law/Math/other, please 

specify) 

 

DEAR SIR/MADAM 

Please find my submission of manuscript titled ‘___________________________________________’ for likely publication in one of 

your journals. 

I hereby affirm that the contents of this manuscript are original. Furthermore, it has neither been published anywhere in any language 

fully or partly, nor it is under review for publication elsewhere. 

I affirm that all the co-authors of this manuscript have seen the submitted version of the manuscript and have agreed to inclusion of 

their names as co-authors. 

Also, if my/our manuscript is accepted, I agree to comply with the formalities as given on the website of the journal. The Journal has 

discretion to publish our contribution in any of its journals. 

 

NAME OF CORRESPONDING AUTHOR     : 

Designation/Post*       : 

Institution/College/University with full address & Pin Code   : 

Residential address with Pin Code     : 

Mobile Number (s) with country ISD code    : 

Is WhatsApp or Viber active on your above noted Mobile Number (Yes/No) : 

Landline Number (s) with country ISD code    : 

E-mail Address       : 

Alternate E-mail Address      : 

Nationality        : 

* i.e. Alumnus (Male Alumni), Alumna (Female Alumni), Student, Research Scholar (M. Phil), Research Scholar (Ph. D.), JRF, Research Assistant, Assistant 

Lecturer, Lecturer, Senior Lecturer, Junior Assistant Professor, Assistant Professor, Senior Assistant Professor, Co-ordinator, Reader, Associate Profes-

sor, Professor, Head, Vice-Principal, Dy. Director, Principal, Director, Dean, President, Vice Chancellor, Industry Designation etc. The qualification of 

author is not acceptable for the purpose. 
 

  



VOLUME NO. 8 (2017), ISSUE NO. 10 (OCTOBER)  ISSN 0976-2183 

INTERNATIONAL JOURNAL OF RESEARCH IN COMMERCE & MANAGEMENT 
A Monthly Double-Blind Peer Reviewed (Refereed/Juried) Open Access International e-Journal - Included in the International Serial Directories 

http://ijrcm.org.in/ 

vii

NOTES: 

a) The whole manuscript has to be in ONE MS WORD FILE only, which will start from the covering letter, inside the manuscript. pdf. 

version is liable to be rejected without any consideration. 

b) The sender is required to mention the following in the SUBJECT COLUMN of the mail:  

New Manuscript for Review in the area of (e.g. Finance/Marketing/HRM/General Mgt./Engineering/Economics/Computer/IT/ 

Education/Psychology/Law/Math/other, please specify) 

c) There is no need to give any text in the body of the mail, except the cases where the author wishes to give any specific message 

w.r.t. to the manuscript. 

d) The total size of the file containing the manuscript is expected to be below 1000 KB. 

e) Only the Abstract will not be considered for review and the author is required to submit the complete manuscript in the first 

instance. 

f) The journal gives acknowledgement w.r.t. the receipt of every email within twenty-four hours and in case of non-receipt of 

acknowledgment from the journal, w.r.t. the submission of the manuscript, within two days of its submission, the corresponding 

author is required to demand for the same by sending a separate mail to the journal. 

g) The author (s) name or details should not appear anywhere on the body of the manuscript, except on the covering letter and the 

cover page of the manuscript, in the manner as mentioned in the guidelines. 

 

2. MANUSCRIPT TITLE: The title of the paper should be typed in bold letters, centered and fully capitalised. 

3. AUTHOR NAME (S) & AFFILIATIONS: Author (s) name, designation, affiliation (s), address, mobile/landline number (s), and email/al-

ternate email address should be given underneath the title. 

4. ACKNOWLEDGMENTS: Acknowledgements can be given to reviewers, guides, funding institutions, etc., if any. 

5. ABSTRACT: Abstract should be in fully Italic printing, ranging between 150 to 300 words. The abstract must be informative and eluci-

dating the background, aims, methods, results & conclusion in a SINGLE PARA. Abbreviations must be mentioned in full. 

6. KEYWORDS: Abstract must be followed by a list of keywords, subject to the maximum of five. These should be arranged in alphabetic 

order separated by commas and full stop at the end. All words of the keywords, including the first one should be in small letters, except 

special words e.g. name of the Countries, abbreviations etc.  

7. JEL CODE: Provide the appropriate Journal of Economic Literature Classification System code (s). JEL codes are available at www.aea-

web.org/econlit/jelCodes.php. However, mentioning of JEL Code is not mandatory. 

8. MANUSCRIPT: Manuscript must be in BRITISH ENGLISH prepared on a standard A4 size PORTRAIT SETTING PAPER. It should be free 

from any errors i.e. grammatical, spelling or punctuation. It must be thoroughly edited at your end. 

9. HEADINGS: All the headings must be bold-faced, aligned left and fully capitalised. Leave a blank line before each heading. 

10. SUB-HEADINGS: All the sub-headings must be bold-faced, aligned left and fully capitalised.  

11. MAIN TEXT:  

THE MAIN TEXT SHOULD FOLLOW THE FOLLOWING SEQUENCE: 

 INTRODUCTION 

 REVIEW OF LITERATURE 

 NEED/IMPORTANCE OF THE STUDY 

 STATEMENT OF THE PROBLEM 

 OBJECTIVES 

 HYPOTHESIS (ES) 

 RESEARCH METHODOLOGY 

 RESULTS & DISCUSSION 

 FINDINGS 

 RECOMMENDATIONS/SUGGESTIONS  

 CONCLUSIONS 

 LIMITATIONS 

 SCOPE FOR FURTHER RESEARCH 

 REFERENCES 

 APPENDIX/ANNEXURE 

The manuscript should preferably be in 2000 to 5000 WORDS, But the limits can vary depending on the nature of the manuscript. 

