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Aim and research question: The aim of this study is to investigate how high skilled foreign 

intellectual individuals are integrated in the job market in Gävle city. The research questions are: 

How does the job situation for foreign born graduates look like in Gävle city today? What factors 

and barriers affect the integration of high skilled foreign born graduates on the job market in 

Gävle city? 

Method: In our study the data was collected by open questionnaires and interviews as well as 

from different databases. The respondents consisted of foreign born graduates, politicians, 

representatives from the private and public sector. 

Although the data collection was mostly of qualitative nature some quantitative tools are used in 

this study such as charts and pie charts to give a more common view of the sampled group’s 

responses. The way we choose to work on the study was in an deductive manner as we started out 

in observations and later try to explain them with theory. When trying to find these theories we 

used textbooks and scientific articles to gather explanations by different authors. 

 

Results and conclusions: Our main findings where that the main barrier for the employers 

towards foreign born graduates is failure to communicate with them because of culture crash. The 

second most common barrier named by employers is the language. The third most common 

problem is related to contact networks. From the graduate point of view the first thing they name 

is lack of information as their biggest problem. The second most common problem for graduates 
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is the language and the third most common problem they name discrimination which according to 

us is an effect of culture crash.  

Our conclusion and recommendation is that to help employers seeking qualified personal, and to 

help foreign born graduates to look for the right jobs, i.e. encourage these two streams to meet. 

There is work needed to be done in two directions the employers need to be informed with more 

relevant information about cultural background of foreign born graduates and for the public 

sector to provide better orientation to the foreign born graduates in the Swedish system.  

We have through our respondents learned that there indeed exists a level of brain waste. The 

theoretical implication from this study is that the research adds to strengthen existing theories. 

When talking about culture, according to the respondents it is important that an employer has a 

knowledge of diversity.  

Culture and language has been confirmed as barriers towards the job market by all respondents. 

The study also confirmed factors which hinders integration of foreign born graduates to the job 

market. These factors are: Hazards, disadvantages and integration containing lack of information, 

lack of guidance, proper job seeking tools, stereotypes and discrimination. The study shows a low 

priority of social integration among the foreign born respondents, versus learning the Swedish 

language and looking for jobs in Gävle city.    

Key words: integration, job market, barriers, culture, language, foreign, Sweden 
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1. Introduction 
 

We start our study by introducing the background that discusses the main subject in the 

question of our research. Furthermore we present the research question, aim and the limitations 

of our study. The chapter will conclude with a disposition on the different chapters.  

 

1.1 Background 

 

Since year 2000 Europe is dealing with problems related to maintaining and ensuring the 

European social model, which strives for economic growth, high living standards and good 

working conditions (Gemenskapens Lissabonprogram , 2005, p. 2). In 2005 The EU commission 

proposed the start for the Lisbon Strategy which would cause crucial and cardinal changes for 

EU:s economic and social future (Gemenskapens Lissabonprogram , 2005). The strategy was 

concentrated on two tasks: one was to generate strong growth and another was to create more and 

better jobs. Economic growth and increased employment would modernize EU economy to 

insure and preserve the European Social Model no matter of influence from global markets, 

technical changes, environmental strains and problems related to aging of population in EU 

countries. In 2010 a new agenda was launched - Europe 2020 (www.europa.eu) , which kept the 

central ideas of the Lisbon strategy, and there the human capital is in the centre together with 

importance of creating new jobs and maintaining of social sustainability, economic growth via 

innovation, creating new jobs and develop small & medium enterprises. All these efforts are 

aimed towards sustainable economy and an advanced social model for European Union countries. 

The Europe 2020 Strategy (www.europa.eu) gives clear orders to benefit from the human capital. 

The EU Commission requires from its member countries to create faster and easier possibilities 

to attract and maintain scientists from countries outside EU: “Ineffective laws, difficulties to 

enter the job market and insufficient competition may work as barriers towards innovation in the 

sectors which have high potential towards growth” (Gemenskapens Lissabonprogram, 2005, p. 

8). That’s why the EU commission began a series of sector inspections to map out barriers 

towards growth and innovation in the most important sectors. Finances for the EU social agenda 

are accumulated in EU Social fund, which together with other EU programs financially help EU 

http://www.europa.eu/
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member states to develop activities towards reaching the aims of EU Strategy (Gemenskapens 

Lissabonprogram , 2005, p. 10).  

Sweden elaborated national strategy and regional strategy to match EU directives. Eight regional 

structural funds are created to contribute to Lisbon strategy in 75% of EU frame 

(Näringsdepartementet, 2012, p. 57) where integration and diversity are considered as economic 

growth factors (Näringsdepartementet, 2012, p. 45). Regional Development Programs of Sweden 

consider people with foreign background as important resources to future competence and work 

force supply. Cultural background and additional competences contribute to increase dynamics 

and innovative ability and to open new markets. In association with industry questions, people 

with foreign background are considered often as potential entrepreneurs (Näringsdepartementet, 

2012). “The quantity of population in Sweden with foreign background is so big that this group 

has a crucial influence on the total economic growth of the country” (Näringsdepartementet, 

2012, p. 46). Despite this, the matter of integration and diversity is poorly promoted in the 

program execution. Follow up of those eight regional structural funds (Regionala 

Strukturfondsprogrammen) shows that there is an absence of knowledge among those regional 

development actors about what is the meaning of integration for growth and competitiveness. 

Ekberg (2005, p. 105) writes that diversity creates growth only if emigrants are on the job market, 

or create enterprises.  

Specification of Gävle is that during long period it has been an industrial city in Sweden, full of 

fabrics and factories, where people were in a hurry to enter the job market, as there were lots of 

vacancies and there was no need to spend several years to get high education. As a result, we 

received a region having a special microclimate by means of no necessary of  having advanced 

education. Today’s situation is combination of low education, high unemployment and high rate 

of cultural diversity, makes Gävle a special region needed in urgent and controversial actions 

according to us authors. 

Information about that Gävle is the municipality with the highest unemployment and the lowest 

education level in the whole of Sweden is given in many official sources 

(www.arbetsförmedlingen.se, Nov 2012).  Additionally the region is populated by high 

concentration of emigrants, including foreign born graduates. According to information from 
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translation agencies, they get orders to interpret 150 different languages (www.linguavox.se) in 

Gävle. Statistical information from The Swedish Agency for Higher Education Services (VHS) 

says that in Gävle municipality they get applications to evaluate educations from more than 50 

different countries.    

 

High Unemployment, low education and high concentration of emigrated population, makes it 

interesting to investigate what key effects influence the EU main directive – to use the foreign 

human capital towards growth and sustainability. To see how EU strategic goals apply on a local 

regional situation in this complicated region, with focus on Gävle city.  

 

The specific target group for our study is high skilled foreign born intellectual capital, living in 

the city. What inspired to perform this research was observations and real life encounters with job 

seeking foreign born graduates, and thus we find it interesting to investigate what barriers and 

factors we face in Sweden regarding foreign born human capital at a regional level. 
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1.2 Problem 
 

“Every third employer wants to hire more personal, but cannot because of lack of appropriate 

competence”, - says the research result from recruiting agency Manpower, analysed by 

(www.motivation.se). The authors of the article have also made an interview with Svenskt 

Näringsliv (/www.svensktnaringsliv.se), where mismatch in competence was pointed out as a 

major obstacle in work life. The union of academics in Sweden – the Swedish Confederation of 

Professional Associations (www.saco.se) made a research where stated that emigrated academics 

are experiencing much difficulties at the job market in Sweden. 

There might be a problem in Gävle that high skilled foreign born graduates (workforce), who 

look for jobs, and organisations looking for competent professionals, - do not meet at the job 

market to satisfy each other’s needs. This gap is affected by different factors and barriers which 

can result in less economic growth and waste in human capital.  

1.3 Aim 

 
The aim of this study is to investigate how high skilled foreign intellectual individuals are 

integrated in the job market in Gävle city. 

1.4 Research questions 

 
1) How does the job situation for foreign born graduates look like in Gävle city today? 

2) What factors and barriers affect the integration of high skilled foreign born graduates on 

the job market in Gävle city? 

 

1.5 Limitations 

 

The study is limited to studying foreign born graduates in Gävle. Gävle in general is considered 

to have the highest unemployment rate in the whole of Sweden. (www.arbetsförmedlingen.se, 

Nov 2012) At the same time this city is considered to have lowest education level in country 

which makes the town interesting for this study.  

http://www.motivation.se/
http://www.saco.se/
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To investigate the requirements of the employers we limited ourselves to meet with recruitment 

agencies and coach companies, and not directly with employers, because recruitment agencies 

know the market situation very well, by performing a match between an appropriate candidate 

and the vacant position. Recruitment agencies and coach companies experience all barriers 

existing between employer and job seekers. It can also be difficult to discuss these delicate 

questions directly with employers, because of antidiscrimination regulations in Sweden. 

(www.notisum.se). Besides, as a result of direct contact with employer we risked to receive bias 

answers and try to discuss things that are not so easy to discuss with them.  

 

  

http://www.notisum.se/
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1.5 Disposition 

 

Chapter 1 

In this chapter we introduce the background of the study and introduce the research question, aim 

and the limitations of the study. The chapter will conclude with a disposition on the different 

chapters.  

Chapter 2 

In this chapter we introduce our literature review and the theory that has been used. The chapter 

ends with the presentation of the theoretical framework  

Chapter 3  

In chapter three the methodology is introduced and the respondents are introduced. The terms, 

qualitative and quantitative, validity and reliability, inductive and deductive, technique and 

method of analyzing data are introduced 

Chapter 4 

In chapter four the empirics of the study is introduced and the respondent’s answers are 

categorized and listed. 

Chapter 5 

In this chapter the analysis is performed and the empirical data is analyzed with the help of the 

theory and our own thoughts 

Chapter 6 

In our final chapter we conclude our study with conclusions, possible weaknesses of the study 

and suggestion for further research. 
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2. Literature review 
 

Theory adds to the study by adding theoretical definitions that contribute to explain for example 

the content of the term integration. This is to create a deeper understanding of what the term 

implies. The terms will later be used on the study’s results and contribute to deepen the analysis 

of the empiric material. Below we present a short introduction of high skilled capital, what terms 

have been selected and what impact they have. 

 

2.1 Present situation  
 

The international debate is according to (Schröder, 2008, p. 4) mainly focused on how to deal 

with foreigners with low education and does not give any guidance on how to, make it easier for 

foreign born graduates to use their education. Different programs and quotas exist to attract and 

integrate these scholars for instance in Australia, Canada and new Zeeland (Bradford, 2013, p. 

37) The main questions that mainly have been studied in different parts of the world are questions 

that relate to unemployment, employment and income (Schröder, 2008, p. 5) (Matto, Neagu, & 

Özden, 2008, p. 256)  

Intellectual capital can be divided into three categories; these are human capital, structural capital 

and relational capital (Wang & Chang, 2005, p. 223). Human capital deals with the skills, 

knowledge and know-how of a certain individual. Whereas structural could be for instance 

intangible assets and relational deals with for example customer relationships (Wang & Chang, 

2005, p. 223). When we continue our discussion we discuss high skilled immigrants as human 

capital that posses certain skills and know how that are acquired in the source country. 

Highly skilled immigrants are becoming an important part of the world economy and of policy 

debates in a diverse set of countries. What makes these foreign born graduates so desired are the 

demands in certain skills around the world, increase in world trade, the growth in research and 

development, they all contributed to the emergence of high skilled migration (Regets, 2001, p. 2). 

Migration of skilled worker from developing to advanced countries has attracted considerable 

attention. The vast majority of skilled migrants come from developing and transitional countries 
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with the main poles of attraction being the USA. In the 21 st century emigration of less developed 

parts of the world continues with a growing number of advanced countries offering fast track 

labor market access (Djajic, Michael, & Vinogradova, 2012, p. 1015). The economic effect that 

migration will have on the host country depends on the magnitude, the speed, intensity and the 

structure of the immigration flows with regards to age and qualification. Furthermore they 

depend on the economic business cycle of the receiving economy and the ability to cope with 

rapid structural change. The author (Straubhaar, 2000, p. 21) mention three different types of 

exchange between source and host country, brain gain, loss and exchange. The gain is according 

to the author happening in the United States and in Europe there is a question of brain exchange. 

