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The topics of internationalization, international recruitment, and diversity have been increas-
ingly emphasized in the agendas of Swedish universities. This study presents an overview of 
how Swedish universities’ teaching and research staff, with a special emphasis on national 
background and gender, were distributed within three job categories (career development 
positions, lecturerships, and professorships) and in two major fields of academic sciences 
in the time frame 2008–2018. We used data from Statistics Sweden to categorize groups of 
staff focusing on the origin of staff and the origin of their parents. We differentiated the 
findings by gender. The results show a large increase in the number and share of foreign-
born (international) staff among career development positions and a smaller increase among 
lecturers and professors. The share of foreign-born staff in career development positions has 
markedly increased in both the hard and soft sciences. In contrast, the share of descendants 
of immigrants has remained quite low and stable in all the three job categories. The fact that 
the growth among foreign-born staff does not seem to be reflected in the composition of 
staff in permanent positions indicates a “contained diversity” where internationalization is 
strongly emphasized within non-permanent staff categories, whereas the composition in the 
most prestigious academic positions remains more homogeneous.
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Introduction
This study sets out to investigate the composition of teaching and research staff at Swedish 
universities and to discuss the findings in relation to internationalization and diversity. 
Internationalization has begun to dominate the agendas of policymakers in higher education 
(Huang et al. 2014). In relation to students, internationalization is motivated by economic 
and political aims. On the other hand, internationalization is also seen as an instrument to 
improve the quality of education and as a means to provide students with intercultural com-
petences (de Wit et al. 2015). In policy documents, internationalization is often described as a 
prerequisite for the quality in education and research, where incoming students and researchers 
are viewed as an asset in the teaching and research environments. International students and 
researchers are expected to enrich the research projects and discussions in classrooms with new 
perspectives. They are also seen as strengthening the international environment and diversity, 
which are expected to promote the understanding of other cultures and traditions (Swedish 
Government Commission 2018; Bryntesson & Börjesson 2019).
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In terms of teaching and research staff, academic labor markets have become increasingly 
global. Especially the policies to promote the internationalization of research are often closely 
related to discourses of excellence, with links to universities’ recruitment policies that aim at 
attracting international talent from abroad (Huang et al. 2014; Pietilä 2015). The quest for excel-
lence via the recruitment of international researchers is clearly expressed in Swedish higher 
education policies (Swedish Government Commission 2018).

Globalization and internationalization call for a re-examination of how different groups are 
included in higher education. Higher education research has long been engaging with questions 
of diversity (McNair et al. 2020; Shavit et al. 2007) underlining the structural imbalances and 
the institutionalized nature of inequalities (Bhopal & Maylor 2014). International research indi-
cates structural inequality in academia where women and ethnic minorities have lower chances 
for upward career mobility and professorships (Hofstra et al. 2022). Research from the United 
Kingdom indicates that foreign-born staff are found especially in the lower career positions in 
universities (Bauder 2015; Smetherham et al. 2010; Khattab & Fenton 2016). Previous research 
also indicates that the opportunities to be internationally mobile are gendered with women 
facing more challenges to be mobile (Vabø et al. 2014; Jöns 2011; Morley et al. 2018).

Due to increasing variety in ethnic backgrounds among the populations in many countries, 
universities are more than ever paying attention to issues related to diversity and inclusion (Byrd 
et al. 2019). Until now, diversity in Swedish higher education has been discussed mainly in rela-
tion to student populations, while the composition of teaching and research staff has been of 
less policy concern. This is although previous research indicates that researchers with immigrant 
backgrounds, in particular those from Eastern Europe, Asia, Africa, and South America, have 
slower career progression and face higher risks of unemployment in Swedish academia com-
pared to native staff (Behtoui & Leivestad 2019). In Norway, a recently published overview of 
the research personnel employed in the Norwegian research sector (Steine 2023) found out that 
individuals born in Norway with foreign-born parents were underrepresented in the Norwegian 
research sector when compared to the whole population. There is a call especially for intersec-
tional approaches to study in what positions female and male researchers from abroad and with 
an immigrant background are found in Swedish academia.

