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Abstract
As competition for human capital intensifies, understanding how employees

perceive their fit in a company can assist companies in harnessing the
knowledge and skills needed to achieve competitive advantage. Building on

the person–organization fit theoretical framework, we suggest that individual

employee perceptions of globalization-related career opportunities represent a
fit between individual and company capabilities and values. We find both

similarities and differences between the relationships of individual- and

company-level globalization capabilities and attitudes towards women
(an important capability source) and globalization-related career perceptions

within samples of 96 Iranian and 210 US employees.
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INTRODUCTION
Chatman (1989: 339) defined person–organization fit as ‘‘con-
gruence between the norms and values of organizations and values
of persons.’’ Organizations vary in their cultures, goals and
preferences for individual abilities, and when individual abilities
and values match organizational demands, person–organization fit
occurs (Chatman, 1989). Employee fit within their employing
organizations influences many individual and organizational out-
comes, such as job satisfaction, organizational commitment,
attrition, individual performance, and, ultimately, organizational
efficiency and performance (Erdogan & Bauer, 2005; Kristof, 1996).
However, little research addresses factors influencing employee
perceptions of how their organizational fit changes as their
companies become more global, or how fit components vary
between cultures. To address this gap, we examine perceived
employee fit, defined as ‘‘the judgment that a person fits well in an
organization’’ (Kristof, 1996: 11), across two distinct cultural
environments. We measure this fit using employee perceptions
regarding whether their careers would potentially benefit from the
globalization of their firms. This fit conceptualization encompasses
both general career development and specific globalization
benefits (e.g., travel opportunities). We predict employee fit based
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on perceptions of company and individual globa-
lization capabilities and appropriate women’s roles.

Local managers and employees do not necessarily
accept or welcome globalization-related changes, as
they commonly perceive themselves as ‘‘specta-
tors’’ in these processes (Nilakant, 1991). Therefore
a better understanding of how globalization affects
employee career perceptions can help both employ-
ees and their employers adequately adjust to these
changes. For employees, a better understanding of
factors contributing to perceived career opportu-
nities can help them take a more active role in
developing their own capabilities and/or searching
for a firm that provides a better employment fit. For
firms, knowing what organizational and employee
capabilities and values are associated with per-
ceived career opportunities can assist in identifying
and maintaining key employees. As competition for
scarce human capital intensifies (e.g., Bartlett &
Ghoshal, 2002), understanding employee fit can
help companies in harnessing the knowledge, skills
and experiences needed to compete effectively
(Hitt, Bierman, Shimizu, & Kochhar, 2001).

Many factors potentially influence employee
perceptions regarding globalization’s impact on
their careers. Some directly concern company and
employee capabilities (e.g., locally adapting pro-
ducts or speaking languages), while others concern
meeting societal expectations (e.g., regarding
women’s roles). Proponents of person–organization
fit (e.g., Chatman, 1989) emphasize that individual
employee attitudes and behaviors at work result
from reciprocal relationships between individuals
and organizations. For example, an employee with
Spanish language skills may thrive in a company
doing business in Spain, while also increasing the
company’s ability to compete in the Spanish
market. Recognizing this reciprocal relationship,
we aim to extend the person–organization fit
literature by demonstrating how different levels of
globalization capabilities (i.e., individual or com-
pany) become influential in different societal
environments, allowing us to better understand
how fit varies across cultures.

Along with globalization capabilities, we examine
individual views of women’s roles in organizations
as a major differentiating factor between countries
in terms of fully harnessing companies’ potential
employee capabilities. While other societal-level
variables may also impact career perceptions, anthro-
pologists and psychologists regard gender as ‘‘one
of the most fundamental dualities in human exis-
tence’’ (Emrich, Denmark, & Den Hartog, 2004:

348). Gender and diversity are important issues not
only for the person–organization fit literature, but
also draw significant interest from managers and
employees. For example, Ng and Burke (2005)
found that diversity management was important
to applicants considering employment offers and
evaluating company fit. We aim to study how the
relationships between individual gender-based
values and associated company values change as
companies become more global, thus adding to the
perceived fit construct by addressing the impacts of
gender roles across cultures.

Women’s workforce participation adds capabil-
ities to companies, making this factor a logical fit
with other capability-related variables. Studies of
women leaders suggest multiple work-related beha-
viors that differentiate female leaders from their
male colleagues and help them succeed as man-
agers. Among these are a focus on processes and
relationships with employees, a tendency to estab-
lish open communication flow (both by providing
information and by listening), strong abilities in
motivating people, and a willingness to share
power (e.g., Helgesen, 1990; Rosener, 1995; Sharpe,
2000). These are ‘‘exactly those skills needed to
succeed in the global Information Age, where team-
work and partnering are so important’’ (Kanter,
quoted in Sharpe, 2000: 76). Women’s inter-
active leadership style can benefit firms as diversity
and networking increase, along with demands for
flatter organizations and team-based management
(Kanter, 1978; Oakley, 2000). Adler (1999) advised
that, as global competition intensifies, companies
cannot continue patterns of male-dominated leader-
ship, since women’s skills are needed to compete
effectively. Thus, women’s status may indicate a
company’s ability to harness skills that com-
plement company and individual globalization
capabilities, creating a complementary person–orga-
nization fit (Kristof, 1996). Employees may likewise
need to be accepting of women managers for these
capabilities to be fully integrated into a company.

We examine the above employee–organization fit
issues using Iran and the US as our research sites, for
several reasons. First, local perceptions regarding
globalization are important both in countries that
are relatively open with strong global ties (e.g., the
US) and in those where such ties are often restricted
(e.g., Iran; Namazie & Frame, 2007). However,
utilization of globalization capabilities in these
settings may differ significantly owing to societal
characteristics that either restrict or encourage their
usage. Thus, our settings allow us to test how

Career opportunity in Iran and the US William Newburry et al

815

Journal of International Business Studies



employee–organization fit perceptions vary across
cultures. Examining countries at extreme positions
could provide a foundation for future studies
of countries between these anchor points on a
continuum.

Second, owing to pronounced differences from
the West, Iran may be an important context for
generalizability testing of relationships between
attitudes toward women and success in a globaliz-
ing world, thus providing a second opportunity to
test how person–organization fit perceptions vary
across cultures. Estimates that 10–20% of women
aged 15 or older are in the labor force in the Middle
East and Northern Africa (MENA) region (the lowest
level in the world: Ashford, 2005; The Economist,
2003) suggest the presence of a glass ceiling – a
‘‘transparent barrier that keeps women from rising
above a certain level in corporations’’ (Powell &
Butterfield, 1994: 68). While the notion of female
unsuitability for managerial positions also persists
in the US to some extent (Lee & James, 2007), with
US females lagging behind males in career advance-
ments (Brett & Stroh, 1999), beliefs about women’s
societal roles may be amplified in MENA countries
by strict Islamic traditions, increasing aversion to
working women, and prohibitions placed on them
from holding higher status (managerial) positions
(Javidan & Dastmalchian, 2003; Metcalfe, 2007).
Thus, ‘‘women’s rights are a key aspect of under-
standing the relationships of globalization, Islam
and HRM processes in the Middle East’’ (Metcalfe,
2007: 54). Comparing how globalization capabil-
ities and attitudes toward women in Iran and the
US relate to globalization-related career opportu-
nity perceptions may reveal societal differences that
hinder or promote the incorporation of women’s
capabilities into overall company capabilities.

