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Preface

One of the greatest challenges for many Swedish companies today is recruiting the
right, highly talented skills. At the same time, Swedish universities graduate thou-
sands of PhDs yearly, of which only a fraction will continue an academic career.

Among several actors, the Swedish Innovation Agency Vinnova has identified the
group of international junior researchers as a possible part of the solution for the
lack of skilled talent in Swedish companies. Therefore, EURAXESS Sweden was
approached to investigate the role of Swedish universities in guiding international
junior researchers to a possible career outside academia after finishing their time at
a Swedish university. EURAXESS is a pan-European initiative to help support resear-
ch mobility and career development of researchers in Europe.

This report was carried out by representatives from four Swedish universities, all of
which are also EURAXESS Centres: Linképing University, Karolinska Institutet, Uni-
versity of Gothenburg, and Malmé University. Moreover, the project includes input
from respondents representing half of the Swedish universities with the right to
award doctoral degrees, collected through surveys and interviews.

Wishing you a pleasant and mind-opening reading!
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Executive summary

The current state

Swedish companies are facing an unprecedented skills shortage, which is expected to worsen
in the coming years. Many companies now realise that international recruitment is needed to fill
the skills gap. However, there is no need to necessarily look abroad, as the most low-hanging
fruits to pick are international academic talents already in the country - meaning primarily stu-
dents and researchers currently at Swedish universities. While the work of retaining international
students has begun, the effort to include international researchers, especially junior ones, as a
possible and valuable infusion into the Swedish industry has not yet been emphasised.

The mission

With the above in mind, the Swedish Innovation Agency (Vinnova) appointed representatives
from the EURAXESS Sweden network to investigate possible actions to be done at Swedish uni-
versities, as well as the role of industry and other organisations, to support international junior

researchers to find a possible career also outside academia in Sweden.
The report is set up from four different perspectives:

e The researcher’s view on a career outside academia
* The role of Swedish universities

® The role of industry

e External actors/organisations - hindrance or enablers

The respondents’ point of view

It is clear from the data collected that many international researchers would consider a career
outside academia in Sweden but feel they lack the support and preparation to dare take the
leap. Only a few doctoral students will continue towards a senior research career, as most junior
researchers leave academia at some point. Swedish universities, as their employers, should col-
laborate with each other and work together with the industry to help them prepare for this next
step.

A number of universities offer limited career support for employment outside of academia, but
most don't. It's evident that universities must find a more structured and cohesive way to work
with career support for junior researchers, whether they will continue within or outside acade-
mia. The reason to do so can stem from the role universities play in society to provide impact
and utilisation of research results, but also as a means to be an attractive employer.



Supervisors play a vital role in helping doctoral students plan for the future and give informa-
tion on different career options both within and outside academia. Our findings show, however,
that most supervisors do not take on this role of supporting career planning. An essential tool
to make this work structural is the Individual Study Plan (ISP), which all doctoral students must
complete each year and go through with their supervisors. Today, only a handful of universities
use this tool for career planning, but ideally, the ISP should include career planning at all univer-
sities in Sweden and target both careers within and outside academia.

It's not only the role of the universities to support their junior researchers - several other actors
also play an important role in helping international junior researchers find their place in the
non-academic job market. Industry, and especially the view by companies on international rese-
archers, is today a challenge that needs to be addressed. How to best use the researcher’s skills
in the organisational structure might be challenging. Companies may find it a double obstacle if
the researcher is also international. With this in mind, we see that universities and industry need
to work closely together to help researchers and companies meet. Universities can help create
awareness of a researcher’'s complementary skills and show the comprehensive role someone
with a researcher background can have in a company - not only in an R&D department.

Furthermore, other actors can significantly impact researchers’ possibility of remaining in
Sweden and contributing to the Swedish workforce. For instance, the government has several
means to better encourage universities to work more structurally with non-academic career
support (for example, through the regleringsbrev). Several agencies, such as the Job Security
Foundation (Trygghetsstiftelsen), the Swedish Public Employment Agency (Arbetstérmedlingen),
and other municipal and regional actors, also have an essential role to play.

In conclusion, the following recommendations are made for the actors involved:



FOR THE UNIVERSITIES

Make it mandatory in the doctoral students’ Individual Study Plan (ISP) to include a section
on career guidance within and outside academia

Offer training courses for the supervisors on the role of being a career guide

Offer courses for doctoral students and postdoctoral researchers on alternative career
paths, preferably compulsory or where credits are given

Use the transition funds (omstéllningsmedel) provided by the Job Security Foundation
(Trygghetsstiftelsen) to finance actions for career guidance outside academia

Collaborate amongst several units of the university, as well as with support organisations
such as the Junior Faculty, to create a network for sharing resources and insights
Collaborate between universities in offering career support to researchers

Offer courses in Swedish to all international students and employees; promote the courses
and make them as accessible as possible

Work with talent retention with companies in the region, with a focus on the university's
strategic partners

Work strategically with alumni of the university, for example, through sharing success stories
or offering mentorship programmes
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FOR THE INDUSTRY

Collaborate with universities to provide internships for junior researchers

Create examples of how valuable it can be to hire someone with a PhD and find good ways
to share them

Make efforts to be more open to international recruitment, international junior researchers
in particular, by, for example, revising the language requirements

FOR THE GOVERNMENT

Create a collaboration bonus for Swedish universities, making it profitable with a high level
of collaboration in matching researchers’ skills with companies’ needs

Use regleringsbrev (regulation letters) as a mission statement for all public Swedish univer-
sities to help them implement career support

Learn from governments that already have established support for junior researchers, such
as Denmark and Finland, to make a structure in doctoral education for time outside the
university

Change migration legislation regarding the possibility for job seeking permit to be exten-
ded to two years
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FOR OTHER ACTORS AND ORGANISATIONS

For the Job Security Foundation (Trygghetsstiftelsen) help universities see what options the-
re are to use transition funds (omstéllningsmedel) for activities to support a career outside
academia

For the Swedish Public Employment Agency (Arbetsférmedlingen), make a section on the
website for jobs requiring only English and make it possible to search for someone with a
PhD as a keyword

On a municipal and regional level, offer Swedish for Academics, such as a special section of
SFl only for people with an academic background

FOR THE INTERNATIONAL JUNIOR RESEARCHERS

Start learning Swedish early on if you intend to stay in Sweden; this is important both regar-
ding a career inside and outside academia, as well as for integration purposes

Ask your supervisor about career support outside academia, for example linked to the ISP
It is important to take ownership of your career development and make sure you start in
good time!

r WP

' The best effects will be seen if each actor takes
i

responsibility and act for their part, with the
overall goal of working together to ensure that
b, the needed highly skilled competence stays in

Sweden. )
“ |




Background

In a report from the IT & Telecom companies
of Sweden in 2020°, a prediction was made
that there will be a lack of 70 000 tech talents
this year (2024). This brutal reality is also
confirmed in a report by TechSverige® that
came out in 2024, stating that from 2024 until
2028, Swedish companies will lack 18 000
tech competences yearly. In addition, IKEM's
(Innovations- och kemiindustrierna i Sverige)
report Kompetensjakten (Competence hunt)
from 2023 states that if the growth continues
in the same way, the chemistry and innovation
industry will need to recruit up to 12 000 hig-
her educated, of which 8 000 with research
education, before 2030.

Sweden has, for a long time, been at the fore-
front of innovation. Still, indicators show that
we are failing to keep up this role, which is
connected to not finding the right competen-
cies to empower Swedish organisations. “In
order for Sweden to continue to be a country
that competes with a high level of knowledge
and innovation, top-class education is therefo-
re required as well as continued opportunities
to attract, recruit and retain talent globally.”?

It's becoming increasingly evident that the
problem of a lack of talents in Swedish com-
panies won't be solved with purely a domes-
tic workforce. As stated in The International
Talent Map Report', a study done by the
Vinnova financed project Switch to Sweden:
“National and regional talent attraction ma-
nagement is becoming a key driver for inno-
vation and growth. As companies struggle to
identify and recruit the talent they need local-
ly, they increasingly need to look not just re-
gionally, but internationally.” The same report
shows that many companies see recruitment
becoming even more challenging in the next

few years.

It's also a matter of Swedish finances and
international talents’ impact on the national
finances. If we look south to our neighbor,
Denmark, we can see that if Copenhagen
could retain all international talents 6 months
longer, it would create an economic benefit of
850 million euros'. This shows that efforts and
money spent keeping these international ta-
lents in Sweden could significantly impact our
financial situation. An example of how inter-
national talents can bring revenue for Sweden
is seen in the IKEMs analysis report “Labour
Immigration is Central to Swedish Economy
and for the Industrial Transition”*3. According
to the report, work-related immigration contri-
buted with 45 billion SEK to the national eco-
nomy via value added and 15 billion SEK in
tax revenue (2022). Recent numbers from the
Confederation of Swedish Enterprise (Svenskt
Naringsliv)®® show that in 2023, work-related
immigration contributed to 52 billion SEK in
Swedish Gross National Product. In addition,
work-related immigration contributed with 17
billion SEK in tax revenue.

However, rather than only looking beyond the
Swedish border, the lowest-hanging fruits to
pick are the international academic talents
already in Sweden, primarily at the universi-
ties. As stated in the Talent Map Report?, also
by Switch to Sweden: “Retention is the new
attraction.” Until now, a large focus has been
put on what can be done to get more inter-
national programme students to find a job in
Sweden after their finished studies, but not as
much has been done to see how we can keep
international junior researchers in Sweden.
The vast majority of doctoral students in
Sweden, whether national or international, will
leave academia for one reason or another. It
could be because they want to themselves

- but it could just as likely be because they
realise that there are few opportunities within
academia and that it's a competitive world.



“A PhD can be a gateway to a scientific career. But, the majori-
ty of people undertaking a PhD will end up in careers outside
scientific research (see figure below). The journey from PhD
student to professor is punctuated by key transition points. At
each of these points, some scientists leave scientific careers,
and only a tiny proportion of PhD students can expect to end

up as a university professor”.
- The Royal Society
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Figure 1. Careers in and outside academia’
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“Educating a PhD student costs an average of SEK 5 million.

It’'s an extreme waste of resources that highly educated labor
leaves Sweden. In addition, it has negative consequences for the
image of Sweden, which in the long run worsens our

competitiveness as a nation”.

The international junior researchers face a
double challenge, both being international
and being researchers, as they are often a
group perceived as complex to understand
by employers. Many companies don't initially
see that someone with a PhD is needed or fits
into their organisation - they need help from
academia to make that clearer.

So far, there has been minimal discussion
about the role of universities in helping
international junior researchers discover all
possible career paths, both within and outsi-
de academia. The level of career support gi-
ven to this group varies significantly between
Swedish universities, and the government has
no clear mission statement towards the
universities as public agencies. This report will
tie the perspective of the role of the
universities with three other perspectives
when exploring how to best help international
junior researchers find a possible career
outside academia.
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These perspectives are:

The researcher’s view on a career
outside academia

The role of Swedish universities

The role of industry

External actors/organisations - hindran
ce or enablers

At the end of the report, all the perspectives
above will lead to several conclusions and re-
commendations that target different actors in
society. This report aims to be a motor behind
realising Sweden’s potential. The authors, as
well as the respondents of this report, firmly
believe that close collaborations between
relevant actors can deliver results that help
develop Sweden'’s position as a world leader
in innovation and technology.



Scope

The report is aimed towards everyone intere-
sted in how the most skilled academics can
help supply Swedish companies with compe-
tence. Most affected by the outcomes of this
report, as seen by the authors, are represen-
tatives of Swedish universities, companies, as
well as other relevant agencies, organisations
and legislators.

This report focuses on the support given to
junior researchers, rather than senior resear-
chers, who are much more prone to staying in
academia after establishing a stable career at
a university. The other aspect we will investi-
gate is the international research community.
International researchers often need more
support in establishing themselves in and
understanding the Swedish job market than
their domestic colleagues. Ultimately, the
main focus of this report will be career sup-
port given to international junior researchers
at Swedish universities. But as the support
often isnt or doesn't need to be differentia-
ted between international and domestic the
general term junior researcher is used when
applicable.

There are many descriptions of researcher
positions that can be used to describe rese-
archers in the early stages of their research
careers. We will use the terminology “junior
researcher” when referring to doctoral stu-
dents undertaking their PhD or a person
holding a postdoctoral position.

—

e uepd

Another important term is “university”. All
Swedish higher education institutions (HElIs),
both full universities (universitet) and universi-
ty colleges (hégskolor), are hereafter referred
to as “Swedish universities”. Swedish words
used in the report will be italicised.

Data that serves as the basis for this report
has been collected from primary sources
(through surveys and interviews) and secon-
dary sources (such as reports, websites, etc.).
The aim of the data is to bring statistical rele-
vance when discussing this matter, but it also
consists of individual opinions on the subject
- both from respondents, interviewees, and
the authors themselves. Some primary and
secondary data are in their original form in
English, and some in Swedish. Since there are
both a Swedish and an English version of the
report, some sources have been translated
when quoted or referred to.

To get some international benchmarking on
how Sweden is doing compared to other
countries, we will investigate two of our
Nordic neighbours, Denmark and Finland, as
they are at the forefront in many aspects of in-
ternational talent attraction and retention and
are similar to Sweden in many ways.




PART 1

The researchers’ view on a career outside academia
The number of international doctoral students in Sweden has risen dramatically over the
last 25 years and the share of internationals compared to nationals are much higher than
the OECD average. Many of the state that they wish to continue a career in Sweden, both

within and outside academia, but still the majority of them end up leaving the country.

How come?



The European Union describes four resear-
cher profiles, R1-R4%4. Each profile includes
characteristics researchers may have throug-
hout their careers. However, these profiles
may not always be used uniformly across all
countries. In particular, grant agencies could
instead have rules based on the date of a re-
searcher’s dissertation defence or graduation
as a PhD.

The first descriptor includes doctoral students
(R1), and the second includes postdoctoral
researchers (R2). These two groups are the
focus groups of this report. Doctoral students
in Sweden hold two roles - as students and
(most often) employees. Postdoctoral resear-
chers have only the role of employees. Ne-
vertheless, in both cases, they can be granted
for their research project by external agen-
cies and receive their salaries through scho-
larships.

In 2022, Sweden had 40 692 people employ-
ed in a research position at Swedish universi-

ties®. Besides that, 17 450 doctoral students
were also undergoing their studies®®.

An OECD report shows that the proportion of
foreign doctoral students is higher in Sweden
than the average of the OECD countries,
35.5% compared to 22.4%. By 2020, the
share of foreign registered doctoral students
in Sweden had increased from 11% in 1997
to 37% in 2020, with the highest proportion
within natural sciences and technology.?

In the Talent Map Report® we can see that

the primary reasons for doctoral students to
come to Sweden are “interesting universities”
followed by the "opportunity to pursue a care-
er in Sweden after education”. There is a high
interest from international doctoral students
to continue an academic or non-academic
career after their dissertation, but still, many
of them end up leaving.