Although the composition of teaching and research staff is a fruitful topic in the study of 
social inclusion, it has remained largely a missing angle in internationalization and diversity dis-
cussions in the Nordic higher education and research sector, including Sweden. There is a lack 
of research on the internationalization and diversity of teaching and research staff at Swedish 
universities. Apart from a few important exceptions, such as the studies by Mählck (2013) and 
Behtoui and Leivestad (2019), few recent studies have explored the Swedish academia’s inclusion 
of teaching and research staff who were born in Sweden but have a foreign background; individ-
uals who are typically not the targets of internationalization policies.

This paper aims to fill part of this research gap. We study the development of the composition 
of teaching and research staff in three key job categories in Swedish universities: career devel-
opment positions, lecturerships, and professorships. Our time frame for the analysis was eleven 
years (2008–2018). The investigation is a continuation of a previous study on the international-
ization of universities’ teaching and research staff in three Nordic countries: Sweden, Norway, 
and Finland (Pietilä et al. 2021). In this paper, we argue that it is relevant for studies on inter-
nationalization and diversity to make a clearer distinction within the staff with an international 
background, and to analytically separate the researchers who have come to the country mainly 
for the purposes of studies or work (internationally recruited researchers) and the researchers 
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born in the country, but with an immigrant background (descendants of immigrants). We argue 
that staff compositions are one way of estimating the equality of job opportunities in academic 
career progression and universities’ inclusiveness as organizations. In accordance with the inter-
sectional approach, we also ask how the background of staff is interrelated with gender.

Research has shown that there are disciplinary differences in the traditions and requirements 
for mobility (Cañibano & Bozeman 2009; Herschberg et al. 2018). Thus, we compare the main 
results between the major fields of academic sciences by grouping them into two broad cat-
egories: the hard sciences (natural sciences, mathematics, agricultural sciences, engineering 
and technology, and medical and health sciences) and the soft sciences (social sciences and 
humanities).

The relation between internationalization and diversity
The concepts of internationalization and diversity are related but different. Internationalization 
refers to the intentional processes of the policies and practices undertaken by academic systems 
and institutions to cope with the global academic environment (Altbach & Knight 2007). The 
term pertains to broad changes in universities, such as the recruitment of international research-
ers, the mobility of students and staff, research collaboration, and institutional partnerships 
(Altbach & Teichler 2001; de Wit et al. 2015). In policy papers, the attraction of international 
scholars is often associated with positive connotations. The Swedish government policy has 
strongly emphasized the need for increased internationalization and mobility in higher edu-
cation (Swedish Government Commission 2018; Swedish Government Commission 2017, 
Swedish Government Bill 2020). Internationalization is especially in the focus in relation to 
academic recruitment criteria and career advancement (Swedish Government Bill 2020, 73).

If internationalization stands for opportunities, diversity is more about solving existing prob-
lems. It is more often used to describe how minority groups already residing in the country 
are included in the labor market and accommodated in the organization. Diversity manage-
ment refers to voluntary initiatives directed toward the systematic recruitment and retention of 
employees belonging to diverse social identity groups (Konrad et al. 2005, 2). The focus is often 
especially on the inclusion of groups that have in the past been systematically oppressed or dis-
criminated against (Hays-Thomas 2004). Diversity may refer to different things. It can refer to 
the representation of different minority groups (based on, for example, gender, race, ethnicity, 
disability, or sexual orientation) in a country or organization, or it can refer more broadly to 
how those differences are valued and respected (Konrad et al. 2005). In the Swedish context, 
diversity has primarily been discussed in terms of ethnicity or foreign background. It has been 
strongly associated with the idea that the representation of a wide range of groups can contrib-
ute to increased cultural awareness and a multicultural environment (Swedish Government 
Commission 2000). 

Contrary to internationalization, the concept of diversity includes a social justice aspect. 
Diversity is considered something good that can contribute to enhanced quality in education 
and research. Castiello-Gutiérres (2019) argues that the policy on internationalization has shifted 
from being perceived as a form of intercultural cooperation to a narrative closer to excellence 
rhetoric and market interests. In this way, internationalization attempts seem to be driven by an 
ambition to bring in research excellence (Herschberg et al. 2018; Morley et al. 2018), while the 
goals towards diversity aim at creating a multicultural environment on campus.