Third, the MENA region, despite its strategic
importance, remains relatively unstudied by busi-
ness scholars (Robinson, Al-Khatib, Al-Habib, &
Lanoue, 2001; Scandura & Dorfman, 2004), particu-
larly regarding employment issues. While differing
significantly in religion (Shia vs Sunni Muslim) and
language (Persian vs Arabic), Iran is similar to many
other MENA countries in terms of macroeconomic
stability, structural reforms and economic growth
rates (Nabil & Véganzonès-Varoudakis, 2004). For
example, Shukri (1999) found that Iran has been
grouped with mixed oil economies (Algeria, Tunisia,
Syria, Iraq and Egypt) and oil industrializers (Iraq,
Algeria and Saudi Arabia). The societal position of
Iranian women also appears similar to other MENA
countries (e.g., Bahramitash, 2004; Metcalfe, 2007),

and Iran clusters with other Muslim-dominated
MENA countries on the cultural dimensions of
gender egalitarianism (all relatively low, except
Qatar), in-group collectivism (all high), and societal
institutional collectivism (low to mid-range) (House,
Hanges, Javidan, Dorfman, & Gupta, 2004) –
dimensions later used in our theory development.
Thus, Iran appears to be a good starting point for
filling the gap in MENA-related research.

HYPOTHESES AND THEORETICAL
DEVELOPMENT

In contrast to expatriates, who generally choose to
work overseas, local employees may have more
diverse attitudes towards globalization, which can
leave them particularly vulnerable when local
employee skill sets do not match the career
requirements of a global world (Adler & Bartholomew,
1992). While much of the person–organization fit
literature emphasizes recruiting employees to
match the organization (e.g., Cable & Judge,
1996), little work examines impacts on fit when
organizational changes, such as becoming more
global, occur. Using the person–organization fit
theoretical framework, in the following sections we
develop hypotheses predicting employee percep-
tions of globalization-related career opportunities
based upon globalization capabilities, perceptions
of women, and relationships between these areas.

As a clarification point, our hypotheses are
developed based on the current states of the Iranian
and US workforces. However, while the Iranian
workforce is predominantly male, our hypotheses
may also generalize to perceptions of female
employees, considering findings that both genders
prefer leaders with masculine traits (Kent & Moss,
1994; Powell, Butterfield, & Parent, 2002).

Globalization Capabilities

Company globalization capabilities. The mindsets of
people involved in globalization processes are
important in influencing globalization success
(Gupta & Govindarajan, 2002). Consistent with
Murtha, Lenway, and Bagozzi (1998), we refer to
individuals possessing positive attitudes towards a
company’s global capabilities as possessing a
‘‘global mindset’’. Within this study, companies’
global capabilities include items such as sharing
best practices between company offices to benefit
local clients, and adapting existing company pro-
ducts to local market needs (see the Measurement
section for a full list). Many global mindset studies
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(e.g., Kobrin, 1994; Perlmutter, 1969) are not
focused on company factors that influence global
mindsets, but instead center on external environ-
mental factors: for example, by demonstrating one’s
openness to diverse markets and cultures. However,
as we examine perceived employee–organization fit,
focusing on employee perceptions of company capa-
bilities to thrive in a globalizing world is consistent
with our theory.

Devinney, Midgley, and Venaik (2000) argued that
managerial beliefs and philosophies affect organiza-
tional orientation and future company performance.
Similarly, as companies represent the ‘‘collective
minds’’ of their employees, employee beliefs and
attitudes regarding company globalization capabil-
ities (such as those mentioned above) may influence
employee perceptions regarding whether these cap-
abilities might increase their own future career
opportunities. This alignment may signal employee
openness towards globalization-related changes,
suggesting an employee–organization fit. Further,
employees in firms with strong globalization cap-
abilities may view their companies as ‘‘winners’’ that
are more likely to survive in global competition than
locally oriented firms. Indeed, empirical evidence
suggests that multinationality increases firm perfor-
mance (e.g., Contractor, Kundu, & Hsu, 2003).
While some employees may feel threatened by a
company’s globalization capabilities as 3.4 million
US jobs are projected to move offshore by 2015,
overall ‘‘the domestic employment costs of off-
shoring are probably small in magnitude’’ (Harrison
& McMillan, 2006: 6). Thus, we expect that
company globalization capabilities will positively
impact perceived career opportunities from globali-
zation for most US employees.

In countries such as Iran, with governments that
both purport anti-Western views and have greater
control over businesses (Namazie & Frame, 2007),
the impact of company globalization capabilities
on perceived employee fit in terms of globalization-
related career opportunities is less certain. However,
even in this setting, positive globalization-related
career opportunity perceptions may develop.
Understanding societal-level constructs can be an
important predictor of trends and patterns in a
country or region (Oyserman & Uskul, in press).
Societal collectivism, ‘‘the degree to which institu-
tional practices at the societal level encourage and
reward collective action’’ (House et al., 2004: 463),
is relatively low in Iran (Dastmalchian, Javidan, &
Alam, 2001), thus limiting the influence of govern-
ment pressure on employee perceptions about

globalization. Additionally, the percentage of
Iranian companies currently involved in interna-
tional trade appears relatively small, causing
companies with capabilities to compete on the
international arena to have strong signaling power
for individual employees (Namazie & Frame, 2007;
Newburry, Gardberg, & Belkin, 2006). Such compa-
nies may be recognized as providing greater
opportunities for individual career advancement,
and their employees may perceive career benefits
from globalization (Namazie & Frame, 2007). Thus,
we suggest:

Hypothesis 1: Employee perceptions of the
global capabilities of their companies in (a) Iran
and (b) the US will be positively related to
perceived career opportunities stemming from
the globalization of their companies.

Individual intercultural competencies. Individual
intercultural competencies (e.g., capabilities that
are important in intercultural interactions; Graf,
2004) might also influence perceptions of globa-
lization-related career opportunities. Gupta and
Govindarajan (2002) advised that global mindset
development is driven by four factors: curiosity about
the world, current mindset articulation, exposure to
diversity and novelty, and cultivation of knowledge
about cultures and markets. These factors suggest
multiple competencies that may influence per-
ceived employee fit in global companies. First,
communication skills are a basic capability required
from employees in intercultural environments.
Although language has multiple layers and meanings
that vary across cultures (Scandura & Dorfman,
2004), an ability to speak multiple languages is an
important communication skill, especially since
speaking languages implies some understanding of
underlying cultures (Schaffer & Riordan, 2003).
Additionally, higher education can indicate inter-
cultural competencies by signifying that a person
values interesting and challenging work environ-
ments (Trank, Rynes, & Bretz, 2002), such as those
that global environments might provide (Newburry
et al., 2006). Similarly, international travel and
experiences living abroad could signal that an
employee is familiar with other cultures (Oddou,
Mendenhall, & Ritchie, 2000). Abilities to adapt to
and overcome cultural differences are important
factors for successful global careers (Brewster, 1991).
Consequently, local employees in the US with
intercultural competencies may possess a greater
fit with global companies than employees without
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such competencies, and thus improve their chances
of success.

While the above relationship seems logical in the
US context, a similar perceived fit is less certain in
Iran. First, with fewer companies involved in inter-
national trade, there may be fewer opportunities to
utilize intercultural capabilities. Second, govern-
ment controls in many industries may restrict the
actions of individuals working on international
accounts (Namazie & Frame, 2007), limiting oppor-
tunities for individuals with globalization skills to
benefit from those skills. Third, employee evalua-
tions by their supervisors in Iran are less transpar-
ent, more likely to be based on relationships, and
less likely to be based on individual abilities than in
the US (Namazie & Frame, 2007), suggesting that
even if individual competencies can be used, the
connection between employee competencies and
career advancement is anything but certain. For the
above reasons, persons with intercultural compe-
tencies in Iran may not necessarily perceive strong
personal career benefits from company globaliza-
tion. Thus, we hypothesize regarding the US case
only, as follows:

Hypothesis 2: Employee intercultural competen-
cies in the US will be positively related to
perceived career opportunities stemming from
the globalization of their companies.

