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Oral presentation at scholarly conferences and international conferences

Huang, F. (2019). How Chinese and American Faculty Differ in Their Motivations and Work
Roles at Japanese Universities? In Symposium on Internationalization and Quality Management
in Higher Education on 26 February, organized by Lingnan University, Hong Kong.

Huang, F. (2019). Internationalization and Enhancing the International Competitiveness of

Japan’s University. In International Conference on Internationalization Strategies in Buil
ding a World-Class University onl5 May in Beihang University, China.

Huang, F. (2019). Globally-Oriented and Locally-Based? Strategies and practice of producing
global human resource in Japan. In the 5. Annual UW-PKU Workshop on Higher Education on
25 May in Peking University, China.

Yonezawa, A. & Huang, F. (2019). World-Class University Policies and Rankings in
Transition: A Comparative Study of China and Japan. In the 8" International Conference on
World-Class Universities (WCU-8) on 5 October, Shanghai, China.

Huang, F. (2019). Internationalization of Japan’s Higher Education: Changes and Challe
nges. In the 20th China Annual Conference for International Education & Expo on 17
October, Organized by China Education Association for International Exchange in China

National Convention Center, Beijing, China.
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Huang, F. (2019). American Faculty at Japanese Universities: in Tenth Biennial Symposium on
Their profiles, motivations, and main academic activities and work roles. Educational
Innovations in Countries around the World on 26 June at Seattle Pacific University, the USA.
Huang, F. (2020), What does the future of higher education look like? In the 2020 Symposium
on Educational Innovations and Reform on 15 July, sponsored by Seattle Pacific University and
University of Washington, the USA.

Huang, F. (2021). Comparing Academic Productivity between International and Japanese
Faculty: Findings from National Surveys of International and Japanese Faculty. In Higher
Education in Asia- Moving Ahead Series organize by Faculty of Education, the University of
Hong Kong on 10 May.

Huang, F., Miyoshi, N., & Li, M. (2021). International Researchers and Scientists outside
University in Japan, in the 7*". HERA Special Program Event Book on 27 May.

Lilan Chen and Futao Huang (2021), How do international faculty at Japanese universities view
their integration? In Centre for the Global Higher Education, UCL, University College of
London, the UK on 24 June.

Huang, F. (2021). Socio-Cultural Adjustment of International Faculty Member in Japan’s
Research Universities. In Academic Conference, GHEF 2021, Malaysia on 28 July.

Huang, F. (2021). How did the COVID-19 Pandemic Affect International Academics in Japan?
In Global Education Symposium, Seattle Pacific University, on 5 August.

Huang, F. (2021). International Faculty at 12 Chinese Universities: A survey study. In CHER
33, Annual Conference on Promoting Closer Relations and Scholarly Dialogues between
European and Asian Higher Education Research, on 3 September.
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Research paper

1. Huang, F., Daizen, T., & Kim, Y. (2019). Challenges facing international faculty at Japanese
universities: main findings from the 2017 national survey. International Journal of Educational
Development Vol.71 102103 doi.org/10.1016/j.ijedudev.2019.102103.

2. Huang, F. (2021)"World-Class Universities in East Asian Countries." The Oxford Research
Encyclopedias. (Published on 31 August).

3. Huang, F. (2021). "Challenges to the Asian academic profession: Major findings from the
international survey". Higher Education Quarterly 75 (3), pp. 438-452.

4. Huang, F. (2021). "Japanese doctoral students' stress: Main findings from a national survey in
2017". International Journal of Chinese Education. (Online published 19 April).

5. Huang, F. & Chen, L. (2021). "Chinese Faculty Members at Japanese Universities: Who Are
They and Why Do They Work in Japan? " ECNU Review of Education. Online published 22
April.

6. FfmE (2021) THEOKRFAIZET DHENBEOTRMFIZE T 2BEROZAL - 1991
L 2020 FFED ZHODRLEFEOMRI A TN — ) [HRERFEEHEI] F5 5.
125-135 H,

Book chapter

1. Huang, F. (2019). Changes to Internationalization of Higher Education? An Analysis of Main
Findings from Two National Surveys in 2008 and 2017. In Neubauer D., Mok K., Edwards S.
(eds) Contesting Globalization and Internationalization of Higher Education. International and
Development Education. Palgrave Macmillan, Cham. Pp. 95-108

2. Huang, F. (2019). Academic Profession in Chinese Higher Education Institutions. in Peters, M.
A. (Ed.). Encyclopedia of Educational Philosophy and Theory. Springer. Online

3. Huang, F. (2020). "From Quantitative Expansion to Qualitative Improvement: Changes in
Doctoral Education in Japan”. Yudkevich, M., P. Altbach, & de Wit, H. (eds.).Trends and
Issues in Doctoral Education: A Global Perspective. pp. 316-339. SAGE Publications Pvt. Ltd.

4. Huang, F. (2020). "What are the Objectives of Chinese Higher Education in Relation to the New
Silk Road Initiative?". Marijk van der Wende, et. al. (eds.). China and Europe on the New Silk
Road: Connecting Universities across Eurasia. pp. 261-379. Oxford University Press

5. HiEE - KKEF] W (2020) [SMEAZEICEE 2 EEELEAFIE] @58 E o #E 154,
IR RFmF BRI 7 —, 8T H,

6. M (2020) [5H 1% A—A N7 U T OWREIRZCB T 20 EAHE —( v F =
— A AT HEEE - KIER] R TOVEANBEICEY 5 ERR e ] mEEE
WHoEsE s 154, [N RFEEFBEMERRE Y % —, 1-10 H,

7. AP (2020) TES 2 B PEHORFICEIT DIMEARFHE —A 4 Ea—fita Tl
(2 — ) HtE - KIER] #w [PMEABEICET 2 [EESihise] w8 E It 154,
IR REF @ SFHEMERSE 2 —, 11-24 H,

8. KI&w] - 3T (2020) 55 3 B HADRKAIZBT DAMENABORN—EIFT7T—4 &
A X a—iitie SEZT ) HEE - KIER] W DMEANBEICE T 5 ERS st
gel EEHE I EE 164, KB KR FEEBENEHARE 7 —, 25-38 H,

9. HE - KR (2020) I35 4 B HARIZH T DHNEANKRTFHE — BRI & Eikoa
DI R - REEREEE « KEER W TOMEAZBEICE T 5 ERRIEAE] &
FHENIEE 164, INGRFEEFEHEVTERIE ¥ —, 39-56 H,



10.

11.

12.

13.

14.

15.

16.

17.

18.

19.

20.

21.

HfEF (2020)  HEEE THAWEORFPEIRBOLE ] AARERE [RFZERBOE
BRI — R - 707 - AL 144-153 H, HYFH,

HREE (2020) A 17 U7 ORFERBOERL) . AARERE [RFEEREO
ERE g — R - 727 - AARL 195-201 H, HRIE %,
Huang, F. and Welch, A. (eds.). (2021). International Faculty in Asia: In Comparative Global
Perspective. Springer
.Huang, F. and Welch, A. (2021). "Introduction: The International Faculty: Changes and
Realities”. In Huang, F. and Welch, A. International Faculty in Asia: In Comparative Global
Perspective. Springer.
Huang, F. (2021). "Chapter 1 International Faculty at Chinese Universities Based on Case
Studies”. In Huang, F. and Welch, A. International Faculty in Asia: In Comparative Global
Perspective. Springer.
Huang, F. (2021). "Chapter 4 International Faculty at Japanese Universities: Main Findings
from National Survey in 2017". In Huang, F. and Welch, A. International Faculty in Asia: In
Comparative Global Perspective. Springer.
Welch, A. & Huang, F. (2021). "Conclusion International Faculty in Higher Education: Here to
Stay?". In Huang, F. and Welch, A. International Faculty in Asia: In Comparative Global
Perspective. Springer.
Thondhlana, J., Garwe, E., de Wit, H., Gacel-Awvila, J., Huang, F., and Tamrat, H. (eds.). (2021).
The Bloomsbury Handbook of the Internationalization of Higher Education in the Global South.
Bloomsbury
Huang, F. and Welch. (2021). A. ”Section |: Asia Pacific Chapter 4 Introduction to Asia Pacific
Chapters . In Thondhlana, J. et al. (eds.).The Bloomsbury Handbook of the Internationalization
of Higher Education in the Global South. Bloomsbury
Huang, F.. (2021). "Chapter 6 Internationalization of Japan’s Higher Education”. In Thondhlana,
J. et al. (eds.).The Bloomsbury Handbook of the Internationalization of Higher Education in the
Global South. Bloomsbury
Huang, F. (2021). "Chapter 9. China, Japan, and the Rise of Global Competition in Higher
Education and Research". In Pieke and Iwabuchi (eds.). Global East Asia Into the Twenty-First
Century. University of California Press.
Yonezawa, A. & Huang, F. (2021). “Chapter 7 World-Class University Policies and Rankings in
Transition: A Comparative Study of the People’s Republic of China and Japan™, in Nian Cai Liu,
Yan Wu and Qi Wang (Eds.). World-Class Universities. Brill Sense. pp. 140-153.

Essay and commentary

Huang F. (2019) Changing attitudes towards university teaching and research. University World
News (13 April).

Huang, F. (2019). China belts up for the road to internationalisation. Times Higher
Education (11 June)

Huang F. (2019) Doctoral Education needs reform to compete internationally. University World
News (6 July).
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Huang, F. (2020). "Chinese plans for Green Card stir domestic criticism”. University World
News (March 14)

Huang, F. (2020). "What does the future hold for Hong Kong's universities?" University World
News (June 9)

Huang, F. (2020). "More action is needed to protect Japanese higher education against
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Covid-19". Times Higher Education (June 27)

FEE [ E AR T A AN AR, 2 L) [ ERL ] (China Science Daily)
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Huang, F. (2020). "Keeping one step of COVID-19's likely impact on HE". University World
News (September 19)

Huang, F. (2020). "Tsinghua's 'global first-class' status is just the beginning of China's
ambition™. Times Higher Education (October 6)
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Huang, F. (2021). "What does China's dual circulation policy mean?" University world News
(13 February).

Huang, F. (2021)."Don't let Covid distrupt bonding with overseas students”. Times Higher
Education (8 April).

Huang, F. (2021). "More Understanding Needed for International Faculty™ University world
News (16 October).

Cited in published interviews and media

Futao Huang’s comments are cited in Japanese universities ‘cloased to foreigners’, say overseas
staff by Ellie Bothwell, Times Higher Education on 8 October 2019.

Futao Huang’s comments are cited in HE leaders question Japan’s ban on returning of foreigners
by Joyce Lau, Times Higher Education on 24 July 2020.

Nobuyuki Shirakawa’s comments are cited in Japan considers tougher rules on research
interference amid US-China tensions by Smriti Mallapaty, Nature NEWS on 4 August 2020.
Futao Huang’s comments are cited in Japan considers tougher rules on research interference
amid US-China tensions by Smriti Mallapaty, Nature NEWS on 4 August 2020.

Futao Huang’s comments are cited in China’s five-year plan focused on scientific self-reliance
by Smriti Mallapaty, Nature NEWS on 11 March 2021.

Futao Huang’s comments are cited in Chinese researchers now largest overseas cohort in Japan
by Joyce Lau, Times Higher Education on 1 June 2021.

Futao Huang’s comments are cited in Killing at Chinese university highlighs tensions over
tenure system by Smriti Mallapaty, Nature NWES on 25 June 2021.

Futao Huang’s comments are cited in Asia internationalizes in its own backyard by Joyce Lau,
Times Higher Education on 25 August 2021.
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Futao Huang’s comments are cited in China aggressively recruited foreign scientists. Now, it
avoids talking about these programs by Dennis Normile, Science Vol. 375 No. 6578, p. 255 on
20 January 2022.
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The characteristics of international researchers, their motivation to work in Japan’s research
institutes of science and technology, work roles, and challenges they face
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The objectives and methods of recruiting international researchers, and utilization of them in Japan’s
research institutes of science and technology
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Findings from interviews with international researchers in research institutes of humanities and
social sciences
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Presentation 1 Policy initiatives and challenges relating to international researchers and faculty
members in Korea

Yangson Kim (Hiroshima University) and Inyoung Song (Korean Council for University
Education)

The study aims to overview policies (projects) for international faculty members and researchers in
universities and beyond enforced by the central government in Korea by reviewing the current status.
The Korean government has implemented policies to encourage universities and research institutes
to hire international faculties and researchers to enhance their global competitiveness. However,
previous studies on international researchers in Korea have been conducted mainly on international
faculty members in individual universities. Moreover, although tremendous efforts have been made
to recruit international faculty and researcher to work in Korea, many of them have left Korea
because of the limited support system and closed academic culture in Korean society. Therefore, it is
meaningful to explore the challenges and limitations of the policies for international faculty
members and researchers with overall social and economic contexts in Korea. In particular,
universities and research institutes have different organizational cultures, and the expected roles for
international researchers seem to be different, too. Hence, it is significant to analyze the academic
activities and experiences of international researchers in universities and research institutes in more
detail. Further, the policies of World Class University by the Ministry of Education, Korea Research
Fellowship by the Korea Research Foundation, and Brain Pool by the Ministry of Science
Information and Technology are also discussed, focused on their achievements and challenges they
face.