Despite these theoretical differences, the use of the two concepts is fuzzy as they are often 
used interchangeably and in an overlapping way (Mählck 2018). Internationalization of higher 
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education is expected to bring in students and staff from different backgrounds and in this way 
contribute to diversity. In line with this, diversity is used as a strong argument for international-
ization (Langford et al. 2019; Swedish Government Commission 2000; 2018). Horst and Erdal 
(2018, 2) argue that the concept of diversity includes “different types of people, such as people 
of different races or cultures, in a group or organization”. This makes the use of the term prob-
lematic when referring to international researchers because in many cases, foreign researchers 
are recruited from countries that are politically and culturally related to Sweden (cf. Swedish 
Higher Education Authority 2020; Amirell 2021; Erdal & Midtbøen 2018). From a post- 
colonial perspective, critical scholars have argued that neocolonial relations continue to influ-
ence research policy (Takayama et al. 2016) and that internationalization in many ways rather 
means westernization (Sperduti 2017). 

Thus, the concept of diversity often masks ambiguities in terms of who we are talking about. 
In research, we therefore need to distinguish between different groups. Native Swedes, interna-
tional researchers and descendants of immigrants are likely to be recruited in different ways and 
to find different opportunities for promotion.

Data and method
This study focuses on Sweden, a country which has become more ethnically diverse in recent 
decades. In 2021, the share of people with a foreign background was 26% (13% in 1995). This 
includes individuals who were born outside Sweden, 20%, and individuals who were born in 
Sweden with two parents born in another country, 6% (Statistics Sweden 2021).

In most EU countries, native-born people with immigrant parents are underrepresented 
in higher education (OECD 2017). This is not the case in Sweden anymore. In parallel with 
the changing composition of the Swedish society, the share of students with foreign back-
grounds has also increased. In 2019, 26% of entrants into higher education had a foreign 
background, whereas in 2009 the share was 17% (Statistics Sweden 2020). Students with a 
foreign background (49%) start higher education more often compared to students with a 
Swedish background (45%). In doctoral education in the academic year 2020/2021, the share 
of entrants with a foreign background who were permanently living in Sweden prior to their 
doctoral studies was 16%. The share of international doctoral students who arrived in Sweden 
to study was 40%, and the share of doctoral students born in Sweden was 44% (Statistics 
Sweden 2022). 

In this study, we use data from Statistics Sweden. In its reports, Statistics Sweden usually uses 
the term “staff from a foreign background” (utländsk bakgrund) to refer to two different groups: 
a) individuals who were born outside Sweden and b) individuals who were born in Sweden but 
who have two parents who were born in another country. In the case of teaching and research 
staff, we think it is important and interesting for research purposes to make a clearer differenti-
ation within this group. For example, there may be gender differences within the group of staff 
with a foreign background.

In our analysis, we differentiate four main groups:

• teaching and research staff born in Sweden and with two parents born in Sweden,
• teaching and research staff born in Sweden and with one parent born in Sweden and one 

parent born outside Sweden, 
• teaching and research staff born in Sweden with two parents born abroad, and
• teaching and research staff born outside Sweden.
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Researchers born outside Sweden are likely to include mostly internationally recruited staff who 
came to the country for study or work purposes (Swedish Government Commission 2000). 
However, it should be pointed out that we do not know the reasons or timing of immigration. 
This group is herein referred to as “foreign-born staff” or “international staff”. The group of staff 
born in Sweden with two parents born abroad are herein referred to as “descendants of immi-
grants.” We acknowledge that the groups are internally heterogeneous with different causes and 
timing of mobility, and with a diversity of geographical backgrounds (see Behtoui & Leivestad 
2019). As the dataset available did not include any information on the countries or regions of 
origin (e.g., western/non-western), in this paper we are only partly able to address the complex 
issue of internationalization and diversity. We argue that the division still provides a reasonable 
first overview of the distribution of staff with a foreign background in the academic sector. 
Further research could use more fine-grained data with information on the countries of origin, 
reasons for mobility, and career trajectories.

The dataset includes all teaching and research staff employed at Swedish universities between 
2008 and 2018. For this paper, we used data on staff in three major groups of academic positions 
at Swedish universities: a) career development positions (meriteringsanställningar), including 
postdoctoral researchers, assistant professors, and research assistants (that require a PhD), b) 
lecturers (lektorer), and c) professors (professorer). All data are presented in headcounts (the data 
include both full-time and part-time staff). The dataset is missing information on the origin of 
some staff, especially in the group of professors (e.g., in 2018, the share of missing information 
was 4.2% of all professors). We removed these data from the graphs.