  



VOLUME NO. 8 (2017), ISSUE NO. 10 (OCTOBER)  ISSN 0976-2183 

INTERNATIONAL JOURNAL OF RESEARCH IN COMMERCE & MANAGEMENT 
A Monthly Double-Blind Peer Reviewed (Refereed/Juried) Open Access International e-Journal - Included in the International Serial Directories 

http://ijrcm.org.in/ 

viii

 

12. FIGURES & TABLES: These should be simple, crystal CLEAR, centered, separately numbered & self-explained, and the titles must be 

above the table/figure. Sources of data should be mentioned below the table/figure. It should be ensured that the tables/figures are 

referred to from the main text.  

13. EQUATIONS/FORMULAE: These should be consecutively numbered in parenthesis, left aligned with equation/formulae number placed 

at the right. The equation editor provided with standard versions of Microsoft Word may be utilised. If any other equation editor is 

utilised, author must confirm that these equations may be viewed and edited in versions of Microsoft Office that does not have the 

editor. 

14. ACRONYMS: These should not be used in the abstract. The use of acronyms is elsewhere is acceptable. Acronyms should be defined 

on its first use in each section e.g. Reserve Bank of India (RBI). Acronyms should be redefined on first use in subsequent sections. 

15. REFERENCES: The list of all references should be alphabetically arranged. The author (s) should mention only the actually utilised 

references in the preparation of manuscript and they may follow Harvard Style of Referencing. Also check to ensure that everything 

that you are including in the reference section is duly cited in the paper. The author (s) are supposed to follow the references as per 

the following: 

• All works cited in the text (including sources for tables and figures) should be listed alphabetically.  

• Use (ed.) for one editor, and (ed.s) for multiple editors.  

• When listing two or more works by one author, use --- (20xx), such as after Kohl (1997), use --- (2001), etc., in chronologically ascending 

order. 

• Indicate (opening and closing) page numbers for articles in journals and for chapters in books.  

• The title of books and journals should be in italic printing. Double quotation marks are used for titles of journal articles, book chapters, 

dissertations, reports, working papers, unpublished material, etc. 

• For titles in a language other than English, provide an English translation in parenthesis. 

• Headers, footers, endnotes and footnotes should not be used in the document. However, you can mention short notes to elucidate 

some specific point, which may be placed in number orders before the references. 

 

PLEASE USE THE FOLLOWING FOR STYLE AND PUNCTUATION IN REFERENCES: 

BOOKS 

• Bowersox, Donald J., Closs, David J., (1996), "Logistical Management." Tata McGraw, Hill, New Delhi.  

• Hunker, H.L. and A.J. Wright (1963), "Factors of Industrial Location in Ohio" Ohio State University, Nigeria.  

CONTRIBUTIONS TO BOOKS  

• Sharma T., Kwatra, G. (2008) Effectiveness of Social Advertising: A Study of Selected Campaigns, Corporate Social Responsibility, Edited 

by David Crowther & Nicholas Capaldi, Ashgate Research Companion to Corporate Social Responsibility, Chapter 15, pp 287-303. 

JOURNAL AND OTHER ARTICLES  

• Schemenner, R.W., Huber, J.C. and Cook, R.L. (1987), "Geographic Differences and the Location of New Manufacturing Facilities," Jour-

nal of Urban Economics, Vol. 21, No. 1, pp. 83-104. 

CONFERENCE PAPERS  

• Garg, Sambhav (2011): "Business Ethics" Paper presented at the Annual International Conference for the All India Management Asso-

ciation, New Delhi, India, 19–23 

UNPUBLISHED DISSERTATIONS  

• Kumar S. (2011): "Customer Value: A Comparative Study of Rural and Urban Customers," Thesis, Kurukshetra University, Kurukshetra. 

ONLINE RESOURCES  

• Always indicate the date that the source was accessed, as online resources are frequently updated or removed.  

WEBSITES 

• Garg, Bhavet (2011): Towards a New Gas Policy, Political Weekly, Viewed on January 01, 2012 http://epw.in/user/viewabstract.jsp



VOLUME NO. 8 (2017), ISSUE NO. 10 (OCTOBER)  ISSN 0976-2183 

INTERNATIONAL JOURNAL OF RESEARCH IN COMMERCE & MANAGEMENT 
A Monthly Double-Blind Peer Reviewed (Refereed/Juried) Open Access International e-Journal - Included in the International Serial Directories 

http://ijrcm.org.in/ 

25

CHALLENGES FACED BY WOMEN IN INTERNATIONAL CAREER 
 

Dr. A. JOHN PETER 

ASSOCIATE PROFESSOR 

ST. JOSEPH’S INSTITUTE OF MANAGEMENT 

ST. JOSEPH’S COLLEGE 

TIRUCHIRAPPALLI 

 

S. VIDHIYA LAKSHMI 

Ph. D. RESEARCH SCHOLAR 

ST. JOSEPH’S INSTITUTE OF MANAGEMENT 

ST. JOSEPH’S COLLEGE 

TIRUCHIRAPPALLI 

 
ABSTRACT 

The success of a multinational organisation depends on the effective international human resource management and in identifying the skilled expatriate. The 

sociocultural, economic, political and organisational factors in home and host country affect the participation of women in international assignments. Women face 

greater barriers when compared to men in taking up international jobs owing to socio cultural norms, worklife balance issues and lack of organisational support. 

These barriers prevent the career progression of women. The negative stereotypes about women, occupational segregation and the masculine culture of organisa-

tion hinder the integration of women at all levels. Inspite of skill shortage and rising global competition, the participation rate of women is very low at international 

context. Acknowledging the gendered nature of organisation, inclusion of women at all levels, addressing to their special needs and providing supportive organisa-

tional policies and provisions will empower women and promote gender diversity. This article discusses the numerous organisational barriers to international 

positions for women and how each barrier disadvantages women. It also briefs how the present male centered organisational culture is detrimental to women’s 

development.  

