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1. A Tentative Study on the Recruitment of Foreign Academics in Japanese
Academia

Akira Arimoto

In general, university has had a characteristic of international orientation as shown in a phenomenon
of mobility in both academics and students in some 900-year history of university from its
establishment in the medieval age until today. However, distinction between the domestic
universities and the foreign universities have started since the 19" century when the modern
university was institutionalized in the individual country. As a result distinction between the
domestic academics and the foreign academics who are born in the foreign countries has been
developed gradually since then.

In the case of Japan, mentality of paying attention to the universities in the advanced countries
has affected strongly in the academic culture in Tokyo University established in 1877 and Teikoku
Daigaku (Imperial University) established in 1886 to the extent that they imported a lot of academics
from the Western advanced countries such as the U.K. Germany, France, and the U.S. The weight of
foreign academics who were usually invited by the national government, which were called as
“Qyatoi gaikokujin”, was high due to their prestige and expertise in the fields of academic discipline.
In this sense, it might be said that internationalization had been promoted mostly at this stage of
Meiji Era in more than a century of Japanese higher education history.

However, almost all posts of academics in the universities were occupied by the domestic
academics since a trend was occurred gradually with the fact that returnees were recruited into the
academic posts. This trend has been lasted constantly until today when the share of foreign
academics occupying the academic posts is as few as more or less than 5%. However, in the age of
globalization as today, every university is necessarily expected to transform from the internationally
closed structure to opened structure as much as possible.

In this context, this paper intends to testify positively university’s possibility to globalization

as a case study.

I. Framework of research

1. Openness and closeness structure of university



Figure 1 Openness and closeness structure of university: International comparison

History of university Middle Age University | Modern University Presentday University
->Modern University | >Presentday University | - Future University

International trend Universalization Universalization Globalization
Japanesetrend X Internationalization Groping for
—>Nationalisolation globalization—> ?

Figure 1 “Openness and closeness structure of university: International comparison” intends to
make a comparison of globalization between the international trend and the Japanese trend on the
basis of an overview on university’s history in the world. According to this international comparative
perspective, an international trend

proclaimed universalization of universities in both the middle age and early-modern age. In these
ages, nothing was given at all to the trend of universalization in Japan, since there were no
universities comparable to those in the West.

International trend proclaimed universalization in the ages of modern and present-day
university, while the Japanese universities proclaimed internationalization for the first stage of their
institutionalization because it attempted to catch up with the university models developed in the
advanced countries but for the second stage the Japanese universities plunged into the state of
closing doors to the foreigners, or the state of national isolation.

In the transformation age from the present day university to the future university, international
trend is pursuing globalization so that the Japanese universities are reaching at last at the state of
groping for globalization. However, in the 21* century, it is not predictable how much extent the
Japanese universities will realize globalization, although they have just started their movement in
that direction.

As described previously, an international trend of university is suggesting that a lot of
universities in the World have developed usually in attempt to send their own academics and
students to the centers of learning in the world (Ben-David,1977; Shin, Toutkoushian and Teichler,
2011 ; Ishikawa, 2016; Arimoto, 1996, 2016).

2. An International comparison of the recruitment of foreign academics

Figure 2 “An International comparison of the recruitment of foreign academics: Japanese type and
Western type” intends to compare a historical transformation of the recruitment of foreign academics
between Japan and the West. It intends to place a vertical axis indicating the transformation from
local society to globalization society and a horizontal axis indicating the transformation from the

recruitment of domestic academics to that of foreign academics, making cross these two axises.



Figure 2 International comparison of recruitment of foreign academics:
Japanese type and West type
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In general, the western type has formed an openness society by institutionalizing the recruit of

foreign academics from the local society of the Middle Age University to the globalization society of
the present-day university and future university.

On the other hand, Japan recruited actively the foreign academics at the early stage of modern
university in Meiji era, forming a closeness society in the postwar time by recruiting the domestic
academics instead of the foreign academics mainly in the universities and colleges. Accordingly, the
western type transformed from type D to type A, while the Japanese type transformed from type D to
type C. The latter is now groping for type A by way of type B.

As we will see later, globalization was still slowing proceeding 25 years ago around 1990 when
the climate of universities was still in the state of type B after type C staying in the local society. The
foreign academics recruited in the Japanese universities at that time had an impression of closeness
to the students and academics. One survey conducted in 1955 described an opinion of such foreign
academics toward students and academics. Their impressions to the students are as follows: they
have no opinion 62 (44.3%); they have no identity 55 (39.3%); they control themselves well 55
(39.3%); they do not study 44 (31.4%); they have no aim 39 (27.9%) (Jo, 1995, p.95).

Their impressions to the academics are as follows: they control themselves well 63(48.8%);
they have strong selfness 49 (38.0%); they are kind 49 (38.0%); they are calm 26 (20.0%); they have
no identity (17.8%); they are passive 14 (10.9%) (Ibid.). These opinions have perhaps changed in the
past 25 years in the process of globalization, or transformation from closeness to openness society, in

which foreign academics increased their numbers in the recruitment in the Japanese universities.



As a result, the world universities are observable from both perspectives of the openess society

and closeness society. The former is involved in an active exchange with the centers of learning in

the World by sending the academics and students, making mutual interaction between them in terms

Figure 3 Transformationn of academics by sector

200,000

180,000

160,000 ﬁ
140,000 /
120,000 /
100,000 / —
80,000 /
60,000 / —
40,000 r/’/
20,000

° 'm0 R o

££('55) | 35('60) | 40('65) | 45('70) | 50('75) | 55('80) | 60('85) | 2('90) 12('00) | 17('05) | 22('10) | 23('11) | 24(12) | 25('13) | 26('14) | 27('15)

—o— Total 38,010 | 44,434 | 57,445 | 76,275 | 89,648

102,989/112,249 |123,838 |137,464|150,563 /161,690 |174,403 |176,684 |177,570 /178,669 180,879 |182,723

National | 22,680 | 24,410 | 29,828 | 36,840 | 42,020

47,842

51,475 | 53,765 | 57,488 | 60,673 | 60,937 | 61,689 | 62,702 | 62,825 | 63,218 | 64,252 | 64,684

Local 4,417 | 4,725 | 5,089 | 5,342 | 5,602

5,794

6,053 | 6,592 | 8,256 | 10,513 | 11,426 | 12,646 | 12,813 | 12,876 | 12,871 | 13,013 | 13,126

Private | 10,913 | 15,299 | 22,528 | 34,093 | 42,026

49,353

54,721 | 63,481 | 71,720 | 79,377 | 89,327 |100,068 101,169 |101,869|102,580|103,614 |104,913

of knowledge and the best brains of academics and students (Ben-David. 1977). It forms a climate

seeking a community of universalism and commonness on the basis of values such as universalism,

cosmopolitanism, and achievement. On the contrary, the closeness society’s climate seeking

particularism, heterogeneity, insider-ism, academic inbreeding on the basis of values such as
particularism, localism, and ascription (Merton, 1973; Shinbori, 1965, 1984; Arimoto, 1981, 2015).

3. Full time of academics by the types of position in Japan

(1) Sector

As Table 1 (Full-time teachers by type of position) and Figure 3 (Transformation of academics by

sector ) show, the number of
academics increased 4.8 times in
60 years from 38,010 in 1955 to
182,723 in 2015. As for the sectors,
the national
decreased from 59.7% (22,680) to
35.4% (64,684), that of local sector
decreased from 11.6% (4,417) to
7.2% (13,126), and that of private
from 28.7%
(10,913) to 57.4% (104,913). In

these years, the national sector

share of sector

sector increased

decreased to one sixth, while the

Table 2 Composition of male and female academics
by position

Position Total Male Female Female(%)
182,723 140,290 42,433 23
President 745 669 76 10
Vice President 1,232 1,118 114 9
Professor 69,325 58,960 10,365 15
Asso. Professor 43,185 33,118 10,067 23
Lecturer 21,142 14,459 6,683 32
Assist. Professor 41,275 29,430 11,845 29
Research Assist. 5,819 2,536 3,283 56

Source: MEXT (2015)



private sector increased two times. This fact testifies the private sector’s dominant role in the
massification stage of higher education development in Japan.
(2) Gender

Among these statistics, the female academics increased 4.5 times from 5.2% (1,979) in 1955 to
23.2% (42,433) in 2015.

Table 2 shows the composition of male and female academics by position in 2015. Percentage
of female in each position is as follows: president, 10%; vice president, 9%; professor, 15%;
associate professor, 23%; lecturer, 32%; assistant professor, 29%; research assistant, 56%.
Percentage is lower in the higher position such as president, vice president, and professor, while it is
higher in the lower position such as research assistant, assistant professor, and lecturer. There is a
kind of law in a sense that it is working as lower percentage in the higher position and higher

percentage in the lower position.

4. Trend of the recruitment of foreign academics

Table 1 Full—time Teachers by Type of Position

PN “#: <Universities>
e oo K| A
X 5y ar 5 B oL ®OE | A SE B (%)
Total Female | National Local Private [ Ferecntase
HEFN304E C 55) 38,010 1, 979 22, 680 4,417 10,913 5.2
35( 60) 44, 434 2, 693 24, 410 4, 725 15, 299 6.1
40 C 65) 57, 445 4,233 29, 828 5, 089 22, 528 7.4
45 C 70) 76, 275 6, 454 36, 840 5,342 34, 093 S. 5
50C 75) 89, 648 7,535 42, 020 5, 602 42, 026 8 4
55 (' 80) 102, 989 8, 630 47, 842 5,794 49, 353 8 4
60 85) 112, 249 9, 582 51,475 6, 053 54, 721 8 5
Rk 2 C 90) 123, 838 11, 399 53, 765 6, 592 63, 481 9.2
7C 95) 137, 464 14, 752 57, 488 8, 256 71, 720 10. 7
12 C 00) 150, 563 20, 314 60, 673 10,513 79, 377 13. 5
17 C 05) 161, 690 26, 950 60, 937 11, 426 89, 327 16. 7
22(C 10) 174, 403 35, 054 61, 689 12, 646 100, 068 20. 1
23C 11) 176, 684 36, 424 62, 702 12,813 101, 169 20. 6
24 C 12) 177,570 37, 720 62, 825 12, 876 101, 869 21.2
25 13) 178, 669 39, 030 63, 218 12,871 102, 580 21.8
26 ( 14) 180, 879 40, 744 64, 252 13,013 103, 614 22.5
27 15) 182, 723 42,433 64, 684 13,126 104,913 23.2
¥ & President 745 76 86 85 574 10. 2
f@ll%# & Vice—president 1,232 114 405 108 719 9.3
%4 % Professor 69, 325 10, 365 21, 826 4, 383 43, 116 15. 0
#2452 Associate professor 43, 185 10, 067 18, 233 3,734 21,218 23.3
A Al Lecturer 21, 142 6, 683 5, 055 1,707 14, 380 31. 6
B % Assistant professor 41, 275 11, 845 18, 423 2,726 20, 126 28. 7
) = Assistant 5,819 3, 283 656 383 4, 780 56. 4
(F548) (recounted)
KFBEHH 2545 Graduate school teacher 105, 264 16, 894 53, 353 8,151 43, 760 16. 0
S [E A%k Non—Japanese nationals 7,735 2,151 2, 574 514 4, 647 27.8
(531148)
HeFs5#H Part—time 196, 623 58, 498 39, 986 14, 735 141, 902 29. 8
PREPANESPNE 4=} 13,021 4, 644 2,276 866 9, 879 35. 7
of which non—Japanese nationals

Source: MEXT (2015)



The academics of the non-Japanese nationals increased 3.2 times from 2,415 in 1991 to 7,735 in
2015. They occupied 4.2% in all the academic staff (182, 723) in 2015, while they occupied 1.9%
(2,415) in all the academic staff (126, 445) in 1991. They increased 2.2 times in these 24 years.

The female academics of the non-Japanese nationals (2,151) occupied 1.2% in all the academic
staff in 2015, while they (497) occupied 0.4% in all the academic staff (126, 445) in 1991. They
occupied 27.8% in all the foreign academics (7,735) in 2015, while they occupied 52.2% in all the
foreign academics (2,415) in 1991. The female academics decreased 1.9 times in these years. It is
interesting why the female foreign academics decreased despite the Japanese female academics was
gradually increasing.

By the way, the researchers of the non-Japanese nationals have increased gradually. The total
numbers of accepted researchers (37,351) in 2014 were 1.2 times of the total numbers (31,391) in
2004.

Il. Case study of top 13 universities

1. Full time academics of the non-Japanese nationals and the domestic academics who are
degree holders of the foreign universities
Figure 4 compares [Share of the academics of the non-Japanese nationals (foreign academics)
and the domestic academics who obtain degrees in the foreign countries] by top 13 universities
(Hokkaido= Hokkaido University; Tohoku= Tohoku University; Tsukuba= University of Tsukuba;
Tokyo= University of Tokyo; Tokyo lkashika= Tokyo Medical and Dental University; Tokyo
Kogyo= Tokyo Institute of Technology; Nagoya= Nagoya University; Kyoto= Kyoto University;
Osaka= Osaka University; Hiroshima= Hiroshima University; Kyushu= Kyushu University; Keio=
Keio University; Waseda= Waseda University). Top 13 universities were selected by JSPS (Japan
Society for Promotion of Science) as the leading institutions in order to promote globalization to the
extent that they will be nominated in the best 100 universities in the World University Ranking. In
the context of promoting globalization, recruiting the full time academics of the non-Japanese
nationals is indispensable (Arimoto, 2015).

The data of 2013 (H25) displays the factual figures, while the data of other three years (2016,
2019, 2013) reveal the fictional figures in the future calculated by every university on the basis of
their own ideas. These fictional percentages will be demonstrated clearly as true or false in the future

by the factual figures. Currently, the figure is as it were a pancake drawn on picture.



Figure 4 Share of foreign academics and domestic academics who obtain degrees in
foreign countries
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We can point out the following several remarks on the basis of the given figure.

(1)The figure does not show a strict category of the foreign academics occupied in all the
academic staff. Namely, it contains the domestic academics other than the foreign academics,
because it contains the domestic academics obtaining degrees in the foreign universities. It is
interesting in this survey that a concept of globalization emphasizes generously not only the foreign
academics obtaining the degrees in the foreign universities but also the domestic academics still
obtaining the degrees in the foreign universities. In other words, both categories are used together as
an indicator of globalization.

Every university is likely to increase the average percentage in 10 years from now on as shown
in the fact that it increases 17.9% in ten years from 26.0% in 2013 to 43.9% in 2023.

(2)There are considerable gaps between the university with high percentage and the university
with low percentage in terms of the foreign academics in all the academics, because the highest
percentage (45.3%) is recognized in Waseda and the lowest percentage (12.9%) is in Kyoto. The
percentage is high in Keio, Tokyo lIkashika, and Tsukuba following to Waseda, while the percentage
is low in Tokyo Kogyo and Tokyo according to Kyoto.

(3)The highest increase is seen in Kyushu with 40.1% up from 24.8% to 64.9% in ten years,
followed by Waseda with 29.7% up from 43.5% to 75.0%. On the other hand, the lowest increase is
seen in Kyoto with 4.8% up from 12.9% to 17.7%.

2. Foreign academics
A consideration of the average percentage increase related to a category of the foreign academics is

apparently different from a consideration of the average percentage increase related to a category of



those obtaining degrees in the foreign universities.

M)

)

®)

As Figure 5 (Percentage share of the foreign academics in 2013 and 2023 by the top 13) shows,
among the average percentage (4.8%) of the foreign academics in all the academics in 2013,
Tokyo and Waseda (8.5% each) are recognized as the highest percentage, followed by Tohoku
(5.5%), Tsukuba (5.3%). On the contrary, Tokyo lIkashika (1.3%) is recognized at the lowest,
followed by Hiroshima (3.7%), Hokkaido and Osaka (4.0% each), and Kyoto (4.1%).
The average percentage (7.2%) of the foreign academics in all the academics in 2023 reveals
2.4% increase rate in 10 years from 2013 to 2023. It means the annual increase rate of 0.2%,
which is smaller than the annual increase rate (1.8%) in ten years in the case of figure including
the additional domestic academics obtaining degrees in foreign countries mentioned previously.
In this context, it is clear that the substantial numbers of the foreign academics are still
small absolutely so that it is likely to be difficult to increase these numbers in short time in the
future, particularly in ten years interval.
In these circumstances, the increase rate is more than 10% in the five universities such as
Kyushu (14.7%), Tsukuba (13.0%), Tokyo (11.5%), Keio (11.4%), and Osaka (11.0%). On the

other hand, the increase rate is less than 5% in the five universities such as Nagoya (2.3%),

Figure 5 Percentage share of foreign academics in 2013 and 2023 by top 13 (%)
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Source: Top 13 universities
Tohoku (2.5%), Tokyo Kogyo (3.4%), and Tokyo lIkashika and Waseda (3.6% each).

4 Among these trends, a good possibility of chance in the future seems to locate
differently in the individual institution. For example, Tokyo and Waseda, which show the same
rate of 8.5% in 2013, are the noticeable institutions, because the former increase to as many as
20% while the latter increase to only 12% in ten years from henceforth. There are differences of
as many as two times between them. There must be a sufficient reason why the differences will
occur in two institutions.

In addition to this, Kyushu is also noticeable, because it increases rapidly to as many as
19% with increase percentage of 14.7% from as small as 4.7%, which is almost equivalent to the



average percentage of all institutions (4.8%). The same kind of increase rate is recognized in

another two institutions such as Keio increasing up to16% and Osaka increasing up to 15%.

Concluding remarks:

The top 13 universities standing at the top of research universities in Japan are expected by Japanese
society, especially MEXT, to become the top runners in the world as representing of the Japanese
higher education institutions. In this context, we can get the interesting results by observing these

institutions in their reality and ideal.

1. As far as the data is concerned, an indicator of globalization seems to be generous more than
strict. In the indicator of globalization, which is gathered on the basis of outcome indicators
related to MEXT’s guideline such as [the share of the foreigners and the degree holders of
foreign countries], the Japanese domestic academics obtaining degrees in the foreign
universities are included in the category of globalization in addition to the foreign academics.

Probably, the Japanese domestic academics obtaining degrees in the foreign universities
will be increased easily compared to the foreign academics. Accordingly, it is predictable that a
recruitment of the foreign academics into the Japanese universities has been difficult thus far
and such recruitment custom will not be changed easily in short time of ten years in the future.

2. According to the generous indicator [Share of academics of the non-Japanese nationals (foreign
academics) and the domestic academics who obtain degrees in the foreign countries],
globalization will be promoted by the top 13 universities with an annual increase rate of 1.8% in
ten years interval from 2013 to 2023. However, a great deal of gap is observable between the
universities in terms of high and low increase rates. Therefore, globalization is affected strongly
by the characteristics proper to the individual university. Within ten years in the future, the
highest increase rate is perhaps realized by Kyushu (from 24.8% to 64.9%), while the lowest
increase rate is realized by Kyoto (from 12.9% to 17.7%) according to their own design.

3. The strict indicator of globalization reveals the low increase rate due to our paying attention to
only foreign academics on the condition that our not paying attention to the domestic academics
obtaining degrees in the foreign countries. The share of foreign academics in all the academics
in the top 13 universities increase by 2.4% in ten years, because it is 7.2% in 2023, while the
share was 4.8% in 2013. The generous indicator shows 1.8% annual increase rate, while the
strict indicator shows only 0.24% annual increase rate.

4. In these circumstances, there is difference among the institutions to a considerable degree. The
increase rate is more than 10% in the five universities such as Kyushu (14.7%), Tsukuba
(13.0%), Tokyo (11.5%), Keio (11.4%), and Osaka (11.0%). On the other hand, the increase rate



is less than 5% in the five universities such as Nagoya (2.3%), Tohoku (2.5%), Tokyo Kogyo
(3.4%), and Tokyo lkashika and Waseda (3.6%).

5. Related to the above remark 4, a case study is needed with a focus on the universities giving
much differences with regard to the increase rate. For example, a set of Tokyo and Waseda is
one of such cases to be analyzed. There must be a reasonable reason why this difference will
occur in two institutions. In addition, a set of Kyushu, Keio, and Osaka, which increases the

globalization rate rapidly in ten years, is another one of such cases to be analyzed.
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2. History and Present Condition of the Recruitment of International Academics in
Japan: Macro and Micro Analysis

Tsukasa DAIZEN

In Japan, the employment of international academics is promoted. There are three reasons to
promote to employ them.

Firstly, because the Japanese universities are attempting to become the top 100th place
university and recruit the excellent student from all over the world, they ate trying to employ the
international excellent academics.

Secondly, because the global economy is spreading in Japan and university is requested to grow
up the Japanese students to be a global human resources, the university employ the international
academics who are expected to teach the Japanese students in foreign language.

Thirdly, because university in Japan need to accept the overseas students for covering the empty of
fixed numbers of student, university will employ the international academics who can open the class
in English.

In the following, “The policy of acceptance of the foreign academics in Japan”, “The actual
situation of acceptance of the foreign academics in Japan” and “The employment situation of foreign

academics in the university with a high employment ratio of foreign academics” will be discussed.

1. The policy of acceptance of the foreign academics in Japan

Since the Meiji era, there was the system to recruit a foreigner as a teacher or a lecturer, but a
foreigner was not able to take the full-time professor position in the public university.

"The Special Measures Law about the Recruitment of the Foreigner Academics in the National or
Public University (The Law about the Recruitment of the Foreigner Academics)" was established as
legislation introduced by a Diet member in September, 1982, for the purpose of planning the
progress of education and research in the university, and contributing to the promotion of the
international exchange.

Subsequently, in response to the Prime Minister Fukuda’s address on his administrative policies
made in January 2008, a new “Plan for 300,000 Exchange Students” is to be established and
implemented, aiming to reach this goal by 2020. The recruitment of the foreign academics was
suggested as one of the measures to accept many foreign students.

Aiming at the achievement of “Plan for 300,000 Exchange Students”, “Global 30” was carried out
for training the high talented person who could play an active part globally in the environment that
worked together in competition with a foreign student by carrying out the action for the globalization
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of the university. In 13 universities adopted to global 30, 300 courses that can acquire a degree only
by a class by English are established, and many foreign academics are employed.
Following this “Global 307, to support universities that have top world-level education and research
programs with an aim to bolster the international competitiveness of Japanese higher education and
foster people capable of aggressively challenging global issues and playing active roles on the global
stage, “University operations such as Super Global activities” such as ”Go Global Japan
Project”(from 2012 to 2016) or “Top Global University Project” (from 2014 to 2023) was developed
from 2012. The adoption of the foreign academics is an important measure to achieve an aim of both
projects.

In "Growth Strategy the second speech” that was carried out in Japanese academe on May 17,
2013, Prime Minister Abe made a speech of ”In 8 national universities, we replace around 1,500
faculties with excellent researchers during the next three years. In this way the number of foreign

academics doubles”. These contents supported “Top Global University Project”.

2. The actual situation of acceptance of the foreign academics in Japan

The employment of the foreign academics in the Japanese university has been performed by a
private university until the 1970s. After "The Special Measures Law about the Appointment of the
Foreigner Academics in the National or Public University" was promulgated in 1982, the number of
the employers of the foreign academics gradually increases in the public university.

Table 1 and Fig 1 is the ratio of foreign academics in Japan from 1955 to 2015.

After 1955, the foreign teacher ratio is a tendency to increase. When the ratio came to show a slight
stagnation, the ratio increase again by the development of the globalization policies such as "An
international exchange in education, research and culture” (report) of 1974, "The Low of
Recruitment of the Foreign academics® of 1982 and “Plan for 300,000 Exchange Students” of 2008.
The ratio of the Foreign Academics of 1982 when the Law about the Recruitment of the Foreigner
Academics was established was approximately 1.2%. The ratio of the Foreign Academics of the
private university was 1.7%.

The ratio of the foreign academics of the private university of 1955 when the oldest statistics
document was confirmed was 2.6%. The ratio decreased slightly until 1982 when the Law about
the Recruitment of the Foreigner Academics was established. Particularly the ration of the foreign
professor is dramatically decreased.(from 4.6% to 1.4%).

After 1982 when the Law about the Recruitment of the Foreigner Academics was established,
the ratio of the Foreign Academics of National university increased (0.7% in 1982, 1.5% in 1992,
2.6% in 2002, 3.2% in 2012, 4.0% in 2015).

The ratio of foreign academics in 2015 is 4.2%. The ratio of National univ. is 4.0%, Local univ. is
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3.9% and Private univ. is 4.4%. The ratio of male foreign academics is 4.0% and female is 5.1%. The
ration of female foreign academics is slightly high. The ratio of foreign academics by job rank is
President 0.7%, Vice president 1.5%, Professor 3.3%, Associate professor 5.1%, Lecturer 8.1%,
Assistant 3.2%. The job rank becomes higher; the ratio of foreign academic becomes lower.

Table 2 and Fig 2 is the number of the foreign academics from1955 to 2015 by the provider.
The number of the foreign teachers of the private university was slight increase after the World War
II. The numbers increased acceleratingly since "The Low of Recruitment of the Foreign
academics* of 1982 was established.
The number of the foreign academics of the national university decreased slightly for ten years from
the late 1990s. During the years, the foreign academics were employed at private university.
The numbers increased since "The Low of Recruitment of the Foreign academics* of 1982 was
established.

Table 1. The ratio of foreign academics in Japan from 1955 to 2015

. Foreign The ratio of . Foreign The ratio of

Academics . . . Academics ; R .
academics [Foreign academics academics |Foreign academics
(a) (b) (b) /(a) (a) (b) (b) /(a)
1955 38,010 360 0. 9% 1986 113, 877 1,516 1. 3%
1956 39, 289 368 0. 9% 1987 115, 863 1, 649 1. 4%
1957 40, 444 384 0. 9% 1988 118,513 1, 806 1. 5%
1958 41, 481 396 1. 0% 1989 121, 140 1, 960 1. 6%
1959 42,775 413 1. 0% 1990 123, 838 2,183 1. 8%
1960 44, 434 416 0. 9% 1991 126, 445 2,415 1. 9%
1961 45,471 436 1. 0% 1992 129, 024 2, 685 2.1%
1962 47, 850 462 1. 0% 1993 131, 833 3,092 2. 3%
1963 50,911 542 1. 1% 1994 134, 849 3,554 2. 6%
1964 54, 408 603 1. 1% 1995 137, 464 3, 858 2. 8%
1965 57, 445 641 1. 1% 1996 139, 608 4,152 3. 0%
1966 62, 642 662 1.1% 1997 141, 782 4,424 3.1%
1967 66, 738 718 1. 1% 1998 144, 310 4,612 3. 2%
1968 71,786 717 1. 0% 1999 147,579 4,776 3. 2%
1969 74, 706 722 1. 0% 2000 150, 563 5, 038 3. 3%
1970 76, 275 739 1. 0% 2001 152, 572 5, 206 3. 4%
1971 78, 848 695 0. 9% 2002 155, 050 5, 286 3. 4%
1972 80, 959 698 0. 9% 2003 156, 155 5,403 3. 5%
1973 83, 838 705 0. 8% 2004 158, 770 5, 430 3. 4%
1974 86, 576 713 0. 8% 2005 161, 690 5, 652 3. 5%
1975 89, 648 770 0. 9% 2006 164, 473 5,735 3. 5%
1976 92, 929 847 0. 9% 2007 167, 636 5, 763 3. 4%
1977 95, 470 875 0. 9% 2008 169, 914 5,875 3. 5%
1978 98,173 918 0. 9% 2009 172,039 5,931 3. 4%
1979 100, 735 940 0. 9% 2010 174, 403 6, 292 3. 6%
1980 102, 989 1,127 1.1% 2011 176, 684 6, 603 3. 7%
1981 105, 117 1, 180 1. 1% 2012 177,570 6, 835 3. 8%
1982 107, 422 1, 255 1. 2% 2013 178, 669 7,075 4. 0%
1983 109, 139 1, 285 1. 2% 2014 180, 879 7,290 4. 0%
1984 110, 662 1,376 1. 2% 2015 182, 723 7,735 4. 2%
1985 112, 249 1,436 1.3%
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FIG.1 THE RATIO OF FOREIGN ACADEMICS IN
JAPAN
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Table 2 The number of the foreign academics from21955 to 2015

Nationa Rtaio Ratio Ratio Nationa Rtaio Ratio Ratio
Total Local |Private of of of Total Local |Private of of of
1 . . 1 . .
Nationa| [ocal Private Nationa| [ocal Private
(a) (b) (c) (d) (b)/(a) | (c)/(a) | (d)/(a) (a) (b) (c) (d) (b)/(a) | (c)/(a) | (d)/(a)
1955 360 72 9 279 20. 0% 2. 5% 77. 5% 1986 1516 420 44 1052 27.7% 2. 9% 69. 4%
1956 368 69 10 289 18. 8% 2. 7% 78. 5% 1987 1649 455 46 1148 27. 6% 2. 8% 69. 6%
1957 384 67 8 309 17. 4% 2. 1% 80. 5% 1988 1806 503 42 1261 27. 9% 2.3% 69. 8%
1958 396 64 7 325 16. 2% 1.8% 82.1% 1989 1960 542 49 1369 27.7% 2.5% 69. 8%
1959 413 58 9 346 14. 0% 2. 2% 83.8% 1990 2183 605 56 1522 27. 7% 2. 6% 69. 7%
1960 416 68 9 339 16. 3% 2.2% 81.5% 1991 2415 725 71 1619 30. 0% 2. 9% 67. 0%
1961 436 61 10 365 14. 0% 2. 3% 83. 7% 1992 2685 819 86 1780 30. 5% 3. 2% 66. 3%
1962 462 56 12 394 12. 1% 2. 6% 85. 3% 1993 3092 990 173 1929 32. 0% 5. 6% 62. 4%
1963 542 70 10 462 12. 9% 1. 8% 85. 2% 1994 3554 1184 226 2144 33. 3% 6. 4% 60. 3%
1964 603 88 12 503 14. 6% 2. 0% 83. 4% 1995 3858 1312 242 2304 34. 0% 6. 3% 59. 7%
1965 641 91 12 538 14. 2% 1.9% 83. 9% 1996 4152 1438 253 2461 34. 6% 6. 1% 59. 3%
1966 662 95 14 553 14. 4% 2. 1% 83. 5% 1997 4424 1561 269 2594 35.3% 6. 1% 58. 6%
1967 718 102 15 601 14. 2% 2.1% 83. 7% 1998 4612 1600 285 2727 34. 7% 6. 2% 59. 1%
1968 717 102 13 602 14. 2% 1.8% 84. 0% 1999 4776 1622 298 2856 34. 0% 6. 2% 59. 8%
1969 722 96 17 609 13. 3% 2. 4% 84.3% 2000 5038 1632 352 3054 32. 4% 7. 0% 60. 6%
1970 739 99 18 622 13. 4% 2. 4% 84. 2% 2001 5206 1647 367 3192 31. 6% 7. 0% 61.3%
1971 695 96 17 582 13.8% 2. 4% 83. 7% 2002 5286 1610 345 3331 30. 5% 6.5% 63. 0%
1972 698 112 18 568 16. 0% 2. 6% 81. 4% 2003 5403 1606 331 3466 29. 7% 6. 1% 64. 1%
1973 705 127 18 560 18. 0% 2. 6% 79. 4% 2004 5,430 1,474 347 3,609 27.1% 6. 4% 66. 5%
1974 713 129 19 565 18. 1% 2. 7% 79. 2% 2005 5,652 1, 545 375 3,732 27.3% 6. 6% 66. 0%
1975 770 161 20 589 20. 9% 2. 6% 76. 5% 2006 5,735 1,503 381 3,851 26. 2% 6. 6% 67. 1%
1976 847 196 18 633 23. 1% 2.1% 74. 7% 2007 5,763 1,579 378 3,806 27. 4% 6. 6% 66. 0%
1977 875 202 19 654 23.1% 2.2% 74. 7% 2008 5,875 1,551 386 3,938 26. 4% 6. 6% 67. 0%
1978 918 207 22 689 22. 5% 2. 4% 75. 1% 2009 5,931 1,638 436 3,857 27. 6% 7.4% 65. 0%
1979 940 227 22 691 24. 1% 2. 3% 73.5% 2010 6, 292 1,770 462 4, 060 28.1% 7. 3% 64. 5%
1980 1,127 294 22 811 26. 1% 2. 0% 72. 0% 2011 6, 603 1,932 448 4,223 29. 3% 6. 8% 64. 0%
1981 1, 180 301 27 852 25. 5% 2.3% 72. 2% 2012 6, 835 1,997 485 4, 353 29. 2% 7.1% 63. 7%
1982 1, 255 334 24 897 26. 6% 1.9% 71.5% 2013 7,075 2,147 492 4,436 30. 3% 7. 0% 62. 7%
1983 1, 285 326 32 927 25. 4% 2. 5% 72.1% 2014 7,290 2,329 496 4, 465 31.9% 6. 8% 61.2%
1984 1,376 372 34 970 27. 0% 2. 5% 70. 5% 2015 7,735 2,574 514 4, 647 33. 3% 6. 6% 60. 1%
1985 1, 436 385 32 1,019 26. 8% 2. 2% 71.0%

Fig.2 Change ofthe numbers of Foreign academics (by Provider)
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Table 3 and Fig 3 is the number of the foreign academics from1955 to 2015 by the academic

position.