Presentation 2 Identifying the key issues of international faculty at Japanese universities:
A qualitative approach
Lilan Chen (Doctoral candidate at the RIHE)

This study is devoted to identifying the key issues of international faculty at Japanese universities
via a qualitative approach. Semi-structured interviews with 40 international faculty hired in Japanese
universities with various backgrounds were applied. Key issues from various facets ranging at
international, national, social, institutional, and individual levels have been identified explicitly.
Furthermore, this study investigates the variations among these issues according to the demographic
attributes of the participants by indicating that the issues distributed in the open dimensions were
considered consistent with all international faculty, whereas, the issues noted in the closed
dimensions are bound to be diverse depending on the participant individuals. Theoretical and
practical implications drawn from the key findings are offered to better tackle the tokenization of
international faculty and improve the comprehensive internationalization of Japanese higher
education in practice.

Presentation 3 International faculty at Chinese universities
Futao Huang (RIHE)

This presentation is mainly concerned with the analysis of the basic characteristics of international
faculty, their motivation to work in China, and their expected roles in their current universities based
on both quantitative and qualitative methods. It first presents key characteristics of international
faculty in 12 Chinese universities. It then discusses main results from a survey of international
faculty in these 12 Chinese universities. The study argues their characteristics and work roles from a
comparative perspective.

10
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Online International Workshop
International Academics in a Global and Comparative Perspective:
Their characteristics, work roles and contributions
EBREEBHIBLR 2> b BRI SMEANBE - BHZEE 1 & /P b DR, &E L "R

Working language
English

Free Registration
https://rihe.hiroshima-u.ac.jp/en/2022/01/feb-6-2022/

Since the 1990s, international academics, including faculty members at higher education institutions,
and scientists at research institutes and private industry and business has become an increasingly
important part of the global academic environment. A growing expansion and diversification of
international mobility of academics has occurred not only in most OECD countries (OECD, 2008),
but also in Latin America, parts of Africa, and many Asian countries systems (Huang & Welch,
2021). Hence, compared to the era before the 1980s, not only have the numbers of international
academics rose significantly, but also their demographic profiles and work roles have become more
diversified, in most countries and societies. It appears that these ‘new players’ have gradually
changed the portrait of international academics in individual countries and higher education systems
(Altbach and Yudkevich, 2017).

A lot of studies have been undertaken on academics' motivations for international flow (Baruffaldi
et. Al., 2016; Siekierski, et al., 2018; Huang, 2018a), their contributions, particularly to US science
(Levin and Stephan, 1999; Stephan & Levin, 2001; Libaers, 2007; Kim et al., 2011; Huang, 2018b),
as well as personal, institutional, policy and cultural challenges they face (Cradden, 2007; Leisyte et
al. 2011; Huang et al., 2019). However, less is known of international work roles and contributions
in other countries, and particularly international researchers and scientists’ characteristics and
responsibilities in research institutes and industry and business.

This online international workshop is to explore the most striking characteristics of international
academics from university, research institute and industry and business, primarily focusing on
analyzing and discussing their work roles and contributions, and issues facing them in case countries
and systems. Multiple research methods, including semi-structured interviews, questionnaire survey,
case study, and analysis of international academics’ profiles from publicly available sources, and
others are used in case countries. The workshop is mainly concerned with the following research
questions:

* What are the most striking characteristics of international academics? Are they different
from local academics?

*  What are main work roles or responsibilities of international academics in their affiliations?
Avre they different from domestic academics? If any, how different?

* What general and specific challenges international academics face in their academic
activities and workplaces? Are they different from domestic academics? If any, how
different?
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1. Sojourn or Stay? International researchers in the
Australian H. Ed. & Research system

Antony Welch (University of Sydney, Australia)

An International system

* Reflecting its standing as a country of migration, the Australian higher education system is highly
international. International students form 25% of total H. Ed enrolments, and international staff are
widely represented.

* International researchers are also represented among think tanks and research organisations, such
as the national Commonwealth Scientific and Industrial Research Organisation (CSIRO).

* While the first universities (e.g. Sydney 1850, Melbourne 1853) largely drew on British talent,
(with a few Germans), 50 years of non-discriminatory migration now means talent comes from
everywhere.

* But Australia’s decades-long bias towards skilled migration affords priority to applicants who are
(young and) well qualified. This has seen a steady shift towards high-skilled migrants such as
researchers.

* This has meant that among OECD member states, Australia has had the highest nett brain gain.

Change towards skilled migration, 1990-2020.

1990-91 1996-97 2003-04 201809
CATEGORY

TOTAL Y TOTAL Y% TOTAL % TOTAL Y%

Family 53,934 443 36,490 426 29,548 26,6 47247 205
Skilled 48,421 398 19697 229 51,529 46.8 109,713 68.4
Groﬁqs annual 121,690 85,752 110,000 160,323

intake

18



The rise of Asian researchers

* Australia’s increasing (if uneven) integration into Asia, together with
the rise of Asian research systems (e.g. Singapore, China) has meant
that more and more researchers stem from Asia.

* Recent research showed the Australian university system not only to
be among the most diverse worldwide, but revealed significant growth
in Asian researchers within the system.

* The proportion of Australian academics born in Asia grew by over 50
per cent during 2005-2015, from 10 per cent to 15.4 per cent overall.
This parallels the equivalent proportion in the overall population.

Sources of Asian-born Academics, 2015
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Representation 1s not always Recognition

* The increasing number and proportion of Asian researchers (Many of whom take
their Ph. D. within Australia) within the overall research system represents an
important enrichment and diversification of the H. Ed. and research system.

» It also aligns well with the international student profile, most of whom stem from
East and South East Asia.

* But interviews with numbers of such individuals reveals that, while their
disciplinary expertise is valued, the additional work undertaken by many, to build
and deepen ties with researchers from the home country, is not always valued (as
much). Language and cultural issues can also be a problem at times.

* The rise of Asian knowledge diasporas is a significant resource, however, and an
important bridge between the Australian research system, and Asian systems.

* China, for example, 1s now one of Australia’s major knowledge partners, in key
natural scientific disciplines and (less) in the social sciences.

Culture Wars and International Researchers

* But rising US-China tensions in recent years, and the related pressure by the
US on its allies to align their policies, also afflict international collaboration
with Chinese rescarchers.

* As has happened in several other countries, incidents of anti-Chinese (and
anti-Asian) sentiments and harassment have risen, and some Chinese-
Australian colleagues have raised concerns. Some sensationalised media
accounts have helped lead to clashes between pro-China and anti-China
groups on campus.

* Foreign Interference legislation has burdened universities with added
administration, and courses such as on Chinese politics, for example, have
become more ‘complex’ to teach.

* In conclusion, we must not allow the rich store of international talent in
Australia to have their activities and contributions infringed by the ongoing
US-China Culture Wars, and associated securitisation of related policy.
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2. Motivations and Work Roles of International Faculty in
Chinal

Futao Huang (Hiroshima University, Japan)

Introduction

Since the 1990s, various important drivers have facilitated the international mobility of scientists,
researchers and faculty members across nations and regions (OECD 2015). In some countries and regions,
the main rationale of mobility relates to diplomacy or cultural development (Knight 2004). In others, the
aim is to attract talents from other countries to support domestic knowledge economies (Woldegiyorgis,
Proctor and de Wit 2018). As an integral part of the cross-border mobility of academics and scientists, it
is generally agreed that recruiting international talents, including faculty members, from other countries
or regions is considered as an effective way to enhance global competitiveness and to improve academic
excellence of national higher education and research (Morano-Foadi 2005; Kim and Locke 2010). In East
and Southeast Asia, countries like China, Japan, Korea, Malaysia, and Singapore share this perspective
(OECD 2001). In these countries, hiring international faculty has played an increasingly important role in
facilitating the internationalization of higher education, building up world-class universities as well as
levelling quality and global competitiveness in the national higher education and research systems,
especially since the early 2000s (Hazelkorn 2016).

Compared to much research on the international mobility of academics and scientists, and on
recruiting inbound international faculty members in Western countries like the United States, the UK
some EU countries, and even Japan (Huang, Finkelstein and Rostan 2014; Altbach and Yudkevich 2017,
Brotherhood, Hammond and Kim 2020), there has been less research on inbound international faculty in
Chinese universities. Among the existing research, some researchers analyse how the Chinese
government created and implemented strategies to attract international talents from other countries,
especially advanced Western countries (Cao 2004; Chu 2013; Kim 2017). Kim’s research (2015)
describes foreign instructors’ reasons for migrating to mainland China in addition to their academic
activities and the difficulties they face in their Chinese universities, based on interviews with forty-one
non-Chinese university instructors teaching in Beijing. Wu and Huang (2018) explore the main
characteristics and motivations of international faculty in several case universities in Shanghai by
discipline, age, gender and other characteristics. Larbi and Ashraf (2020), drawing on interviews with
international academics in Beijing, investigate how international academics view Chinese academia as
either resourceful or restrictive for their academic careers and the challenges that international academics
face in relation to mobility. However, little is known of international faculty’s motivations to work in
China, and their work roles in China, whether based on quantitative or qualitative analyses.

This chapter discusses the main characteristics of full-time international faculty in several
Chinese universities (excluding faculty hired as language teachers), focusing on their motivations for
entering and working in China as well as on their work roles. Both quantitative and qualitative research
methods are used. First, the chapter briefly reviews previous research. Second, it outlines key changes

1 This study will be published as Chapter 11 in Marginson, S & Xu, X. (eds.). (2022). Changing Higher Education
in East Asia. Bloomsbury Publishing.
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that have occurred in relation to international faculty in China, from a historical perspective, and
discusses recent strategies relating to attracting international faculty to China. Third, it describes the
demographic profiles, motivations and work roles of international faculty in Chinese universities based
on findings from a survey and semi-structured interviews. The study concludes with an overall summary
of why international faculty move to work in China and what they do after entering the country.

In this chapter, international faculty are defined as full-time faculty members who are
non-Chinese citizens or foreign passport holders. This differs from definitions based on place of birth
(foreign-born) or education (foreign- educated) as used in the United States and Australia. The term Waiji
Jiaoshi in Chinese is similar to ‘international faculty’ in English. It normally refers to all teachers with
foreign nationalities or citizenships who are hired in kindergartens, schools and higher education
institutions in China. In the chapter, international faculty includes Waiji Jiaoshi at higher education
institutions (note that most of this group are, however, usually language teachers who are not included in
the study); faculty members who are hired in professional departments, colleges or schools; and
high-level talents with foreign passports who are mainly concerned with research and writing up papers
in Chinese universities.

Context

In the late nineteenth century, when the Qing Dynasty attempted to establish a modern higher education
system, many international or foreign experts and academics were invited to come to China (Altbach and
Selvaratnam 1989). Between the early twentieth century and the late 1920s, various Christian missionary
groups established fourteen mission universities in China. Many Western faculty and administrators
worked in these Western-style universities (Ng 2006, 2019). After the People’s Republic of China was
established in 1949, the new government invited thousands of Soviet educators and specialists in various
fields to come to China. Although all of them returned by July 1960 following the outbreak of
Sino-Soviet ideological conflict, they made a remarkable contribution to China’s socialist construction,
by restructuring China’s higher education system and training university staff (Shen 2009).

As part of the culture revolution from 1966 to 1976, a great revolution also occurred in higher
education. As China attempted to search for a totally new ‘Chinese way’ in higher education and research,
and emphasized the contribution of higher education to proletarian politics and ideologies, and to solving
particular problem in the Chinese society, the inward transmission of nearly all systematic Western
knowledge in humanities and social sciences was blocked, and there were no real international exchange
activities with either the former Soviet Union or the United States and other Western countries. The
hostility between China and the United States from 1949 onwards, and the ideological and political
conflicts with the former Soviet Union after the late 1950s, meant that in China it was almost impossible
to educate and train domestic academics and scientists who understood Western developments in science
and technology and had advanced knowledge. Because China lacked high-level talents or internationally
recognized scholars in science and technology, when the reform and open-door policy was implemented
from 1978 onwards, there was an urgent need to attract high-level overseas talents, including
international scholars, to work in China. The early stage of internationalization of China’s higher
education from 1978 to 1992 was primarily concerned with dispatching students, scholars and faculty
members abroad to learn advanced studies and conduct high-level research, inviting foreign scholars and
experts to China, and the practice of teaching and learning foreign languages, especially the English
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language. As the English language become one of the university-wide subjects, international faculty,
especially those from English-speaking countries, were hired at Chinese universities as language teachers.
Their numbers expanded rapidly with the massification of China’s higher education from the late 1990s
onwards (Huang 2003).

After 1995, the emergence and development of transnational higher education institutions and
programmes ( Zhongwai Hezuo Banxue in Chinese, meaning co-operation between China and foreign
countries in the operation or management of higher education institutions and educational programmes)
generated the need for a large number of international faculty to work in China, in relation to educational
programmes for domestic students that were provided either in branch campuses of foreign universities in
collaboration with China’s universities or within China’s universities where joint programmes were
provided in cooperation with institutions from the United States, Australia, the UK, Canada, France,
Norway and Singapore. These faculty differed from the international faculty exclusively engaged in
teaching foreign language for domestic undergraduate students. The fields of study offered in the branch
campuses of foreign universities, and joint programmes inside Chinese universities, that became the task
of international faculty (MOE 1998) included international finance, international accounting, computing,
marketing, secretarial studies, fashion design, commercial English, practical English and other fields.
With rapid growth in the number of both branch campuses of foreign universities and Sino-foreign jointly
operated educational programmes in China, the number of international faculty working in these branch
campuses and joint programmes expanded quickly. Some were directly dispatched by the foreign partner
or home universities to Chinese campuses, while others were hired by the Sino-foreign jointly
collaborative universities or branch campuses. For example, the University of Nottingham Ningbo China
(UNNC) was the first Sino-foreign university, established in 2004. It now has an international community
of approximately 8000 students and faculty members from about sixty countries. Many of its faculty
members are world authorities in their fields (UNNC 2020).