We expect to see changes in the staff compositions especially among career development 
positions. This is the career phase when mobility is typically most pronounced. In addition, 
career development positions are mainly research-intensive and do not typically require compe-
tences in the Swedish language. These positions are usually fixed-term, creating a higher turn-
over rate when compared to more senior-level positions, which are more typically permanent.

Table 1. The number of individuals (headcounts) in career development positions,  
lecturer positions, and professor positions by gender in 2008, 2013, and 2018

Career development positions Lecturers Professors

women men total women 
(%)

women men total women 
(%)

women men total women 
(%)

2008    852   975 1,827 46.6 3,021 4,386 7,407 40.8    893 3,848 4,741 18.8

2013 1,347 1,585 2,932 45.9 4,276 5,033 9,309 45.9 1,486 4,738 6,224 23.9

2018 1,813 2,137 3,950 45.9 4,975 5,563 10,538 47.2 1,860 4,740  6,600 28.2

Table 1 presents the number of individuals in the three job categories in three timepoints by 
gender. The job category of lecturers was the biggest one with 10,538 individuals in 2018, whereas 
career development positions was the smallest job category (3,950 researchers in 2018). It should 
be noted that the number of people in the positions has increased in all the job categories. It has 
especially increased among career development positions where the numbers have more than 
doubled in the time frame between 2008 and 2018.

During the time frame, the share of women in career development positions has remained 
quite stable at around 46%. Among lecturers, the share of women has increased by six percent-
age points (47% in 2018) and among professors by nine percentage points (28% in 2018).
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In the analysis, we calculated the share of native-born staff with two native-born parents, 
native-born staff with one native-born parent and one foreign-born parent, native-born staff 
with two foreign-born parents, and foreign-born staff between 2008 and 2018, all combinations 
for women and men in career development positions, lectureships, and professorships. In the 
national statistics, gender is a binary variable that differentiates between men and women. Then 
we conducted a similar analysis focusing on the differences between the major fields of academic 
sciences (hard sciences and soft sciences) in career development positions. Additional graphs on 
lecturerships and professorships are presented in the Appendixes.

Findings
Teaching and research staff in the three job categories
First, we investigated how the composition of staff has developed between 2008 and 2018 
in career development positions. As we saw above in Table 1, the number of people in these  
positions has significantly increased in the time frame.

Figure 1 shows that there was a sharp increase in the shares of foreign-born staff, increasing 
from 31% of all staff in 2008 to 69% in 2018. Thus, in 2018 foreign-born staff were the clear 
majority in these positions. Accordingly, the share of native-born staff has decreased, and this is 
so for the staff representing all the three background compositions (born in Sweden with native-
born parents, mixed parents, and foreign-born parents). The share of descendants of immigrants 
was one to two per cent of all positions with similar shares for women and men. The trends for 
both sexes are similar, with decreasing shares for both native-born women and for native-born 
men, and with a slightly steeper growth rate for foreign-born women than for foreign-born 
men. As was noted above, the share of women has remained quite stable at around 46%, so the 
increased share of foreign-born women has helped in keeping the gender balance quite even. 
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Figure 1. The composition of staff in career development positions by gender, 2008–2018 (%)
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The findings show that recruitment for career development positions in Swedish universities 
is today mainly international and that the universities have been successful in attracting both 
women and men scholars from abroad. There has been simultaneously an increase in the num-
ber of positions and an increase in the numbers of foreign-born staff (since 2011, there has been 
a decline in the absolute numbers of native-born staff).

The following question is to what extent these changes are reflected in higher job categories. 
The next figures show that the share of foreign-born staff has increased also in the job categories 
of lecturers and professors, but not as steeply as in the career development positions.

Figure 2 shows that among lecturers, which is the dominant permanent teaching and research 
position in Swedish academia, the majority of staff were native-born with two native-born par-
ents: in 2008, their share was 75%, and in 2018 67%. The share of foreign-born staff increased 
from 17% to 23%. The growth rates for foreign-born women and men are similar (42% for men 
and 41% for women). Descendants of immigrants represented approximately 2% of all lecturers, 
with slightly more men than women, and with only small changes in the time frame. Native-
born staff with one native-born parent and one foreign-born parent comprised 6–7% of all staff 
with slightly more men than women. 