Table 3 The number of the foreign academics from1955 to 2015 by the academic position

Presiden V1§e Professo Associat Lecture Research Presiden Vl?e Professo Associat Lecture Reseafch
Total presiden e associat Total presiden e associat
¢ + r nrofe r L It r nrofecen r e
1955 360 4 0 185 37 126 8 1986 1,516 2 2 371 234 722 185
1956 368 3 0 190 38 134 3 1987 1,649 2 0 404 254 788 201
1957 384 2 0 187 37 158 0 1988 1, 806 2 0 450 310 838 206
1958 396 4 0 185 39 167 1 1989 1, 960 2 0 489 340 919 210
1959 413 2 0 185 40 182 4 1990 2,183 2 0 534 401 969 277
1960 416 3 0 175 40 189 9 1991 2,415 3 1 557 460 1, 050 344
1961 436 4 0 167 62 191 12 1992 2,685 2 1 631 520 1,135 396
1962 462 4 0 191 58 197 12 1993 3,092 2 3 687 633 1,249 518
1963 542 3 0 201 92 228 18 1994 3,554 3 2 745 767 1,404 633
1964 603 4 0 222 107 244 26 1995 | 3,858 3 2 775 893 1,453 732
1965 641 5 0 213 107 283 33 1996 | 4,152 4 0 828 979 1,541 800
1966 662 5 0 235 120 276 26 1997 4,424 3 0 918 1,090 1,611 802
1967 718 3 0 252 128 304 31 1998 4,612 3 0 975 1,208 1,663 763
1968 717 2 0 242 143 293 37 1999 4,776 4 0 1, 060 1,293 1,644 775
1969 722 3 0 267 140 279 33 2000 | 5,038 5 2 1,169 1, 386 1, 706 770
1970 739 2 0 260 129 289 59 2001 5,206 6 2 1,212 1,420 1, 768 798
1971 695 3 0 242 132 261 57 2002 | 5,286 5 1 1, 266 1, 457 1,781 776
1972 698 2 0 248 119 284 45 2003 5,403 5 2 1,293 1,524 1,791 788
1973 705 2 0 231 120 297 55 2004 5,430 6 2 1, 405 1,600 1,671 746
1974 713 4 1 233 114 304 57 2005 5,652 6 3 1,523 1,701 1,682 737
1975 770 4 1 210 128 345 82 2006 5,735 4 4 1,648 1, 780 1,601 698
1976 847 3 1 240 121 388 94 2007 5,763 6 4 1,689 1,777 1,509 778
1977 875 2 1 253 138 409 72 2008 5,875 6 3 1,769 1,798 1,464 835
1978 918 4 1 244 137 443 89 2009 | 5,931 5 8 1,798 1,814 1,418 888
1979 940 2 1 246 134 478 79 2010 | 6,292 5 6 1,912 1,884 1,458 1,027
1980 1,127 5 1 287 155 591 88 2011 6,603 3 8 1,996 1,916 1,526 1,154
1981 1,180 3 0 304 157 631 85 2012 6, 835 4 14 2,091 2,006 1,533 1,187
1982 1, 255 2 0 322 173 661 97 2013 7,075 6 17 2, 167 2,077 1,559 1,249
1983 1,285 2 1 324 182 657 119 2014 7,290 6 16 2,191 2,094 1,623 1, 360
1984 1,376 2 1 341 196 683 153 2015 7,735 5 18 2,297 2,191 1, 705 1,519
1985 1,436 2 1 351 223 690 169
Fig. 3 The number of the Foreign Academics (by Academic position)
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The most foreign academics is lecturer position until the 1990s. The most foreign academics is
the professor or associate professor position now.

Table 4 or Fig 4 is the number of the foreign academics from1955 to 2015 by sex.

There are more men than women.The changes of the sex constitution ratio are as follows. The
foreign academics of the man spreads to 83.7% in 1973 and the foreign academics of the woman
increase to 27.8% in 2015.

Table 4 The number of the foreign academics from1955 to 2015 by sex.

The ratio|The ratio The The
Total Male Female . Total Male Female ratio ratio
of male |of Female
of male of

(a) (b) (c) (b)/(a) | (c)/(a) (a) (b) (c) (b)/(a) | (c)/(a)
1955 360 252 108 70. 0% 30. 0% 1986 1,516 1,218 298 80. 3% 19. 7%
1956 368 260 108 70. 7% 29. 3% 1987 1, 649 1,319 330 80. 0% 20. 0%
1957 384 278 106 72. 4% 27. 6% 1988 1, 806 1,441 365 79. 8% 20. 2%
1958 396 284 112 71.7% 28. 3% 1989 1, 960 1, 565 395 79. 8% 20. 2%
1959 413 304 109 73. 6% 26. 4% 1990 2,183 1,728 455 79. 2% 20. 8%
1960 416 316 100 76. 0% 24. 0% 1991 2,415 1,918 497 79. 4% 20. 6%
1961 436 329 107 75. 5% 24. 5% 1992 2, 685 2,131 554 79. 4% 20. 6%
1962 462 359 103 77.7% 22. 3% 1993 3,092 2, 465 627 79. 7% 20. 3%
1963 542 426 116 78. 6% 21. 4% 1994 3, 554 2,818 736 79. 3% 20. 7%
1964 603 470 133 77.9% 22. 1% 1995 3, 858 3, 046 812 79. 0% 21. 0%
1965 641 491 150 76. 6% 23. 4% 1996 4, 152 3, 290 862 79. 2% 20. 8%
1966 662 506 156 76. 4% 23. 6% 1997 4,424 3,483 941 78. 7% 21. 3%
1967 718 557 161 77. 6% 22. 4% 1998 4,612 3,602 1,010 78.1% 21. 9%
1968 717 568 149 79. 2% 20. 8% 1999 4,776 3, 749 1, 027 78. 5% 21. 5%
1969 722 571 151 79. 1% 20. 9% 2000 5,038 3,943 1, 095 78. 3% 21. 7%
1970 739 592 147 80. 1% 19. 9% 2001 5,206 4,031 1,175 77. 4% 22. 6%
1971 695 567 128 81. 6% 18. 4% 2002 5, 286 4,070 1,216 77. 0% 23. 0%
1972 698 574 124 82. 2% 17. 8% 2003 5,403 4, 149 1, 254 76. 8% 23. 2%
1973 705 590 115 83. 7% 16. 3% 2004 5, 430 4,149 1, 281 76. 4% 23. 6%
1974 713 590 123 82. 7% 17. 3% 2005 5, 652 4, 305 1, 347 76. 2% 23. 8%
1975 770 640 130 83. 1% 16. 9% 2006 5,735 4, 333 1,402 75. 6% 24. 4%
1976 847 686 161 81. 0% 19. 0% 2007 5,763 4, 346 1,417 75. 4% 24. 6%
1977 875 712 163 81. 4% 18. 6% 2008 5,875 4, 455 1,420 75. 8% 24. 2%
1978 918 737 181 80. 3% 19. 7% 2009 5,931 4, 400 1,531 74. 2% 25. 8%
1979 940 748 192 79. 6% 20. 4% 2010 6, 292 4,722 1,570 75. 0% 25. 0%
1980 1, 127 905 222 80. 3% 19. 7% 2011 6,603 4,932 1,671 74. 7% 25. 3%
1981 1, 180 936 244 79. 3% 20. 7% 2012 6, 835 5,078 1, 757 74. 3% 25. 7%
1982 1, 255 999 256 79. 6% 20. 4% 2013 7,075 5,233 1,842 74. 0% 26. 0%
1983 1, 285 1,017 268 79. 1% 20. 9% 2014 7,290 5,316 1,974 72. 9% 27. 1%
1984 1, 376 1, 096 280 79. 7% 20. 3% 2015 7,735 5, 584 2,151 72. 2% 27. 8%

1985 1,436 1, 161 275 80. 8% 19. 2%

18




Fig. 4 Change of the numbers of Foreign academics (by Sex)
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3. The employment situation of foreign academics in the university with a high employment

ratio of foreign academics

As a result of having confirmed the foreign teacher ratio according to the university (table 1), the
university where the foreign teacher ratio was higher than 30% in place, 2014 was "Miyazaki
International University" (58.1%), "Ritsumeikan Asia Pacific University" (50.9%), "Kanda
University of International Studies” (49.8%), “Akita International University" (45.9%), "Kansai
Gaidai University" (41.0%), “University of Aizu" (40.0%), “International Christian University"
(33.8%).

We can classify these universities in three categories.
One is a university comprised in one department of the international liberal arts like "Miyazaki
International University”, "Akita International University” and “International Christian University".
The second is the university which set the globalized department like "Ritsumeikan Asia Pacific
University" and “University of Aizu".

The third is a university constructed in a department of language studies like "Kanda University
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of International Studies” and "Kansai Gaidai University".

3.1 Ritsumeikan Asia Pacific University (APU)

Idea and Process of the Establishment

APU was established for the commemoration of the centennial of the foundation of Ritsumeikan
Gakuen in Beppu-shi, Oita in April, 2000.

APU is the first full-scale international university in Japan which have will to achieve the
international contribution appropriate for the coming new times as a Japanese university and to open
up a new stage for the globalization of the Japanese university and which was established in a
concept to make up half of students in foreign students and employ half of faculty supporting the

education of the student in foreign academics.

Interview to Foreign academics

We interviewed two foreign academics (X and Y).

X (She) acquired a doctorate in Tokyo Institute of Technology. After graduation, she has a
possibility to work as PD at the university in Sydney or work in APU. She decided to work in the
APU in consideration of their children's education and life. Her children have been adapted in Japan
because he was born and raised in Japan.  So, her child goes to a local elementary school. In
order to send their children to the International School in Fukuoka city, some faculty moved to
Fukuoka city and were commuting to APU in Beppu city over a period of 2 hours.

Professor Y, was born in Georgia, USA, and acquired a doctorate in Hiroshima University.
Because his wife is Japanese and his child was already born in Japan, he decides to stay and work in

Japan.

3.2 University of Aizu (UA)
Idea and Process of the Establishment
The advisory committee for preparation of the University of Aizu that was established in 1991,
claims to actively recruit foreign academics and to recruit faculties by the international offerings,
based on the following ideas: "The University of Aizu, in the field of computer science, aims at the
university with the largest scale and the latest education and research contents in Japan. To that end,
it is necessary to promote the faculties who has excellent research results and have the charm to
attract students and to establish the meritocratic faculty organization. *

Thus, it could hire about 60% foreign faculty members at the time of its establishment. Are you

hiring foreign faculty members about 40% currently?

Interview to Foreign academics
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We interviewed with one Chinese academics.

After acquired doctorate in Tokyo Medical and Dental University, he took a job in the Japanese
company and afterwards he moved to University of Aizu. Presently, he is enjoying Japanese
culture and leading the research activities of the university as the director of the Information Science
and Technology Research Center.

“In the case of employing the faculties, we need to employ them only on the basis of their
professional activity achievements, regardless of whether that person is  Japanese or not." was his
opinion.

According to the study by Ishida & Yonezawa (2012, 17-18 pages) on the theme of “Entry route
and motivation to the Academic Market Places in Japan”, the foreign teacher or researcher who
live in Japan came to Japan from accumulated a certain amount of career after be educated in the
country of origin or the country other than Japan or accumulated a certain amount career after
finishing the undergraduate or graduate program in Japan. The study found that the former course
was a main route of humanities, social sciences or language majored researcher and the latter course

was a main route of natural sciences majored researcher.
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Table 5 Ratio of Foreign academics in Japanese University

FY2014 FY2010 FY2006 FY2002 FY2000

Miyazaki International
College 58.1 83.9 81.8 80.5 80.5
Ritsumeikan Asia Pacific Established
University 50.9 440 4477 450 i 2000
Kanda University of
International Studies 49.8 524 440 43.7 378
Akita International Established
University 459 53.7 61.9 in 2004
Kansai Gaidai University

41.0 40.3 411 31.7 32.3
University of Aizu

40.0 36.7 38.9 440 51.7
International Christian
University 33.8 36.8 29.7 30.9 26.9
Nagoya University of
Foreign Studies 28.7 31.1 313 26.8 324
Osaka University of
Economic and Law 28.0 34.2 259 25.3 19.1
Okinawa Christian Established
University 27.8 211 27.8 i 2004

] ] ) Established

Osaka Jogakuin University 276 21.6 26.1 in 2004
Nagoya University of 26.3 26.3 38.8 30.9 33.0
Commerce & Business
Kyoto University of 26.0 228 237 214 245
Foreign Studies
Mulsashllno Gakuin 950 179
University
Ohka Gakuen University 22.2 19.5
Nagasaki University of Established

214 20.6 25.8 240 )
Foreign Studies in 2001
Suzuka University 214
Keiwa College 21.2 15.6 23.7 20.0 18.4
Asia University 211 204 18.0 17.0 14.9
Full(uoka} Women's 208
University
Nagasaki Wesleyan Established

. . 18.8 20.7 194 16.1 ,

University in 2002
Nanzan University 18.6 17.9 16.8 18.2 18.5
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Summary

In order to respond to the World University Rankings and the globalization of economy, Japanese
University are promoting internationalization by hiring prominent f foreign researchers to increase
the numbers of research results or hiring foreign faculty members in order to internationalize the
Japanese students.

In the university which emphasize the internationalization of university education, there is fill
the nearly half of university teachers in the foreign academics. Although the foreign faculty
members are employed through international public offering, in terms of their continuing the work at
universities in Japan, adaptation problems to Japan of not only foreign academics but also their
families are left. In the future, to hire a lot of foreign academics, it is important to support the
foreign faculties and their family members by national and local government, private companies and
university.
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3. Foreign Faculty in a Research Focused University in Korea: Cultural and
Environmental Barriers

Jung Cheol Shin (Seoul National University)

Abstract

There are three major groups in the training and their socio-cultural backgrounds of academics
teaching in a Korean university. About 61 percent of them are Koreans with domestic doctoral
degrees, 30 percent are Koreans with foreign degrees, and about 9 percent are foreign academics
with foreign degrees. All three categories of academics experience a socialization process after they
are hired for an academic position. This study focuses on how foreign academics influence their new
university and some barriers that they experience when they are adjusting to the new academic and
socio-cultural environments. More specifically, this study discusses how foreign academics bring
changes that attract foreign students, their research productivity, and their influences on the changes
of academic culture. In addition, this study discusses major barriers that foreign scholars confront in

the case university.

1. Introduction
Hiring internationally mobile academics became a key factor for building a world-class university in
contemporary higher education. As a result, global head hunting became a major university activity
with the growing competition between universities (Salmi, 2009). Mobile academics used to be a
part of the Anglo-American universities (e.g., US, UK, Australia), but it became a serious business in
many other non-English speaking countries. Attracting talented academics from abroad is a popular
policy in East-Asian countries where central governments are deeply involved in world-class
university projects (Shin & Kehm, 2013). This paper focuses on institutional responses to the
government’s policy initiatives to attract competitive foreign academics and mobile academics
experiences in different cultural and academic environments in a research focused Korean university.
The Korean government launched internationalization projects in the mid-1990s when the
government initiated the 5.31 Education Reform in 1995 as a response to economic globalization.
Since then, international students have rapidly grown from 3,954 in 2000 to 91,333 in 2015
(Ministry of Education, 2016). In addition, Korean academics are actively involved in international
journal publication where their growth is impressive. Further, the government launched Brain Korea
21 project, the world-class university project, and a series of research projects corresponding to
academic disciplines (e.g., Humanity Korea, Social Science Korea) (Shin & Jang, 2013). Finally, the
Government launched an ambitious project in 2008 to support national universities hiring

international scholars as full time regular professors (Shin, 2012). The Korean government pays the
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costs of hiring international scholars including salary, pension, and health insurance. Since this has
been in place, research focused Korean universities have actively hired international scholars and
private universities have also got involved at their own expense.

There are few studies on internationally mobile academics outside of the Anglo-American
contexts. The recent growth of academic mobility within Europe and between Commonwealth
countries is highly related to neo-liberalism in these countries (Kim, 2009). Academics move from
one country to another looking for better work environments including better salary. However, their
mobility is basically based on similar social and cultural contexts and most previous studies have
been conducted by the scholars in these Anglo-American and European countries. On the other hand,
academic mobility in East Asian countries that actively attract globally competitive scholars has
relatively less investigated. Faculty mobility between similar social systems, e.g., from the UK to
Hong Kong, or Singapore is more normal, but movement to totally different societies like Korea,
Japan, or Taiwan is very uncommon (e.g., Whitsed & Volet 2011; Kim, 2016).

Most academic discourse borrows conceptual frames from the studies done in Anglo-American
or European contexts. However, moving into different social systems in term of language and culture
brings many other issues to consider, such as education for children and the spouse’s social life
(Gress & Llon, 2009). Mobile academics suffer from cultural, legal, language, and social barriers in
adjusting to different social contexts. The failure results in host universities failing to retain their
competitive international scholars. This happens even in the top Korean universities like Seoul
National University which was ranked 34" by the QS in 2017. This paper discusses these
environmental and socio-cultural barriers that internationally mobile academics are experiencing in

one non-English speaking country, namely Korea.

2. Growth of Foreign Academics in Korea
This section briefly overviews the growth of foreign faculty as a result of the Korean government’s

policy initiatives, and specifically the growth of foreign faculty at the case university.

2.1. Policy Initiatives to Attract Foreign Academics

Few Korean universities had foreign academics as a tenure track faculty because most of them
were hired as temporaries and contract-based, teaching in foreign language training programs (Kim
2005). Their unstable status also related to Civil Servant Act regulations requiring faculty hold civil
servant status and that foreigners not be a civil servant. Under these constraints, public universities
were not allowed to hire regular tenure track faculty members until 2000 when the Korean
government revised Educational Personnel Act was revised (however, private universities could hire
their faculty without legal regulation). Nevertheless, private universities rarely hired foreigners as

regular tenure track faculty. In most cases their main job was teaching and they did not participate in
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administration either.

In 1994 the Korean governance launched the Brain Pool Project to attract foreign researchers to
Korean universities. Korean governance has been strengthened to attract competitive researchers
from abroad to enhance technological development. One of pioneering policy tools was the Brain
Pool Project which started in 1994 (The Korean Foundation of Science and Technology Societies,
2016). The Brain Pool project was designed to attract Korean scientists and engineers abroad to
return to stay in Korea for six months to one year. The project supports short term visits by paying
research funds, moving costs, airline, and living costs for researchers who are working abroad. Since
1994 1,798 scientists and engineers have been invited to conduct their research in a university, as
well as in public or private research institutes.

Of these, 909 researchers have worked in a higher education institution, 776 in a public
research institute or non-for profit research institutes, and 113 in a private research institute. Half are
from a Western country (938 researchers are from North America or Europe) and the rest from Asian
countries (820 researchers), with the rest from other continents (40 researchers). One benefit of the
project is the networking between domestic and foreign researchers as well as the transfer of
advanced knowledge and technologies through these networks. This project contributed to the
attracting of talented foreign faculty to Korean universities and research institutes because some of
the invited researchers decided to stay in Korea to continue their research.

However, fundamental changes occurred after the economic crisis of 1997 which was the
catalyst to transform Korean society into a more globalized one. The Korean government’s policy
response was to push the universities to focus on research relevant to high tech industries in the
knowledge society. At the same line, the government developed a series of projects to incubate the
research capability of Korean academics. The policy initiatives are the Brain Korea 21 Project
launched in 1999, World-class University Project in 2007, Social Science Korea Project in 2010, and
Humanity Korea Project in 2011 (Shin & Jang, 2013). Although these projects do not directly
support the hiring of foreign faculty (except the World-class University project), Korean universities
began to emphasize research productivity as a major criterion to entry into the projects. With these
changes, Korean universities began to emphasize hiring research productive academics from abroad
as well as domestically.

In addition, the Korean government pushed national universities to hire foreign faculty in order
to attract foreign students and to lead global research. As a policy tool, the Korean Government
assigned a special quota to national universities for hiring foreign researchers as faculty through
providing additional budget for this. The special quota project assigned about 151 foreign faculty to
national universities (MOE, 2007). Although the policy was designed for all the national universities,
only research focused universities acted on the policy initiative because there was a belief that

research productive foreign faculty would not be very interested in universities with a low
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reputation.

The case university hired about 100 foreign faculty members under the new government

initiatives.
<Table 1> Growth of Foreign Faculty and Foreign Students in Korea
Vear Foreign Foreign Students
Faculty Total BA and under Master Doctoral Non-degree seeking

2000 1,313 3,954 3,954 2,103 1,381 470

2005 2,131 22,526 15,577 9,835 4,023 1,719

2010 4,957 83,842 60,000 43,709 12,480 3,811

2015 5,961 91,332 55,739 32,972 16,441 6,326

Sources: KEDI, Korean Educational Statistics Service (accessed on Jan. 16, 2017)

3. Foreign Academics in the Case University

The case university benefitted the most by the policy to boost the hiring of foreign faculty. The case
university worked closely with the Korean government to implement the policy and at the same time,
tried to increase foreign faculty through its plan for hiring foreign faculty in 2008 (SNU, 2008). In
addition, individual academic units such as academic department or faculty also considered whether
to hire foreign faculty to increase their faculty quota. It is difficult for the case university to increase
its faculty quota and also their student quota because the increase of faculty and student quota was
tightly controlled by the government. However, individual departments also wondered how to work
with foreign faculty members, who are supposed to do teaching and research and actively participate
in decision making processes as regular faculty.

As a result, not all departments were aggressive in hiring foreign faculty. At the beginning in
2008, there was not enough time to post job openings on international job searching websites, so
individual faculty members personally contacted potential foreign faculty members through their
networks. However, this was not very successful because the case university was not ready to hire
foreign faculty. For example, the case university rarely prepared formal documents in English for
their overseas applicants. In addition, personnel processes were quite different from those of many
foreign countries, especially western countries. At the case university, the faculty salary was
competitive, but the university could not provide foreign faculty with information about the annual
salary because of the particular salary scheme they would be hired under (the salary is based on the
salary scheme for civil servants). As a result, foreign faculty were reluctant to apply for the
positions.

The case university has incrementally increased the number of foreign faculty members by
about 20 annually in the period 2009 to 2013 (SNU, 2015). The total foreign faculty members are
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now more than 100 which is about 5% of the total regular faculty members in the case university.
Among the 107 foreign faculty members in 2016, 78 members were male and were equally

distributed by gender

<Table 2> Growth of Foreign Faculty and Foreign Students in the Case University

Foreign faculty | Foreign students
Year
Total BA Master Doctoral

2000 - 271 46 154 71

2005 8 983 491 338 154
2008 11 1,188 534 461 193
2010 64 1,761 358 830 573
2015 104 1,334 250 697 387

Sources: SNU Fact Book (2000 - 2015)

across disciplines (arts and humanities, social sciences, natural sciences, and medicine) except for
engineering where only one faculty members was female while 16 were male. Most of the foreign
faculty members are distributed similarly across the five academic fields, e.g., arts and humanities,
social sciences, natural sciences, engineering, and medicine areas. In addition, most of them are from
the USA (55 faculty members) and UK and Europe (31 faculty members) followed by Japan and
Asia (10 faculty members), and other continents (11 faculty members). The nationalities of the
foreign academics differ across disciplines. UK and European academics are relatively
over-represented in the arts and humanities while they are under-represented in the engineering
fields. The regional distributions also represent the relative strength of each continent in terms of
their academic research—engineering in the USA and humanities and social sciences in Europe.
However, regardless of their nationality a percentage of foreign faculty are originally
Korean-born or Korean-related even though they hold foreign citizenship or foreign residency.
About 44 % of the foreign faculty (47 faculty members) have a Korean last name. The statistics
imply about half of the foreign faculty have some relationship with Korea in their family. Many of
them might speak Korean and some of them were educated in Korea. In addition, some foreigners
have a Korean spouse or partner, which has influenced them to apply for their positions in Korea
(however, it is not easy to count the number of these faculty members). These two groups of foreign
faculty might differ from these who did not have any personal and family relationships with other
Koreans. These two groups might be more familiar with the Korean culture. In that regard, they are

different from the ‘pure’ foreign faculty members.

Foreign Faculty Members’ Influences on the Case University
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Hiring foreign faculty members enables the case university to adopt global standards. Changes
occurred in personnel administration, governance and the culture of each academic unit. Although
the policy for hiring foreign faculty was designed to respond to globalization by delivering classes in
English and enhancing research productivity through hiring competitive foreign faculty, the real

changes were in the changes to the culture of each academic unit.

4.  Attracting foreign students/delivering courses in English

The number of foreign students increased between 2008 and 2010 both before and after the policy
change of 2009 (the year of hiring foreign faculty is 2009 though the case university started the
hiring process in 2008). This rapid increase may be because of the reputation of the case university
in the global rankings as well as the increased numbers of courses delivered in English. The number
of foreign students, especially from English speaking countries, has rapidly increased in line with the
increase in the hiring of foreign faculty. One interesting finding is that the percentage of graduate
students has rapidly increased while undergraduate students have declined during last 15 years. The
increase in graduate student intake was noticeable after the policy adopted in 2009 (see details in
Table 2). These findings imply that the increased numbers of foreign faculty has contributed to the
growth of foreign graduate students at the case university. Arguably, the mutual growth suggests that
both international students and foreign faculty members are mutually reinforcing each other.

The influence of English speaking countries is particularly noticeable. For example, students
from the USA grew eight times, 28 times from Canada, eight times from New Zealand, etc. Certainly
classes in English contribute to the rapid growth of the foreign students. In a study at the case
university, Lim (2014) found that they are attracted by scholarship opportunities, and economic
development as well as the research in their own fields. However, they are less satisfied with their
study abroad experience (average score is 3.37 by 1-5 scale). Actually, the case university was not
the first choice for many foreign students (43.5%). They express more satisfaction with academic
achievement (3.67 by 1-5 scale) than with campus life (3.37 by 1-5 scale).

These relatively low levels of satisfaction might be related to factors such as the quality of
graduate programs, the learning environments, and or their prospects after graduation. Clearly the
case university is not a particularly attractive institution for foreign students. Policy makers are
reminded that while having foreign faculty and delivering classes in English are necessary criteria
for attracting talented foreign students, they do not of themselves guarantee satisfaction. The case
university needs to pay more attention to improving the levels of satisfaction of foreign students in
relation to campus life including dormitories and food, taking different religions and cultural
backgrounds of the students into account, providing counseling for academic and their personal

issues, financial aid, etc.
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5. Academic productivity

The policy initiative was designed to enhance research productivity thorough attracting foreign
researchers as faculty. In addition, the policy assumed the invited foreign faculty members would
work closely with their graduate students who would in turn improve their research skills through
this collaboration. However, most newly hired foreign faculty members are not established faculty
members because the salary offered is insufficient to hire established researchers. Most of them are
early career scholars who are seeking a career in a rising research university or they are returnees
from abroad. This means that it may be unrealistic to expect a high level of research productivity
from newly hired foreign faculty.

The research productivity of the foreign faculty is similar to that of other Korean academics as
shown in Table 3. Foreign faculty are not more highly productive when compared with their Korean
colleagues in similar academic fields. As the table shows, the foreign faculty members published a
similar number of papers in international journals as their Korean colleagues between 2013 through
2015. The findings are not surprising as foreign faculty are struggling to adjust to a different
socio-cultural and academic environment. The research environment, especially when collaborating
with Korean graduate students, is also challenging. The policy of hiring foreign faculty needs to be

better aligned with the level of support they need to be research productive.

<Table 3> Research productivity of foreign faculty and Korean faculty (2013-2015)

Foreign Faculty Korean Faculty
Fields # of | SCI KCI # of | SCI KCI
Faculty publication | publication | Faculty publication | publication
Arts &
Humanities 5 0.60 1.40 13 0.08 2.46
Social Sciences 5 2.20 3.40 35 2.49 1.86
Natural Sciences | 12 9.92 1.17 37 11.08 1.16
Engineering 7 10.14 1.86 103 12.04 2.34

Notes:
(1) research productivity data is based on available data from their home pages
(2) the Korean faculty members are selected from the same rank in the academic unit (department) of the

foreign faculty members
This finding is also related to the motivation of foreign faculty to remain at the case university.

While the case university might not be a first choice for the highly competitive foreign academics
compared to the ‘highly paying English speaking’ systems such as in Hong Kong or Singapore, their
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Korean colleagues are very research productive as shown by an international comparative study
where Korean academics are in the most research productive systems in the world (Teichler et al.,
2014). What is more, the case university is ranked in the top 100 in many global rankings, so that
their Korean colleagues are very competitive in their research publications. Considering their poor
research environments in their home countries, it is not easy for foreign academics to publish more

papers than their Korean colleagues in the case university.

6. Academic culture

The academic culture of the case university has most critical influence on the hiring foreign faculty.
In Korea academic culture is generally closed and based on seniority (Kim, 2005; Shin 2014). This
seniority based culture in the case university is also supported by the high inbreeding rates which run
at about 89% (Shin et al., 2016). This rate is related to the competitiveness of the university where
the most talented students study at the university because it is a ‘state building” and *“flagship’
university in Korea. This enables the case university to maintain its reputation and leadership over
time; on the other hand, it is an impediment to becoming a globally competitive university because
the case university is not flexible enough to embrace the needed level of diversity. It is hoped that
the hiring of foreign faculty will change the academic culture from a ‘seniority based’ culture to a
more merit-based one.

The case university was opening its door to faculty members who were not ‘inbred’ following
the government policy enacted when the Korean government revised its Educational Officials Act of
2005 (article 11-2) and mandated that 30% of newly hired faculty at the national university be
non-inbred candidates. Despite this mandate, it has limited effects on the academic culture although
it has effected some changes in the cultural diversity of the university. Seniority-based culture is
shared by most faculty members regardless of whether they are inbred or not (Shin et al., 2016).
Foreign faculty are quite different from the Korean faculty. In the seniority based culture, junior
academics tend to follow the senior academics’ decisions whether they agree with them or not; on
the other hand, the foreign academics, especially from Western societies, rarely operate like this. It
would be reasonable to expect therefore that when a department hires foreign academics the decision
making would be based on rationality instead of seniority.

In reality, three hypotheses are possible. One is that the seniority based academic culture is
incrementally changing. According to this view, most decision making that is of no interest to
foreign academics is made in the traditional way—namely, based on seniority based. The second is
that decision making in general has changed, and is rational and/or based on merit. This suggests that
the hiring of foreign faculty has produced dramatic changes in the academic culture. However, this
scenario is not a realistic view because academia is very conservative compared with other
organizations. The third approach is to take the view that despite hiring foreign faculty the academic
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culture will not change until the foreign faculty are in a more politically powerful position. Of these
three scenarios, my observation is that the first scenario is the rule in most departments, not the other

two.

7. Barriers to Foreign Academics

This section discusses how the foreign academics adjust to their new socio-cultural and academic
environments and the adjustment issues they encounter. For this study, the author analyzed the 2013
official report ‘Proposed Policies and Procedures for International Faculty’ from the Office of
International Faculty Liaison at the case university. The author also interviewed three foreign faculty

members who were very involved in the report development process.

7.1. Isolation in an Academic Community

Terri Kim (2005) articulated the cultural barriers that foreign academics are experiencing in
Korea using a concept of ‘positional’ identity. Kim showed that the Korean academic community
excludes foreign academics by within their own department and/or their university. The conceptual
arguments were supported by anecdotal evidence and further developed by Stephanie Kim (2016)
who highlighted how foreign academics in a prestigious private university are systematically isolated
from decision making processes by top management. Although the two studies highlight academic
culture and governance practices, both suggest that foreign academics in Korean universities suffer
from discrimination as well as having to overcome cultural barriers.