With the outflow of Chinese scholars, faculty members and students abroad increased
markedly from the early 1980s. The Chinese government, since the early 1990s, has made various efforts
to attract overseas Chinese scholars, especially high-level young researchers or scientists undertaking
research in cutting-edge fields of science and technology in advanced Western countries, to return and
work in China (Zweig 2006; Welch and Hao 2013). Later, some of these so-called talents-attracting
programmes also began to recruit non-Chinese nationals. As early as 1994, Chinese Academy of
Sciences developed the Hundred Talents Programs to recruit skilled professionals from abroad. Although
the main purpose of the programme was to attract young Chinese scholars who obtained their degrees in
science and technology from advanced Western countries or had experience of conducting research in
these countries, in 2011 it also began to attract high-level talents with foreign nationality and citizenship.
According to Bai (2014), president of Chinese Academy of Sciences, by 2013, a total of 2145 high-level
scholars had been attracted to work in China. Over 90 per cent came from the United States or European
countries. Nearly one-third of them previously worked in either global top 100 universities or in
fifty-nine internationally recognized research institutes. Soon after the implementation of the Hundred
Talents Programs, other national-level programmes were launched by the central-level ministries and
departments to attract both overseas Chinese scholars and foreign scholars to work in China. Major
programmes include the Changjiang Scholars Program of 1998, the Thousand Talents Plan of 2008,
Recruitment Programs of Young Global Experts of 2011, and the Ten Thousand Talents Plan of 2012
(Peters and Besley 2018). Some globally renowned academics are given the title of Changjiang Scholar.
For example, Michael Herzfeld, a professor in the anthropology department of Harvard University, was
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appointed to be a Changjiang Scholar at the beginning of 2015 (Byju and Levine 2015).

There are no publicly available data of how may international scholars or scientists have been
recruited to come to China through all these programmes together, but by the mid-2017, the Thousand
Talents Plan had attracted 381 foreigners (Jia 2018). Among these foreign scholars, some are
world-famous scientists. For example, it has been reported that Professor Charles Lieber, a prominent
Harvard University chemist and nanotechnology pioneer, was recruited to work in Wuhan University of
Technology through the Thousand Talents Plan (Subbaraman 2020). In relation to the recruitment of
high-level talents from abroad, the significance of the 985 Project in 1998 and the Double World-Class
Project in 2017 cannot be overestimated. These projects have aimed at improving the quality of China’s
higher education and research, lifting the global competitiveness of China’s higher education, building
world-class universities and establishing disciplines that are globally first-class. Similar to the 985 Project
but much more ambitious, the key goal of the Double World-Class Project in 2017 is to build forty-two
world-class universities and approximately 456 world-class disciplines in ninety-five universities by
mid-century. Hiring global talents is considered to be one of the most effective and quickest ways to
achieve the goal (Huang 2017). In addition to these national-level programmes aimed at recruiting
high-level talents from foreign countries, the central government expects local authorities and individual
universities, especially research-intensive universities, to hire more international faculty members who
conduct research and teach graduate programmes in professional fields. The Shanghai local government
has several supportive policies designed to attract increased numbers of high-level international talents to
work in Shanghai (Shanghai Administration of Foreign Experts Affairs (2021).

As a result, a large number of universities have developed their own strategies, job positions
and salary systems so as to attract international faculty to help them fulfil their missions. Top universities
like Peking and Tsinghua, and Shanghai Jiaotong, hope that by attracting top international faculty
members, they will enhance the standard of their academic faculty, their internationalization, their global
reputation and their standing in major global university ranking systems (Huang 2015). Even
non-research universities, including local public institutions, hope that by employing high-level
international faculty members they will better incorporate the international dimension into their
university wide curricula, build their research capacity and level, form international academic networks
and especially train graduate students and young academics. Moreover, as mentioned earlier, the
emergence and expansion of Sino-foreign collaborative programmes and universities in China has
continued to generate increasing numbers of international faculty members.

Recruiting international faculty members from abroad is only one part of China’s ambitious
plans to attract high-level talents from foreign countries. Without a doubt, the changing goals of
internationalization of China’s higher education, and the other factors discussed above - especially the
programmes and strategies developed at the levels of local authorities and individual universities —
have facilitated a rapid rise in the number of international high- level talents, including faculty members,
to work in China. However, certain issues have emerged. For example, given national policies relating to
migration, including the adoption of the Green Card (Permanent Residence Card) System in 2004 (Wang
and Liu 2014), given China’s social welfare systems and given the relatively low level of
internationalization of many Chinese cities compared to Singapore and even Japan, these recruitment
programmes have not been able to permanently attract the return of many of the best and brightest Chinese
students, and the entry of international scholars, beyond the length of their overseas research and study stint
(Cao 2008).

Further, as the majority of research-intensive and leading universities are located in big cities
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and coastal areas, a large proportion of the international scholars and faculty members are hired at
leading universities and branch campuses of foreign universities that tend to be located in wealthier
places in China. There is a net inflow of high-level talents from abroad into good universities and
economically developed areas, while the northeastern and midwestern regions have difficulties in
attracting these talents (Zhou, Guo and Liu 2018). This is one reason why this study focuses only on
international faculty members hired at research-intensive universities, local public universities in the big
cities and Sino-foreign jointly collaborative universities.

Growth of Foreign Teachers

There are no available national statistics of all international faculty members working in China. Partial data
are available, for some faculty only.

who are hired at Chinese higher education institutions every year (Figure 1). All university students in
China are required to learn the English language as one compulsory subject and the number of language
teachers is relatively easy to gather at a national level. These foreign teachers are hired as a result of the
work of the national-level agency that is specifically in charge of inviting and recruiting international
faculty members to come to China and work in Chinese higher education institutions on a fixed term basis.
As a large number of these faculty are employed at Chinese higher education institutions as language
teachers, the phrase ‘foreign teacher’ is mostly used as an official title for them. This is one category of the
various academics, experts and scientists who move from foreign countries to work in China temporarily,
for periods ranging from more than one year to less than one month. Those who are hired by individual
higher education institutions based on various projects or college or faculty-wide budgets are not included
in Figure 1. These foreign teachers only constitute one part of all the international faculty members who are
hired at Chinese higher education institutions. In most cases, they are not considered to be full-time faculty
members, let alone tenured faculty members.
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m Total foreign Teachers 3495 4969 6088 6228 9464 10141 11056 11131 11567 13191 13801 14945 15521 15767 16958 18368 18428 18520
mDoctor's Degree 493 765 1051 1037 1674 1670 2533 2547 2885 4442 4765 5812 6269 7040 8071 9493 9869 10427

Master's Degree 941 1495 1738 1770 2768 3100 3028 3143 3353 3701 4034 4296 4532 4233 4356 4669 4673 4409
m Bachrlor Degrees 2014 2659 3248 3330 4923 5294 5389 5324 5241 4867 4936 4745 4663 4405 4404 4100 3819 3646

u Short-cycle Courses and Under 46 50 51 91 99 7 106 117 88 181 66 92 57 89 127 106 67 38

mTotal foreign Teachers ~ mDoctor's Degree Master's Degree  mBachrlor Degrees ~ ® Short-cycle Courses and Under

Figure 1. Changes in foreign teachers at Chinese HEIs
Source: MoE (2019). # & % 1 #¢ #£ [Educational Statistics].  Retrieved  from
http://www.moe.gov.cn/s78/A03/moe_560/jytjsj_2019/ (in Chinese).

In addition to that group, there are many full-time international faculty who are not primarily
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engaged in teaching foreign languages for Chinese students, but employed as faculty members or
researchers in professional faculties, colleges or schools. These include those invited and employed in
individual universities and research institutes as specially hired professors as well as scientists who work
on various national projects and institutional projects. Unfortunately, summative data for this second group
are not publicly available.

As shown in Figure 1, the number of foreign teachers at Chinese universities has expanded
rapidly, growing from 3495 in 2002 to 18,520 in 2019, a five-fold increase over the period. Not only did the
size of the foreign teacher workforce grow, but also the number of foreign teachers with doctoral degrees
increased steadily. In 2002, the largest number of foreign teachers was those with bachelor degrees (2014),
followed by those with master’s degrees (941) and those with doctoral degrees (493). By 2019, those with
doctoral degrees (10,427) had become the largest group, followed by those with master’s degrees (4409)
and those with bachelors (3646). This suggests that China has made good progress in attracting and hiring
foreign teachers, based on the quality of academic degrees held.

Research Design and Methods

The study summarized in this chapter addresses the following two broad research questions.

1. Why did international faculty come to work in Chinese universities?
2. What roles were they expected to play in their current universities?

In order to deal with these questions, the study uses relevant data from a survey of full-time
international faculty at twelve Chinese universities which was carried out from July to August 2017. The
list of the target population was created based on the websites and other publicly available sources of
international faculty who worked in Chinese universities. The study includes four research universities, six
local public universities and two Sino-foreign jointly collaborative universities located in big cities such as
Beijing, Shanghai and Hangzhou. By looking at the homepages and other publicly available sources of
information on approximately 14,800 full-time faculty in these universities, the study team collected the
profiles of 855 faculty who were considered as international faculty on the basis of name and personal
experiences. The data on their personal, educational and professional characteristics, especially the
nationalities or citizenships of these faculty members, were confirmed and checked for correctness via
emails and other social media.

In July 2017, on the basis of the information collected as detailed above, the research team sent
emails to 365 international faculty in these twelve universities, in English, with a link to an online survey
questionnaire and an invitation to recipients to participate in the survey. In September 2017, after excluding
the number of part-time international faculty answering to the survey, the research team received
thirty-eight valid responses (response rate 10.4 per cent) from full-time faculty with foreign citizenship and
nationalities. The main characteristics of these full-time international faculty in the twelve universities are
presented in Table 1.

In terms of nationality, international faculty from English-speaking countries made up the
largest proportion of the total. By discipline, the largest group were from humanities and social sciences.
The fuller study, of which this study in China is one part, is an international and comparative research
project focusing on the identities, motivations and work roles of full-time international faculty in

26



universities offering four-year programmes in several countries: the United States, the UK, Australia, the
Netherlands, China, South Korea and Singapore, and also the Hong Kong Special Administrative Region

Table 1 Characteristics of International Faculty Survey Respondents

Gender Male 32 (86%)
Female 5 (14%)
Nationality United States 13 (35%)
UK 6 (16%)
France 4 (11%)
Germany 4 (11%)
Australia 2 (%)
Canada 1 (3%)
Others 7 (19%)
Degree Bachelor 28 (30%)
Master 24 (26%)
Doctoral degree 31 (34%)
Post-doctoral degree 9 (10%)
Academic rank 10 (27%)
Professor/Research professor
Specially appointed professor 1 (3%)
. . 13 (35%)
Associate professor/Associate research professor
9 (24%)
Lecturer/Assistant professor
Other (please specify) 4 (11%)
Discipline 2 (5%)
Teacher training and education science
Humanities and arts 10 (27%)
Social and behavioural sciences 4 (11%)
. N . 5 (14%)
Business and administration, economics
Law 3 (8%)
Life sciences 2 (5%)
Physical sciences, mathematics 6 (16%)
Computer sciences 1 (3%)
0,
Engineering, manufacturing and construction, architecture 2 (5%)
Other (please specify) 2 (6%)
Employment situation ~ Permanently employed (tenured) 11 (30%)
Continuously employed (no preset term, but no guarantee of 4 (11%)
permanence)
Fixed-term employment with permanent/continuous 10 (27%)
employment prospects (tenure-track)
Fixed-term employment without permanent/continuous 12 (32%)
employment
prospects

Source: Based on Huang’s investigation in 2017.
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(SAR) of China. In the case countries, a common survey questionnaire and interview guideline were used.
The main objective of the survey of international faculty was to obtain a better understanding of the actual
situation of these international faculty. In the case of China, specifically, it aimed at identifying their career
paths, living and working conditions, academic life and work, their roles, duties and responsibilities, and
the challenges facing them.

As shown in the sections that follow, the motivations of the international faculty in China were
shaped by academic or professional factors, cultural factors, economic factors, political factors and others.
In relation to their expected roles, these related to engagement in international activities, teaching and
research activities, faculty development activities and others. It is hoped that this research provides a
comprehensive description of faculty motivations to work in China and the roles they expect, or are
expected, to play.

As mentioned earlier, the study also undertook semi-structured interviews with a dozen
international academics from different countries, working at different universities in China, before their
profiles were gathered and analysed. These interviews were carried out in English with a common
interview guideline, and they focused on the faculty’s personal background, motivations of coming to
China, their work roles, the challenges they face as well as their career expectations and prospect of an
academic career. Each interview lasted for about forty to sixty minutes, depending on interviewees’
convenience. All except two of the interviews were recorded and coded. The main characteristics of
interviewees are described in Table 2. As indicated in Table 1, over half of all international faculty come
from the United States and the UK, and this study used the findings only from interviews with faculty members
from English-speaking countries.

Table 2. Profiles of International Faculty Interviewees

University  Location Institutional type Interviewees
Q Professor A from Canada in School of
Beijing Research university ~ Humanities _ _
Professor B from the UK in School of Medical
Sciences
X Associate professor from the United States in
Southeast Local public university  School of Engineering
S Professor from the United States in School of
Shanghai Research university ~ Mechanics
D Professor from the United States in School of
Northeast Research university Material Science
J
Northeast Research university  Professor from the UK in School of Sciences
H Professor from the United
Central China  Local public university  States in School of Life Sciences
N Sino-foreign collaborative Associate professor from the UK in School of
East China university Business

Source: Based on Huang’s interviews in 2015-16.