Brain exchange where there is no loss or gain in human capital but only movement between areas 

(Straubhaar, 2000, p. 9).  The immigration of highly skilled is crucial and decisive for growth and 

wealth in the 21th century (Straubhaar, 2000, p. 21)  

 

2.2 Barriers and factors that affect job seeking for foreign born graduates 
 

2.2.1 Barriers  

 

In this study we define a barrier as something immaterial that separates or hinders. The barriers 

encountered for high skilled immigrant’s as well as for unskilled immigrants are according to 

(Heilbrunn, Kushnirovich, & Zubida, 2010, p. 245) for instance differences in mentality (ways of 

thinking, philosophies ,values) and language problems. Social distance between immigrants and 

host country is a result from differences in language ethnicity, religion and education. The 

differences in human capital between countries concern the individual’s education and work 

experience. 
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2.2.1.1 Organizational Culture 

 

 

                                             Symbols 

                                                             Heroes 

                                                                    Rituals 

 

 

Figure 1: Manifestation of culture (Minkov & Hofstede, 2011, s. 291)  

 

The studies of Geert Hofstede (Hofstede & Bond, 1984) have resulted in mapping the 

manifestation of culture in organizations. Five dimensions of organizational culture were 

identified within the studied organizations and these where entirely different from national 

culture dimensions. National culture is described as what we acquire the first time of our life 

from our living environment. Organizational culture, however are encountered when entering a 

work organization (Minkov & Hofstede, 2011, p. 5). The dimensions found within organizations 

were values, practices, heroes rituals and symbols. Symbols are explained as gestures that carry a 

particular meaning in a culture, heroes are persons that represent characteristics of ideal behavior. 

Rituals are collective activities and these together are visible practices. Values are described as 

unconscious and rarely discussible feelings (Hofstede, Neuijen, Ohayv, & Sanders, 1990, p. 291). 

The learning’s from the studies are that we need to be aware and understand cultural differences 

not only on a national level but also within organizations (Adler, 2008, p. 65)   

In (Erez, 2010, p. 1) teams of Americans Israelis and Japanese workers were given a task and 

were told to solve it in anyway and with any means they wanted. The results were that the 

Americans worked individually and Israelis worked in teams whereas while the Japanese where 

mostly confused feeling hesitant and uncomfortable. This is a good way to illustrate how 

differences in mentality could affect the task at hand.   

 

  

 
 

  

Valu

es 

Practices 
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2.2.1.2 Language  

 

Language is a major barrier that immigrants have to overcome in order to be able to have a 

competitive chance in the labor market (Borjas, 1994, p. 1684) (Heilbrunn, Kushnirovich, & 

Zubida, 2010, p  245); (Chiswick, 1991 p. 149).  Communication and understanding is vital when 

trying to enter the job market not only to understand the task at hand but also to be able to 

socialize with coworkers. The improvement in language skills is greater for those with high level 

of schooling (Chiswick, 1991, p. 166)  

2.2.2 Factors  

 

2.2.2.1 Disadvantages  

 

Resource disadvantage occurs when a group attempts to enter the labor market with fewer 

resources in terms of human capital and networks (Light & Rosenstein, 1995, p. 153). Upon 

arriving in the new country immigrants tend to settle in areas populated by other immigrants with 

similar ethnic background where they can develop communication and contacts (Heilbrunn & 

Kushnirovich, 2008, p. 148). This allowing them to gain information and knowledge about the 

new country. The main source of information in these cases comes from informal contacts. 

Informal contacts could be for example social and family contacts. An example of formal sources 

of information could be local authorities (Kaye, 1995, p. 2) 

Labor market disadvantage is a result of racial gender or nativity discrimination and is not related 

to the productivity of the group. For instance ethnic discrimination and ethnic stereotype. Ethnic 

(nationality) discrimination means that groups of people are treated negatively because of 

ethnicity (Epstein & Gang, 2010, p. 234). Ethnic discrimination for example in a country takes its 

form in the portraying in a group does not belong in ideal image of what being from that country 

is (Epstein & Gang, 2010, p. 234).. An ethnic stereotype is the establishing and portraying of a 

groups culture and abilities. An ethnic stereotype is created by homogenous abilities, behavior 

and culture is constructed that is given having a relationship with the stereotype. By doing so a 

rough generalization of the group and its special features is made. Ethnic stereotypes are often 

created through predigest against a group. Stereotypes are therefore often created through 
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placement of degrading features and thereby gives rise to ethnic discrimination (Bar-Tal, 1997, p. 

514) A group can suffer from both, neither or either disadvantages.  

2.2.2.2 Hazards  

 

Not only may employers prefer to employ natives over immigrants but also immigrants may be 

less knowledgeable about the proper methods to use in a job search (Fang, Samnani, Novicevic, 

& Bing, 2013, p. 99)As a result immigrants may be less successful than natives in the job search 

process. Familiarity is an important variable of social learning, when immigrants lack socio 

cultural context they will have inadequate information for evaluating job search methods. 

Immigrants will continually need to learn how to make sense of the requirements required by 

local social actors. The process of improving, sense making will be more difficult to master, the 

more that a job search method requires social interactions as a medium.  

2.2.2.3 Integration 

 

A central issue in migration research is labor market performance of the immigrants as it mostly 

determines the integration and the economic impact on the host country. It is necessary for 

successful integration in labor market and society that foreign born graduates are appreciated for 

their skills meaning that they are making an effort to contribute with their know-how, by society 

as contribution to the economy (Heilbrunn, Kushnirovich, & Zubida, 2010, p. 245).  

There are four different types of integration these are political, cultural, social and economical 

integration. The political integration is defined as being part of the political community on the 

same terms as others and is not only constricted to voting but also to other political activities. The 

cultural integration has to do with taking on the culture of the host country. In social integration 

the social network has an important role and is key in how the democratic life will work. With 

economical integration, the author means that if the economical differences are too big or that if 

people need to live on governmental funds then they will not be accepted as full members of the 

political system (Bengtsson, 2004, p. 7).   
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2.3 Brain waste a complicated but a productive concept 

 

When talking about foreign born graduates moving across borders, the country that is emigrated 

from is referred to as the source country and the migrated one as host country. The main part of 

the research that has been done associated with brain waste focuses on brain gain and brain drain. 

Brain gain which for the host country is when there is an increased amount of high skilled 

workforce that migrate from the source country. The gain is in skilled workforce that the host 

country has not had to spend any resources in educating the migrant in the basic profession. For 

the source country this results in a brain drain effect where skilled workers leave the country 

(Brzozowski, 2007, p. 2)  

Foreign born graduates are often hired to do work that they are overqualified for in host 

countries. The difference in the skill content of a migrants job versus that of natives with similar 

education and experience varies according to country of origin characteristics (Schiff, 2005, p. 

13) This is agreed upon by (Matto, Neagu, & Özden, 2008, p. 267) ; (Özden & Schiff, 2006, p. 

267) which means that intellectual capital from some countries are preferred over others, these 

could be because of that the host country could prefer intellectual capital that is from countries 

that have similar cultures and work markets. Also identical education levels from different 

countries translate into different human capital levels and job placement according to (Matto, 

Neagu, & Özden, 2008, p. 257) 

When entering a new host country further language or skill education is therefore often needed 

depending on the host country. Assuming that education is provided publicly  an increase in 

education will require additional funds, moreover more time spent acquiring additional education 

means less work and less tax revenues. This leads to an effectiveness and cost problem for the 

host country. Fiscally responsible authorities can respond to this situation either by tax increase, 

reduction in educational subsides or reduction in other public expenditures. This might possibly 

result in a negative impact on welfare and growth (Schiff, 2005, p. 13). And this might be a fear 

for host countries when making policies. Bradford, (2013, p. 33) explains that there are two 

principal concerns to opening the boarders to immigrants one is that they may impose a fiscal 

burden (tax cost) on the destination county and the second one being labor replacement leaving 
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the domestic workforce out of work. This is agreed upon by (Djajic, Michael, & Vinogradova, 

2012, p. 1016)  

Brain waste therefore is a problem that occurs when an immigrant with a high education comes to 

a host country and acquires a job that is beneath their level of competence. Two types of brain 

waste are mentioned underutilization or misallocation. Misallocation of intellectual capital means 

that the immigrants knowledge could have been better used elsewhere for instance in the source 

country (Matto, Neagu, & Özden, 2008, p. 256). In underutilization, the waste being that the 

potential of the individual is not fully utilized. Extreme cases of brain waste is seen when a host 

country desires unskilled labor force but nevertheless attracts both skilled and unskilled labor 

force or when the demand for a less skilled job is greater than a higher one. Then re-schooling 

into the lesser skilled job is a extreme case of brain waste (Schiff, 2005, p. 14-15). This brain 

waste could lead to negative brain effects. 

Negative brain effects that include loss of skill because of to, long time not practicing or that 

other generations see that the same type of job can be acquired by not going to school as by 

having a higher degree. (Brzozowski, 2007, p. 14). Negative brain effects could be avoided by 

having an effective system of integration. There are both positive and negative effects to 

migration, the previous discussion is summarized below. 

 

 

 

 

 

 

 

Table 1: Host countries, positives and negatives (source authors)  

The discussion above leads us to think about how brain waste is even possible in a developed 

country. Through our theoretical study we have found out that a main contributor to 

Host country negative 

 Fiscal costs  

 Fear of natives losing jobs 

to immigrants 

 Brain waste 

 

 

Host country positive 

 Knowledge flows and 

collaboration 

 Increased economic activity 

due to availability of high 

skilled workers  

 Diverse cultures  
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underutilization or misallocation of foreign intellectual capital are language and cultural barriers 

(Regets, 2001, p. 4). 

In this chapter we have discussed barriers and factors. These are summarized below  

Table 1a: (own construction)  

 

Barriers Key words 

Culture Differences in mentality 

Language Communication and understanding 

Factors  Key words 

Disadvantages Resource disadvantages(Human capital 
networks) and Labor market 
disadvantages(Discrimination) 

Hazards Sense making and familiarity 

Integration Political, social, economical and cultural 

Brain waste Misallocation and underutilization  

 

Table 1a: Barriers and factors 

 

2.4 Theoretical framework   
 

  

 

 

 

 

 

 

Figure 2: The theoretical framework (Source Authors) 

This framework shows how high skilled foreign born graduates, when entering a new country are 

faced with different types and levels of culture, barriers, hazards, disadvantages and integration. 

All of these affect the level of brain waste that is suffered in that country. 

High skilled foreign capital  

Language 

Culture  

Disadvantages 

Hazards  

Integration 

Brain waste  
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3. Methodology 
 

We were interested in getting a picture of how politicians, the public and the private sector 

viewed the problem but also on what the foreign born graduates saw as the main issues. 

Therefore both, high educated foreign born graduates and representatives from each of these 

categories where asked their opinions about the problem at hand. The primary information was 

gathered through interviews and surveys. The secondary information was gathered from 

reports, scientific articles and books.     

3.1 Respondents 
 

We have chosen our respondents according to purposeful sampling. “If the subjects are known 

they can be stratified according to known public attitudes or believes” (Marshall, 1996). We have 

chosen (critical case sample) subjects who have specific experiences and subjects with certain 

expertise (key informant sample) (Marshall, 1996). 

For the surveys we have chosen stratified sampling that according to (Biggam, 2011, p 133), 

divides samples into sub groups. In our study by dividing foreign born into foreign born 

graduates. 

 

 Interviews with semi constructed questions were made with representatives of : Gävle 

Municipality, The Confederation of Swedish Enterprise (Svenskt Näringsliv), Swedish Public 

Employment Service (Arbetsförmedlingen), Liberal People’s Party (Folkpartiet), Swedish 

Democrats (Sverigedemokraterna), Taktik, Lernia,  Akademikerspåret, Korta Vägen, the 

Red Cross and Manpower . 

 Telephone interviews were conducted with representatives from National Matchning, 

Academic Power, the equal rights strategist at Gävle Municipality and Proffice.  

 Surveys with open questions were given to foreign born graduates at “Swedish for 

Emigrants” (SFI) - Akademikerspåret  and the program at Gävle University “Korta 

Vägen”.  
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 Statistical data was gathered by email exchange and the internet from the Swedish Public 

Employment Service (Arbetsförmedlingen), National Board of Health and Welfare 

(Socialstyrelsen), Swedish Agency for Higher Education Services (Universitets and 

Högskolerådet) and Gävle municipality. 

 

The respondents – foreign born graduates have been divided into groups according to the 

time period spent in Sweden and occupation at the moment. Explanation to this kind of 

grouping is that information volume varies accordingly to how long time a person was 

living in the country and the same with occupation, - it has an importance what the person 

is doing at the moment when naming barriers and factors to the job market.    

Group A: Live in Gävle 0-3 years, unemployed at the moment - 12 respondents 

Group B: Live in Gävle/Sweden 4-8 years, unemployed at the moment - 12 respondents 

Group C: Live in Gävle /Sweden 9-40 years, employed at the moment by private enterprisers or 

state – 12 respondents 

Group D: Live in Gävle /Sweden 0-40 years, Employed at the moment at Universities and 

institutions – 6 respondents 

2 questions were asked to all foreign born graduates:  

1. What is the main barrier or factor towards the job market? 

2. What is your own solution to solve the problem? 

Gävle municipality 

Gävle municipality is the implementer of the state policy in Gävle. The head of the municipality 

is a politician from the social democratic party. By interviewing this person we got the opinion 

both as from the head of the municipality and from a politician of the social democratic party. 