“38% of foreign doctoral students remain
in Sweden three years after graduation.
Eight years after graduation, only 20%
remained.” ’




Method

This report targets the view of junior resear-
chers on pursuing a career outside academia
in Sweden as well as how they perceive the
career support given by the universities. To
gather insights, we conducted a survey, which
consisted of open-ended, ranking, and mul-
tiple-choice questions. The survey was sent
out to the target group via the EURAXESS
Sweden network, PhD Boards, and other rele-
vant organisations and personal contacts.

In the survey, respondents could mark their
interest in being part of a semi-structured in-
terview based on answers in the survey. With
these interviews we could get a deeper un-
derstanding of the findings in the survey. Ne-
arly half of the respondents showed interest
in participating in such an interview. 13 res-
pondents were chosen randomly to represent
the researchers in more in-depth interviews.

Findings

In total 167 individual researchers repre-
senting 16 different Swedish universities
responded to the survey. The findings from
the survey and the interviews give us a better
understanding of why researchers would or
would not choose to stay in Sweden and why
or why not they are open to a career outside
academia in Sweden. We also found out how
they perceive the support they get from the
universities regarding career planning and
what they perceive as the biggest hurdles for
a career outside academia in Sweden.
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Who are the respondents?

In the survey, a relatively balanced gender
distribution is evident, where 56% identify

as women, 41% as men, and 3% either iden-
tify differently or prefer not to disclose their
gender. There is an even split between indivi-
duals from EU/EEA and non-EU/EEA countri-
es; a range of those are born between 1972
and 2001, with the majority born between
1985 and 1998. Most respondents in Sweden
live in single households (40%), with a partner
(34%) or with a partner and children (22%).

Respondents
3% ——\

Other

m Men m\Women

Respondents are, or have been, engaged

in research across various fields, including
IT, technology, engineering, life sciences or
biomedicine, arts and humanities. Notably,
life sciences and biomedicine (28%), soci-
al sciences (24%), and engineering (23%)
each account for more than a fifth of the
responses. About half of the respondents
have past work experience outside academia
in a country other than Sweden, and 37%
have work experience outside academia in
Sweden. Most of the respondents (70%) are
currently pursuing their doctoral studies in
their second year or later.



Researchers’ attitude towards a non
academic career

A large amount of the 167 respondents, over
three-fifths, expressed a positive attitude
towards pursuing a career outside academia
in Sweden, with one-fifth potentially intere-
sted. A slightly larger percentage of women
than men were positive (around 10% more).

For those not positive towards a non-aca-
demic career in Sweden, the major barriers
appear to be:

e difficulty in finding jobs outside academia
a lack of proficiency in Swedish

limited opportunities in their field beyond
the academic sphere.

Challenges in obtaining permanent resi-
dency and the view of closest kin in Swedish
legislation were also mentioned. According
to Swedish law, only spouses and children

are counted as closest kin, while parents and
siblings are not. This can be an issue if you are
responsible for supporting other family mem-
bers who can’t immigrate in terms of close

kin.

On the other hand, individuals who are posi-
tive towards a career beyond academia high-
lighted the scarcity of positions within aca-
demia and the potential for better work-life
balance, stability, and higher salaries outside
of academia. Many respondents believe that
their skills are needed in the Swedish industry,
seeing it as an opportunity for growth and to
work on more direct applications that have an
impact on society.
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The importance of the Individual Study
Plan (ISP)

An important tool for a doctoral student
during their studies is the Individual Study
Plan (ISP). Its purpose is to serve as a fol-
low-up tool between the doctoral student and
the university, usually carried out by the su-
pervisor(s). In the Higher Education Ordinan-
ce (1993:100)%, it's included that “An Individu-
al Study Plan (ISP) must be drawn up for each
third-cycle student. This plan must include the
obligations of the third-cycle student and the
higher education institution and a timetable
for the third-cycle student’s study programme.
After consultation between the third-cycle
student and their supervisors, the plan must
be adopted. The Individual Study Plan must
be reviewed regularly and amended by the
higher education institution as necessary and
after consultation with the third-cycle student
and their supervisors.” However, it's up to

the doctoral student and supervisor to agree
upon including career development in the ISP.

85% of respondents report that their ISP isn't
used for career support or exploring careers
outside academia. They view the ISP prima-
rily as a tool for organising their doctoral
studies, pointing out that their supervisors
tend to emphasise academic careers. Some
respondents suggested more precise com-
munication about how the ISP could be uti-
lised from the start might have enhanced
their understanding of its potential uses for a
career outside academia. Doctoral students
who have used an ISP mention its usefulness
in tracking their PhD progress, which is han-
dy when applying for jobs outside acade-
mia. One respondent captured the common
perspective: “The way I've been taught is that
the ISP is supposed to help plan your PhD,
not find you a career afterwards.”



Knowledge about the job market in Sweden

Many respondents, 64%, feel they have little or some know-
ledge about the Swedish job market. 12% say they have no
knowledge, while 24% report having good or very good
knowledge. Those who feel they have good knowledge expla-
in it by having had prior contact with the industry in Sweden
and having the right tools, such as coaching, websites, and
networks. The respondents who report low knowledge either
haven't investigated the job market or lack access to establis-
hed platforms that gather information about the Swedish job
market.

Knowledge about where to get career support

outside academia

75% of the respondents use social media platforms, such as
LinkedIn, to find support and information about potential care-
ers outside academia. Turning to colleagues (59%) and supervi-
sors (43%) is also common. Women tend to turn to their super-
visors for career support to a lesser degree than men (only 37%
compared to 53%). About one-fifth mention using their univer-
sity’s career advisor or the Swedish

Employment Office for guidance. Many also emphasise that
friends, job fairs, and company websites are valuable resources.
However, as many as 23% are unsure where to turn for assistan-
ce in their career search outside of academia.

Support from academia

A large number (68%) of respondents indicate that they lack
academic guidance in pursuing a career outside of academia
in Sweden. Almost all mention a lack of practical guidance

and general career advice from supervisors and other support
departments at the university. A doctoral student summarises it
as: "While the academic aspects of my program were well-co-
vered, there was a noticeable lack of emphasis on practical
guidance for navigating non-academic career paths.”

Respondents suggested support from academia in the
form of:

connections to industry and alumni through mentorships
or networking events

assistance with internship opportunities

workshops on Swedish job application processes

competence courses that enhance skills sought after in
industry.



There is quite a significant difference between
men and women concerning the perceived
lack of guidance from universities on transiti-
oning to a career outside academia. Stagge-
ring 76% of women feel they lack guidance
compared to 58% of men. A few respondents
mentioned feeling discouraged from leaving
an academic career and highlighted a know-
ledge gap.

Hindrance to pursuing a career outside
academia in Sweden

The two biggest obstacles, cited by over

70% of respondents, are a lack of knowled-
ge on how to match academic skills to the
non-academic job market, as well as langua-
ge and cultural barriers. Additionally, a lack of
understanding of the Swedish job market, a
lack of professional and social networks, and
administrative issues (such as migration) are
also relevant, with over 50% of respondents
agreeing on each.

Another suggested obstacle is the high le-
vel of specialisation within a single field in
academia, which can result in a perceived
lack of the broader range of skills that the
industry typically seeks. Family issues and
difficulties finding a well-paid job outside
academia in Sweden appear to be lesser con-
cerns. However, 20% more men than women
feel that family issues matter, while women
rank difficulties finding a well-paid job outside
academia higher than men.
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Reasons for not pursuing a career out-
side academia in Sweden

The top three reasons identified as most criti-
cal for to why the respondents think that inter-
national researchers, in general, don't pursue
a career outside academia in Sweden are
administrative issues (such as migration), he-
sitation from Swedish companies to hire
international staff, and difficulties in transla-
ting academic skills to match the non-acade-
mic job market.

Additionally, when focusing on concerns ran-
ked as 3/10 or more important, lack of langu-
age skills and knowledge of the Swedish job
market also emerge as significant barriers,
with 46% and 37% of respondents highligh-
ting these issues. To some extent, men seem
to place more importance on the lack of
knowledge of the Swedish job market, family
issues and cultural integration than women

do.
Additional findings

Respondents emphasise the necessity of
improving the relationship between academia
and industry. The primary obstacles mentio-
ned are the Swedish language and adminis-
trative issues (such as migration). Additio-
nally, some respondents point out that other
countries appear more welcoming to inter-
national workers than Sweden, making those
locations more appealing for careers outside
academia.



Findings from the semi-structured interviews

Results from the semi-structured interviews with 13 international junior researchers reveal two
overarching themes, internal and external factors to the researcher, that can be divided into
sub-themes: self-awareness, self-confidence and self-leadership as internal factors and support
and culture as external factors. Support and culture are then themed into sub-categories: uni-
versities, public agencies, state, work and business operations (see Figure 2).

International researchers” career
prospects outside of academia

self- self-

X support culture
awareness| | |confidence PP
self- . J_ i
. universities puhil_c state work
ledership agencies

business
operations

Figure 2. The two overarching themes with sub-themes are based on

semi-structured interview data with international junior researchers.

Essential Internal Factors

The overarching theme internal describes aspects related to identifying and fulfilling career-re-
lated goals and aspirations that researchers are in direct power of or can develop. It covers
three sub-themes: self-awareness, self-confidence, and self-leadership.

Self-awareness

The theme self-awareness describes researchers’ awareness of their own knowledge, skills, abi-
lities and values. Concerns related to lack of self-awareness and how this may affect research-
ers’ potential to attain a career outside of academia can be demonstrated through a quotation

SaYING" «Hrow do I bridge this gap between what employers might be looking for, and
how do I prove on paper that I’ve got these skills that they’re after?”

- EU female researcher in life science and biomedicine

This is consistent with the findings in the survey, where 72% of the respondents stated that the
major hindrance to pursuing a career outside academia, together with a lack of language and
culture, is the ability to match the researcher’s academic skills with the needs of the industry.

Self-confidence

The theme self-confidence describes researchers’ self-esteem in terms of identifying and ful-
filling career-related goals. This includes researchers’ interpretation of the easiness of finding
employment outside of academia based on the field of study and ability to manage the Swedish
language.

A female researcher in social sciences stated that those in the engineering field will more easily

find a job outside of academia than she will. She also mentioned that the language skill require-
ment differs depending on the industry sector. “If you are in social sciences, the language requi-
rements are higher since you will engage on issues related to society and the people in it, such

as politicians.”
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This theme also covers researchers’ openness towards a career outside of academia. As decla-
red by one researcher, researchers’ unawareness of the potential to find a career outside of
academia may rely heavily on the faculty or institution, including supervisors’ view of having a
career outside of academia.

Finally, researchers’ self-confidence can also be associated with knowledge on how to identify
and fulfil a career outside of academia, as demonstrated by a EU female researcher’s statement
on lacking relationships with individuals who are connected to organisations in the same field of
interest and who can provide information on how to move around in a world outside of acade-
mia "It feels like the only way to know something is if you have a person [in the same field outsi-
de of academia], and | don’t happen to have people in the HR area, which I'm interested in, so it
feels like I'm just in a dark room trying to find my way...”

Self-leadership

The theme self-leadership describes researchers’ ability to take actions that help to identify and
fulfil career-related goals and aspirations. This includes the ability to create a healthy work-life
balance and the effect of family responsibilities on the capacity to pursue a career outside of
academia. This theme also covers the willingness to take action and explore a career outside
academia. The following quotations have been selected to demonstrate the findings:

“I can’t talk about Sweden as a whole, but
where I’m working currently, the work
environment isn’t that good, so it’s not that
appealing. It might affect how I see other places
as well, but another reason might also be that
because my partner lives in Spain and has her
job there, that could be another reason. But in
terms of work opportunity, I would say that if
they give me a good opportunity here, I would
definitely stay.”

- EU male researcher in social science

“..I think there are different skills to develop,
and maybe you have more concrete results or
output from your work rather than a paper that
nobody reads, so I think it could be very positive
and satisfying, and I imagine that you can, in
some fields at least, get a more steady or reliable
job and maybe even a better work-life balance.
I’m quite positive about being outside of
academia.”

- EU female researcher in life science and biomedicine
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Essential External Factors

The overarching theme external describes aspects related to identifying and fulfilling career-re-
lated goals and aspirations that researchers themselves can't develop or change and covers two
sub-themes: support and culture.

Support

The theme support describes researchers’ view of career-related support and covers two sub-
groups: universities and public agencies.

Universities

Universities describe researchers’ view of career-related support that is or should be provided
by universities. This includes non-academic related relationships that educational systems could
support researchers with, aiming to increase researchers’ capacity to identify and fulfil career-re-
lated goals or aspirations outside academia. Examples include introduction to individuals who
have completed their doctoral studies and have experience working in private or public orga-
nisations. These individuals can be alumni (or researchers that have completed doctoral studies
at another university, nationally or internationally) and non-researchers employed at public or
private organisations. This was highlighted in the interviews as something that could help rese-
archers understand the job market in Sweden.

“One thing that I would like to see, but doesn’t exist [at interviewee’s university], is
doctoral students who have completed their research studies within (related field of stu-
dies) and are working outside of academia to come and speak about what they do.”

- EU Female researcher in social science

Furthermore, job fairs aimed at researchers with private and public organisations have also
been mentioned to support researchers in identifying and fulfilling a potential career outside

of academia. Another form of support universities could provide is researcher support in the
form of workshops on how to market yourself on the internet and use the internet to find alum-
ni operating outside of academia. It has also been suggested that universities should create
newsletters to broadcast non-academic-related information and events. The survey findings also
show that help finding networks, such as alumni, and using the internet or social media to mar-
ket yourself or find networks are essential.

Another aspect included is the educational systems’ approach to educating researchers in
career reflection and planning. As revealed through the quotations below, researchers are here
referring to a need to better understand how awareness of their knowledge, skills, abilities, and
values positions outside academia. As a part of this, researchers mention a need for internships
within private and public organisations within their research field of study. Findings from the in-
terviews show that researchers would like to see questions within the Individual Study Plan (ISP)
about what you can do with a doctoral degree both within and outside of academia and data
from the educational system regarding where doctoral students end up post-examination.
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In the survey, it was also evident that the ISP isnt used or seen by the researchers as a tool for
career talks or planning. There was a joint understanding that it was not a tool to be used for
this purpose. 85% of the respondents stated that they hadn't used the ISP, and 5% didn't know.
Thus, a significant part of the researchers don't know that there is a section in the ISP that can be
used for career-related purposes. Finally, researchers would like to receive additional support to
learn the Swedish language and how to combine research with entrepreneurship.

Here are some thoughts from interviewees on what the universities could do to increase the
support:

eate doctoral courses or university courses of

e sort together with industry partners...”

“..you need to have an internship or some period of
work at a specific company of your choice because
research is like 80% at a university, right, so what you
could do is to make it 60%, and then 40% to work at a
company, so you get hands-on experience as well...”