In analysing the findings from the semi-structured interviews to gain a comprehensive
understanding of participants’ interpretations of their expected roles in China’s universities, the team
members read all relevant transcripts of interviews and became familiar with their main ideas and key
points. The team members also reviewed and defined major themes, and conceptualized key themes in
relation to the research questions. The team developed an overall sense of the structure of all analysed
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data, which is presented below using interviewees’ comments and observations to illustrate this structure.

Results of Survey and Interviews

Motivations to Work in China Based on the Survey

As Table 3 shows, if ‘Comparatively important” and ‘Strongly important’ are combined, twenty-nine of
international faculty stated that they came to work to China for both academic or professional reasons.
This is followed by those who answered with ‘fondness for Chinese life and culture’ (twenty-five), and
those with ‘Difficulty of finding employment in home country”’ (thirteen). In contrast, neither the
economic reason ‘Better living conditions than home country’ nor ‘Family reason is important for them

to work in China’ were important, because only eight respondents admitted each of these two factors.

Table 3 International Faculty’s Motivation to Work in Chinese Universities

Strongly Comparatively Comparativel Strongly Average

Item disagree disagree Neutral y agree agree
Academic or professional 1 1 6 7 22 43
reasons
Fondness for Chinese life 5 2 15 10 5 3.22
and culture
Difficulty of finding 12 7 5 9 4 2.62
employment in home
country
Better living conditions 11 12 6 8 0 2.3
than home country
Family reason 14 4 11 5 3 2.43
Political reasons 22 7 8 0 0 1.62
By chance 12 1 12 9 3 2.73
Other 10 0 24 2 1 2.57

Note: Survey question: Why have your decided to teach/do research at a university in China?
(‘1—5’indicates ‘Strongly disagree — Strongly agree’).
Source: Based on Huang’s investigation in 2017.

We also asked international faculty to rate the importance of several factors to their work life
in China; a question similar to the one about their motivation to work in Chinese universities. As Table 4
reveals, combining ‘Comparatively important” and ‘Strongly important’, all mentioned ‘interesting work”,
suggesting that this is the most important factor affecting their work life in China. This is followed by
‘Personal independence in research’ (thirty-six), and ‘Personal independence in teaching’ (thirty-four).
Only twenty-eight of them noted ‘Salary’, which was ranked to be the fifth important factor among all the
eight factors listed in the questionnaire. Apparently, the academic or professional reason and interesting
work are the most decisive factors attracting and affect them to work in China.With regard to the methods
used by their current university to recruit international faculty, the data from the survey indicate that the
largest number of them (twenty-two) applied directly to their current university through public or
international advertisement for the post, followed by those applied for their current post through personal
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contact (fifteen) and those who were employed through an intermediate agency (three).

Table 4. Factors Affecting International Faculty’s Work Life in China
Item Strongly Comparatively

Comparatively Strongly

unimportant  ynimportant Average important important

Salary 0 2 8 19 9
Job security 1 1 11 17 8
Career opportunities 1 4

6 21 6
Institutional prestige 1 4 11 15 7
Opportunities to learn and 0 1 7 18 12
enhance competences
Personal independence in 0 0 4 16 18
teaching
Personal independence in 0 0
research 2 13 23
Interesting work 0 0 0 10 28

Note: Survey question: How do you rate the importance of the following factors to your work life?
(‘1—5’indicates ‘Strongly disagree — Strongly agree’).
Source: Based on Huang’s investigation in 2017

Data on Motivations from the Interviews

As suggested in the following findings, from interviews with all the participants in Table 2, it seems that
almost all of the interviewees emphasized academic and professional reasons for working in their current
universities. Those reasons included favourable research condition, intensive research grant, personal
support, the provision of advanced equipment and laboratories, the possibility of undertaking of long-term
research and especially the capacity to concentrate on research without many teaching duties. For

example, the professor at J University provided a typical answer.

I found working in the current university is more exciting and productive compared to my previous
affiliation in UK. I do not have to worry about research funding, facilities or supportive systems here.
You just do research as you wish based on the contract. | take a great deal of pleasure from my

academic and professional life here. (Professor at J University)

Self-actualization was one more factor affecting the decision of some to migrate to China.
Some mentioned that it was possible to realize their ambitious dream and academic goals and also apply
their knowledge and experience in Chinese universities. In a major sense, this can also be understood to

be relating to academic or professional motivation.
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I used to work in a top research centre of environment science in a European country. | was a junior
research assistant there and worked very hard. My research was not so evaluated as | expected.
Perhaps it is because | was not graduated from that European country. But in current university, | am
highly respected despite my young age. | am tutoring young doctoral and academics here in how to
publish good papers, and even involved in faculty development activities. (Associate professor at N

University)

Different from many Western countries, international faculty in Chinese universities also
include some overseas Chinese scholars who changed their nationalities after going to foreign countries.
In the study, there is one China- born faculty who changed his nationality to the American and returned to
his university of graduation as a specially appointed professor. According to him, the most important
reason for him to work in his current university is to contribute to the university in which he learnt a lot
while he was a college student. His goal is to make his home university more internationally competitive
and more internationally accepted. Similarly, his motivation to work in China is driven by academic or

professional reasons.

| graduated from this university about twenty-five years ago. | should contribute to my home
university with my academic reputation and international networking in return to my beloved

professors here, | suppose. (Professor A at Q University)

Some mentioned higher salaries and better treatment which they received from Chinese

universities, through both national programmes and the universities that employed the faculty.

As I am invited to work here based on ‘the One Hundred Talent Project’, my salary is much higher
than my Chinese colleagues. Besides, | have been allocated additional research grant and other
research allowances, as well as a good team working for my project. I am quite satisfied with

working and employment situation here. (Professor at S University)

Expected Work Roles Based on the Survey

As mentioned earlier, as in other East Asian countries like Japan and South Korea, international faculty
are broadly divided into two types. One type refers to language teachers, who are outside the target
population of the survey in this study, and the other refers to non-language teachers affiliated to
professional colleges or faculties within their universities.

Table 5 presents the data concerning to what extent international faculty consider themselves to be

exposed to the various expectations by their universities. In total, the largest number of them respond that
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they are expected to enhance the international reputation of their current universities (3.81, combining
both ‘Comparatively high’ and ‘To a very high extent’), followed by those yielding high research
productivity (3.62), being active in carrying out international activities (3.24), bridging the linkage of
their current universities and universities of their home countries (2.65), organizing faculty development
activities in their current universities (2.76), recruiting more international students (2.65), undertaking any
activities which cannot be accomplished by my Chinese colleagues here (2.65) and teaching language
programmes for students (1.97). Obviously, from the perspective of international faculty, they are hired to
enhance the international reputation of Chinese universities through their research activities. In addition,
they are expected to be primarily involved in international activities, but the fewest number of them are

expected to teach language programmes for students.

Table 5 International Faculty’s Expected Roles in Their University

ltern Not at all Comparati Average Comparativ To a very Mean
vely low ely high high extent

Undertaking any activities 9 6 12 9 1 2.65

which cannot be

Teaching language 20 8 2 4 3 1.97

programmes for students

Bridging the linkage of my 9 9 6 12 1 2.65

current university and

Recruiting more 10 7 9 8 3 2.65

international students

Helping enhance the 3 0 9 14 11 3.81

international reputation of

Organizing faculty 7 9 9 10 2 2.76

development activities in

Yielding high research 5 3 3 16 10 3.62

productivity

Being active in carrying out 6 2 12 11 6 3.24

international activities

Other 7 1 25 1 3 2.78

Note: Survey question : To what extent do you consider yourself to be exposed to the following
expectations by your institution? *1—>5’indicates 'Not at all —To a very high extent’).

Source: Based on Huang’s investigation in 2017.

32



Expected Roles Based on the Interviews
In relation to their expected roles, despite differences in degree and expression, it seems that no

fundamental differences can be found between the interviewees’ answers and the results from the survey.
None mentioned being asked to recruit more international students for their departments, colleges or
schools within their affiliations, or only to teach language programmes for students, especially
undergraduate students. Most of them emphasized that they were hired to concentrate on research. Most
noted that the universities seem to expect high research productivity from faculty; this was consistent with

the results from the survey.

I do not have teaching responsibility neither | am asked to attend any committees. What | am asked
to do is just to conduct research and to publish research papers in SCI journals. (Professor B at Q

University from Japan)

Some of them mentioned that they were invited to be leaders of one key discipline or

laboratory at a national or international level.

I am asked to lead a national-level key discipline and form a team. My team is expected to produce
graduates with international competitiveness and especially to publish research articles in journals
indexed by the Web of Science such as Science and Nature. (Professor at S University from the

United States)

One of the interviewees said that he was asked to manage a domestic faculty. Previous studies

suggest that that is a rare case in the role played by international faculty in most countries.

I am executive dean of this college. | am supervising two doctoral students. But my major duty is to
run this college modelled on my home university in the United States. (Professor at H University

from Japan)

Further, some of them are expected to foster and mentor young academics.
I am mainly concerning with supervising doctoral students and mentoring young academics here. |
also teach them how to write English research papers and how to publish research outputs in

internationally peer-reviewed journals. (Associate professor at X University)

In contrast with the situation of language teachers, it appears that the most interviewees’

primary roles and responsibilities were engaging in the enhancement of the research quality of their
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current affiliations through work on publications in indexed journals, supervision of doctoral students and

mentoring of young faculty.

Discussion

Impacted by the massification of Chinese higher education, and the increased emphasis on the importance
of teaching and learning of English and other foreign languages on Chinese campuses, the number of
international faculty hired as language teachers underwent a major expansion in the past thirty years.
Since the late 1990s, strategies to hire a new type of international faculty, non-language teachers, have
developed, at both national and institutional levels. This has facilitated the recruitment of international
faculty, who are expected to meet specific requirements in particular fields of study, to achieve goals of
internationalization and to enhance the global competitiveness and academic excellence of Chinese
universities.

Clearly, the characteristics of international faculty as reported in this survey are different from
those of international faculty providing foreign language programmes for undergraduate students in
Chinese universities. For example, a majority of the former are male with doctoral degrees, associate
professors and US citizens. The largest number of them were associated with the humanities and social
sciences, and a majority of them were hired as tenured and tenure-tracking faculty members. Despite the
very limited number of valid respondents, the study depicts a category of international faculty who were
additional to the category of language teachers, and also distinct from the category of specially appointed
professors who are mostly involved in supervising Chinese doctoral students and young academics, and
work as principal investigator in national-level key laboratories, supported by programmes such as the
Thousand Talents Plan and the Changjiang Scholars Programme.

In relation to their motivations for coming to Chinese universities, both the results of the
survey and interviews suggest that academic and professional reasons are the most important. These
include the availability of adequate research funding, favourable working conditions and the possibility of
self-actualization. These points are consistent not only with recent research by Huang (2018a) who found
that academic and professional factors are the two key drivers for international faculty working in
Japanese four-year universities, but also largely with research by Janger and Nowotny (2016). These

LT3

researchers found that ‘attractive jobs satisfy researchers’ “taste for science” and increase their expected
scientific productivity, responding to both intrinsic and extrinsic motivations’ (1672). Also, salaries,
research funding and working with stimulating peers matter when faculty move from home country to
foreign countries. Further, the findings of the present study are partly consistent with Kim’s finding
(2015) which notes that many foreign professors moved to China as their last resort for various reasons,

including fulfilling research purposes and advancing their careers. These findings were based on the
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interviews with forty- one foreign academics working in Beijing.

In relation to their expected work roles, because the study concentrates on the analysis of
non-language full-time faculty working in universities, mostly research universities, it is not difficult to
understand why most of these faculty are expected to produce research papers and enhance the
international reputation of their current universities. This is a fundamental difference in their expected
roles, when compared with those of language teachers. From the global and comparative perspective, they
are different not only from foreign-born and foreign-educated faculty in the US universities, who are
more academically productive than domestic faculty (Kim, Wolf-Wendel and Twombly 2011), but also
different from most international faculty in Japanese universities, who are hired so as to carry out duties
and undertake activities which cannot be accomplished by Japanese faculty (Huang 2018b).

Conclusions

The main findings of this study are as follows. First, the most striking characteristics of
non-language teachers with foreign nationality in Chinese universities have been presented, although
some of these characteristics are shared with international faculty in other countries. Second, the survey
and interviews demonstrate clearly that the most important factors influencing international faculty to
work in Chinese universities are academic or professional, rather than the prospect of better salaries.
Third, international faculty are treated differently from language teachers and also somewhat differently
from domestic faculty in relation to salaries, working conditions, workload and roles; they are expected to
play different roles from those of the language teachers. A new type of international faculty has been
gradually forming and expanding among faculty in Chinese higher education institutions. It is likely that
the formation and growth of this new type of international faculty has led and will continue to lead to a
wide variety of international faculty who are hired in Chinese universities.