The interview was conducted with questions that where constructed for an organizations view of 

the problem.  
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Swedish Public Employment Service - Arbetsförmedlingen 

Information about the labor market in Gävle as well as about foreign born graduates registered as 

unemployed was attained through an email exchange with Arbetsförmedlingen. 

Arbetsförmedligen is a state organization with the main task to be a bridge between the 

unemployed and employers. The other task this state organization is given, is integration policy, 

which is expressed in Etableringsreform (www.migrationsinfo.se). 

We have also analyzed Arbetsförmedlingen’s annual report from 2012, where there are groups of 

job seekers listed, that are considered far from the job market. We were looking in the report for 

information about foreign born graduates and how they are considered in this meaning.      

 

National Board of Health and Welfare (Socialstyrelsen) and Swedish Agency for Higher 

Education Services (Universitets and Högskolerådet)  

Statistical information was also gathered from Socialstyrelsen and Universities Högskoleverket 

by email. Socialstyrelsen evaluates diplomas obtained abroad, only in medical field. Information 

from Socialstyrelsen completes the statistics of Arbetsförmedlingen by means of which countries 

in general foreign education is obtained. A parameter of error in this is that, It can be Swedes 

who obtained the education abroad, but education from 3:e countries are rarely obtained by native 

born Swedes.  Accordingly, problematics are related to education obtained in 3:e countries. The 

task of Högskoleverket is to evaluate diplomas in all professions other than medical fields.  

 

 

Lernia, Taktik, Miroi and Work for You 

These private organizations help unemployed persons to obtain tools (CV, personal letter, ways 

on how to look for jobs) for entering the job market, Coach companies look at the problematic 

through the eyes of the unemployed, are familiar with problematic and barriers which 

unemployed foreign born educates experience in practice. “Lernia”, “Taktik”, “Miroi” and 

“Work for You” are contractors of Arbetsfömedlingen in Gävle, get paid per each unemployed 

person and get a bonus per successful coaching, i.e. if a person gets job. Out of these four 

organizations only Taktik and Lernia expressed wish to take part into research.  
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Manpower, Proffice, Academic work, Adecco 

Manpower and Proffice are two among many other recruitment agencies in Sweden, which deal 

in recruitment and leasing of workforce. Why we involved recruitment agencies is that opposite 

to coach companies, they have close contacts with employers and know what employers want and 

require. Recruitment agency’s know the labor market, look at the problematic from the 

employer’s eyes and get paid by employer per each successful matching between the required 

and matched competence. 

 

Akademikerspåret (Program in Gävleborg (SFI))    

 

SFI is a state institution that provide Swedish language courses for immigrants. SFI in  Gävle  

have a program for foreign born graduates who have already evaluated their diploma or might 

need further courses to get evaluation, who need practice to fulfill requirements to enter the job 

market. The director of SFI was interviewed and also foreign born graduates. The director was 

introduced with the same questions as before mentioned. Foreign born graduates where 

introduced with questionary surveys regarding the problematic of being integrated in the job 

market. 

 

Korta Vägen (Program in Gävleborg) 

Korta Vägen is a program in eight different universities in Sweden, including Gävle University. 

Arbetsförmedlingen can recommend foreign born graduates to study at Korta Vägen to complete 

their education, improve the Swedish language and to provide practice at relevant organizations. 

Representatives of the program in Gävle were interviewed (same questions). Foreign born 

graduates were asked to answer a survey containing questions about integration and the job 

market. 
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Nationell Matchning - pilot project (Stockholm, Malmö, Gothenburg)  

Nationell Matchning is the structural pilot project in three big cities in Sweden, Stockholm, 

Gothenburg and Malmö. The project is a cooperation between Arbetsförmedlingen and 

municipalities. It aids foreign born graduates living in those big cities to find a job which matches 

their education and competences in the whole of Sweden There was an interview made by 

telephone with a team member of the project.  

 

Akademic Power - Pilot project (Botkyrka municipality)  

Akadmic Power is a pilot project at Botkyrka municipality which aims to raise the employment 

of foreign born graduates in the state sector. There was a telephone interview made with the 

leader of the project.  

 

The Red Cross (Gävle) 

The Red Cross is a non-governmental organization. Among many other activities performed in 

Gävle, this organization also helps refugees to integrate in society as well as at the job market, 

giving them a possibility to practice. An interview was made with the representative of the Red 

Cross in Gävle. 

 

The Confederation of Swedish Enterprise (Svenskt Näringsliv) (Gävleborg) 

Näringslivet a non-governmental organization which unites 60 000 private companies in Sweden. 

The organization express opinion of enterprisers, describing their needs and lobbing their 

interests on every level. That is also the reason why we choose to interview them. There was a 

recorded interview performed with the head of the organization in Gävle.   

 

The Swedish Democrats (Sverigedemokraterna) 

The Swedish Democrats was chosen as the party, radically against emigration and against 

integration. The party has formulated their policy in the political program  
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( www.sverigedemokraterna.se). The interview was made with the representative of Gävle and it 

was interesting to hear what they think about using of educated emigrants potential towards 

economic growth.  

The Liberal People’s Party (Folkpartiet) 

Folkpartiet was interviewed as one of the political party of Sweden which is for emigration and 

integration. The party expresses its policy in the official program. (link to the program: 

(www.folkpartiet.se) 

What was used in the interview were prepared questions that were not sent to the respondent 

before the interview. The questions consisted of three open questions that the respondent could 

answer to and follow up questions were asked. The characteristics of these questions discussed 

foreign born graduates and the job market. The answers where written down on paper.   

 

The same methodology as Folkpartiet was used when interweaving representative from 

Sverigedemokraterna. 
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3.2 Quantitative or qualitative view 

 

The most dominating view in this study is the qualitative one. We as authors wanted to have a 

dialogue, deeper understanding and observe the feelings communicated when meeting foreign 

born graduates and the different kind of private, state, non-governmental, financial sectors. Using 

this view we feel that we are giving a voice to everyone involved.  Although we later use 

quantitative techniques such as charts and diagrams it is to easier create an understanding of the 

magnitude of the different problems at hand.  

A qualitative approach is used to get a deeper understanding of the topic being studied. It also 

reduces loss of answers, interviews are often used to get a more personal impression and makes it 

possible for follow up questions and therefore increase validity (Larsen, 2007, p. 26-27). The 

downside is that there is difficult to get a more general view (Björklund & Paulsson, 2010, p. 63) 

and the data often takes longer time to process The two methods can be combined, doing this 

allows them to reduce each other’s weaknesses (Larsen, 2007, p. 28)  (Biggam, 2008, p 101). 

A quantitative study relies on data that can be measured numerically. The data is often collected 

through surveys or statistics and is later summarised with mathematical formulas or tables 

(Larsen, 2007, p. 22) (Reinecker & jörgensen, 2008, p. 305). A quantitative approach often 

answers the questions of ”how?” whilst a qualitative approach answers “why?” (Biggam, 2008, p. 

86). A quantitative approach gives the study a good with, possibility to generalise results given a 

certain sample size and makes it easier to limit the researcher to certain questions that are tied to 

what is being investigated. The downside to this approach is that the information is limited and 

the validity might suffer if the wrong questions are asked and therefore also the reability if the 

results are misinterpreted (Larsen, 2007, p. 26).   
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3.3 Induction or deduction  
 

We started our study by observing the process that foreign born graduates go through when 

looking for jobs in Sweden. We then started gathering theory to get a deeper understanding of the 

problems that where experienced and to find a way how to explain them. In other words we 

started out in reality through observations and therefore the work process is defined as inductive. 

There are two principal ways of argumentation these are the deductive and inductive (Larsen, 

2007, p. 22). In a deductive work manner the arguments line up like a chain. For example a 

parameter can be set as efficiency in a study; the subject that fulfills this parameter is therefore 

efficient. One therefore in our understanding start from a given rule and deducts subjects through 

a chain of reasoning until there are only the conclusions left (Hörte, 1999, p. 6-8).  An inductive 

way of reasoning, that has been the work method of this study is based upon facts, ideas, and 

events in other words empirics. The goal here being to get a wider understanding. (Björklund & 

Paulsson, 2010, p. 62). There is a third way to argument, this is through abduction. Abduction 

can be viewed as a hybrid of induction and deduction and begins argumentation based on results.  

3.4 Technique 

 

3.4.1 Interview technique 

 

When conducting interviews there were two techniques used, at most of the occasions paper and 

pen was used due to the lack of recorder, to write down the answers that were given by the 

respondents. The interview was semi constructed (Biggam, 2008, p. 102) giving chance to follow 

up questions and consisted of three widely open questions. The questions were not forwarded to 

the respondents ahead of time. The up side to this is that the respondent is not given the chance to 

perhaps alter the answers making them sound better. On the downside is that the question may 

surprise or stress the respondent that may result in a rushed answer (Biggam, 2008, p. 102). 

When conducting an interview while taking notes, it may draw attention away from what the 

respondents are saying and important data can be lost. However the upside might be that the 

respondent may feel more secure when not being recorded (Dalen, 2007, p. 33). 

In the interviews with Svenskt Näringsliv and Gävle municipality the questioner was altered and 

now contained questions that were “sector oriented” but still semi structured. A voice recorder 
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was used and the questions were not forwarded ahead of time. In these interviews different 

questions were asked although following a semi structured interview framework. Downsides to 

semi structured questions could be that they can prove difficult for respondents to answer 

(Biggam, 2008, p. 102)   

3.4.2 Surveys  

 

When conducting these surveys the respondents were given time to answer them and later, given 

the possibility to discuss them in group. This was to eliminate any misunderstandings and to 

make it possible for follow up questions in a focus group like environment. Surveys can be 

formed in two different ways; one way is through numeric scale that the respondents can choose 

from. This type of survey is good if an awareness of for example a problem exist. The survey 

then can confirm if there in fact is a problem. Surveys can also be formed with open questions 

these are to find out if there is a problem in the given subject among the sample of respondents 

(Larsen, 2007, s. 47). The surveys in this study where written with open questions. An advantage 

whit these types of surveys are that the respondents cannot be affected with given answers 

although closed questions could be easier for the respondents to understand and for the writers to 

process (Larsen, 2007, s. 47).  

3.4.3 Literature and articles 

 

The secondary data that has been used in this study consist of books, reports and scientific 

articles. When viewing this data a problem could be that the information perhaps was written to 

fulfil a different aim than is being investigated. To get more reliable data it is better if many 

authors mention or have the same conclusions as other authors (Larsen, 2007, s. 46) (Björklund 

& Paulsson, 2010, s. 67). Scientific articles are good in this way since to get accepted they have 

to go through screening processes.   
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3.5 Method of analysing data 

 

 

 

 

 

 

 

 
 

 

 

 

 

 

Figure 3: The Analysis process (Biggam, , 2011, p 162) 

 

The qualitative data collected from interviews was transcribed and the quantitative data from 

surveys were run through statistical programs Microsoft Excel 2013 and Microsoft word 2013. In 

the empirical part the data was categorized and described in tables and figures, to give a more 

simplified view as well as showing the main points of the respondents. In the case of the 

organizations the answers were divided into four groups in tables, these were organizations, main 

barrier, other barriers and solutions. In the case of the foreign born graduates these were main 

barriers, detailed description of barrier and solution. In the analysis part the answers from the 

respondents were divided into categories corresponding to the barriers, disadvantages, hazards, 

culture and integration mentioned in the theoretical framework. This was to identify how they 

affect the level of brain waste in Gävle and to easier be analyzed with literature to see if there 

were any similarities or differences.  
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3.6 Validity and reliability 
 

All of our respondents are foreign born who already have high education from their country of 

origin, some of them completed/or is completing their education in Sweden. They are Swedish 

citizens or have a right to live in Sweden. All of them have work permits at the moment of the 

interviews.  

According to (Biggam, 2008, p. 99-100) and (Dalen, 2007, p. 118) validity is given in how data is 

gathered and analyzed and reliability on how well documented the data collection is as well as if 

the study can be conducted several times with the same results (Björklund & Paulsson, 2010, p. 

59). According to (Larsen, 2007, p. 80-81) It is more difficult to get reliability in a qualitative 

study because of that the respondents might be affected by situation, although it is easier to get a 

higher validity. Both validity and reliability can be increased via triangulation (Björklund & 

Paulsson, 2010, p. 60) Meaning that both qualitative and quantitative techniques are used in the 

data collection. 

We think that our study achieves the requirement of reliability and validity technique wise since 

interviews, surveys and samples have been constructed and chosen to give answers to the 

question that is in line with the aim of the study. Transcripts, attachments, interview locations and 

dates are recorded and available. The down side, reliability wise is that this study being mostly 

qualitative is difficult to repeat in terms of getting identical results and answers.   
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4. Empirical information 
 

In this chapter we present answers of the respondents and the results from the surveys. The data 

is categorized and summed up in tables and charts. This to make it more comprehensible to see 

what the respondent’s opinion wise, felt was of most importance to express. We start by 

introducing the data collected from the official and private sector and finish with the data 

collected from the foreign born graduates. All respondents were asked to name a main 

barrier/factor, other barriers or factors and their opinion about solutions to problems. 