“...I guess language is definitely one thing that could
be offered, and that’s actually a reoccurring theme...”

“..I think that the ISP idea is quite good actually
because I felt like, why does my supervisor not care
about the rest of my life.”
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Public Agencies

In contrast, public agencies describe researchers’ view of career-related support related to other
public agencies. This includes challenges mentioned by researchers that involve contractual iss-
ues when moving from academia into a non-academic position and residence permit issues for
non-EU researchers when going from being a doctoral student to entering the job search hunt.

Moreover, several interviewees have expressed frustration related to the time and resources
required to understand Sweden and its culture, which could have been spent on career-related
activities if other processes had been simplified, such as the way and need to have a Swedish
personal identity number and bank ID to manage on a daily basis.

Culture

The theme culture describes cultural aspects that impact researchers’ potential to identify and
fulfil career-related goals and covers three sub-themes: state, work and business operations.

State

State describes international researchers’ view of Sweden and how this impacts career-related
aspirations. This includes the political atmosphere and the promotion of a healthy work-life ba-
lance. As one male engineering researcher said “It's a very open society, among the Scandinavi-
ans particularly; | find Swedish society particularly... more open, more welcoming, and again, it
has a very nice work-life balance, which attracts me... and motivates me to stay.”

Work

In contrast, work describes researchers’ view of how the academic work environment promotes
career-related opportunities within and outside academia. Researchers express supervisors’
lack of communication and knowledge regarding career-related prospects outside academia,
something that was also clear from the survey we have conducted among international junior
researchers. One female researcher mentioned that she has many career-related conversations
with her supervisors. Still, since they are also academics, they don’t know anything about a care-
er outside of academia, only within academia.

Similarly, researchers describe challenges with finding the time to attend career-related initia-
tives provided by, for example, a career counsellor or career team. Lack of time has often been
related to a feeling of having a workload that needs to be prioritised, despite managers’ and
supervisors’ formal acknowledgement of the importance of attending career-related events that
are "“non-research” based. As a non-EU female researcher in social science said: “l was actually
once told that my department has a concern about giving us the idea about future career pro-
spects too early in the doctoral program because they were concerned about our mental health
in terms of the pressure... so instead of having an open conversation about it, or giving us the
tools, or giving us the necessary knowledge, they're avoiding the conversation, avoiding the
topic, which | personally don’t think is the right attitude to tackle this problem.”
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Interviewees also mentioned a lack of transparency influencing one’s potential to reach care-
er-related goals. They state that they have experienced non-transparency, resulting in unequal
opportunities to apply for career-related opportunities, such as postdoctoral positions or indu-
stry-related projects. As such, and as described by one researcher, non-transparency has often
been related to experiences of discrimination.

Finally, through the interviews, it has become apparent that researchers find academia unintere-
sted in promoting career-related opportunities outside of academia as it's not in the interest of
the faculty or institution, despite the knowledge that there are not as many postdoctoral posi-
tions as doctoral students and that this mismatch in number causes stress reactions amongst
students. As such, researchers perceive career-related opportunities as highly dependent on
universities” view on a non-academic career, which seems to fluctuate between fields of study.
When you look at job opportunities within academia after doctoral studies, it's not hard to see
that they are scarce and don’t match up with the needs.

“..there are not as many positions as there are PhD students being admitted to univer-
sities, so not everyone can get a job, and not everyone will be happy with a job within
academia either.”

- EU Female international relations in social science

Business operations

Lastly, business operations describe researchers’ view of how organisations, including univer-
sities, promote career-related opportunities to academics. As also found in the survey, resear-
chers acknowledge a shallow understanding of how private and public organisations operate.
They would therefore like to have, for example, more information on recruitment processes. A
lack of knowledge on how one’s skills and abilities connect with available positions could expla-
in researchers’ feelings of being discriminated against based on age, gender or language. One
researcher mentioned that he felt some discrimination in networking since, in his mind, it's much
easier if you are outgoing, speak the native language, and have a Swedish name.
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PART 2

The Role of Swedish Universities
In Sweden, universities have a high level of autonomy despite most of them being public
agencies. Some guidance is given by the government on what activities need to be

undertaken (such as budget posts). Still, universities, to a large extent, have the mandate to

decide what to focus on and therefore, the support given to a researcher’s career develop-

ment differs significantly. Several functions at Swedish universities are vital for a junior
researcher’s professional development. We will look into the most critical parts in this

section of the report.




Method

When looking into the university's role in
providing career support outside academia
for international junior researchers, there isn't
a lot of secondary data available. We, there-
fore, found it useful to do a quantitative study
in the form of a survey and a more qualitative
study in the form of semi-structured inter-
views to understand the role of the universi-
ties.

The main target groups for the survey were
university management, PhD supervisors and
career support functions at Swedish univer-
sities. The survey was mainly spread through
the EURAXESS network, which has a presence
at most Swedish higher education institu-
tions, and the survey had 70 respondents.
Representatives from 16 out of 31 universities
with doctoral studies answered the survey. To
complement the survey, 12 semi-structured
interviews were conducted. The interviewees
have the roles of university management,
supervisors, and career support staff. In the
result section below, the answers from the
survey have been merged with the answers
from the interviews.

Findings
What is offered today

In Sweden, only a handful of universities
provide comprehensive centralised career
services tailored for junior researchers. These
services typically include career-related cour-
ses and workshops, job portals, internship
programs, mentoring initiatives, and career
coaching.
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Career-related support is rarely incorporated
into the mandatory curriculum for doctoral
students. Our assessment of doctoral student
support across Swedish universities indicates
a predominant focus on academic careers
and doctoral life, with limited attention given
to courses and activities dedicated to careers
outside academia and the development of
transferable skills. These skill-focused com-
ponents tend to be neither credit-bearing
nor mandatory, often perceived as secondary
to doctoral education but valued as tools for
enhancing one’s CV. Various initiatives and
projects exist across many universities for tho-
se seeking career support outside academia.
However, a dedicated and ongoing career
services centre accessible to all junior resear-
chers, regardless of their faculty affiliation, is
rare. Examples of such initiatives include:

Lund University and the Swedish Universi-
ty of Agricultural Sciences have used the
Australian-based platform Career Control
for Researchers®

The KI Career Service works with Chap-
erone, an online marketplace of perso-
nalised career development services for
scientists?¢

Karlstad University is a member of the
UK-based Vitae, a leading organisation in
supporting the professional development
of researchers?’

Chalmers University of Technology hires
the services of Sweden-based Deborah
Rupert for a course on Career planning
and leadership?®

Junior researchers at Umea University
have access to the US-based myIDP, a
resource for individual development plan-
ning®’

Lastly, all universities have access to the
EURAXESS Job Portal, where they can ex-
plore job opportunities and career resour-
ces??




Example of best practice
Below are some examples of successful collaboration
that stand out:

Additionally, there are programs within University Alliances (European collabo-
ration alliances within education and research). Specialised courses and training
programs prepare junior researchers for careers outside academia. These programs
are established through collaborations among multiple universities. An example is
Chalmers' participation in the ENHANCE alliance, where they provide transferra-
ble skills courses tailored for junior researchers across all partner universities in the
alliance®.

There are also EU-funded projects. Some universities participate in EU-funded
projects, often with time-limited availability, focusing on career opportunities
outside academia. For instance, a few years ago, Karlstad University led the
TRANSPEER project, a transnational skills program to enhance the employability
of researchers32.

Many universities house business incubators and investment companies, fostering
innovative ventures and entrepreneurial endeavours. Karolinska Institutet (Kl) is a
great example of this by assigning equal importance to careers beyond academia
and those within it. One standout program is Kl’s Internship Program for PhD stu-
dents®, a unique initiative in Sweden. This program enables participants to work at
companies or organisations in the private and public sectors. Kl covers their salary
throughout the internship period. Furthermore, KI Career Service offers up to 20
internship positions per term (1 month with a financed salary) at a company or
organisation within both the private and public sectors. This program is financially
supported by the Committee of Doctoral Education (KFU) at KI.
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The Postdoctoral and Early Career Researchers Program is open to post-
doctoral and early career researchers with employment at Kl or on a Kl
stipend before and during the internship. Career Service offers about
30 internship positions/year distributed in 2 calls (spring and autumn)
with a financed salary at a company or organisation within the private
or public sectors every year. This program is financially supported by
transition funds (omstéllningsmedel) from the Job Security Foundation
(Trygghetsstiftelsen), the Committee for Research (KF) at Kl, and partici-
pating organisations and companies. By participating in the internship
programme, the company or organisation get the chance to recruit
highly skilled candidates for short-term projects and the possibility to
establish contacts within the many research fields at Karolinska Institutet.
They see participation not only from classic life science companies with
a high rate of R&D, like AstraZeneca but also institutions like banks, who
see the need for highly skilled competence to help them evaluate their
application for funding for life science projects.

Uppsala University is another excellent example of how a university can
work structured with career support to researchers of all stages to help
them stay in academia and how to best leave when wanted or needed.
Rabbe Hedengren, Career Officer at Uppsala University, explains that the
support has been developed over time and was started around 20 years
ago, with financial support from the transition fund (omstéllningsmedel)
from the Job Security Foundation (Trygghetsstiftelsen). At Uppsala Uni-
versity, the Division of Quality Enhancement - Career and Leadership in
Academia offers everything from courses and seminars in career develop-
ment and leadership to coaching and peer tutoring. The strong focus on
coaching is a specific strength that Uppsala can offer its researchers at all
levels.
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What functions offers career support at the universities?

Different functions at the universities (or outside) can play a part in shaping the career support
offer at the universities and here are some examples:

Combining in-house and external experts: By
combining in-house experts (e.g. HR or other
centrally operating units) and external pro-
fessionals, universities can cater to different
career development needs. In fact, internal
experts, including academic and non-aca-
demic staff, provide specialised insights

into academic realms. External lecturers and
career coaches complement this by sharing
non-academic experiences, offering perspec-
tives from various industries and valuable
insights into transferable skills. They equip
researchers with practical tools for naviga-
ting the broader job market and building a
professional network. Overall, this inclusive
approach considers researchers’ personal

interests, skills, and career goals, whether they

aspire to a future within academia or in other
professional fields.

Supervisors: Supervisors play a pivotal role
in a doctoral student’s journey, serving as the
primary source of support. However, it's im-
portant to recognise that career guidance isn't
inherently embedded in the supervisor-super-
visee relationship. Some supervisors actively
contribute to career support, offering advice,
sharing contacts, and facilitating networking
opportunities for postdoctoral and doctoral
students. Others concentrate solely on sup-
porting the academic success of their super-
visees, influenced by two key factors: time
constraints and limited awareness of career
opportunities beyond academia, as super-
visors often possess exclusively academic
career experiences.

Grants and Innovation Offices: Grants and
Innovation Offices at Swedish universities
are crucial in facilitating the transition from
academic research to industry. They guide
the innovation process, assist with patenting
commercialisation, and foster connections
with industry partners. Collaborating with
government agencies like Vinnova, VR, Forte,
or Formas, as well as public foundations and
private funders, they specialise in intellectual
property management, entrepreneurship,
and securing funding for applied research
projects. Through tailored workshops, one-
on-one consultancy, and networking events,
these offices bridge the gap between acade-
mic research and its practical application in
society.



Per Lundgren, Professor and Director of Stu-
dies at Chalmers University of Technology,
underscores the importance of fostering inde-
pendence and responsibility among doctoral
students for their future paths. He believes
encouraging self-reliance and skill develop-
ment for diverse career trajectories beyond
academia is crucial. In essence, doctoral stu-
dents should perceive themselves as capable
project leaders for their careers. Per suggests
that doctoral students should be encouraged
to independently organise activities fostering
industry connections as part of their mandato-
ry institutional duties and competence deve-
lopment. This perspective should be incorpo-
rated into the recruitment process of doctoral
students, making them aware of expectations
regarding their ability to navigate future care-
ers - a responsibility ideally shared by those
involved in the doctoral process, including
main supervisors. While doctoral programs of-
ten prioritise academic careers, Per advocates
for measuring success in doctoral education
by the student’s overall career progression,
regardless of its academic or non-academic
nature.

The respondents representing university staff
and management generally think that there
is a great mental shift that needs to be done
when transitioning from academia into indu-
stry. Who am | in this new context outside my
academic research? The view differs slightly
in regard to whether researchers going from
academia to industry see it as a failure or not.
Some already have their mind set on industry
when starting their academic journey, where-
as others make a slower transition during their
time as doctoral students or postdoctoral
researchers.
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Within or outside academia?

The challenge that most Swedish universities
face today is that the focus during the time

as a junior researcher is usually only on an
academic career. The causes vary - an aca-
demic tradition approach, lack of knowledge
of alternative career paths, how the doctoral
student and supervisor view a non-academic
career, etc. 64% of the respondents in our
survey answered that their university offers
career support, but only 38% offer career
support aimed at a career outside academia.
Efforts for career support in general are most-
ly scattered around the university at different
functions (HR, Grants Office, Innovation Offi-
ce, etc.) and not very often in a structured and
centralised way. The most common career
support service, as seen in the survey, is a mix
of university staff and external participants
(66% of the respondents) contributing with
their knowledge.

Additionally, our interviewees underscored
the challenge for supervisors or departments
in considering support for doctoral students’
careers beyond academia, primarily due to

a predominant focus on the urgent needs

of ongoing research projects. The saying
“publish or perish” is usually a harsh reality for
most researchers. Supervisors often prioritise
immediate contributions to current research,
potentially neglecting the long-term career
development of doctoral students. Addres-
sing this requires a shift in the prevailing
mindset and incentive structures within aca-
demia.

However, as most doctoral students won't
continue their careers in academia, they will
also need input and support on alternative
career paths during their time at the universi-
ty. Some interviewees have emphasised the
importance of starting to talk about future
career plans early on.



In Sweden, the most common way companies
find their employees is through informal con-
tacts or their network’. However, a network
isn't created overnight, so as a junior resear-
cher, you can't start working on building your
network a few months before your disserta-
tion or your postdoctoral contract ends. This
needs to be considered and worked on little
by little over a more extended period of time.
Therefore, planting a seed of awareness early
on is one success factor for a better chance at
finding your next career move.

Anna Westin, Skill Development Officer at
Uppsala University, says: “You have to keep
two thoughts in your head at the same time,
because it gets difficult if you start thinking
about the next step at the dissertation party.”
She also explains why getting career guidan-
ce from an objective third party is important:
“A supervisor can have his own agenda, a
manager can have his own agenda, while we
are impartial.”

Mette Fog Skriver, Career Consultant at the
University of Copenhagen, explains that their
career guidance mainly focuses on a career
outside academia, as there are already more
ways to get support on a career within aca-
demia, but that most doctoral students need
more input on what needs to be done to be
ready for a non-academic career. That usually
includes helping them broaden their view on
their skill set, which is so much more than just
the research area they are in. Iben Treebak,
Senior Career Counsellor at the University of
Copenhagen, agrees with Mette in her view:
“They know about the career opportunities
inside academia, but the career opportunities
outside of academia, that's a bit of a black
box to many of them.”

lben gives an interesting example from their
university, which has a mandatory course for
all doctoral students of science called "PhD
Fundamentals” that focuses on transferable
skills for doctoral students.