Last, Figure 3 shows the equivalent developments in professor positions, the most prestigious 
positions in the academic hierarchy. Here, the share of foreign-born staff increased from 19% to 
25%. What is discernible is the decline of native-born men compensated with an increase among 
native-born women, foreign-born women, and foreign-born men. The share of descendants of 
immigrants remained between 1.3 and 1.7%, the majority of them men. There is a gender dif-
ference in the group of individuals with mixed parents: native-born men with one foreign-born 

Figure 2. The composition of staff in lecturerships by gender, 2008–2018 (%)
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parent and with one native-born parent represented c. 5% of all professors, whereas the share 
of women with such backgrounds was c. 1–1.5% of all professors. However, the professor group 
includes a comparatively high number of missing observations, which is most likely emphasized 
in the groups with non-Swedish backgrounds. This implies that the findings for the smaller 
groups are not fully reliable or exact.

Overall, the results show that the big changes in the staff composition among career develop-
ment positions are not reflected among lecturers and professors. This is important as the latter 
positions represent positions with higher status and job continuity. It remains to be seen if more 
changes will occur later because of staff turnover as a result of retirements. 

One important aspect is the influence of the language in teaching. Lecturers and professors 
are positions, which in Sweden typically include teaching responsibilities. Thus, universities 
may place expectations on the staff to be able to teach in Swedish, putting some individuals with 
non-Swedish backgrounds in a more difficult situation in recruitment and promotion compared 
to individuals with a Swedish background.

However, the language of English has had a very strong status in Swedish higher education 
and research (Salö 2010). A recent study shows that the position of English as a language of 
instruction in Swedish higher education is growing stronger (Malmström & Pecorari 2022), 
often attributed to internationalization. Undergraduate education (bachelor-level education) 
continues to be dominated by Swedish as the language of instruction. However, between 2007 
and 2020 the share of all degree programs taught in English rose from 13% to 28%. In master- 
level courses in 2020, English was the most common language of instruction (53% of all master’s 
courses were taught in English) (Malmström & Pecorari 2022, 23).

Figure 3. The composition of staff in professor positions by gender, 2008–2018 (%)
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The disciplinary differences are evident. In master-level courses in 2020, English was the 
most common language of instruction in engineering and technology, natural sciences, and the 
creative subjects. In natural sciences, the use of English as the language of instruction increased 
from 59% in 2010 to 74% of the courses in 2020. The trend is similar in engineering and tech-
nology where English was used in 80% of the courses in 2020. In the other areas, Swedish 
continues to be the major language of instruction. In 2020, 44% of master’s level courses in 
social sciences were offered in English, 31% in humanities, 20% in medicine, and 14% in health 
care (Malmström & Pecorari 2022, 25–27). However, the trend is that English becomes more 
used also in these areas. Thus, especially the STEM fields (science, technology, engineering, and 
mathematics), where most programs are already offered in English, are likely to offer employ-
ment opportunities for staff who do not fully master Swedish.

Teaching and research staff in career development positions in the hard and soft sciences
We then move to look at differences in career development positions between the so-called 
soft and hard sciences (Becher & Trowler 2001). It should be noted that the majority of the 
career development positions at Swedish universities were located in the hard sciences (1,453 
individuals in 2008 and 3,251 individuals in 2018) with much fewer positions in the soft sciences 
(364 individuals in 2008 and 640 individuals in 2018). The equivalent figures for lecturers and 
professors are presented in the Appendixes.

Due to the comparatively low number of positions in the soft sciences, there is fluctuation 
in the composition of staff between the years. Still, the main trend is clear: Figure 4 shows that 
the share of foreign-born staff increased from 20% in 2008 to 50% in 2018. The trends for the 
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shares of foreign-born women and men were quite similar with some fluctuation over the years. 
The shares of all native-born groups decreased in the time frame. The share of descendants was 
between 1% and 3%. However, the low absolute number of positions makes it difficult to iden-
tify any clear developments. The share of women increased from 52% in 2008 to 55% in 2018.

The number of positions in the hard sciences was larger, which makes it more meaningful 
to conduct analysis. Figure 5 shows that overall, the share of foreign-born staff was larger in 
the hard sciences compared to the soft ones. In the hard sciences, internationalization has been 
rapid: whereas in 2008 international researchers comprised 35% of staff, in 2013 they represented 
the majority of staff, and in 2018 their share was 73%. At the same time, the share of all native-
born groups has declined. The share of descendants of immigrants has decreased from 2% to 1%, 
with slightly fewer women in the positions than men.