 

4.1 Statistical information 
 

According to official information today there are 97 236 persons living in Gävle municipality. 

Out of these 84 899 are Swedish born and 12 337 foreign born.  

Figure 4: Population in Gävle municipality 2014 

 

Source: ( Fakta om Gävle kommun 2014.05.27) 

 

 

 

87%
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34 
 

Foreign born graduates employed by Gävle municipality 

After August 2013 Gävle Municipality does not give out information about how many foreign 

born employees work there. The reason named is that municipality received relevant directives 

from the Discrimination Ombudsman that employees should not be scanned by ethnical 

background and the municipality has difficulties to require this type of information from 

Statistics Sweden (www.scb.se) . The only way the municipality can have the information is, if  

employees themselves say about their ethnical background.  Statistics we recently received from 

the municipality is based only municipality’s internal research, based on answers of 5132 

employees, out of 6 609 total employees (source: letter from municipality). Due to the incomplete 

information, - as 1477 answers are missing in research, it is impossible to see the real picture. As 

this is an essential information for our study, we present information from the year 2011. This 

statistics we obtained from the municipality in June 2013 at the beginning of our study. At that 

time the municipality had relevant information, because the Discrimination Ombudsman’s above 

mentioned advice came later, in August 2013. 

 According to the information of Gävle Municipality’s department of equal rights, based on 

statistics from 2011, out of all employees of Gävle municipality there were 8% employees who 

were foreign born.   

Figure 5: Employees of Gävle municipality 2011, Swedish and foreign born 

 

Source (Statistics from Gävle Municipality in June 2013) 

 

Foreign 

born

8%

Swedish 
born
92%

2011 YEAR 
GÄVLE MUNICIPALITY EMPLOYED 
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511 FOREIGN BORN EMPLOYES
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Further information from the same source was that out of this 8%, there are 80% employed in 

service and care fields and 20% are employed on leader positions, see the following chart:  

Figure 6: Foreign born Employees at Gävle municipality 

 

Source (Statistics from Gävle Municipality given out  in June 2013) 

If we look at official statistic 6 389 persons were employed  in 2011 at Gävle municipality. There 

were foreign born 511 persons which is 8% were employed year 2011.  Out of these 511 there 

were 80% - equal to 409 employed in service and care fields.  Out of the 511 persons 20% - 102 

foreign born persons were employed at managerial administrative positions. How much is 102 

persons for 6389 employees? It is equal to 1,6 % percent.  

Figure 7: Foreign born Employees on managerial and administrative positions at Gävle municipality 

   

 Source (Statistics from Gävle Municipality given out in June 2013) 
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The figure shows in percentage that out of the total amount of employed persons, only1,6 % of 

employees who occupied administrative positions at Gävle municipality in 2011 are born abroad. 

This information is related to the study because of administrative and managerial occupation 

often requires high education and competence.  

4.2 Statistical information about unemployed foreign born graduates from 

Arbetsförmedlingen 
 

Arbetsförmedlingen is a state organisation which is guided by governmental opinion and state 

policy. In the official rapport of Arbetsförmedlingen (Arbetsmarknadsutsikterna 2012). We found 

that foreign born persons, especially persons born in countries outside of EU, are classified as a 

group which meet the biggest difficulties to find a job and this group is classified as risk group 

located far from the job market by definition of time: “This group will risk to take too much time 

to enter the job market”, - It says in the research. How long is “too much time” it is not written in 

this research. We could not find a definition of “high educated” in that study. But it was possible 

to receive statistics from Arbetsförmedlingen, where we saw how many high educated foreign 

born graduates are registered as unemployed in Gävle municipality. 

Unemployment Statistics in Gävle 

According to statistical information from Arbetsförmedlingen in Gävle for January 2014, there 

were registered totally 9690 persons as unemployed. Out of these numbers 6868 were Swedish 

born and 3106 were foreign born.                                  Figure 8: Total unemployment in Gävle municipality             

 

Source: Statistics from Arbetsförmedlingen February 2014 ”Samtliga inskrivna (16-64 år) vid månadens slut.”)                                                                                        
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  The figure (8)  shows percentage difference between totally unemployed persons, both together 

foreign and Swedish born. Out of t out of the total amount of unemployed persons there are 31 %  

foreign born and 69%  Swedish born. 

If the foreign born population in Gävle is 13 % (figure 4), among that quantity unemployed are 

31% foreign born persons.  At the same time Swedish born population in Gävle is 87% (figure 4) 

and among that quantity unemployed are 69% of Swedish born persons.     

  

If we look at the education level of Swedish born population from the same statistic source, we 

see that out of the total amount of unemployed Swedish born inhabitants in Gävle, 17% are high 

educated (university and scientific education) and 83% are low educated (elementary school and 

gymnasial education).  

 

Figure 9:  Education level of Swedish born unemployed in Gävle municipality 

                                                                              

Source :Statistic from Arbetsförmedlingen 2014 (”Samtliga inskrivna (16-64 år) vid månadens slut”.) 
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To see how the education distribution is among foreign born unemployed persons in Gävle, 24% 

have high education (university and scientific) and among the total amount of unemployed 

foreign born inhabitants there are 76% low educated (school and gymnasial). 

Figure 10:  Education level among foreign born unemployed in Gävle municipality  

 

Source :Statistics from Arbetsförmedlingen 2014 (”Samtliga inskrivna (16-64 år) vid månadens slut”.) 

To compare unemployment differences between Swedish and foreign born unemployed very high 

educated persons, namely, researchers (forskarutbildning), as we see bellow,  

Figure 11:  Education level among foreign  born unemployed in Gävle municipality 

 

Source :Statistics from Arbetsförmedlingen 2014 (”Samtliga inskrivna (16-64 år) vid månadens 

slut”.) 
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among the total amount of unemployed scientists in Gävle 75 % are foreign born and 25% are 

Swedish born. In statistics from Arbetsförmedlingen Gävle received in January 2014 we found 

out an increasing numbers of unemployed foreign graduates and decreasing numbers of 

unemployed native born. To compare Swedish born and foreign born ones, we see for example 

that year 2011 unemployed foreign born persons increased by 86 persons and Swedish 

Table 2: Number of unemployed educates, both foreign and native Swedish born year by year 

Year Foreign born educates registered as 

unemployed in Gävle  

Swedish born educates registered as 

unemployed in Gävle 

2010 451 1292 

2011 537 1291 

2012 560 1297 

2013 637 1288 

2014 750 1173 

 
Source : Statistic from Arbetsförmedlingen 2014 (”Samtliga inskrivna (16-64 år) vid månadens slut”.) 

 

born decreased by 1 person. Year 2012 foreign born unemployed persons increased by 23 person 

and Swedish born increased by 6 persons. The most significant difference in shown in year 2014, 

when the number of unemployed foreign born graduates increased by 113 persons and the 

number of unemployed Swedish born graduates reduced by 115 persons. 

 

4.3 The Swedish Agency for Higher Education Services (Högskoleverket) and 

The National Board of Health and Welfare (Socialstyrelsen) 

 

We required statistics from The Swedish Agency for Higher Education Services, today called 

“Universitets and Högskolerådet”. This organisation validates diplomas obtained abroad to 

Swedish equivalent other than medical field. At the same time we required statistics from the 

National Board of Health and Welfare - “Socialstyrelsen”, this organisation evaluates diplomas 

obtained abroad only in Medical field. From these statistics we do not see if the owners of these 
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educations are employed or not, but instead we can see, in which countries are obtained foreign 

education legitimised in Swedish system.  

As we see in statistic from Sosialstyrelsen in Gävleborg out of 127 medical doctors only 27 

obtained education from 3:e countries. The rest 100 doctors are educated in EU medical 

institutions. EU countries are listed, but 3:e countries are impossible to identify from the 

document received from Socialstyrelsen. Out of 164 totally legitimised diplomas obtained abroad 

in different medical field, (including doctors) and legitimized by Socialstyrelen, only 5 persons 

have obtained it in 3:e countries. The rest of the 157 diplomas are obtained in EU countries such 

as Hungary, Great Britain, Germany, Netherland, Romania, Spain, Poland, Greece, Czech, 

Slovakia, Austria, Bulgaria, Latvia. This information we need later when we talk about structural 

problems related 3:e countries. The Swedish Agency for Higher Education Services 

(“Universitets and Högskolerådet”) gives more detailed information about from which countries 

outside of EU the high educations (other than medical field) are coming from. The list is long: 

Azerbaijan, Armenia, Australia, Bolivia, Colombia, Filipina, India, Iraq, Iran, Nigeria, Russia, 

Syria, Algeria, Burundi, Ecuador, Indonesia, Kazakhstan, Kina, Cuba, Mexico, Mongolia, 

Rwanda, Mongolia,  Turkey, Ukraine, Georgia, Eritrea, Ethiopia, Thailand, Japan, Tanzania, 

Ethiopia, Egypt, Kirgizstan, Chile, USA, Canada, Somalia. Totally education is obtained in more 

than 50 different countries. Statistical information from The Swedish Agency for Higher 

Education Services and from the National Board of Health and Welfare shows that there are 

represented a wide range of countries, where the foreign born graduates have obtained the 

education.  

This information we will need later when describing an importance of intercultural dialogue.   
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4.4 Official and private sectors representatives describe barriers related to 

foreign born graduates 
 

Below the answers from the organisational and political respondents are summarised. The 

answers are divided into four groups, these are organizations, main barrier, other barriers and 

solutions. Interview contents in details are attached as an appendix to the research.  

Table 3: Source (Respondents)  

Organization  Main Barrier/ factor Other barriers/factors Own Solutions 

 

Gävle Municipality 

 

 

There are no barriers 

for high skilled foreign 

born graduates to enter 

the job market.  

 

 

 

State does not consider that 

high skilled foreign born 

graduates are far located 

from the job market. 
 

High skilled foreign born 

capital has a problem to 

validate their education.  

 

The reason, why foreign born 

graduates are not employed 

at municipality  is :  

They do not look for the jobs 

at municipality. 

They do not have a contact 

network at municipality.  

There are not many foreign-

born educates in Gävle.   

 

There is no problem for foreign 

educates to find a job and 

accordingly there is no solution 

for their integrating at the job 

market. 

 

Opinions of Municipality and 

Arbetsförmedlingen is the same, 

because AF is the State Agency.  

 

AF- 

Arbetsförmedlinge

n 

 

Evaluation of diplomas 

and education from the 

country of origin.   

 

 

Language 

 

Etableringsreform. 

There are many good projects 

initiative by Arbetsförmedlingen, 

Which help foreign born persons. 

 

Svenskt Näringsliv 

 

 

 

 

 

Svenskt Näringsliv 

 

 

 

Language 

 

State does not consider 

Foreign graduates far located 

from the Job Market. 

 

Foreign graduates are 

mistakenly grouped together 

with all other immigrants. 

 

 

 

State should take responsibility to 

arrange meeting places between 

foreign graduates and private 

sector.  

 

For foreign graduates should be 

done faster way to the job market.   
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Lack of communication.  

 

Lack of education among 

small and medium businesses 

representatives.  

 

Fear against foreign culture.  

 

Unemployment Agency 

(Arbetsförmedlingen) has a 

problematic approach to this 

group. 

 

Academics must meet another 

academics.  

 

Mapping of foreign graduates. 

Cooperation between education 

institutions and industry, 

 

Keep talking! 

 

Social network with Swedes can 

help to overcome cultural barriers. 

Folkpartiet Cultural issue. 

Unsecurity of employer 

towards foreign 

graduates – how 

foreigners act in group.  

 Takes time. 

 

More practice places to give 

chances to foreign born graduates 

to show themselves to employer.  

 

Sverigedemokrater

na 

Cultural issue.  

Emigrants have a 

“handicap”- disability – 

which is their 

inadequate behavior in 

group. 

There are too many Swedish-

born unemployed graduates 

to think about and there is no 

need to worry about foreign 

borns’.  

Assimilation instead of 

integration: forbidding teaching of 

mother tongues for emigrants in 

schools and day cares; Forbid 

programs related integration.  

 

Forbid possibility for foreign born 

enterprisers to loan money from 

government for opening private 

businesses.  

 

Forbid any emigration to Sweden.  

 

Only the emigration related to 

competence maintenance 

(kompetensförsöjrning) should be 

allowed. 

  
Sweden should stop to send out 

false signals that it is good to 

come here. 

 

Non-government 

organization: 

“Red Cross” 

Cultural issue.  