30

Who needs the support?

Anders |hrfors, HR Officer at Stockholm Uni-
versity, gives his opinion on who needs career
support the most: “l think it's natural that more
junior people need more guidance because
basically, you have less work-life experien-

ce and know less about what the world can
offer.”

Robert Harris, Academic Vice president at
Karolinska Institutet, means that international
researchers most likely have a more signifi-
cant challenge in finding their way outside
academia. He states: “In Sweden, the chal-
lenge is the language and the fact that in
certain parts of society, there is a glass ceiling
when it comes to the advancement of foreig-
ners. And this is sort of a hidden thing. | think
it's the same in most countries, probably.” He
continues: “The university says that it's inter-
national, and then needs to live up to that and
have better integration.”

Role of Swedish universities in pro-
viding support for alternative career

paths

Jan-Ingvar Jonsson, Vice Chancellor at Linko-
ping University, mentions the role of Swedish
universities in helping Swedish companies
with their lack of finding the right competen-
ces: "l personally think that universities have
an important role because we have a form of
social responsibility. | also think it's good for
our cooperation that we show that we supp-
ly the nation with competence and that we
make sure that many of those who are with
us, whom we perhaps primarily want to stay in
academia after all, move on in their careers -
it's a responsibility that we have. We also can't
keep everyone. There is a funnel to get on
and stay at the university.” He also expresses
that in the strategic plan for Linképing Univer-
sity, mobility (such as intersectoral mobility)
and collaboration across borders are strongly
emphasised.



This means, for instance, collaboration with
the surrounding society but also for resear-
chers to go in and out of academia, and how
it enrichens the university to have academia
coming into companies and other organisa-
tions and vice versa.

Patrick Blomquist, Business Coach at Kl Inno-
vations, states that universities are committed
to caring for their employees, including those
coming from abroad to do their doctoral or
postdoctoral studies in Sweden. The respon-
sibility to help these students and research-
ers get a job if they want to stay in Sweden
should be a priority because “there is an
investment in their research and education,
and in addition, it can bring jobs to the mar-
ket” so there would be a loss if this talent left
Sweden.

Jan-Ingvar further mentions the role of ma-
nagement at Swedish universities in showing
ownership and, with certain guiding do-
cuments, showing the direction on how this
career support should be provided. Anna
Westin complements this by saying that at
Uppsala University, it's visible in strategies
and budgets that this is prioritised and that
it's part of the success of Uppsala University.
That's not always the case today; Swedish uni-
versities should work on this. Stina Johansson,
Collaboration Strategist at Luled University

of Technology, clarifies that the universities
assignment is to deliver research and edu-
cation with a high quality and to collaborate
with the surrounding society, to spread know-
ledge. With collaboration comes a shared
interest; the dialogues and close cooperation
with companies bring new insights to both
education and research but also opens up
for employers to interact with talents at the
universities - a way to meet and get to know
new employees. From this perspective, it is a
win-win situation.
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Why some universities lack support for

researchers’ careers outside academia

The absence or limited availability of support
for researchers exploring careers beyond aca-
demia can be attributed to a perceived lack of
necessity from both university management
and supervisors. Anna Nasbom, Education
Coordinator at Chalmers University of Tech-
nology, means that some individuals believe a
degree from Chalmers is sufficient for a suc-
cessful career. This perspective may suggest
that extra career support isn't seen as crucial,
leaving individuals to take the initiative in se-
eking opportunities beyond academia.

Furthermore, within the competitive acade-
mic landscape characterised by researchers
vying for limited resources, such as funding
and publication opportunities, universities
often tend to prioritise support for successful
academic careers. As described by a for-
mer academic, now Career Coach, Déborah
Rupert, this ‘shark tank’ environment often
prioritises publication over holistic personal
and professional development, hindering
comprehensive guidance crucial for exploring
alternative career paths. Additionally, Malin
Broberg, Vice-Chancellor of the University of
Gothenburg, highlights universities’ strategic
focus on “attracting and retaining the best
researchers and teachers” rather than en-
suring their future success beyond academia.
In other words, providing career guidance
consists of many, first and foremost, offering
career development opportunities within the
organisation.



The role of the supervisors

All doctoral students have at least one main
supervisor and one assisting supervisor. The
supervisors are assigned by the prefect at
the department where the doctoral student
is admitted. Iryna Yakymenko, professor and
director of studies for postgraduate studies
at the department of physics, chemistry and
biology at Linkoping University, believes that
the supervisors have a decisive role for a
doctoral student’s progress, that it is to them
that the doctoral student usually turn first. All
the interviews with university representatives
clearly show supervisors have a pivotal role
in helping doctoral students find their futu-
re career paths. However, supervisors often
don't have the relevant background to provi-
de support in guiding their doctoral students
to a possible career path outside academia.
Jan-Ingvar agrees with this and has an idea of
a potential solution; to make it mandatory for
all doctoral students to be part of a doctoral
school where career planning is compulsory:
“It's very good to gather it in one place so
that it's not dependent only on the supervi-
sor team you have as a doctoral student.” He
further mentions that it's often a process, as

a supervisor, to understand that not everyo-
ne can or should stay in academia and what
supervisors should do to support a possible
transition out of academia.

Several respondents also state that the sup-
port a supervisor can give for a career outside
academia is usually determined by how much
experience they themselves have from outsi-
de academia. The general opinion seems to
be that supervisors shouldn't expect this to be
a general condition. Still, it's a bonus for the
supervisor to give this view whenever pos-
sible. Anna Westin gives another angle to the
supervisor-student relationship: “There is a
gap between the doctoral student’s expecta-
tions of the supervisor and the supervisor'’s
expectations of the task it has towards the
doctoral student.”
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She elaborates by stating that supervisors
have no real incentive to work with a doctoral
student’s career options, as a supervisor's
primary goal is to ensure the student produ-
ces a qualitative thesis. However, to support
supervisors' ability to guide their doctoral
students in alternative career paths, they have
a program aimed at supervisors on how they
can prepare for these types of questions. It's
not reasonable to think that alternative career
guidance comes easily to all supervisors, but
Uppsala has identified the need for supervi-
sors to help provide this perspective.

Robert Harris expresses a concern for a
possible obstacle: “l think many supervisors
are not aware of the Career Office and the
support that's actually available. The impor-
tant issue is that if you're in academic resear-
ch yourself, for most people, that's the only
world that they know. They can only offer
career advice based on what they know and
what they've experienced. So, | happen to
have worked as a consultant in the industry
and have an idea about industrial science
and clinical trials and things, but most people
don't. So, career advice from a supervisor is
rather one-sided.”



The Individual Study Plan (ISP) for career support

The content of an Individual Study Plan (ISP) is, to a high degree, decided by each university

or department. Even though career guidance is mentioned in the Higher Education Ordinance
(1993:100), it's not always considered mandatory, only recommended. In the interviews, we see
that some universities and departments have included this as a follow-up pointin the ISP. In con-
trast, others see it only as a tool to help finish doctoral studies correctly and on time. But even
some interviewees who don't have career planning structurally in the ISP today see positively
towards including it in there. Another similar tool is the ASP (Allmén studieplan), which is a more
common plan for a department or research area to work after. One interviewee mentioned that
they include career planning in the ASP but not in the ISP.

Robert Harris gives his view on how the ISP could be used for career guidance outside acade-
mia: “Statistically, if you look at Europe, 50% of them (doctoral students) will be lost from the
academic world directly following thesis defence, and within five years, 50% of the 50% left,

will also be gone. And if you look 10 years out, less than 5% of people are still in the academic
university world. That means that 95% of people will do something outside academia. So, it's an
absolute necessity to understand those options. And even if you're doing a PhD because you're
not sure what you want to do or you think that it's good merit to go on to the next level, then

it's possible to include learning opportunities within your Individual Study Plan that are geared
towards that, such as courses we offer in entrepreneurship, industrial placements, and other
things.”
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Different support for different

research areas

It's important to bear in mind that the career
opportunities outside academia look so-
mewhat different, depending on what field of
research you're in. For instance, life and com-
puter science are closely connected to the
job market’s needs. In contrast, humanities
and pedagogics have a weaker connection to
the needs of the industry. This should also be
reflected in the support given at universities.
As Jan-Ingvar puts it: “l think that's the charm
of a larger university, that you can handle it
differently. And, of course, you have to make
alternative career planning differently if you
are in some technical area or if you are in poli-
tical science.”

lben Treebak highlights that the PhD resear-
chers who do basic research, which may not
have immediate applications, often find it
harder to explain the relevance of their skills
to prospective employers outside academia
than the PhD holders in fields with high indu-
stry integration, for example, food science.

Collaboration with the surrounding

society

In Denmark, there is an obligation to make a
change in the scientific environment during
your time as a doctoral student. That can
mean a period of time (3-6 months recom-
mended) at another research institution of
some sort, but also, for instance, doing R&D in
a company in the private sector. Finland also
gives examples of mandatory time outside of
the university during doctoral studies.

Stina Johansson mentions in her interview
their close collaboration with the municipal
business offices (ndringslivskontor) and how
important that collaboration is; “they know
their companies and their needs best”. She
further mentions that they often get requests
from companies in the region that wants

to connect with their students. “You have

a lot of people who are very interesting to
us, how can we do this together?”. Iben also
underscores the importance of collaboration
between stakeholders to attract international
researchers:

“Identifying and nurturing this talent pool

requires joint efforts from universities, employ-

ers, and government institutions. Without any

one of these stakeholders, it’s difficult to attract
the right talent to our country and ensure that

companies have access to a highly qualified
international workforce.”

It's important to note that the extent of indu-
stry engagement varies significantly across
departments, even within a single university.
In some departments, industry interactions
are proactively integrated, considering cor-
porate connections inherent to their research
culture. Research outcomes are strategically
aligned with potential corporate interests,
such as product development. On the other
side, not all departments exhibit the same
level of commitment to industry engagement.



Some thrive in highly academic environments,
primarily interacting within and between rese-
arch groups rather than beyond academia.

Consequently, junior researchers in such set-
tings have limited exposure to industry, with a
predominant focus on academic pursuits. This
reduced industry exposure translates to lower
awareness regarding career opportunities
outside academia. Essentially, a junior rese-
archers’ guidance for a non-academic career
connects to their respective department'’s
research focus and environment.

Innovations as a career path

Another possibility for international research-
ers, besides staying in academia or finding a
job outside academia, is the entrepreneurial
route. Most Swedish universities have good
support for researchers wanting to commer-
cialise their research. 82% of the respondents
in our survey say that their university offers
support for researchers interested in entre-
preneurship and innovation. Karin Ackerholm,
innovation adviser at Linkdping University,
talks about innovation culture in certain re-
search groups: “You talk over coffee about
things like this, and you encourage and open
doors for each other, and it also becomes
common to hear that others have made this
kind of effort. “But at the same time, she men-
tions that this isn't the case for all research
groups or even research areas. Efforts should
be made to bring forward good examples to
a broader audience of researchers at Swedish
universities. Furthermore, she points out

that the road to entrepreneurial success isn't
always a straight path. Sometimes, an idea
must be returned to the drawing table for
further processing.
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The role of the Innovation Office at Linkdping
University is to help researchers in the early
stages of an entrepreneurial idea or research-
ers with questions about how their research
can have an impact on the surrounding so-
ciety. The Innovation Office then collaborates
closely with the incubator (LEAD at Linkdping
University). This helps in the following stages
when the idea is shaped and ready to be
introduced to the market. Karin also adds that
it's not necessarily that the researcher who
came up with the idea must have the leader
position in later stages, such as a CEQ, in the
newly formed company. It's not uncommon
to take in another researcher or someone
from outside academia for that role. The idea
creator can have a more minor role in the
company.

Patrick Blomquist from Kl Innovations states
that there “is a growing investment and inte-
rest from the researchers to turn their ideas
into commercial and impactful businesses.
Many researchers report that experiences
from the dissemination process, whether suc-
cessful or not, provide new perspectives and
valuable insights that help them become bet-
ter researchers. Since 1996, Kl Innovations has
evaluated over 1 500 research-based ideas.”

Moreover, Karin claims that many internatio-
nal researchers come to Sweden because of
our innovative profile and entrepreneurial his-
tory. It could also have to do with ldrarundan-
taget (the teacher exemption), meaning that
according to Swedish law (LAU 1949:345), all
teachers, researchers and doctoral students
at Swedish universities own the right to their
own patentable innovations, even if they are
produced during working hours.



PART 3

The Role of the Industry

In the report, we investigate what universities can do to support international junior rese-
archers at their institutions. However, prepared and trained researchers are not enough if

industry isn't ready to welcome them into their organisations. In this section, we will study

the role of industry and what it can do to be better prepared to hire international junior

researchers.




Method

To understand the view and role of the indu-
stry, there is quite a lot of relevant secondary
data to draw from, which we have done for
reference. However, we also wanted to con-
duct interviews with relevant actors from the
industry, focusing on the view of and open-
ness to recruiting international researchers.
13 interviews were conducted in total for this
section of the report, representing different
parts of Swedish industry.

Findings

As mentioned earlier in the report, most
companies in Sweden struggle with a lack of
qualified talent and need to do all they can to
find new and better ways of attracting talent.
In this section, we have seen some crucial
over-arching themes when discussing the

industry’s role.

Openness to recruiting researchers

Lena Miranda, CEO of Linképing Science
Park, views the researcher population as part
of the skills shortage solution: “It's definitely
a slightly marginalised group, but still fairly
low-hanging fruit. Given that we talk conti-
nuously and constantly about the great skills
shortage, we don't take advantage of the
most highly educated group we have in indu-
stry. So, it's a highly relevant group to shine a
light on.” Especially, as she mentions, with the
background that:

“many companies say that finding the right

talents is the number 1, 2 and 3 of the ob-

stacles standing in the way of accelerating
their company growth’.
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Stina Johansson, Collaboration Strategist at
Lulea University of Technology, gives input

on the large need for talents up north, for the
green transition: “While public and private se-
ctor is searching for people that would like to
move here there are different groups that are
already here that could play an important role
but often become neglected, for example
international students and sometimes even
PhDs at the university”. She then continues

to give her view on why companies might
struggle or hesitate to hire people with a
PhD: “I think firstly it's a matter of knowledge,
knowing what this group can contribute with,
but for many companies it might also be a
matter of courage, to challenge their traditio-
nal recruitment base. A stronger collaboration
during studies or research has a potential to
create that understanding, to remove some
of the barriers”. She further adds that it could
also have to do with a lack of good examples
from other companies.