Mediating effect of company globalization capa-
bilities. Employees that possess some or all of the
elements that embody intercultural competencies
discussed above may contribute to the overall
capabilities of their companies. Individual and
organizational similarity promotes transfer and
retention of knowledge among individuals and
organizations (Darr & Kurtzberg, 2000), thus
allowing individual competencies to be used in
building company capabilities. One component of
intercultural competencies, the ability to speak
the same languages as your business counterparts,
narrows possible misunderstandings among people
(Schaffer & Riordan, 2003). In addition, it reduces
distrust at both the individual and organizational
levels, which reinforces knowledge exchange and
retention within organizations (Levin & Cross,
2004). Building on this argument, individual inter-
cultural competencies may increase a company’s
overall globalization capabilities by demonstrating
that the company possesses competitive human
resources that strengthen its ability to successfully
operate globally (Bartlett & Ghoshal, 2002). Accord-

ingly, the relationship between intercultural com-
petencies and perceived career opportunities from
globalization may be mediated in the US by
company globalization capabilities. However, in
Iran, where we previously suggested that individual
intercultural competencies might not directly
impact employee career perceptions, this mediat-
ing relationship may not exist owing to limited
opportunities for individual intercultural compe-
tencies to contribute to overall company capabi-
lities. Thus, we hypothesize:

Hypothesis 3: Company globalization capabil-
ities will mediate the relationship between indi-
vidual intercultural competencies in the US and
employee perceptions regarding career opportu-
nities stemming from the globalization of their
companies.

Perceptions of Women
While the previous hypotheses examined globa-
lization capabilities, this section addresses percep-
tions of women, in terms of managerial power
and acceptance of women. Women bring additional
capabilities to companies, therefore complementing
other capability-related variables. Therefore, famil-
iarity with individual perceptions about women
in work settings is important for understanding
globalization in the Middle East (Metcalfe, 2007).

Women’s managerial power. Ragins and Sundstrom
(1990: 273) defined power as ‘‘influence by one
person over others’’. While power originates
from many sources, we emphasize power through
managerial position (vs power through inter-
personal relationships or individual characteristics).
Consistent with Ragins and Sundstrom (1990), we
focus on perceived power within organizations.
Perceived power is defined herein as a perception
that resides in individual cognitive schemas and
reflects individual beliefs about a person or group’s
power status: for example, perceptions about women’s
relative standing in a society and an organization.

Both organizational structure and individual
cognitive schemas influence attitudes towards
women in power positions (Izraeli & Adler, 1994;
Perry, Davis-Blake, & Kulik, 1994). When negative,
this influence can result in unfavorable outcomes
for women in terms of pay or promotions (e.g.,
Hultin & Szulkin, 1999). Though still lagging
behind male representation, women’s advance-
ment is growing at multiple levels, ranging from
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political leadership (Adler, 1999) to the overall
labor force (Stroh & Reilly, 1999). In an intercon-
nected world driven largely by Western values,
accommodating global goals such as women’s
advancement might indicate that a company is
primed for success (Metcalfe, 2007). Accordingly,
local employees may equate increasing women’s
power within their organizations with their com-
panies’ abilities to operate according to global
norms. This can create positive perceptions of a
company’s success potential, and likewise, oppor-
tunities for individuals to benefit from globaliza-
tion. Extending this logic, companies that support
women’s advancement might be perceived as
demonstrating egalitarianism in staffing. Making
staffing decisions based upon merit rather than
gender could improve a company’s efficiency in
tapping into its overall capability base, creating
company-wide benefits (Kanter, 1978; Rosener,
1995). These benefits might translate into greater
individual career opportunities as well, thus
increasing perceived employee fit with a company.

Some opposing rationales to this argument exist,
which might be particularly prevalent in Iran. First,
given Iranian cultural views about women, harnes-
sing women’s capabilities could cause a backlash.
Second, women’s power may threaten those cur-
rently in control (predominantly males), creating
negative views of globalization (which might be
perceived as promoting women’s power). Some
researchers have explained individual resentment
of women in power through deep psychological
processes. Of most relevance here, Gutek (1985)
attributes the fear of women in power positions to a
failure to adjust traditional values about sex roles
developed during childhood, along with experi-
ences working with women. Since Iranians have
been raised in a culture with strong gender-based
roles and little chance to adapt these viewpoints
owing to limited exposure to women in the
workforce, they may be less accepting of women
in power, thus creating a lower perceived fit
with companies where women have greater power.
In the US, these opposing rationales might be less
influential owing to a more egalitarian upbringing
and much greater exposure to women in manage-
rial roles than in Iran. Thus, we hypothesize:

Hypothesis 4: Employees perceptions regarding
the power of women within (a) Iranian and (b) US
businesses will be (a) negatively and (b) positively
related to perceived career opportunities stem-
ming from the globalization of their companies.

Acceptance of women. Acceptance of women relates
to employee acceptance of females in terms of
being comfortable with them as either colleagues or
supervisors. As such, it involves a much more direct
relationship with women than addressed above.
Even in Western settings, uncertainties regarding
women’s workplace roles exist (e.g., Lee & James,
2007). However, as women increasingly accept
more prominent company positions, being com-
fortable with women in the workplace may become
a prerequisite for international business success.
This may be particularly true in countries such as
the US, where labor laws (e.g., Title VII) protect
women’s rights domestically along with the rights
of US citizens working in US companies’ overseas
subsidiaries. Although psychological acceptance of
women as colleagues or supervisors does not
necessarily imply recognition of women’s capa-
bilities (e.g., management areas where women often
excel compared with male colleagues, such as moti-
vating people, communication, listening; Sharpe,
2000), it nevertheless increases the likelihood of
such recognition. In particular, accepting women
as colleagues or superiors implies evaluation of
colleagues and supervisors based on their compe-
tencies instead of their gender. Acceptance of
women might also indicate employee recognition
of the need to bring capabilities associated with
women into their own work habits, increasing
their ability to compete in a global environment.
Accordingly, in Western countries, acceptance of
female colleagues might positively relate to the
degree to which individuals perceive career benefits
from globalization.

Applying the above arguments to Iran is ques-
tionable owing to societal beliefs regarding women’s
roles, since gender inequality is expected and rein-
forced by strong pressures to adhere to behavioral
norms among close peers. In-group collectivism,
which is high in Iran, refers to ‘‘the degree to which
individuals express pride, loyalty, and cohesiveness
in their organizations and families’’ (Javidan &
Dastmalchian, 2003: 129). Employees who accept
women as colleagues or supervisors may be viewed
as having brought women into their in-groups,
which will probably conflict with expectations of
other in-group members. Similarly, Luthar and
Luthar (2002) argued that, in highly collectivist
countries, sexually exploitive behaviors at work are
more likely to be engaged in by men and tolerated
by women because people feel less inclined to
question societal behavioral norms. Furthermore,
drawing on role theory (Kahn, Wolfe, Quinn,
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Snock, & Rosenthal, 1964), which examines whether
certain behaviors become either appropriate or
inappropriate based upon a person’s ‘‘role’’ in an
organization, we suggest that being comfortable
with women at work may conflict with in-group
expectations regarding an employee’s organiza-
tional role. In the Middle East, these roles often
stem from societal and/or Islamic religious values
(Dastmalchian et al., 2001; Metcalfe, 2007: Robin-
son et al., 2001), which have been particularly
dominant in Iran since the 1979 Revolution
(Namazie & Frame, 2007). In addition, employees
with high levels of acceptance towards women at
work might be seen in an Islamic setting as lacking
characteristics necessary to achieve personal suc-
cess. These employees may consider themselves
outsiders, and thus may have lower attributions
regarding potential career opportunities and their
fit within more global organizations. Thus, we
suggest:

Hypothesis 5: Employee acceptance of women at
work in (a) Iranian and (b) US companies will be
(a) negatively and (b) positively related to
perceived career opportunities stemming from
the globalization of their companies.