 

KEYWORDS 
diversity, expatriation, gender, global organisation, international career, women. 
 

INTRODUCTION  
omen, confined to domestic works for long time in history have been pursuing career in various sectors. It is heartening to see increasing number of 

women CEOs in global organisations. However, they have a long way to go. Though the number of working women is gradually increasing, they face 

innumerable problems both inside and outside organisations. There have been various researches focusing on the barriers faced by working women 

for more than a decade. As organisations go global, women also pursue their career in global organisations. But the difficulties that women face in domestic 

organisations get compounded when they move to international career. The barriers are from various organisational and sociocultural factors. This article focuses 

on the organizational factors that play a major role in promoting or hindering the career progression of women in international organisations. This also highlights 

the significance of international assignments and the need for organisational support to women expatriates in various aspects. 

 

SIGNIFICANCE OF INTERNATIONAL CAREER 
The expansion of multinational companies across the globe has created a need for expatriates to conduct operations and establish business globally. This has 

opened up numerous international jobs for employees who are relocated to a host country in a professional capacity. The role of expatriates is significant in 

expanding global market and in attaining success. The expatriate must be potential enough to conduct business across varied cultures. The successful performance 

of an international assignment is purely dependent on the skills and ability of an expatriate. These expatriates coordinate various operations abroad and facilitate 

the communication process between the home country and host country organisation. They represent their company, take control of processes and protect the 

company interests by getting understanding of the international operations and expanding their company’s knowledge base. Though the international assignments 

are challenging, they are developmental. They involve broader responsibilities, working in new and risky environment, higher level of autonomy and adjustment 

difficulties arising out of cross cultural differences. These assignments need fulfillment of broader criteria, possession of unique skills and cultural awareness. The 

expatriates must be open minded and flexible to adapt to the culture and expectations of the host country.  

The multinational organizations of almost all countries have difficulty in identifying, attracting and retaining potential employees with required skill set and 

knowledge base to stay competitive in a global environment. Torrington (1994) suggested from his research that “there is no profile of the ideal expatriate but 

that culture, economic development, geographical location and the job are important issues that should be considered in the selection of expatriates” (cited in 

Linehan & Scullion, 2001). This has been proved by a survey that the respondents who find it difficult in identifying potential candidates has increased from 67% 

in the previous year to 74% (Frazee, 1996 as cited in Haines III & Saba, 1999). 

Almost 15% of the employees have been reported to reject the offers of international assignments due to the career of their spouse (Punnet, 1997). The relocation 

and repatriation problems like loss of status, loss of career direction and loss of autonomy, financial difficulties, and family problems affect the attractiveness of 

international offers. It has been reported that 25% of repatriated employees leave or intend to leave the organization within one year of repatriation as the 

companies fail to support them (Selmer & Leung, 2002). Though the attractiveness of international career is declining, they are considered to be significant for 

career progression.  

 

OBJECTIVES OF THE STUDY 
1. To study the organisational barriers to international positions for women and how each barrier disadvantages women by hindering their career progression.  

2. To present male centered organisational culture is detrimental to women’s development. 

 

INTERNATIONAL CAREER OF WOMEN 
The organisation must consider women at the instance of rising demand for expatriates. Women in international positions are not studied much and it remains an 

under researched area. The role and influence of gender at international level were not studied to a greater extent. Many researches were conducted to know the 

level of success, adjustment and performance of expatriate managers, but have neglected to study the women’s perception and evaluation of their jobs in an 

international work environment (Guzzo et al., 1994; Caligiuri, 2000; Shore and Martin, 1989; Ostroff, 1993 as cited in Culpan & Wright,2002). The gender of 

expatriates were not considered to the extent that the descriptive and prescriptive studies of expatriation have perpetuated the profile of an expatriate as male 

W
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and married to a trailing spouse (Harris, 2001). It was also found that even the studies carried out in countries like Europe, Australia and USA focused only on 

international move by men particularly married men.  

The expatriate positions are generally occupied by upper level employees and so the prevalence of glass ceiling has reduced the number of women expatriates 

(Selmer & Leung, 2002). Adler and Izraeli (1994) pointed out that inspite of improvement in the qualification of women, increase in their commitment to career 

and less availability of expatriates, female managers occupy only a small fraction of senior management positions (cited in Linehan & Walsh, 1999b). International 

Labour Organisation (1998) (as cited in Tzeng, 2006) has found from a survey that although women occupy 40% of the world’s workforce, only 20% of them occupy 

management positions and 2-3% of them are found in top positions in most powerful organizations. The number of women expatriates has increased from 3% in 

1980 (Adler, 1984) to 15 - 20% in 2008 (Brookfield, 2009a; ORC Worldwide, 2008 as cited in Shortland, 2011). This shows that the increase in women expatriates 

is at a much slower rate when compared to the proportion of women employees employed in domestic organisations.  