Alicia Parvin, project manager Talent Attrac-
tion at Stockholm Business Region, states:
“For example, linked to talent attraction, we
need to make it visible that this target group
exists”. She continues by saying, about hiring
research professionals: “Some employers who
are good at it continue to do it and others
who don't dare to test really lag behind and
may not have recruited any people with a
research background at all”.

On the contrary, when interviewing represen-
tatives from the life science industry, we see
a much higher maturity in hiring people with
a research background. Patrick Blomquist,
Business Coach at Kl Innovations, shared his
experience of transitioning from academia
into industry, highlighting the valuable skills
PhD holders can offer, such as scientific ex-
pertise, project management, and the ability
to communicate complex information.



Guillaume Desachy from AstraZeneca points
out that having a PhD is a marker that you've
dedicated at least three years of your life to
one specific topic. It means a sign of dedi-
cation, engagement, patience, and motiva-
tion - highly desirable skills in the life science
industry.

Richard Cowburn, Head of External Engage-
ment Office at KI, emphasises that large com-
panies such as AstraZeneca “employ PhDs for
lab work and higher positions. However, non-
PhD employees can also be very competent
and professional in their field. It's a real bene-
fit to have a PhD in the branch of science, but
not essential. Companies employ based on
talent and experience, and it doesn’t matter
which country the employee comes from”.

Alicia gives her view on this, as she has the
perception that employers in her network
often feel that people with a researcher back-
ground are over-qualified and that they do
not know what to do with their competence.
Further, she explains that it could be as simple
as the misperception that researchers would
demand a much higher salary than other pe-
ople, even though that's most likely not true.
She says,

“Let the person in question decide themselves
if the salary is up to par, rather than deciding

that for them”.

Also, Lena agrees that many companies see
this group as over-qualified: “l think there is a
built-in fear in many managers and leaders to
recruit someone who has an edge and who
you don't really know, will | be able to match
the need for the challenge for such a highly
qualified person? You put in so much without
actually knowing.”
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Moreover, she elaborates on this by stating
that universities and other actors, like Science
Parks, must collaborate to share knowledge
about the researcher population and create
platforms to better meet the population’s
needs.

Malin Almgren, CEO at Schain Research,
found that it would be necessary for the
company’s employees to have a PhD in some
work circumstances. The problem-solving
skills, “being a hustler”, and seeing the “big
picture” are pretty unique to PhDs, and that's
what we look for in new hires. In her team,
Malin mentions, that only a couple (out of 12
people) doesn't have a PhD. Jessica Martin-
son, CEO of Sweden Bio, reinforces that “with
a PhD or not, it's important to have an analyti-
cal mind, being able to tackle new problems
and discover new solutions, but also do this
in a very systematic way, performing very
high-quality work with attention to detail set-
ting. Over the years, basically everywhere that
| worked, we have had like a 50-50 between
non-PhDs and PhDs".

Mette Fog Skriver gives insight into how
industry usually thinks in Denmark regarding
people with a PhD: “To just say that they've
done a PhD is not enough, for job seeking in
the industry you need to be able to present
a wider range of competences and you need
to be able to set it into the context where you
work. So, | think that's really one of the points
that we need to support them in that they
need to explain a bit more about what they
did and what they learned from their PhD".
She continues by saying that PhDs must not
forget that they have so much more to offer
than only their research output. They also
have many transferable soft skills, such as
communication, teamwork, project manage-
ment, etc.



Further on, she mentions, regarding the na-
tional talent attraction and retention efforts in
Denmark: “The Danish industry as a business
employers’ organisation is the biggest one

in Denmark, and they are taking part in the-
se discussions as well and trying to push the
political landscape also because it's really an
ongoing discussion.”

“The lack of research graduates affects
the business sector’s supply of skills.
Attracting, recruiting and retaining
doctoral students with ground-breaking
competences is crucial for the business
sector’s supply of skills and changes
in the labour market, including climate

change. Sweden needs to use the com-
petence that has been built up during
several years of study at our universi-
ties. Therefore, the government’s goal

is for more foreign doctoral students to
remain in Sweden after graduation.” 3
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Openness to hire international talents

Regarding openness to hiring international
talent, Lena Miranda shares her experience
that companies with an international owner
or that are Sweden-based but have a tre-
mendous global presence are more open to
hiring internationals. People with a research
background are naturally more common in
companies with a higher level of R&D (like
we could see in the life science sector). She
points out that it's also good to be aware of
geopolitical tensions today, which might af-
fect the ability to hire internationals.

Guillaume Desachy, Statistical Science Di-
rector at AstraZeneca, states that pharma
companies are very open and invest a lot of
resources in finding the international talent
with their desirable and unique skills: “Astra-
Zeneca is interested in recruiting the best and
will support with relocation packages, family
support, to hire the best person possible.”

He emphasises “the need to have unique
perspectives, from multicultural origins and
multidisciplinary fields, which makes a better
team”. Jessica Martinson highlights how com-
mon it is to recruit international talent into the
life sciences sector in Sweden: “l would say
that recruiting inside the European Union is
fairly doable. But if you are stepping outside
of Europe, then it gets too complicated for
smaller companies. So, it's not happening. I've
personally experienced a lot of these recruit-
ments when people have already come to Eu-
rope via studies and then got the possibility
to stay. The universities are somewhat kind of
a stepping stone in recruiting people outside
the EU because otherwise it's basically impos-
sible, I would say if you're a small company
and you have a timeline of when you need to
have someone on board.”



Peter Nordstrom, Programme Director at
SWElLife, also discussed the challenges and
incentives for international researchers pursu-
ing careers outside of academia in Sweden,
highlighting “the need for Sweden to better
market itself as an attractive country for inter-
national researchers and to integrate interna-
tional talent into the Swedish community”.

Ying Chen, CEO and Co-Founder at Arkus Al
says that among five long-term employees,
they have four different nationalities, confir-
ming they are very likely to hire internationals.
However, she adds that what is needed is for
the government to create an infrastructure for
immigration job opportunities. She admits;

“Arkus Al had a problem actually, very early
on trying to recruit someone, graduated here
(in Sweden), that needed a visa, and it was
Jjust impossible to do it as a start-up, so we
gave up!”

The emphasis is that support from the go-
vernment would make a much easier job for
a start-up to be able to recruit talent and that,
at the moment, “it’s just prohibitively expen-
sive, long, and time-consuming”. She said,
“We don't differentiate between international
and not international. We just really focus on
the quality of the candidate”. These needs
are equally emphasised by Banushree Kumar,
CTO of Epigenica, who expresses concerns
that “when employing international talent,
we face many immigration laws barriers and
when it's already difficult to make our start-up
more attractive than bigger companies, we
have additional legal issues that don't make
this recruitment easy”.

Jessica reinforces the importance of tax re-
lief on international and talent recruitment:
“We should have a broader definition of this
expert tax reductions because as it is now, it
applies to a company that would like to recru-
it someone on professor’s level.
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However, for smaller companies, it could

be a very specific competence lacking. It
might not be a person of that high level in
his career, but getting these competencies
on board could be crucial. There is no real
mechanism to identify and bring these com-
petences to Sweden. So when it comes to tax
reliefs, shorter lines at the Swedish Migration
Agency (Migrationsverket) and, in general, a
more open attitude in bringing foreigners to
Sweden are needed because we really need
this reinforcement.”

In the International Talent Map report' by
Switch to Sweden, one can see that the main
barriers companies face when hiring interna-
tional talents are long processing times for
work permits, language barriers, and cultural
challenges. Many companies responding to
the survey claim to be open to people of dif-
ferent backgrounds and cultures and be posi-
tive about recruiting international employees.
Yet, some barriers stop them. Furthermore,
47% of all companies confirm they need more
knowledge about recruiting international
skills.



A person who is both international and a
researcher can experience, as Lena Miranda
puts it, a “"double obstacle”: “l imagine, not
for everyone but for many, that there is partly
that you are a little afraid of someone who has
more competence than you, both as a mana-
ger and as an organisation to bring in some-
one with a higher degree. It might create a
fear. And in the next step also the internatio-
nal. There, we have a lot of knowledge about
language deficiencies, bureaucratic proces-
ses, cultural issues, etc.”

Language barriers

Several of the industry’s actors state that lang-
uage could be a significant barrier in some
companies, that is, not knowing Swedish well
enough. At the same time, they agree that
language shouldn’t be a barrier, especially in
companies with a global profile. Niklas Deler-
sj6, Head of Move to Gothenburg, gives his
view: “In general we recommend employers
to not require Swedish if it is not crucial for
the job. Opening up for English speaking pro-
fessionals will increase the group of potential
talents and also add extra value creating di-
verse teams and gain knowledge about other
countries and cultures. However, in contact
with talents we always recommend them to
learn Swedish.”

Patrik Blomquist and Peter Nordstrom corro-
borate that knowing Swedish isn't only cru-
cial for personal and social life but can open
doors to job positions in the public and pri-
vate sector. Malin AlImgren exemplifies how
their company works: “We have English as a
working language. Given the prevalence of
international employees who may not speak
Swedish, which is quite common to be ho-
nest, it's crucial for practical reasons and we
mostly have international clients too.”

The respondents from Denmark, Mette and
Iben, also agree that learning the local langu-
age is essential, both for integration and care-
er advancements. They even find it so impor-
tant that they have language courses for free,
and the International Staff Mobility Services at
the University of Copenhagen has a person
dedicated solely to working with language
support. Mette points out that learning the
local language sends an important message
to employers that you are invested in staying,
even if the level isn't perfect yet, something
that Iben also agrees with.

The International Talent Map Report' con-
cludes that: “Companies need to increase
their focus on integration, inclusive language
practice, and career development. Many com-
panies are still not knowledgeable enough
about how to work with international skills. In
theory, many of the responding companies
state that it was not deemed as important if
the candidates had a solid understanding of
the local language. Yet, in practice, the inter-
national talents often must speak the local
language, or the companies don't feel strong
enough in English as a common language.”




Intersectorial collaboration

Alicia Parvin gives her view on how we need
to work together in different sectors: “We
can't demand everything from the universi-
ties either to solve everything, but we need
to come together more and work together
on these issues. The universities need to
understand that they are a cog in the wheel.”
Richard Cowburn adds, “Universities need to
invest in career development services, take
commitment to help researchers find jobs in
other fields seriously, and make people aware
of their skill sets and opportunities outside
academia.”

Lena Miranda points out:

“I don’t think the university will have either
the time or the ability to have the same ear to

the ground in the business world that we have

because that’s our main mission. But we can
create the right meeting places and forums

where the university can contribute knowledge

and reinforce the image of what this compe-
tence can contribute with.”

She continues: “And then | think, linked to that
as well, that the universities together with, for
instance, the Confederation of Swedish Enter-
prise (Svenskt Néaringsliv) or Vinnova should
perhaps clarify the importance of bringing in
research competence and international re-
search competence into the industry so that
Sweden will be competitive in the future. And
preferably in collaboration with representa-
tives from business who today can testify to
what it has meant for their businesses.”

Most of the interviewees representing indu-
stry mean that academia and industry need
to work closer together, and one effort that
could have a lot of impact is to showcase
good examples of researchers transitioning
from academia to industry. What was their
background, and where are they now? How
was the process for the individual and the
company hiring them?

In the report Rekryteringsenkaten 2024 (the
Recruitment Survey) by the Confederation
of Swedish Enterprise'®, one can read that
45% of Swedish companies collaborate with
an education provider of some sort. Looking
more specifically at those who collaborate
within research education, only 35% an-
swered that the collaboration works well or
rather well.



The value of internships outside academia

One great example of collaboration between academia and
industry is internships. Richard Cowburn emphasises that
“universities need to invest in career development services,
take commitment to help researchers find jobs in other fields
seriously, and make people aware of their skill sets and oppor-
tunities outside academia” since academic positions become
scarce. Internship programs and collaborations with academia
and the private sector can also be beneficial. Companies can
test potential employees, build a workforce with desired com-
petences, and collaborate with universities. Interns can benefit
from understanding the private sector and gaining practical
experience.

In addition, Jessica Martinson thinks that “being part of an
internship program should be mandatory for all doctoral stu-
dents because it's very rewarding for them and the hosting
companies and organisations.” She adds, “the opportunity to
get that edge that otherwise isn't obvious and getting inspira-
tion that can lead to other opportunities” by establishing new
contacts and a valuable network. Most researchers may realise
that they want to transition to industry, and gaining these broa-
der collaborations and understanding can be very beneficial.

Guillaume Desachy believes that: “Academia does teach skills
but doesn't give exposure to what work is like in real life. That's
why internships are crucial. You get to learn from experts, pick
their brains on how they got to where they are, and learn from
their lessons to help you get ahead. Internships give you a foot
in the door - take it!”

Banushree Kumar mentions the internship programs as “im-
portant initiatives to pursue among other Swedish universities
to establish or reinforce a bridge between industry and aca-
demia”. She has been part of the KI Career Program Internship
Program for some years now and has had great experiences
with interns.
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Example of best practice
Below are some examples of successful collaboration
that stand out:

The project North Sweden Green Deal, owned and run by Region Norrbotten and Region
Vasterbotten, was an attempt to respond to the possibilities and challenges connected to
the green transition, building capacity to manage the social transformation that takes place
in connection with new investments and establishments. The project had several focus are-
as, one of them was skills supply. In this matter regions, municipalities, educational provi-
ders, and other key actors worked together to find new solutions to solve the large needs.
One new concept that came out of this project was “the Green Deal Buses”, an attempt to
bring the students, both Swedish and international, out of their comfort zone at the univer-
sities to the municipalities in the region. Performed in strong collaboration between the
municipalities and the university, with the aim to give them a full picture of how a new life
could be created in the region. The students met interesting employers, both in public and
private sector, and met people that moved there. They were also shown how the life puzzle
could be solved, and what they could do out of office - in short, they were shown the best
out of each municipality. The concept was highly appreciated both by students and munici-
palities and is now under further development.

Another great example of academia-industry collaboration is the Stockholm Academic Fo-
rum, a collaboration between Stockholm Municipality and the 18 universities in the region.
They have a close dialogue and work with career matters for accompanying spouses. They
have recently started the Stockholm Dual Career Network Academy, a 4-week boot camp
for accompanying spouses, where they talk about career, well-being, language and much
more. Studies show that most international talents will also leave Sweden if spouses don't
find something to do in a reasonable time.
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The Gothenburg region shows another excellent example of working together to
attract and integrate international talent. They have Move to Gothenburg, a colla-
boration between companies, universities, cities and regions. They work to attract
international talent and lead them to potential employers through their Job Portal
and Talent Pool, which matches talents with English-speaking jobs. Policy work
also creates better conditions for recruiting employers and talents. In addition to
that, they have International House Gothenburg, a physical spot available for in-
ternational talent and their accompanying partners to get support on matters like
career, integration, and more.