Relationships between Globalization Capabilities
and Women’s Power
We noted previously that women bring additional
capabilities to an organization (Sharpe, 2000). Thus,
when women’s power increases within a corpora-
tion, women may be more likely to utilize these
capabilities in the organization (Adler, 1999) and
enhance their company’s working climate and
performance. By hiring employees based on their
capabilities (and not on gender), and by taking
advantage of these capabilities, a company’s overall
globalization capabilities may increase. Thus, glo-
balization capabilities may mediate the relationship
between women’s power and globalization-related
career opportunities proposed for the US in Hypo-
thesis 4b. In Iran, while we hypothesized a direct
negative effect for women’s power in Hypothesis
4a, a similar mediation may nonetheless occur,
producing an indirect positive effect from perceived
women’s power. This mediation may occur since
recognition of women’s power suggests that
women’s capabilities are indeed being used. Accord-
ingly, we suggest:

Hypothesis 6: In (a) Iran and (b) the US,
company globalization capabilities will mediate

the relationship between perceived women’s
power and employee perceptions regarding career
opportunities stemming from the globalization of
their companies.

Company globalization capabilities and percep-
tions regarding women’s power may also reinforce
each other. When a company has greater globaliza-
tion capabilities, it may be better able to harness
additional capabilities provided by women in power,
thus improving company performance beyond that
achieved by possessing these two capability sets
separately. This may occur because the previously
mentioned capabilities where women excel (e.g.,
motivating people, fostering communication, lis-
tening; Sharpe, 2000) are particularly useful when
coordinating global activities (Adler, 1999). This
increased company success may create greater
career opportunities for all employees. In addition,
when a company is perceived by individual
employees to have both strong globalization cap-
abilities and successful diversity management (e.g.,
policies fostering women’s advancement in the
workplace), it will reinforce employee perceptions
that a company has ‘‘what it takes’’ to succeed in
the global market, and thus will strengthen indivi-
dual perceptions regarding career opportunities
from globalization. Consistent messages will make
the effects of each factor stronger. However, given
that the direct positive effects of women’s power
were proposed only for the US, we expect the
interaction benefits from a consistent message
to occur only in the US context. In Iran, where
opposing relationships with perceived career
opportunity were hypothesized, no consistent
message is expected, and thus no interaction is
hypothesized. Accordingly, we suggest:

Hypothesis 7: Globalization capabilities and
perceived women’s power will positively interact
to predict perceived career opportunities stem-
ming from the globalization of US companies.

EMPIRICAL SETTING
During summer 2001, the study collaborators
developed a questionnaire to examine globaliza-
tion-related issues in Iran. Professors at US and
Iranian universities fluent in Farsi and English
translated the questionnaire into Farsi and back-
translated it into English. The questionnaire was
distributed in Iran in August 2001 by study
collaborators who visited each respondent com-
pany. To ensure confidentiality, employee responses
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were anonymous, and questionnaires were returned
to secure locations where the respondents could not
be identified. As it is very difficult to access com-
panies in Iran (Namazie & Frame, 2007), company
selection was convenience-based in the cities of
Tehran and Isfahan. Seventeen companies were
contacted, with 15 participating (88%). Of 250
distributed questionnaires, 96 usable questionnaires
were returned (38.4%). The companies represented a
variety of industries (see industry control variable
below), believed typical of those in Iran. All respon-
dents were Iranian citizens; none were expatriates.
Ninety-three percent were male, which is consistent
with Middle Eastern employment practices, particu-
larly since our sample is not agriculturally based
(The Economist, 2003; Shukri, 1999).

An English questionnaire version was adminis-
tered to executive and part-time MBA students
enrolled in an international business course at a
major US university between 2002 and 2004. This
course was required of all students, which helped
avoid selection bias from internationally oriented
student participation. Only responses from cur-
rently full-time employed US citizens were utilized.
Respondents had the option to remain anonymous,
and were assured that responses were confidential.
Since the questionnaire was administered in a
classroom setting, almost all students responded,
resulting in a usable sample of 210 questionnaires.

Table 1 presents basic respondent demographic
characteristics. Respondents were employed in a
mix of companies, which had varying levels of
global operations. Distributions and mean scores
for both samples indicate that the vast majority of
respondents perceived that their companies pos-
sessed at least some globalization capabilities, along
with perceiving some potential benefit from their
companies becoming more global. Significant dif-
ferences (po0.05) were found between samples in
job satisfaction (Iranians reported higher satisfac-
tion), company success (US respondents viewed
their firms as more successful), age (Iranians were
older), gender (proportionately more US respon-
dents were female), and company size (US compa-
nies were larger). These variables are controlled in
study regressions. Non-significant differences were
found regarding education, languages spoken, and
employment level.

MEASUREMENT
Table 2 presents variable descriptive statistics and
a correlation matrix. Because of several signifi-
cant correlations, multicollinearity checks were

performed for all regression analyses. Item res-
ponses were based on a seven-point scale, where
1¼‘‘do not agree’’ and 7¼‘‘strongly agree’’.

Because multiple variables were measured with a
single questionnaire, common method bias poten-
tially exists (Podsakoff & Organ, 1986). To assess
this, an exploratory factor analysis using varimax
rotation was computed for our scale-based variables
(career opportunity, globalization capabilities,
women’s power, and acceptance of women). For
Iran, all items loaded on the expected factor above
0.700 except two (0.550 and 0.590), with no cross-
loadings above 0.400. All US items loaded on the
expected factor above 0.600, with no cross-loadings
above 0.300.

Since we applied our questionnaire across two
distinct samples, measurement equivalence was
another concern (Riordan & Vandenberg, 1994).
To assess this, we used the multigroup analysis
feature of LISREL 8.7. First, we reexamined the
overall fit of the samples independently for the four
scales discussed above, and found good fit. (For
Iran, RMSEA¼0.079; NNFI¼0.92; CFI¼0.93. For the
US, RMSEA¼0.094; NNFI¼0.90; CFI¼0.91.) While

Table 1 Respondent overview

Variable Categories Iran (%) US (%)

Age (years) Under 25 0 3

25–35 15 34

36–45 40 46

46–60 45 13

Above 60 1 4

Gender Male 93 69

Female 7 31

Education oHigh school 1 0

High school 6 0

Vocational school 10 0

Some college 9 17

Bachelors 45 59

Masters 19 17

Doctorate 9 7

Languages spoken One 62 62

Two 32 24

Three 6 11

Four 0 3

Employment level Administration 18 11

Lower management 43 38

Middle management 16 41

Upper management 24 11

Bold numbers indicate the most frequent category for each variable.
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Table 2 Correlation matrix for study variables