The slow increase of women expatriates may be due to greater level of gender discrimination and family responsibility issues encountered by them when compared 

to women working in home country organizations (Moran & Riesenberger, 1994 as cited in Tzeng, 2006). Hence, the organization must expand their recruitment 

base and promote gender diversity at top level management thereby increase the pool of potential expatriates. The study based on a group of American and 

Canadian personnel managers showed that “companies’ reluctance to select women was based on: traditional male chauvinism, greater risk involved in sending 

women with no overseas track record, and the paucity of women with sufficient technical training and domestic managerial experience to qualify for high level 

line management positions overseas” (Adler, 1984). Although the actions promoting equal opportunity are acknowledged as socially worthwhile, the organizations 

view it as a burden rather than investment (Rubery et al., 2003 as cited in Shortland, 2009). On the other hand, according to Fisher, 1992 (as cited in Paik & Vance, 

2002) the personal characteristics like gender, ethnic background are found to be irrelevant to achieve success in global market. Adler (1994) found that the 

success rate of women expatriates is higher than that of North American male expatriates. This has encouraged many companies to send more women abroad 

and they have also been promoted based on their performance overseas. It is interesting to note that the financial performance of companies with more female 

executives has improved during 1990s (catalyst 2004 as cited in Tzeng, 2006). As more women are recognised to perform well overseas, the growth trend of 

women expatriates are expected to intensify.  

 

BARRIERS TO INTERNATIONAL CAREER OF WOMEN 
1. MALE MODEL OF CAREER DEVELOPMENT 
As men had traditionally been to employment, organizations consider the male model of career development to be appropriate which disadvantages women 

during recruitment, selection and other career development processes. The occupational segregation, formal policies and informal processes act as barriers for 

women from attaining senior management positions. A career-development process for female managers is essential to retain and promote female managers. 

The career development model for women is different and complicated to design as women have a necessity to balance work and family (Linehan & Scullion, 

2001b). The organization favours the male lifestyle that measures managerial commitment by number of hours an employee works. Hence, organizations do not 

favour women as they would not fit in to this model due to their greater family responsibilities. A female career plan must include maternity leave, career breaks 

for child rearing or part-time working opportunity to balance their worklife which are often seen unfavourably by the senior management.  

In a study by Haines III & Saba (1999), it was found that women gave high ratings for career related international mobility policies and practices that includes 

mentoring opportunity, cross cultural training before international assignments, opportunity to use the competence acquired during their assignment upon their 

return, assignments not exceeding two years of duration. However, no gender differences were found in ratings on family and financial mobility policies and 

practices. This shows the importance women place on their career and their cautious approach in managing international career.  

Mathur-Helm (2002) stated that women are expected to behave like men and work harder to fit in to male model in order to progress. Home country male 

managers believe that the male characteristics are necessary for effective management. The successful managers are expected to prove themselves in their earlier 

thirties and the career breaks for family issues are unfavourably seen as lack of organizational commitment (Linehan & Scullion, 2001a). This is further supported 

by Harris (1995) that senior managers make initial assessment of managers during their early stages of career and chooses high potential managers who would 

qualify to work abroad (cited in Linehan & Walsh, 1999a). This forces female managers to follow traditional male linear model in order to display themselves as 

highly potential.  

2. STEREOTYPE 
Married women are discriminated for international assignments with an assumption that they will not accept due to family responsibilities. They had to ask the 

organization for their next career move to show their readiness rather than waiting for opportunities to be offered by the organization (Linehan et al., 2001). There 

is a myth that women do not want to be international managers. Various researches have disproved the myth and results showed that both men and women are 

equally interested to take international positions and they wanted to take it at some point in their life time (Adler,1994; Chusmir and Frontczak, 1990; Hill and 

Tillery, 1992 as cited in Altman & Shortland, 2001).  

Adler (1994) also added that a few organizations limit women to work internally with their own employees and do not prefer to send women externally to deal 

with clients with the assumption that their own employees are less prejudiced than people outside. The organizations assume that the cultural norms of host 

country will be unfavourable for women and may have hostile working environment for women which leads to selection bias against women (Paik & Vance, 2002). 

The organizations hesitate to send women for foreign assignments as they believe that the foreigners are prejudiced against women that might impact their 

success. However, in reality women faced more problems and prejudices from home country nationals than outside. Getting opportunity for international assign-

ments by overcoming resistance from home country is the biggest challenge for women. Women expatriates’ biggest obstacle is the low performance expectation 

held by their home country managers. This is further supported by Shortland (2009) in his literature that “Women's unsuitability for expatriate roles, particularly 

in respect of deployment to perceived masculine (Hofstede, 2001) or machismo (Owen and Scherer, 2002) societies, is based on home country managers' stereo-

typical views of women as managers, rather than local societal cultural factors”. Adler (1994) explained the Gaijin Syndrome, according to which, female expatriates 

are seen as foreigners, not as local people and is not expected to act like the local women. The social and cultural norms of the local people that limit their access 

to managerial positions do not apply to foreign women. Mandelker (1994) derived the term “glass border” that describes stereotypical assumptions by home-

country senior management about women as managers and about their availability, suitability and preferences for international appointments (Linehan & Scullion, 

2001b). The glass border discriminates against women from getting international opportunities.  

Vinnicombe and Sturges (1995 as cited in Linehan & Walsh, 1999a) suggest that few organizations consider married men as assets with an assumption that married 

men will have supporting network at home and can give his full dedication towards his career. On the other hand, married women are seen as a liability because 

they are more likely to sacrifice their career at the expense of their family. The impact of marital status of men and women on careers are perceived differently by 

the managers of the home country organisations. The marriage is considered to be a stabilizing and sustaining factor for male expatriates whereas it is perceived 

to suffer greater risk of failure of assignments for women due to their additional difficulties with their trailing spouses. Another study by Izraeli and Zeira (1993) 

suggests that women expatriate whether married or single, their family status is presumed to be problematic. Male managers believe that single women expatriate, 

away from social influence of home country, is vulnerable to harassments and other dangers than a men whereas married women are disadvantaged due to family 

and dual career issues. The situations of uncertainty and absence of reliable knowledge about their performance leads to stereotypical beliefs about the charac-

teristics and ability of women expatriates.  