The limitations of this research are obvious. First, the number of valid responses from the
survey is too small and can hardly provide a comprehensive portrait of international faculty in Chinese
universities. Second, as part-time and language teachers are not included in the study, it is unclear as to
what extent the main findings from the study apply to those other type of international faculty who are
mainly concerned with teaching language programmes in China. Third, it is desirable to develop a deeper
and more detailed analysis of the characteristics of international faculty by considering variables such as
age, gender and form of employment, an analysis that can account for the impact of these variables on
their motivations and expected roles. Finally, a more comprehensive study of the division of labour and
work roles between international faculty and domestic faculty, and the impact of institutional context,

academic discipline, age, gender and academic rank is sorely needed.
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3. A Research on the Relocation Decision of International

Faculty in China

Chen Qionggiong (Southern University of Science and Technology, China)
and Li Yuan (Southern University of Science and Technology, China)

Introduction

International faculty, often seen as the “spearhead” of internationalization (Altbach & Yudkevich, 2016),
has become an increasingly important part of global higher education. Hiring international faculty are
usually regarded as a key strategy of internationalization to improve institutional quality and global
competitiveness in many countries(Huang & Welch, 2021). It appears that these “new players” have not
only changed the profile of faculty team in individual countries and higher education institutions, but also

academic professions in the global academic labor market (Altbach & Yudkevich, 2016).

The existing literature on international faculty focuses largely on western countries such as the
United States, Canada, Australia and some of the European countries. Less is known about of the situation
of international faculty in non-western countries, particularly in the emerging economies in Asia. The
expansion of higher education in Asia provides a bulk of new positions in academia and higher education
institutions in these emerging Asian countries have become new destinations for attracting global
academic professions (Huang & Welch, 2021). With its rise as a global science power, China is becoming
another new magnet for international academics (Marini & Xu, 2021). There is a growing number of
international faculty working in China’s academia. However, very limited research has been conducted on
this group of people, especially their motivations, everyday experiences, academic identities, and career

path in Chinese universities.

This paper aims to examine the motivations of international academics who relocate to China
to pursue academic career, a non-traditional direction of movement that contradicts most empirical studies
of academic mobility. It attempts to find out why they choose to work in China? More specifically, what
factors drive these individuals to relocate to China for full-time employment? This study has implications
for university leaders seeking to attract and retain qualified faculty members, as well as for scholars who
considering pursue academic employment in China. It is also relevant beyond China, as it sheds light on

the kinds of issues related to transnational academic mobility.
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Literature Review

Transnational academic mobility at a global scale

Transnational academic mobility, a growing and increasingly important part of global higher education,
has attracted much attention in both academic studies and polices. Examining the literature on academic
mobility, a bulk of studies have been undertaken on the flow of students and academics from developing
nations to developed nations. The classic frameworks of “push and pull model” (Altbach, 1998, 2007a;
Mahroum, 2000) and the dynamics between “academic centers and peripheries” (Altbach, 2007b;
Marginson & van der Wende, 2007), are usually employed to explain the trend of mobility. According to
the push and pull model, low salaries, low public research funding, poor facilities, and lack of academic
freedom in the home country are usually regarded as the main push factors that encourage academics to
seek employment elsewhere; meanwhile, favorable salaries, good working conditions, greater availability
of research funds and resources, academic freedom, better access to data and equipment, close to
scientific communities, prestige of institution, and reputation of the country in the discipline are often
cited as main pull factors related to relocating (Altbach, 1998, 2007a; Cantwell, 2011; Mahroum, 2000).
Better economic conditions and research resources are often cited as the most important decisive factors
of academic mobility. It is unsurprising that institutions in the United States, Switzerland and the UK
which are regarded as academic center in terms of knowledge production, are among the most
competitive systems when it comes to the ability to attract international faculty (Janger & Nowotny,
2013). Marginson and van der Wende (2007) claimed that the flows of global students and academics are
fundamentally uneven and asymmetrical, highlighting the difference between centers and peripheries in

higher education.

While it is common for academics flow to recognized institutions in developed economies,
there is a growing phenomenon of reverse flow in academic mobility from the core to the periphery (Lee
& Kuzhabekova, 2018). Among the studies that examine international faculty working outside of the
Anglo-American contexts, research on Asia is prominent since Asia has developed several attractive
destinations. Looking across studies on international faculty at Japan (Huang, 2018a, 2018b; Huang &
Chen, 2021), at Kazakhstan (Antoniadou & Quinlan, 2020; Kuzhabekova & Lee, 2018; Lee &
Kuzhabekova, 2018), at Korea (Arseneault, 2020), and at Thailand (Burford, Eppolite, Koompraphant, &
Uerpairojkit, 2021), two key themes emerged when it comes to the motivations of international faculty
move to Asia. The first is the desire to pursue an attractive employment opportunity due to the expansion
of higher education and the improvement of research conditions in many Asia countries. The second is
related to cultural issues such as the fondness of a different culture, seeking for adventure, and
intercultural exposure. Based on a comparative research on international faculty in Asia, Huang and
Welch (2021) revealed that although there’s some basic patterns of international faculty, significant

diversity is evident across the systems. It is important to understand international faculty in a specific
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national and institutional context.
Studies on international faculty in China

Comparatively, very limited research has been conducted on international faculty in China, largely
because China is not historically a popular destination for international faculty and the number of
international faculty is small (Wu & Huang, 2018). During the past two decades, China has made huge
efforts to promote internationalization of its higher education to enhance academic excellence and global
competitiveness, by attracting overseas Chinese returnees and global talents to work in its universities(Q.
Chen, 2016). Several policies have been implemented to introduce global talents by providing favorable
conditions and incentives, such as the “Thousand Talents Program” and “Foreign Expert Recruitment
Program”. Under such efforts, as well as the expansion of China’s higher education, the number and scale

of international academics working in China has increased significantly (J. Chen & Zhu, 2020).

Despite the rapid increase in the number of international faculty, their proportion among the
faculty team is still relatively low. In her research on 30 top research universities in China, Yu(2019)
revealed that international faculty accounted for only 1.9% of all full-time faculty, among which 32.7%
are ethnic Chinese. Besides, they have high turnover, with average turnover rate of 20% within five years.
Larbi and Ashraf (2020)’s research on 26 international academics working in four different universities in
China revealed that language barriers, administrative constraints, application for external research funding
and cross-cultural differences are major challenges faced by international faculty in China. Wu and Huang
(2018) explored the main characteristics and motivations of international faculty in four leading
universities in Shanghai, China. They found that most international faculty came to China either for
academic or professional reasons, or due to their fondness for Chinese life and culture. However, they
defined international faculty of foreign nationality and did not distinguish “overseas Chinese faculty”
(ethnic Chinese scholars of foreign nationality) and “foreigner faculty”. In fact, it is important to make
distinctions between these two groups of international faculty, because both the policies for and
implications of those two types, and the variations within them, are quite different. Therefore, this study

carries out to explore the motivations of foreigners without Chinese origin.

Methods

Background and Case Selection

This study chose South University (pseudonym) as a case of study. Located in the most cosmopolitan city
on the southern coast of China, South University is a new univerity with a strong international orientation
and a ten-year history, which is widely regarded as a pioneer of higher education innovation in China. It
distinguishes itself from other traditional Chinese universities by its international profile and a new

governance and administration system, including the introduction of a Board of Regents (Board of
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Trustees), a tenure system, and a Pl structure borrowed from the Anglo-Saxon model. Because of its
international outlook and close resemblance to Western universities, South University is often considered
as one of the most attractive destinations for returning Chinese academics and international faculty in
China. More than 90 percent of its faculty members (most of whom are Chinese returnees) are
internationally hired and hold doctoral degrees from the West. English is widely used as a medium for
teaching and research. We chose this university because it is at the forefront of Chinese higher education

innovation and has great influence among Chinese universities in recruiting international faculty.

Data collection and analysis

In this study, an international faculty was defined by three criteria: (a) a foreign-born individual without
current or prior Chinese citizenship; (b) on full-time teaching and/or research contract in China; (c)
minimum 1-year residency in China. The above criteria exclude visiting professors, individuals on

sabbatical, and Chinese academic returnees.

Table 1. Characteristics of the Qualitative Sample.

No. Nationality Gender Age Rank Field Length in
China
SS01 | Canada M 50+ Prof./  Senior | Geology 4 years
administrator
BB02 | Switzerland M 30-40 Assist. prof. Finance 3 years
NS03 | UK M 40-50 Assoc. prof. Biology 7 years
SS04 | UK F 40-50 Lecture English 3 years
language
BBO05 | ltaly M 40-50 Research Finance 3 years
Assist. prof.
NS 06 | USA M 30-40 Assoc. prof. Biology 6 years
NS07 | Australia F 30-40 Assist. prof. Mathematics 2 years
NS08 | UK M 30-40 Assoc. prof. Physics 4 years
SS09 USA M 30-40 Junior fellow European 3 years
studies
SS10 Italy M 30-40 Junior fellow Italy studies 1 year
NS11 | Argentina F 50+ Prof. Mathematics 4 years
NS12 | Greece M 50+ Prof. Computer 5 years
science

Since this article aims to explore the motivations of international faculty who explore their
academic careers in China, an in-depth face-to-face interview was carried out from 2020-2021.
Interviewees were selected with a theoretical sampling principle, taking into account their age, nationality,
academic fields, and rank. The interviewees provided a variety of reasons why they chose an international
career at South University. A total of 12 international faculty (3 females, 9 males) participated in this
study, aged 30-60 years from 8 different cultural backgrounds and different academic disciplines who had

worked at Southern University for between 1 and 7 years (shown in Table 1). Following the ethics
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protocol of the study, all participants were briefed about the purpose of the study and their rights to
anonymity and withdrawal at any time. Each interview lasted between one and two hours. The interviews
were conducted in English and recorded with the consent of the participants. To ensure confidentiality,
each participant was identified with a pseudonym. Field notes were taken continuously. The authors
discussed the field notes together and conducted initial analyses that led to new perspectives and

questions.

The data analysis in this study was informed by a combination of inductive analysis of the raw
data, deductive coding from the literature review, and the objective of the research from which this paper
emerged. The coding process was aided by both a manual coding strategy and a computer-assisted
program called Nvivo 11. Because the study is context-bound and was conducted on a limited sample of
academics at an international-oriented university in China, the findings are not generalizable beyond the
context of the study. However, this study provides a picture of a specific context, raises critical questions

and offers a picture of the motivations of international faculty in China.

Findings

This working paper used the classic pull-push framework that is common in the literature on mobility
(Altbach, 1998) to guide data interpretation. According to the interview data, push factors include a lack
of available full-time academic positions, lack of research funding, limited job security in the home
country; pull factors include academic opportunities in China, generous funding, appreciation of science
in society, building new institutions and programs, gaining experience in China to expand career
opportunities, a sense of adventure, etc. (see Table 2). Frequently, their motivations for mobility are
interwoven with push and pull factors, although each motivational factor is presented separately in the

following text.

Table 2. Push and Pull factors of international faculty in China

Push Pull

Lack of employment opportunities | Academic opportunities in China

Lack of research funding Generous funding

Limited job security Gaining China’s experience to broaden professional career
path

Avoid post-doctoral positions Adventurous spirit

Science is valued in the society

Building new institutions and programs: engage in
meaningful work

Family ties
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Push motivations

For most participants, the most important push factor was the limited employment opportunities in their
home country, especially for younger academics. This is consistent with the literature that the lack of
employment opportunities is one of the major push factors for academics to leave a country. The surplus
of PhDs in the U.S. and parts of Europe creates a very competitive academic labor market, and this
situation is exacerbated by the decline in funding for higher education and research in the West (Cantwell,
2011; Kuzhabekova & Lee, 2018). A junior humanities scholar from the United States told us his story:

There’re just not many jobs. I was talking to one colleague, a friend of mine in the same program. He
said that he was told by his adviser that you should not expect to find anything the first year, not even a
tenure-track job, not even a postdoc. At most, like some sort of job, like adjunct positions, teaching a
lot, paid very little with no promise in the long-term contract. The best you might hope for is a visiting
assistant professorship. Um and yeah, that's kind of the situation that we were all facing and my first
year out of grad school. It's exactly what | found myself in. (SS09)
An interviewee in the field of natural science from the US expressed dissatisfaction with hiring
policies in the United States. As a white, male American, he saw himself in a disadvantaged position

when it came to applying for faculty positions. Here is a quote that illustrates his point:

I really disagree with these policies in the US. There's a lot of conflict. I think a lot of people are upset
about current situation on both sides of this argument. So | don't think it's the right time to go back to
the US. (NS06)

Some of the early career academics interviewed tried to avoid postdoctoral positions because
they often involved limited research security and poor pay. Some individuals left their home country out
of frustration with the general academic conditions of the country, such as poor availability of research

funding, lack of clear career paths, and factors related to retirement and family issues.
Pull motivations

According to the interview data, the main motivation that leads international academics to move to China
is related to career considerations. The interviewees indicated that China's booming economy, expanding
academic opportunities, favorable talent policies, generous research funding, and the great emphasis on
science in society are major pull factors that attracted them to relocate to China. The following quotes

illustrate these points:

So it was growing. And there was reason for optimism. In comparison with, say, the situation
elsewhere, | think a big difference is that there's optimism in the Chinese research community. It's
growing and there are opportunities. The work is valued. (NS07)

And China is more ambitious in science. And science is valued more in the society. And to be
appreciated is important. In the UK (it) feels like what most people value is kind of based on salary. If
you're a banker or something, then you're the coolest. And if you're a scientist, it's a kind of a nerd.
(NS08)
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The availability of support in research funding is a key pulling factor. Among the participants, 5 are
recipients of the "Thousand Talents Program". For them, this particular program is a critical pull factor
for their decisions, as it provides greater availability of resources for their research projects. They
expressed their ambition to achieve academic success in China with sufficient funds. One participant
said, “So I think the number one thing is I haven't felt any limitation in funding .... so | think that's due
to a few things, of course, the young thousand talent project matters most.” (NS06)

Gaining China experience stands out as another important pull reason. For the majority of
participants, the trip to China was "the road less travelled."” They considered this experience as an
adventure and a good ladder for their future academic career. This was especially true for those working
in the field of social sciences and humanities. They expressed excitement about working in a completely
different cultural context. They were very vocal about how their experiences in China can better prepare

them to be more effective researchers, teachers, and administrators.