 

Lack of meeting Places: 

Fear,  

Confusion,  

Emigrations frustration,  

 

“Kulturförmedlare”  

 

“Culturecommunicator” 
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if integration is a 

meeting, than how to 

integrate if there 

doesn’t exist meeting 

places between Swedes 

and foreign born 

population.  

 

Too many projects without 

continuations of activities 

after the end of the project.  

Networking 

 

Coaching 

 

Personal help to each foreign 

graduate, depending in what they 

need help.  

 

 

 

Coach company 

(“Lernia”) 

Cultural issue 

 

Invisible rules and social 

codes; 

Local Gävle industry 

corporate culture;  

Language,  

 

Lack of network, 

“Etableringsreform” 

 

Family situation,  

 

Absence of an organization 

which can handle the 

Swedish System to help 

foreign born graduates in 

orientation. 

Existing of an organization which 

can provide by professional 

information about Swedish 

System. 

 

Practice places at Swedish 

company; 

 

Changing of generation (Chefs 

born around 1940 “fortitalister”) 

Coach company 

(“Taktik”) 

Language 

 

Lack of references 

Lack of Network.  

Low self-estimating 

Every person should have one, 

personal coach. Not as today, one 

coach has to help 20 unemployed 

persons.  

Do not treat academics as a group, 

instead take into consideration 

personality of each new Swede job 

seeker.  

 

Make contacts via hobby 

 

Recruitment 

agency 

(“Manpower”) 

Cultural issue.  

 

Employer’s insecure 

against foreign culture  

Language  

 

Lack of References 

 

“Cold” for the Job Market 

after several years of 

unemployment. 

 

 

Changing of generation: 

Right now Chefs mainly are born 

around 1940 “fortitalister” which 

are not used to have relations with 

foreigners.  
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Unemployment industry 

(chain of organizations which 

make money on emigrants) 

 

Recruitment 

agency 

“Proffice” 

Cultural issue. 

 

Employer doesn’t dear 

and doesn’t risk to 

employ foreign 

graduates. 

As much innovative and 

educated the foreigner is, as 

more big is the insecurity of 

employer.  

 

Chefs with low education do 

feel unsecure to employ a 

foreign born person with 

better education, who might 

have more knowledge than 

they have.  

  

 

 

Program at 

university : 

“Korta Vägen” 

 

 Language 

 

Lack of Competence 

 

Unwillingness of emigrants 

towards changes   

 

 

Adaptation to the new situation 

and willingness towards changes.  

 

Adapting Swedish Values 

 

 

Project:   

“Nationell 

Matchning” 

 

This is a political issue. 

 

Employer doesn’t see 

the ideal/paragon from 

the State, that State dare 

to employ foreign 

borns. 

 

Cultural issues.  

 

 

 

Employer is afraid that the 

foreigner would not fit into 

the group.  

 

Foreign graduates need much 

more knowledge about 

Swedish society, social and 

cultural differences.  

 

Government should make crusial 

steps towards this problem. 

 

Government’s responsibility is to 

employ more high skilled foreign 

born graduates. 

 

Foreign graduates need much 

more help than other unemployed 

groups.  

 

Foreign educates need much 

promotion and advertisement 

about that, they are intelligent, 

they can, they know, and they 

need a chance to test their 

knowledge.  

 

 

Project:  

“Akademic Power”  

  

Overqualified or 

underqualified for their jobs. 
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Employer doesn’t dare 

to employ foreign 

graduates 

 

Government should take more 

responsibility to occupy foreign 

graduates. 

 

 Akademikerspåret 

 

Language 

 

   

 

 

Lack of practice places 

 

Insecurity of Employer 

towards foreign culture 

 

 

Successful Practice at employer.  

 

Motivation towards adaptation and 

development from the side of 

foreign born graduates.  

 

Respondent A 

University 

Professor   

 

 

Local “industrial 

culture”, - when smal 

and medium business 

representatives have 

low education.  

“Unemployment Industry”- 

 when organizations are 

interested to keep people 

unemployed, because they 

make money on these 

persons.  

Buildings of social networks 

State should employ foreigners 

Thins about how to secure 

academic competence in Gävle. 

Language is no problem, because 

academics have a common 

language, - this is an academic 

language. Professionals have a 

common language, - this is a 

professional language.  

Respondent B 

University  

Professor with 

foreign backgr 

ound 

Discrimination, 

stereotypes 

In academic world, at 

level of universities 

there is not much 

problems at all. At our 

little department we are 

10 different 

nationalities, but the 

main that you know 

your field and are 

competent. 

 

Language is only secondary, 

the first is the competence in 

academic world. 

  

  

 

Look for the job in relevant field.  

 

Municipality, private sector is 

depending on myths and 

stereotypes about how the 

foreigners are. 

 

Municipality employs a foreign 

born graduate only if this person is 

very, very special and if this 

person has a high level of 

knowledge and competence. 

 

Respondent C 

Professor, foreign 

born 

Lives in Gävle but 

works at the 

university in 

another city 

 

Discrimination 

 

Stereotypes 

 

Language is the secondary.  

 

Language barrier is used by 

the employer against foreign 

borns to keep them away 

from the job market. 

 

In case a foreign born has an 

advanced level of knowledge 

and competence, there is no 
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language barrier at all in 

academic field.  

 

Respondent D 

Professor, foreign 

born, works as a 

sonsult 

 

High grade of 

discrimination on base 

of stereotypes.   

 

Swedish consulting 

companies and State accept 

to employ foreign born only 

to send them to work abroad. 

   

 

Foreigners should employ 

themselves in private businesses 

and have contract with only 

foreigners.  

  

Table 3 (Own construction) 
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4.5 How the high skilled foreign born graduates describe their own problems 
 

Below the answers from the foreign born graduates are summarized, The answers from these 

respondents are divided into three categorized, these are: Main barriers, detailed description of 

barriers and solutions 

Table 4: Source (Respondents) 

Main Barrier/factor  towards 

entering the job market 

Detailed description of 

barriers/factors 

Own Solutions 

 

Lack of information 

 

Inefficient information from  

Arbetsförmedlingen 

 

 

 

 

 

Information and Communication 

 

 

 

 

 

 

 

 

 

 

Communication with employer: 

 

 

 

How to enter the job 

market, which tools are 

efficient, where and how 

to look for relevant jobs in 

particular professions. 

 

Hard to get sufficient 

information from 

Arbetsförmedlingen 

related existing 

possibilities, job seeking 

tools, programs and 

projects which support 

foreign educates towards 

work.  

 

Instead of official sources, 

high skilled foreign born 

graduates obtain 

Information from 

unofficial sources, from 

teachers, in corridors from 

strangers, from classmates, 

from neighbors, by 

chance. 

 

Few meeting places, few 

places and few possibility 

to get introduced with 

employer. 

 

 

 

Arbetsförmedlingen  should recognize  

that foreign born graduates belong to special group, 

which has difficulties to enter the job market.  

 

Arbetsförmedlingen  should recognize  that foreign 

born graduates should have special job seeking strategy 

then native born Swedish graduates. 

Should exist more programs fitted to foreign born 

graduates. 

 

 

Create more meeting places with employers 

 



48 
 

Lack of possibility to get 

into contact with 

employer. 

 

 

Time waste 

Takes much time wait for 

decisions, to learn 

language, system, obtain 

network, social codes. 

 

 

Inform emigrants about real picture of the Swedish job 

market, before they come to stay in Sweden.  

Lack of vacant jobs 

 

High unemployment rate 

on the job market.  But 

still, there are vacant jobs, 

there is the mismatch of 

competence. Vacant job 

requires special 

competence, which is not 

possible to obtain in 

learning centers, only in 

work life. 

More practice places available for foreign born 

academics. 

High rate of discrimination on 

base of Stereotypes 

The Swedish system is 

unknown for foreign born 

graduates. Special guiding 

about how the system 

works.  

Foreign born population of Sweden should have more 

information about own rights. More information how 

the democracy works at every level of life.  

Programs against xenophobia and racism.   

Structural problems in education 

system: 

Value of diplomas from 

3:e countries is hard to 

communicate with 

employer. Education 

obtained in countries 

outside of EU are 

considered as doubtful.  

Problems with 

identification of 

documents from the 

country of origin. 

It is not allowed to study 

for completing education 

and at the same time be 

registered at AF as an 

actual job seeker, which 

causes financial problems. 

 

Employer should obtain more information about More 

information about world education systems 
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Easy to stack in “Unemployment 

Industry”  

 

 Student forever  

 To appear in 

irrelevant 

unqualified job for 

whole work life.  

 

 Never enter the job 

market 

 

 Hard to get a 

driver’s license 

Political decision and political with to destroy the “ 

unemployment industry”.  

Create the system which will not be faded by finances 

which unemployed person gets from the state.    

Need   Institution, organization or agency which knows the 

system and will be focused on foreign born graduates, 

to help them to enter the job market and integrate. Give 

advises about Swedish state system, regulations, lows 

and human rights. 

 

Table 4: (Own construction) 
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Foreign born Graduates formulate barriers/factors towards the job market  

Table 5: Summarized barriers and factors experienced by foreign born graduates at the Swedish Job 

market. Source: Respondents. 

Table 5 Table 5: (Own construction) 

After completing the questionnaires, we made deeper interviews with foreign born graduates. We 

asked them what they meant under the lack of information.  Because this factor appeared the 

most problematic, we represent the detailed information in the next figure: 

Table 6: Detailed explanation of the barrier: lack of information. Source (Respondents). 

Table 

Table 6: (Own construction) 
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5. Analysis and discussion 

 

From the given interviews and empirics we can differ from several barriers. Below we illustrate 

and analyze the most common barriers and responses that have been mentioned.  

 

5.1 Culture  
 

In the interview with Svenskt Näringsliv, local entrepreneurs, owners of small and medium sized 

businesses (companies with less than 50 employees), who are main creators of majority of jobs in 

the region, are described as hardly having even gymnasium education. Entrepreneurs have a 

business spirit, which can be different from academic spirit. If these two worlds , - business and 

knowledge will meet and cooperate, then we have an economic growth.  According to the 

interview, the main problem we have in Gävle is that entrepreneurs feel insecure with people, 

having an academic background and especially academics with foreign cultures, when these 

cultures are unknown to them. The same proves an informal interview with the recruitment 

agency “Proffice”, -The more educated the foreigner is, the more insecurity the employer can 

have to employ this person. 

How can we explain this insecurity of Swedish employer towards foreign culture? If we look at 

migration history, there were not many people with different nationalities living in Sweden.  One 

respondent says, “not very long time ago it was the big deal to employ a person from even the 

neighbour village, because people living in that neighbour village were considered as 

“different””.  

In recent decades Sweden has to deal with many other cultures. That can explain the fear of 

Swedish employers. Accordingly to fact that Gävle translation agency gets orders to translate up 

to 150 languages and according to data from VHS, they get applications to evaluate diplomas 

obtained in more than 50 different countries from Gävleborg. There are 150 languages spoken in 

this little Gävle and there live representatives from a minimum of 50 different countries. How can 

we understand cultural differences? Difference in what? Have read different books? Have 

listened to other music? Have played other games in childhood? Have another opinion about 

women? Have another opinion how to treat old people? Children? Are used to live in different 
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political system, in democracy? In Dictatorship? Naturally, all this aspects can cause cultural 

differences. And how easy is it to change this? How easy is it to adopt a new culture? Takes 

years, sometimes a whole lifetime or several generations.  

From a political standpoint, Folkpartiet talks of fear from the employer’s standpoint. This 

insecurity is rooted in culture crashes and they said that the state is helping foreign graduates to 

get established in the work market by investing in diverse integration programs and speeding up 

evaluation of diplomas obtained abroad. But there are no programs directed towards this cultural 

fear that is held by the employers.  

Sverigedemokraterna describes these fears in a more detailed way by describing all foreigners as 

handicapped. But even though the radical political party Sverigedemokraterna is against 

emigration at all, they welcome to educated and skilled labor only if they are needed, by means of 

competence provision (“kompetensförsörning”). By other words, if these foreign born individuals 

can contribute to the Swedish economy. Sverigedemokraterna’s solution to this handicap is the 

assimilation and not the integration. The contradiction for us is that assimilation does not fit into 

democratic values.  

 This fear can be rooted in the differences in human capital between countries that concern the 

individual’s education and work experience (Heilbrunn, Kushnirovich, & Zubida, 2010, p. 245). 

This means doing things differently as described in the case of (Erez, 2010, p. 1) or differences in 

mentality (ways of thinking, philosophies ,values), (Heilbrunn, Kushnirovich, & Zubida, 2010, p. 

245)    and that this can make the swedish employers insecure if the foreing graduates, are able or 

want to do the work in a certain manner that corresponds to their way of doing thing that often is 

drawn from national culture. However through organisational culture (Hofstede & Bond, 1984) 

the work place can have its own set of rules and values that may convince employers to change 

their minds if they are insecure. It is our belife that with knowledge about cultures (Adler, 2008, 

p. 65) in the mind of the employer. If the foreign born graduates can acomodate the values of the 

organisational culture, the employer might be persuaded to give the foreing graduates a chance to 

prove themselves.  