“The organisation must not assume that the male partner’s career will always take precedence, and that the female partner will always subordinate her career 

aspirations to those of her partner” (Pierce and Delahaye, 1996 as cited in Linehan & Scullion, 2001a). Females are mostly considered to be a trailing spouse as it 

is not a norm for a family to relocate to facilitate female’s career. The accepted social role of men is to work and that of women is to take care of the family. Such 

social norms, family pressures, relocation problems of spouse and stereotypes about women question the flexibility of women in moving abroad. This obstructs 

the career of women taking international roles. 



VOLUME NO. 8 (2017), ISSUE NO. 10 (OCTOBER)  ISSN 0976-2183 

INTERNATIONAL JOURNAL OF RESEARCH IN COMMERCE & MANAGEMENT 
A Monthly Double-Blind Peer Reviewed (Refereed/Juried) Open Access International e-Journal - Included in the International Serial Directories 

http://ijrcm.org.in/ 

27

Futoran and Wyer (1986) suggested that “the use of sex stereotypes can be activated by repeated observations of one sex in a certain type of job” (Harris, 2001). 

The same happens in the selection of international managers where the existing managers are mostly men and the informal organizational system prevents the 

opportunity from reaching women. This occupational segregation and expectation that an occupation ought to be filled by only one sex prevents women from 

taking international assignments that were traditionally held by men. Generally, such attitudes of bias and discrimination are typically based upon generalized 

beliefs and perceptions.  

3. LACK OF MENTORING 
Mentoring is an essential and active contributor to the career development of employees. Mentoring helps in discussing problems and in finding solutions for the 

same, improves self-confidence and aids in promotional aspects. Linehan et al., (2001) discussed that the number of female in top management and in international 

positions is very less to mentor other female protégée. Hence, females are more likely to be mentored by men but many don’t get mentoring opportunity. How-

ever, Linehan et al., (2001) also added that male mentors are more likely to prefer male protégées that disadvantages women and at the same time the mentoring 

needs of women are also different from that of men. Women need more psychological support in handling the barriers faced by them inside and outside an 

organisation. Women who had male mentors were reluctant to talk about discrimination and glass ceiling as men perceive that such barriers do not exist (Mathur-

Helm (2002). Though mentoring relationship is important for men, it gains more importance for female mangers as they face greater organisational, interpersonal, 

and individual barriers to advancement (Linehan, 2000; Burke and McKeen, 1994; Collins, 1983 as cited in Linehan & Scullion, 2002). This is essential especially in 

international context compared to domestic context and particularly during early stages of career.  

Mentoring helps in providing international assignments, providing contacts, support from home country and facilitates their reentry. This support of the mentor 

through which the mentee receives the benefits of an intensive developmental relationship provides organisational reward through career enhancement (Baruch 

and Bozionelos, 2010 as cited in Shortland, 2011). Linehan & Walsh (2000) suggested that women felt that regardless of gender, cross gender mentoring was of 

great help in their career development. However, researches by Arnold & Davidson (1990) and Fitt & Newton (1981) contradicted with this result and observed 

the existence of sexual tension in cross gender mentoring (Linehan & Walsh, 2000). Extending support through mentoring is found to be a critical factor in the 

advancement of women.  

4. LACK OF NETWORKING 
Unlike mentoring, peer relationship is essential at all stages of career development and is a key factor for career progression especially in international context. 

This is essential both during and after international assignments to maintain contact and alleviate the feel of isolation. This would be of great help for those women 

who do not get mentoring opportunity. “Peer relationships are different from mentoring relationships in that they often last longer, are not hierarchical, and 

involve a two-way helping” (Linehan et al., 2001). Networking helps in their promotions and awareness about their career opportunities. Shortland (2011) found 

the following from interviews: networking has helped women in understanding the country and regarding the lifestyle of people in that country, to gain insights 

about the real work and be proactive in preparing to face the issues, to learn about vacancies in subsidiaries in other countries, to facilitate career development 

and to learn about different functions in the organizations across countries. It provides a sense of affiliation and belonging in the host country (Hutchings, 2008). 

Formal networks were found to be more advantageous in learning and in getting professional support than informal networks. Some feel that women-only network 

further enhances solidarity and excludes women from men’s network instead of integration. Women-only network creates an artificial divide between sexes rather 

than promoting diversity and also reinforces stereotypes. The networking gains its importance on moving towards senior management level as jobs are few and 

difficult to get. A supportive peer relationship is essential to deal with the issues of women like discrimination, stereotyping, work life balance and social isolation. 

Men use networking to widen their contacts with variety of people in their profession and discuss their business issues for their development. Women are excluded 

from such networks and do not gain access to it easily. Men always try to maintain their dominance and do not want women to be a part of their network thereby 

they strengthen their old boy’s network. Men uses various forms of social capital in order to preserve and enhance male patriarchal structures rather than to 

widen women access and leave women as expatriate tokens (Kanter, 1977 as cited in Shortland, 2009). This perpetuates negative attitude towards women. Not 

much literature is found related to organizational support through policies for networking arrangement and how these are implemented and its effect on women’s 

participation in international roles. Managerial women are still less integrated in organisational networks that can influence promotion and acceptance. Denial of 

access to it leads to less career satisfaction for women. Maintaining more number of professional contacts can improve their level of satisfaction. Linehan et al., 

(2001) explained that men’s networking extends beyond working hours (through involvement in club, sports etc.) that strengthens their male bonding whereas 

women feel that they don’t have enough time for networking due to family responsibilities. According to Shortland (2009) “even when the organization include 

open and formal selection processes for expatriate positions and the inappropriate gendered assumptions are contradicted, women still face hurdles to reach 

such positions due to lower social capital”.  