One best practice that Linképing Science Park can offer is the Tap the Talent Program, run
through their project Switch to Sweden. Tap the Talent is a reversed onboarding program
for companies, where they learn more about different aspects of international recruit-
ment. The plan is to do a specific version about recruiting researchers for your organisa-
tion. Linkdping Science Park has also been running an exciting initiative for a few years
called the Science Pop-Up Expo, focusing on doctoral students getting the chance to
pitch their research to companies for the possibility of finding collaboration partners, a
future job opportunity and more.
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PART 4

External Actors/Organisations -
Hindrances or Enablers

This report has, as a fourth perspective, examined if and what different external actors,
organisations and authorities in Sweden do or could do to help or even hinder research-
ers pursuing a career outside academia in Sweden. As seen in the findings of the research
survey and the semi-structured interviews, administrative issues, such as migration, a lack

of understanding of the Swedish job market, and a lack of information on career-related

matters during their doctoral studies or postdoctoral positions can influence how they per-

ceive a career in Sweden.




Method

We have conducted interviews with chosen
organisations that we believe, or know, have
knowledge about and can impact issues in
this area. In addition, we include secondary
sources of information such as websites, legi-
slation, and reports. We conducted interviews
with the Swedish Migration Agency (Mig-
rationsverket), the Job Security Foundation
(Trygghetsstiftelsen), European Employment
Service Sweden (EURES), Naturvetarna (The
Union for Sweden'’s Professional Scientists)
and The Swedish Association of University
Teachers and Researchers (SULF) .

Findings
The Swedish Migration Agency

To continue with a career outside academia,
one also needs to be able to apply for a
suitable residence permit. According to the
research survey conducted in this project,
administrative issues such as the complexity
surrounding the Swedish migration legisla-
tion, as well as long processing time, seem to
be two of the most significant hurdles for re-
searchers when they need to decide whether
to stay in Sweden, in academia or outside, or
leave the country. In addition, the Swedish
legislation’s view on who is closest kin might
also cause a problem for researchers sup-
porting family members other than spouses
and children.

To find out the possibilities for foreign re-
searchers who wish to stay in Sweden and
work outside academia, we talked to Anna
Bartosiewicz, an expert on work permits at
the Swedish Migration Agency (Migrations-
verket). Anna says that she understands that
long processing times have caused problems
for both the applicants and the employers,
but also states that since the new process for
work permits entered into force on 29 Janua-
ry 2024,
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they already see shorter processing times.

The new process aims to make it easier for
employers to recruit highly skilled individu-
als,.

Four types of permits are specifically relevant
for an international researcher looking for a
career outside academia in Sweden:

e residence permit for highly qualified per-
sons looking for work or to start a business

e work permit

e residence permit for people who have
their own business

® permanent residence permit

We will further develop these permits below,
and for more information regarding residen-
ce permits and work permits, we refer to
Utldnningslagen (2005:716)%°, Sections 5 and
6.



Residence permit to look for a job or explore the possibility to start a business
after research or doctoral studies

After finishing doctoral studies or research in Sweden, one can, through Swedish legislation,
apply for a permit to seek employment or explore the possibility of starting a business in
Sweden. If granted, the permit is valid for 12 months. At that time, one must have found an
employment or registered a business. It's crucial to apply for this permit before the previo-

us permit for research or doctoral studies expires. Upon obtaining this permit, one can get a
part-time or full-time temporary job. Anna Bartosiewicz points out that this permit is aimed at
students, doctoral students and researchers, i.e. highly qualified persons, which will give them
a possibility to take a less qualified job while looking for the “dream job”, network and develop
knowledge of the Swedish job market.

Besides having a valid passport and a full-coverage health insurance, the applicants must be
able to support themselves throughout the whole permit period, which could be through sa-
vings or temporary jobs.

Compared with other Nordic countries, Swedish legislation is less generous in terms of permits
to retain talent. Denmark, for example, can approve job-seeking permits for up to three years
after one has finished doctoral studies. Finland can approve such a permit for up to two years.
This could indicate that Denmark and Finland are more flexible and willing to let international
talents stay and contribute to the skills supply in their respective countries.

Work permit

This permit applies when the doctoral student or researcher get employed in Sweden, and
where a work permit is necessary. It is important to apply for a work permit before the permit for
doctoral studies or research expires in order to be able to stay in Sweden during the processing
time.

From 1 November 2023, the minimum income requirement for a work permit increased from
13 000 SEK per month to 80% of the mean salary in Sweden. The report New rules for labour
immigration etc. (Betdnkandet Nya regler fér arbetskraftsinvandring m.m.) SOU 2014:15'® sug-
gested a salary floor for work permits to be equivalent to 100% of the mean salary in Sweden.
The date for introducing the new salary floor is 1 June 2025.

Despite being highly skilled, many of the young researchers do not reach the proposed salary

floor the first working years, which will make it harder for this group to establish themselves on

the Swedish job market, something that has already been highlighted in reports and articles by
other actors.

The inquiry report also proposes that certain categories of applicants could be exempted from
the new salary requirement, and for these foreigners, instead of the salary requirement, the sa-
lary should be at least equal to the minimum monthly salary that follows from Swedish collective
agreements or practice in the profession or industry during the first years of work permit. The
suggested exemptions will include foreigners who have the following:

® apermit for research

e a permit for studies (including doctoral students)

* a permit for job seeking or exploring the possibilities to start a business after they have finis-

hed research or doctoral studies
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If the suggestions are adopted in Swedish legislation, it could be some relief for researchers
who earlier have ha permit for research or higher education studies and who want to advance
outside academia.

We should also mention that the Government'’s clear objective is to improve the conditions for
foreign doctoral students and researchers to establish themselves in Sweden and to strengthen
Sweden’s competitiveness as a research nation. For this reason, an investigator has now been
commissioned to submit proposals for measures to improve the chances of attracting and retai-
ning foreign doctoral students and researchers in Sweden.*




The Job Security Foundation

The Job Security Foundation (Trygghetsstif-
telsen) supports governmental employees
on the way to a new job or studies. They offer
two types of support; local transition funds
(omstéllningsmedel) that can be used by the
employer to proactively invest in activities to
support those who are risking, for example,
unemployment. The other part is support for
individuals who have been given notice due
to, for example, illness or those who end a
fixed-term employment of at least two years,
which is the case of doctoral students and
postdoctoral positions.

Employers together with the unions decide
how to use the transition funds. The funds
could for example be used for career-related
support to doctoral students, like Karolinska
Institutet and Uppsala University has done.

The employer nominates employees to the
Job Security Foundation. For those nomina-
ted, there are plenty of services, both indi-
vidual and in groups, to take part in. Still, it's
the employer’s role to inform the employee
about the Job Security Foundation. Eva-Lotta
Krook, advisor at the Job Security Foundation,
says it's part of the “Swedish model”, and to
think that international doctoral students and
researchers would automatically know about
it may be unrealistic.

Among the services available are:

e individual job coaching with coaches who
have branch-specific knowledge

seminar series

possibility of taking Swedish courses
feedback on CVs and personal letters
help with funding for competence deve-
lopment.
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We need to keep in mind that it is important
to find out about the opportunities given by
the Job Security Foundation as early as pos-
sible. Today many international researchers

have no idea what the Job Security Founda-
tion is and what they can do for them.

Eva-Lotta mentions that they see a notable
difference between those who have had

the chance to learn the language and those
doing a part of their research outside acade-
mia, such as an internship, in terms of being
better prepared for a career outside acade-
mia.

European Employment Service
Sweden (EURES)

EURES is a network of the EU Commission,
the European Labour Authority (ELA), EU
member states, Norway, Iceland, Lichtenstein,
and Switzerland. The network aims to help
individual workers who are eligible to move
freely within the EU find work in another coun-
try. The member organisations offer compre-
hensive services to all European jobseekers

- before, during, and after their job search.

EURES Sweden is coordinated by the Swedish
Public Employment Agency (Arbetsférmed-
lingen) and consists of them and 14 other
member organisations. These members offer
support to job seekers who will relocate for
work in another EU/EES country. There are
approximately 30 Swedish EURES advisors
around the country.

Jon Strath, the National Coordinator at EURES
Sweden summons the aim of EURES “...it is to
facilitate the free movement of workers. This

is done by helping workers find employment
and employers find candidates in other mem-
ber states and informing them about their
rights and obligations.”



Jon also highlights what we also have heard
from several others as well as readings in
reports, that there are two aspects of interna-
tional doctoral students and talent attraction.
First, we want and need the international
talents to stay, from a Swedish growth and
competence aspect. We have spent money to
educate them so there is an economic aspect
as well. These international talents are the
lowest-hanging fruits to recruit rather than

to look outside Sweden. They are already
here; they are familiar with life in Sweden and
therefore much easier to integrate. Therefore,
we should ask ourselves, can we afford not to
keep these talents in Sweden?

Jon talked about one dream scenario being
that the career functions at Swedish univer-
sities also were a part of EURES, so that they
could enhance the support services and en-
couragement for international talents making
the transition from academia to employment
to stay in Sweden.

Jon also mentions an instruction book Tack-
ling staff shortages - 34 solutions for employ-
ers?, that the Employment Insurance Agency
(UWV) in the Netherlands has produced for
businesses and organisations that recruit
internationally. The information in the booklet
can be divided into three categories: explo-
re new talent, organise work differently, and
bind and fascinate. These have been produ-
ced for businesses and organisations that
recruit international talent. Something similar
could be created for industries and compa-
nies in Sweden.

The Union for Sweden’s Professional

Scientists

Many of the members of the Union of
Sweden'’s Professional Scientists (Naturvetar-
na) are researchers. They can support their
members with career support, such as CV and
personal letter writing, interview training, etc.

Catherine Johnsson, Advocacy Officer, and
Lydia Musaefendi¢, Policy Analyst at the Uni-
on of Sweden'’s Professional Scientists and co-
author of the report Sweden Needs Fo-reign
Researchers'’, highlight that it's difficult to
understand how Sweden prioritises when it
comes to international talent:

“We spend money on educating doctoral stu-

dents, but Swedish legislation makes it hard

for them to stay and make use of their much-
needed skills.”

They continue “We hear from many branches
in our field that there is a major need for ta-
lents with a research background, both in the
digital transition, tech industry and to manage
the green transition.”

However, as they also mention, Swedish legi-
slation and infrastructure concerning informa-
tion about accommodation, banking, school
system, and spouse support must be working
to keep the talents. Catherine and Lydia also
mention IKEM's (Innovations- och kemiindu-
strierna i Sverige) report Kompetensjakten
2022 (The Competence Hunt)'® in which we
can read that only in the field of Innovation
and chemistry (needed in the green transi-
tion) Sweden will need to recruit up to 4000-
8000 research talents in the next few years. At
the same time, Swedish students are, to a les-
ser degree, interested in these fields. Several
companies within this branch state that they
have already recruited 70% from abroad to fill
this competence gap.
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The Union for Sweden'’s Professional Scien-
tists’ report Sweden Needs Foreign Research-
ers'!, clarifies that to fill Sweden’s competence
gap, we must make it easier for international
researchers to get established in Sweden and
be more welcoming. One researcher in the
report claims:

“As a researcher getting my PhD in Sweden,
I don’t feel Sweden wants to keep me here.
In fact, I feel that immigration policies in
Sweden are trending towards getting outsiders
to leave rather than stay in Sweden.”

The report mentions that representatives from
the business community highlight the im-
portance of giving international researchers
the opportunity to stay in Sweden. As a small
country, we don't have the competences ne-
cessary to support industry growth, so inter-
national researchers are much needed.

The Swedish Association of University
Teachers and Researchers (SULF)

The Swedish Association of University Teach-
ers and Researchers (Sveriges universitetsla-
rare och forskare), SULF, has been very active
in the debate regarding the situation of inter-
national researchers at Swedish universities,
with immigration legislation that's difficult

to understand, and sometimes inconsistent
regulations.

SULF's Chief Negotiator, Robert Andersson,
mentions that The Confederation of Swedish
Enterprise (Svenskt Néringsliv) has contacted
them, which is quite unusual, according to
Robert. SULF usually doesn't have contact
with the Confederation of Swedish Enterprise
since SULF's role is to support teachers and
researchers within academia.
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Robert believes that due to the lack of com-
petences in the industry and business sectors,
the Confederation of Swedish Enterprise must
consider national and international research-
ers to fill the gap, especially in areas where
companies have difficulty recruiting.

David Rule, chairman of the SULF board at
Linkoping University, believes that the re-
cent changes in law have made it harder for
doctoral students to obtain permanent re-
sidency and such changes may discourage
some from applying at all. In addition to this
the Swedish Migration Agency'’s interpreta-
tion of the term "degree of permanence” as
requiring applicants to have an employment
contract of at least 18 months has made that
process even harder [A recent ruling from the
Migration Court of Appeal had now led to the
Migration Agency's guidelines being changed
to 12 months.]

David also refers to the Saco-S working group
for doctoral students’ issues at Linképing
University who has worked hard to push for
the issue of building up career support in
the Individual Study Plan (ISP). David states
that even though ISP should include career
planning, it's just a box to tick to state that
it's done. It's up to the supervisor to decide
what to do with it. According to our survey
answered by researchers, most doctoral stu-
dents are not aware that career support can
be part of the ISP. Hence, much can be done
regarding developing the section for career
support in the ISP and methods for following

up.
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The Saco-S working group for Doctoral
Students’ Issues

Niki Matinrad, the Convener of the Saco-S
working group for Doctoral Students’ Issues at
Linkdping University explains how the group
has worked on these types of issues for a long
time. They have observed that some doctoral
students never have career talks, or at least
not in good time. Having the talk only a few
months before the defence isn't helping the
doctoral student. For the doctoral students
who do have the career talk in good time, it
many times deals with academic careers only.
Niki also confirms there is confusion around
ISP.

Saco-S Working Group for Doctoral Students'
Issues identified these questions that should
be clarified regarding the ISP:

e How many times should this talk be held
over a PhD study time?

e When should this talk be held at the latest?

e With whom should this talk be held?

e What should the talk include?

As we can see from the results of the resear-
chers’ survey, many feel that lack of time or
incentives to learn the language creates a
barrier when looking for alternative careers

in Sweden. SULF also argues for the necessity
of learning Swedish in the article in Universi-
tetslararen Doctoral students’ limited Swedish
skills as a social problem?®.



PART 5

Conclusions
So far, we have shown various perspectives regarding providing guidance for a possible
career outside academia for international junior researchers. It's clear from people and

data representing the different perspectives that several common denominators and con-

clusions can be drawn from the findings.




The international junior research community in Sweden

Many international junior researchers in our
survey and interviews are positive about a
career outside academia in Sweden and
mention the lack of opportunities within
academia and work-life balance as factors for
changing careers. Many researchers believe
their skills are needed in the Swedish indu-
stry or business landscape and would like to
impact society. Despite the positive attitude
towards using skills gained from academia in
an industry setting, many believe that several
factors make them hesitant to pursue a career
in Sweden.