The Swedish employers are not used to this diversity, become a bit scared and accordingly and 

need more information about cultural background of the foreign born graduates. They need 
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stronger motivations to why it is beneficial to employ foreign born graduates. We as some of our 

respondents feel like that a program should be created to help employers in cultural orientation of 

foreign born graduates, to help reduce cultural fear and concentrate on knowledge and 

competence instead. 

According to the Lisbon and Europe 2020 strategy, small and medium businesses together with 

human capital of the world are considered as main creators of new jobs and as the most 

sustainable factors for European economy. In Gävle we have a problem with communications of 

small businesses and foreign human capital and the name of this problem is cultural crash. 
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5.2 Barriers and factors 

 

As we can see in figure 13 the main barrier of the employers is failure to communicate with 

foreign graduates because of culture crash. The second most common barrier named by 

employers is the language. The third most common problem is related to contact networks. This 

can be described as the social distance is high in Gävle. The social distance is a result of 

differences in language ethnicity, religion and education. Language is a major barrier that 

immigrants have to overcome in order to be able to have a competitive chance in the labor market 

as described by (Borjas, 1994, p. 1684) (Heilbrunn, Kushnirovich, & Zubida, 2010, p  245) 

(Chiswick, 1991 p. 149). Because to communicate and understand is vital when trying to enter 

the job market not only to understand the task at hand but also to be able to socialize with 

coworkers. The improvement in language skills is greater for those with high level of schooling 

(Chiswick, 1991, p. 166)  

Figure 12 and 13: Source (Respondents) 

 

Figure 12:                                                                                                Figure 13: 

Barriers described by foreign born graduates                        Barriers described by organizations 

Figure 12 and 13 (Own construction) 

If we look at the barriers and factors from the graduate’s side (figure 12) they first of all name the 

lack of information as the biggest problem. The second most common problem for graduates is 

the language and the third most common problem they name discrimination which according to 

us is an effect of culture crash.  

Lack of information

Language 

Discrimination, 
stereotypes, myths

Culture crash/ 
Fear, stereotypes

Language

Lack of the 
network
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When we look at barriers and factors employers experience towards to meet the foreign born 

graduates, it is cultural and diversity barriers. Language is an important issue also for employers’ 

point of view also. And the lack of the networks/links between employed and potential employ is 

named as an important factor.  

Under lack of information the respondents mean the absence of sufficient guiding on how to enter 

the Swedish job market. Experiencing difficulties related to ethnicity, culture and social codes 

make those respondents think that they need special tools to simplify communication with local 

employers.   

Lack of information was also experienced in the education system. Under this issue they name 

absence of sufficient guiding on which diplomas and courses are relevant for particular 

occupations announced at the job market. Foreign born graduates need to know which companies 

are interested in those particular professions that they already have obtained in the countries of 

their origin.    

From this analysis we can see that the language is named as important but not the most important 

obstacle towards the integration on the job market.  

Organizations who did not name language as a first barrier do not mean that language is not 

important, they mean that language is not enough. To know the Swedish language perfectly is not 

the most important thing according to them, naming cultural problems and social codes as a main 

barriers towards integrating in the job market.  

We should mention an interesting detail: employers and unemployed foreign born graduates 

experience different kind of barriers and factors towards to meet each other. The most important 

problem for foreign born graduates is lack of information and the most important problem for 

employer is the cultural issue.    
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5.3 Disadvantages  
 

Resource disadvantage 

Foreign born graduates identified another barrier together named as “loss of time” affecting them 

as human capital (Light & Rosenstein, 1995, p. 153).  Under loss of time the respondents also 

mean the period required to enter the job market, time for learning the Swedish language, 

sometimes additionally learning of the English language. Loss of time is also related with 

evaluation of diplomas, completing education, different kind of decisions from different 

authorities, orientating on the job market, job seeking procedure, socialization and integration 

into society, learning unwritten rules and cultural aspects- all these aspects take much time..  

In the system of education there is an absence of professional guiding ”Lack of guidance” about 

what course to add to complete the education to be relevant for particular profession or 

occupation. A woman with a Bachelor’s degree in mathematics named the problem that 

regulation does not give possibility to complete the education and at the same time be registered 

as job seeker at Arbetsförmedlingen. They do not get any guidance to where and how to look for 

those jobs which is related exactly to their education and competence.   

Arbetsförmedlingen is not giving them the information which they need. Instead they get 

unofficial information from teachers at SFI, Korta Vägen, neighbors, or just have heard in 

corridors, by chance from some stranger in the same situation as described by (Kaye, 1995, p. 2). 

After they get the information from unofficial sources, they go back to Arbetsförmedlingen and 

after naming the particular program themselves, which might fit to their situation, got help. But 

Arbetsförmedlingen itself never named any possibility to them. 

How foreign born graduates deal with obtaining information from state institutions is described 

as that they need to go back many times and ask again because they never receive sufficient 

information. 

Graduates from EU countries and the persons who only had Arbetsförmedlingen as their main 

information source, experience lack of guidance in very elementary details, such as how to send 

diplomas and certificates to get the Swedish equivalent evaluation of their education, who is 

responsible to translate diplomas, what kind of accomplishing papers they have to attach. 
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EU citizens are not entitled to attend courses provided by State: Societal orientation 

(“Samhällsorientering”) and  Labor market education (“Arbetsmarkadsutbildning”) as only 

refugees have possibilities to obtain this knowledge.  Many do not have information about which 

organization does what, whom should they address with particular issues. Under lack of guidance 

they also meant that there is an absence of elementary leaflet, brochure, schema or map which 

will help in orientation how the way towards the job market looks like. Where is the start point? 

What kind of possibilities exist, are there any? .There is no information and guiding about how 

they should look for jobs. 

As a result of questionaries’ and interviews with foreign born graduates from SFI we met the 

structural problems related to the education in medical field, obtained in 3:e countries, i.e. outside 

of EU.   

 

Labour market disadvantages  

The majority of high educated foreign born respondents have experienced discrimination and 

stereotypes. This point to the existents of labor market disadvantages that deal with stereotypes 

and ethnic discrimination (Epstein & Gang, 2010, p. 234); (Bar-Tal, 1997, p. 514). 

 

5.4 Hazards  
 

To communicate the main value of foreign born graduates - high education and competence  - 

there is a need for effective marketing tools. This will make easier for the employer not to miss 

this value. 

The significant downside of Arbetsförmedlingen is that is doesn’t have any special strategy 

towards high educated emigrants, other than Etableringsreform. According to official policy 

everyone should be treated equally, including in being educated in job seeking technology. But 

here we miss the reality that not everyone have the same education, the same motivation and 

abilities.   After three years on the job market, the etableringslots received high criticism because 

of inefficiency.  
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The foreign born graduates showed a very low social integration, in the course Swedish for 

Emigrants, when group members had difficulties to name current events and the latest news in 

the Swedish society and in the local town. Instead they knew the latest news in their own 

countries. These responses showed the low social and cultural integration in Swedish society and 

even low interest regarding integration. Concentrating mostly on improving language skills and 

evaluation diplomas, they miss a high requirement of social and cultural integration, which 

employer requires from them.   

This demonstrates that it is in fact a problem to try learn the language whilst trying to integrate on 

a cultural level as described by (Fang, Samnani, Novicevic, & Bing, 2013, p. 99) And that when 

immigrants lack socio cultural context they will have inadequate information for evaluating job 

search methods. 

Not only may employers prefer to employ natives over immigrants but also immigrants may be 

less knowledgeable about the proper method to use in a job search (Fang, Samnani, Novicevic, & 

Bing, 2013, p. 99) As a result immigrants may be less successful than natives in the job search 

process.  

 

5.5 Integration  
 

The representative of the Red Cross says that if integration is a meeting how could this happen 

without existing of meeting places? Lack of meeting places is a main barrier to integration in 

general as well as in the job market in Gävle. This is also mentioned by the educated respondents 

and Näringslivet.    

Today existing coach companies, following Arbetsförmedlingen’s instructions, do not pay special 

attention to foreign born graduates. Instead, treat them as equal to Swedish born job seekers. It is 

quite illogical, not to take into consideration all barriers and factors which high educated 

foreigners have to deal with on the job market: cultural issues, language, lack of network, lack of 

information when foreign born graduates have to “orient without map and compass 

(www.saco.se) makes sense that there must be elaborated special, more aggressive marketing job 
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seeking tools oriented on high educated foreign born graduates, taking into consideration 

experiences and proven methods of successful pilot projects in the country. 

The fact is that those four major coach companies, who are main contractors of 

Arbetsförmedlingen do not provide any special tools for high educated foreign born graduates to 

enter the job market. Coach companies know the problem very clearly, but are not allowed to 

take actions. Their contractor Arbetsförmedlingen does not allow them to elaborate special 

strategy towards the job market.  

Additionally, coach companies, recruitment agencies, unions, non-governmental organisations, 

job seekers themselves and employers point out to the same problem.  But anyway, 

Arbetsförmedlingen does not have an agenda to consider foreign born graduates as a special 

group, which needs the special support to enter the job market.  

The state lays all responsibility to employ foreign born graduates on the private sector, doing 

nothing itself. Many respondents talk about Political Will from the state’s side, to help foreign 

born graduates. As coach companies cannot make own decision without approval from the state, 

there are some political decisions needed from the states side. The state should take stronger steps 

towards the problem. As the respondents from two main projects “Nationell Matchning” and 

“Academic Power” point out, the state should take more responsibility towards the integration of 

foreign born graduate’s on the job market by different ways, one of the way is to employ them 

under state institutions.  According to “Nationell Matchning” the biggest problem for foreign 

born graduates is the lack of trust from employer’s side. Foreign born graduates need much more 

intensive support to tie contacts with employer.    

What the state does, serves as an example to the society. That’s why the pilot project “Academic 

Power” it talking about the state’s responsibility to employ foreign born graduates. The state 

should set an example in employment of foreign born graduates, as the state plays an exemplary 

role for whole society.As a central issue in migration research is the labor market performance of 

the immigrants as it mostly determines the integration and the economic impact on the host 

country.  

According to (Heilbrunn, Kushnirovich, & Zubida, 2010, p. 245) it is necessary for successful 

integration in labor market and society that foreign born graduates are appreciated for their skills 
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meaning that they are making an effort to contribute with their know-how, by society as 

contribution to the economy  

There are four different types of integration these are political, cultural, social and economical 

integration according to (Bengtsson, 2004, p. 7). In Gävle we can see that there is at least 

problems with the cultural and social ones that have a great impact on the integration as a whole. 
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5.6 Brain waste  
 

To analyse empirical findings, by the statistical information we see that 13% out of the 

inhabitants in Gävle are born abroad. Instead, Gävle municipality consist of 8% foreign born 

staff.  Out of the total municipality employees only 1,6 % of the foreign born ones are occupying 

leader positions, those positions, which often require high education.  Out of unemployed foreign 

born persons in Gävle, 24% have high education (figure10). Out of unemployed Swedish born 

persons 17% have high education (figure 9). The biggest gap is seen when comparing very high 

educated graduates (researchers), - out of the total unemployed scientists, 75% are foreign born 

and 25% are Swedish born (figure 11). Statistical information from Gävle Arbetsförmedlingen 

shows permanently increasing number of unemployed foreign born graduates, at the same time 

we see decreasing of unemployed Swedish born graduates (table 2).  As we understand it, there 

are vacant jobs at Gävle job market, which requires high education and competence. Otherwise 

the number of unemployed Swedish born high educates would not decrease so rapidly in the last 

four years. Table 2 shows that after year 2010 unemployment among high educated Swedish born 

reduces, but the number of foreign born graduates’ increases.  

We suppose that foreign born graduates fail on Gävle job market because of barriers and factors 

leading to miscommunication with local employers’ and misevaluation of their core competence 

(high education).  

On a question, if vacant positions at managerial levels, announced by the municipality, require 

high education, asked to head of Gävle municipality, the answer was, - Yes. But on our next 

question, - why foreign born graduates do not look for the jobs at the municipality, the answer 

was that the foreign born graduates do not have personal contacts and networks at the 

municipality.  One more important things we have discovered when talking to the head of the 

municipality is that the foreign graduates are not considered as a group that is standing far from 

the job market. What we later read in a report from Arbetsförmedligen is that it mentions foreign 

graduates experiencing a risk to lose much time before entering the job market. But the main 

problem according to the Svenskt Näringsliv is that state/Arbetsförmedlingen do not specify or 

identify foreign born graduates as far located from the job market. The serious problem is related 

to Gävle’s former industrial culture, no need of advanced education in the past, where small and 
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medium enterprisers, who inherited the low level of education, do not dare to employ foreigner 

educates, because of insecure feelings against foreign background/culture. At the same time 

Gävle business environment is in need of qualified personnel as Gävle is considered to have the 

lowest rate of education in Sweden.     