Men working in a female dominated environment do not face challenges similar to women in male dominated environment (Bozionelos, 2009 as cited in Shortland, 

2011). It was also found from the study that women at more senior levels with high experience and who have already taken many international assignments are 

more positive towards and recognise the value of networking (Nicolaou-Smokoviti and Baldwin, 2000 as cited in Shortland, 2011). The author also added that it is 

difficult for women to maintain relationship with two different groups (female social group and senior male managerial group) and the intergroup sanctions 

prevent them from fitting into either.  

Linehan (2000) pointed from researches that while female expatriates often rely singularly on their family and partners in creating social contact with expatriate 

networks, males have numerous other options like sporting activities and male bonding sessions (Hutchings et al., 2008). This supports the notion that male 

expatriates would be more likely than their female counterparts to have higher levels of PESS (perceived expatriate social support), regardless of their family status 

whilst on assignment (Hutchings et al., 2008). Westwood and Leung (1994) found a significant number of expatriates indicated dissatisfaction with their social 

lives, particularly single women (as cited in Hutchings et al., 2008). This may be due to that it is more culturally acceptable for single men to socialise than for 

women.  

Policies on and provision to access networks, mentors, sponsors and role models may act as facilitators to improve the social capital of women expatriates. The 

social capital and experiences gained by expatriate helps in developing tolerance, flexibility, patience by allowing them to develop a global outlook (Hamza, 2006 

as cited in Schearf, 2008). Flexible forms of international assignments and communications technology might potentially enable women to have greater access to 

network communities. This is supported by Nicholson (2000) (as cited in Shortland, 2009) who states that technology provides a basis for expanding women’s 

social capital. However, Collinson and Hearn (1996) suggest, “the development of trans-national organisations facilitated through communications are likely to 

result in male-dominated networks expanding from a local domain to an international one rather than networks being opened up to women as a result of increas-

ingly global spans of communications” (as cited in Shortland, 2011). As the availability of women expatriate role models and mentors remains low, women need 

to largely rely on men to achieve this. 

5. DISADVANTAGEOUS POSITION OF WOMEN 
Women need to prove themselves succeeding in their careers and stay highly competent by putting extra efforts in increasing their visibility. They need to face 

additional demands when compared to their male counterparts to grab international assignments. Promotion of women to international senior management 

positions is also very slow over the past 20 years. In a research by Linehan & Walsh (1999b), female managers who have reached senior manager positions believed 

that they need to be more qualified, more ambitious and more mobile than male managers. They had to break the glass ceiling first and then glass border and had 

to ask for their next career move rather than wait for the international offer. They need to volunteer for projects, meet frequently with board of directors and 

decision makers and learn things beyond their capacity. Powell (1999) (as cited in Tzeng, 2006) noted that the objective credentials such as education loses its 

importance at the higher management level and the discriminatory practices in selection process is more at higher levels. He also added that the equal employment 

opportunity laws and affirmative programs are helpful for women only at the entry level positions.  

Even though women are competent with same talents as that of men, they are not recognized and rewarded due to gender stereotypes. The US Department of 

Labor (1995) has reported that women are not given rotational job assignments or special assignments that increase their visibility and promote career develop-

ment. Women are poorly rated in male dominated organizations when compared to organizations with more than 50% of women (Sackett et al., 1991 as cited in 
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Selmer & Leung, 2002). Women had less availability of fast-track career programs, less individual career counselling, and less availability of career planning work-

shops compared to men (Selmer and Leung, 2003). Hence, when female expatriates less often attain their career goals, it makes them to feel that expatriation is 

a less successful career path than men.  

The organizations tend to follow what they observe as successful practices of their competitors. Hence, the organizations deploying expatriates try to reflect the 

male expatriate norm and establish conformity in resembling each other in a similar environmental condition (DiMaggio and Powell, 1983 as cited in Shortland, 

2009). Traditionally expatriation is perceived to be a male role and there is articulation of shared norms, practices and shared rules of conduct among organizations 

through various professional relations including industry ties, professional bodies. Hence, imitation of the organizational policies and practices at individual level, 

firm level and inter firm level excludes women from expatriate world (Shortland, 2009).  

According to Adler (1994), the companies generally offer short term temporary assignments with duration of six months to women rather than permanent assign-

ments that extend up to 2 to 3 years. The organizations try to be cautious as women are new to such assignments and this communicates lack of trust and 

confidence to host country managers and they do not take women managers seriously. Due to this, the assignments become difficult or have chances of failure 

which leads to self-fulfilling prophecy. 

6. INFORMAL SELECTION PROCESS 
Most of the top level positions and the holders of organizational power who have the responsibility of sending employees to other countries are men and they in 

turn prefer male subordinates for international assignments rather than female. Roper (1996) (as cited in Selmer & Leung, 2002) points out that as organizations 

are dominated and governed by men, senior managers frequently appoint in their own image, leading to the reproduction of power and gender segregation. Such 

subtle bias and overt discrimination processes obstruct the careers of female expatriates. As only few women are found on boards and at decision making levels, 

women find it difficult in accepting the structures and behavior created by men. The formal organizational policies are framed based on gender based societal 

assumptions and the managers believe that these formal policies reinforce the informal processes that affects the participation of women managers in interna-

tional management (Linehan et al., 2001). Women find themselves excluded from expatriation through biased, informal and haphazard selection processes 

(Linehan and Scullion, 2001b). Hence, the gendered nature of organizations must be acknowledged and objective recruitment and selection processes must be 

implemented.  