Min Max Mean SD 1 2 3 4 5 6 7 8 9 10 11 12

1. Career opportunity 3.33 7 5.83 0.81

1 7 5.15 1.28

2. Comp. global capability 3 7 5.58 0.87 0.49**

1 7 4.51 1.30 0.13

3. Women’s power 3 7 5.26 0.93 0.30** 0.24*

1 7 5.27 1.17 0.28** 0.20*

4. Intercultural Cap. 0.26 0.89 0.48 0.14 0.22* 0.13 0.08

0.25 0.88 0.45 0.11 0.26** 0.12 0.12

5. Acceptance of women 1 7 5.52 0.99 �0.27** �0.38** 0.09 0.13

1 7 5.96 1.40 0.12 0.10 0.15* �0.12

6. Job satisfaction 3 7 5.80 0.98 0.21* 0.37** 0.21* 0.01 �0.07

1 7 4.51 1.64 0.11 0.32** 0.27* 0.06 0.16*

7. Company size 25 800 412 301 0.04 0.10 0.05 �0.20* �0.27* 0.33**

4 700K 48K 83K 0.15* 0.16 0.19** 0.06 �0.03 0.10

8. Respondent age 1 4 2.32 0.73 �0.02 0.07 �0.05 0.24* �0.03 0.12 0.20

1 4 1.74 0.84 0.01 0.03 �0.10 0.30** �0.05 �0.05 �0.02

9. Company success 2 7 5.06 1.18 0.18 0.31** 0.27** 0.11 �0.20 0.37** 0.28** 0.02

1 7 5.65 1.39 0.07 0.36** 0.11 0.01 0.19* 0.40** 0.10 0.02

10. Government–Private 0 1 0.41 0.49 �0.05 �0.17 �0.07 �0.02 �0.01 0.12 0.62** 0.07 0.22*

N/A N/A N/A N/A N/A N/A N/A N/A N/A N/A N/A N/A N/A

11. Employment level 1 4 2.46 1.05 �0.15 �0.27** 0.03 �0.41** �0.03 �0.07 0.15 �0.31** �0.17 0.00

1 4 2.52 0.83 �0.12 �0.02 �0.03 �0.08 �0.05 �0.08 �0.03 0.00 0.01 N/A

12. Gender 0 1 0.93 0.26 0.07 0.09 0.14 0.08 �0.24* 0.11 0.13 0.29** 0.20 0.07 �0.07

0 1 0.69 0.48 0.15* 0.09 0.13 0.18** �0.06 0.10 0.10 0.04 0.09 N/A 0.01

13. Women manager 0 1 0.22 0.42 �0.20* 0.02 0.08 �0.18 �0.11 0.00 �0.10 0.04 �0.12 �0.39** 0.15 �0.24*

0 1 0.74 0.44 �0.10 0.01 �01 �0.15* 0.02 �0.10 �0.01 �0.03 �0.06 N/A 0.05 �0.14

Top numbers represent Iranian sample; bottom numbers represent US.
N¼96 for Iran; N¼210 for US; **po0.01; *po0.05.
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the chi-square was significant for both samples
(w2(d.f.)¼205.66(129), po0.001 for Iran; w2(d.f.)¼
364(129), po0.001 for US), ‘‘inconsistency among
indices is common, and having the chi-square as
the outlier is particularly common’’ (Eagle, Miles, &
Icenogle, 2001: 13). Next, we examined the invar-
iance of factor loadings between the two samples
for the same set of four scales by conducting a chi-
square difference test between baseline and full
invariance models. This examination suggested
that differences in factor loadings between models
for the Iran and US samples are not significant
(difference in w2(d.f.)¼13.81(14); p¼0.450; calcu-
lated as the difference between individual model
chi-squares of w2(d.f.)¼857.85(290) and w2(d.f.)¼
844.04(276)).

Dependent Variable: Career Opportunity
This scale combines items from Newburry (2001)
and Murtha et al. (1998). Since information about
other cultures is often restricted in Iran, at the
suggestion of Iran experts items were added
referring to opportunities to travel and learn about
different cultures. Other items were added/revised
to emphasize the global nature of company opera-
tions. These changes helped improve face validity,
particularly in Iran. Cronbach alphas were 0.875
(Iran) and 0.847 (US).

The items in this scale are:
If my company were to become more global:

(1) I will have greater career opportunities.
(2) I will have greater career opportunities in other

company offices around the world.
(3) I will be able to travel on business globally.
(4) This makes my company a more attractive

workplace than a purely local company.
(5) I will have opportunities to serve global clients.
(6) I will have opportunities to learn different

cultures.

Independent Variables

Globalization capabilities. This scale combines items
from Murtha et al.’s (1998) global integration and
local responsiveness scales and Newburry (2000), as
adapted based upon advice from Iran experts. Items
were asked in terms of importance (‘‘If Iranian (US)
companies are to have a stronger global presence, it
is important for companies to:’’) and a company’s
actual practices (reported below). Actual practice
responses were used since these were most consis-
tent with our theory. Interestingly, the importance

items loaded on two factors (integration and res-
ponsiveness), while the actual practice items loaded
on only one – suggesting that respondents recog-
nized the difference between these capabilities, but
did not distinguish between their companies’
abilities to achieve them. Cronbach alphas were
0.863 (Iran) and 0.854 (US).

The items in this scale are:
My company’s current resources enable us to:

(1) share best practices between company offices to
benefit local clients;

(2) access worldwide company resources to respond
to local markets;

(3) adapt existing company products and services
to local market needs;

(4) market company products and services globally;
(5) develop products and services to be used

globally; and
(6) identify local business opportunities with global

potential.

Individual intercultural competencies. The variable
was a composite of four items theoretically related
to individual competencies to handle globalization:
number of languages spoken; trips outside Iran (US)
over the past 3 years; experience living abroad
for greater than 3 months; and education level.
Cronbach alphas for these items (standardized)
were 0.752 (Iran) and 0.576 (US). Owing to low
reliability for the US, we reran analyses eliminating
education (the lowest fit) from the composite
(a¼0.591), and using each element separately.

Women’s power. While multiple power perceptions
measures exist (e.g., Ragins & Sundstrom, 1990),
Iranian experts advised us that a more general
measure of managerial power would have greater
face validity in Iran. Similarly, Scandura, Williams,
and Hamilton (2001) found that items measuring
perceptions of general political behavior tended to
have greater face validity in the Middle East than
more specific culturally derived items. Owing to
the sensitive nature of women’s roles, devoting
too many questions to women’s issues might also
inhibit complete and unbiased responses. More-
over, existing power measures we were familiar
with examined perceptions of one’s own supervisor
rather than general power. Thus, we developed a
relatively simple measure of women’s power based
on our understanding of existing US-based literature
and advice from Iran experts. These experts also
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suggested that business in Iran has mimicked the
West in terms of what certain concepts mean in the
workplace. This assurance, combined with our
measurement equivalence test results, gave us
confidence that ‘‘power’’ was interpreted similarly
across cultures, although other potential measure
limitations are discussed later.

Women’s power perceptions were measured using
a four-item scale. Cronbach alphas were 0.813
(Iran) and 0.809 (US). The scale items are:

(1) Within my company, the power of women
employees has increased over the past 5 years.

(2) Within Iran (US) in general, the power of
women employees has increased over the past
5 years.

(3) Within my company, the power of women
employees is likely to increase over the next 5
years.

(4) Within Iran (US) in general, the power of
women employees is likely to increase over the
next 5 years.

Acceptance of women. Similar to women’s power,
this scale was developed based upon our under-
standing of existing US-based literature combined
with advice from Iranian business experts.
Cronbach alphas were 0.705 (Iran) and 0.832
(US). A supplemental four-item scale that added
two items was also developed for a subset of the
sample. This scale was highly correlated (0.99) with
the original scale. The scale items are:

(1) I would feel comfortable if my colleague was a
woman.

(2) I would feel comfortable if my manager was a
woman.

Control Variables
The following controls result from noted sample
differences. Job Satisfaction is based on the item
‘‘I am satisfied with my overall current employ-
ment situation’’. For Iran, a seven-item scale was
also developed. However, owing to a 0.80 correla-
tion with the single-item measure, and since inter-
changing measures did not alter our results, we
adopted the simpler measure (see Ganzach, 1998).
Regarding overall job satisfaction, single-item mea-
sures may have greater construct validity than
summated scales (Scarpello & Campbell, 1983).
Company Size reflects the number of employees.
Respondent Age was based upon five categories
ranging from ‘‘under 25’’ to ‘‘above 60’’. In Iran,

since little empirical work has examined what
factors constitute Company Success, a two-item scale
asked: ‘‘Compared to other Iranian companies, my
company is successful in its line of business’’ and
‘‘Compared to non-Iranian companies doing busi-
ness in Iran, my company is successful in its line of
business’’ (Cronbach a¼0.838). Rerunning the
regressions using each success component sepa-
rately did not alter our results. As the US is more
global, and differences between foreign and local
companies are less distinct, respondents were asked
only the item, ‘‘Compared to other companies, my
company is successful in its line of business’’.
Gender was coded ‘‘1’’ for males and ‘‘0’’ for
females.