The isolation not only affects foreign academics. Some studies (e.g., Lee & Kim, 2010) found
that returnees from study abroad also experience cultural barriers and experience isolation when they
are settling into a Korean university. These feelings of isolation might be related to academic
networks in Korea which have been described as academic networks (hakmak) (e.g., Shin et al.,
2016). The hakmak is a social network that individuals are affiliated with based on their
undergraduate colleges. In Korean society, undergraduate rather than graduate education is the
critical factor in forming academic networks. The isolation that foreign academics feel may be
similar to that experienced by Korean academics when they are excluded from the existing academic
networks (Shin et al., 2016). Foreign academics likely feel this isolation even more acutely because
of the different socio-cultural and academic environments.

The report prepared by the team of foreign academics in the case university did not highlight
isolation of foreign academics as a significant factor; rather the report focused on the environmental
and administrative factors. The internal perspectives by the foreign academics provided practical
recommendations for the university administration. Kim (2005) and Kim (2016) show how these
cultural barriers are ‘positional’ to foreign academics. The following discussion is based on the
analysis of the report and follow-up interviews with the core foreign faculty who were actively
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involved in the project.

7.2.  Environmental/Administrative Barriers

Foreign faculty members’ major complaint is housing because it is so expensive in Seoul.
Although the case university provides rental apartments for foreign faculty at a reasonable price, it is
only for seven years after which they must find off-campus housing themselves. Recently, the case
university has arranged loans for foreign faculty, but the rental prices are too expensive for most
foreigners. Once the hosing issue is solved, then next big issue is education of their children because
there is no elementary or secondary school near to the case university that teaches in English. These
two issues are not easily resolved by the foreign faculty.

There are some additional administrative issues particularly in relation to personnel issues.
Faculty hiring, promotion and tenure processes are based on Korean legal requirements but few
foreign faculty members are familiar with these. Nor do they have personal relationships with the
committee members participating in evaluation process, whereas their Korean colleagues general do.
This makes foreign faculty members feel isolated from the personnel processes. The evaluation for
promotion and tenure depends on factors such as number of publications and citations in sciences
and engineering, so a close relationship with committee members is not so relevant other than in the
humanities and social sciences where the committee evaluates the holistic quality of research rather

than numbers of publications and citations.

7.3. Teaching and research activities

The foreign faculty do teaching, research, and administration as a regular faculty member but in
a very limited way. For example, having a graduate student are critical to their rapid acculturation,
but many Korean students are reluctant to work with foreign faculty because of language barriers.
Thus, most foreign faculty members have foreign graduate students rather than Korean students. As
a result, foreign faculty teach foreign students and Korean faculty teach Korean students, and foreign
faculty therefore have a very limited impact on Korean students. This suggests that the positive
effects of foreign faculty are very limited, although the case university has a growing number of
foreign faculty.

Teaching load is also identified as a barrier for the foreign faculty. The case university assigns
courses based on “first come first served” and it usually results in seniority based course assignments.
This in turn leads to miscommunications over class assignments between domestic and foreign
faculty members. This becomes a serious issue when a department hires a senior foreign faculty if
the academics believes that senior faculty should have priority in class assignments. In most cases,
junior tends to yield to the senior through personal negotiation based on the closeness between the
two faculty members. If foreign faculty do not understand how the culture affects the class
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assignments, there will be miscommunication between foreign and Korean faculty.

Foreign academics also struggle with their research. One reason is the limited funding
opportunities for foreign academics. Research funding by funding agencies mostly targets Korean
academics; foreign academics are not well informed about the opportunities because most funding
openings are given in Korean only. This is a serious issue for foreign academics in sciences and
engineering where funding is a critical factor for their research. Although some colleges such as the
college of engineering and college of natural sciences in the case university provide about $100,000
of research funding for newly hired faculty members, the opportunity is not the same in other fields

because the funding support is a college level policy, not a university wide policy.

8. Governance and participation in administration

The case university encouraged the foreign faculty members to organize the International Faculty
Liaison to let their concerns be heard. In general, faculty members have some influence on the
appointment of the college deans and the University president which enables their views to be heard.
But their limited fluency in Korean and their level of understanding about the academic culture at the
case university limits their influence.

Most of the job-critical information is provided in Korean although the case university tries to
minimize the information gap by providing some core documents in English. It is not easy for
Korean faculty to discuss issues in English because most decision making is not contexts free which
means that it is not easy to convey all the information in English. This is different in the countries
such as in Hong Kong and Singapore where the official language is English. There may be a similar
problem in the non-English speaking countries such as Japan and China. The situation differs
slightly between Korea, Japan, and China. Foreign faculty members often decide to learn Japanese
or Chinese when they are hired teach at a Japanese or Chinese university but few actively learn
Korean because Korean is not such a popular language.

Another major barrier is the seniority-based rather than merit-based academic culture of the
case university. In addition, many critical decisions are made “under the table” and formal decisions
are often made outside of official meetings and foreign academic who speak Korean fluent are often
not involved in the internal decision making processes (Shin, 2012). This situation also applies to
foreign faculty who were born in Korea (such as Korean Americans) because they are lack
familiarity with the academic culture of the case university.

Foreign academics have little involvement in governance and administration although the case
university tries to get their input. Foreign academics are often invited to serve as a committee
members on international committees at department, college, or university level but their
participation is very limited, especially in issues related to research and teaching. Compared to
foreign academics, most Koreans complain about their heavy administrative loads (Shin et al., 2015)
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and are reluctant to take on administrative work because they prefer research.

9. Conclusion

The case university is a leading research university in Korea which aggressively hired over 100
foreign faculty members in the two years from 2010. However, the case university was not prepared
to deal with the academic and cultural issues that surfaced after hiring foreign faculty. Some foreign
faculty left the case university after only a few years. The policy also contributed to an increase in
the number of foreign graduate students, expanded international networks, and changed the
administrative culture. Academic culture, which is conservative and based on seniority, is changing
with the influence from abroad. At the same time, foreign faculty are getting more and more
involved in governance and are also getting accustomed to the university culture.

The increased number of foreign faculty does not mean that international academic mobility
brings internationalization and intercultural understanding as Kim (2010) argued. The changes are
partial and also internationalization and intercultural understanding are only happening in part. One
scenario is that hiring international faculty brings change only in relation to the instructional
language. This might be the case in the natural sciences and engineering where the emphasis is on
producing cutting edge knowledge. Encouraging foreign faculty members to be more active in
education requires more preparation on the part of the case university because hiring foreign faculty
is more than merely providing courses in English or publishing papers in international journals.
Producing synergy through foreign faculty depends on how much energy and resources the case
university devotes to foreign faculty.

In concluding this discussion, | note that the issues discussed may not be generalizable to other
universities, especially private universities. The case university viewed the foreign faculty as regular
faculty members, and their Korean colleagues sought to get along with the foreign faculty because
they are on a tenure track and may stay until they retire. This is what the case university
institutionalized for their foreign faculty members in its personnel systems. However, in a private
university each university has specific goals such as delivering classes in English and attracting
foreign students for their resource generation purposes. Consequently many private universities
tend to be strategic in hiring foreign faculty and may not continue their employment. Thus the
findings and discussions based on the case university might not be applicable to other Korean

universities if their goals for hiring foreign faculty members differ.
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4. International Academics in Malaysian Public Universities: Recruitment,
Integration and Retention

Chang Da Wan & Morshidi Sirat

Malaysia aspires to have a quality higher education system with global prominence. The Malaysia
Education Blueprint (Higher Education) 2015-2025 (MEBHE) outlines clearly that global
prominence is one of the shifts to transform the Malaysian higher education system into one that is
relevant, referred and respected globally (Ministry of Education, 2015). In addition, MEBHE also
states the aspiration for Malaysia to have a quality higher education system through attracting talents
in the form of inspiring educators, accomplished researchers, entrepreneurial personalities and
transformational thought leaders (MOE, 2015). Thus, the strategies proposed in MEBHE underlined
the need of attracting, developing and retaining top talent, and importantly, the search for talents will
have to go beyond the local and national boundaries. In this respect, Malaysian universities are
encouraged to attract top talent from broader professional, business and international communities,
including top international academics.

Yet, this aspiration has predated the MEBHE. In the National Higher Education Strategic Plan
2007-2020 (NHESP), which is the precursor of the MEBHE, this national strategic document on
higher education in Malaysia has also identified intensifying internationalisation as one of its seven
thrusts. A key aspect of this thrust was to increase the numbers of international academics in
Malaysian public universities, specifically the research universities. Before NHESP was launched in
2007, public universities were also allowed to recruit international academics up to only five percent.
The goal of NHESP was to achieve 15 percent of international academics across public universities
by 2020 to signify the extent of internationalisation in Malaysia’s higher education system (Ministry
of Higher Education, 2007).

International Academics in Malaysia

International academics refer to non-Malaysian citizens employed full-time in Malaysian universities.
Specifically in public universities, international academics are hired on contract arrangements
between one to three years as non-Malaysian citizens cannot be employed as permanent staff in
public universities due to the fact that these institutions are federal statutory bodies. In 2013, there
were 9,393 international academics in the Malaysian higher education system (see Figure 1) (MOE,
2014). There has been significant increment from mere 2,403 in 2007. However, the growth of
international academics in Malaysia has mainly been driven by the increment within the private
higher education institutions (HEIs). There has been a six-fold growth in the number of international
academics in the private sector of higher education in Malaysia between 2002 and 2013. The most
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recent breakdown by the four types of private HEIs expectedly indicated that foreign branch
campuses were made up of 45 percent of international academics, universities and university
colleges each have 27 percent, and colleges have 25 percent.

Across the twenty public universities, although the proportion of international academics has
remained small at approximately 8.5 percent of the population of academics, there has been an
almost three-fold increase over between 2007 and 2013. From 1,027 international academics in 2007,
the number increased to 2,838 in 2013. Yet, the most significant increment took place between 2008
and 2009 where the number of international academics in public universities increased from 1,634 to
4,605. However, half of the international academics in public universities are employed in five
research universities, and the International Islamic University of Malaysia and Universiti Teknologi

MARA collectively made up another quarter of these academics.

Figure 1: International Academics in Malaysian Higher Education System
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Source: MOE, n.d.; 2008; 2010; 2012; 2014

The significant increase of international academics, especially between 2008 and 2009 can be
seen as the result of systematic initiatives undertaken by the first phase of the action plan of the
NHESP. The strategic plan launched in 2007 outlined the need for Malaysian universities to compete
in global university rankings as a way to enhance the prominence of Malaysian higher education in

becoming a global higher education hub. Hence, research universities have been pressured to
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increase publication targets, as citation and research outputs have been regarded as weaknesses to be
overcome. Furthermore, Malaysian universities have also been urged to embark on the
internationalisation agenda, and a policy was designed to allow public universities to have more than
10 percent of international academics as their academic staffs.

Apart from the increase in number of international academics in Malaysian universities
whereby to a large extent has been driven by national initiatives of the NHESP and MEBHE,
internationalisation of higher education as a global trend also contributed to this development. The
internationalisation or globalisation in the form of movement of persons, which in this case the
academics, has been recognised as one of the four modes of free trade in education under the
General Agreement on Trade in Services (GATS) (Tilak, 2011). Although the NHESP launched in
2007 mentioned about limiting international academics to a certain percentage especially in public
universities, this limitation or barrier in the context of internationalisation and cross-border trade in
higher education, has not been articulated in the latest MEBHE.

However, while the most recent published official statistics indicated an increase of international
academics in Malaysia, the gap of three years between 2013 and 2016 with many significant
developments, such as the reduced of funding and changes in administrative policies in public
universities, as well as the volatility of economic situation in Malaysia, have changed the landscape
of higher education in Malaysia and the proportion of international academics. In the absence of the
most up-to-date statistics, we hypothesised that the numbers of international academics have
decreased. It is within such a context that this paper examines the recruitment, integration and

retention of international academics in Malaysian public universities.

Three Case Studies

This paper focuses solely on international academics in three of the five public research universities,
whereby these universities are considered case studies. The primary method employed was
semi-structured interviews, where the interviews were carried out between March and April 2016.

In each of the institutions chosen, administrators involved in recruitment, integration and
retention of international academics were interviewed. In addition, thirteen international academics
from a variety of disciplines including medicine, engineering, sciences, social sciences, business,
and languages participated in this study. Among the thirteen participants, four are professors, two
associate professors, six senior lecturers and one language teacher. Five of the thirteen participants
are female, and they are nationals of Bangladesh, Indonesia, Iraq, Japan, France, United Kingdom,
the Philippines, the Netherlands, Guatemala, Yemen, Germany, Iran and Myanmar. The detailed
breakdown of international academics by nationalities, disciplines, age groups, gender, and status
within the three case studies is provided in the Appendix to enable a clearer understanding of the

population of international academics institutionally.
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Yet, a point to note that the sampling of academics was not intended for statistical
representation, but instead, the selection was influenced by the principle of selecting contrasting
cases, which in this case are the participants, to allow for maximum diversity of views and
potentially to increase the robustness of the findings (Schofield, 2002). Hence, the selection of
participants was intended to be as diverse as possible in terms of nationalities, geographical regions,
gender, seniority and disciplines.

Interviews were conducted in English and carried out by an interviewer and a note taker.
Interviews were digitally recorded with the written consent of the participants. Interview notes were
reconciled with the recordings as well as by both the interviewer and note taker. Thematic content

analysis was used to identify themes that emerged from the interviews.

Roles and Expectations

International academics play an important role to enhance internationalisation of higher education.
The recruitment of these expatriates has many profound benefits to the development of a higher
education system, especially towards the internationalisation agenda. The significant proportion of
international academics is not only about numbers. Importantly, the presence of these academics has
been found to bring tangible and intangible benefits. For instance, it has been found that in the case
of higher education in the United States, foreign-born and foreign-educated academics are
significantly more productive than their local colleagues (Kim, Wolf-Wendel & Twombly, 2011).
The presence of international academics in a higher education system contributes to the
internationalisation agenda. The presence of international academics has been a key indicator to
reflect the extent to which a university of higher education is internationalised. Indicators such as the
percentage of international students and staffs are used to tabulate the internationalisation component
of various global university rankings.

More importantly, international academics can play a significant role on
‘internationalisation-at-home’. While it has been advocated that student mobility can enhance the
education and learning of students through a broader worldview, internationalisation-at-home
provides opportunities for students who have not gone abroad to experience intercultural learning
and international experiences (Beelen & Jones, 2015; Teekens, 2013). Internationalisation-at-home
may include having global elements in curriculum and teaching, but the presence of international
academics certainly strengthen the intercultural and international elements in learning. For instance,
for a Malaysian social science student to learn about the socio-economic of Latin America, the
physical presence of an international academic from the region and the close engagement may
transform the learning from a mere knowledge gain to a real-life interaction.

Similarly, the concept of ‘wandering scholars’ beyond national boundaries has been
long-established feature in higher education dating back to the days of ancient and medieval
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universities. Notable ancient and medieval centres of learning such as Taxila, Nalanda, Pushpagiri,
Fes, Cairo, Baghdad, Athens, Bologna, Paris, Oxford and Cambridge had attracted scholars from
countries and regions to congregate for academic discourse (Altbach & Knight, 2007; Collini, 2011;
Kim, 2009; Wan, Morshidi & Dzulkifli, 2015). The interactions of scholars from diverse
nationalities, background and cultures had been a great impetus in shaping ancient and medieval

universities or centre of higher learning as a truly global centre of knowledge.

Typology of International Academics

While international academics bring tangible and intangible benefits to the development of higher
education, the roles and expectations on international academics across the three case studies can be
summarised into three types.

Type 1 — international academics are recruited to enhance academic programme, especially for
professional programmes such as medicine, dentistry and engineering. These academics typically are
specialists and consultants in the medical field or ingenieurs in engineering. For accreditation
purposes as well as possible shortage of these professionals, specialists or consultants in Malaysia,
universities have to resort to recruiting international academics. Many who were recruited may not
have high citations or commendable publications, but they have reputable clinical or professional
experience.

Type 2a — international academics are recruited for the purpose of global university rankings. These
academics are well-established and renowned scholars and researchers, and the purpose university
recruits them is to enhance the reputation of the institution. For instance, they could be academics of
the calibre of a Nobel Laureate and Field Medallist, or someone of relatively similar statute. These
academics are typically recruited with attractive salary packages alongside a huge funding to setup
laboratories for research.

Type 2b — international academics are also recruited mainly for the purpose of global university
rankings. However, these academics are expected to contribute predominantly through research and
publication. This group of academics are relatively junior in the hierarchy of their institution and
department, but are highly productive in terms of the number of publications. In short, these are
individuals employed to churn out academic publications to boost the rankings.

Type 3 — international academics are recruited based on needs. They are typically academics
recruited to fill up a specific position or area of expertise. This group of academics is also commonly
taken into account as part of the succession plan within a department or institute. Due to the lack of
expertise, these academics are expected to also play a part in developing the next generation of local
academics, on top of their existing tasks of teaching and conducting research on the particular area
of knowledge. In some instances, international academics that are categorised in this group were

former postgraduate students in the same department or institution, and they either continue or return
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to assume an academic position. There is also tendency that this type of international academics was
international students who have completed their doctorates in Malaysia and were recruited by their

supervisors, heads of department or deans.

Motivation of Coming to Malaysia

Although there are types of international academics in Malaysia, there are three major reasons why
these international academics chose to come to these three Malaysian research universities. The first
relates to the religious, cultural and geographical proximity. For international academics who are
Muslims, Malaysia is an attractive destination to pursue their career and relocate their families as
Islam is the official religion of the country. Apart from religious consideration, many of the
international academics from neighbouring countries have also been motivated to come to Malaysia
due to cultural and geographical proximity. For instance, to the two participants from Indonesia and
Philippines, the main reason of choosing Malaysia over some other Western and developed countries
relates to the fact that it is relatively easy and within a short distance they can return to their home
countries as well as some commonalities between Malaysia and Indonesia that greatly helped to
make them felt much at home.

Second, the Malaysian connection has also been an important motivation for some of the
international academics in deciding to work in Malaysian universities. From the thirteen participants
in this study, five are married to a Malaysian and another five have studied in a Malaysian
universities. In addition, another participant has conducted the fieldwork for her doctoral research in
Malaysia and developed some forms of networking with local academics. Interestingly, two of the
longest serving international academics in this study have no prior connection to Malaysian
universities and joined the universities more than two decades ago coincidently through their fellow
countrymen in Malaysia. Hence, the Malaysian connection, either through study or marriage or to a
lesser extent networking, has been a major factor these international academics come to Malaysia.

Third, although Malaysia may not be an attractive destination to pursue an academic career as
compared to developed higher education systems such as the US, UK, Europe or even some other
Asian countries like Japan, yet comparatively to the home countries of some of these international
academics, Malaysia remains a viable and attractive option. For example, international academics
from Iraq and Myanmar have found Malaysia to be an attractive destination to work and relocate
their family. In addition to higher monetary value salary than their home countries, the relative
political, economic and security stability has been an added point in their consideration to relocate
their family and bring up their children in Malaysia.

Issues and Challenges
However, regardless of the benefits that international academics may bring to the development of
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universities and higher education in Malaysia, as well as the motivation for them to come to
Malaysia, there are also issues and challenges concerning the recruitment, integration and retention
of these academics into the local context.

Institutional Constraints — First and foremost, it is important to note that international academics

can only be recruited in public universities as contract staffs. Owing to the immigration regulation, a
non-citizen can only be given a contract of not more than three years. However, to complicate the
situation further, in the Financial Instruction No. 1/2015 issued by the Ministry of Education, all staff
employed on a contractual basis has to be paid through the financial vote for professional services
(vote 29000). This is a relatively new arrangement, as previously all salary and emolument was
allocated into the financial vote for salary and emolument (vote 21000). Previously, universities
made internal arrangement to employ international academics by utilising vacant positions that are
identified for Malaysians who are under the academic training scheme. The implications of this new
financial arrangement is that the financial vote 29000 has a limit in terms of the amount for
allocation, and therefore, this has restrained public universities from employing more contractual
staffs — mostly Malaysian academics beyond their compulsory retirement age and international
academics. In addition, the fact that from the announcement of the Budget for 2016 has seen total
funding for public universities reduced by 15 percent, and the Budget was further recalibrated at the
beginning of the year (Astro Awani, 2016; Sharma, 2015). The budget for 2017 has also seen another
round of budget cut where the operating expenditure for public universities decreased for the second
consecutive year by another 19 percent (Malay Mail, 2016). Due to this administrative change and
compounded by the financial constraints faced by public universities, the recruitment and retention
of international academics has become much more challenging.

From the thirteen participants, two had been informed at the time of this study that their
contracts will not be renewed. Another six participants whose contract will be ending in the next six
to twelve months at the time of this study, have not received any indication whether their contracts
will be renewed or terminated. For those whose contract will not be renewed or have yet to be
informed, they have been considering of moving to the private higher education institutions in
Malaysia. Hence, at the very least, the Malaysian higher education system as whole and the
receiving private institutions may still enjoy the benefit and expertise of these international

academics, but not the public universities which have recruited them in the first place.

Wider Policy Constraints — As a result of the contractual arrangements due to the immigration and

public service regulations, there is a perceived lack of job security for international academics
whereby they are always at the mercy of administrators in their departments and institutions for
contract renewal. The decision making process for contract renewal is not entirely transparent to the

participants. Furthermore, the contractual arrangements have also seen their benefits becoming less
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attractive. For instance, while the academic, his or her spouse and children received full medical
coverage within the public healthcare system like other Malaysian academics, this benefit has now
been reduced to only the academic. The medical benefit of spouse and children has been withdrawn.
The increased sense of lacking in job security has also been compounded by the fact that previously,
at the end of a contract the academic was entitled to a gratuity as well as flight tickets for the entire
family to return to his or her home country. However, in one of the three universities, the gratuity has
been limited to only the first contract, and the home visits for family has been discontinued. Even for
academics who have become permanent residence (PR) in Malaysia, their employment arrangement
as a contract staff remain. Among the thirteen participants, one is in the process of applying for
citizenship, another is a PR, and another person is in the process of applying for a PR. Yet, in general,
the lack of job security has been one of the common concerns and sources of frustration among
international academics in Malaysia resulting from a rigid policy constraint of only allowing citizens

to be employed permanently in public universities.

Institutional Strategies — The recruitment, integration and retention of international academics is

heavily dependable on individuals, and there is a perceived lack of institutional strategies to do so or
to even coordinate these efforts. The individuals involved typically include university leaders, deans,
heads of departments or even colleagues of these international academics. There is a lack of
direction and strategies by universities to recruit, integrate and retain these academics systematically.
There is also no advertisement for vacancy for international academics, and the existing academics
were either ‘head-hunted’, recommended by an insider or studied previously in the
department/institution. In the past, vacancies in public universities were widely circulated, but
because interests tend to be confined to certain geographical areas, many public universities saw fit
to recruit directly based on other recruitment channel and methods which are more cost effective.
Hence, the recruitment process is predominantly bottom up from the individual academics,
department, school or faculty. In other words, the three case studies have not advertised globally to
recruit the very best scholars and researchers, as spelt out by the aspiration of the MEBHE.
Recruitment is still highly dependable on connections and networks with existing people within the
university.

Besides lacking in terms of institutional strategy for recruitment, there is also a lack of support
rendered to international academics by the institution. Although the university provides some forms
of relocation support such as temporary housing for the first month and visa application, other forms
of support for the individual to begin as an academic staff is left to the department, school or faculty.
New international academics are not mandated to attend any orientation courses unlike the local
academics. As most of the international academics are not proficient in Bahasa Melayu (the national

and official language in public universities), it has been left to their own initiatives to seek support to
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learn the language and in communicating officially within the university. In most cases, international
academics have to rely heavily on their colleagues to integrate themselves into the university, and
some continue to rely on Google Translate to keep track of official communication from the
university.

Apart from the language barrier where official communication across the three universities is
Bahasa Melayu, one of the three universities also has a policy that all academic programmes are to
use the national language. The other two universities do not enforce this policy as strict as the former,
especially in science, engineering and professional programmes. As a result, international academics
in the university that strictly enforced the language policy are predominantly employed in research
institutes and their primary responsibility is to conduct research with minimal or even without
teaching responsibility altogether. In this university, there are 52 international academics, whereby
22 of them are concentrated in eight research institutes and 30 others dispersed across 11 schools.
Interestingly, out of the 30, nine are teaching in the medical school and five in engineering school,
where a significant part of the academic programmes are taught in English.

The lack of promotion opportunities has been one of the major challenges to retain international
academics. To begin with, international academics cannot be promoted while they are serving a
contract. Promotion can only take place during the contract renewal process. Furthermore, as
universities had adopted a point system to determine the eligibility to apply for promotion, this
system has also deterred some international academics, as unlike Malaysian academics, the formers
are only allowed to be considered for promotion towards the end of their contracts. Furthermore, for
senior professor positions, a professor has to be invited for promotion, and there was also an instance
whereby a non-Malaysian professor has to wait for seven years before being invited for promotion

despite the fact that he was one of the most outstanding academics in the university.

Economic Constraints — The economic situation and the strength of the Malaysian Ringgit against

foreign currencies can be a challenge in retaining international academics. On the one hand, austerity
measures in reducing the funding of public universities have forced the institutions to readjust the
packages for international academics. These adjustments include abolishing the end of contract
gratuity and other non-monetary benefits. Hence, the remuneration package for international
academics as a whole has become less attractive. On the other hand, the depreciation of the
Malaysian Ringgit has also reduced the value of the remuneration package. Between September
2014 and 2015, the Malaysian Ringgit depreciated by 26 percent against the US Dollar, 17 percent
against the Euro and almost 20 percent against the Japanese Yen (Astro Awani, 2015). In other words,
international academics experienced a drastic pay cut comparatively to the currency of their home
countries.

Thus, international academics that are less affected by the depreciation of the remuneration
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package are either, those from countries economically weaker than Malaysia, or they are married to
Malaysians and will remain in the country due to family commitments. Among the thirteen
international academics who participated in this study, five are married to Malaysians and the
remaining are either from countries in difficult circumstances or in the region of Southeast Asia. It is
suffice to summarise that although economic consideration has not been the major consideration for
the existing international academics in public universities, but this consideration remains a major
challenge for Malaysian universities to be able to recruit the best talents globally. Crucially, as one of
the tracking measures for the Shift on Talents in MEBHE was the number of international staffs
recruited, the economic circumstances will continue to pose significant challenges not only to the

recruitment but also to the retention of international academics in public universities.

Talent Development and Retention — Apart from the challenges pertaining to promotion and the lack

of job security, international academics in public universities have not been considered for academic
leadership and administrative positions, at least in the three case studies. The only leadership and
administrative position that international academics may assume in public universities is programme
chairperson or head of a research cluster. There are no international academics in the university
board, senior leadership positions such as the Vice Chancellor or its Deputies, or even holding the
office of Deans or its Deputies or Heads of Department. The lack of participation of international
academics in academic leadership and administrative positions can be attributed to the fact that those
in these positions are required and expected to be highly proficient in Bahasa Melayu as the official
language.

However, the MEBHE clearly states that as a way to shift towards having a quality higher
education for Malaysia, there is a need to unleash the talents among the academics. One of the
tracking measures, therefore, is to take into account the number of top international talent in senior
leadership, university board member and department head roles within public universities. The
rationale of this measure is to facilitate local capacity building. Yet, clearly, there is a mismatched
between the ideal and reality in terms of unleashing the potentials of talents among the international
academics. Not only has the language policy been a barrier in tapping on to the expertise of the
international academics to provide institutional leadership, the language policy at times can also
underlined a sense of being differentiated or discriminated among some of these international

academics.

Conclusion and Policy Recommendations
The understanding of international academics and their recruitment, integration and retention is
crucial at this juncture in the higher education development of Malaysia. On the one hand, this group

of academics is a valuable resource for Malaysian universities and they remain important to the
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present and future development of higher education. International academics are also talents in
Malaysian universities, not to compete with the locals, but crucially to complement in transforming
these institutions to become more internationalised and achieve global prominence. However, on the
other hand, the current economic situation and recent administrative changes in public service have
posed much more challenges to the recruitment, integration and retention of international academics.
Although Malaysia is keen to attract global talents to Malaysian public universities and these talents
have displayed an equal keenness to pursue their academic careers in this country, not very much can
be said about how these challenges can be affected through actions. In other words, policies and
actions need serious alignment.

While some of these challenges may not be within the reach of universities or the State to tackle,
there remain plausible strategies that can be considered by the Malaysian higher education system
and its public universities in moving forward in terms of recruitment, integration and retention of
international academics. The first proposed strategy is to minimise the recruitment of Type 2a and
Type 2b academics. Instead, priority should be given to Type 1 and Type 3 academics, taking into
account the future scenario and potential needs for Malaysian universities. The recruitment of Type 1
and Type 3 academics should not be limited to only having them in the universities, strategies and
institutional support must also be put in place to integrate and retain these international academics as
to allow them to unleash their full potentials and to impact the existing and next generation of local
academics. The priority of Type 1 and Type 3, over Type 2a and Type 2b, also suggests a much more
cost-effective option in view of the current economic and financial situation.

Without a doubt, Bahasa Melayu_is the national languge and should remain as the official
medium of communication in public universities. However, as a way to fully utilise the expertise as
well as integrate international academics into Malaysian universities, the second strategy involves a
two-prong approach. First, comprehensive support provided for international academics to at least
bring them to a basic level of proficiency in Bahasa Melayu. Second, allow the possibility of
bilingual use of Bahasa Melayu and English in official communication within the universities or at
least within the faculties.

Although reform to immigration and public service policies may not be within the purview of
the Ministry of Higher Education and universities, the third strategy involves drastic reforms to the
immigration and civil service regulations as these developments nationally are fundamental for
Malaysian universities to truly reach out and bring in the very best talents beyond the national
boundaries of Malaysia. Interesting to note, more than 40 percent of academics in Australian
universities are not born in Australia (Bradley, Noonan, Nugent & Scales, 2008; Saltmarsh &
Swirski, 2010), the number of international academics in British and American universities have also
increased significantly in the recent two decades (Pherali, 2012), and in the two oldest universities in

Singapore, three quarters of the early career academics on tenure track are international (Holden,
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2014).

Thus, for Malaysian universities to become globally prominent, recruiting, integrating and
retaining international academics who can contribute to the development of our universities are
paramount. This group of academics must not be differentiated but to be integrated. It is also crucial
that Malaysian universities are seen to only want international academics when times are good and
abandon them when times become more challenging. Recruiting, integrating and retaining talented
international academics, specifically the Type 3 into Malaysian public universities must continue

regardless of situation and become a part of our organisational culture.
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Appendix

Al: Gender of International Academics

Gender University 1 University 2 University 3
Male 238 39 77

Female 84 13 24

A2: Age Group of International Academics

Gender University 1 University 2 University 3
<30 5 0 2

30-39 123 13 24

40-49 96 24 33

50-59 63 10 41

60-69 28 4

70 > 7 1 1

A3: Academic Position of International Academics

Academic Position University 1 University 2 University 3
Post-doctoral 32 0 12
Fellow/Visiting

Lecturer

Language Teacher 46 3 5

Lecturer 11 0 2

Senior Lecturer | 140 18 46
(Research Fellow)

Associate Professor | 61 19 28

(Senior Research

Fellow)

Professor (Principal | 32 12 8

Research Fellow)

A4: Discipline of International Academics

Discipline University 1 University 2 University 3
Accounting, Business, | 9 2 4
Economics & Management

Engineering and | 36 9 11




Architecture

Medical Sciences, | 75 14 52
Pharmacy, Dentistry &

Health Sciences

Science, Technology & | 70 14 17
Mathematics

Social Sciences, Education | 74 13 17
& Humanities

Unknown/Cross-disciplinary | 58 0 0

Note: The faculties, institutes and schools have

been reorganised by the authors to enable

comparability and avoid identification that may jeopardise anonymity of institutions and

participants.