The organizations find it difficult to identify and measure the competencies of employees and the line managers circumvent the framed selection criteria as they 

want to play safe in decision making process that leads to lack of clarity in the selection process of expatriates (Reiche and Harzing, 2011 as cited in Shortland, 

2011). The organizations rely on personal recommendation from either a specialist personnel staff member or line manager for selection of expatriates and the 

selection interviews are conducted to negotiate the terms of offer rather than to determine the suitability of the candidate (Brewster, 1991 as cited in Linehan & 

Scullion, 2001b). This excludes women from selection process.  

According to Harris (2001), the suitability and acceptability are considered as different components and being objective in assessing the appropriate personality 

and behavioural trait is questioned. Even though women are considered to be suitable for international positions, there are few forces that obstruct them from 

being seen as acceptable. Harris (2001) discusses about the categories of selection procedures as: organizations either use open or closed selection procedures. 

In open system, any candidate with the appropriate qualification and experience can apply for the vacancy. It is more or less formalized testing and decisions are 

taken on the basis of consensus among selectors. In closed systems, the line managers have the authority to accept or reject candidates nominated by selectors 

from headquarters. The interview is conducted to negotiate the terms with the selected candidates. The formal and informal systems combined with open and 

closed selection procedures provide four categories of selection processes (open-formal, closed-formal, open-informal and closed-informal) that influences the 

participation of women in international management. Formal and open system provides equal opportunity for all employees with well-defined criteria for selection 

and restricts subjective judgments. Even though closed and formal system also has well defined criteria, there is lack of personal contact that has chances of 

bringing in subjective judgments. Here, there are chances of omission of suitable candidates during nominations. In case of open and informal system, even though 

all employees have access, decisions are made by the relevant managers on the basis of personal recommendation and reputation and are almost already made. 

In case of closed and informal systems, employees are not aware of the process and there is lack of clarity in the criteria for selection and so this is considered to 

provide a worst situation. The recruitment and selection procedures are not formal, open, elaborate and transparent in most cases (Borg and Harzing, 1995; 

Brewster,1991 as cited in Linehan & Walsh, 2000). 

7. REPATRIATION PROBLEMS 
Organizations do not recognise and pay attention to the problems of repatriation. According to Linehan & Walsh (2000); Shortland (2011), expatriates returning 

to home country organisation are found to experience loss of status, loss of autonomy, no opportunity to utilize the skills acquired during international assignment, 

difficulty in reintegration socially with home country organization. Home country managers find it difficult to allocate suitable positions with similar status and 

responsibility to those held by expatriates abroad after their reentry. Research evidence suggests that the individuals who return from overseas assignments and 

leave their organisation within one year after repatriation, is approximately 25 per cent (Black, 1989; O’Boyle, 1989 as cited in Linehan & Scullion, 2002). It has a 

profound impact both on the expatriate and family members upon their return. Many required readjustment period of six to nine months in their home country 

organizations. In most cases, subsequent job position on repatriation is not considered as a part of overall career plan which must be planned before making the 

international move. Women face more difficulties on repatriation than men due to their low representation and low networking. The repatriates experience 

unanticipated re-entry culture shock or sense of loss and isolation resulting from a lack of current behavioural understanding of the repatriates’ home country 

(Linehan & Scullion, 2002).  

8. GLASS CEILING 

The term glass ceiling refers to barriers faced by women who attempt or desire to get promoted to senior positions in an organisation. It prevents the upward 

mobility of women. The socialization process, tradition and negative stereotypes about women forms the layer of glass ceiling that results in discrimination against 

women. Glass ceiling is also a main reason for less women expatriates as expatriate management positions generally involve upper level management. Expatriates 

need enough senior managerial experience in their domestic organization to avoid greater risk during their work abroad. Berthoin-Antal and Izraeli (1993) sug-

gested that “the role of the expatriate involves even more uncertainties than that of the domestic manager and, as uncertainty increases the need for trust, this 

is perceived as having further implications for limiting women expatriate managers” (cited in Linehan & Walsh, 2000). As women find it difficult to break the glass 

ceiling, their opportunity to international career is also affected to a greater extent which resulted in a very few women with international experience. Even if the 

organizations are prepared to promote women across hierarchy in domestic management, they are not given opportunity to expand their career at international 

levels (Adler and Izraeli, 1988 as cited in Linehan & Walsh, 2000).  

It was also observed that as women move up in the managerial hierarchy, the glass ceiling also appeared to move up (Linehan & Walsh, 2000). Women managers 

sometimes are not aware of the existence of glass ceiling effect and even those who are aware of it are unwilling to share openly with others. Women managers 

must acknowledge its existence and equip themselves to produce adequate performance to be successful in their career (Mathur-Helm, 2002). Flexibility, net-

working, proving oneself and letting the management know their career aspirations will help to break the glass ceiling. Studies by Schein et al. (1994) established 

that “male sex typing of the managerial job is strong, consistent, and pervasive and appears to be a global phenomenon among males” (cited in Linehan & Walsh, 

2000). Hence it was found from the research that adopting an individualistic style combining best of both male and female leadership traits will help in breaking 

the glass ceiling.  

It was found that the status of women in the organization has a major influence in the perception of host country nationals towards women expatriates (Caligiuri 

and Cascio, 1998 as cited in Mathur-Helm, 2002). Higher the position they occupy, greater is the favourable treatment and less discrimination by host country 

organsiation. Empowerment of women through greater power and autonomy to make decisions would deliver more respect towards women and would protect 

against gender stereotypes and discriminations. 

9. HIGH VISIBILITY 

Women suffer stress due to high visibility and critical attention in a male dominated environment as they belong to a minority group in an organisation. Loss of 

privacy adds further burden to women. The feeling of isolation owing to culture, gender barriers and tokenism are more prevalent for female managers in a foreign 
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country on comparison with domestic organization. The female expatriates need to take responsibility to represent other female managers and their success 

would help in encouraging and developing confidence in other female managers. According to Tanton (1994), women being members of a minority group can lead 

to various uncomfortable roles and issues such as loneliness at work, little recognition for achievements and being taken for granted (cited in Linehan & Walsh, 

2000). The social support of other female colleagues is found to be more important to come out of these stresses. 