So why do doctoral students leave Sweden?
According to a report by the Confederation of
Swedish Enterprise (Svenskt Néaringsliv)?, it's
the following:

1. Complicated regulations, difficulty in
understanding the rules, long processing
times, and unpredictable decisions

2. Low wage levels

3. Lack of contacts and Swedish cultural
competence

4. Lack of knowledge and recruitment pro-
cesses in the Swedish labour market

5. Insufficient support from the universities

These findings are also supported by our sur-
vey respondents and interviewees and further
complimented by the Talent Map Report?,
which states: “Reasons to leave are clearly
specified around companies as either not be-
ing open enough to internationals, not having
sufficient knowledge of regulations or simp-
ly not wanting to hire internationals.” In the
same report, the need to better understand
the Swedish labour market is also expressed,
and there is a general impression that the
Swedish labour market isn't accessible to
internationals.
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Not having the time or incentive to learn the
language is a huge barrier to many, which
could impact their success in finding a job
outside academia. Especially in specific fields,
knowledge of Swedish is critical. Not only will
learning the language and culture help rese-
archers find a job outside academia, but there
is also a suggestion from the Swedish Govern-
ment that knowledge of Swedish language
and Swedish society will become a require-
ment for obtaining permanent residence. For
most researchers, there is no time set aside to
learn the language.

A general knowledge of the Swedish job
market also seems to be lacking for most
junior researchers. It's clear that those who do
have knowledge of the job market very much
believe that the reason for this is prior contact
with the industry in Sweden. The possibility
of getting connections to industry and alumni
(previous doctoral students and researchers)
through mentorship during their doctoral
studies or postdoctoral period is something
several researchers have brought up as a
request.

An interesting finding is that a significant
obstacle for a junior researcher to pursue a
career outside academia is knowing how to
match the skills gained within academia to
the non-academic job market, which could
make them insecure about the non-acade-
mic world. Society and universities must help
them understand their skill set and how they
translate to a non-academic career.



Many junior researchers lack support from
universities in terms of career guidance. They
state that there should have been a window
during their doctoral studies or postdoctoral
period where they could have learned about
Sweden, the job market, and the language.
Many feel that their supervisors don’t want to
talk about career paths unless it's within aca-
demia. Almost one-fourth of our researchers
surveyed don't know where to turn for career
advice support. Most turn to social media,
like LinkedIn, for networks and job searches.
About half of the interviewees said they turn
to their supervisors for support. Still, there is
quite a difference between women and men,
where women, to a lesser degree than men,
turn to their supervisors. We also see in our
researcher survey that more female research-
ers request more support for a career outside
academia than men. This could indicate that
more females wish, or feel the need, to lea-
ve academia, likely due to the uncertainty of
employment within the sphere. A report from
the United States shows that female resear-
chers are more likely to leave academia than
male researchers throughout all career sta-
ges'’.

Furthermore, some international researchers
believe they are not welcome outside acade-
mia in Sweden and, therefore, look for care-
ers in other countries. This is explicitly shown
in Swedish migration legislation, where it's
quite tricky to change from a permit within
academia to one in industry. There is much to
gain if we look and learn from other Nordic
countries, such as Denmark and Finland, who-
se legislation is more generous, for example,
regarding job-seeking permits.

.
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For a Nordic comparison between Sweden,
Denmark, and Finland we can see in the
International Talent Map Report1 that when it
comes to settling in Sweden, it is the lowest of Ir
the three, with a satisfaction rate of 5.30/10.
Finland has 5.72/10, and Denmark has the
best settling-in experience of the three at
6.05/10. Sweden is also worse regarding
bureaucratic matters: in Sweden, around
35% of the respondents say that registering
my address, social security, opening a bank
account, insurance, etc., have been the big- -
gest challenges for integration. In Finland, =
that number is around 28%, and in Denmark

as low as approximately 18%. Sweden seems

to have a rather welcoming atmosphere, but
bureaucracy hinders our attractiveness.

‘m oy’
ol




What's in it for the universities?

Providing career support outside academia
doesn't only hold an altruistic take for the
better good of the researchers or the role of
universities in society. It can also stem from a
need to be an attractive employer and att-
ract the very best researchers, already at a
doctoral student level. An attractive package
of career support alternatives could strongly
attract researchers to the university.

Organisations are responsible for their
employees’ mental well-being and welfare,
including development and a feeling of a
prosperous future. However, this responsibi-
lity seems to clash with an aspiration within
universities: to groom doctoral students into
a career within academia. When this form of
talent management becomes the sole pur-
pose, universities tend to overlook or bluntly
neglect the need to explore several career
opportunities. Due to the limited number of
positions within academia, compared to the
number of doctoral students, universities that
seriously wish to take responsibility towards
employee mental well-being and welfare
must support doctoral students in broadening
their view of a potential career both within
and outside academia. By informing about
the complex realities of academic life and the
competitive academic job market, universities
can better equip researchers to make infor-
med career decisions.

Jan-Ingvar Jonsson, Vice-Chancellor at Lin-
képing University, states: “We must not keep
training people who simply disappear from
the country or disappear from our academy.
Not everyone can stay, but they have to end
up somewhere in a context. In the long term,
can we afford to train young researchers who
then leave Sweden and never come back?”
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" It's clear from both the interviews and re-
ports that the common view is that it's a huge
waste to spend money to educate interna-
tional researchers and, at the same time, not
helping or guiding them to stay and get esta-
blished in Sweden.

Few Swedish universities have a structured
way of working with career support for al-
ternative research careers. A few universities
have some excellent initiatives, but efforts
must be made at a central level to ensure that
all junior researchers have the same oppor-
tunity to participate in this support. Hence,

it does not depend on whether your depart-
ment is good at providing this. The most
structured and inclusive way to work with
alternative career support is to make courses
and other efforts compulsory. It will be hard
for the junior researcher to find time if it's
completely voluntary, especially if no credits
are given.

Almost everyone we have talked to agrees
that time is crucial when it comes to informa-
tion on paths to take after doctoral studies or
postdoctoral positions, meaning that these
aspects need to be presented and discussed
early on in a junior researcher’s career. It con-
cerns information about residence permits,
the importance of learning the language and
culture, how the ‘Swedish model’ works re-
garding support from the unions and the Job
Security Foundation (Trygghetsstiftelsen), and,
of course, getting career guidance.



Universities should actively work to set straight
common misconceptions surrounding career
paths beyond academia. This involves addres-
sing beliefs such as the idea that academic

success is the only determinant of career ’ g #" L
success, dispelling the myth that research skills o
lack applicability outside of academia, and o .

challenging the misconception that non-aca- o J

demic careers are inherently less prestigious or
impactful. regarding job-seeking permits.

It's evident, from both junior researchers and
managerial staff at the universities, that super-
visors are important parts of a doctoral stu-
dent’s success but not always the right people
to help guide them for a career path outside
academia. However, training doctoral super-
visors on career-related topics can help them
discuss and support their students in their
future careers.

A high majority of the respondents in both
surveys and interviews conducted see the
Individual Study Plan (ISP) for doctoral
students as an important possible tool for
more structured career support for doctoral
students. The Higher Education Ordinance
(1993:100)%¢ mentions career guidance for
students in Chapter 6. However, it's up to the
university to decide how to offer the work
with career guidance. Taking advantage of the
ISP can provide an excellent opportunity to
include career guidance as one topic discus-
sed during the meetings between supervisors
and doctoral students. According to the SA-
CO-S group for PhD issues, the ISP section on
career support should be clarified and answer
questions on what, when, and who? Most
surveyed and interviewed researchers haven't
used the Individual Study Plan (ISP) for career
support. Those who have talked with their su-
pervisors only did career planning within aca-
demia. There seems to be an understanding
that the ISP isn't at all for career planning, and
we see a highly underused potential of this
important tool in a doctoral student’s educa-
tion.
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Collaboration is key!

As seen in interviews with representatives
from academia and industry, they all need

a deepened collaboration to better match
international junior researchers with the job
market's needs. As seen in Rekryteringsen-
kdten 2024'* (the Recruitment Survey), the
industry-academia collaboration today on a
research-level has just a 35% satisfaction rate
among the companies.

It's visible from the junior researcher’s view
that they want a better connection to the
Swedish job market during their time at the
university. Some universities in Sweden have
a good connection to the companies in their
surroundings regarding career options for
their students and researchers, but most
don't. This can also be read in a report by the
Federation of Swedish Enterprise (Svenskt
Néringsliv)®: “Since Swedish universities are
generally low in terms of cooperation and
support to help international students enter
the labour market, Swedish business wants
the following: Universities and colleges
should take greater responsibility to especial-
ly support international master’s and doctoral
students with contact with the business world
to facilitate their establishment in the Swedish
labour market. The efforts should include
cooperation with the business world and
other actors, various forms of career support
or courses in Swedish and arranging labour
market days.”

Another good effort could be to work with
alumni to demonstrate good examples of
careers outside academia. Our university
staff survey shows that 71% actively work with
alumni to tie junior researchers to a possible
career outside academia.

It's clear, especially from interviews we condu-
cted with representatives from industry, that
companies need help from universities in
understanding how to best fit a person with a
PhD into their organisation.
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Universities know best how to explain a rese-
archer’s broad profile and how many abilities
they can enrich any company with. However,
as reality shows today, many companies don't
see the need for a researcher profile in their
company - and it's up to the universities to
help companies better understand the rese-
archer group's potential. When, in addition,
the researcher also has an international back-
ground, the threshold can, unfortunately,
often be even higher.

At the same time, companies also need to
take part in the responsibility. As the Interna-
tional Talent Map Report' states, when it co-
mes to how companies have to improve their
ways to be more welcoming to international
talents: “the need for an increased focus on
integration, inclusive language practices,
streamlined bureaucratic processes, career
development, and a culturally attuned work-li-
fe balance, which, if improved, companies can
more effectively meet the nuanced needs of
their international workforce. These key areas
highlight opportunities for both private and
public sectors to collaborate in creating a
more favourable environment for internatio-
nal talents, enriching the dialogue on global
mobility and talent management.” In the
survey and interviews with junior researchers,
we see them express a desire from industry
to help explain recruitment processes and
how to promote themselves to be attractive to
employers.

Regarding collaboration, universities must
also collaborate in organising careers-related
activities for their common target groups of
international researchers. Networks in their re-
gions should support national, regional, and
local activities to ensure the success of such
programs. Here, EURAXESS can play an im-
portant role as an over-arching organisation.



Impact of the government, agencies and regional actors

“To be competitive in the global arena, governments have realised the need to actively
create an attractive environment by reducing bureaucratic hurdles, offering tax incentives,

and ensuring access to a skilled and adaptable workforce.

It's hard to talk about the role of Swedish
universities in providing alternative career
support without mentioning the role of the
Swedish Government. Most Swedish univer-
sities are public, meaning that the Swedish
Government has the highest responsibility for
how they are governed.

Swedish universities have great autonomy,
but they are all governed by the Ministry of
Education (except Sveriges Lantbruksuniver-
sitet, which is governed by the Ministry of
Climate and Enterprise)'™. The ministries give
guidelines to all public universities each year
in something called regleringsbrev (regula-
tion letters, a general one for all universities
and a specific one per university)'®.

In the Talent Map Report?, the authors recom-
mend that universities should be measured
on the level of company partnership and

job support for international students and
researchers, a sort of collaboration bonus.
Collaboration is often mentioned in the regle-
ringsbrev (regulation letters). Still, it could be
further deepened by specifically mentioning
working with companies and other organisa-
tions to help researchers and companies find
each other.

60

»1

In March 2024, the Ministry of Climate and
Enterprise presented a new effort they will
make to attract and retain highly skilled inter-
national talent. The Government will allocate
85 million SEK over 3 years (2024-2026) for
10 governmental agencies to work together
for stakes that will help attract and retain this
talent, amongst other researchers at Swedish
universities. The Swedish Agency for Econo-
mical and Regional Growth (Tillvéaxtverket)
will coordinate this mission. This can be a
start to collectively working as a nation and
attracting and retaining highly skilled interna-
tional talents. Still, it requires that all agencies
involved (and also other parties of interest)
make a joint effort to go further in this area
and at least be as good as, if not better than,
our Nordic neighbours. In addition, in April
2024, the Swedish Government presented an
assignment to investigate measures to im-
prove the ability to attract and retain foreign
doctoral students and researchers in Sweden.
The investigation will be presented latest 9
December 2024.%?

As we can see, both in the surveys and the
interviews, as well as secondary data, the
need for knowledge of the Swedish language
is highly important. The possibility of interna-
tional researchers learning Swedish at univer-
sities today varies a lot. Some offer it in a very
structured way, and some barely offer it at all.
Researchers at all levels should be given time
to learn Swedish, partly during office hours,
for integration purposes and career possi-
bilities - both within and outside academia.
Other actors that could take a role in educa-
ting researchers in the Swedish language are
the municipalities.



We can see an excellent example from Ore-
bro, where the university influenced the mu-
nicipality to create a specific course within SFI
(Swedish for Immigrants), especially for aca-
demics and their partners.

Transition funds (omstéallningsmedel) from the
Job Security Foundation (Trygghetsstiftelsen),
given to all public Swedish universities for
proactive work for those who risk unemploy-
ment, have been mentioned earlier in the
report as good examples of financing efforts
for career support (e.g. Uppsala University
and Karolinska Institute). An easy fix for other
universities to come further in their career
support efforts could be allocating money
from these funds to proactively work with
career support outside academia.

12 months for a permit to look for a job or
explore the possibility of starting a business

is quite a short time, especially if the interna-
tional researcher hasn’t had time, knowledge
or a chance to get to know the Swedish job
market or learn Swedish during their previous
permit. Exploring, applying, and getting a job
offer for an international researcher in only 12
months can seem a bit stressful. Not to men-
tion starting a business that will make revenue
to live off in only 12 months. In comparison,
other Nordic countries are more generous
with these permits. The suggestion from the
Swedish Government that knowledge of
Swedish and Swedish society will become a
requirement for obtaining permanent resi-
dence put even more pressure on researchers
who wish to establish themselves in Sweden.
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PART 6

Recommendations

The report identifies several critical actors in helping international junior researchers into

the Swedish job market outside academia. Below are several recommendations we want
to give these actors so that together, we can supply Sweden with the right highly skilled

competence.