A5: Nationality of International Academics

Nationality University 1 University 2 University 3
Algeria 3 0 0
Australia 3 0 0
Bangladesh 31 17 10
Belgium 1 0 1
Brazil 1 0 0
Bulgaria 1 0 0
Canada 1 0 0
China 11 0 2
Colombia 1 0 0
Comoros 0 0 1
Cuba 0 0 2
Ecuador 1 0 0
Egypt 2 0 2
France 2 1 0
Germany 6 0 2
Ghana 0 1 0
Guatemala 1 0 0
Hungary 0 0 1
India 53 2 22
Indonesia 14 13 11
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Iran 42 5
Iraq 15 12
Italy 2

Ivory Coast 1

Japan 37

Jordan

Kyrgyzstan

Libya

Morocco

Myanmar

Netherlands

New Zealand

Nigeria

Pakistan

Palestine

Philippines

Russia

Singapore

South Korea

Sri Lanka

Sudan

Sweden

Syria

Taiwan

Thailand

Tunisia

Ukraine
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5. Non-foreign Foreign Academics in Hong Kong: Realities and Strategies

Professor CHEN Shuangye
Institute of Curriculum & Instruction, Faculty of Education

East China Normal University

Abstract

Higher education system in Hong Kong is quite unique in its small size, global competitiveness,
excellence as well as high level of internationalization. This chapter aims to reveal strategies and
realities of how foreign academics are hired and integrated in one case university in Hong Kong.
Base on the in-depth interview data from two senior administers and five academics in various
career stages and disciplines, the preliminary findings has shown foreign academics in the case
university have been satisfied with their job and the institution, despite various reasons underlying
their choices. There is no stated difference between local and non-local colleagues in promotion,
appointment of administrative position and other differentiated treatment. Finally, an explanatory
quadrant of foreign academics’ satisfaction and integration is constructed around the two dimensions
of immediate context and connections. As Hong Kong has advantages in supportive immediate
contexts, as well as open and inclusive social environment to access, those foreign academics bring
along multiple connections and capitals to fit in and play. Therefore, the foreign academics have felt

‘non-foreign’ in their work and life in Hong Kong.

1. Introduction

Hong Kong has been known as a cosmopolitan city with East-West cultural mix. With it's colonial
legacy lasting for over 100 years, higher education system in Hong Kong has also been well
recognized of high level of internationalization in the world. QS 2015-2016 statistics reveals that all
eight public universities in Hong Kong have more than 40% international academics. According to
the CAP research (Teichler, Arimoto, Cummings, 2013), this indicates a very high level of
internationalization of academic faculty in the world. It is worth of a close study on why there are
such a high proportion of foreign academics in Hong Kong and how they work and live as an
international faculty in Hong Kong.

In a recent book chapter, Professor Postiglione and Dr. Xie (2017) used the case of the
University of Hong Kong to elaborate the policies and strategies supporting international faculty.
However, there were few in-depth studies found in the past to focus on international academics in
HK higher education system. Little was known about the policies and actual work-life of those

international academics in the HK higher education system. This creates an obvious knowledge gap
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from the HK case.
Therefore this chapter aims to explore how international academics are recruited and integrated
from cases of lived experiences in one case university. The research finding would shed light on how

to integrate international faculty from an exemplary higher education system.

2. Background

Hong Kong is a unique higher education system with eight public-funded institutions. The system is
quite small in its number of institutions as well as size of students and faculties. There have been
fewer than 100,000 students and around 12,000 staff supported by public funding through the
University Grants Committee of Hong Kong by 2015(see Table 1 and Table 2 below). In the year of
2015-2016, there were 1,872 senior and 2,877 junior academic staff among 11,933 full-time staff
fully supported by the public funding in Hong Kong (UGC, n.d.). Teacher-student ratio in the HK
higher education system is roughly 1:20.

Table 1. Total Student Enrolment in HK UGC-funded programs (2011-2015)

BUE Academic Year
201112 2012113 201314 201415 201516

Statistics on Overall Student Enrolment of
UGC-funded Programmes (Headcount)

Total Student Enrolment 75 897 93304 94 835 96 911 98 42

Source: http://cdcf.ugc.edu.hk/cdcf/searchStatSiteReport.do

Table 2. Number of Staff in HK UGC-funded Universitis (2015-2016)

Staff Number (Headcount) in Academic Departments of UGC-funded Universities
by Source of Salary Funding, University, Staff Grade and Mode of Employment, 2015/16

e 4

headcount
775 University

FrelResl /B8 MR Bt HERE WROR SEd TEAW TR THEH Tais at

Source of Salary Funding / Staff Grade Mode of Employment .y ] .y ] X ] AR P o
Cityl) HKBU LU CUHKE EdUHK  PolyUd HKUST HEL Total
FEEESRNEH e Full-tima 1475 725 227 2 668 621 1877 1472 2769 11833
Wholly Funded by General Funds wER Part-time / 674 250 52 390 254 504 218 224 2 566

Hi¥&#  Short-term Contracts

|5t Sub-total 2140 975 ] 3058 ars 2481 1 680 2093 14409

Source: http://cdcf.ugc.edu.hk/cdcf/searchStatSiteReport.do

This elite system has been heavily subsidized by public money. For example, calculated from
annual reports of the University of Hong Kong (2016) and the Chinese University of Hong Kong
(2016), income from the UGC ranged from around 50% to 60%. Added by 20-25% income from the

collected tuition, HK universities comparatively have no pains in the global financial cuts with a
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government to support 70%-80% of their annual income.Despite a decoupling with the civil servant
salary scale, average academic pay in HK is still globally competitive (Altbach and Postgilione,
2015).

Given its colonial legacy of using English as a dominant working language and the globally
competitive pay to attract academics from the global market, this small higher education system is
powerful in producing world-class universities. By QS ranking 2015-2016, four out of eight HK
universities were listed within top 100 and six within top 300. The rest two institutions are topped in
their own specialized fields as liberal arts education and the subject of education. That means the
whole higher education system in Hong Kong has been well recognized of its academic excellence
and educational quality. Few higher education system in the world can surpass Hong Kong in the
intensity and extensity of the systemic excellence. Public money has been well paid off in this

aspect.

3. Foreign Academics in Hong Kong: How Foreign is Foreign

Although Hong Kong higher education system has been regarded of high proportion of foreign
academics, no accurate statistics can tell how many they are indeed. In other words, it is not a
‘yes/no’ answer to who is foreign academic and who is not. But it is a continuum of how foreign is
foreign in the social context of Hong Kong.

This is partly due to the inherent and common difficulty in defining international/foreign
academics by various criteria as birth place, first postsecondary degree place, or claimed citizenship
(Altbach and Yudkevich, 2017). But the unique colonial history and the one-country-two-systems
political reality of Hong Kong also contribute to the challenges of the definition. For example,
although dual citizenship is not allowed by law, quite a number of HK permanent citizens virtually
hold two or more than two passports. In practice, they can choose to claim either citizenship to their
or institutional advantage in different situations.

Therefore, in the following several reliable data sources of foreign academics will be listed to
show the data discrepancy as well as the challenge to define ‘foreign’ academics in Hong Kong. This

also creates the ‘visibility” and ‘“invisibility’ of foreign academics in Hong Kong.

Source#1: QS internationalization data. Those data are usually collected from the institutions,
either from official reports or from voluntary submission. By claimed passport citizenship, QS
2015-2016 reveals the number of international and total faculty in 7 HK institutions and | calculated
the percentage. In general, based on the data from the 7 institutions, there were 6,526 foreign
academics, consisting of 58.6% of the total faculty.
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Table 3: Foreign Faculty in 7 HK Institutions by QS 2015-2016

HKUST HKU CUHK CityU PolyU BaptistU LingnanU

Foreign 834 2,018 1,004 951 1,235 386 98
Faculty
Total 1,092 3,064 2,155 1352 2,417 831 230
Faculty
Percentage 73.4%  66% 46.6% 70.3% 51.1% 46.5% 42.6%
of Foreign
Faculty

Source: QS 2015-2016

Source#2: CAP data. From the CAP research (Teichler, Arimoto, Cummings, 2013), 51% senior
and 35% junior HK academics at the survey time hold the citizenship or passport other than that of
Hong Kong, while 36% senior and 25% junior HK academics were not born in Hong Kong. These
data further revealed the differentiated grouping of foreign academics between senior and junior
levels. In general, HK higher education system has already been a top system hosting foreign
academics in the world.

Source#3: Institutional annual report or institutional statistics open to the public. Not every HK
university would release this type of data to the public. Currently, the University of Hong Kong sets
an example to make such kind of information available online. According to HKU Quick Statistics
2015, there were 674 international professorial staff (61%) based on their nationalities among all
1,107 full-time academics. Those Mainland Chinese professors were counted as 32.6% of all foreign
academics in the University of Hong Kong, the largest group followed by those from North America
(23%) and Europe (22%).

To take HKU statistics 2015-2016 as an example, there is an obvious discrepancy between data
from various sources as UGC, QS, and the self-disclosed statistics. Even for the total number of
faculty in HKU is not clear, not to mention the number of international faculty. Moreover, there is a
peculiar problem in Hong Kong as whether the Chinese Mainland professors (those who are holding
P.R.China passports) should be counted as ‘foreign” or ‘local’. In the common practice in Hong

Kong, they are usually regarded as ‘hon-local’ and “foreign’, although they are of Chinese ethnicity.

4. Realities and strategies in the case university

The above data and statistics provide a general impression of how many foreign academics in Hong
Kong, but they fail to offer a detailed and thick mapping of which disciplines/faculties they belong
to and how they feel and live. This part will base on a case university in Hong Kong and explore

what realities the foreign academics face and what strategies are used by individuals and the
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institution for adaptation and integration.

4.1. Number of foreign academics

Beyond the officially released statistics, | ventured to explore an alternative method to calculate
foreign academics, i.e. to calculate the number of academics belonging to ‘local Cantonese’,
‘non-Chinese’ and ‘Chinese Mainland” from alphabetic name spelling in the university directory.
This method is inspired by the practically used strategy to identify staff for the first contact. As
simplified and traditional Chinese and English are derived from separate spelling systems, name
spellings could be a convenient tool to estimate academics’ birth places or family origins.

There are two advantages of using it as an alternative and inspirational method. First, it could
provide supplementary information when the official statistics are not available. Not many
universities are ready to share their personnel statistics for the sake of privacy protection. Usually a
general statistics of the whole institution could be found but the detailed data request by gender,
disciplines, age, positions would not be entertained. Without such detailed dataset, the analyses are
superficial and limited by dimensions. Second, this method is derived from our intuitive social
knowledge to identify people. It creates biased impression or even stereotyped judgment, but in this
research it helps illuminate two types of foreign academics as ‘visible’ and “invisible’. The visible
foreign academics bring obvious message from their appearance, names, spoken language and other
overt identifiers. The invisible foreign academics are not easy to identify as ‘foreign’. To identify
the name spellings in alphabets is an easy-to-use method in the HK context to offer an alternative
estimation of foreign academics by two categories as ‘non-Chinese’, and ‘Chinese Mainland’ in
contrast with ‘local Cantonese’. At the same time, it serves a sampling strategy for ‘visible’ and
‘invisible’ foreign academics.

This method is not without problem. As Hong Kong is a place of long history of migration,
those who bear ‘local Cantonese’ names could be born and receive first degree out of Hong Kong,
and hold foreign passports. This group of academics could be underestimated under this method.

I looked through the internally circulated university directory 2015-2016 and found 271 names
of Chinese Mainland, 119 of non-Chinese out of 1,053 professorial faculties in the case university.
With this measure, the percentage of ‘visible’ foreign academics in the case university is only 38%,
quite below the officially released statistics. The gap might be caused by the underestimated
‘invisible’ foreign academics of local Cantonese name spellings.

In each faculty, the number and the ratio of ‘Chinese mainland’ to ‘non-Chinese’ academics are
quite interesting. Please refer to Table 4 below for details. In the Faculty of Arts and Faculty of Law,
non-Chinese academics outnumber Chinese mainland colleagues, while in the rest faculties, the
situation is reversed. In Faculty of Science and Faculty of Engineering, Chinese mainland
academics constitute the majority of foreign colleagues in the faculty. The distribution of foreign
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academics guides the initial sampling of interviewees in the following case study.

Table 4. Distribution of ‘Chinese Mainland’ to ‘non-Chinese’ foreign academics in various

faculties
Chinese Non-Chinese  Ratio of Chinese
Mainland Mainland to
Non-Chinese
Faculty of Arts 15 29 1:1.9
Faculty of Business 46 15 1:.0.3
Administration
Faculty of Education 7 3 1:04
Faculty of Engineering 44 7 1:0.16
Faculty of Law 15 22 1:15
Faculty of Medicine 54 24 1:.04
Faculty of Science 37 5 1:0.14
Faculty of Social Science 46 22 1:0.48

4.2. Interviewees and interview data: sampling and analysis

This case study uses qualitative research strategy and mainly collects data from interviews. There are
two university administrators and five foreign academics contacted and interviewed formally or
casually during March to May 2015. Each interview lasted more than 30 minutes under permission
of the interviewees. Interviews were conducted by myself around the interview guidelines provided
by the project investigator. Interviewees were notified of the interview questions at the first contact.
Only one interviewee allowed audio-recording and the rest declined.

The two university administrators are female, one serving senior faculty secretary for nearly 30
years and the other department secretary for over 10 years. They are the frontline administrators who
are familiar with the university personnel policies and proficient in dealing with related recruitment,
promotion and integration.

The five foreign academics are sampled by considering distribution of foreign academics in
different faculties, gender, positions, career stage and visibility of personal background. They are
anonymized with modified characteristics to protect their identity (see Table 5). In this case study the
data have covered experiences from 5 faculties, especially from a non-Chinese academic in Faculty
of Arts and a Chinese Mainland academic in Faculty of Science; of various service durations and

positions in the case university. There is only one male and one invisible foreign academics included.
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Table 5. Interviewees

Names Birth place  Citizenship Gender Faculty Service Position Visibility

(anonymized)

AL Europe North M Arts Over 25 Associate Visible
America years, Professor
tenured,
retiring
BD Mainland  Chinese F Science Over 10 Associate Visible
China Mainland years, Professor
tenured
CE Mainland  Chinese F Education 1 year, Assistant  Visible
China Mainland untenured  Professor
DT Europe European F Social 2 years, Assistant  Visible
Science untenured  Professor
EJ North North F Business  Over 25 Associate Invisible
America America years, Professor
tenured
retiring
4.3. Findings

4.3.1. Policies and strategies
From the policies and strategies perspectives, according to informants, the case university has
practiced similarly as other HK higher education institutions in the four aspects.

First, wider local and international recruitment practice. The case university requires every
academic recruitment advertisement should be enlisted both in the local and international
newspapers or websites. Local advertisement should appear in both Chinese and English media, for
example Chinese on Mingpao and English on South China Morning Post. The international
advertisement should appear on the renowned academic media, e.g. Times Higher Education, or
other important academic events, major international conferences e.g. AERA. Such policies on
recruitment advertisement have ensured the coverage of potential local and international applicants.
The practice is not ad-hoc but regular and institutionalized.

Second, equal treatment of academics. The case university emphasizes herself as equal
employer, in which no prejudice or unfair treatments based on gender, ethnicity, citizenship, and etc.
are allowed. The legal system and governmental regulations in Hong Kong also protect equal
treatment of employees. It is illegal of any kind of differentiated treatment in recruitment, promotion

and retirement. Therefore, the interviewed foreign academics didn’t feel any obstacles or privileges
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of promotion, advancement to leadership positions or other personnel decisions based on colleagues’
citizenship. Currently, salary package, leaves, benefits, and travel allowances are provided regardless
of citizenship or identities.

Third, favorable considerations for foreign academics. Under the rule of equal treatment,
foreign academics could only enjoy once-off non-local employee’s travel/luggage allowance at their
first arrival. In early days, non-local academics received housing allowances while local academics
couldn’t. But this policy was removed in 1995. These favorable considerations were offered to the
needs rather than unfair privilege.

Last, there is a rising policy concern to increase the number of international faculty for the sake
of global higher education ranking competition. Recently, a strategic head-hunting project has been
prompted towards competitive international applicants. Under such a scheme, the head-hunted

international faculty might enjoy better package and favorable leadership positions.

4.3.2. Realities and issues
The realities and issues faced by the interviewed foreign academics can be concluded from language,
motivations, future plan, and the felt differences.

First, language. Hong Kong as a global city with colonial legacy, English is assumed of its
linguistic and intellectual primacy in the Hong Kong higher education system. Any academic
employed is at least linguistically capable in English. English is a medium for teaching and working
in any Hong Kong university. In the case university, any official document will provide both English
and Chinese versions. In some occasions, only English version is provided. In the daily practice of
department/faculty meetings, English is the working language. Therefore, foreign faculty can
understand no Chinese at their arrival but the deficit of local language would not affect their work
with colleagues. They have no obvious troubles with local colleagues, either linguistically or
culturally.

However, when working with their students, the interviewed foreign academics are surprised to
discover that their students’ English is not as good as they have imagined. Because of the
inconfidence in using English as a medium of instruction, students are usually troubled with total
English teaching and learning (quoted from Professor AL). Student-teacher interactions are also
impaired in some way. Three interviewees expressed their concerns and struggles in using English
with their local students.

Second, motivations. The reasons for the five academics to move to Hong Kong can be
summarized as family reason, and geographical, cultural and academic proximity. These reasons are
quite similar to what have been identified by Professor Rumbley and Professor de Wit (2017). In the
real decision situations, these considerations are compounded and evaluated intuitively. However

there seem existing gender differences behind the decisions. Female academics in this case study
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weighted more on family. Professor CE and Professor DT clearly explained their choices of HK for
family reasons. Added on that, diversified cultures as well as international school places have
facilitated their settlement with family members. There are also practical attractions from the
competitive package as well as academic reputations of Hong Kong higher education. These are not
the foremost attractions to the interviewees but no one denied such attractive factors to affect their
decisions.

Third, future plan. All five interviewees claimed they would like to stay as long as they can.
The tenure system in HK universities has an age limit. Professor AL and Professor EJ had to retire
when they reached retirement age. Any foreign academic who is employed by an institution can
easily obtain working visa. By law, anyone who has legally stayed in HK over 7 years can apply for
permanent residence. However according to the interviewees, the status of HK permanent residence
and HK passport do bring some convenience of travelling but not so attractive to them. However
Professor AL and Professor EJ as senior members raised their concerns of retirement benefit scheme
in HK. One interviewee mentioned that some of their foreign colleagues in their 50’s would consider
to move back to Australia or UK so as to ensure their pension while there is no retirement protection
in HK.

Last, the felt differences of the foreign academics. Apart from the differences felt from students,
the interviewees did feel no obvious differences or strangeness in their work and life in HK. Only
one new member mentioned the detached and not-so-warm office culture compared with her
previous experiences. In general, they have effortless acculturation in the case institution. In this
sense, they are paradoxically the non-foreign foreign academics in Hong Kong. Overall they have
been satisfied with their choice and their work.

5. Discussions

There are two dimensions in the quadrant as immediate contexts around the foreign academics and
the connections/capitals they bring with. The immediate contexts include (1) the general institutional
policies of recruitment and promotion, (2) departmental administration, colleagues in the same unit,
and students to teach, (3) living support, for example apartment and daily chores, and kids’
educational arrangement. Hong Kong as an international metropolitan has advantages in providing
international school places, transparent and fair employment opportunities, as well as affordable
household helper services to support family. Although the price of apartment is quite high in HK,
foreign academics can afford decent places with generous housing allowances provided by
institutions. Therefore, not only the globally competitive package itself to attract international
faculties to Hong Kong universities, but also the wider and institutional inclusive and supportive
contexts could easily accommodate them.
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Figure 1: An explanatory quadrant of foreign academics’ integration and satisfaction in HK

Moreover, individual foreign faculties bring along their connections and various capitals to
facilitate their settlement in Hong Kong. Those connections include family members, previous
friends and research partners. These constitute strong social capital to help them quickly fit in a new
place. Hong Kong is a place to let the East meet the West. Either people from Western societies or
from Eastern, especially those originally from the Chinese Mainland would favor HK as an easy
place and a middle point to settle down. They also bring along English as a kind of linguistic capital

which is highly valued in Hong Kong.

With positive and supportive contexts in HK, foreign faculties bring along strong and positive
linguistic and social capitals in the process of integration and acculturation. Metaphorically, the
contexts themselves are a ‘socket’ with various adaptors and the incoming foreign academics are
multi-functional plugs. So both sides meeting in HK make the acculturation easy and effortless. As a
result, the level of their satisfaction and integration is quite high compared with other systems. The
proportion of international faculties in HK higher education system is almost the highest in the
world.

6. Limitations and suggestions for the future study
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Given the small sample size and the qualitative case method used, this preliminary study has the
following limitations to be noted. First, it is a tricky question of asking how satisfied in the
face-to-face interview. The five academic interviewees replied with high satisfaction of their work
and life, but I still hold in question their embarrassment of telling their dissatisfaction. Moreover,
there might be higher level of dissatisfaction of the left foreign academics. According to the senior
members interviewed, some foreign academics chose to go back to their home countries for the sake
of pension. This clue might suggest a new research on those who have left and the reasons behind.
The second limitation of this study is that the senior male foreign academics are hard to access. |
have contacted two senior male foreign professors with email but no reply was received. Last, this
case study lacks samples from faculties of engineering, medicine and law. Therefore no data could
be obtained to analyze how much different disciplinary backgrounds would matter in the integration
of foreign faculties. However those limitations from this study could suggest more sophisticated
researches on this issue in the future.

Therefore, based on this study, it could be suggested to the future research on (1) the left
foreign academics, senior male foreign academics as well as foreign academics from different
faculties are worth of careful and sophisticated study and (2) a comparative case country study is
needed to verify and modify the explanatory quadrant proposed. With those extended and in-depth
studies, the understanding of foreign academics’ work and life can be raised and uplifted for better

practices and better theories.
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6. International Academics in the Netherlands: Changes, characteristics and

implications'

Futao Huang®

Abstract: The purpose of this study is to describe an overview of changes to inbound
international faculty members to Dutch higher education institutions, their main characteristics,
and forces or agents of change which occurred in them, and the implications for Japanese higher
education. The analysis and discussion are based primarily on official statistics issued by the
Dutch government, professional associations, individual higher education institutions, earlier
relevant literature, case studies and interviews with administrative and academic staff in the
Netherlands. With regard to the structure, it begins with a short introduction to the Dutch
higher education system and academic profession and then analyzes key characteristics of
international faculty members being employed in Dutch higher education research universities.
The third section deals with major forces and agents of change which affected international
faculty members in Dutch higher education institutions. The article concludes by summarizing
main findings and offering implications for research, policy, and practice.

Keywords: international faculty member, the Netherlands, academic profession
internationalization of higher education

Introduction

In recent years there has been an increase in the numbers of both international students and
faculty at the global and regional levels (OECD, 2016; Altbach, 2013). This trend can also be

1| would like to express my sincere thanks to all faculty members, researchers and administrators in the
Netherlands who kindly accepted my interviews in late September 2016. My special gratitude goes to
Eric Beerkens, Dr. Jos de Jonge, Dr. Elizabeth Koier, Professor & Dr. Marijk van der Wende for their
insightful responses to my interviews and questions about the inbound international academic staff in the
Netherlands.

* Professor, RIHE, Hiroshima University, e-mail: futao@hiroshima-u.ac.jp
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identified in the Netherlands, which has not only provided the largest number of English-taught
programs in continental Europe, including 282 English-taught Bachelor’s programs, 1,172
English-taught Master’s programs, and almost all of English-taught PhD programs (Nuffic,
2015), but also tried to attract more international students, researchers, and faculty members.

Numerous previous studies have been conducted on the Dutch policy of
internationalization of higher education; acceptance of international students; academic
exchange activities with other countries and regions; development of international joint degree
programs; implementation English-taught programs; etc. (Huisman & van der Wende, 2004).
Yet, while often seen as an important part of international mobility of the academy or academic
profession, little research has focused upon international faculty members or researchers in
Dutch universities. The Netherlands has maintained strong economic and cultural contacts
with Japan as early as the Edo period in the 17" century. The impact of the Netherlands on the
modernization of Japanese society and its higher education systems is considerable and evident.
Even today the Dutch higher education system is used as one of the important examples of
non-English-speaking country for Japan to emulate in its higher education reforms.

This study presents an overview of changes to international faculty members inbound to
Dutch higher education institutions; their main characteristics; the forces or agents of change
which occurred in them, and the implications for Japanese higher education. The analysis and
discussion are based primarily on official statistics issued by both government, professional
associations, and individual higher education institutions in the Netherlands; and previous
relevant literature, case studies, and findings from interviews with administrative and academic
staff in the Netherlands. The article begins with a brief introduction to the Dutch higher
education system and academic profession, and then it analyzes key characteristics of
international faculty members employed in it. The third section deals with major forces and
agents of change which occurred to international faculty members in Dutch higher education
institutions.  The article concludes by summarizing main findings and offering implications for
research, policy and practice.

There are diverse interpretations of the phrase “international faculty member.” As used in
this study the phrase refers to academics working in university and other types of higher
education institutions with a foreign passport. Namely, non-Dutch faculty members. In
addition, as to be mentioned in the following section, although there are two types of higher
education institutions in the Netherlands, the number of international faculty members is a small
number of the total, for example, according to an incomplete data, there are only about 3% of
research group leaders in universities of applied sciences in the Netherlands (De Jonge, 2017).
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Besides, according to Internationalization Vision which was released by VSNU? in 2014
(VSNU, 2014), no data are available on international staff of universities of applied sciences.
This study is mainly concerned with faculty members with non-Dutch who work in research
universities.

In addition to the analysis of national policies, documents, and national statistics, several
semi-structured interviews were conducted in late September, 2016 based on similar interview
outlines in the Netherlands. Altogether six interviews were undertaken in three research
universities (Leiden, Amsterdam, and Utrecht), one national research institute, the Association
of Universities in the Netherlands (VSNU), and the Netherlands Organization for International
Cooperation in Higher Education (Nuffic). Interviewees included one Dutch administrative
staff, one Dutch professor and three international faculty members at Leiden University, one
Dutch professor at the University of Amsterdam, one Dutch Dean of Graduate Studies of
Utrecht University, two Dutch researchers at the Rathenau Institute, two key Dutch persons
from VSNU, and one Dutch administrator from the Nuffic.

Characteristics of the Dutch higher education system and its academics
Dutch higher education system

Unlike Japan, the Netherlands has a binary higher education system. In terms of mission or
function, there are two types of higher education institutions. One refers to research
universities in which research-oriented education (wetenschappelijk onderwijs, WO) is offered.
Programs at research universities are more academically oriented and more theoretical in nature.
They emphasize academic skills and independent research. In addition to a Bachelor’s or
Master’s degree, research universities can also award the PhD degree. As of 2014-2015, there
were 13 universities in the Netherlands, excluding the Open University. Approximately
254,541 students are enrolled. Among these universities, six provide a full range of disciplines,
three universities — the universities of technology in Delft (TUD), Eindhoven (TUE) and
Twente (UT) - focus predominantly on engineering and technology. Every Dutch university
has programs for both graduate and undergraduate students. The system is split between
Bachelor’s degrees and Master's degrees, after which there is the potential to go on to study for

2 The VSNU, Association of Universities in the Netherlands, is formed by the fourteen Dutch research
Universities. VSNU represents the universities to the government, parliament, and governmental and

civic organizations.

66



the PhD. All research universities are in the Top 300 of the Times Higher Education Ranking
2014; 6 out of 13 research universities made it into the Top100 (VSNU, 2016; Nuffic, 2016Db).

The other type implies universities of applied sciences (hogescholen), also called
institutions of higher professional education, in which higher professional education (hoger
beroepsonderwijs, HBO) is offered. As of 2014-2015, there are 39 universities of applied
sciences in which nearly 445,725 students are enrolled. Programs at universities of applied
sciences prepare students for particular professions and tend to be more practically-oriented.
Therefore, graduates find employment in various fields, including middle and high-ranking jobs
in trade and industry, social services, health care, and the public sector. In higher professional
education, research tends to be application-related and the research capacity and research
funding is far less substantial than in the research universities. They also lead to either a
Bachelor’s or Master’s degree (Nuffic, 2016a) but have an emphasis on undergraduate
education.

Further, according to European Education Directory (EU, 2015) and VSNU, by
administration all higher education institutions can be practically split into three different
sectors in the Netherlands as follows:

First are government-funded institutions. They include both research universities and
universities of applied sciences. They are funded by the Ministry of Education, Culture and
Science or the Ministry of Economic Affairs, Agriculture and Innovation, but can also charge
their students government-approved fees. Second are legal entities providing Bachelor’s-level
and/or Master’s-level accredited degree programs. Financially speaking, they can be
considered to be private institutions because they are not funded by the Ministry of Education,
Culture, and Science except for some religious institutions. Their operation is primarily
supported by fees collected from students.  Similarly to universities of applied sciences, a large
number of them are concerned with providing application-oriented or practical training for
occupations for which a higher vocational qualification is either required or useful. Third are
private-sector institutions which are not covered by the Higher Education and Research Act.
They include foreign universities and business schools to which Dutch government regulations
do not apply.

The academic profession in the Netherlands
Based on the binary system and a clear division of labor between research and universities of
applied sciences, faculty members belonging to research universities spend more time on

research and are involved in the delivery of comprehensive and research-oriented academic
programs. University of applied sciences faculty allocate more time to teaching and paying
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more attention to applied and practical programs. Compared with Japan, although there are
academic ranks including professor, associate professor, assistant professor, other academic
staff (teachers and researchers), and the appointed PhD students or PhD candidates are also
considered faculty members in the Dutch academic profession in relation to academic rank.
Moreover, postdoc position is often seen as the first step in an academic career after a PhD is
obtained. It is not only important for the individual career, but also for career policy. The job
profile researcher (level 3 or 4) corresponds best to what used to be called “postdoc’.

Similar to Japan, academic positions in the Netherlands are structured hierarchically. At
the top are professors, then associate and assistant professors, and below them a broad range of
other academic staff (researchers and teachers) with PhD students on the bottom rung (De

Goede, Belder & De Jonge, 2013).

Table 1. Dutch academic staff in 2011 (per type of contract and task)

persons full-time task
total permanent |temporary total permanent | temporary

g}csv‘:ﬁgc stafftotal | g 255 11,348 16,903 24,595 o652 14,997 CliCAION | research
Professor 3,153 2,769 384 2,584 2,425 159 X X
Associate professor 2,437 2,319 118 2,187 2,118 69 X X
Assistant professor 5,422 3,847 1,575 4,707 3,334 1,373 X X
Ooftc\f;ig]cadem'c staf, 8,230 2,411 5819 6,410 1,774 4,636

Teacher 3,405 1,669 1,736 2,202 1,155 1,046 X

Postdoc 3,564 3,564 3,155 3,155 X
Researcher 875 683 192 701 567 134 X
Other 386 59 327 353 52 301

PhD student 9,009 2 9,007 8,706 1 8,705 X
Source: 1. VSNU/Wetenschappelijk Onderwijs Personeelsinformatie (WOP)

2. De Goede, M., Belder, R. and De Jonge, J. (2013). Academic Careers in the Netherlands
2013. Facts & Figures 7. The Hague: Rathenau Instituut.
Note: 1. This does not include the category of endowed professors. The registration of this group is not
yet unvocal.
2. Next to PhD students with an appointment as student employee at a university, there are also
PhD students that work on a thesis without such as appointment (for example, from a job at the
government in business). They form a substantial part of the number of PhD obtained, but they
are not registered univocally.

Changes to international faculty members

For nearly the last two decades, there has been rapid growth in the share of international faculty

members in the Netherlands. As Kaoier, Scholten and Horlings (2016) noted in research
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universities alone, the proportion of international faculty members increased from 17% in 2003
to 33% of the totals in 2015.

Figure 1 also shows the same trend. Firstly, except for a slight decline in the proportion
of PhD candidates from 2014 to 2015, there was a steady increase in proportions of
international faculty members by academic rank or status from 2006 to 2015. Secondly, over
this time the proportion of PhD candidates accounted for the largest share, followed by other
research staff, in particular post-doctoral students, and Lecturers who did not fall into the other
categories. In contrast, the proportion of Full professor constituted the least share of the totals.
The percentage of PhD candidates grew from over 33% in 2006 to over 44% while the
percentage of Full professors only grew from about 12% to nearly 16% of the total. Thirdly,
compared to others, the proportion of Assistant professors had an exceptionally rapid rise, rising
from 14% in 2006 to 28% in 2015. Fourthly, interestingly, by 2010 the proportion of Full
professors exceeded that of Associate professors, but by 2015, the proportion of Associate
professors was larger than that of Full professors by nearly 4%.

Figure 1. Proportion of international faculty
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Source: http://www.vsnu.nl/en_GB/f_c_internationaal_wp.html
Note: Due to lack of valid data, the medical sciences have been excluded.

Figure 2 clearly reveals that there was a gradual decrease in the proportion of Dutch PhD
candidates with a continuous increase from 2006 to 2012 in international PhD candidates. As
noted earlier, since PhD candidates are counted as an integral part of Dutch faculty and make up
the largest proportion of total faculty members in both Dutch academics and international
academics (Table 1 & Figure 1), changes in the proportion of international PhD candidates, in a
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major sense, have had a significant impact on the composition and structure of the entire faculty
in Dutch higher education.