An academic from the field of social sciences with experience in other cultures expressed his

understanding of the value of academic experience in China.

| have studied in Europe, and then in North America, | want to have a 3rd context, like to have more
diverse in my personal experience, professional experience, teaching experience and so forth. | was in
the community (getting) familiar with the academic context in the home country, and then I spent like
five to seven years in the US. | want to see how things could be different or diverse in a different
context. So China brings lots of benefits or interesting opportunities. You have to make your research
relevant for a completely different cultural context audience. So definitely that's for sure one of the
main factors, the main element that brings me here to China. (§S10).

A language teacher who has worked in different countries and cultures revealed that she would

like to have more understanding of the new and growing Chinese student body in her home country.

Just because in the context of any education in the States or in the UK, we were just getting more and

more numbers of students from China. And | felt ill-equipped to teach them because | never been to
China. (SS04)

With the increasing number of Chinese students studying outside China, China experience is

more valued in host countries or universities, especially for administrative positions. A senior

administrator from Canada shared his consideration of taking an administration position in China.

I would love to gain some more management experience. And also to get some exposure to Chinese
higher education because that is really lacking in my curriculum. And | was always told at my home
institute that, well, you have so much in your opinion of North American experience. Or this is not
really a relevant for us.... What important is really the China and the Asian experience.” (SS01)
Unlike international faculty in the field of science who seek a long-term position in China,
participants in the social sciences and humanities view the experience in China as a step toward securing
a better position in the West. Therefore, this attitude is more than seeking an adventure in China, but

rather gaining added value for further mobility.

Institutional characteristics further influence faculty's decisions to work at South University.
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As mentioned earlier, South University is a newly established university that is at the forefront of
education reform in China. Several participants mentioned that it is the innovative governance structure
such as the PI system (principle investigator system) and the international environment that attracted them
to relocate there. Unlike other traditional universities in China, South University adopts the Pl system
with which international faculty, especially those from the West, are familiar. In this system, faculty
members of all ranks have the freedom to build their own research teams without interference from the
administration or senior members of the institution. This is greatly appreciated by young faculty and gives
them the freedom and autonomy to conduct their own research. One participant expressed his

understanding as follows:

I like the fact that if you are hired as a PI at South University, you are given basically full control of
your group. You're given that responsibility. And you are treated with respect and you're supported by
the other professors and by the administrators in a department of the university. So | think that's really
good. (NS06)

For them to participate in the development of a new university is an exciting thing. An assistant
professor of mathematics from Switzerland stated, “That’s fantastic. As one of the first few members of
the center, I can have sort more input in the future directions that it goes.” (NS07). This is particular true
for the two senior academics in this study who claimed that they were attracted by an opportunity to build
new programs and new organizations. The desire to “make a difference” is consistent with the literature
on international faculty who work in universities in developing countries in a sense of contributing to an
important project (Altbach & Yudkevich, 2016; Rumbley & Wit, 2016).

Discussions

The results of this study reflect the existing literature on push-pull mobility motivations and the emerging
new pattern of mobility. With the expansion of higher education and the campaign for world-class
universities, the reverse flow of international academics from core countries to peripheral ones is
increasing and evident. This study argues that mobility is not merely a personal decision; it is also linked
to broader social, political and cultural contexts. Therefore, in the discussion part, we interpret the
motivations of academics and the complexity of the emerging trend of academic mobility in China at

three levels: macro (state), meso (institution), and micro (individual).
Macro Level

National-level factors that attract global experts from abroad to move to China may manifest themselves
in supportive policies and available resources. China's preferential policies for international talent,

supported by the booming Chinese economy, make Chinese universities a more attractive place for
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international academics to settle for academic work(J. Chen & Zhu, 2020; Q. Chen, 2016). The Peacock
Plan of Shenzhen, where South University is located, offers a very generous subsidy for housing and
remuneration to high-level international academics, with the highest subsidy being up to RMB 6 million
for top-notch talents. As some of the participants in this study revealed that the implementation of the
talent programs was an extremely important pulling factor. They wished to make academic success in
China with generous research funding support. The rapid increase in diversity and number of international
academics forms a virtuous cycle for the case study, which in turn enhances the reputation and popularity
of the university in attracting more scholars of non-Chinese origin. This study shows that the function of
state policies continue to pose influences on the directions and patterns of transnational academic
mobility.

Meso Level

At meso level, institutional factors are related to national policies, but have their own characteristics of
the university. Boosting the research profile and public reputation of individual universities drives them to
explore their structures and mechanisms to attract international faculty. Supported by China's campaign
for world-class universities, renowned research universities have achieved the government's huge
investment in research. Some new Chinese universities, like the case study university, took advantage of
this opportunity and formed their own institutional characteristics with an academic management system
similar to that of the West. This similarity in research management plays an important role for the
institution in attracting international academics, as it creates a familiar and comfortable working culture
for them. For example, the case study university's Pl system provides international faculty with adequate
research resources and autonomy to build their own lab and research team, which is the foundation for
their research development, but which was often limited prior to their arrival in China due to the effects of
austerity in academia in some Western countries. This sense of autonomy was seen as an opportunity for
them to explore their potential in research. Furthermore, the adoption of English as a medium of
instruction also plays a significant “facilitating element”(Rumbley & Wit, 2016) . Most respondents
identified that the international profile of South university, especially using English as work language,
exerts an influence on their relocation decisions. It can be argued that although understanding national
policies of attracting international faculty is important, the institutional level of analysis is vital since the
lives of international faculty are heavily affected by a particular institutional context.

Individual Level

Motivations at the individual levels for academic to move to China vary widely, but as this study shows,
the various factors can be grouped into two main categories, namely perceived career opportunities and
cultural comfortableness with the Chinese university. The academics of different ages, fields, and
nationalities interviewed in this study see their move to China as providing opportunities for their

academic development. The study shows that academics in the sciences and engineering value research
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resources, laboratories, autonomy to build their own research teams, and consistency with their research
interests. Academics in the humanities and social sciences saw the value of experiences in China for their
professional development. With the rise of China, the "China experience"” is becoming a value added
signpost in the career path for certain disciplines and positions. This is especially true for academics in
the social sciences and those seeking senior administrative positions at some world-class universities.
This is not a direct or typical pull factor for international mobility, but indirectly facilitates the move of
academics motivated by their career ambitions. Interest in China is a self-initiated drive. As the English
teacher and the social scientist indicated, their motivation is to understand Chinese students and to
explore Chinese culture. Some also shared that the value of science in the society attracts them to work in
China. The self-directed interest creates a sense of comfort with the potential challenges and local culture
and therefore serves as a drive for them. This study suggests that knowledge migrants may not necessarily
be motivated to move for economic benefits. Professional prospects and intrinsic rewards have a larger

impact on their migration decisions.

Concluding remarks

This study provides firsthand information, based on the perspective of international scholars, to give
international audiences insight into the emerging international academic labor market in China. It
challenges the center-periphery model and highlights the growing trend of pluralized academic mobility
globally. However, this study is primarily limited by its small sample size and limited in one unique
international-oriented university in China. Follow-up studies that address these limitations may yield

better results.
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Background, research gap & research question

The cross-border mobility of academics is a significant yet under-researched global phenomenon
{(Rumbley and De Wit 2017). Asia, or the broadly conceptualised ' | East’, has developed
several attractive destinations.

ALl

* China's rise as a global science power, recruitment policies offering generous working
conditions

* Local academic culture and lifestyle becoming more Westernised than before
+ Political, institutional and grassroot-level research collaboration initiatives facilitating mobility
i ir O i i ul in {mainle >hina
larly attention is shifting from the “fi . university (language) teachers, short-term
, part-time post holders, honcrary affiliates, trailing spouses or ethnic returnees to the “r

non-Chinese nationality, non-Chinese ethnicity, full-time, long-term academic positions
and Xu 2021; Huang 2022).

Our research questions:

* What are the major themes in the existing research on international academics in
China? What can we learn from them?
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Methods: Review of the literature and empirical evidence

Projects [i3%futions SESUSIRAI (International Datasets Period Publications
: Tiom £ i i i = > 800 demographic profiles H 2022
Project 1 26 universities * GRESARE1OMY ©F - 38 survey responses fou | n9enes
ST * fullime employment for > 1. jnyerviews: 23 academics R
+14 administrators .
Kim 2022.
Braun
16 universities * Eﬂﬁ‘lgﬁ?ns by citizenship & Interviews with 28 Strelcova,
Project2 , , .. = Full-time in Chinese academia academics 7= Cai and
’ . » Interviews with 19 experts
— * Doctoral researchers included
institutes Shen,
farthcoming

« 323 cad,egﬂcs and.43
postdocs’ dem. profiles

124 questionnaires
31 iglerviews with
academics

= Universitv policv

-

Prﬂ]eﬂs 15 universities i Hacﬁdncé]lpﬁgnghpéﬂl%ges)
Full- ime.ellg'npg—lerm

5919_ Marini and
in 12 cities ' empFoym

Xu 2021.

Findings: Definitions of ‘international academics in China’

Type Type | Type Il Type Il Type IV
Nationality Non-Chinese nationality
Ethnicity MNon-Chinese ethnicity Chinese and non-Chinese ethnicity
Job positions Long-term, full-time Long-term, full-time Long-term, full-time Long-term, full-time
academic positions academic positions academic positions academic positions with
with more than one with mainly sole with more than one mainly sole responsibility
responsibility in responsibility in responsibility in in research, teaching or
research, teaching research, teaching or research, teaching administration; part-time
and administration administration; part- and administration  or fixed-term faculty
time or fixed-term members; postdoctoral
faculty members; and doctoral
postdoctoral and researchers; short-term
doctoral researchers; visiting academics
short-term visiting
academics
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Findings: Disciplinary, theoretical and methodological
perspectives

on literature
rch, malnly related to |ntt=mat|nna|matmn and mobility {P g Wann; &
h, China's ‘talent attraction’ and evolving migration policy (e.g. Zweig et al.

xpatriation of global academic talents as an understudied phenomenon
opposed to the workers in the corporate sector (e.g. Froese 2012)

= Chir s, on the experiences of foreign social scientists carrying out research in China or
with Chinese research partners (e.g. Klotzbilicher 2014)
« N ) 5, in both news media and other publications (e.g. Science, Mature, FT...)
+ Multiple thet cal fram
« such as capital, push- pullmndel. social ties, no theories, etc.

+ largely qualitative approaches; an increased use of mixed methods

Findings: Demographics

Study Kim (2015) Wy agd Huang Project 1 (Huang 2022) Begiget 3 (Marini & Xu
41 Hnterriatlo 235 full-tim 23 full-tim I

55 full-time international e internation;
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Type Type ll Type Il Type Il Type |

Ca . Un versities and Four leadin 12 universities, diverse 15 research-intensive

inatitutions colleges unwers‘?llesg proHHe unlversﬁlles

Location Beijing Shanghai El?aﬁg]lﬁglhhear?geg%% 12 cities across China

ale almost 7 times le (77%), Female
Gender/Sex %‘,‘ngzn:"h 4) :Acad @mlj Male (82%), female (18%) Ee%s'% n )

Acgdemic Eé%flﬁsrg%sgtgaf‘;}% Protessur?:'ggP ?1 ) ) Do Protssors
rAnK / Sogale Associate Prof. }16 0%) el ?2““ e
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Findings: Motivations for relocation

nal opportunity is the primary n on (Chen & Zhu 2020; Farrer 2014,
Projects 1, 2 3). Participants of all three projects reported seeing China as
experiencing unprecedented growth in the academic labour market, offering more
favourable work packages and secure opportunities than the often-precarious academic
job markets in the US or Europe.

Cultural cor ion: often entangled with the professional aspect. Moving to China could

mean new cultural adventure, or conducting research in a culturally interesting country
(Cai & Hall 2016; Wu & Huang 2018).

al links: all three projects found that some international academics moved to China
ily reasons or social networks.

Findings: Challenges

» Professional challenges
+ Power relations (ambivalent position, revered yet mistrusted, Project 1,2,3; Li & Xue
2021)
Professional isolation (outsider, ‘glass ceiling’, ‘golden guest’, Project 3)

Research (e.g. some funding schemes' nationality requirement, Project 3,
increasingly strict political ideclogy esp. in some social science fields, Project 2)

+ Administrative work (language barriers, bureaucracy overload, Project 1,2,3)
* Teaching (talented students but not active class participation, Project 3)

* Non-professional challenges
» Cultural integration (‘golden bubble’; Project 3)
* Legal procedures (lengthy regular visa and work permit renewals; Project 2)
+ Living conditions (high costs of living, air pollution, internet censorship; Project 2)
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Findings: Expected roles

*In PFOJECt 1, international academics reporled that they were expecled (0]

Be active in carrying out international activities (3.24)
Bridge their current universities and universities of their home countries (2.65)

Organise faculty development activities in their current universities (2.76), recruiting
more international students (2.65)

Undertake any activities that cannot be accomplished by Chinese colleagues (2.65)
Teaching language programs for students (1.97)

see themselves as bric
thei bal a

Conclusion and future research agenda

Our review of existing literature and three
rding the 'new é

k of international academics can help avoid definitional ambiguities

W invite future research ln cvdmlnr‘ thr‘ mtcrndtlonal academics’ multip 2.g. through

; more quantitative & mixed
nc studies, international

opuldtlon of' [—uropean researchers |n (_.hlnd was reduced b\f one th|rd
. Further challenges include the rise of (
setween China and the Global West and I
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Thank you!