10. LACK OF ORGANISATIONAL TRAINING 
The time span before transfer to abroad is actually very less ranging from few weeks to few months which does not allow enough time for preparation and training. 

The managers also believe that the international expertise can only be learned through experience and gives little importance for training programs on relational 

skills, cross cultural skills that are essential for the success of international assignments (Linehan & Walsh, 1999a). Training before transfer is very important for 

women managers as they act as pioneers in making international moves in most cases. As they move farther from home countries, they experience more cultural 

shock and different set of adjustment problems. Most of the organizations over look and do not plan things seriously at the preparatory stage. Work by Harvey 

(1985) (as cited in Linehan & Walsh, 2000) highlighted the importance of including all family members in training programmes as most of the stresses associated 

with the international assignments falls on the family members. Training programs should also be conducted after repatriation to facilitate re-entry in to the 

domestic organization. However, most of the training programs are based on the experiences of male expatiates. As there is growth in female expatriates, the 

organization must reevaluate the cross cultural training programs and consider the unique issues of women expatriates (Linehan et al., 2000).  

11. LACK OF ORGANIZATIONAL POLICIES AND PRACTICES 
The organizations do not have family related policies to support and facilitate the international move of dual career couples (Linehan & Walsh, 2000). It was also 

added that organisations do not consider flexible work arrangements like part time working, work from home that would help working mothers to meet their 

demands. These arrangements are considered to deviate from male norms of work. The career breaks of women take them out of competition for jobs. It is also 

found that the organizations are inflexible and forces the family to meet the organizational demands and do not give freedom for women to develop other areas 

of life (Linehan & Walsh, 1999b). Women had to take most of their life decisions based on their family circumstances which affects women in their career growth. 

The organizational support for partner and children is essential for women to have less work adjustment difficulties and work family conflicts (Harris, 2004). As 

most international women managers act as pioneers and representatives of future female managers, the lack of supportive policies will discourage women from 

taking up international assignments.  

According to Kanter (1997) (as cited in Selmer & Leung, 2002) women are deprived of career resources, information resources and support from organization that 

affects their career success whereas these are available for men. The organisation especially the corporate headquarters need to support women at all stages of 

international career as they encounter different challenges and issues arising out of sex role stereotypes. The legislation in few countries support women against 

employment related discriminations that force organizations to send women for foreign assignments even if they do not desire. The US congress amended the 

Civil Rights Act, 1991 to protect US citizens from employment discrimination by US multinationals in their overseas operations (Cava and Mayer, 1993 as cited in 

Selmer & Leung, 2002). However, Tzeng (2006) reported that “While they presumed their companies would not have a gender-biased policy in foreign assignment 

due to anti-discrimination laws in their home countries, in fact, this is not an accurate presumption because their home countries' anti-discrimination laws do not 

cover corporate promotion such as foreign postings.” 

There is evidence that many business failures in the international arenas are associated with poor human resources management (Desatnick and Bennett, 1978 

as cited in Selmer & Leung, 2002). It is predicted that women with high perceived organizational support (POS) have high expatriate career satisfaction (ECS) 

whereas men are predicted to maintain their level of expatriate career satisfaction irrespective of the level of perceived organizational support (Hutchings et al., 

2008). This may be due to the fact that men did not relate the organizational support with their career satisfaction whereas women did. Hutchings et al., (2008) 

pointed that female expatriates do not perceive equal treatment especially in terms of organizational support.  

It was also found that organisational policies designed to support employees in balancing their family and work did not produce much impact in reducing work 

family conflict (Goff et al., 1990 as cited in Harris, 2004). This is because the family concerns are more complicated and broader and requires the support of family 

most of all. Few companies have formulated formal policies to support dual-career couples that includes career and life-planning counseling, inter-company net-

working, job-hunting/fact-finding trips, continuing education, international spouse assistance programmes, intra-company employment, commuter marriage sup-

port and short-term assignments (Harris, 1993). However most of these initiatives are based on the assumption that the trailing spouse is female.  

 

CONCLUSION 
Given the context of patriarchal values, which is pervading in all aspects of life, women stand to face innumerable difficulties. The article has highlighted the 

barriers that women face in international organisations. It is imperative that international organisations must evolve a proactive policy consisting of affirmative 

measures and practices to facilitate, support and empower women so that they are able to withstand the difficulties they face and pursue their career similar to 

their male counterparts. Organisations must encourage, promote and support women at all stages of their career. The gendered nature of the organisation must 

be acknowledged and necessary measures must be taken to promote diversity. Addressing to both organizational/ career issues and individual issues by developing 

integrated approaches, effective mentoring, formal and informal networking will help in successful repatriation of female managers. The organization with formal 

HR systems for selection and career development programs must ensure whether similar proportion of women are promoted to next level to that of their initial 

recruitment. 

Providing training and development programs for substantial period of time before and after expatriation will improve the cost effectiveness of an organisation. 

It should also focus on measures to cope with additional stress arising out of trying to balance work and family life in a new environment. Maintaining regular 

contact with expatriates while abroad will provide emotional support to them. International assignment policies must include equal opportunities, diversity and 

affirmative action that would encourage women participation. Transparent and objective implementation of policies, use of communication technology, provision 

of flexible arrangements such as short-term, commuter, frequent flyer and other variable working patterns would promote women’s career progression. The 

organisation must address these issues and facilitate the career progression of women both at domestic and international level.  
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