Figure 2. Changes in the proportions of Dutch and international PhD candidates (%) (2006-2012)
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Source: http://www.vsnu.nl/en_GB/f_c_internationaal _wp.html
Note: Academic medical staff are not included.

As suggested in Figures 3 and 4, by 2012, although the proportions of both Dutch PhD
candidates (29%) and international PhD candidates (47%) made up the largest shares of the
totals respectively, differences between them by academic rank are considerable and evident.
For example, among international faculty members; the second largest group are Researcher
(23%); the third largest group are Assistant professors (15%); the fourth largest group are
Professors (5%); then comes the proportion of Associate professors (4%); and the least group
are Teachers (3%) and other scientific staff (3%). In contrast, among Dutch faculty members,
however, the second largest group are Assistant professors (21%); followed by that of
Professors (13%) and Researchers (13%); the fourth largest group are Teachers (12%); the fifth
largest group are Associate professors (11%); and the least group are other scientific staff (1%).

International faculty members in the Netherlands can be grouped by regions of origin into
two broad types: those from EU/EEA and those from outside EU/EEA. Figures 5 and 6
present all full-time international faculty members who come from EU/EEA and outside
EU/EEA respectively. They suggest, firstly, that by 2012 by regions of origin, the total
number of international faculty members coming from EU/EEA (20.7%) are more than those
from outside EU/EEA (12.5%) and secondly, the proportion of faculty members with higher
academic rank such as Professor, Associate professor, and Assistant professor from EU/ EEA
are larger than those from outside EU/EEA. While those from EU/EEA, the percentages of
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these academic ranks are 6%, 6% and 18% respectively, the proportions of international faculty
members holding these academic ranks from outside EU/EEA are 2%, 2% and 11%.

Figure 3. Breakdown of Dutch faculty by academic rank (2012)
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Figure 4. Breakdown of international faculty by academic rank (2012)
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Note: No data are available on staff resorting under a different, non-university employer (such
as academic medical centers) or staff hired from third parties. These data do not include
academic medical staff. Also no data are available on international staff of universities of
applied sciences.



Figure 5. Breakdown of international faculty from EU/EEA (2012)
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Note: No data are available on staff resorting under a different, non-university employer (such
as academic medical centers) or staff hired from third parties. These data do not include
academic medical staff. Also no data are available on international staff of universities of
applied sciences.

Figure 6. Breakdown of international faculty from outside EU/EEA (2012)
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In relation to country of origin, according to reports published by the VSNU and others,
from 2007 to 2013, around 3,000 university positions went to PhD students, researchers, and
professors from abroad. The number of Dutch personnel remained stable at 20,000.
International researchers and lecturers came mainly from south and Western Europe, namely
Germany. However, as there were about 650 PhD students and researchers from China, this



country is also seen as an increasingly important source of academic knowledge (Wittenborg
University Press, 2014).

Actually, previous studies also demonstrate that by country of origin (Table 2), in both
2003 and 2011, the largest number and proportion of PhD students came from Germany,
followed by those from China. The third largest group was from Italy. In 2011, the next
largest nationality groups were Indian, Iranian, and Turkish, while in 2003, Belgian PhD
students remained the fourth largest group among foreigners (De Goede, Belder & De Jonge,
2013, p.23).

Table 2. Nationalities of PhD students in the Netherlands in 2003 and 2011

2003 2011

Nationality Number % Number %

Dutch 4197 64 5124 56.9
German 161 2.5 523 5.6
Chinese 155 24 387 4.3
[talian 122 1,9 285 3.2
Indian 94 1.4 248 2.8
Turkish 40 0.6 208 2.3
Belgian 118 1.8 143 1.6
Polish 83 1.3 130 1.4
Greek 32 0.5 104 1.2
Other 1,529 23.3 1,638 18.2
Total 6,555 100 9,009 100

Source: 1. VSNU/WOP
2. De Goede, M., Belder, R. and De Jonge, J. (2013). Academic Careers in the
Netherlands 2013. Facts & Figures 7. The Hague: Rathenau Instituut p.8

A similar situation can also be found in Master students. For example, as revealed in
Figure 7, from 2006 to 2013, there was a steady and the most rapid expansion in numbers of
Master students from EU/EEA, followed by those from Asia. In contrast, students from Africa
and Non-EU/EEA were constant.
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Figure 7. Changes in enrollment of international Master’s students in research universities (person)
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Additionally, the latest national data for inbound international students to all Dutch higher
education institutions, including those studying in universities of applied sciences, shows that
by origins of country, the largest numbers of students came from Germany, followed by those
from China. These two groups, especially German students, constitute the lion’s share of the
totals.

Figure 8. International students by country of origin (as of 2015)
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According to Koier, Scholten and Horlings (2016), as of 2015 the largest proportion of
international faculty members by discipline were from engineering (nearly half of the total),
followed by those from natural science (about 40%), the third largest proportion of them from
economics (nearly 35%), faculty members from other disciplines (mainly from humanities)
makes up 30% of the total; and their proportion is slightly more than those from agricultural
science (30%). Among all disciplines, the least proportion of faculty members comes from
law, although constituting less than 20% of the total.

In terms of changes in international faculty members by discipline, as is firstly shown in
Figure 9 and Table 3, from 2006 to 2012, the largest number of international faculty members
came from engineering and technical fields, followed by those from science, and the third
largest numbers were those from economics. In contrast, except for Other, the least numbers
of international faculty members belonged to law. Furthermore, compared with other
disciplines, especially those from science, experienced the quickest expansion over the period.

Figure 9. Number of international PhD candidates by discipline (person)
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Table 3. Numbers of international PhD candidates by discipline (person)

Discipline 2006 2007 2008 2009 2010 2011 2012
Engin. & technol. 1,071 1,138 1,257 1,360f 1,419 1,435 1,385
Science 596 632 688 717 796 892 921
Behav. & society 184 201 241 311 313 346 391
Economics 195 235 278 327 343 348 389
Agric. & nat. environ 128 142 184 250 262 321 342
Language & Culture 148 150 184 188 213 229 230
Law 57 56 71 80 103 132 129
Other 29 30 12 10 13 13 13
Total 2,408 2,584 2,915 3,243| 3,462 3,716 3,800

Source: http://www.vsnu.nl/en_GB/f_c_internationaal _wp.html
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The case of Leiden University
Leiden University, the first in the Netherlands, was founded in 1557. It is an
internationally-oriented university in which a wide range of internationally-inspired Bachelor

and Master programs are provided.

Figure 10. Changes in international staff in Leiden University (%)
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Source: “Personeel in Cijfers 2016”. Leiden University. Provided by Dr. Eric Beerkens
from Leiden University

Note: Including all staff (academics and administrative/ support staff) in the university,

excluding the medical center.

Figure 10 shows that with a gradual decline in the proportion of Dutch staff members
(Academic Faculty + Administrators and support staff) from 82% in 2011 to 80% in 2015, there
was a steady increase in international staff members from 18% to 20% of the total. While the
proportion of international staff members from outside the European Economic Area stable, the
proportion of faculty members within the European Economic Area grew from 11% in 2011 to
13% in 2015. If only academic staff members are taken into account, Leiden University has a
composition of approximately one third international faculty versus two thirds Dutch faculty
members.

The case of Wittenborg University
Wittenborg University of Applied Sciences represents a typical example of non-university

sector in the Netherlands. It was established in 1987 and is one of the fastest growing of such
universities in the Netherlands. Its mission focuses on 5 key themes, “Management,
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Internationalization, Diversity, Sustainability, & Innovation”. As of 2015, it had around 600
students from more than 80 different countries studying in its Bachelor and Master programs in
two schools: Business and Hospitality & Tourism (Wittenborg University, 2015).

According to University Press, it was recently commended by the German accreditation
body, FIBAA, for the international composition of both its staff and student body. By 2014,
its teaching and support staff came from 20 countries, including the Netherlands, the United
Kingdom, China, Germany, Nigeria, Ireland, Zimbabwe, Kenya, Switzerland, Ireland, Nepal,
Italy and New Zealand. Teaching staff in its Master’s programs consist mainly of lecturers
from the Netherlands and the United Kingdom and also includes lecturers from Pakistan, Kenya,
Germany and Greece. In the past two years, it has had regular exchange teachers from
European countries such as Spain, Latvia, Austria, Romania as well as Canada and the United
States (Wittenborg University Press, 2014).

Forces and agents of changes

Major drivers and factors behind these changes to international faculty members are be
summarized below:

At the regional level, there has been an increasing demand for academics and researchers
in the European Economic Area for several decades. The opening up of the labor market
has been very much supported by action in the framework of the European Research
Area (ERA) framework, including the academic labor market. For example, in 2004 the
European Commission estimated that a net increase of one million researchers would be needed
for the next decade. Despite large numbers of talented and skilled researchers in Europe, and
the total number of which exceeds that of the United States, Japan, and China, they account for
a significantly lower share of the labor force than is the case in the United States and Japan.
The Commission also states that without more researchers and an open labor market for them,
Europe cannot remain globally competitive (European Commission, 2013).

The Bologna process which started in 1999 has also indirectly contributed to the
opening up of the academic labor market, although its primary purpose is to facilitate
student mobility across borders in Europe. It has made it much easier not only for faculty
members to find jobs within the European Economic Area, but also for faculty members coming
from outside Europe to be employed in European countries, including the Netherlands.
Relatedly speaking, a rapid increase in the number of international students from Asian
countries such as China, and Pakistan, and parts of European countries such as Italy, Romania,
etc. has provided more sources and possibilities for the mobility of PhD candidates and other
types of academics.
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At the national level, as early as the 1980s, the Dutch government imposed a policy of
inviting international reviewers to participate in external evaluation of Dutch higher education
institutions in order to assure and improve education quality and research activities. During
the process, it has facilitated a rapid advancement of internationalization of higher education in
the Netherlands. The importance of introducing international evaluation on Dutch higher
education cannot be overstated. It has largely created an international environment for
individual universities and incorporated international perspectives and content into faculty
members’ teaching and research activities, as well as enhancing the overall level of
internationalization of Dutch higher education (Interview in VSNU). In recent years, the
government has developed more national policies with a goal of attracting more international
talents, especially the intellectually brightest worldwide, to help the Netherlands play a leading
role in research and innovation.

Unlike some European continental countries or the United Kingdom, the Netherlands is
perceived as having a very liberal immigration policy for knowledge workers. Also
universities in the Netherlands offer the academic culture and facilities that top academics
expect, including autonomy, academic freedom, unrestricted information access and laboratories.
For example, international postdoctoral graduates and academics who pursue employment in the
Netherlands can be issued a visa which permits them to stay a relatively long time. Both
liberal immigration and academic policies have provided a favorable environment which attracts
international faculty members to come and stay in Dutch higher education institutions for the
sake of academics (interview from Dean of Graduate Studies at Utrecht University).

Several interviewees stressed the following reasons why there has been rapid growth in
international faculty members to the Netherlands, especially those from EU/EEA. “Although |
have a Dutch passport and my nationality is the Netherlands, | am also a European citizen.
Academically speaking, more importantly, you should seek for the best brains and top talents
from all over the world if your university wants to be the best in the world and attract best
students from the world.” Besides, differing from France or Germany, there is an emphasis on
English teaching in junior and middle schools. English is naturally considered as the preferred
second language. The English environment can be felt in the Netherlands. For example,
through television and newspapers, as well as other media, Dutch children and young adults can
easily learn and improve their English proficiency. At the same, it also makes it possible and
more convenient for international faculty members who do not understand the Dutch language
to survive and enjoy their academic life in Dutch universities without worrying about a
language problem.

Interviews with two lay persons from the VSNU indicated that it, as a national professional
association has tried from its establishment to keep in line with Netherlands’ national policies
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and strategies for growing internationally as a knowledge-driven economy and adding an even
more international dimension to its education system. Its report also emphasizes that “Dutch
students will profit from this and world-class research will boost innovation.”

As mentioned earlier almost all Dutch research universities, compared with many
European ones, are highly ranked in major global ranking systems, and a broad variety of
research subjects in the Netherlands enjoy an extremely high reputation worldwide. According
to Academic Transfer, several science disciplines in the Netherlands’, such as the food sector,
water management, (industrial) design and engineering are ranked among the top in the world.
And PhD candidates are treated differently compared to other countries; they are not perceived
as students, but as employees. This status gives them another more evident and responsible
role within their university department (Academic Transfer, 2016). However, according to
Beerkens (2017), this situation is changing now. Because many international PhDs are in a PhD
program in Dutch universities but are funded by scholarships from their home governments. They
do not have employee status. The same goes for the part-time PhD candidates that conduct PhD
research next to their regular jobs.

Another important factor is that the Netherlands has provided more and more
English-taught programs in recent years, seeking to foster graduates equipped with international
perspectives, knowledge, skills, and competencies. As indicated in Figure 11, the percentage
of English-taught Master-level programs in research universities increased form 64% in 2009 to
80% in 2013, and the percentage of English-taught Bachelor-level programs increased from 7%
to 24% in the same period. In universities of applied sciences, from 2012 to 2013, the
percentage of its English-taught Bachelor-level programs grew from 13% to 15%.
Furthermore, the interviews with two key persons from VSNU also show that, by 2015,
approximately 80% of Master’s level courses are taught in English, and although only about
27% of their Bachelor-level programs are delivered in English, they are considering providing
almost all courses in English. Rapidly stressing the importance of English-taught programs
can also be considered an enormous attraction for both international students and faculty
members

An interviewee at Leiden University who is in charge of internationalization summarized
why his university has made efforts to recruit international faculty members.

“As a highly internalized university, the most important and fundamental policy here is to
recruit the best talents or faculty members from the world. The only criterion is academic
performance no matter what his or her nationality is. There are other important drivers for a
rapid expansion in numbers of inwards international academic staff. For example, European
research policies and research funding has had both a direct and an indirect effect on the attraction of

foreign staff, mainly European. Moreover, the fact that many foreign PhD students receive
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scholarships (e.g. CSC/China and other scholarship schemes) has brought many foreign PhDs to the
Netherlands.”

Figure 11. English-taught study Bachelor’s and Master’s Programs
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Source: VSNU (2014). Internationalisation Vision.
http://www.vsnu.nl/en_GB/f_c_internationaal_wp.html

Concerning the recruitment of international faculty members, a professor from the
University of Amsterdam said below:

“All of our academic positions are open internationally. Dutch universities encourage
faculty members to publish internationally. So it is good for international faculty member to
work here, t0o.”

And lastly, the two interviewees from the VSNU mentioned one of reasons why Dutch
universities want to recruit international faculty members and how they do so.

“As a small country, we always depend on international relations with other European
countries, there is no exception for higher education.  Although they are more concerned with
attracting PhD students and postdoctoral students from other countries, academic transfer even
send out staff to universities in other European countries to Boston and Beijing to recruit faculty

members.”

Concluding remarks

This study has shown that there has been for the last several decades a steady expansion in the
number of international faculty members in Dutch universities. This increase in international
faulty members is apparent in almost all types or academic ranks, especially the rise in both
numbers and proportion of PhD students is substantial and obvious. Furthermore, compared
with many other European countries such as France, Germany and non-English-speaking
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countries such as Japan, China, and Korea, the Netherlands has not only made significant efforts
in developing and offering English-taught programs, but also achieved much progress in
attracting international faculty members to its higher education. In a major sense, Dutch
higher education and its composition of faculty members have been more international and its
academic labor market has become more open to the world as well.

By region and country of origin and academic rank or status, it is true that clear differences
can be identified between international faculty members from EU/EEA and those from outside
EU/EEA. As discussed earlier, the number and proportion of international faculty members
from EU/EEA, especially Germany have accounted for the largest portion of the total
international faculty members, and there are more percentages of international faculty members
who professors, associate professors, and lecturers from EU/EEA. However, the data also
indicates that there has also been a rapid growth in Chinese faculty members. With a
continuous increase in postgraduate and doctoral students from China in the Netherlands and
other European continental countries, one can assume that there will be more international
faculty members coming from China in the future.

Rationales for this growth are concerned with diverse factors at different dimensions. It
goes without saying that the long-standing EU policy of internationalization of higher education
and the Bologna process, as well as the acceptance of the concept of European citizen in
EU/EEA have greatly contributed to the formation of a favorable academic labor market and the
mobility of students, researchers, and faculty members at a reginal level. The expansion of
international faculty members in the Netherlands has naturally benefitted from these policies
and the establishment of the European dimension of higher education. The emphasis by the
Dutch government on the importance of attracting top talents worldwide and linking it with
building a society with innovation and global competiveness has had a profound impact on the
expansion of international faculty members. This national-level ambition and vision, together
with the national policy of immigration, academic freedom and autonomy, as well as an
eagerness to increase the number of universities with international reputations have all driven
the rapid attraction of international faculty members to Dutch universities.

Implications for research include the necessity of examining the correlation or connection
between changes in incoming international students and incoming international faculty
members to the Netherlands. For example, through what routes are international faculty
members recruited and employed in Dutch universities? Roughly how many incoming
international students become faculty members who are employed by Dutch universities?
What factors have affected their decision to work in Dutch universities? Moreover, are there
any differences in academic productivity, teaching, or social services between Dutch faculty
members and international ones? If so, what accounts for the differences? What specific role
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or roles do international faculty members play in their affiliations or in Dutch society? How
much does this contribute to the realization of various ambitions and vision of the Dutch
government and individual universities? Implications for policy and practice perhaps are more
concerned with the following issues: how significantly the Dutch way of attracting international
faculty members can be applied to other non-English-speaking countries? What can be learned
from the Dutch policy and practice of accepting international faculty members to its
universities? And to what extent should international faculty members be encouraged to come
work a tone’s national higher education system? In what sector, at what level and in what
disciplines? Should the large size of an academic system like China or Japan also employ
more and more international faculty members similar to what is being done in the Netherlands?
Should society at large become more internationalized or English-oriented in all its aspects in
order to accommodate international faculty members?
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7. International Faculty Members in Japanese universities: Changes and challenges

International Faculty Members in Japanese Universitie
Changes and Challenges
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Outline

* Research design and methods
* Changes in full-time foreign faculty members in Japan
* Factors behind the changes and challenges

* Concluding remarks
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Theory and Research Design

Push & Pull factors of immigration, Maslow’s hierarchy of needs, Social Capital
and Social Networks, and World-Systems Theory are employed in the research
design.

Global drivers I_J:] Contextual factors ~ —__

Changes in
foreign faculty
in Japan

Motivations & responses of foreign faculty /

Research questions

Based on the research design, the study addresses the following three research
questions:

*  What changes had happened to full-time foreign faculty members in Japan
over the period of 1980-2015?

* What factors are behind these changes? And

« To what extent the relevant approaches and theories can be applied to the
Japanese context?
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Data sources and methods

National Statistics, whitepapers, and University Reports
* MEXT. Basic Investigation on School Education: Higher Education Institutions. 1980-2015 [In Japanese.] Tokyo

«  MEXT. Statistical Abstract 1980-2015 editions Tokyo

*  MEXT. White Paper on Education, Culture, Sports, Science and Technology 2001-2014

« The University of Tokyo Guidebook 2001- 2015.

* Annual Reports of Waseda University, Ritsumeikan Asia Pacific University, and Hiroshima Univerisity.

Outline of Case Studies Interviews conducted in August 2015-April 2016

Year of
University Location Sector A Type Interviewees
Establishment
. . . As i Profe i ial sci i h
Kyusyu University West National 1911 Research ssociate Professor ijé)cla science from the
. - N Vice presient of international affairs, one
Rit: ik As ’,
isumeikan Asia West Private 2000 Teaching professor in social science from the USA, and
Pacific University . N N
one associate professor in science from Iran
One associate professor in engineering from
Hiroshima University Central National 1949 Resarch Viet nam, one profesor in humanities from

France

Director of international affairs, one professor
Aizu University Northwest Prefectural 1992 Teaching |in science from China, one assocaite professor
in humanities from Australia

Vice presient of international affairs, one
Waseda University Tokyo Private 1902 Resarch professor in social science from Korea, and one
associate professor in science from Africa 5

Changes in the ratio of foreign faculty members by type of institutions
(%)

14

1980 1985 1990 1995 2000
M Total m University  ® Junior College College of Techology

2005 2010 2015

The percentage of full-time foreign faculty was increased from 1.11% in 1980 to 4.08%
in 2015 in total, with the largest percentage of them in university by 2015. 6
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Changes in the ratio of foreign faculty members by sector (%)

14

1980 1985 1990 1995 2000 2005 2010 2015

M National ™ Public ™ Private

There was the largest increase in the percentage of full-time foreign faculty in private
university between 1980-2015. 7

Changes in the number of foreign faculty members by type & sector
( person)
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There was the largest number of full-time foreign faculty in private university by 2015.

8
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Numbers of foreign faculty members by administrative position and academic rank

1,800
1,600
1,400
1,200
1,000
0
400
200
President Vice pre5|dent Professor
M National — 2
M Public = 2 210
M Private 7 14 1,615
M National

800
: I

Vice professor Lectuer Assisstant professor
901
212 84 61
1,184 1,409 587

M Public ® Private

There was no any foreign President in either national or public prefectural sector. There
was the largest number of full-time foreign professors in private universities by 2015.¢

1.80%

1.60%

1.40%

1.20%

1.00%

0.80%

0.60%

0.40%

0.20%

0.00%

Case of the University of Tokyo

Changes in the ratio of foreign faculty members by
academic rank

1.66%

1
1.28% 1.25% 1.26%

1.19% 1.17%

2001 2002 2003 2004 2005 2006 2007 2008 2009 2010 2011 2012 2013 2014 2015

—— Professoe —— Associate professor Lecturer Teaching assisrant

e ASiStaNt professor % 0t e Total

Source: The University of Tokyo Guidebook 2001-2015

A national university with its largest numbers of foreign faculty members in Japan

Changes in numbers of foreign faculty by region
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Case of Ritsumeikan Asia Pacific University:
A private university with the largest share of foreign faculty members of the totals

"' Oceania, 12, 7%

Asia, 32, 19%
Japan, 87, 50% |
P o I\‘\
|

N | Africa, 2, 1%
| N Noirth

A
\ America, 24,
14%

Latin America, 0, 0%

As of 1 May 2015 “Europe, 10, 6%

Source: http://www.apu.ac.jp/home/about/content60/ 1

What factors are behind these changes?

Global drivers

« Rapid progress of globalization.

* Increased international mobility of academics.

* Growingly international competitiveness of higher education.

* Widening gap in R & D of higher education and research between different systems.

* Impact from global university ranking systems.
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What factors are behind these changes?

Contextual factors: at a policy level

» Special Measures Act for the Appointment of Foreign Staff at National and Public

Universities in 1982.
* Incorporation of National, Prefectural and Municipal Universities since 2004.
* Global 30 Project in 2009.
* English Education Reforms Plan Corresponding to Globalization in 2013

* Top Global University Project in 2014.

What factors are behind these changes?

Contextual factors: at an institutional level

« Private institutions with the mission of internationalization since their establishment such

as APU

* Universities with an aim of building a center of excellence in specific discipline such as

Aizu University in computer science.

* Universities attempting to attract more talented international students by providing more

English-taught degree programs.

* Universities aims at becoming world-class universities by increasing the ratio of their

foreign faculty members. 14
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What factors are behind these changes?

Foreign faculty being employed in Japan

« For a better quality of life or to be closer to one’s spouse or family.
* For a more favorable working condition.
* For esteem and self-actualization.

* To find work.

Challenges taking place in full-time foreign faculty members in Japan

* The share of full-time foreign faculty members still accounts for less than 5 percent of the total. The
academic market of Japanese academic profession is not so internationally opened as North America or

European countries.

* There are very few numbers of foreign Presidents or Vice-presidents, and there was none of foreign

Presidents or vice-presidents in national or public prefectural sector.

* Due to the requirement of high level of Japanese proficiency for foreign faculty members in their
academic work and daily life, plenty of them feel isolated and find it difficult to be integrated into local

community, team work with local colleagues, and governance & management activities.

* A large number of them seem to worry about their future employment, the future of their children and

their pension.
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Concluding remarks

* Strongly affected by increased global competitiveness of higher education, and directly
supported and facilitated by the central government, there has been a quick increase in full-
time foreign faculty in Japan, especially in the private sector at a higher academic rank.

* There is little doubt that foreign faculty have played more and more important roles in their
belonging institutions. However, a vast majority of foreign faculty still play a supportlng
role which they used to be as early as in the 19 century. In recent years, increasing
numbers of foreign faculty is more considered to be one of the quickest and effective means
to enhance the level of internationalization of Japanese higher education and to raise their
ranking in several global university ranking systems.

* The relevant approaches and theories mentioned earlier can be largely applied to this case
study, especially the economic, environmental, intellectual, and social factors seem to have
exerted more evident and considerable influences on foreign faculty members’ moving to
Japan.

17

Thank you
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8.Foreign faculty in Japan: a trial of quantitative survey

Foreign faculty in Japan
a trial of quantitative survey

Akiyoshi Yonezawa
Tohoku University
akiyoshi.yonezawa.ad@tohoku.ac.jp

Akiyoshi Yonezawa, Keniji Ishida, & Hugo Horta, 2013. 10 The
long-term internationalization of higher education in Japan. In
Mok, Ka Ho, & Yu, Ka Ming, Internationalization of Higher
Education in East Asia: Trends of Student Mobility and Impact on
Education Governance, Routledge. 179-191.
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The meanings of transnational mobility of academics in

various national contexts

* Center of Learning (one way mobility)
— Germany (before WWII) to US (after WWII up to now)
— Attraction of global brains: agglomeration economy
(external economies of scale)
* Knowledge hub (circulation)

— Singapore: hub of brain circulation through strong
national policy support

* Others
— English speaking HE systems: mingled with brain
gain/brain drain game

— Non-English speaking HE systems: supporting local
students/academics to act internationally: academic
instructors, language teachers

* Leading knowledge economies

— English speaking HE systems: UK, Australia
* Attraction of global brains through national policies
promoting research competition and HE as an
exporting industry
— Non-English speaking HE systems: France, Japan...
* Concentration of talents with their own language space
 Attraction of global talents through national policies in

— (A) Fostering foreign researchers who can work
inside their own language space or bridge over
plural language spaces

— (B) Supporting local students/academics to act
internationally: academic instructors, language
teachers
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Non-Japanese academics and Japanese HE

¢ Policy intentions
— Brain gain as science and technology policy (from 1950s- or older)
— World class university policy (2001)
* Global 30 (5 to 10% of academic staff should be non-Japanese)
* Top Global University Project (Submission of numerical target as a Key Performance
Indicator: those who have at least 1 or 3 year study/working experiences abroad,
foreign degrees)
— Human rights for non-Japanese residents

* Non-Japanese faculties at the establishment of first generation universities/HEls were
replaced by Japanese with studying experience abroad

* Non-Japanese citizens (including Korean & Chinese residents for historical reasons)
were not allowed to be full faculties of national and local public universities until 1982

* New comers who gained Japanese citizenship or the status permanent residence

¢ ‘Self-contained’ & limited attraction for ‘supporting local students/academics to act
internationally’ or language teachers

— Survey in English language by RIHE, Hiroshima University (1980) via universities
e 371 respondents
* 87.8% from North America or Europe
* 77.4% engaged in language education

Koizumi Yakumo (Lafcadio Hearn)

¢ Bornin Greece under Protestant Anglo Irish
further and Greek mother in 1850

* Raised by his farther’s aunt in Ireland

e Educated in France and England (Catholic
school and college)

¢ Migrated into US in 1869, and developed his
career as a journalist and translator

* Sent to West Indies in 1887 as a
correspondent

* Sentto Japanin 1890 as a correspondent,
gained teaching position at a middle school, a
normal school, and a higher middle school

¢ Taught English Literature as a lecturer at
Tokyo Imperial University (1896-1903)

* Gained Japanese citizenship in 1896

¢ Left Tokyo Imperial University (as a
termination of contract), succeeded by Soseki

Natsume
¢ Taught at Waseda University (1904)
* Diedin 1904
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Non Japanese Faculties at Japanese Universities

6,292 (3.6%) fulltime faculties (2010) cf. 27.3% in UK (HESA) 7,735 (4.2%) full
time faculties (2015)

No available information more at the national aggregated statsitics

Non faculty positions (part-time, research fellows, post doctoral fellows etc.)
Fields, citizenship, careers, private life, networks, etc.

Questionnaire survey to non-Japanese and Japanese faculties by Yonezawa et.al.
in 2009 ‘Survey on the International Attractiveness of Japanese Universities’

3,925 academics at 34 public and private universities ranked highly in terms of the
number of non-Japanese academics staff (around 50% non-Japanese and 50% Japanese
with similar characteristics)

Covers around 1/3 of non-Japanese academic staff

Sent to universities based on publicly available staff lists on the websites: 637 (16.2%)
responded

Sent questionnaires both in English and in Japanese

Research questions

* What is the characteristics of academic labor market,
especially from a viewpoint of non-Japanese academics?

— Entry: From which countries and in what fields do non-Japanese

professors enter the academic labor market in Japan?

— Positioning and perspective: What are the factors which give

influence on positioning, behavior and self-recognition of foreign
faculties?