The following controls were also used. Private–
Government was coded ‘‘1’’ for respondents from
private companies and ‘‘0’’ for government-owned
companies. Iran experts advised us that, in MENA
countries, government-owned companies offer less
discrimination and more flexible working hours for
women (e.g., Assaad & Arntz, 2005). Private–Gov-
ernment was not included for the US since minimal
respondents worked for government-owned com-
panies. Women Manager was measured using the
item: ‘‘Have you ever had a woman manager?’’
Industry differences were controlled using 11
dichotomous variables. Eight were contained in
both samples (manufacturing, service, health care,
finance, chemical, utility, architecture/construc-
tion, education), and three only in the US (com-
puter, non-profit and entertainment). Since the US
sample was collected over multiple years, dummy
variables account for unknown Collection Year
effects (compared with the initial year, 2002).

RESULTS
Tables 3 and 4 present linear regression analyses
used to test our Iran and US hypotheses, respec-
tively. Variance inflation factors (VIFs) for all
models were well within the threshold of 10.0
(Hair, Anderson, Tatham, & Black, 1998), suggest-
ing multicollinearity was not a problem. For Iran,
all VIFs were below 3.5, except for two industry
dummies. For the US, VIFs were all below 2.0.
Direct effects were centered prior to creating
interaction terms (Aiken & West, 1991).

Models 1 (Table 3) and 6 (Table 4) present control
regressions for the Iranian and US samples. Models
2 and 7 add our hypothesized direct effects. R2 for
these models were 0.372 (po0.01) and 0.217
(po0.01), respectively. For both samples, hypothe-
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Table 3 Career opportunity regression analyses: Iran

1 2 3 4 5

Global Cap. DV

Hypothesized variables

Company globalization capability 0.41(0.12)*** 0.41(0.12)***

Intercultural Cap. 0.04(0.11) 0.04(0.11) 0.04(0.11) 0.00(0.10)

Women’s power 0.22(0.09)* 0.21(0.09)* 0.27(0.09)** 0.13(0.09)+

Acceptance of women �0.14(0.10) �0.14(0.10) �0.24(0.10)** �0.25(0.09)**

Global capability�women’s power �0.03(0.08)

Control variables

Job satisfaction 0.14(0.09) 0.06(0.09) 0.06(0.09) 0.15(0.09)+ 0.21(0.08)*

Company size 0.09(0.00) �0.19(0.00) �0.19(0.00) �0.09(0.00) 0.24(0.00)

Respondent age �0.08(0.13) �0.04(0.12) �0.04(0.12) �0.05(0.13) �0.03(0.12)

Company success �0.04(0.09) �0.08(0.09) �0.08(0.09) �0.04(0.09) 0.10(0.09)

Government–private 0.04(0.44) 0.15(0.41) 0.16(0.41) 0.07(0.43) �0.21(0.39)

Employment level �0.04(0.10) 0.02(0.11) 0.02(0.11) �0.08(0.11) �0.23(0.10)*

Gender 0.03(0.36) �0.01(0.35) �0.00(0.35) �0.04(0.36) �0.09(0.33)

Women manager 0.26(0.25)* 0.17(0.23)+ 0.18(0.23)+ 0.20(0.24)+ 0.07(0.22)

Industry dummies Mixed Mixed Mixed Mixed Mixed

R2 0.219 0.372 372 0.289 0.503

Adj. R2 0.095 0.235 225 0.145 0.402

R2 change 0.152** 0.001 0.070

Model F 1.770+ 2.713** 2.536** 2.009* 4.987***

***po0.001; **po0.01; *po0.05; +po0.10.
Regressions present standardized beta coefficients (standard errors in parentheses). N¼96.

Table 4 Career opportunity regression analyses: US

6 7 8 9 10

Global Cap. DV

Hypothesized variables

Company globalization capability 0.04 (0.07) 0.01 (0.07)

Intercultural capability 0.21 (0.12)** 0.20 (0.11)** 0.21 (0.11)** 0.06 (0.12)

Women’s power 0.24 (0.09)** 0.23 (0.09)** 0.24 (0.09)** 0.04 (0.09)

Acceptance of women 0.11 (0.07) 0.11 (0.07) 0.11 (0.07) 0.02 (0.08)

Global capability�women’s power 0.13 (0.06)+

Control variables

Job satisfaction 0.05 (0.06) �0.01 (0.06) �0.01 (0.06) �0.01(0.06) 0.15 (0.06)*

Company size 0.13 (0.00)+ 0.10 (0.00) 0.08 (0.00) 0.10(0.00) 0.09 (0.00)

Respondent age �0.09 (0.13) �0.09 (0.13) �0.07 (0.13) �0.09(0.13) 0.06 (0.13)

Company success �0.01 (0.08) �0.05 (0.08) �0.05 (0.08) �0.04(0.08) 0.26 (0.08)***

Employment level �0.14 (0.12)* �0.10 (0.11) �0.10 (0.11) �0.10(0.11) �0.00 (0.11)

Gender 0.12 (0.21)+ 0.07 (0.20) 0.07 (0.20) 0.07(0.20) 0.01(0.21)

Women manager �0.08 (0.21) �0.07 (0.20) �0.07 (0.20) �0.07(0.20) 0.02(0.21)

Industry dummies Mixed (NS) Mixed (NS) Mixed (NS) Mixed (NS) Mixed (NS)

2003 �0.05 (0.24) 0.01 (0.23) �0.00 (0.23) 0.01 (0.23) �0.17 (0.24)*

2004 0.17 (0.33)+ 0.15 (0.31) 0.15 (0.31) 0.14 (0.31) �0.09 (0.32)

R2 0.122 0.217 0.230 0.215 0.273

Adj. R2 0.034 0.120 0.130 0.123 0.188

R2 change 0.095*** 0.013+ 0.093***

Model F 1.392 2.238** 2.305*** 2.333*** 3.204***

***po0.001; **po0.01; *po0.05; +po0.10.
Regressions present standardized beta coefficients (standard errors in parentheses). N¼210.
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sized variables add significant explanatory power
to the control model (po0.01 for Iran; po0.001
for US).

Globalization Capabilities
Regarding Hypothesis 1, company globalization
capabilities are significant in predicting perceived
individual career opportunities in Iran (Model 2,
po0.01), thus supporting Hypothesis 1a. However,
the variable is not significant for the US (Model 7).
Thus, Hypothesis 1b is not supported. Intercultural
capabilities are significant in the US (po0.01),
supporting Hypothesis 2. Because of reliability
issues, we recomputed these results removing
education from the composite variable and intro-
ducing each variable item separately. The alternate
composite produced identical results. Also, lan-
guages spoken, international travel and foreign
living experience were each individually signifi-
cant, while education was not. As expected, inter-
cultural capabilities are not significant for Iran.

Perceptions of Women
Perceived women’s power is significantly positively
associated with perceived career opportunities in
both samples (po0.05 for Iran; po0.01 for US),
supporting Hypothesis 4b, but not Hypothesis 4a,
which predicted an opposite relationship for Iran.
Regarding Hypothesis 5a, acceptance of women is
not significant for Iran. However, this variable
becomes highly significant in the predicted nega-
tive direction when the globalization capabilities
variable is removed (Model 4; po0.01). For the US,
acceptance of women is not significant. Thus,
Hypothesis 5b is not supported.