Funding acknowledgements

Research projects leading to this presentation were respectively funded by:

« The Japan Society for the Promotion of Science (for the project ‘An International
and Comparative Study in Roles and Contributions of International Faculty and
Researchers’, 2019-2023, project code 19H01

= Agence Nationale de la Recherche (ANR) (project 'Immigrant China:
Immigration & Transformation of the Chinese Society' 2016-2019, ANR-14-
ORAR-0004)

= Society for Research into Higher Education (SRHE)

References

. aff on an International Branch Campus in
lon, 20(

Chen, J. and Zh . Y e Anticipation and M N a sefting: International Scholars Working in Chinese Universities.”
Journal of tional Education. hi raM10.117 - 16039

Crenshaw, K 39, " ginalizi ] ction of Race and 5 Feminist Critique of Antidiscrimination Doctrine, Feminist
Theory and Antir: " U ity o Legal Forum, 1: 1

EURA £ er 4). archers in Chinese Academia before and after the Pandemic. EURA
‘\slan and Pacific Migration
e of Expatriate Academics in
Huang, F. and Welch, A_ 2021 International Faculty in s in Comparative Global Perspective. Springer.

Huang, F. 2. "International Facu China: ions and Work Role on Marginson and Xin Xu (eds, forthcoming)
Changing Higher Education in East Asia. Bloomsbury ¢ emic

. International Faculty Members in China,
co, Maria .. Rosa and Tere £ (eds.). Res { 4 emics. Edward Elga

s and Downs of Moving to China” MNature, 553: 14-186.
nternational Professors in China: Prestige Maintenance and Making

tern—Chinese Academ

56



References

ities in China:. Advantage,
7.2020.1863213

nternational Faculty in Mainland Chinese Universit SRHE Research R

s do Science in China.” Science Magazine

A M
d to Kno

2020 "Emo
~ Journal of Ethnic and M

and Wan

lez-Monteaguda,
554

nder review). International Academics in Mainland China: What Do We Know

s and Migration As

ration

Studies, 1—18. doi.or

tudies of Four Leading Liniv

57

sities in Shanghai.” / and Pacific
vigation of Aspirational

se Migration of High




5. Hong Kong Overseas Academics’ Intellectual Processes and

Outcomes

Lifang Zhang (The University of Hong Kong, China) and Zhengli Xie
(The University of Hong Kong, China)

Hong Kong Overseas Academics’ Intellectual Processes and Outcomes

Li-fang Zhang & Zhengli Xie
The University of Hong Kong

International Workshop:
International Academics in a Global and Comparative Perspective:
Their Work Roles and Contributions

Research Institute for Higher Education
HIROSHIMA UNIVERSITY
Online Presentation
Feb. 6, 2022

Overview

» Bachground: Academic Profession in the Knowledge-based Society (APIKS, 2017-18)

~  Scope of this presentation: research, teaching, and job (dis)satisfaction:
Preference for research and teaching

Time budget (research and teaching)

Efficacy in research and teaching

Research agendas

Teaching styles

Teaching emotions

Job satisfaction and job dissatisfaction

Research productivity

S N N

»  The remainder of the presentation:
¥ A) Concepts and measurement
¥ B) Research sample and findings
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Academic Self-efficacy

Self-efficacy: individuals’ belief in their capacity for succeeding in
task accomplishments (Bandura, 1977)

Academic self-efficacy: academics’ belief in their ability to succeed in
research, teaching, and service (zhang et dl., 2015)

Research efficacy (e.g., “l have no difficulty in carrying out my
research plans.”)

Teaching efficacy (e.g., “l know how to improvise in response to
changing circumstances when | teach.”)

Research Agendas

a combination of researchers’ strategic problem-solving frameworks
and subsequent actions taken to pursue research goals (Ertmer and
Glazewski, 2014)

Multi-Dimensional Research Agendas Inventory (Horta & Santos, 2016)
scientific ambition (Trailblazing-oriented) (*I aim to be one of the most respected experts in
my field”)

divergence (Trailblazing-oriented) (“l look forward to diversifying into other areas”)

discovery (Trailblazing-oriented) (*I find cutting-edge scientific areas more appealing than
well-established ones™)

collaboration (Trailblazing-oriented) (*I enjoy collaborating with other authors in my
scientific articles™)

Conservative (Cohesive-oriented) (*l prefer safe or stable fields of study™)
Convergence (Cohesive-oriented) (*“My expertise is focused on a single scientific area”)
tolerance for low funding

mentor influence
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Teaching styles

Preferred ways of using abilities and processing information
in teaching contexts (Zhang & Sternberg, 2005)

Legislative style (e.g., “ prefer to allow students to plan an investigation of
a topic that they believe is important”) and executive style e.g.,
(“students should learn to follow their teachers’ instructions precisely™)

(Sternberg, 1997)

Thinking $tyles in Teaching Inventory (Grigorenko &
Sternberg, 1993)

Emotions in Teaching

“socially constructed, personally enacted ways of being that emerge
from conscious and/or unconscious judgments regarding perceived
successes at attaining goals or maintaining standards or beliefs
during transactions” (Schutz, Hong, Cross, & Osbon, 2006, p.344)

Kemper's (1978) Classification of Emotions: Positive and negative

Emotions in teaching: teachers indeed display (e.g.,
love, care pleasure, happiness, satisfaction, and affection for
students) and (e.9., anxiety, anger, frustration,

and helplessness) in teaching (Sutton & Wheatley, 2003)

Emotions in Teaching Inventory (Trigwell, 2009)

60



v

<

v

Job Dissatisfaction and Job Satisfaction

Job dissatisfaction:

This is a poor time for a young person to begin an academic careerin
my field

If | had to do it all over again, | would not become an academic
My job is a source of considerable personal strain
Teaching and research are hardly compatible with each other

Job satisfaction (rating):

Your current employment situation (e.g., your contract status,
salary)
Your current work situation (e.g., workloads, work environments)

Your current overall professional environment

Research productivity

l I:l D Scholarly books you (cojauthored
Scholarly books you (co)edited
3 D D Chapters published in academic books

L]
[

D D Articles published in peer-reviewed international journals

[]
L]

Articles published in domestic academic journals

|:| D Papers presented at scholarly conferences

Patent or licence secured on invention(s)

D D Other (please specifiy) ..o

L]
L]
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Participants (APIKS): N =525

171 76 88 335

Gender

Age

Academic rank

Academic discipline

Types of employment

Total

Male
Female
Median
Range
Senior
lunior
Non-STEM
STEM

Tenured

Non-tenured

97

44
28-71
140
129
133
136
119
150
269

57
40
28-67
43

85

69

64
43

90
133

35

48
30-76
69

54

76

47

45

78
123

189
44
28-76
257
268
278
247
207
318
525

Preferred research and teaching activities by
language groups

Research vs. Teaching

Research vs. Towards

Research vs. Towards

teaching research

Coeft. OR Coetf. OR Coett. OR
Cantonese .58 1.78 -.83" A4 -35 71
Mandarin ~ 2.34" 10.38 1.65" 5.19 A5 1.17

Towards research vs. Towards research vs. Towards teaching vs.

Towards teaching Teaching Teaching

Coeff. OR Coeff. OR Coeff. OR
Cantonese -.48 62 93" 2.53 141" 4.08
Mandarin 1.49* 4.46 2.19* 891 .69 2.00

* Collectively, compared with overseas academics, Cantonese academics preferred ‘towards teaching’,
and Mandarin academics preferred ‘towards research’ and ‘research’. Overseas academics
preferred “teaching”.
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Hours per week (teaching and research; self-
reported)

45

40
L
30
25
25
20
20
16
15
10
5 55
5 . .
4]

Teaching (classes are in session) Research {dasses are in session) Teaching (classes are not in session) Research [classes are not in session)

mCantonese W Mandarin - m0verseas

Differences in academic self-efficacy, research agendas,
and emotions in teaching

6
5445 5.49

517 5.06

4
141 346 27
3.22
3 I I | I I :
2 I I
1
o
teaching efficacy COnvergence conservative positive emotions
mcantonese  ®Mandarin W overseas
F=6.07" F =8.59** F=18.60"* F =525
Overseas > Mandarin Overseas < Cantonese Overseas < Cantonese Overseas > Mandarin
Overseas = Cantonese Overseas < Mandarin Overseas < Mandarin Overseas > Cantonese

Mandarin < Cantonese
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Differences in job dissatisfaction, job satisfaction, and teaching

styles
3.43 345
32
3
I | I

4
35
job dissatisfaction Job satisfaction executive style

3

[

.5

=
in

o=
in

[+]

mCantonese W Mandarin = Overseas

F=13.24" F=431" F =946
Cantonese > Mandarin Overseas > Cantonese Overseas < Cantonese
Cantonese > Overseas Mandarin > Cantonese Overseas < Mandarin

Research productivity

1 D D Scholarly books you (co)authored

H|N
D D Patent or licence secured on invention(s)
I:":l Other (please sPecify). ...

2 D D Scholarly books you (co)edited f ffe
L]
3 DD Chapters published in academic books No ’ig“i iC?I‘It di rence
. o o o was found in research
4 DD Articles published in peer-reviewed international journals pro du CtiUitv based on
5 I:":l Articles published in domestic academic journals the th lan guage
6 Papers presented at scholarly conferences groups.
7
g
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Within the overseas group

~ No significant difference was identified in the
aforementioned variables (i.e., academic self-
efficacy, research agenda, emotions in teaching,
job dissatisfaction, job satisfaction, and teaching
styles) by gender, tenure status, academic rank,
length of service, and academic discipline.

Summary — Overseas Academics

~ Strong preference for teaching

~Reported the least time for teaching and research (when
classes are in session)

» Least cohesive/conforming in research agendas
» Least conservative in teaching styles
»Most positive in teaching emotions

» Lower level of job dissatisfaction (than local academics)
~Higher level of job satisfaction (than local academics)
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6. International Faculty Members in China, Japan, and Korea:

Their characteristics and the challenges facing them?

Futao Huang and Yangson Kim (Hiroshima University, Japan)

Introduction

When the medieval European universities emerged, there was a mobility of faculty members and scholars
across boundaries. For example, the Universities of Paris and Bologna attracted many faculty members
and scholars from other parts of Europe (De Ridder-Symoens, 1992). There is little doubt that the
cross-border movement of faculty members and scholars played an important role in transferring the ideas
and practices of the University of Paris and Italian universities to England, other parts of Europe, regions,
and continents (De Vries, 2010). As a former British colony, it is no surprise that the formation of modern
Australian universities was also significantly impacted by UK institutional and ideological patterns and
faculty members who moved from England to Australia at the time (Pietsch, 2013). Indeed, many Asian
countries, including Japan, China, and Korea, established their modern universities or higher education
systems in the nineteenth century by basically modeling on prevailing Western ideas and standards,
especially Germany, France, the UK, and the USA. International activities such as dispatching domestic
students and researchers to these Western countries, introducing their academic norms, standards,
textbooks and curriculums, and inviting faculty members from these countries to home countries played a
decisive role in the process of modernization of higher education in the region, as Meiji Japan most
strikingly illustrated from around 1868 (Altbach & Selvaratnam, 1989).

Like many countries in North American and Europe, as well as other continents, accepting
international faculty members has constituted an increasingly prominent and important part of the
internationalization of higher education in China, Japan, and Korea since the 1990s. Meanwhile, it has
also been conceived as one of the effective and significant means of reforming national higher education
systems and especially enhancing the quality and international competitiveness of national higher
education systems in the three countries. This chapter is primarily concerned with discussing the
demographic profiles of inbound international faculty members being hired in universities in the three
countries and the challenges they faced in the hosting countries. The following section briefly introduces

the national contexts and policies in China, Japan, and Korea. In the third section, prior research on this

2 This study will be published in Claudia S. Sarrico, Maria J. Rosa, and Teresa Carvalho (eds.). (2022). Research
Handbook on Academic Careers and Managing Academics in Edward Elgar.
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topic is reviewed. The fourth section explores the main changes in international faculty’s size, and
challenges they were confronted with. The chapter concludes by presenting the main findings from this
study and the implications derived from the study.

Regarding the definition of international faculty members, some previous research uses
foreign-born status as an indicator of international faculty. For example, a recent study defines
international faculty as academics who hold appointments in countries where they were not born and/or
where they did not receive their first post-secondary degree. In most cases, they are not citizens of the
country in which they hold their academic appointment (Yudkevich and Altbach, 2017). Primarily
because of national laws and regulations in the three case countries, the phrase of international faculty
members in this study refers to faculty members who are non-national citizens or foreign passport

holders.

National contexts and policies

China

As early as the late nineteenth century, when China began to establish its modern higher education system
by learning from Western educational ideas, in addition to sending out students and scholars abroad, it
also hired many foreign experts and scholars to work in China. After the People’s Republic of China was
established in 1949, the new government invited lots of Soviet educators, and specialists in various fields
came to China. Although all of them returned by 1960 due to the Sino-Soviet ideological conflicts, they
made a remarkable contribution to China’s socialist construction, restructuring China’s higher education
system, and training university staff (Shen, 2009). Since 1978 when China implemented the reform and
open-door policy and the English language became one of the university-wide subjects, foreign faculty,
especially those from English-speaking countries, were hired at Chinese universities as language teachers.
With the massification of China’s higher education and an increased emphasis on internationalizing
China’s higher education, the number of these foreign language staff has expanded rapidly.