— Career perspective: Do they think Japan as a final destination or a

transit point in their career?
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Citizenship, Fields & Final Degrees
Research Fields Final Degree
Languag
€,
Humaniti Literatur
. . Other
Nationality es & e, Home ;
STEM Social Educatio N Japan Country Countrie N
. S
Sciences n, &
Area
Studies
Japan 48.0 31.0 21.0 248 84.9 84.9 15.1 225
China 76.3 15.8 7.9 38 62.2 35.1 2.7 37
non—-OECD countries 80.0 6.7 133 30 53.3 36.7 10.0 30
USA 16.0 32.0 52.0 25 115 80.8 1.7 26
OECD (English speaking) +| 5 350 450 20 100 700 200 20
Singapore
OECD (non~English 214 429 357 14 308 538 154 13
speaking)
Korea 69.2 30.8 0.0 13 84.6 0.0 15.4 13
UK 25.0 25.0 50.0 12, 16.7 75.0 8.3 12
India 66.7 33.3 0.0 6| 16.7 83.3 0.0 6
Total 49.3 28.1 22.7 406 66.2 20.9 12.8 382 9

Job choice

Research/  Work Education/

Competition Condition Governance
Competitive environment 0.77 0.00 0.09
Merit is a precondition for career advancement 0.68 0.12 0.30
The job which makes progress in my career 0.62 0.33 -0.10
Excellent colleagues in research or teaching 0.61 0.29 0.13
Condition for research activities 0.61 -0.07 -0.01
Geographic location of institution -0.16 0.73 -0.05
Prestige of the university 0.33 0.62 -0.15
Salary/income 0.24 0.61 0.20
Human relationships in the workplace 0.08 0.59 0.25
Stability in employment status 0.08 0.56 0.21
Wider opportunities to participate in 0.22 012 0.69
governance/management
Condition for teaching activities -0.04 0.11 0.79
Contribution(%) 20.39 18.13 11.65
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0.6

0.4

0.2

Score Average (by fields and nationalities)

M Competition/Research M Working condition ™ Teaching

Japanese

STEM

Foreigners

Japanese Foreigners Japanese Foreigners

HSS LT

*STEM (esp. foreigners) put importance on research, while language
teaching faculties [LT] (esp. foreigners) on teaching
*Foreign faculties and LT-Japanese put importance on working condition

*HSS-Japanese are negative for all

11

1.20
1.00
0.80
0.60
0.40
0.20
0.00
-0.20
-0.40
-0.60
-0.80

1.20
1.00
0.80
0.60
0.40
0.20
0.00
-0.20
-0.40
-0.60
-0.80

Impression of Japanese Universities

M Japanese M Foreigners
o . 2 Q R
%’Z’d & ~<'>\\\d & & &‘\d
° S W & = &
& & N &
4 @
S
<&
W Japanese W Foreigners
OO A
@ S N & & &
N & Ea
< & N &
@
S
/\Q’(\

«All feel low mobility

*Foreign faculties are attracted by international
competitiveness of salaries

*HSS-J & LT-J feel promotion easy, while Foreign
faculties and STEM-J feel it difficult

*Foreign faculties sense the promotion by age and
seniority. STEM feel more on promotion by merit
and performance, while HSS & LT do not

*HSS-J & LT-J only feel the abundant opportunities
of tenure track

12
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Well equiped facilities

Japan

= Japanese =il For

HSS

Japal

-y Interaction with Japan

Like Japanese
culture/society,

Private network in'

Like Japanese
culture/society/

Well equiped facilities

Private network i

—&—Japanese —fli—Foreigners

Unable to work

Unable to work outside . -
X outside of japan
of fapan STEM o
1.50

1.5
Like Japanese
Research focus only in culture/society w\

s

Well equiped ‘,

iy
acilities B G
e ‘{Q“

By
Private network ing ‘-“ 7’
Japan \

Li

ke learni I
ike learning attitudes Academic networks

f
of Japanese with Japanese
. i N
eigners  Academic networks Japanese facult|§s. i
with Japanese *Both public & private network
*Many prefer to teach in Japanese, and unable to
Unable to work work outside of Japan
outside of japan *Foreign faculties
.50

y‘?‘-\@"g than academic network
4'3%"

\/

e
LA

Japanese .
P while others do to some degree

*Both

n of Japanese Japanese culture and society

Academic networks
with Japanese =—&—Japanese =fll=Foreigners

o

LT

Research focus only
in japan

*STEM are attracted by facilities and equipments,

1.5
Research focus only in . )
w\ japan while HSS & LT develop private network rather
o

«Like learning attitudes of Japanese students
Prefer teaching in *LT do not stick to teach in Japanese language,

,s;j’ ike learning attitudes *Research interest not limited in Japan, but like

Prefer teaching in

ike learning
attitudes of Japanese

Japanese

13

Japanese

STEM

Foreigners

Japanese

HSS

Foreigners

Japanese

Foreigners

m Native ®Fluent ®mWell mSoso mBasic ®Unable

Japanese English
0 50 100 150 200 0 50 100
Japanese
=
pr]
&
Foreigners
Japanese
9
a
T
Foreigners
Japanese
5
Foreigners

*English language ability of Japanese faculties (esp. STEM) are in
general worse than Japanese language ability of foreign faculties

150

mNative MFluent ®Well mSoso ®Basic ®Unable

200

14
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Communication
——&—Japanese =fli=Foreigners STEM

Research/Depart
ment

Teachi;)gr{;Tternat Researcl;ﬁlnstituti
S A
TN
Teachin/Domestic 2’é;g;‘\\\

Koy
Teachinogﬁlns(itui \? eseatr;hr{:terna
Teaching/Depart

ic

—&—Japanese —fli=Foreigners

H SS Research/Departme

nt

Teaching/Internatio
nal

Teachin/Domestic

nal

Teaching/Departme

Research/Domest Teachin/Domestic

—&—Japanese —ll—Foreigners I_T

Research/Depart
ment

4’@&:}5"\)} Researcli\:/Domest
A
Teaching/nsu \\\’(/f eseaahinernat

Teaching/Depart
ment

Research/Instituti

*Communication in research and teaching
by foreign faculties is equal with Japanese
faculties, and better in international
communication

15

Satisfaction & Wish to Stay in Japan
STEM

12

1

0.8

0.6
0.4
0.2

0

Position Institution Social Life tion Institutuion Japan
-0.2

Satisfaction Wish to stay

-0.4

H Japanese M Foreigners

HSS

1.2

M Japanese M Foreigners

Position Institution Social Life Position Institutuion Japan

Satisfaction Wish to stay

LT

12

M Japanese M Foreigners

Position Institution Social Life Position Institutuion Japan

Satisfaction Wish to stay

*Japanese faculties
*High satisfaction among HSS-J & LT-J,
while low satisfaction among STEM-J esp.
in posts and social life
*Not satisfied with current position (esp.
among STEM-J) but wish to stay in Japan
*Foreign faculties
*High satisfaction among LT-F, while
modest satisfaction among STEM-F & HSS-F
*STEM-F are not satisfied with current
position
LT-F strongly wish to stay in Japan

16
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STEM LT

15 1.4

m Senior Japanese 0.2
05 M Senior Foreigners 0
: W Junior Japanese 02 M Senior Japanese W Senior Foreigners
™ Junior Foreigners ’  Junior Japanese M Junior Foreigners
1 -0.4
Position Institution Social Life Position Institutuion Japan Position Institution Social Life Position Institutuion Japan
Satisfaction Wish to stay Satisfaction Wish to stay

*Basically same tendency regardless of the
12 position levels
*Faculties in the low positions in STEM &
HSS (especially Japanese)are not satisfied
with the posts and wish to move
*LT faculties are in general highly satisfied
and wish to stay, while LT-J in low positions
wish to move to other posts and

M Senior Japanese

-0.2 W Senior Foreigner
.04 M Junior Japanese unive rsities
B Junior Foreigners . . .
06 *STEM in low positions are not stick to stay
Position Institution Social Life Position Institutuion Japan .
o ) in Japan, so as HSS-J to some degree
Satisfaction Wish to stay

17

Unsatisfied, aspiration to upward
4 Mmobility + equal treatments
(Japanese faculties are not

‘Satisfaction’ does protected)

not necessarily f

mean the better
career perspective? STEM-J

Research Oriente

Stay Move

LT-J

Teaching Oriente

High satisfaction in current condition + sense of discrimination (Japanese
faculties are protected)

18
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Impacts

* Positive feedbacks and interactions from non-Japanese
faculties in general, especially from those from North America

and Europe
* Data requests.. Sometimes not easy to collaborate

* Theorization

— Developed as a study of academic mobility.. Not as the research on
the citizenship and university management

— Needs for research on diversity... responded partly, but not really..

19
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T 5,

1. BRETTOREH

AHERTIINEAZE LT HARENT 12 FOFEEKR T LI RO A #E - 5
fiE N2l - 3 EZ T O T, WIMZB W TH R E b HFEBF LK T LIRICAARDKRFT
BTN D HARUSNDOEFEZ b OHE X EWT 5, EAEABE O 2T BRI,
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ELTIE, BEpEE (7 y va - TAERSGH) X, HESUEE. S BIRE AR
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Th 5D,

2. [F

F9. PEICBT AHAEAZHE OZ T ANICONWT, FOEEK & FERBIZOWTH LI
T 5,

11 HEIZBTHIHAEABEZ T ANBE

1950 FERFIA D, FEIZY B hETMIESWT, BIRESHE L AT L EHET
D, TTICVENOHEMAFOKREHE R EEZWB L, 2 OIXEROEMLHE T
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MW Bie D, Fio, BARORFITHIET 21213, Hﬁkﬁﬁ BHDHWIEENLL EDRE
NEFENPVATHDLET TR, ax7va bRy, BEZa— bz idn
B0, PFFEIC L DMELHRTIRENEZ b DD, Ar—ARAZT 4 —THY Lk
F7= &5 RBEETLOMBGEN KL, NEKRFIZBNUE, SAEANOTA T T 47+
—ZRDODHIV L, HRANWAIHFEEZT L2 ERFHEE o TND EZABZN, £
7o, SEABEITE WA ARGE BB T TR < BZK&%G:%?”%@%&%FE%E*
SNTVD, TOFERTIE, AARORZL, SAEANZE > TITELEEEHENTH S L
OXWAR s VAN
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—HARIZXTHA U F Ea—DFTH LD X 512, W E ORGSO @A E
ANHETIE, WL THEANDT AT T 47 4 — 2T 2000388 Th 5 DIkt
L. MSLSNTEBZ WA L THAADERIZE T AL LW HOELFRFICH D, S0
Bz U, SMEAZEICH LCiE, A TR, ZORENREy 2% T AL RE &
RHIBUNETH A 9,

ZE Xk

KEFARFS (2004) TRZEOFLE (F) FERZORNR] hoadrE,

HEEAZ (1984) [RFHEOEBME] E)NRSFHIRE,

JKES R « REFEBEMTEE 2 — (1980) T AARDRKRZAIZE T 5 IME N B —2EFH AR R
DR [REFHIE — B 5 43 75,

H /BB - #REEE (1980) TRZFDEEAL &AMEANFE] 5 =3,

KM - AHEUR (2012) [HARDRFOINENEE : £o 78 & Bl &FEFITE
& 116, KB RFREFEHAEIEREL S ¥ —,

NI
X

i3
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“International academics recruitment and integration
In the comparative perspective”
1. SEAZEOERLEREEDLRD T
DUAR—IL (B UAR—IKREZHVICEFEIKREZDESH)

YE R Z#RE] URERT)

1. ENEIZHBFITI-HOAMBERENEALEDEHR

AFERE T, TTERLRTNIERLRNW ST, YU T R— VEEHEB BT 540
EANBEOREMIL, FNIANEANDT-DIZEHE SNTZHEZE L T, AN TS HD
TEBRWEND Z & THhHD, e & bAEL FERE LICEN Y o AT R—VRF (B
TNUSYH. FEPEEE TR (LT NTU?) Ot T v 7 BALICEET 5 2 K% Tk, £ 9
U7oAMNE AR ZEE 0t L, — AR SR 2 bR < . TR b FER e i 2 a3 BE 1 72
otz SHARICIE, SR, A TRE . R EEGHE, SE0REN N T
T, F L TIREAHSCHIIEINAGSETH, Yo TR —V N ESNEANFEER TOHIE EoiE
WIR SN hoTz, YU HR—AESITRWT B 2o EAKE] 1T, BEmIc
ERROBEEEEHE L, TOBEREHRFTH-OOREEMFHAEEEEKT S LT, b T
HERAMTH LM, EERAIT, U HR—VHEKL, REOERE T 5 A THNIZ,
SRV AN THREBIICERA L TWDETHD, Lo T, RRERSEECHAT
% KB OB N EIL, AEABKEITH LTORIEZT TR, S TR—
ANBEIZH FREO MR DI, FRROEN G2 DN TV D A+ ET D0 E
D5,

H ) —ORETH AT, B2 RPICBT 24NEANEH OIRIE, 2007 F-LARE, 2d%ic
JERENTZmMThH D, £1IL, 2 KFZOEEKNRAENEAFLORRE Tldwn, Eak
DEEHERBNCEH T 5 > v HR— VEEE NS K EMEEZ FFomges (LU, [ENFE
H) LHAEBEOMTEE (LLFAEAFTEE) OO OHERE 2002 005 2014 FEFE TEL
TWo, L, MEEE2FOMEEOIZE A LI, M2 KWWY TR =/ K
F (LLFTSMU) IZEBELTWDH I &b, R1IZBTH2HRIL, MKFTHRRICEE 72
RGETHDHETHT D, ZOHEKEBIZ, 2006 FOFENRKFOHENME E R, BUFE
BIL7Z R~ v 77 9 ZOFEFHIEE OREAEEBCE INRFY 72— o7 ORENR
KEWV, ° BRRL7ZEEY ., o AR VBRI N @S HE B, SMEABE A~k

1 NUS 1. National University of Singapore ®OR&#5,

2 NTU . Nanyang Technological University OH&#,

® NTU [EEH Y RIFE (2016 459 H 13 H) , WS, NUS 7 27 RAMEAHE (2016 429 /1 15 H) D
ERi U

4 NRF IZ, National Research Foundation W&,

5 NTU BRINZAMEAZE (2016 49 H 13 H) . NTU EFHE L EFESE (2016 4£9 A 13 H) . TN NUS
EWNEMFE (2016 49 A 1 6 H) ORIXHD HA,
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BIZRFEITHE L TRy, EERAIC b+l H 2 2B ose s L e G2t L, [FEER
NEERDNTTZFEL, WA OBF A FRAEZED, T LT, TOHFOH T,

TRV NDEFHFEE PR S DRI, Koz, L, RLIZBWT, &
O LIZRe IR B O T TEE O ML, BUFEE T 2007 4272 5 2014 40 8 FEHIZHK) 160
LRRETHY . W2 RENMEICESELE - 7-HETHL AR 160 LU T TH D Z &b,

ZPSOHNE N FH ORERIERIL, RyPOWmEOREMAFEEZE CTHRAIZ LI
725, 2007 -5 2014 -0 I EABFEE L AME A TEE OOERIE, miE 250 2 55K
LT I BFE X A5O3 E CRBBAIICILTS 472 D%, 90 1% 420 b bt E - 7= TWorld
Class University] ~' @ 25 2 °%0 2002 427> 5 BA4é L 7= [Global Schoolhouse] 2= o 7 %,
HROFHMMPEE DHFREZDONTIZ R DI v v a Y ERBISEL72ODO—HOBURD %
L EERNEL TV D LT D,

£1 DUAR—ILOEEHREHEIZES ITHEERNAEERDOHEE (2002 F£H 5 2014 &

FT)
- LU AR VEEE KB S EFE R At
WsE ek (ML EIUsE) | R ar (BLE5REE) | HEE e (MLEuS#E)

2002 2,532 (1,389) 941 (661) 3,473 (2,050)
2003 2,761 (1,425) 956 (673) 3,717 (2,098)
2004 2,883 (1,511) 863 (592) 3,746 (2,103)
2005 3,075 (1,604) 932 (644) 4,007 (2,248)
2006 3,368 (1,746) 1,083 (745) 4,451 (2,491)
2007 3,591%(1,835)° 1,288" (859)° 4,879 (2,694)
2008 3,817 (1,920) 1,694 (1,087) 5,511 (3,007)
2009 4,003 (1,993) 2,122 (1,353) 6,125 (3,346)
2010 4,255 (2,010) 2,866 (1,727) 7,121 (3,737)
2011 4,094 (2,025) 3,071 (1,801) 7,165 (3,826)
2012 4,206 (2,196) 3,551 (2,151) 7,757 (4,347)

SR Ny L RAORFEFEL, VAR ET DT OMOMAIZ L LS & 5EHE, Ng, Pak Tee
and Tan, Chariene (2010) “The Singapore Global Schoolhouse: An Analysis of the Development of the Tertiary
Education Landscape in Singapore”, International Journal of Educational Management, 24 (3), p. % &,

To(1) RNy LR NS (2) HEEMICHZABRZIRET S h T2 F v a FAREE
HESM D DREANICHEE L (3) SHICEND by 73 REZEZRBSE, VU AR/ ORFITMOR
CLTCOHFTEREARATF Yy U ALRHAZAL - &3 550,

8 2007 4EICIE, [ENAFZEESUISNEAMIIEE OB L Z 28 Th 72023, 2014 I, SMEAMFTEHE 23
AfFIZHEINL, IRERE ALK TS,

S LS AR BUG LTV D v AR VEERE NS R Z FFOBFRRE 1L, 2 0 07 55 2014 EDB L%
L35, BN L72oixt U, AAEREIFEA 1S, K 3B L, 2013 4E0 513, AAEENIZEA %08 Ll - T
W5,
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2013 4,254 (2,334) 3,951 (2,519) 8,205 (4,853)

2014 4,294%(2,402)° 4,014* (2,603)° 8,308 (5,005)

1) 4EED 2002 4£70 5 2014 £ TOHBOFKFEEOREFED T — & 2 HEITIER,
i3 : Agency for Science, Technology and Research (A*STAR) (2003~-2015) National Survey of Research
and Development in Singapore (2002 ~2014)

T, REZE D Lz TS BV ZBMIZERR LD TH A 9 M, FiuE, 90 1R
WX 727 U7 Rlfarg, & LT, 2000 AEHIEAD IT /ST VEREERFEEZ X U #R K O HiA A
DEAMET o9, o TR ML OREMAZ LT TIRIEROEEX L LT, AEHEEFH
BEFHLZZLRHTOND, £ LU TEAENZRENES LT, 90 R0 615, A
FBXIRN T T xR T ORFERFRBINCHEE L, A7 a7 « T v /R ADORK A et
L7z, RIREC, MANREIZ L D84 R B ORI RF OB b L7z, LrL, £5 L
TR S XIS, BRIEOFKECEN TORPEOREAKEORY . = L CR%EEE
BB & DREEADRIFRMZIT LV | WEBITRE D310 727272 < Te o - BRI
A Z T2, FER L LT, 2000 4ELIRE, A7 a7 « F ¥ U R ROR S5 EHERMICA 4
IS HEMEEZ ToT, 0 2007 FELEDONUS ENTUE W ENLO kv 72K
FADOZEEOESIE & EERAS 28 LB 208 PR E ofEme 2@ X, RO
HHETHOREZE#HR LT 0 FRNOO—EHORERIEOHE 2 DR THDLEF 2D,
ZFLT, FhiE. 2O W0FERICEX MO THLWEETH S,

2O Ll modh, Al iGl o 2 REpE, R EZ Y — K5 by 7 LUk
HIZRDIEEERL WD, £ LT, ZOEDICEIIKRFACLHEOMEE 52, BV
IRFHNTWAHR b 7L ~UL DO RZRM OB LWEESH B AL, 797 LT T
BRMRO Ny T =T DO—BIZ705 2 EE AL, X THA 2BE - ST & =B
LTW5b, RFEETHE, 295 LR ERE X >, VU TR OEEHEHEICE
JDAMNEANFE ORIE Z OIS, S OBILTWHBUR AR T 5,

2. AERRKRZDRFH

ARFEORE L Lz NUS W OUT NTU 1E, S v B R— A REENL 6 K Mo 2 1T
%, LT, Mitkl%, BIfE. Times Higher Education DR 5 %2 (2017) *Tix. NUS
MHFIKRFED 9N k&, 2402 T7 7T S, 7V THBR T, 112 7%E-> T\ 5,

W A7va? - v " AERRS WA OEEBEREIL, H12IEYa v X - B7F 0 XKE (2006
), VHARFE (2014 4), ==—F—27 K% (20154F), ( ) PUTHGE L4,

1 FS7 6 K& L 1E. NUS,NTU, % L T. Singapore Management University (SMU). Singapore University of
Technological Design (SUTD), Singapore Institute of Technology (SIT), & L T, Singapore Institution of
Management’s University (UniSIM)® 6 I8 T 5, ST TIE. 5ODORI T/ =y /7 LHEELZELEER
WG T&E DK%, Un i-SIM K, 2017 45 3 A 17 HIZ Singapore University of Social Science (SUSS){Z
4 Uiz, BFiE, YRR ENTA TV ADA—T U KF (EBHEHLOKRE) THD

nﬁ\ﬁ%u\éﬁﬂﬁiiﬁﬁﬂﬁfmfﬁAﬁﬁﬁbfwéo
https://www.timeshighereducation.com/world-university-rankings/2017/world-ranking#!/page/0/length/25/sort_by/r
ank/sort_order/asc/cols/stats 2,
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NUS (T, Z DR1E & 1905 FFICRRAL SN =PI E THD Z L3 TE R E LTIE 1949
IS E R~ L—3 T O—ThoToloh, v T Y RFEL LIRS, B 2L,
1962 2~ L—y T B OMNIZEDLE T, ~ T Y KEV VAT R—LF ¥ R A T N
A=V RFEELHL SN, PLEDO@Y | v HR—/VRFIL, #ai, T LT — 70
O ORI D Z ORIk L2 02— RLT&E e by P — FRFETH- T,
—J7. NTU L, 825 6 ERIC 174 (20 6 54 A1~ & FREEFICHEE 22205, 10 4FfICd -
EBREZ R T RKFO 2 (ISEIIN - R AISR LD OH L5 K¥Th b, NTU I, 1991
HEICENIATR SRS & SHCBEBERF L L TARR SN BIH LV RETH S5, ¥ UL,
Z ORI X, 1955 4F0 5 80 A E Tl MFERT & W) RESRERDGRL LT LR 0N
AFHD A NDIRNFANLKFTH -7, 1981 LRI, FE TREPE & fe o723, £ D
v a VIFEARMICFEI L ThoTo, 1991 FLCR, HERFE L TEZL DT V=T %%
B L C& 723, 2006 FEI2iE, MSIATBAE AL L, BUF ORIV O T, 2007 4-LARE )
5. BHCEREEEORRICHEFES. 20 10 FE T, HRAICIE. BELOFKZNDS I
201 7THETHE DR T %/ TRANE T, L EAN-7Z, 2006 FEDIENEKIL,
HEMZREEHEEZ D, KEOHBS 6 I ESE-, ® ZLTATIE 4, 500A
LI B0 82% 73+ 5 AR o #2240 % . 33,000 ALL EDEA A2 D KR A K
¥ThbH, LT, R&D TH & LTI, BUFD D ORAESEFITIMA, R K%
LEHEOE AR, R SEY A R—IL R (8390 BH) UL EOSNTE 42 15 L
TW5b, LorL, BUED T7T%IXEN b OFEE R &I > TnWD, Y TR—ILDOKRT
T, THE2017 AT A % 0 7D BALIZ® H KL, Ed2 R¥T, 7972 — KT
HWARFEE LTHET HDIE, 2D 28D T, AEOMERNRITRAT,

3. AEAE

AT L, 2016 £ 9 HICY U HAR—/MZBWTEM L= X0 & 0T — & 232k
A %, BEED I NUS OFRBEEALRIFR (LLF, NUSHEFHRLHESE), 77 #
EHOEFAEAHLE CLFNUST VT RIMNEAHKE) L7 07 &SHELHM LT
LY U R—=NVEEORTFHE CATNUSEANZE), £ LT, NTU OEERBEGRZ Y5
HEEE (LLF, NTUEBHHYEEE) WO KRFOMER L~V OFHREESICB
T, FRAEROURIEE OFEEMNNIGIN D R EL 2N S 0%E (BIF, NT
UBKINRANEAZE) 1xt L CHEM L, I5HIC, F¥r HR—LHRERERED D ¢ ]
Ve VZAT 4T U= LT, £, VUM R—NLVEOBEEEEZITI LD,
WEFR. A*STAR (3 A R— LRFEEATIZET %) R NRF (22 7 A — LIENZHFFER )

13 NUS (2016), NUS at Glance INUS DKM 573 7L-vh]p.16

BRI < B T-(2016) T3 U HR—AORPEHANE S R G ELRFZEB S R AR A B FUEAS, p.8

B ONTU [EBR 2 HI P (2016 459 A 13 H)WEONT NTU BRMSRAME A E (2016 459 A 13 H) OREIEEDFA A,
16 A*STAR M ONINRFD H AGEAITOWTIE, =ZER A WFZEHT(2009) W2 BESE BT G B D7 a— 7 S AALDHE
HE R OB EBHFERHIM D TZDD T — X R — 2R « ] < 16 N B9 DR A« o7 b7 : WFFEBRASE R S By D a— N
IALDHEHER (PR 20 4758 SR PHA A WL B e VAT HEE S A 2R At 58) p. 107-108 22,
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DR —LR—=U N0 bV ARV AEROBURCE S HE BT 2B Mz >\ TT
—ZINEETT- T,
4. DUAR—ILBEELBICETA2NEALKEDERTIE

NUS & NTU IZDWTik, ORI L oREAGIEIC A, HRAMICES 25eE & L
THANT D 204 A4 ORI Z2ERATIENFET 5, 1-201%, NRF2EE TS INRF 7
zu—y 7] THhH, Y NRFIE, 1998 4G SN MEMHATHY , D7 = —
T, 2007 HFEL VBB LTV AEETHDH, HEHA Ny 7L Lo 7 m Y o
7 N RETEX 2ETFMREAMRATE L, AR E - T 101X 35 FDHRE T 1
VxJ MEBRTIOIEELE L UKEIHIVUVAR—IV L (BLXZ 23T HH) 2/
gL, BMELHEL IS L2 Ty o AR—v R (18~93 TH) XL, —RHEE L
W2 L OB CREMAT HETH D, © Fe, SR, ASGERRTH 1-2
B AR— R ($7800 H—1{E6 THM) (FES IDH DT, A FREIT,
IR0 RPN R T 0V s NERBT SN TE D, ¥ L, ZOAKE,
BaMbianed sy AR—VABPREAEND /TREE L H D, UL, EEE LTUL, #&#
MENTZ OHEBIINEANBETH D, HIE LT RAIShZHEBIX, Yo TR—VE
WD 7 DFTOFEFTRR TN DEMTIEZBIRTE 58, ZNETIE, HF, 2D INRF 7
zr—3y 7] TR SNTHK 20 44 OMF5EE D% <1, NUS & NTU it 4% A CTEMT L
Tnws, »

Bz X, NTU X, ZOfIEICES X Q4RI DES 28 PRS2 500 Afv, BUED
Ky TV OO BRI CIEET 2 A& LT, 85 4BEHE L T\5, ZOfIEDFE
L, RERHRO=—X L13BR2 < BRA SN TS ORIRZHE L, KFEIE,
ZOWREEZFTANRZT TR ERVETH D, 2 FhUL, BAICE > TE, WRICHE
UREFOHBENNDEELH D, Lo T, UL, &5 Lz A& 555
LoV, U ORIETEHRN B ZE DM EEZE TV EEbNi=0 57—
bolo, LoL, TNDOEFMIEEIL, BEOERET, AV z—T O/ —~YVEEE
ZEROZEOEMFEIL L > GRIINAFRETHY . #MTHL, ANy T Lo
e i S8, MREROMAEZ W ESE LR EEEZH L TE 0T, KEBICHR
2B DSCANTID Lz,

F 7o, LliE - - TR OREAFIEZ NUS & NTU BB IZE L T\, NUS D7 1
77 L% [Temasek Research Fellowship) & FEITAL, EIC B AR RO RS & X512,
REDIEET DS CIEMOFE T 0P =7 Nsrh BT T 5 2 & 251k,

7 https:/iwww.nrf.gov.sg/funding-grants/nrf-fellowship-and-nrf-investigatorship %z, (2017 £4£ 4 20 H##5% -
)

8 NTU BRMRAME A ZLE (2016 4E 9 A 13 H) OB X B 54,

Y NUS EWNEMZE (2016429 H 1 6 H) ORI B 84,

20 NTU EFH 24 (2016 429 H 13 H) & NTU BN RSMNE AZE (2016 459 A 13 ) O X Kb 4,

2L NTU BRI BAVEAZE (2016 429 A 13 H) ORIXEY F0A,
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BK1005v > ARV RV (#7800 ) £ CHIZEEZEIELTWE, # £72. NTU
TiX, Nanyang Assistant Professorship) & FEIZAL, 26 6 b [RIERICHFZEB A & Bk 100
T AR—= R (7800 HH) E£TIHHL, IHIT, BEEESLT =27 b7 v 71l
EOHE L LTHRAZARLTVS, &

NTUTIE, 4E 10 4 ORI LT ASBWOHGERSH D, * B, A4 TR
Mololoh, HEEND Mo Teh, AIFMAESD B0 HEHENAMICHEZ T/, N
TUMRKII, HRTZ X7 2H T TND01E, 29 LB NS KM E IR 5
B FFFEE B G E OF A K E VW, HRAITHFIERE ) D @ MR 12 L IT <R s
LHEFEARMIEL, EREH LT H-oT0S, LrL, BASNTEETFHESE D, bbA
AHEZ TR Z RO DN TS, BRI IFET, BHITTX D0, BEYITHIELZWEE
X, T2 T ERERBICRD Ly, £72, 3FEORKIMIMTICHIRN TR -T2
GalE, LEANCEHDRVWEIRZ b, RFEZELRITIUT R L0, REDMBIZIT-
TV A ETFAFFEE BRI M 1%, Nanyang Assistant Professorshipl 7't 7' A LR EN, Zh
FTICA0ANBENZOT7 2 —2 vy FZB@ L TEHBELTWDLN, 2055 84ITAARA
Thd, HFARNFIREIZE > TH, IO R E R E L & O VST L7
RETHESEZ L DX DHDIL, IEFITHEIIOTHA 9,

F72. NUS DEEIE. ASGESRFROFH L Ko, ENEEBIEAHED.
WE. 3o0F A7y bhs, ® 1 OBIE, NTU KR, B3 AF: CHRA S - #8103,
AR U 72 BURFC R B O S EA D& &% N L1228 FA5eE O R A EE LIS, — o
BRATH-> TH EMES WD 2—3 FE/MIE, & TOEE T, HBFIT R 5 DD startup grant
NEBICESY SLd, £ LT, ZOTHET, BWOMFEIEENZBMT 52 L ZFERIZL T
W5, 2O0HDZA TOHEEIL, MEFLOHEETHY | FEEFEOR SN ELR D0, Flx
X, ASCHEEROWEHE I, HETH 1 H G978 HH ) b 7 5T v HR—L R (]
546 i) OWFFEBIENEL Y SvDd, 3OHDOX A TOHEIX, BHETLOHBTH D,

BFHOLOHEBEIZ O RASIIRFE TRy S5, HETLROT, ZO/IE, i
eI X0 IRV, RIRFIC, WFZEER OREMIXZ 2UE Lk TldZe v, NUS 03
BlL, EROOMREN, @FEITRRL1, 2 TOMROAEIZHFENPER I UR, of
FERPBHM BRFE DT > DA 2 Fhi T H =1L L, F7o, @HE ., NUS, NTU Mk eE b,
YT H2RERB X, BFEH1-28HETHS, LiL, EHUE, SERZT TR, EZRO
FHELEZOTWDLeD, BEDZ A TRHG DIBIBE I OEWIZ L > T, EEREOHER
ML, AT D RERMEICIE, MAE RS D,

22 http://www.nus.edu.sg/dpr/InfoForResearchers/trf.ntml %2288, (2017 4 4 B 20 B - BER),

28 hitp://www3.ntu.edu.sg/nap/NTUNAP2014.pdf %28, (2017 £4£ 4 A 20 H R - #E3R),

2 NTU B RAMNE AR (2016 459 H 13 H) ORI Ky 54,

B NUS EN#ZE (2016 4£9 H 1 6 H) DRI Y 4,

B BEEOL— NI, 2944 16 HOWMAR, Y 7— - 774 F 29 A |k
(https://info.finance.yahoo.co.jp/fx/convert/?a=70000&s=SGD&t=JPY)
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5. PUAR—NICEITENEANBEDNE L RE

AEABEOIREE LT, 1Y | 2007 FLUIERL L72BUFD INRF 7 =0 —3 v 7 )
K> NUS @ [ Temasek Research Fellowship | il £, % L T NTU @ [Nanyang Assistant Professorship |
il B DN EBR A GE 2 DT, RIS 7035 FANE AR E 2 BRI ER A L T & 7o/ 2R,
Bl AIE, NTU OEBEHYSEEFEHE L, 4. T 0 OfIE TERH Sz 8 54 O FHEE
[T NTU OHERLE D 5 %2 L w&%ﬁmﬁrwumﬁﬁﬁﬁﬁkyfvxw@EW$ﬁ%:
B LT OO EIC3 5 %2 RKRLTWD, 7 ZoREIT, UTOX2%24TH, NTU
DiE TEROMRT % 7O L7 %L<%@L1wé LNPIND, DR, NUS
IXPART L O SR EALICAE L, BEA T2 by 7730 KEFEE, E2 st 2 3 Hkkm 2238 7
CHD A, KPR - B E VIR L T DT, BHTRIFREICZE D NUS ORERH -
ThH, MRFLDEEZDT IOV L 2>TNDH LI THD,

% 2. Time Higher Education tHR KE 5 > X245 (2011 - 5 2017 FFE TOHFE)

201 |20124F | 20134F | 2014 4F | 2015 4F | 2016 4F | 2017 4
14

NTU 174 {7 | 169 /2 | 86 fiL 76 {ir 61 ir 55 fir 54 i

NUS 34 /L 40 ir 29 fif 26 f\L 25 fif 26 {ir 24 fir

HEE - https://www.timeshighereducation.com/world-university-rankings
(2017 -4 A 20 AR - flEiR

LrL, 295 L7ckiil7e e TR E B FANEAZBEB OB H > T, [FRHCSME
ANBEIFRDLLIHEG KD, AEHE L RFREEWNSNEAREN L DEREE &
DL e BROMEIL, v RN RETEE L2 REETWDIBRIEKICRHT DEER
DR TH D, Yo HR—NVEBEOANORKEE6 HITATHLF, ZDO> L0 3ETHD
1.7 HHNE, AAEATHY S DITKEHELZFFS 05 HHAZMA D & FERRITIE, XX 43F
DAL, SAEPLRTNS, B2 LT, Bk L2 B0, REHEOKERLAEATH
Do FAIRH, BEADZIF AU OV T, 2011 ELE, 15% % EIRICSZ 1 AR D J5ét
MTE, BEIE, BN RFPE, BPEOZTANBIREZRIT 2 Lo IZRoTWnd, £,
REFPHEITHONT H %%@w~wﬂ%ébffi&wﬂ\y/ﬁm~wAﬁ%%@Em
ZAREET D L) BN DIKIEHAE TWDH K5 Th 5,

LrL, b9 —oDHFEL LT, BEHFRY U ITR—IANZEET, %< PHCKEEO R
Feictty U, S OITEFHRFAIR, HPEORTFHE LR FEICRL RV E W D A

27 NTU EBSHR Y EIHE (2016 459 H 13 H) ORI& By J4r,

%8 The Singapore Department of Statistics (2016) Singapore Population Highlights 2016,
https://www.singstat.gov.sg/docs/default-source/default-document-library/statistics/visualising_data/population-tren
ds2016.pdf [2017 &= 4 H 20 AR - kS