Mediation and Interaction Hypotheses
Models 4 and 5 (Table 3) and Models 9 and 10
(Table 4) test our mediation hypotheses. Hypothesis
3 predicts that, in the US, globalization capabilities
mediate the relationship between intercultural
competencies and career opportunities. Hypothesis
6a and Hypothesis 6b predict that globalization
capabilities mediate the relationship between
women’s power and career opportunities in Iran
and the US. Models 5 and 10 test whether women’s
power and intercultural competencies directly
impact company globalization capabilities – neces-
sary conditions for mediations to occur (Baron &
Kenny, 1986). For Iran (Model 5), women’s power
has a significant impact (po0.05) on globalization
capabilities. For the US (Model 10), neither variable
is significant. Thus, only one of our proposed

mediations is potentially significant (women’s
power, Hypothesis 6a). We next remove globaliza-
tion capabilities from Model 2. If this causes women’s
power to increase in significance, a mediation of
the women’s power–career opportunities relation-
ship exists. Examining Model 4, women’s power
does increase in significance (po0.01), thus sup-
porting Hypothesis 6a.

An interaction between globalization capabilities
and women’s power is marginally significant in the
US (Model 8; po0.10), providing partial support for
Hypothesis 7. We also examined this relationship
for Iran in Model 3, finding no significant effect (as
expected).

Robustness Tests and Post Hoc Analyses
We conducted multiple robustness and post hoc
analyses to confirm and expand our findings. First,
we reran the US regressions eliminating the three
industries not represented in Iran. This reduced
sample (n¼184) produced identical results for the
direct effect hypotheses, and an increase in sig-
nificance (po0.05) for the globalization capabil-
ities–women’s power interaction.

Second, while most industries in our sample did
not have enough responses to conduct meaningful
industry-level analyses, we were able to analyze
finance and health care using added US responses
collected between November 2005 and January
2006. These industries present an interesting con-
trast, as success in finance is traditionally defined in
profit terms, while health care encompasses much
broader goals such as caring and nurturing. For our
finance respondents (n¼75), acceptance of women
was positive and marginally significant (po0.10).
By contrast, for health care (n¼97), global capabil-
ities (po0.01), intercultural capabilities (po0.05),
and women’s power (po0.10) were significant. This
difference in results suggests that, in a globalizing
world, finance employees may need to accept women
more. Health care employees may have welcomed
women employees already (Metcalfe, 2007), mak-
ing other capabilities appear more important.

Third, we conducted analyses using a separate
sample of only non-US citizens working in the US
(n¼112). Within this sample, the vast majority
(85%; 44% from India alone) were from developing
countries where women are relatively disadvan-
taged compared with the US. For this sample, our
acceptance of women variable was highly signifi-
cant and positive (po0.001), suggesting that (simi-
lar to the finance industry sample) accepting
women is critical for perceived success in a
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globalizing world. While it is acknowledged that
business-educated women in India may have more
opportunities than this result suggests, on the
whole, perceptions of women in the workforce in
India are similar to many MENA countries. Accord-
ing to the World Economic Forum Global Gender
Gap Report 2006 (Hausmann, Tyson, & Zahidi,
2006), India ranked 98 out of 115 countries in
terms of women’s empowerment worldwide –
similar in position to most MENA countries. (The
US ranked 22.)

DISCUSSION AND IMPLICATIONS
Multiple capability types are needed in a globaliz-
ing world. Some directly concern business opera-
tions, while others concern meeting societal
expectations. This paper finds that both globaliza-
tion capabilities and attitudes towards women
influence perceived employee–company fit in
terms of employee assessments of whether globali-
zation benefits their careers. Little research has
examined globalization’s impact on local employee
career perceptions (Newburry, 2001). By using an
employee–organization fit theoretical lens to pre-
dict perceived career benefits from company globa-
lization, we partially fill this gap.

Globalization Capabilities
Our capability-related results suggest differences
between the developments of the Iranian and US
economies. In the US, basic company globalization
capabilities might be expected, and thus might
minimally impact employee perceptions of career
benefits from these capabilities. In Iran, company
globalization capabilities might be less prevalent,
and thus have greater influence on employee
perceptions. By contrast, we found that indivi-
dual-level intercultural competencies were signifi-
cantly related to employee career perceptions in the
US, but not in Iran. Combining these findings
suggests that, in the US, individual competencies
are much more powerful than company capabilities
in influencing employee fit in terms of individual
career growth perceptions. Such results for the US
sample are possibly due to greater opportunities for
employees to excel in the highly individualistic
US culture, along with a proportionately higher
presence of companies with global operations in
which individuals can use these capabilities. In
Iran, individual competencies may be less impor-
tant owing to government restraints on broader
company actions (Namazie & Frame, 2007) that
limit opportunities for individuals to use intercul-

tural abilities. Thus, working for companies that
can overcome such constraints appears more
important to Iranian employees than individual
capabilities. In less developed and less open
economies, employees may devalue individual
competencies in terms of career growth if they
perceive that their company, as a whole, lacks
important capabilities. These results provide new
evidence regarding variations in person–organiza-
tion fit perceptions across cultures.

In addition, we found no evidence that globaliza-
tion capabilities mediate the relationship between
individual capabilities and perceived career oppor-
tunities, suggesting that individual- and company-
level capabilities are distinct: that is, one does not
necessarily contribute to the other. While these
capability types have been examined separately
(e.g., Graf, 2004; Murtha et al., 1998), little prior
research has examined them together. Although
her focus was different, Kristof (1996) hypothesized
that different employee fit types might have addi-
tive effects. Similarly, the independent nature of
our capability types may suggest an additive
relationship.

Perceptions of Women
Women’s power concerns a woman’s role that does
not necessarily involve direct employee contact.
Our results suggest that advancements in women’s
power are associated with creating opportunities for
employees in both Iranian and US companies. This
may occur because managers realize that participa-
tion in a global economy requires companies to
increasingly adopt global values to remain legit-
imate to outside parties. Legitimacy refers to whether
companies are accepted or judged as appropriate by
social systems in which they are embedded (Deep-
house, 1996). Women’s advancement may be one
such legitimatizing issue. Women’s advancement
also allows organizations to better harness all
capabilities of their employees (Adler, 1999), poten-
tially creating a stronger organization, and pro-
ducing benefits for all. Person–organization fit
research differentiates between supplementary fit,
when a person possesses characteristics similar to
others in their environment, and complementary
fit, when a person adds characteristics that
are missing in an environment (Kristof, 1996;
Muchinsky & Monahan, 1987). While this paper’s
primary concern is predicting supplementary fit,
with an emphasis on meeting societal and local
expectations, by bringing new capabilities to
MNCs, women can also create a complementary fit.
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We reiterate that Iran and the US have low
societal-level collectivism. In Iran, this is parti-
cularly important, as it may allow managers to
recognize benefits of women’s advancement with-
out necessarily compromising personal views
regarding women’s roles. By distinguishing societal
and in-group collectivism, we build on past person–
organization fit research that examined individual-
ism–collectivism as a single dimension (e.g., Parkes,
Bochner, & Schneider, 2001).

Acceptance of women as managers or co-workers
addresses a woman’s role that involves direct
employee contact. The negative results for Iran
suggest that, in a male-dominated society, being
associated with female workers may be perceived
negatively. Since gender inequality is strong in Iran
and in-group collectivism is high, employees who
are comfortable working with women may perceive
themselves as outsiders who do not fit well with
company norms: that is, they are violating their
expected in-group role (e.g., Kahn et al., 1964). This
result occurs despite a positive relationship
between general women’s power recognition and
globalization-related career opportunities. For the
US, our basic results suggest that acceptance of
women at work is no longer a major differentiating
issue. Direct work experience with female co-work-
ers or women managers (Ragins & Sundstrom, 1990)
and increased diversity training may have decreased
negative attitudes towards working women such
that accepting women is generally not a fit issue
in US companies. However, our post hoc analyses
suggest that acceptance of women remains impor-
tant for foreign workers from developing countries
and within male-dominated industries.