The cultural factor, attitudes, imagination, stereotypes and lack of information and networks, 

seem to be the strongest contributor to the brain waste in Gävle. There seems to be a lack in 

understanding of cultures (Adler, 2008, p. 65) , (Hofstede & Bond, 1984)  The hazards that the 

foreign graduates face are not being able to get effectively integrated socially and therefore 

experiences lack of guidance and information in other words navigating without a map.  This in 

combination with loss of time and disadvantages make the situation problematic and may lead to 

that the foreign born graduates may them have to reeducate themselves(Schiff, 2005, p. 14-15).  

or to take less qualified jobs(Schiff, 2005, p. 13) , (Matto, Neagu, & Özden, 2008, p. 267) , 

(Özden & Schiff, 2006, p. 267) . This leads to an effectiveness and cost problem for the host 

country (Schiff, 2005, p. 13) and results in brain waste in form of underutilization (Matto, Neagu, 

& Özden, 2008, p. 256). An opinion of misallocation (Matto, Neagu, & Özden, 2008, p. 256) is 

created among them, that if they had earlier information about all those problems which they face 

now on the job market in Sweden. Maybe they would change their decision to migrate to 

Sweden. Accordingly they would avoid complications towards personal realization as 

professionals. 
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5.7 Solutions 

 

More intercultural events, more meeting places, more information about each other’s cultural, 

social, informal life. Everything, which will decrease the insecurity of employer and destroy the 

stereotypes, - will serve to increase the employment of foreign intellectual capital. Besides, as we 

understand from this study, to make Gävle an attractive city and to utilize intellectual capital and 

avoid brain waste, foreign born graduates must know more about social codes and unwritten rules 

of Swedish society. As a technical tool, foreign born graduates must have a special marketing 

strategy, which will help them to orient on the job market as we can see in figure 14. The country 

and society will win at the end. 

The strategy on how foreign born graduates should look for jobs must be different from today 

existing ones, as it should take into consideration all barriers and factors existing on the job 

market existing especially for foreign born graduates, aggressively promoting knowledge, skills 

and competences. Employer should clearly see the advantages of using intellectual capital for 

company’s benefit, no matter cultural differences, social codes and ethnicity.  

To have more meeting places to learn about each other’s needs, to communicate, socialize and 

share opinions, is the common request of both employers and foreign born graduates as seen in 

figures 14 and 15. Here the state, the industry and high education institutions cooperate more 

actively.   
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Figure 14 and 15: Source(Respondents) 

                    

Figure 14                                                                                            Figure 15 

Solutions from foreign born graduates                                  Solutions from organizations                   

 Figure 14 and 15 ( Own construction.) 

Swedish employers think that better knowledge of Swedish language will contribute to better 

cooperation. But we must also change attitudes and images on foreign culture. This solution is 

shared by foreign born graduates, who also wish that language courses should be more intensive, 

aimed to special needs and more flexible.   

 

 

 

 

 

 

 

 

Information and the Specialized 
Strategy adapted to foreign borns 

on how to find the jobs

More meeting 
places

Intensive courses in 
Swedish Language

Reduce the fear against foreign 
cultures

More meeting 
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6. Conclusion 
 

In this chapter we conclude our study and account for what we as authors think is most 

important to remember from this study. We also give suggestions to further research as well as 

present short comings of the study.   

 

6.1 EU strategy implementation difficulties in Gävle 

 
EU policy, Lisbon Program and Europa 2020 strategy experiences problems in Sweden, namely 

in Gävle, where we have difficulties to convert diversity and integration into growth. Instead we 

have a brain waste and we think that this can lead to brain drain in Gävle and it is caused by 

several factors and barriers, from which the cultural is the strongest.  

To get a job, employers in Sweden require from high skilled foreign born graduates to be 

integrated culturally. Because of cultural aspects, competence and knowledge seems secondary to 

the employer. If we look at foreign born graduates as at product on the job market, then the buyer 

(employer), requires from this product such a value, the product practically cannot provide. 

Seeking a value which is not reachable (cultural integration), the employer evaluates the 

competence and knowledge less, the city experiences the brain waste and the country loses the 

growth.  

As a result of our research, foreign born graduates face serious problems to integrate at the job 

market in Gävle. High unemployment creates strong competition and does almost not leave any 

chances for academics, having foreign background, competing with local job seekers. Local 

Gävle specific environment, which under the long period had so called industrial culture ( region 

with many factories and fabrics, did not requiring advanced education for getting a job) makes it 

difficult for high skilled foreign born graduates not only to integrate at the local job market, but 

even to socialise with local population. As an article from Arbetsförmedlingen, which we had at 

the beginning of our study, says, the level of education in Gävle is lowest in the whole Sweden. 

Many respondents in our research described that, one of the reasons of brain waste in Gävle is 

low level of education among small and medium business owners, which increases uncertainty 

against high theoretical knowledge, obtained by foreign born graduates. This means that in high 
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skilled foreign born person enterprisers see more risk than a desirable colleague. Often education 

obtained abroad causes doubts in Swedish employer.  

This insecurity of local employers together with insecurity against foreign culture and by other 

hand the lack of information and communication, experienced by high educated unemployed 

foreign born graduates, adds to brain waste in Gävle.  

Having high education seems not to be an advantage for foreign born graduates in Gävle, rather it 

is more a disadvantage, because mainly jobs in service and care fields are offered to foreigners. 

These jobs often do not need to have high skills and qualifications. Hoping to get a job related to 

the education level, foreign born educates seek those jobs, but without result, which increases 

emigration frustration and benefits to increased expenses of social welfare system.   

The municipality supposes that in general there is no problem for high educated foreign born 

graduates to integrate at the job market, because they are highly educated, - mistakenly 

evaluating their education as an advantage to find a job.            

As our research showed, it is the opposite, for educated foreigners in Gävle, it is even more 

difficult do apply for jobs in state sector, for example, municipality, because there not work many 

different nationalities other than Swedes and foreign born graduates experience lack of personal 

contacts. The municipality and the State in general employ foreigners in low qualified fields, in 

service and care. Only 1,6% of municipality employees are foreign born graduates, who occupied 

on managerial levels.  

The state doesn’t have enough ongoing permanent projects or programs in Gävle, which would 

help foreign born graduates to integrate at the job market. Only two ongoing programs at SFI and 

at University of Gävle are only covering a little number of unemployed foreign born graduates 

and that’s why these programs are ineffective.  

Arbetsförmedlingen, which is the state unemployment agency, treats all emigrants equally, 

despite their education level and background, even though foreign born graduates experience 

much more  difficulties to enter the job market. Coach companies have to accept their main 

contractor’s - Arbetsförmedlingen’s directives, to have the same job seeking strategy for 
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everyone. As a result of this politics, there are ongoing ineffective programs and there are no 

elaborated special job seeking methodology and tools addressed to foreign born graduates.   

 

6.2 Meeting Places 

 
In Gävle municipality, where people speak about 150 different languages and have roots in 50 

different countries of the world, there doesn’t exist even one multicultural centre. Gävle which 

claims to have good conditions for integration, doesn’t have cultural and social places where 

emigrants can meet with locals to socialise.   

6.3 How does the system work? 

 
As we have looked at general picture, talking and discussing about problematic, interviewed 

organisations and representatives of different sectors blame each other: politicians refer to the 

state, and the state doesn’t know anything about the problem, but giving lot’s of money to 

Arbetsfömedlngen, which according to Svensk Näringslivet has lot’s of other tasks besides to 

provide jobs. Arbetsförmedlingen refers to Högskoleverket and Socialstyrelsen. Näringslivet says 

that it is not their task to arrange meeting places between employer and graduates, they point to 

Arbetsförmedlingen and the university of Gävle. The conclusion being that no one takes 

responsibility and the high educated fall between the chairs. 

Before all these structures will find solutions, foreign born graduates are abandoned without any 

map and orientation. This map is so important to have, in such a regulated country as Sweden, in 

other words to be able to know how the system works.  From the study we learn that: 

1. Language is important but not the most important barrier in Gävle. Instead on a first place 

comes, cultural aspects, lack of information and communication first as main sources of 

brain waste.  

2. Lack of information and communication is a problem at every level. Not only between 

employers and graduates, but between different actors of the system, like Municipality, 

Arbetsförmedlingen, Näringslivet, Socialstyrelsen, Högskoleverket, Universities and 

different learning institutions.   
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Our conclusion and recommendation serves to help employers seeking qualified personal, and 

to help foreign born graduates look for the right jobs, i.e. encourage these two streams to 

meet, there is work needed to be done two directions: to provide employer with more relevant 

information about cultural background of high educated foreign graduates and to help foreign 

born intellectual persons in orientation of the Swedish System.  
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6.4 Implication of the study: 
 

The study can be used in order to help foreign born high educated persons to integrate at job 

market in Gävle.  

We have through our respondents learned that there indeed exists a level of brain waste. The 

theoretical implication from this study is that the research adds to strengthen existing theories. 

When talking about culture, according to the respondents it is important that an employer has a 

knowledge of diversity.  

Culture and language has been confirmed as barriers towards the job market by all respondents. 

The study also confirmed factors which hinders integration of foreign born graduates to the job 

market. These factors are: Hazards, disadvantages and integration containing lack of information, 

lack of guidance, proper job seeking tools, stereotypes and discrimination. The study show low 

priority of social integration among the foreign born respondents, versus learning the Swedish 

language and looking for jobs in Gävle city.    

To avoid brain waste in Gävle, we advise following: 

Our advice to local business representatives is that do not prioritise culture issues more than 

knowledge and competence. This is that the  knowledge and competence that creates economic 

growth and development.  

Our advice to job seekers:  we learned from the study that to get a job in Gävle, social codes and 

cultural integration is as much important as the professional knowledge and competence. Taking 

into consideration such a high requirement of cultural integration, learn more about Swedish 

culture and social codes, behaviour in group. In parallel of job seeking process, it is wise to 

socialize, learn more about local society, join non-governmental, non- profit organisations, there 

is possible to learn about cultural characteristics, social codes in informal and flexible 

environment.  

Our advice to state: open doors to and employ more foreign born academic professionals. 

Successful role model will in a best way inspire and positively influence a fear against foreign 

culture, experienced by private industrial sector.  
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Our advice to Unemployment Agency Arbetsförmedlingen: Foreign born high skilled 

professionals need a special help and specialised coaching methods to look for and find jobs at 

Swedish job market.  

Our advice to Non governmental sector: encourage foreign born professionals by creative 

projects, work with intercultural issue, help enterprisers to change attitudes, based on myths and 

stereotypes.     

 

6.5 Critical view on the study  
 

In our study we have limited us to Gävle the situation might look different in other municipalities 

in Sweden.  Interviews and surveys have been conducted with foreign born graduates and public, 

private sector as well as the opinions from two politicians. Despite we limited ourselves to meet 

with recruitment agencies, however direct interviews with employers could have contribute with 

more answers regarding other ways of thinking. We although think that the study has achieved its 

aim since the respondents have expressed factors and barriers that indeed lead to brain waste.  

 

6.6 Suggestions for further research 
 

This research could be expanded by involving employers directly, to see if there is any difference 

in the employment rate of foreign born graduates regarding age, gender and nationality.  A study 

comparing different municipalities and the level of brain waste between them could also be 

interesting as a suggestion as well as to investigate different methods of coping with the different 

barriers. 

Another interesting further research question is what difficulties experience employed foreign 

born educates at their work places, how the work result is affected by cultural differences, 

behavior in group, foreign education etc.    
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Appendix 1 

Detailed Interview content with respondents: 

 Gävle municipality 

 

The head of Gävle municipality and the politician of  Social Democrats (“Socialdemokraterna”) 

does not see any problem regarding foreign born educates to find relevant jobs: “The group of 

high educated emigrants does not stand far from the job market”, “that is a key answer why 

municipality and Arbetsförmedlingen in Gävle do not make any special programs and projects 

which will help foreign born graduates to enter the job market”. The respondent says that ”She 

has heard about graduates working in unqualified fields but in reality she is not sure that is 

true”. On the question - how many foreign born graduates work at Gävle municipality and what 

they do? her answer was that “ There does not exist records about ethnical backgrounds of 

employees. According to her, the only thing the municipality is interested in, is the competence 

and not the background at all”. Another reason why she does not know anything about the 

problem is that “Foreign graduates do not search for jobs at the municipality”, - “because maybe 

they do not have contacts at municipality. The only problem we have regarding foreign born 

graduates is to identify validations of their diplomas in medical field. As among foreigners there 

are not so many high educated persons, they look for the jobs in care and service fields”.  

 

Coach Companies 

 

Coach companies help unemployed persons to orient on the job market and to find a job. 