2 NUS 77 RAE AZE (2016 45 9 H 15 H) ORIXTWF A
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Wirs, 0 Fi-, BIOMESIE, NUS TH NTU TH 2> HR—/L NDZEE AT IER
WEHTEN, 20T E A EITREORFRRIEL W &0 h, EHR VT R—V A
TEZHODHBEHENSEE TEXRNWTWS, I6IZ, BIZITHEROSEHZ2HL L TV
T2ETYH, £ OFRERBRTIINRL ., EVRAREMBEEOME I A S H
D, BERYVATR—NVANDORFHEDENEZETETHLI LTND,

92 OFYEIT, B A TAMEANEE ORI ONSHE AR U 72 BUF & il K70 K5
RIEREE TR L TWD A, HRMIIEE L TWD 7 Z 2 (40—50 1) OFEE %
FOKFEE NS IFOEED 2 LI3EFICH LV ATH S, ¥ ZnETH, ZEOIERE
FEEHEL, WAWARFRTRAATNDLN, 4, BT -FIEHEL WL E DL
X, TNENOENTOBENIT LN, 7TVT ORZTEET 2HE1F. REHTH D,
ZOMMIE, PR~ FHEE D, FESWHIFEEICIEL, S I ALND, W
FHEZT P T BDFEENNDEEIEL, ¥ R —EMET 2 mTREME T A =, 2D
RIIT, T TIESREFIZEEN NS =T IFEE 2 S L TV A mRIC E - Tk, 3
B, OMLERNMMTH D, ML, SHOMRO Ny 77 T 2AOEEHEKE & HiE
L, 7T hboitf{iz) — RT5MmOMRERDI-HIZ, 29 L7 40 =50 ROk LTz
FTTICHREZ U — R CEEE BT TV A g oM E 245 % LM SEIZEA L
£ LTnan, EEICIE, RN TFELBIEITERE L TR TH D,

%3 OMEIT, MEABEOFKEOEIFRE TCHD, Ma—, S TR—VANEHEAN
HEORASM TR DR, AAEANCH LTI, RENEETLIEEN RSN .
LDy RI =2y AOFERED S0%RE L WETCRENOEREEZMTALIZY T
HETHD, ¥ LT, 20MIZ, £ OAEAZKEIF, HLOay FI=a v LR
FET5%, LorL, ZREHL ETH, BEHNG 8—9 FRICKFHELZTIGEGTHETTHD .,
KEMEZ BT LTEANEANHE ~T, FEFYE 00, fHibhoar RI=a v A2
e L TREDOIZ, MBIEHERNY T X 5720, U HR—VADE LZ 80%% 73 ETe
BUR OEER¥ED (HDBY) My 2 AFESRICAETHHENTTL 5, LirL, £h
HOFEBITRIMIDH Y, X LENEDL D Z N LERBEOEIICREZIR O T /ME A
BbWa, £z, IHETIE, 10 il & B LAMNEAZE ~DO G ST B PEIC H DA
HAZ TE TV, ¥ 2R, 10 4E/1E, SMEAHENEZ 513 L Lo 0%t
L. BUEZ, W E &P EOSEEOHBICHD D LD I2Ro72720T, 4% b, 2
DA A TARAE S D FTREMED =V,

%0 NUS [EWNHF5E (2016429 H 1 6 H), NUS 7 V7 RAMNEAZE (2016429 H 15 H), £ LT NTU [#
BH M RIFE (2016 429 A 13 H) O HLY fRA,

3L UNUS ENEFY5E (201649 A 1 6 H) OB X H» Ji4,

2 NUS 7 VT RAMEAZE (2016 4E 9 A 15 H) ORI X Y 4,

* The Singapore Department of Statistics (2017) Key Household Income Trends 2016,

http://www.singstat.gov.sq/statistics/latest-data  [2017 4F 4 H 20 H % - i8],

% HDB %, Housing and Development Board ™5,

% NUS [ENEMZE (201649 H 1 6 ) & NUS 727 RAMEAHKE (2016429 4 15 H) OB =KV 7
#,
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:M:H%Lfﬂlkﬁ§®iﬁﬁfﬁﬁﬁ®ﬁ TFHOBERETH S, * EMEHE%

» B DN AN T B, VR VEBEOERICELENDH Y . BFE A
J%&ALéhkiﬁbfl%T&ékbxﬂlkﬁﬁ®%ﬁ@%<ﬂxﬂﬁkﬁﬁ®4
VHE—F T a I e AT — il E TV D, REEDDYBHNIEE UG S DD,
FERBEEOTD, BHEEIL, FIMANEANBEDOFEEIZ L > TUIKRERMBAMB L 2> T
W5, SHIZ, T=aT 2 b WHREIBEBICRD L, BEIRBEOSGRITRL D7)
ENOEF 72 INSEFRIE DO D MENRTTL 508, 22 Th, KEHEROHNEA~D
BRI N2, by T LUV OANIERRA~BDE DL DIFEHELWL S TH D,

6. VUHR—ILDGEHDEBEEATREEIZDINT

AEABERHABRDOLE : © v HR—IBIT 2AMNEANBE ORENL, JeiEE O
BAEHMFLE UCTHRE, il - B2 5230 L35 FEET Tk, 8B
DI WETFANEANBE AR L, OS5 5 % FiT- e E ORI D72003 5 R,
HIREHCEML T BB TH6bDTH D, T, (1) YU HR—MIAOBRD7R
VUNETH D Z EnD, HifBiEE T 5710 Tl L OSNEANB HICEORRICERE
HELTH O IMERH -7, (2) ENRFEZWHANTHESFIIOHL by 7 — KA
ICHE T DD RKBND e PREZER S, FRICAWERERICRA L, 21T (3)
2000 20 b R HPERFEEZ IR IR OENTEEE L e L, KFEOHR TR, ERK
D FESEIR DS i FE T SV E N OJE F 2 TR IS L CE - 2 E N RESEEBL T D,
XoT, ZOERELZS U HR—IL Ny T 2 REZACBIT DH4EANEEOREBEHIL, 4
BULRELLEEINDZ L1E, LiEsLaneEEx5,

ZI LR T, A% EDX IR LB LDIE, VU HTR—IVADAME
AN TH D, v TR—=E, Bk L7z X 9128 < DEFH R A 2 st b & |
E2EROFBICEMLTHL ) Z ENTETCWDHNE, v HR—IVANDOES 2 AT
TIN5 2 KEFEOKZFER/ESCHEIZ A 9 LT LaWEN S 5, 4 RIOFHAE TI, £ NUS
TE OV FENRARENS b FAEAZEN S bz, 29 LizRiiafe < [
D, BUEDOE FANEANBEOREMHEZ 5% bR S EOLERH Y . Zhid, BRND
BB L TRV DEE DERETNTBENTZBERICRAZ 5 DIE, S22, LvL,
BT, BT o R — NV AFEE 2B L TS0 Tlide, R HED L THE -
Pl VOB LTS, Fe, BUFL VU ARV NBE ORI oW, BRI
ERILFH T TRV, KZIZIE, ENENAE ENICEE T2 L 2B LTV DHOITHEE
Thb, SHOBEE LTUL, TIE EOXI RFHEEZT-O, BEFR U AR—ILA
HEZ, VAR NVENORFICRSTL DD THAI N, ZOT—<ITONTIEAH
b - R R T D MEDR D D,

% NUS 7 U7 RANEAHE (201649 A 15 H) ORI =T FH4,
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FERDOANEAZKB I N EFEEOWREYE ©  BIfE. U AR AVBUHE, ZhETO
EEABEREARELSEESEL ) E LTS, 2015 F(2y o B R — VERFIE,
[SkillsFuture) #E48 % FTHH L, v o HR— L LERZ I, HADOEL 78 A X L% [
ESELTODEF L~V OSBRI - (Kl 2 FRAL L. 2016 F02H WA NARIHE Y 1
75 LEBBLIGDT, B CRETHLEHIZARRY T =7 % 90 4£4 5 2000 4EAIEEIZBR
WL, ZTRLSMC BREEII AR S OPEFICEE O TE Tz, S 5HI2200 9ELDLIE, AU T
7 = 7 ORFEENFEERNLHEFOOF LS ERG LT < 5 OB R T
Ho TV HR=VIRRER] BRI L, by 7T — b REFELSMNTEH, KEDTZDHDOR
AN D HY —HEORBIIEDTE, © LinL, 2016 05O REREXIG L+
BRI e RS [SKillsFuture ] 1%, R > 7THFERY: 3 A E D, & TOEN KT,
ZLC BETS5 20K Y 77 = 7 WNCTREIBERSE, 2 TOHBRBIZB VT,
AEFEHOHE a— ARLZ A HE D B, Hix = — XS 2 D2 BEIRR 2/ L
E9ELTNE, b CoHAREL, VAR VERAERO AME KA HET S b0
Thoh, FFHZ, T4 VBEHFLEIESEL 2 LT, EEMNICERT Z DT
L7 0=,V AN E L TORAF NV EFRET D022 RO EBREE EREICTET 5 et
LRI BEZBND, £ Lo, AL D TWHEFE L~V OEREFE T 77 Lo
NTAEDFE L T o e GE | AMEABB W TN O EEHEKE & o, £7-.
BT BEBE DI A ZRIT DA REMEN B D, K 1LIZK D EBITEL K 1,500 42 O -5 & Ff
TR VHEABEX, Yo TRV OEEHERBEICHE L TW\WD, ZOEOHRAETIL,
TTICARY T = 7 FITEET 2 B 5% 2RO EANBEORMEIXFTEHR T E ol
F-. WA OEEHRBEREL O ZIE, Fa— g B =Ty T a5 AR fE
il L CRBESEDAREESCY VA R—= VORI T 7 = v 713 RO EEEF R &
HIERNIEF @ - TR Y, Ritz@L T, AL e — SV AMBEREZRAD Z &1
TR AMEN H D, v TR = DOEEHE I, WROEEERE~LHESL H E LT
WD, BTeloRT 2 A JMTBNT, MEABEOREREA L, £ L TEENE S LD
00, S, lERETMEMIEZMG L TWLSMER S D,

7. DUAR—ILONEAZLEDEHIFHRE

HHil1

37 http://www.skillsfuture.sg/what-is-skillsfuture.ntml 22, (2017 £ 4 A 2 0 H# - HER

BAEL U HBR— NV BREREEE S v« 2V AT 47 - LU F—CTOMERY F#, (2016 429 A 14
H)

% ¥EEA X, Singapore Institute of Technology

0 Ministry of Education (2016) Education Statistics Digest 2016, Research and Management Information Division,
October 2016.

“ Ong Ye Kung, ZAE KR (F%ZHE L HIFHY) 0201743 A 7HOAL—F LD,
https://www.moe.gov.sg/news/speeches/moe-fy-2017-committee-of-supply-debate-speech-by-minister-of-education
-higher-education-and-skills-ong-ye-kung (2017 4= 4 H 2 0 H#5 - fEid)
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(1) Faz4—n:

Nationality, =

gender, T

age, 75 Ik

academic rank, I,
administrative position, OIS (committee of research)Z B
degree, fdii+ (Ph.D.).

country from which final degree is earned,

mother tongue,

nationality of your spouse or partner,

affiliation, FAE TRER S

years of employment, 2008

discipline, ..

number of offering courses, mEM 1288

(2) BF%E - BERS

1. VU HBR—NVUNTOESE - EORE - Tx1. BETEY T 7 = 7 ICEE,
LT, BERE . KE OIS REFIZ T, 2003 455 2008 2 £ THE & L THEIE L
Y

2. YUHR—NVTOERMBORS : T HR—/TIE AEHGEEL LTHEENEZT
bl LoD T, FICHBIERY, ~ L —fFCHERR & W TZBHER T TE 20,

3. RETOMEHERE : AF. W, £ L TRFEEDOESHEF L, T XTEFETITHONAT
[AY

(3) YUHR—NVORZBICEE LI-EH :

1. BEHE T REZELELEZEA : PR CHEOHBRKFEOFRE L HEW., Hd%
RA N TOEMEDOFE N EZ T2, ZIVETIX, 7T AU DORFZITEH L Wiz, b
LA BB TV 272, FIROEIRICHRE N H -T2, TOFRF, v HR—/ILTD
B OFREMEN TTELOT, KEWEL OXEEZ L, v TR—VITEMET S
ZEERFDT, FHIT AV A ORFE TR, HEHEMEUIEED . ISHEBFEOMED
INT, RO HFRENRER D HoTnW e, £, T AU IDOF v 3R, Ao
I, BWEOFEELT AU BITHIET D Z EICRENR S -T2,

FIT, TYVTTEIDEMETE DL AR LWL DA, TmElnE, AA—A
FUVTDYVYRPTLATNTUD hy 7Lt HOER"HY , s, 8%
S, TAYAEREIY, mEEZE TR (BN ShTnbZEEEDDL L, 3
FE L OB 720 T, MAHEK U, gHBEich I RETHY k) ( (=
P FNROEES . ZOIENDOAXRUR) IZHESMLT VOB EE (FN) It ->T
IXHE B2 DT, FRICTARG L 7RV,

2. XKiEME, TEHEOEBE~OHFE : FESHENEE, BINOEEIZWD DT, Wi
. EA~DFEEZZEZ2 TS, Lo TV U HR—ILOTEMELZEEL LY ¢EX-2
& ‘ifcﬁb\o

3. RETO#EY, &H: HE, EHETIRATBNT, —FHRFSTODEFIL, b
FETEITATIT DWPTE & T DORRERITIMNA, REDEE, - LTV LHE FIEE Dk
FEThHD, Fio, HETLEEAMITIFFITDR0,
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4. BIHBB L DEAZMHOE : EHAFMHCHONT, SMNEAZBEIL, BME4EY). f5d& DR
HREEEA~DHTABD LN, TSN, BIHEE L 2{FALTH L,

5. BIEDEBRIUCK T DWBLEE : M5 a T DEEITE - TRV | HBSM b ARRE D
BuvoT, K&, dilie LTnD,

6. MEOBLEHBEE~DERORL : LU HFR—LEHT, thoETEH- 5 L E-7-
ZliEev, LacL, BRI, FE, SR, KA OREICEEL TWDHD T,
JRET HEHETH D,

(4) HAEANBEPHEALSBRELSRORE

1. BHEBE L OB CREZME: tVHFENS, VU ATR—IVICHET D Tl & 51X
AT, REFEERVTELTINDHDT, RE, BihoTWb, 7o, WFEE OSSR,
FELECTHNEANZE L HMBEORY FIZFEIL, VDT, FFICNEETHL O -2 &k
Uy,

2. BEOHBRIICB T ARES . U AR—IVICHIEL T, Bl -7- 2 L1320,
NTU TliE, BFERENRTXTRD T, FEANE LTEH Z L1220 TOARIZRV, 7272
L. YO HR=MIZL N y THE TR TR LD Z ENRZND T, [AIDARENH
S>Th, KT DV AT ANRODITHETH LN, by FE T OWREN I ETIE,
AL TNWDLDT, HEL AT RN ERB S 90N, SARMLUEZSGAIZ. hy 7L
NTHEEIIRDOND VAT AR >TWDHDEEEH

3. YUHR—NOBRE R REPNAEABEZEBAT S LICEATIER: o0
A=V Tlx, KEHEIT, BIHOHE L OMICERSEMTIE 1L A EERZRY, LL,
ZOEIE, NEWET, BEL2WO T, BESOMBMEICEHL WERH D, £ DI,
NUSHENTUL EH LTHMFEEMRICIAT, HRICHE - W02t Lan s 4
TNV DOT, SAEABEEDIT D NEL 72 DITETR 2, 4. N T UOILRAFZER:
OMFIL, BARAANTHDLON, RELWTWD,

=1 2
(1) Tmargq4—n:

Nationality, -

gender, Btk

age, 41 5%

academic rank, [ e

administrative position, e nEE (EXEFHEORER)
degree, fdii+ (Ph.D.)

country from which final degree is earned, > T
mother tongue, -

nationality of your spouse or partner,

affiliation, ENL Y v T R—IV R

years of employment, 10 4 (2007 HIZ#EMT)
discipline,
number of offering courses, BYHLIER (E¥V=2—n) i, ozt
FTiZ b IHED 72, (LFEFROFEaIX, BFEIE. L5RE (£FYa2—n) YT 5, 1I0

DHE L BRI THZ TWD, 1 BRI, WF 4 OREL 1EHOF 22— 7LD
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T, 1AMIC 5 Hf#E x5, (—ROFEIX., WIC 7T-8 Y T5Z iz d) x13
B, Mz T, IRXELD D, FHTLICERDN, 720 TUVTE 3—4 BFf 0 7 R
BhEH B, TA B D,

(2) BF%E - BERS

1. YUHR=NVUNTOEE - EORER . HABERBRIIRVN., Y CHEESEREG
%, KEDO UCLAIZ 24 RA R K7 L LTHED, 0%, U HR—IITEMELTZ,

2. YUHR—=VTOBRMEBOBES :  HiB L PERENFE LN, EESKRICh > Tk
FEAfES TN D,

3. KETOBMEE : #5. W, + L TREEEORHER, T CTIIHTIHRT
WD,

(3) YUHR—NVORZBICEE LI-EH :

1. BESHETIRELEALHEE :  NUS IIHRMICEL R KRFEE 72, LT, £
EIGEWKFCE X -0 o7, F7-. YU R —LVEEREBERTH S & RS
HELES TWDHDTHAZE Uz, FRIEHFIEL, TAV A TEH, WHLEOT, 26
LI Ttz o,

2. KIEME. T EREOEE~DHFE: T TICV VIRV OKEHEEETW D, TR,
G 25UTBUED & Z A0,

3. RETOHEY, &E: HELWRICHST 28 OBIR TRBEOBE 1720,

4. BUMBB L OBAZMAEOE ©  EWITRL, 2l BRSSO REE [E
RTHDMBEFRL, METHHHETE D,

5. BECHBRIICHTAMEE : KFOEBKEREITIEFICL ., REEa 20,

6. MEOESEEBRE~DERORS ©  FEICHEWZEICZRY ., £7-. bb -
TWAHDT, YU AR—VIHEDETH D DT, BHEETIL. BEIT 5o 0137
VY,

(4) HAEANBEPHEALSBRELSRORE

1. BHBEEE L OB CEX BB FloRkEREII RV, BERLAEL SRR OR
mh. SAEANEBHBEOMIZIZ, —U), ZiXRVWo T, WHFITE > T, BIEDORN
MN—FEEAZEZ LI W THD /-,

2. BEEOEBRICE T ARBBEA : KFECTOHEEREIL. IEFICTEV, FRETIEAR0n,
BEOHBEIT, THOANNFRA~DOEFT HE, v R =V ANDF I ANFOES
FER BV AAENEEO T, FET D BN O AARIZE L TE 720 DOR—FD
R TH 5,

3. YU AR—NOBWNIKREPAENKBZERATSHZ LIZHTLIER: W%5H
BB B T 2AEANDRASMFL I BEREEE, L THbRWERES, Ll
RIZE > TE, BIORAEERIE TIE, o AR—/VEENMESL S, TREART
RUOSMELNDFIE, WS BEFHTH-TH, P2 BT P EF T E 2RV
0%, T LIAMEANBEDFEBE~DOSREH O RN S ROBEL 2D THS D,
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T HR—VAREKMERE (2016) VU HTR—=AVOHFEEIZONT (@EEEE L
12) ) EY U HAR—NVEKREREE v/« 7 V2T 4T - B X—TAFLE
GEABE) &FH

—ZERAFZEIT(2009) THFSERHFEFEATEEY O 27 0 — LA b DO HEME o OMFFEBRFE R D 72 6D D
T =B R_R—ZOREGE < ] - WERNCET 2FA - ohT - PSR R REIE BN D 7 e —
MALDHERERR ) (TR 20 48 B2 SCEEL 4 WFIE B JE A HEHE A 22 R E T 3E)

/TR - HER A -(2016) T3 o AR — L OREEEANTE S F 0L, [ESLAFTERR R TE AR
fitr I BB A,
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12. TESXE (UK [2EFE2NEARFHREDRAICET 8%

FHET (RBRF)

[ZL®HIZ

AfalE, mEHEHH D (Higher Education Statistics Agency) O — % K OV | F STk,
ZLT2016 FHEKD 2017 FEEEE L7oA > A Ea— KT v 7r— bifiEZ IR LD
DTHD,

1. EXIEHR
1) REZELESFHEHE (HELs)
AT K180, Vx2—bX: 11, Aay hTF K18, k74 VT K 4
&Et 163
ANHIE, 6,264 771,000 A (2011), EELEFEIZAARDILLZ 3502 (AN & YE %D
W)

2) BWEK
#1 YBHRI R OB BIEES (20102011 4£E) (EEEE)

IR HEHK % HPEY - SRAE K %
FT 96,540 79 108,140 71
PT 20,115 16 37,200 25
Low activity 6,095 5 6,315 4
et 122,750 100 151,655 100
ZRIEHE HEK % B - SREK %
Hg 88,580 72 132,985 88
HIRAF & 34,170 28 18,670 12
et 122,750 100 151,655 100

Wil .  HEFCE. Staff employed at HEFCE-funded HEIs: Trends and profiles 1995-96 to 2010-11.

Bristol: HEFCE, 2012.

HALEEOHEH /7T, KFEEDOREAZENICESEEBEHE T, /\— &1 A (PT)
ZErte 2010/12 - O RFI B EUT 274,405 N C, ZONEHEEIL 122,750 A TH 5,
PSRN 3T 5 &, #dZ (professor) X EHED 9.6%. Li#ki#kT (senior lecturer)
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(217.2%, fifili (lecturer) % 35.0%., TOMOHEEF « AFFEMIL 38.1% L 2> TWD 4, &
T2, PERKZTHA STV lecturer *Ofk4 %, 4 v 7 A7 4— FRZETIE, Associate
Professor IZEE 25 TETH D, lecturer OFREIL, W2 DEEEAZ EIE L TW 2 DD,
BRI ZRFRHMM AR L TWDLONBURTH Y | HHEEIZ LV HBEOEBEAREMEZ &0 5
LEbiT, BHERBEZRFTLIIENANLEDRATVD,

#£2 AARDKRFHERK (PR 22 FE) (ABE)

il 5 LS
B 174403 139349 35054
TR 736 670 66
BlIFRE 891 827 64
Bz 68787 60207, 8580
eI 41189 32798 8391
Gl 19738 14146 5592
B 37163 27956 9207
B 5899 2745 3154

GEBH)

it 5 S
s 185231 133922 51,309
TR 38 37 1
S 64 59 5
BB 61791 48194 13,597
HE LIS 123338 85632 37706
il . KB RFPESHEMENEE ¥ — [EESHERE - 8% AZEH [RET— 4k
3) FAEK

RK1ER2LEUWT D LEHAMIND KO, HEEEOHKERITIAARDHBIHDK
0% CTH D, —J7. FEEBIIHAN 2,569,349 Aioxi L, #ELEETIE 1,928,140 A &
A EEITAARDOK 75% T, WiZ, KEFERAENT A AN 272,566 A2kt L, @A EE T
568,505 N EHEAEEIZIHADK 2 5L 2o TWb, LM Lanb, RyEAEHIE, BHAN
2,893,489 (Zxt L, #HA FEEIT 2,496,645 N & 1ZIEFAEE /> TWN D,

de =2
2. B=

1995-96 H=05 2002-03 HAZNT T, THT I v/ « AX v 7 OWABIOH & HIZ
ML=, mHICOWTIX, Z OO ERICh-» THEIMER 2SR5z, LavL, i
A2 DV, 2000-01 40D 4209 1% v — 712, 2001-02 4E & 2002-2003 (X ME I

1 REZEHE O, #dF (professor) . #E#HF% (reader) . _L#%:%HD (senior lecturer) . BT:#Hl (lecturer)
DIETH D, 72720, 1992 FELIEICHKE LIz R TlE, #d%. UEHd2. TfE#AT (principal lecturer) |
b#k#EAT (senior lecturer) DJEE 725,

5 university lecturer. university lecturer (medical). CUF lecturer. faculty lecturer % % 53 (University
of Oxford, 2013),
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Holz, 2002-03 4 121, #HEET 3671 HEOWAN, £ LT 3082 DR -7z, 7
HNTI T « AX Yy TOBEINE, FANOAX v 752 D8 BENR/FICREVERTHD,
AL LR & B2, BEIOK 2/ 3ITMIILDO A X v 712K Db D Th D, AL X
Wit & bis, BioR % » 7 OBBI O EITH £ 0 £ < 220,

AFEELS O EU GEED O O AR L ONFHBEA~ O ST, 7 AV Do OfA
BIOT AV B~OWHO 2 HLL By E5, BUEOHEREZTIZEZD L, 29 LA
XA % bR b D, 1995-96 405 2002-03 4 F T 8 M T, #E EE LSO EU
HEANEWMH LT AT Iy 7 « A2y 7O 71% #IML, Flo, T AU An6HAL
TeAZ 7 OEUTRA LT 5,

3. PHTIvY - RV IDEE

WA ZEEREL EAl>TWA DD, ZoELHEIMERICH S X 5 ICBbh b,
HEEEHOEEZ RV A Y v 7 OIEKRONEAIL, 2000-01 44 B — 7 |22 D% D 2 4FH
THLNZRELSBA L, £, EEEEOEFELFFORZ v 712201 TIE, 2000-01 4L
Fed BRI RAZ EEl> T 5,

Al L7z & o0z, GAh, EfkGER, 3B X OBEROM CIIBEIENIEFITEN, 295 Lk
TATIvT « AX v T7OYAE, SN, ARG E R BRI b0, —
ELTHRN, BA5L< BIORX v T DIRAD X A 2 2 7 HiF5ERH (Research
Assessment Exercise: RAE) O FEfiV A 7 VOB %227 TH V. 1996-2001 4+ RAE ©
SBEHIMIZRB W TR, FEIROLIC S D A% » 7 ORAICEE LT EIMERN L 5 b 6o
D, FOHMZITITRED LT,

MHEIZB N THIRAICEBN TS, EHEEEUADOEELZ S -T2 A F v 7N ED DEFIGH
FEFITE D, EENHERINTNDIASL v ZIZONTORIY EiF 5L, 1995-96 4£05 5
2002-03 F-Z) T T, WMAD 74% LD 63% 1T & EE LA DEFEL FFORA X v 712X
HHLDTHoT,

TR, Ay 7 RAT7 = FRFIZOWTHERRTH D, A+ 7 A7+ — FRFOHIE
DOEFEITLOLEBY Thd, BMBOEHBRZIAERETHLN, IV, =
Az USA. WA 2 U7 BAHE, A7 T oA ELANAS A=A T V7 Jufn
AR, LT ANVT Y RTH D,

#3 v 7 A7 — FREOHBE OEE

Staff in post by nationality® and staff group as at 31-7-2015

Teaching & Headcount
Research as at

Nationality Academic Research® Support®  31-7-2015 Rank
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UNITED KINGDOM 1,067

GERMANY 70
UNITED STATES 114
ITALY {INCLUDES SARDINIA, SICILY} 40
CHINA 12
FRANCE {INCLUDES CORSICA} 23
SPAIN {INCLUDES CEUTA, MELILLA} 19
AUSTRALIA 44
INDIA 18
IRELAND 32
NETHERLANDS 18
CANADA 30
GREECE 20
POLAND 7
PORTUGAL {INCLUDES MADEIRA, AZORES} 6
RUSSIA [RUSSIAN FEDERATION] 9
JAPAN 5
BELGIUM 10
SWEDEN 2
NEW ZEALAND 8
ROMANIA 6
AUSTRIA 8
SWITZERLAND 7
DENMARK 11
FINLAND 2
KOREA (SOUTH) [KOREA, REPUBLIC OF] 5
IRAN [IRAN, ISLAMIC REPUBLIC OF] 1
SOUTH AFRICA 4
TURKEY S
ISRAEL 6
HUNGARY 7
MALAYSIA 4
MEXICO 2

TAIWAN [TAIWAN, PROVINCE OF CHINA]
CZECH REPUBLIC 4

BRAZIL 2
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2,184
239
202
221
163
128
122
100
116

90
89
62
76
71
54
28
29
25
29
23
25
20
19
15
23
20
21
13
16
15
12
14
13
17

10

267

21

3,518
330
323
269
180
158
147
147
137
125
110
100

98
81
61
40
37
36
34
32
31
28
27
26
26
26
24
21
21
21
19
18
17
17
15

14

10

11

12

13

14

15

16

17

18

19

20

21

21

28

24

24

24

27

28

28

28

31

32

&

33

35

36



CYPRUS (EUROPEAN UNION) 11 2 13 37

BULGARIA 1 9 2 12 40

CROATIA 2 9 11 41

BELARUS 8 2 10 44

SLOVAKIA

[
~
N

10 44

UKRAINE 9 9 48

VIETNAM [VIET NAM]

[
~
©

49

NEPAL 6

[ay
~

51

SLOVENIA 6 6 54

COLOMBIA

[y
[&]
(<]

54

THAILAND 5 5 57

EGYPT 4 4 60

VENEZUELA 4 4 60

ZIMBABWE 3 1 4 60

PAKISTAN 1 2

[ay
N

60

CAMEROON 3 3 67

MOROCCO 1 2 3 67

LATVIA 1 2 3 67
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SYRIA [SYRIAN ARAB REPUBLIC] S & 67
INDONESIA 2 2 74

SERBIA AND MONTENEGRO NOT O/W

SPECIFIED 2 2 74
GEORGIA 2 2 74
BOLIVIA 2 2 74
SERBIA 1 1 2 74
GHANA 2 2 74
BOTSWANA 2 2 74
ARMENIA 2 2 74
PERU 2 2 74
ICELAND 2 2 74
ZAMBIA 1 1 84
BARBADOS 1 1 84
CUBA 1 1 84
SUDAN 1 1 84
JORDAN 1 1 84
KAZAKHSTAN 1 1 84
BURMA [MYANMAR] 1 1 84
ECUADOR 1 1 84
SEYCHELLES 1 1 84
AFGHANISTAN 1 1 84
COSTA RICA 1 1 84
MACAO (SAR OF CHINA) 1 1 84
ETHIOPIA 1 1 84
SAN MARINO 1 1 84
BOSNIA AND HERZEGOVINA 1 1 84
TRINIDAD AND TOBAGO 1 1 84
MALAWI 1 1 84
PHILIPPINES 1 1 84
Not known 128 439 27 594

Grand Total 1,791 4,988 419 7,198

L Ay 7 27 4 — FRF - AE5 (2016 4 5 A AF)
7t : (1) HESA nationality field used, this defines the country of legal nationality and not necessarily the
domicile. 2) The Research staff grouping is comprised of the University staff classifications:

'"Research Fellow' and 'Research Staff (incl E grades). (3) The Teaching Research Support staff
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grouping is comprised of the University staff classifications: 'Teaching Support' and 'Research

Support'.