For Iran, the combined women-related results
suggest a conflict between perceived globalization
benefits at the firm or societal level and perceived
problems with globalization at the individual level.
This could indicate a conflict between external
legitimacy and legitimacy among one’s peers – or,
stated in ‘‘fit’’ terms, between fit with a company’s
global aspirations and fit with a company’s
local needs. This may also be indicative of Iran’s
present state of global advancement, and demon-
strate that while the need to accommodate out-
side values (such as female employment) may be
broadly recognized, these values have not trans-
formed personal beliefs regarding appropriate indi-
vidual behaviors in organizations (e.g., Metcalfe,
2007).

Overall, our study contributes to the literature
relating perceptions of women and globalization by

demonstrating differential impacts between roles
that involve direct contact with women vs roles
that are more distant. By doing so, we also
demonstrate how different fit types with respect
to gender issues can conflict in certain instances.
The results suggest interactions of both societal and
in-group collectivism with gender egalitarianism:
that is, viewpoints regarding gender (and associated
person–organization fit perceptions) become more
or less salient depending upon whether gender
relates to a societal issue or a more personal issue.
Additionally, while the findings suggest that accep-
tance of women is less critical in the US than in
Iran, perceptions regarding women’s power are
important in both locations. Thus, in both the US
and Iran, hiring women may signal that companies
are operating according to global standards, along
with company commitment to merit-based hiring,
fairness and procedural justice – characteristics that
allow women’s capabilities to be better utilized.

Globalization Capabilities and Women’s Power
Evidence relating globalization capabilities to
women’s power was found in both Iran and the
US, supporting previous works suggesting that
these variables are related (e.g., Adler, 1999; Sharpe,
2000), while also building on past work by
demonstrating differences across contexts. In Iran,
company globalization capabilities mediated the
relationship between women’s power and career
opportunity perceptions. In the US, an interaction
occurred between globalization capabilities and
women’s power. The results support research that
found that person–organization fit differs across
cultures (e.g., Parkes et al., 2001), while also
extending our knowledge regarding differences in
the correlates of fit across two distinct environ-
ments. Nevertheless, more research is needed to
better understand the nature of the relationship
between these variables.

Managerial Implications
From a practical viewpoint, this paper adds to our
knowledge of local employee views, as opposed to
more generally studied expatriates, and by provid-
ing empirical evidence for a difficult to access
sample of Iranian respondents (e.g., Namazie &
Frame, 2007). The latter contribution is of particu-
lar importance, as it provides managers with some
understanding of the cultural background and
perceptions of employees in this resource-rich, but
not well-understood, country. Also, our findings
can be generalized to some extent to other MENA
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countries and provide a valuable knowledge source
regarding local employee perceptions for managers
planning to conduct business in this region.

With the increasing globalization of businesses,
developing employee global mindsets becomes
imperative for managers (Devinney et al., 2000).
Thus, company policies centered on cultivating
mindsets regarding cultural differences and gender
issues may bring dividends both in terms of
successful global operations, and in attracting
premium talent. As competition for human capital
intensifies (e.g., Bartlett & Ghoshal, 2002), under-
standing employee fit could assist companies in
harnessing capabilities needed to stay competitive
(Hitt et al., 2001).

For Iranian managers wishing to compete in a
global environment, the results suggest a difficult
decision process regarding hiring local employees.
These managers may perceive a need to hire women
to maintain legitimacy with their foreign custo-
mers, and to signal to their own employees (both
current and potential) that their companies
operate according to global norms. However, to
ensure support from their mostly male employees,
women also need to be perceived as working in
culturally accepted areas (Metcalfe, 2007). While
not directly addressed herein, this tension might be
partially alleviated by selectively placing women in
positions allowing maximum exposure to interna-
tional clients, with minimal exposure to domestic
male workers. Many MNCs accomplish a similar
effect by using an international division structure,
which allows overseas operations their own distinct
reporting lines. While most Iranian company
foreign sales come through exports rather than
being produced in foreign subsidiaries, similar
separate reporting lines might be achieved through
a separate foreign sales office or selective location of
female employees within a single plant setting.

CONCLUSION AND LIMITATIONS
This study examined relationships of globalization
capabilities and attitudes towards women with
perceptions of globalization-related career oppor-
tunities in Iran and the US. Our Iranian results
suggest that company globalization capabilities and
recognition of growing women’s power positively
relate to career opportunity perceptions, while
acceptance of women at work negatively relates to
these same perceptions. US results show that
recognizing women’s power and individual inter-
cultural competencies positively relate to globaliza-
tion-related career opportunity perceptions. In

both countries, relationships between globalization
capabilities and women’s power are found,
although the nature of the relationship differs in
each context.

This paper contributes to various management
and global business literatures, including theories
on person–organization fit (e.g., Chatman, 1989),
globalization mindsets and capabilities (Gupta and
Govindarajan, 2002; Murtha et al., 1998), and
human resource management and women studies
(Adler, 1999). The study demonstrates differential
impacts of company- and individual-level globali-
zation capabilities on individual perceptions in two
distinct cultural settings, and supplements previous
globalization capabilities research by simulta-
neously examining the role of women as providers
of additional capabilities in organizations. Overall,
our results suggest that multiple (and sometimes
competing) frames of reference guide indivi-
dual views regarding globalization. Thus, global
and local success requirements may be distinct
(Metcalfe, 2007), and our results reflect recognition
(either conscious or subconscious) by our respon-
dents that such differences exist. In person–
organization fit terms, we infer from our findings
that multiple levels of fit exist in organizations that
are not necessarily congruent.

Limitations and Future Research
Our factor invariance tests combined with our
method of developing measures (i.e., using general
measures and consulting Iran experts to supple-
ment US-based literature) give us confidence that
our measures are comparable across our samples.
Nonetheless, other cross-cultural measurement
equivalence tests exist, and future work could exa-
mine our measures using different methods, and in
other cultures. Regarding our specific measures, we
picture individual- and company-level globaliza-
tion capabilities as reciprocal elements that work in
tandem to develop global mindsets. More studies
would help us better understand the relative
impacts of these influences. More specific measures
of women’s power and roles could also be devel-
oped for cross-cultural use. While respondents were
assured of confidentiality, a social desirability bias
could impact responses for our women-related
variables. Further, as women’s participation in-
creases in Iran, they warrant additional study as
globalization affects women differently than men
(e.g., Gibson, 1995; Napier & Taylor, 2002).

We also realize that our power measure may be
potentially problematic. While we anchored our
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questionnaire items in terms of general workplace
(managerial) power, and our statistical analyses
demonstrated measurement equivalence between
samples, alternate interpretations of the measure
may exist – such as the possibility that increasing
women’s power refers to increasing empowerment
in general (i.e., for both men and women). Thus,
future research might delve more deeply into the
meaning of power, and how it varies across settings.

Differences in sample size (96 for Iran vs 210 for
the US) might explain differences in statistical
significance between the US and Iran for some
variables. However, despite a smaller sample, we
obtained a number of significant results for Iran
that were not found in the larger US sample,
suggesting that sample size is not the major deter-
minant of these differences. Given the need to
use a convenience-based Iranian sample (Namazie

& Frame, 2007), a bias also potentially exists in
company selection. Additionally, this study focuses
on one MENA and one Western country: thus
future studies are needed to further generalize our
findings.
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