FOR THE UNIVERSITIES

Make it mandatory in the doctoral students’ Individual Study Plan (ISP) to include a section
on career guidance within and outside academia

Offer training courses for the supervisors on the role of being a career guide

Offer courses for doctoral students and postdoctoral researchers on alternative career
paths, preferably compulsory or where credits are given

Use the transition funds (omstéllningsmedel) provided by the Job Security Foundation
(Trygghetsstiftelsen) to finance actions for career guidance outside academia

Collaborate amongst several units of the university, as well as with support organisations
such as the Junior Faculty, to create a network for sharing resources and insights
Collaborate between universities in offering career support to researchers

Offer courses in Swedish to all international students and employees; promote the courses
and make them as accessible as possible

Work with talent retention with companies in the region, with a focus on the university's
strategic partners

Work strategically with alumni of the university, for example, through sharing success stories
or offering mentorship programmes

3

FOR THE INDUSTRY

Collaborate with universities to provide internships for junior researchers

Create examples of how valuable it can be to hire someone with a PhD and find good ways
to share them

Make efforts to be more open to international recruitment, international junior researchers
in particular, by, for example, revising the language requirements

FOR THE GOVERNMENT

Create a collaboration bonus for Swedish universities, making it profitable with a high level
of collaboration in matching researchers’ skills with companies’ needs

Use regleringsbrev (regulation letters) as a mission statement for all public Swedish univer-
sities to help them implement career support

Learn from governments that already have established support for junior researchers, such
as Denmark and Finland, to make a structure in doctoral education for time outside the
university

Change migration legislation regarding the possibility for job seeking permit to be exten-
ded to two years




| V.
FOR OTHER ACTORS AND ORGANISATIONS

For the Job Security Foundation (Trygghetsstiftelsen) help universities see what options the-
re are to use transition funds (omstéllningsmedel) for activities to support a career outside
academia

For the Swedish Public Employment Agency (Arbetsférmedlingen), make a section on the
website for jobs requiring only English and make it possible to search for someone with a
PhD as a keyword

On a municipal and regional level, offer Swedish for Academics, such as a special section of
SFl only for people with an academic background

FOR THE INTERNATIONAL JUNIOR RESEARCHERS

Start learning Swedish early on if you intend to stay in Sweden; this is important both regar-
ding a career inside and outside academia, as well as for integration purposes

Ask your supervisor about career support outside academia, for example linked to the ISP
It is important to take ownership of your career development and make sure you start in
good time!

r WP

' The best effects will be seen if each actor takes
i

responsibility and act for their part, with the
overall goal of working together to ensure that
b, the needed highly skilled competence stays in

Sweden. )
“ |
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Appendix

1. Survey - young researchers
2. Demographics of researcher interviewees
3. Survey - Swedish universities



This is an invitation to early stage international researchers currently in Sweden (second-year
doctoral students up to doctoral graduates with their PhD awarded within the last two years),
to participate in a Vinnova-funded project on career-related support for a possible career
outside of academia.

The aim of the project is to map the ability of Swedish universities to guide international
researchers to a possible career outside academia after completing research/doctoral
studies, as well as researcher needs and competenses required by the Swedish business
and industry sector.

We are therefore interested in getting your thoughts on the likelihood to stay in Sweden and
your current view and needs of career-related support provided by your university in terms of
reaching a career outside of academia. For more information about the research project,
please contact our project manager Therese Lindkvist (therese.lindkvist@liu.se).

Feel free to forward this survey to any early stage international researcher that fits the
criteria, that you think would be willing to help us to get a better understanding of
career-related support for international researchers in order to achieve a career outside of
academia.

All answers provided by you will be anonymised and pooled with other participants’
responses before published in a report.

Your participation is really appreciated!

Kind regards,
The project team

VINNOVA

Sveriges innovationsmyndighet

- JOXESS O

How to fill in the paper survey
Below you can see how you mark an answer option in the check boxes, and how you change
a selection.



[Z] The answer option has been marked correctly

@ The answer option has been marked incorrectly, the cross must be in the middle of the
box

8 The answer option has been marked incorrectly, the cross is too strong

Changed selection, the answer option will not be counted as being marked



1 R TRRRIT i O (R 40 R T 4

| am aware that the information/answers provided by me in this survey will be
anonymised and used in the final project report.

[_]Yes, | am aware and give my consent

Please read the questions carefully before answering.

Are you positive to a career outside academia in Sweden?

[ ]Yes
[ INo

[_]Don't know

Please state the reason(s) for your reply on question 2. Be as specific as possible.

Are you using or have you used the Individual study plan (ISP) during your doctoral
studies to help you find a possible career outside of academia?

[ ]Yes
[ INo

[ |Don't know

Please describe how you have used the ISP to help you find a career outside academia
or the reasons to why you have not used it?

How do you rate your knowledge about the job market in Sweden?
[ |No knowledge

[_]Little or some knowledge

[ ]Good knowledge

[ ]Very good knowlegde

Comment




1 R TRRRIT i O (R R 4

Where do you go for support in regards to finding information about a possible career
outside of academia? Mark all that apply.

DThe career advisor at my university

[ ]My supervisor(s)

[ ]My colleauges

DThe Swedish Employment office (Arbetsférmedlingen)
[ ]Social media, such as Linkedin

[ ]I don't know where to turn

[ ]Other, please state below

Other places and comments to the question above.

Is there anything that you feel that you lack or did lack, from your university, in terms
of guidance on how to reach a career outside of academia in Sweden?

[ ]Yes, please comment below

[ INo

Comment




1 R TRRRIT L O (A RN 4

Please rank how the educational system/university best can support you, in terms of
identifying and/or finding a career outside of academia in Sweden? (1= most important
7= least important)

1 2 3 4 5 6 7

Guidance to
understand the
Swedish job market

Guidance to Swedish
networks

CV-writing

Job interview
workshops

Oood O

Help finding an
internship D

Guidance to finding job ]
options

Other; please state
below (If no other, just [ ]
mark as 7)

O O dodd o
N O e I A O O
N O e I A O O
O O dodd o
O O dodd o
O O dodd o

Comment

What can be a hindrance to pursuing a career outside academia in Sweden? Mark all
that apply.

[ ]Lack of knowledge of the Swedish job market

DLack of knowledge on how to match academic skills to the non-academic job market
Dlt is difficult to find a well-paid job outside academia in Sweden

D Language and/or cultural barriers

[ |Family issues

DAdministative issues (such as migration)

[ ]Lack of professional and/or social networks

DOther, please comment below

Other hindrance or comments
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Please rank the reasons to why, in your mind, international researchers do not pursue
a career outside academia in Sweden? 1= most important 10 = least important.

1 2 3 4 5 6 7 8 9 10

I

Swedish companies

hesitate to hire 1 01 O [0 [0 O

international staff
It is difficult to find a

well-paidjoboutside [ | [ [ [ [ [

academia in Sweden

Lack of knowledge of

the Swedish job O O O O O >

market

I
[]
[]
]

[]
[]
]

Not knowing how to
translate one's
academic skills to
match the job market
outside academia

Family issues

Administrative issues
(such as migration)

OO O

O 0O oOod ot O
O 0O oOod ot O
O 0O oOod ot O
N I O A A 0 e
O 0O oOod ot O
O 0O oOod ot O
O 0O oOod ot O

Lack of cultural
integration D

Lack of language skills [ ]

Sweden is an

expensive country to [ |
live in

Ohter, please state

below (If no other, just [ |
mark as 10)

O 0O oOod ot O
N I O A A 0 e

Comment

Is there anything you wish to add regarding finding a career outside academia in
Sweden?

Questions about you.

We wish to find out some more information about you and your current work/study situation in
order to get a better understanding of who you are. Please reply to the questions below.




1 R TRRRIT i O (R 8 RN 4

Gender
[ ]Woman

[ [Man

[_]Other
[ |Prefer note to state

Year of birth (YYYY)

Which origin do you closely identify yourself with?
[ |EU/EES
[ |Non-EU/EES

Family and/or dependants

[_]Single

[ ]Living with partner only

|:|Living with partner and children or dependants under 18 year of age
D Living with partner and children or dependants over 18 year of age
|:|Living with children or dependants under 18 year of age, no partner
D Living with children or dependants over 18 year of age, no partner
[ ]Other, please state below

Comment

In what area(s) are you currently performing or have completed your PhD studies?
[ ]IT Technolgy

[ ]Engineering

[ ]Life Science or biomedicine

[ ]Social sciences

[ ]Arts and humanities

[ ]Other, state below

Comment
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At what university have you or are you conducting your PhD studies?

Was or is your doctoral degree supported by the industry (i.e., you are or were an
industrial doctoral student)?

[ ]Yes
[ INo
[ |Don't know

Comment

What best describes your current situation?
DI am pursuing my PhD studies, and | am currently on my second year or later

DI have completed my PhD Degree within the last two years (please fill in year and month
of completion under Comments)

DI am currently a paid employee outside academia in Sweden

DI am currently a non-paid employee outside academia in Sweden

[_]i am currently a business owner or shared business owner in Sweden
DI am employed in academia in Sweden

[ ]I am unemployed

[ ]Other, please state below

Comment

What best describes your past work experience? Mark all that apply.
[_]I have had non-paid work experience outside academia in Sweden
DI have had paid work experience outside academia in Sweden

[ ]I have previous been a business or shared business owner in Sweden
[_|None of the above

Comment
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Thank you for completing this survey! Would you mind if we contact you if we have
further questions in regard to the topic of international researchers' career outside of
academia? The reason would be to gain a deeper understanding of the topic.

[_]Yes, I would not mind to answer further questions
DNo thank you, | prefer not to be contacted
If yes, please share your e-mail adress where you can be reached.




Appendix 2

Interviewee demographics Females? Males? Full sample?
(Based on 12 out of 13 interviews)*
The percentages are rounded up nf=z9  75% nm=3 25 % N=nf+nm=12 100%
or down.
Civil status
Alone 9 75 % 3 25% 12 100 %
Partner 0 0 0
Partner and children 0 0 0
< 18 years old
Unknown 0 0 0
Research area
Social science 4 33% 2 17% 6 50 %
Arts and humanities 1 8% 0 1 8%
Life science or 1 8% 0 1 8%
biomedicine
Natural science 2 17 % 0 2 17 %
IT Technology / Engineering 1 8,5% 1 8,5% 2 17 %
Type of PhD
Industrial 1 8,5% 1 85% 2 17 %
Non-industrial 8 67 % 2 16 % 10 83 %
Nationality
Europe 9 75 % 0 9 75 %
Non-Europe 0 3 25% 3 125%
Degree stage
Doctoral student 7 58 % 3 25% 10 83 %
PhD completed 2 17 % 0 2 17 %
Work-experience outside
of academia
(Paid or non-paid)
Yes 5 42 % 2 17 % 7 59 %
No 4 33% 1 8% 5 41 %

10f 18 invited junior researchers 13 were interview whereof one outside the survey. Therefore, the above table is

based on 12 interviews.

2 nf=females, n™=men, N=interviewees based on survey
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VINNOVA

Sweden’s Innovation Agency

MAUXESS

RESEARCHERS IN MOTION

KARRIARSTOD VID LAROSATEN
Enkat - host 2023

Valkommen till var enkat om karriarstod vid larosaten i Sverige! Ditt deltagande ar viktigt for
0sSS.

Observera att ditt svar ar helt anonymt men om du énskar kan du Idmna kontaktuppgifter i
slutet for eventuell uppfdljning.

Sista dagen att fylla i enkaten ar den 15 december. Enkaten tar upp till 15 minuter att
besvara.

Har du nagra fragor angaende enkaten eller vart projekt? Kontakta oss garna pa
internationalstaffsupport@liu.se.



I.

Ditt larosate

Din avdelning (ej obligatoriskt att
ange)

Din roll (ej obligatoriskt att ange)

ALLMANNA FRAGOR OM KARRIARSTOD:

2. Berétta kort vad “karridrstod for forskare” betyder for dig.

3. Erbjuder ditt larosdte karridrstod for forskare?

O Nej

4. Vem far ta del av k arriarstodet? (Mojligt att ange flera svar)

I:l Doktorander
I:l Postdoktor och juniora forskare
I:l Seniora forskare

5. Vem riktas k arriarstodet till?

O Bara internationella forskare

O Bade nationella och internationella forskare



6. Vilken eller vilka avdelning(ar) ansvar for karridrstod?

7. Nar etablerades karridrstodet?

8. Om ni har ndgon hemsida for karridrstod, ange girna linken nedan:

STOD FOR AKADEMISK KARRIAR:

9. Erbjuds det stdd for att utveckla och forbattr a
undervisningsfardigheter?

O Ja (vanligen ange exempel pa stdd eller
relevant hemsida)

O Nej

10. Erbjuds det stdd for att skriva forskningsansokningar och
publik ationer?

O Ja (vanligen ange exempel pa stdd eller
relevant hemsida)

O Nej

11. Finns det mentorprogr am fér akademisk karriar?

O Ja (vanligen ange relevant hemsida eller
ansvarig person)

O Nej

12. Erbjuds det dvrigt stdd for akademisk k  arriar?



O Ja (vanligen ange exempel pa stod eller
relevant hemsida)

O Nej

STOD FOR KARRIAR ANFOR AKADEMIN:

13. Erbjuds det tjanster som stddjer forsk are som sdker karridrer utanfor
akademin?

O Ja
O Nej

14. Ange ungefiar hur manga forskare per dr som tar del av foljande
tjdnster:

Upp till  Mellan 11 Fler &n  Erbjuds Vet
10 och 50 50 inte inte

CV-granskning
Intervjuforberedelser
Individuell coachning

Utbildning/ workshops om att
soka jobb utanfér akademin

Utbildning/ workshops for att
forbattra anstdllningsbarhet

O O 000
O O 00O
O O 00O
O O 000
O O 00O

15. Vem haller 1 ovanstédende tjdnster?

O Lirosdtespersonal
O Externa medverkande och foreldsare

O Bide ldrosidtespersonal och externa medverkande

Anslutning till ndringslivet och samhéllet

16. Erbjuds det stdod for att underldatta 6vergangen for forskare till
industrin?

O Ja (vinligen ange detaljer eller relevant
hemsida)

O Nej




17. Finns det program eller initiativ for att framja samverkan mellan
forskare och samhillet?

O Ja (vanligen ange detaljer eller relevant
hemsida)

O Nej

18. Erbjuds det natverksmajligheter for forskare som v ill fa kontakt med
yrkesverksamma utanfor ak ademin?

O Ja (vanligen ange detaljer eller relevant
hemsida)

O Nej

19. Har larosatet ett aktivt alumnnatverk for att knyta doktorander och
unga forskare till alumner inom olik  a karriarsomraden?

O Ja (vanligen ange detaljer eller relevant
hemsida)

O Nej

20. Har larosatet en jobbportal dar foretag kan fa tillgang till forsk ares
Cv?

Ja (vanligen ange detaljer eller relevant
hemsida)

Entreprendrskap och startupverksamhet

21. Erbjuds det stdd for forskare som ar intresserade av entreprendrsk ap
och startups?

O Ja (vanligen ange detaljer eller relevant
hemsida)

QO Nej

22. Finns det nagr a specifik a insatser som du tycker har varit sarskilt
framgangsrika for att framja forsk ares karriarmojligheter utanfor



akademin?

FRAMTIDA PLANER

23. Har ni ndgra kommande planer eller initiativ for att forbéttra
forskares karridrmojligheter utanfor akademin?

24. Finns det nagot du skulle vilja att ditt ldrosédte skulle lagga till i
utbudet av karridrtjdnster?

KONTAKT FOR UPPFOLJNING

25. Om vi har ytterligare frdgor eller behover fortydliganden, vem ska vi
kontakta? Ange namn och epostadress .