While the shares of both foreign-born women and men have increased, interestingly the 
growth rate has been more rapid for foreign-born women than for foreign-born men. Gender 
balance has remained quite stable, women composing around 44–45% of staff. Thus, it seems 
that Swedish universities have, in general, been successful in attracting foreign-born women to 
the hard sciences.

These findings are in line with previous research indicating that mobility differs between 
disciplinary fields, with more mobility in the hard sciences than in the soft ones (Cañibano 
& Bozeman 2009). Research has shown that international collaboration and mobility are 
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increasingly important for academic career paths, particularly in STEM fields (Zippel 2011; 
Vabø 2020). International mobility has become an integral part of researchers’ careers and work 
lives in these fields, as international experience and networks are often required to be eligible for 
recruitment (Herschberg et al. 2018). However, our findings also show that the increased recruit-
ment of international staff for career development positions is not a phenomenon exclusive to 
the hard sciences, but that it represents a more general trend in Swedish academia.

Discussion
The findings of this review show that international recruitment has become important across 
disciplinary fields at Swedish universities, with an increase of foreign-born staff in all the three 
job categories investigated. It may be that the research-intensive, fixed-term career development 
positions at Swedish universities are especially attractive to internationally mobile scholars, who 
do not necessarily (yet) have family obligations. In career development positions, the increased 
number of available positions at Swedish universities have opened new job opportunities for 
international scholars.

However, it is worth noting that the changing composition of staff is not wholly reflected 
among lecturers and professors, positions that are typically permanent in Swedish academia. 
Foreign-born staff are found especially in the lower career positions, similar to what has been 
shown in international research (Smetherham et al. 2010; Khattab & Fenton 2016; Pietilä et al. 
2021). The unbalanced situation between categories remains similar to what it was 20 years ago 
(Swedish Government Commission 2000). Internationalization is not reflected evenly in all the 
job categories; the changes in positions representing early career stages are not fully reflected 
in the more prestigious job categories. Our findings indicate a form of “contained diversity” 
where international recruitment occurs predominantly in time-limited staff categories, whereas 
the more prestigious academic positions remain dominated by natives. Hence, mobility and 
international recruitment risk acting as catalysts for stratification within Swedish academia, if 
the high-profile positions continue to be mainly occupied by natives.

The findings also reveal that while the share of foreign-born staff has increased since 2008, 
the share of descendants of immigrants remains low, with small changes in all the job catego-
ries. This points to the significance of making a distinction within the teaching and research 
staff with a foreign background, as the developments within the sub-groups are quite different. 
Overall, the findings call for a separation between the concepts of diversity and international-
ization, as they do not necessarily target the same groups or have similar aims as policies (e.g., 
Erdal & Midtbøen 2018). We argue that higher education and research policies focused on 
internationalization and diversity need to be investigated and situated within a broader debate 
on how universities tackle inequalities in the context of the globalization of higher education 
(Morley et al. 2018). From a social justice perspective, it needs to be considered not only how to 
attract “global top talent”, but also how to foster inclusive recruitment.

Many previous studies on academic careers indicate that women are generally less mobile 
when compared to men (e.g., Elsevier 2020; Jöns 2011; Vabø et al. 2014). Also in the case of 
Sweden, there are more foreign-born men than women among the teaching and research staff, 
indicating gendered patterns of mobility. However, the findings show that among career devel-
opment positions, the growth rate for foreign-born women was slightly steeper than for men. 
Overall, Swedish universities have been successful in attracting foreign-born women. The share 
of all women has remained stable over the period in career development positions and increased 
among lecturers and professors. 
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We cannot draw any conclusions on the causes of the identified developments based on the 
changes in the absolute numbers of individuals in academic positions alone. It might be that 
the changes in the compositions of staff reflect the internationalization of the academic labor 
markets and increased expectations towards mobility as described above. They might also reflect 
the universities’ recruitment policies that aim at reaching more international applicants. The 
developments may also be partly due to decreasing supply of native-born individuals in the 
academic labor market – it might be that certain academic jobs in the Nordic countries are no 
longer as attractive to native-born people, especially in fields with flourishing labor markets 
outside academia (cf. Frølich et al. 2019). Also, the causes of the identified discrepancies between 
the shares of foreign-born staff in the different job categories call for further research. The role of 
language requirements, but also the role of uneven access to formal and informal networks, and 
the existence of discrimination are some of the factors that require more research.
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