Depression and self-insecurity was named as the main problem for unemployed foreign born 

graduates.  Namely, seeking jobs without positive result under long periods breaks down their 

fighting potential and they lose hope that will ever find a job.  
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Discussing several issues, the representative from “Lernia” named cultural crush as the main 

problem. The second most common problem was lack of information towards integration and 

third barrier was the language.  

The representative from coach “Taktik” named lack of references as a main problem, which in 

details means that foreign born graduates do not have real references who will support them 

strongly. “At every stage they almost need a lawyer, which will protect them and prove that they 

can, they will, they are able to do…”. It very often happens that reference person in reality give a 

negative recommendation.  

We identified that all four coach companies in Gävle, who are main contractors of 

Arbetsförmedlingen. Do not have any special tools for foreign born graduates to enter the  job 

market, because of Arbetsförmedlingen’s instructions, that everyone should be treated similarly.  

 

Recruitment agencies  

 

To meet with recruitment agencies and involve them into our research was quite difficult. Only 

two out of several recruitment agencies agreed on interview. Adecco, Academic Work, Poolia, 

rejected the proposal to help us to understand employers’ requirement towards foreign-born 

graduates. The reason of rejection was that they did not have the time or resources to dedicate 

into our research. Only Manpower in Gävle agreed to a full-time interview and Proffice was 

questioned by phone.  

Recruitment Agencies, having actual contacts with employers, name as the main problem, 

employer’s insecurity against foreign culture. Language is named as a very important moment 

and a contact network, as a very important issue.  

 

 

 

 Pilot projects(Nationell matchning & Academic power)  
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Co-worker of “Nationell Matchining”, one of the successful pilot project oriented to find jobs for 

foreign born graduates talks about political will.  “ The state should make important actions to 

support foreign born graduates very actively”. Foreign born graduates need much more 

aggressive marketing and advertising towards Swedish employers. “Foreign born graduates need 

much more knowledge about cultural differences and society codes. Integration work should be 

addressed to both sides, employer and job seeker, but the public sector should take more 

responsibility”. She talks about an example from Italy, where an employer has to pay penalties in 

case of avoiding to hire a person based on ethnical background.  

The manager of the project Academic Power has the same opinion. “The state should have more 

responsibility to employ more foreign born graduates. The State is an example which affects 

every field. Laying all responsibility on private field and industry is not correct” (www.saco.se)  

Yes, Gävle municipality occupies only 1,6 high educated foreigners. Is this picture better in other 

municipalities of Sweden’s? To compare with Gävle municipality, which has 13% foreign born 

population, Botkyrka municipality is populated by 56% of foreign born inhabitants. 

Unfortunately new regulation does not give us the possibility to receive an official answer from 

Botkyrka municipality, as recently all state organisations stopped to register employees by birth 

place and background. But the pilot project “Academic Power” carried out by Botkyrka 

municipality point out that if there was no problem and need to increase the quantity of state 

employed foreign born graduates in municipality, this project would not be financed by European 

Social Fund, and performed by Botkyrka municipality, in cooperation with SACO, which is the 

union for academics.   

 

The Red Cross 

 

The representative from the Red Cross in Gävle names cultural differences as a barrier towards 

the job market and towards integration in general. Cultural issue plays a main role into 

establishment and integration both in social life and on the job market. Communication of culture 

is the most important thing, for foreign born graduates, there are contact networks missing, which 

http://www.saco.se/
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is so important in job seeking. Appropriate coaching is missing, there is lack of specially oriented 

personal who can be specialised to help foreign born graduates. According to the interview, too 

many projects and too few programs are started. Projects end fast and the result is lost, because 

there is no follow up. Too few meeting places between emigrants and local Swedes. If integration 

is meeting, how can it happen without meeting place?  

 

 

 

 Svenskt Näringsliv 

 

Fear against foreign culture – is named as a barrier in our interview with the representative of the 

ideal organisation Näringslivet in Gävleborg. She explains this fear by low level of academic 

education among small and medium enterprisers in Gävleborg and in general. “Creative souls” – 

as she describes entrepreneurs, - sometimes barley have a gymnasial level of education, makes 

entrepreneurs insecure in their decision of employing foreign-born graduates. According to her, 

small companies, having less than 50 employees in general have a fear against academics, no 

matter of nationality. But those enterprisers who are free from fear and understand the 

importance of educates take an advantage. “ If we could match these two worlds to cooperate: 

enterprisers and foreign born graduates, then we have economic growth“. It would be a major 

step for this dialogue to bring small and medium enterprisers from the region to Gävle university 

and meet foreign born educates.   

Näringslivet’s head in Gävleborg considers language as the main problem towards entering the 

job market for foreign-born graduates.  As a solution how to reduce this fear she recommends 

arrange more meeting places. As a main arranger of this type of events she points to 

Arbetsförmedlingen and the University of Gävle.   

  



79 
 

 

Appendix 2.  

Summarised interviews with foreign born graduates: 

Foreign born graduates 

 

Group A and B 

 

We met group A and B at different learning centers, where they were improving skills in Swedish 

language. At the same time they were completing an education or adding other competences to be 

able to change their profession, modifying it to adopt to the job market.  

  Three main questions were given by questionnaires’:  

1. What is the existing main barrier towards the job market? 

2. What are other existing problems towards the job market?  

3. What are your own solutions to overcome these barriers?  

 

The answers where mostly centered around three problems lack of information, loss of time and 

lack of guidance. Describing the problem lack of information respondents begin with an absence 

of a true picture about the job market issues before coming to Sweden. The picture they had 

before coming to Sweden is radically different from the picture they have found out regarding the 

job market.  

Group A and Group B - foreign born graduates living in Sweden 0-8 years see the lack of 

information and communication as a main barrier towards integration to the job market. Under 

this barrier respondents mean the absence of sufficient guiding on how to enter the Swedish job 

market. Experiencing difficulties related to ethnicity, culture and social codes make those 

respondents think that they need special tools to simplify communication with local employers.   

Lack of information was also experienced in the education system. Under this issue they name 

absence of sufficient guiding on which diplomas and courses are relevant for particular 
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occupations announced at the job market. In case of mismatch, - when obtained diploma do not 

exactly match the announced job description, - but still is relevant to acquired skills, foreign 

graduates need to be guided in which courses they should attend to fulfill the job requirements to 

satisfy employers’ needs and how to find these courses. Foreign born graduates need to know 

which companies are interested in those particular professions that they already have obtained in 

the countries of their origin.    

Foreign born graduates identified another barrier together named as “Time Waste”. It creates an 

opinion among them, that if they had earlier information about all those problems which they 

face now on the job market in Sweden. Maybe they would change their decision to migrate to 

Sweden. Accordingly they would avoid complications towards personal realization as 

professionals. Under loss of time respondents mean the period required to enter the job market, 

time for learning the Swedish language, sometimes additionally learning of the English language. 

Loss of time is also related with evaluation of diplomas, completing education, different kind of 

decisions from different authorities, orienteering on the job market, job seeking procedure, 

socialization and integration into society, learning unwritten rules and cultural aspects- all these 

aspects take much time. It generally takes 7 years to enter the job market for a foreign born man 

and 11 years for a foreign born woman. This time is evaluated as too long period by foreign born 

graduates from group A and group B and a main reason for falling into depression. Some of them 

are comparing being in Sweden to sitting in a prison. Several respondents from groups A and B 

are planning to quit the process of completing the education, because they cannot invest so much 

time. Instead they are going to look for the first available, under qualified job at the Swedish job 

market.  

Despite we met all A and B group respondents at educational institutions, they are not indicating 

the Swedish language as a main barrier towards the job market. But they desire to attend 

Intensive course of Swedish language instead of the offered programs at SFI.   

In the system of education there is an absence of professional guiding ”Lack of guidance” about 

what course to add to complete the education to be relevant for particular profession or 

occupation. A 54 year old man with a bachelor degree in chemistry, names the absence of age 

oriented education. According to the existing system he needs more than 6 years to study. After 

he becomes 60 years it will be very hard for him to receive his first job at this age. A woman with 
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a Bachelor’s degree in mathematics named the problem that regulation does not give possibility 

to complete the education and at the same time be registered as job seeker at Arbetsförmedlingen. 

They do not get any guidance to where and how to look for those jobs which is related exactly to 

their education and competence.   

Arbetsförmedlingen is not giving them the information which they need. Instead they get 

unofficial information from teachers at SFI or KOMVUX neighbors, or just have heard in 

corridors, by chance from some stranger in the same situation. After they get the information 

from unofficial sources, they go back to Arbetsförmedlingen and after naming the particular 

program themselves, which might fit to their situation, got help. But Arbetsförmedlingen itself 

never named any possibility to them. 

How foreign born graduates deal with obtaining information from state institutions is described 

as that they need to go back many times and ask again because they never receive sufficient 

information. 

Graduates from EU countries and the persons who only had Arbetsförmedlingen as their main 

information source, experience lack of guidance in very elementary details such as how to send 

diplomas and certificates to get the Swedish equivalent evaluation of their education, who is 

responsible to translate diplomas, what kind of accomplishing papers they have to attach. They 

complain that Arbetsförmedlingen did not inform them about possibilities to have a coach or how 

to improve the language other than to study at SFI or Komvux.    

Most of the foreign born graduates seeking the job in Sweden do not have suffucuent information 

about which organization does what, whom should they address with particular issues. Under the 

lack of guiding they also meant that there is an absence of elementary leaflet, brochure, schema 

or map which will help in orientation how the way towards the job market looks like. Where is 

the start point? What kind of possibilities exist, are there any? There is no information and 

guiding about how should they look for jobs. A 28 years old women, architect engineer is 

naming, that the municipality has to engage more to help foreign born graduates. 

As a result of questionaries’ and interviews with foreign born graduates coming from 3: countries 

we met the structural problems related to the education in medical field, obtained in 3:e countries, 

i.e. outside of EU.  These structural problems are related to legitimation of their diplomas. If 
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persons from 3:e countries can prove that have 5 years work experience in their country of origin, 

they get legitimation of the diploma. Otherwise they have to study more medicine at the 

University. According to rules 3:e citizens need Swedish B and also English B to enter the 

university. They are forced to study two languages on high level at the same time: English and 

Swedish, which takes about 5-6 years and then to study at a university for several years. So in 

about 10 years they can appear at the job market in relevant occupation, which responds to their 

education.  

 

Group C and D 

We met group C at their work places, they are foreign born graduates who have jobs. Some of 

them are employed by private companies, some of them have private companies themselves and 

some of them are employed by the state. They have lived in Sweden for 0-40 years, This group of 

emigrants name language as a main barrier towards the job market. 100% of them agrees that the 

issue of good knowledge of the language is the main key towards economic integration. 

Language is named by them as a main tool for social and cultural communication, which leads to 

economic integration, i.e. finding a job. 

Group D are foreign born graduates employed by education institutions, universities.       The 

time of them living in Sweden varies from 1-25 years. These respondents named a competence as 

a main barrier towards integration at the job market. The requirement and the need to know the 

Swedish language this group names as a specially created barrier against foreigners to protect the 

local job market. Language barrier is low in those professions and vacancies, where the job 

market needs personnel. The language barrier is high and it is the main barrier in vacancies where 

the job market is overcrowded and foreign born graduates compete with local academics.  

 

Discrimination and Stereotypes 

 

A 34 years old woman having high education in Internationals Trade and former enterpriser from 

Colombia says that everyone identifies her homeland with Cocaine and the dancer pop-star 

“Shakira”.  She feels very sorry for this, because not many remember that Colombia is the 
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homeland of Gabriel Garcia Marquez, alive classical writer and world famous author of the book 

“Hundred years of aloneness”   

Two of the graduates said that they received advise to change their last name in case they wanted 

to receive a job. Another respondent thinks that there exist fear against foreign born names. She 

says that to have a competence is not the main thing to find a job, but the main thing is how you 

fit to the organization climate, how you act in group and if your personality is acceptable to the 

employer and co-workers, colleagues. She names social integration as not so much needed 

moment in getting a job. She says that she does not have time to look for social contacts as she 

has small kids and does not have time for socialization. Another respondent, the mathematician 

reminds an experiment which he made together with friends to test if there is any discrimination 

and fear against foreign names. They sent 50 CVs with original names and then sent another 50 

CVs to same companies with Swedish names. The CVs maintain the same competence and 

profession, but the difference was in Swedish names. In the first case CVs with original names 

had zero feedback and CV with fake Swedish names received 11 responses. He says that this 

experiment proved a fear towards foreign born names and absolutely nobody looks at the 

competence, first comes background, then comes competence.  

Having a master degree in business administration, a 35 years old woman sees the most problem 

in high unemployment rate in Gävle. According to her arguments,  even though there are many 

unemployed people, it is difficult to find the right competence on the local job market. She says 

that there are many job vacancies on the job market, but there is no competence which will 

satisfy requirements of employers.  

 

 

 

 

 

 

 