@%%m® S Yasl Té AI.H%@.%%%OX&/7@@T%5 IEBR D

BREBEEIETEZILZSGAE. ZNOORTFICLD &, EEEE O LIAX v 7

@§<i THATI v - TX%;%$?6t WA FEEICAE L2 &7, THK
T OFFROEMFICIIETH= 5720,

[EEE m%ﬁwmi o G EEICIRAT 28 A EEOEEZFFORA Y v 7 O
Th D, 1995-96 £ 5 2002-03 FEDOMIZ, HEEFEDOEFELFHFHOA Y v 7 D~DIADN
7027 H(EEFE N D> TO DRI D 26% % D D) o722 ERbn->TnD 6, 7272 L
2002-03 FE0 Z 5 L2 AMEEUE, 1998-99 DI AFE A 18% FlEl D, LLED Z &b
WS CELTEA FEOEFEZFFOT HT I v 7 - A% v 7%, #E EEOEHER WS
MWHTHTI w7 « AX v 7 ERATHEICIE, BERTR&EETHY, £72, O TL,
BN T ONTT AT T Hifi, ZL TRy NU—ZZFHATE L0 BHRIZENTH,
RFVEERTFETHHZENWZ D, 25 LI AMOTIZIEIA D ORATREOETETE
%T"ka%5%%wé@%bﬂ&wﬁ KEHIL, L LIET AT Iy o - A
Ho 7 LTHFRTHEDICHG EEAHNTZEBZZX00RZETHA I,

2002-03 4F, Eﬂ#bﬁofVéMﬁkiUmlﬁﬁ@%ﬂ%h%%k%%ﬁ\ﬁ%ﬁ
LhHHEGEEUNDOEHBEARFOTHT IV - AL v 7L HbDThol, T72bb,
7%7:y7-%&y7@@@@£¢%ﬁﬁﬁ IREREELRIFLTWADIL, HAET
EENTEDORHZ 2T Lz (RO IT FED) ZHOMEETHDH Z LM Z
Do 2O LIEFEORZ v 7 OBED, EEEEOKABFTERBEAICKEREELHEZTWD
AREMEIRWEE DD, EVnO DL, TOXIBRBEEITOTHT IV c AX Y TD
iz, HEEEOKMENETEZL L O R AMITEEN T RN E B0 6 Th 5,
RO ZH LEEBENEL, BXONIHATHL - ELEEOVRWBENIIE LS 250 L
R, EWVH D HENRRBRAELE NI AT v FERZ Y T7ICEZITTEHDOD,
BOBRFICEE R A Z T 2RI ZETT A Y REHDL LN ZENRVDTHD,
AEETEIT AT I v - 2AZ v T7OBEEPE N, WO FRITITUEDOZ ERER

bihvd,

mEA@?“&Kiék\w%ﬁﬁﬂ%%mwmﬁﬁﬂﬁf\ﬁﬂbt?ﬁ?iy&-
A7 T, EU1S HETHHIMALTETZAX v 73 44%., 7 AV 08 19%.,
OO 37% % 57~ R, EU B ASKRICEDZEEIT—TCEL TWDHNR, 7T

S ¥7-, L1RADBALET HFI v « A4y 7OEERRHETH Y, ZoPiciiEd EEEELHSZENEGENT
W AREME S & B,

T EU15 LITEAEEEZML UTOEEIET, A—A V7, ~AA¥— Frv—2r, 74T R, 750, F
AV, FV X, TAVT U RIERE, A X VT VIR TNT FTUH RV AL v AZ—F 1,
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AU T OEIEIXED LTz, Z ORI S OB AIZOWTIEM L TWb, £7-. [FEF
W, M LAy 7omC, BEUIHRHUIZAST v 703 41%, 7 AU 5 23%. EO D
HilkS 36% % 57, EUIIET AT AT I v 7 « AX v 7OEPHEHITHML T
WHHEDD, B 5D M~ H Ot s L7,

Fz4

Xy 7 A7 — FREOHEBB ZFM, BiE, EETHE

United  European Headcount as at

Division Staff Group® Kingdom Union Other  Not Known 31-7-2015

Medical Sciences Academic 207 27 19 7 260

Research 1,519 816 545 218 3,098

Teaching & Research Support 170 42 27 18 257

Medical Sciences Total 1,896 885 591 243 3,615

Social Sciences Academic 220 87 108 53 468

Research 167 130 126 66 489

Teaching & Research Support 30 4 9 3 46

Social Sciences Total 417 221 243 122 1,003

Maths, Physical & Life Sciences Academic 312 103 90 28 533

Research 404 314 336 119 1,173

Teaching & Research Support 40 11 8 3 62

Maths, Physical & Life Sciences Total 756 428 434 150 1,768

Humanities Academic 306 74 83 39 502

Research 74 51 38 34 197

Teaching & Research Support 13 10 12 2 37

Humanities Total 393 135 133 75 736

Continuing Education Academic 16 3 1 20

Teaching & Research Support 12 1 13

Continuing Education Total 28 3 2 33

Academic Services Academic 6 1 1 8

Research 14 5 1 2 22

Teaching & Research Support 2 1 1 4

Academic Services Total 22 7 1 4 34
University Administration And

Services Research 6 1 2 9

University Administration And Services Total 6 1 2 9

Grand Total 3,518 1,680 1,406 594 7,198

Hl 4y 7 A7 34— FK%F - REB (2016 45 5 H ATF)
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7t : (1) HESA nationality field used as the basis for the groupings, this defines the country of legal
nationality and not necessarily the domicile. (2) Research staff grouping is comprised of the
University staff classifications: 'Research Fellow' and Research Staff (incl E grades)’; The Teaching
Research Support staff grouping is comprised of the University staff classifications: "Teaching Support'

and 'Research Support'.

ERE 21T, Ay AT 5 — FREOHBE 255, BiE, EETOHLEZRTH L0,
H[E D EU B3 5% & OB e b2 6T ONHET 2L ERH S 9,

4. NEAXRZHERADAY Y b

TAT Iy « A%y 7OZF AN, BEGEHTHIZEONTAMORASLE R %
ANTWAIFIRERDORFETEIZAGND, AEAKRFHEFEHDOAY v ME, Tief &
Ea—fRPD OIS L0, NI RY, FECHIEEIT O ETIRS 1 oX
AFIvIRBEEZLELTELTWD, L L—FT, AR UEOFEIX, AVICH
LB D LWV BN T, B0 T A, il b7eb L, ERE LB
252 &L 9D,

5. REKRZIZETH2HEDANEHIE

ERGIE—F v 7 A7 3 — RRFOHEH] « GFRITEH—

Ty I AT — FRFPCBNTE, HEORA MEEHRPRELTNDZ 00, T
RO FR X IR IFETIThbiLTnd, LFO X ST, #Hdz L il CIXsRA OREN B
STWD, Flo, MO LT, v 7 AT 4 — RRFETIEI Ly VHIZEH L T 503,
ALy VIIMBHEICBNTHOREDPLMI LTS Z D, I Ly Vs KRZEONGITHT
BT DRI Ly ¥ RFPOR G52 AT 26 FEM (Joint Appointment) &
DRI AT AR LN TV D,

® ### (Professor) DEE

“## (academic division) & “#F} (department) DR A MEA ERIMIC AR (external
representation) L. EEXZHZL (selection committee) %X E T 5, LD TEBIIC
RANERA L TWD72OWRICEEHT D500 (lecturer) OBHFHE LI1TRRD, Z 08
BIEFROLTORA L7225,
® #Ef (lecturer) MDEE

#1800 NDFERINIBY . RFELI Ly P THOE Ti®RELZES (selection committee)
BT D, MGIERFEED Ly URlk T DIL, (TMHEELRFLEI Ly PO _FITk
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. ZNMNEFEA (Joint appointment) TH Y, EHEOAHEIIRF LI L v PRHITH

I, HIGOKENRRFLE Ly VOGN EIFEIND,

=5

EBAS (Baseline) b=

R ALy
ALy REHE 41 59
KT (University Lecturer) 86 14
By TDHRDEH 5 95
FROHDIEH 100 -

(Hi#h) University of Oxford(2011b) Xk » —&kid 5 2. EHVERK

® EFHIE LAEABITEE DT AN

av41)%' =3 (CONGREGATION)

I

#1792 )L (COUNCIL)

A

A

X1
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HELR GHRES PN BERR-BEKE PN A (PERSONNEL) l—» “H PEEN 0ttt
(PLANNING AND (EDUCATIONAL POLICY (GENERAL PURPOSES) N
RESOURCE ALLOCATION) AND STANDARDS) A BRIEE,
®E
4 FERAR
A A
F4E a3V &R % (DIVISIONAL BOARDS): H—E ARV XM R HiB (ACADEMC HHEERRS
SERVICES & UNNERSITY COLLECTIONS): (CONTINUING EDUCATION
A% (HUMANITEES) BOARD):
AEREMEREASR SN LR Y
B MEE ESHFF (MATHEMATICAL, (CURATORS OF UNIVERSITY (RESPONSIBILITY
PHYSICAL AND LIFE SCIENCES) LIBRAREES) FOR PART-TIME
#0322 —vav B82S COURSES)
[E% (MEDICAL SCIENCES) (INFORMATION & COMMUNICA-
TIONS TECHNOLOGY CTTEE)
4% (SOCIAL SCIENCES) EyERUILY IV EESR
(MUSEUMS & COLLECTIONS)
KEY TO ARROWS
FHIVEEYTF4—
EBRTHHMME
$HFESRUEH (FACULTY BOARDS . BEE52%
AND DEPARTVENTS) £+ —E Z(INDVIDUAL SERVICES) RHEOBEE

Fw 7 A7 +— FREZONEEE (SERTDOEE)



ORENZEBWT, IEHZEE & IERBEITAEE ST O REICB W TR E Z2FEZ 02
b, fah - BE - BEE - e, WAIEAOm T, EFICREIBRBEEDFIEL TN D,
—hH bR L7cEB0, 4077y FTITRBERFEE T, IOV THE—DRBEE
IZEDSWTSHE S D, b, DBRETIEIA IR, KT L ESLRF M A RE) T2 &
I ELBTER /3 123 1T DAESIMABIM A SNRWZ LR DB, A 7T ROLGEE,
USS & W) Al —DFESHEBEIMAL TND Z Enb, ZORICOVWTOREE LR, B’
LT, DREEHE L, 4772 ROFFEERRWDIT TIE WD, FEMEE WD RICHE
HAUX, BEBLRLIENRDD, LrL, BEIZE>THIUL, &b &<, EHBEE L L
TOEBHEGHRFTERVOTHIIT, R—ORFICHEELER ST HIREK LD Z &
MTERNTHAD, Ay 7 AT 4 — RRFICHB T LHEOEMFEEIT, AMRFTHD
W26 5T, Academic XU Research & &, OBENZHE L, REWEO S S BNFERI
%, Academic (ZFBWTIL 53%DEEN 9 FELL FOEBERBR TH Y | 14 FLUTF OHE TH
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Wl L T D,
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A2 4")%—%3Y (Congregation

AEHEZES
(Nomination Cormmittee)

H92 b (Council)

PIPPE E g

B2 (Audit & Scrutiny) B1% (Finance) {2 (Remuneration) %% (Investment)
Y%%8% (Academic Board)
SHELE-BRES (PRAC) #7% (Education) B% (Research) AZ (Personnel) {47 (General Purposes)
HFEH—EARVIALIVIVRER FEVIVEES tOtNEESR
(Bodies Concerned with Acadenic Services (Divisional Boards) (Other Committees)

and Collections)

(e.g. Continuing Education Board)

#HEER,

HE

#% (Facutty boards, Departments,etc.)

PRAC: Planning and Resource Allocation Committee

X 2

Fv 7 AT F— FREONEEE (ERDOHEIE)
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#*6

College

Balliol College

Brasenose
College

Christ Church

Corpus
Christi
College

Exeter College

Harris
Manchester
College

Hertford
College

Jesus College
Keble College

Lady
Margaret Hall

Lincoln
College

Magdalen
College

Mansfield
College

Merton
College

New College
Oriel College

Pembroke
College

Somerville
College

No. of
applicants
to this
college

2333

2683

1907

757

1608

340

1573

1321

1885

1274

1232

2047

598

1429

1820

1141

1246

592

Three-year average, 2011 to 2013

No. of those
applicants
accepted at
this college

297

294

268

147

216

47

274

219

298

217

206

302

97

222

329

180

207

139

FY I AT+ — FREOEI VY

% of
applicants

3

v

naming this

college

accepted at
this college

13%

11%

14%

19%

13%

14%

17%

17%

16%

17%

17%

15%

16%

16%

18%

16%

17%

23%

148

No. of
applicants
to this
college
accepted at
Oxford

447

538

338

191

299

50

555

264

387

271

267

481

108

323

449

251

256

157

% of
applicants
naming this
college
accepted at
Oxford

19%

20%

18%

25%

19%

15%

23%

20%

21%

21%

22%

23%

18%

23%

25%

22%

21%

27%

Total

intake
at this
college

el

313

559

194

270

82

345

284

367

323

244

330

185

247

364

238

285

270

No. of
imports

34

19

91

47

54

35

71

65

69

106

38

28

88

25

&

58

78

131

AZEHE R RZEOEE (2011 £~2013 £F)

% of total
intake
imported

10%

6%

25%

24%

20%

43%

21%

23%

19%

33%

16%

8%

48%

10%

10%

24%

27%

49%



St Anne's

College 1141 211 18% 233 20% 331 120 36%
o %";ngg'e”es 1613 236 15% 274 17% 366 130 36%
e E:;Tl‘l“”d 956 167 17% 192 20% 290 123 42%
Sé'glilgae's 491 78 16% 89 18% 263 185 70%
Sé';'ﬁ‘fghe's 679 142 21% 158 23% 208 156 520
Ségﬁgges 2006 282 14% 426 21% 333 51 15%
StCEﬁtezre'S 814 136 17% 156 19% 269 133 49%
Thggllézeenls 1084 186 17% 240 22% 269 83 31%
ggll?elgt;ye 1596 228 14% 314 20% 254 26 10%
Ug'g’ﬁg;'ety 1749 266 15% 332 19% 320 54 17%
Vg%?lzgre“ 1760 295 17% 400 23% 350 55 16%
V\gﬁzzt:r 2699 319 12% 588 22% 347 28 8%
F,F;f\f;‘:g’lfgﬁ . 12 21 17% 24 20% 137 116 85%

Hih . 4y 7 A7 34— RS« K (2016 4F 5 H AT)

5| Ak
Higher Education Statistics Agency (2009) Resources of Higher Education Institutions

2007/08, Cheltenham: Higher Education Statistics Agency.

HESA Experts in UK higher education data and analysis: Staff(1995/96~2002/03),
Cheltenham: HESA.

Kim, T. (2009) ‘Shifting patterns of transnational academic mobility: A comparative and
historical approach’, Cowen, R. and Klerides, E. (eds) Comparative Education, Special
Issue on ‘Mobilities and educational metamorphoses: patterns, puzzles, and
possibilities’, 45(3), 387-403.

UUK (2007) Talent wars: The International Market for Academic Staff, Policy Briefing,
July 2007, London: Universities UK.
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Bekhradnia, B. and Sastry, T. (2005) Migration of academic staff to and from the UK,
Higher Education Policy Institute report, Oxford: HEPI.

University of Oxford. White Paper on University Governance, Oxford: OUP, 2006: 33&
35.
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YA =R EVRR - 27— )VHE (&)

1.

Broad items

Specific items

Profile

Nationality, USA/ITALY

gender, FEMALE

age, 37

academic rank, SEMI-ACADEMIC POST (NON-ACADEMIC BACKGROUND)
administrative position, DEPUTY DIRECTOR, SKOLL CENTRE

degree, MBA

country from which final degree is earned, UK

mother tongue, ENGLISH

nationality of your spouse or partner, UK

affiliation,

years of employment, AT THE SKOLL CENTRE: PART TIME 2.5 YEARS,
FULL-TIME 1.5

discipline, number of offering courses, mother tongue. HAVE TAUGHT COURSES
ON “HIGH IMPACT ENTREPRENEURSHIP” AND A TUTOR/LECTURER ON
OTHER ENTREPRENEURSHIP/GLOBAL CHALLENGES COURSES

Teaching & research

1.Educational or research experience at a tertiary level outside of the UK - NONE
2. Proficiency of local language. FLUENT

3. Language used in teaching. ENGLISH

4. Language used in research. ENGLISH

5. language used in committees/administrative meetings.

ENGLISH

Motivations & status

1. Your motivations for applying for the position in this university. 1 WAS A
STUDENT THERE BEFORE. | BELIEVE IN THE SKOLL CENTRE’S WORK

2. Have you ever considered changing your nationality to the current country where
you are employed, or obtained permanent residence? NOT NECESSARY

3. What role you are expected to play in your university, faculty or
department? LEADING MY TEAM BUT SUPPORTING THE WIDER SCHOOL
INITIATIVES

4. Any difference in promotion, appointment of administrative position, salary,
teaching load, or workload, etc. between you and local faculty members in terms of
regulations or practice? SAME

5. Your overall satisfaction with your job. HIGH

6. Have you ever considered leaving the UK and finding a new job in other country in
future? Please specify the reason, if any. WILL LIKELY MOVE TO THE US AT
SOME POINT AS MY HUSBAND HAS NOT LIVED THERE YET - BUT NO
RUSH.

Issues & prospects

1. Have you ever felt unhappy or got into trouble with your local colleagues,
administrative staff, or students? Please specify the reason, if any. N/A

2. Please specify any troubles or difficulties you have had while working
here.

3. Please specify your expectations and opinions of recruiting international faculty
members to government, your university or belonging faculty if any. | WAS HIRED
AS ALOCALAS | HAVE AN ITALIAN PASSPORT AND DO NOT NEED A
VISA. MY ROLE IS NOT VISA BEARING.

2. AV I AT F—RKRFE - F—LYTLX Ly VA (&)
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Broad items

Specific items

Nationality, FRENCH

gender, FEMALE

age, 41

academic rank,

administrative position, SECRETARY

degree, BA (Hons) LANGUAGE STUDIES

Profile
country from which final degree is earned, UK
mother tongue, FRENCH
nationality of your spouse or partner, N/A
affiliation, ALL SOULS COLLEGE
years of employment, 4
discipline, number of offering courses, mother tongue.
1.Educational or research experience at a tertiary level outside of the UK N/A
2. Proficiency of local language BILINGUAL
Teaching & 3. Language used in teaching.N/A
research

4. Language used in research.N/A

5. language used in committees/administrative meetings. ENGLISH

Motivations &
status

1. Your motivations for applying for the position in this university. | WAS ALREADY
WORKING FOR ANOTHER COLLEGE AND WANTED A MORE SENIOR ADMIN.
POSITION WITHING THE COLLEGIATE SYSTEM.

2. Have you ever considered changing your nationality to the current country where you are
employed, or obtained permanent residence? | HAVE PERMENENT LEAVE TO REMAIN
(PERMANENT RESIDENCE RIGHT)

3. What role you are expected to play in your university, faculty or department? SUPPORT
THE BURSARS AND ACCOUNTANT WITH ADMINISTRATION, ORGANISE
SENIOR EVENTS FOR THE COLLEGE.

4. Any difference in promotion, appointment of administrative position, salary, teaching
load, or workload, etc. between you and local faculty members in terms of regulations or
practice? PRACTICES VARY FROM ONE COLLEGE TO THE NEXT AND FROM THE
CENTRAL UNIVERSITY ADMINISTRATIVE SERVICES.

5. Your overall satisfaction with your job. IT CAN BE STRESSFUL BUT | HAVE NICE
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COLLEAGUES AND SOMETIMES IT’S INTERESTING.

6. Have you ever considered leaving the UK and finding a new job in other country in future?
Please specify the reason, if any. | HAVE LIVED AND WORKED IN FRANCE AND IN
ITALY, | DON’T MIND MOVING GEOGRAPHICALLY WHERE OPPORTUNITY
ARISES, NEVERTHELESS ONE NEEDS TO THINK ABOUT ONE’S PENSION WHEN
MOVING AROUND A LOT.

Issues &
prospects

1. Have you ever felt unhappy or got into trouble with your local colleagues, administrative
staff, or students? Please specify the reason, if any. BULLYING AND HARRASSEMENT
HAPPEN EVERYWHERE OXFORD COLLEGES ARE NOT EXEMPT.

2. Please specify any troubles or difficulties you have had while working here. JEALOUS
COLLEAGUES CAUSING TROUBLE BY SLANDERING, MANAGER ABUSING
THEIR POSITION TO FORCE MORE WORKING HOURS THAN ARE REASONABLY
OWED.

3. Please specify your expectations and opinions of recruiting international faculty members
to government, your university or belonging faculty if any. | THINK HAVING AN
INTERNATIONAL COMMUNITY ALLOWS AN ORGANISATION TO HAVE AN
OPEN AND DYNAMIC ENVIRONMENT IN WHICH TO DO RESEARCH AND
DEVELOPMENT, ON THE DOWN SIDE VARIOUS CULTURES CAN GRATE WHEN
THEY MEET AND MISSUNDERSTANDING CAN ARISE.

3. I—TRFOIFEHE (L Z VT Nkhh)

Broad items

Specific items

Approaches to and
policy of
recruiting &
employing
international
faculty
members

1. Please specify approaches to or practices of expanding the recruitment of international
faculty members, if any.
The University practices a principle of open competition in terms of recruitment — see
Recruitment Policy link:

http://www.york.ac.uk/admin/hr/resources/policy/recruitment.htm
2. Please supply any particular examples, if any. 3. Please
specify major rational for or purpose of recruiting international faculty members.
4. Please specify what kind of international faculty members your university is searching for.
The best person for the role regardless of international or local
5. Please specify general or basic requirements for all international faculty members to be
recruited and hired in terms of professional qualifications, academic degree, or working
experience, if any. Minimum is Phd plus some experience — the Uni job library will
show you the different requirements for roles — please note these apply to local and
international
6. Please specify actor(s) who determines the recruitment and employment of international
faculty members, its numbers and the form of employment such as permanent or temporary,
etc. Recruitment is determined by academic departments medium term
planning process who co-ordinate the recruitment process with HR.
7. Please specify any difference in the process of recruiting international faculty members
and local faculty members, if any.  None except for visa matters
8. Please specify any outcomes of recruiting and hiring international faculty members, if
any.
9. Please specify if your university has any policy of recruiting international faculty
members from any specific disciplines. No
10. Please specify if your university has any policy of recruiting international faculty

members from any specific regions or countries. No
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Information on
international
faculty members

1. Total number by nationality, gender, age, discipline, academic rank, etc.
Not able to give these figures 2. Data
of form of international faculty members’ employments such as permanent or temporary,
fixed-term, contract-based, etc.
Not able to give these figures

3. Data of international employee’s period of contract or renewal, etc. if any.

Not able to give these figures
4. Can international faculty member hold managerial positions such as president,
vice-president, dean or member of governing body like board of trustee, etc?
Yes
5. Any special considerations for recruiting international faculty members?  No
6. Any difference in the promotion, salary, workload, or teaching load between international
faculty members and local faculty members? No

Issues & Prospects

1. Please specify your university policy and practice of recruiting international faculty
members in future, if any.  See Recruitment Policy above

2. Please specify your expectations or opinions of recruiting international faculty members
to government, if any.

4. N— AR
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Broad items

Specific items

Approaches to and
policy of
recruiting &
employing
international
faculty
members

1. Please specify approaches to or practices of expanding the recruitment of international
faculty members, if any.
The University practices a principle of open competition in terms of recruitment — see
Recruitment Policy link:

http://www.york.ac.uk/admin/hr/resources/policy/recruitment.htm
2. Please supply any particular examples, if any. 3. Please
specify major rational for or purpose of recruiting international faculty members.
4. Please specify what kind of international faculty members your university is searching for.
The best person for the role regardless of international or local
5. Please specify general or basic requirements for all international faculty members to be
recruited and hired in terms of professional qualifications, academic degree, or working
experience, if any. Minimum is Phd plus some experience — the Uni job library will
show you the different requirements for roles — please note these apply to local and
international
6. Please specify actor(s) who determines the recruitment and employment of international
faculty members, its numbers and the form of employment such as permanent or temporary,
etc. Recruitment is determined by academic departments medium term
planning process who co-ordinate the recruitment process with HR.
7. Please specify any difference in the process of recruiting international faculty members
and local faculty members, if any.  None except for visa matters
8. Please specify any outcomes of recruiting and hiring international faculty members, if
any.
9. Please specify if your university has any policy of recruiting international faculty
members from any specific disciplines. No
10. Please specify if your university has any policy of recruiting international faculty
members from any specific regions or countries. No
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Information on
international
faculty members

1. Total number by nationality, gender, age, discipline, academic rank, etc.
Not able to give these figures
2. Data of form of international faculty members’ employments such as permanent or
temporary, fixed-term, contract-based, etc.
Not able to give these figures

3. Data of international employee’s period of contract or renewal, etc. if any.

Not able to give these figures
4. Can international faculty member hold managerial positions such as president,
vice-president, dean or member of governing body like board of trustee, etc?
Yes
5. Any special considerations for recruiting international faculty members? No
6. Any difference in the promotion, salary, workload, or teaching load between
international faculty members and local faculty members? No

Issues & Prospects

1. Please specify your university policy and practice of recruiting international faculty
members in future, if any.  See Recruitment Policy above

2. Please specify your expectations or opinions of recruiting international faculty members
to government, if any.

Table 1 Interview guideline for university

Broad items

Specific items

Approaches to and
policy of
recruiting &
employing
international
faculty

members

1. Please specify approaches to or practices of expanding the recruitment of international

faculty members, if any.

The University practices a principle of open competition in terms of recruitment — see

Recruitment Policy link:
http://www.york.ac.uk/admin/hr/resources/policy/recruitment.htm

2. Please supply any particular examples, if any.

3. Please specify major rational for or purpose of recruiting international faculty members.

4. Please specify what kind of international faculty members your university is searching

for. The best person for the role regardless of international or local

5. Please specify general or basic requirements for all international faculty members to be

recruited and hired in terms of professional qualifications, academic degree, or working

experience, if any. Minimum is Phd plus some experience — the Uni job library will

show you the different requirements for roles — please note these apply to local and

international 6. Please

specify actor(s) who determines the recruitment and employment of international faculty

members, its numbers and the form of employment such as permanent or temporary, etc.

Recruitment is determined by academic departments medium term planning process who

co-ordinate the recruitment process with HR.

7. Please specify any difference in the process of recruiting international faculty members

and local faculty members, if any.  None except for visa matters

8. Please specify any outcomes of recruiting and hiring international faculty members, if
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any.
9. Please specify if your university has any policy of recruiting international faculty
members from any specific disciplines. No

10. Please specify if your university has any policy of recruiting international faculty

members from any specific regions or countries. No

1. Total number by nationality, gender, age, discipline, academic rank, etc.
Not able to give these figures
2. Data of form of international faculty members’ employments such as permanent or
temporary, fixed-term, contract-based, etc.

Not able to give these figures
Information on
3. Data of international employee’s period of contract or renewal, etc. if any.
international
Not able to give these figures
faculty members
4. Can international faculty member hold managerial positions such as president,
vice-president, dean or member of governing body like board of trustee, etc?
Yes 5. Any special considerations for recruiting international faculty members? No
6. Any difference in the promotion, salary, workload, or teaching load between

international faculty members and local faculty members? No

1. Please specify your university policy and practice of recruiting international faculty
members in future, if any.  See Recruitment Policy above

Issues & Prospects
2. Please specify your expectations or opinions of recruiting international faculty members

to government, if any.
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Appendix

Interview guideline of research project “International academics
recruitment and integration in the comparative perspective”

Futao Huang

Objectives: To identify actual situation of international academics recruitment and
integration in individual universities, e.g. national, public and private sectors, and their
views of the recruitment systems, life and academic activities in belonging institutions.

Methodology: 1) to undertake interviews with key persons in charge of recruitment and
human resource practices of international academics at institutional or faculty,
departmental level (see Table 1) to obtain the information on recruitment system and
practices of international academics; 2) to undertake around interviews with about 4
international academics by nationality, discipline, gender, and academic rank (see table
2) to understand their perceptions of employment situation, their life and academic
activities, and especially their views on factors affecting their recruitment of and
integration into current institutions.

Terminology: In this study, international academics is practically defined as those who
are employed as full-time faculty members in higher education institutions with a
foreign nationality. It may include those who were born and even received their k-12
education or undergraduate education prior to their employment in current countries, but
it is highly expected that the research focus should be placed on full-time faculty
members with foreign passports or citizenships whose mother tongues are not used as
national languages in the countries where they are employed or different from those
utilized in their current institutions.

Guidelines: see Table 1 and Table 2
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Table 1 Interview guideline for university

Broad items

Specific items

Approaches to and
policy of
recruiting &
employing
international
faculty

members

1. Please specify approaches to or practices of expanding the recruitment of international
faculty members, if any.

2. Please supply any particular examples, if any.

3. Please specify major rational for or purpose of recruiting international faculty members.
4. Please specify what kind of international faculty members your university is searching
for.

5. Please specify general or basic requirements for all international faculty members to be
recruited and hired in terms of professional qualifications, academic degree, or working
experience, if any.

6. Please specify actor(s) who determines the recruitment and employment of international
faculty members, its numbers and the form of employment such as permanent or
temporary, etc.

7. Please specify any difference in the process of recruiting international faculty members
and local faculty members, if any.

8. Please specify any outcomes of recruiting and hiring international faculty members, if
any.

9. Please specify if your university has any policy of recruiting international faculty
members from any specific disciplines.

10. Please specify if your university has any policy of recruiting international faculty

members from any specific regions or countries.

Information on
international

faculty members

1. Total number by nationality, gender, age, discipline, academic rank, etc.

2. Data of form of international faculty members’ employments such as permanent or
temporary, fixed-term, contract-based, etc.

3. Data of international employee’s period of contract or renewal, etc. if any.

4. Can international faculty member hold managerial positions such as president,
vice-president, dean or member of governing body like board of trustee, etc?

5. Any special considerations for recruiting international faculty members?

6. Any difference in the promotion, salary, workload, or teaching load between

international faculty members and local faculty members?

Issues & Prospects

1. Please specify your university policy and practice of recruiting international faculty
members in future, if any.
2. Please specify your expectations or opinions of recruiting international faculty members

to government, if any.
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Table 2 Interview guideline for international faculty members

Broad items Specific items
Nationality, gender, age, academic rank, administrative position,
Brofil degree, country from which final degree is earned, mother tongue,
rofile
nationality of your spouse or partner, affiliation, years of employment,
discipline, number of offering courses, mother tongue.
1.Educational or research experience at a tertiary level outside of Japan.
) 2. Proficiency of local language.
Teaching & ) )
3. Language used in teaching.
research

4. Language used in research.

5. language used in committees/administrative meetings.

Motivations &

status

1. Your motivations for applying for the position in this university.

2. Have you ever considered changing your nationality to the current
country where you are employed, or obtained permanent residence?

3. What role you are expected to be played in your university, faculty or
department?

4. Any difference in promotion, appointment of administrative position,
salary, teaching load, or workload, etc. between you and local faculty
members in terms of regulations or practice?

5. Your overall satisfaction with your job.

6. Have you ever considered leaving current country and finding a new

job in other country in future? Please specify the reason, if any.

Issues & prospects

1. Have you ever felt unhappy or got into trouble with your local
colleagues, administrative staff, or students? Please specify the reason,
if any.

2. Please specify any troubles or difficulties you have had while
working here.

3. Please specify your expectations and opinions of recruiting
international faculty members to government, your university or

belonging faculty if any.
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TITLE:

The 1% International Workshop

* Foreign Academics Recruitment and Integration in the International and Comparative

DATES:

Perspectives

» Monday, June 27, 2016

LOCATION:

* Research Institute for Higher Education, Hiroshima University

All speakers will talk for 20 minutes and leave 10 minutes for discussion

9:00am

9:05am

9:35am

10:05am

10:35am

10:45am

11:15am

11:45am

12:00pm

WORKSHOP PROGRAM

Welcome and Introductions

Futao HUANG, Hiroshima University, Japan
Workshop Proceedings: Chair: Tsukasa Daizen, Hiroshima University, Japan
Paper 1: Akira ARIMOTO, Hyougo University, Japan

“A Tentative Study on the Recruitment of Foreign Academics in Japanese
Academia”

Paper 2: Jung Cheol SHIN, Seoul National University, Korea
“Acculturation of Foreign Degree holders in Korean Universities”
Paper 3: Chang Da WAN, Universiti Sains Malaysia, Malaysia

“International Academics in Malaysia: Recruitment and Integration”

Tea break
Paper 4: Shuangye CHEN, Chinese University of Hong Kong, China
“Foreign Academics in Hong Kong: Strategies and Realities”
Paper 5: Akiyoshi YONEZAWA, Tohoku University, Japan
“Foreign university faculties in Japan: a quantitative survey”
Plan of Interview in Singapore: Taiji HOTTA, Hiroshima University, Japan

LUNCH BREAK
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1:30pm

2:00pm

2:30pm

3:00pm

3:30pm

3:45pm

4:45pm

5:30pm

Workshop Proceedings: Chair: Akiyoshi YONEZAWA, Tohoku University, Japan
Paper 6: Kazuhiro SUGIMOTO, Tohoku University, Japan

“Recruitment of international academics at Tohoku University: Policy and new
challenges”

Paper 7: Min LI, Shinsyu University, Japan

“The role expectations of international academics in Japan: A case study of
a national university in local regions”

Paper 8: Tsukasa DAIZEN, Hiroshima University, Japan

“History and present condition of the recruitment of international academics in
Japan: Macro and micro analysis”

Paper 9: Futao HUANG, Hiroshima University, Japan

“Foreign Academics Recruitment and Integration in China: Case studies”
Tea break
Workshop Proceedings: Chair: Futao HUANG, Hiroshima University, Japan
Discussions on Questionnaire and Future Research Plan
Adjourn

GROUP DINNER
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