Further, the implementation of several national projects such as the 985 Project in 1998, and
the Double World-Class Project in 2017 has required individual universities, especially those included in
the two projects to hire more numbers of international faculty members, scholars or scientists who
conduct research and provide graduate programs in professional fields. This is because all these projects
aim at improving China’s higher education and research quality, internationalization and global
competitiveness, building world-class universities, and establishing disciplines that are first-class globally.
For example, similar to the 985 Project but much more ambitious, the key goal of the Double

World-Class Project in 2017 is to build 42 world-class universities and approximately 456 world-class
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disciplines in 95 universities by mid-century and hiring global talents is considered to be one of the most
effective and quickest ways to achieve the goal. In addition to various projects of attracting high-level
talents and scientists from abroad to increase their international competitiveness of teaching and research
at the institutional level, main national projects alone include One Hundred Talents Project of 1994,
Chang Jiang Scholars Program of 1998, the Thousand Talents Plan of 2008, Recruitment Programs of
Young Global Experts of 2011, and the Ten Thousand Talents Plan of 2012 (Peters and Besley, 2018).

In addition, the emergence and expansion of Sino-foreign collaborative programs and universities in
China have also led to a quick rise in the number of international faculty members. Similar to
transnational higher education institutions (HEIs), these institutions and programs are typically
called Zhongwai Hezuo Banxue in Chinese, meaning they represent co-operation between Chinese
universities and foreign partners. Some of them were dispatched by foreign partner universities to
Chinese campuses. Others are directly hired by these Sino-foreign jointly collaborative universities. For
example, NYU Shanghai is China’s first Sino-US research university and the third degree-granting
campus of the NYU Global Network. It was founded in 2012 by New York University and East China
Normal University with the support of the city of Shanghai and the district of Pudong. It hired over 200

international faculty who came from more than 25 countries (NYU Shanghai, 2020).

Japan

As stated above, a large number of foreign experts, scholars, and professionals from the UK, the USA,
Germany, and France were also invited to work in Japan in the late nineteenth century as Japan made
efforts in establishing a modern society and higher education system based on Western models. Soon after
WWII, the introduction of the US general education ideas and part of its educational programs to
Japanese universities required them to hire international faculty, especially those from English-speaking
countries, to provide foreign language programs for Japanese students.  Since the 1990s, in line with an
emphasis on the provision of English language programs for students, new policies and strategies aiming
to improve the level of internationalization of Japan’s HEIs and their global competitiveness have been
developed. For example, in 2009, the Japanese government launched the “Global 30” project as a
follow-up to the national strategy to accept 300,000 foreign students by 2020. The main goal of this
project is to elevate the international competitiveness of Japanese tertiary education while fostering
students and researchers on internationalized campuses so as to give them the ability to play active roles
at a global level. In order to achieve the goal, 13 universities, including seven national and six private,
were selected to play a central role in implementing the program. With additional funding from the central
government, these universities are required to accept many more international students as well as to
develop new English-taught degree programs (MEXT, 2009).

In 2014, the Japanese government issued another national project: the “Top Global University
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Project.” This project aims to enhance the international competitiveness of Japan’s higher education and
create a more favourable environment to produce capable and talented graduates. Similar to the Global 30
project, the project also aims to attract more foreign faculty and students, while also placing more
Japanese universities at the top of global rankings. Top Global (also referred to as “Super Global”) runs
from 2014 to 2023. It is administered and funded by the Ministry of Education, Culture, Sports, Science,
and Technology in Japan (MEXT). The funds can be used to hire international or internationally-educated
faculty, establish internationally-oriented undergraduate curricula for undergraduate degree programs, and
student support. Building on MEXT’s 2009-14 Global 30 project, there are two types of institutions in the
project. Type A (Top Type, 13 universities) is for world-class universities that have the potential to be
ranked in the top 100 according to global university rankings. Type B (Global Traction Type, 24
universities) is for innovative universities that will continue to lead the internationalization of Japanese
society, based on continuous improvement of their current internationalization efforts. It is reported that
the central government will allocate 7.7 billion JPY annually for selected universities for 10 years (MEXT,
2016).

Korea

Since the meaning of internationalization of higher education has diversified theoretically for scholars and
practically for governments, there have also been quite different approaches to policy initiatives by
country. In particular, internationalization of higher education in many Asian countries, including Korea,
tends to be interpreted as the concept of increasing its quality and international competitiveness (Byun &
Kim, 2011). Moreover, the leading actor in this form of internationalization is the government rather than
the higher education institutions (HEIs). In other words, the early-stage motives did not come from
universities, but from the governments at the national level, which is a top-down approach. Although
many Korean universities have tried to become more internationalized with strategic efforts on the
institutional level based on their agreement with the necessity of internationalization and these policies,
the central government has been taking a substantial role in internationalization, particularly in recruiting
international academics.

The policy initiatives for the internationalization of Korea have had several dimensions in the
last three decades. Baek and Kim (2016) have categorized four significant trends: 1) the exchange of
students, 2) the mobility of academics, 3) exchange of educational programs, and 4) the mobility of
educational institutions. Most of the policies of internationalization in Korea have been primarily focused
on student mobility; in particular, how Korean universities can become attractive to international students
because the number of outbound domestic students studying abroad is almost two times higher than
inbound international students. Therefore, attracting international academics and faculty members was of

relatively less concern in the first stage due to high costs and necessary strategies with long-term
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perspectives. Moreover, in a broad perspective, quantitative expansion and qualitative improvement
should also be considered together. In 2008, World Class University (WCU) started as a project that
consists of three different types of support initiatives for recruitment of international faculty members in
Korean universities: Type 1, the establishment of a new major/department; Type 2, inviting international
academics to existing departments; and Type 3, inviting top-tier international academics. Although it is
meaningful as the policy’s first attempt to attract international academics at the national level, because of
the project’s five-year duration starting from 2008, it has been hard to guarantee the continued enormous
funding and tremendous research environment for the academics. Accordingly, 140 research teams in 33
universities were funded 825 billion won based on a competitive evaluation selection. As a result, 342
international academics (as of 2011, 206 for Type 1, 72 for Type 2, and 64 for Type 3) were invited, and
278 academics (Type 1 and Type 2) among them were affiliated with Korean universities as full-time
faculty members (NABO, 2011).

After the WCU project (2008-2012), the Brain Korea 21 Plus (BK 21 Plus) project was
launched in 2013, integrating the WCU and Brain Korea 21 projects. However, the recruiting of
international academics was accepted as only a small part of the BK 21 Plus project, whereas the primary
purpose of the WCU project was providing direct funding to employ international academics. One of the
evaluation indicators of the BK 21 Plus project is the rate of full-time foreign faculty members in the
project team, which can consist of a department (or several) or a college (or a graduate school) in a
university. In the selection process and the mid-term evaluation of the project, universities should make
an effort to increase the number of full-time international faculty members as an indicator to be evaluated
and selected to keep receiving national funding for the project.

Moreover, in the reputed university ranking by Joongang-llbo, which is one of the biggest
newspaper companies in Korea, internationalization was considered a critical area of ranking evaluation.
The weight of international faculty members was the highest (a maximum of 20 points) compared to the
weight of English-medium instruction and the weight of international students until 2014 (Joongang-IIbo,
n.d.). Currently, the rate of international faculty members is five out of 300 points in total. However, it is
still regarded as a critical indicator of evaluation, as some indicators are excluded (e.g., the rate of
English-medium instruction from 2015). It is not only valued in the domestic ranking; the Times World
University Ranking also has a proportion of international staff (2.5%) as an indicator of the International
Outlook area. In that sense, it is hard to ignore the far-reaching influence of evaluation mechanisms on the
expansion of international academics in Korean universities that want to confirm their competitiveness

through university rankings.

LITERATURE REVIEW
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Compared to numerous research in the international mobility of students, much less research has been
conducted in the cross-border movement of faculty members. As for international faculty in the East
Asian and Southeast Asian region, Huang’s research outlined an overview of international mobility of
students, academics, educational programs, and campuses, focused on policy changes and the actual
situation of cross-border movement of international faculty in China, Japan and Korea (Huang, 2016).
Among the previous studies in Japan, as early as 1980, Kitamura depicted key characteristics of foreign
teachers, their academic activities, motivations of coming to work in Japanese universities based on a
national survey (RIHE, 1980). Yonezawa and Ishida (2012) analyzed international faculty’s activities,
behaviors, and perceptions of Japan’s internationalization of higher education. Huang and his team
investigated demographic profiles, motivations, teaching, and research activities of international faculty
and challenges they faced based on a national survey of full-time international faculty at Japanese
universities in 2017 (Huang, 2018a, 2018b, 2018c; Huang et al., 2019). The latest research on this topic is
a collection of country case studies, including Australia, China, and Japan (Huang & Daizen, 2020). This
study made a comparative study of international faculty members, focused on their recruitment, striking
characteristics, main academic activities, and perceptions of internationalization of higher education and
the academic labor market based on the three countries as cases. In China, the research jointly undertaken
by Wu and Huang (2018) explored the main characteristics and motivations of international faculty who
were hired in several universities in Shanghai, China by discipline, age, gender, and so forth. More
specifically, it investigated the individual, educational, and professional characteristics of international
faculty, their motivations for coming to work in Shanghai. Other prior research in international faculty is
concerned with their motivations and actual situation of working in China (Chu, 2013; Kim, 2015). As
Korea’s incentives to attracting international faculty seem to be later than both Japan and China, some
researchers argued that international faculty appeared to meet with more difficulties in Korea (Gress &
llan, 2009; Kim, 2016).

TRENDS AND REALITIES OF INTERNATIONAL FACULTY IN THE THREE
COUNTRIES

China

Although no national statistics of all international faculty members and scientists working in China are
available, the Ministry of Education issues a national table of foreign teachers who are hired at Chinese
HEIs every year (Figure 1). Partly this is because all university students in China are required to learn the
English language as one compulsory subject and the number of language teachers is relatively easier to be
gathered at a national level. These foreign teachers are basically hired based on the national-level agency

that is specifically in charge of inviting and recruiting international faculty members to come to China
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and work in Chinese HEIs based on fixed terms. As a large number of them are employed at Chinese
HEIs as language teachers, the phrase “foreign teacher” is mostly used as an official title for them which
is one category of various academics, experts, scientists moving from foreign countries to work in China.
Those who are hired by individual HEIs based on various projects or college or faculty-wide budgets are
not included in Figure 1. Therefore, there should be more international faculty members working at
Chinese HEIs. For example, those who were invited and employed in individual universities and research
institutes as specially-appointed professors and scientists based on various national projects and

institutional projects are not publicly available.
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2002 2003 2004 2005 2006 2007 2008 2009 2010 2011 2012 2013 2014 2015 2016 2017 2018 2019

mTotal foreign Teachers 3495 4969 6088 6228 9464 10141 11056 11131 11567 13191 13801 14945 15521 15767 16958 18368 18428 18520
®Doctor's Degree 493 765 1051 1037 1674 1670 2533 2547 2885 4442 4765 5812 6269 7040 8071 9493 9869 10427

Master's Degree 941 1495 1738 1770 2768 3100 3028 3143 3353 3701 4034 4296 4532 4233 4356 4669 4673 4409
mBachrlor Degrees 2014 2659 3248 3330 4923 5294 5389 5324 5241 4867 4936 4745 4663 4405 4404 4100 3819 3646

m Short-cycle Courses and Under 46 50 51 91 99 77 106 117 88 181 66 92 57 89 127 106 67 38
mTotal foreign Teachers ~ mDoctor's Degree Master's Degree  mBachrlor Degrees ~ m Short-cycle Courses and Under
Figure 1 Changes in foreign teachers at Chinese HEIs
Source: MoE (2019). # & % i/ # # [ Educational Statistics | . Retrieved from
http://www.moe.gov.cn/s78/A03/moe_560/jytjsj 2019/ (in Chinese).

As shown in Figure 1, the number of foreign teachers at Chinese universities expanded rapidly between
2002 and 2019. For example, the number of foreign teachers increased from 3,495 in 2002 to 18,520 in
2019, growing by five times in the period. Further, not only did the size of foreign teachers grow, but also
the number of foreign teachers with doctoral degrees increased steadily. For example, there were only 393
doctoral- degree holders among foreign teachers in 2002, the number increased to 10,427 in 2019,
constituting over half of the total foreign teachers. By academic degree, the largest number of foreign
teachers was those with bachelor degrees (2,014), followed by those with master’s degrees (941), and
those with doctoral degrees (493) in 2002. In contrast, those with doctoral degrees (10,427) became the
largest group, followed by those with master’s degrees (4,409), and those with bachelors (3,646) in 2019.
It suggests that China made good progress in attracting and hiring foreign teachers with quality from the
perspective of academic degrees.

In order to have a better understanding of international faculty at Chinese universities, Huang’s
team has investigated personal, educational and professional information on international faculty hired in

12 research-intensive universities located in big cities such as Beijing, Shanghai, Hangzhou, etc. since
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2017. By looking at the homepages and other publicly available sources of approximately 14,800
full-time faculty members in these universities in July - August 2017, the research team collected the
relevant data of 855 faculty who were considered to be international faculty by name. The data on their
personal, educational, and professional characteristics, especially the nationalities or citizenships of these
faculty members, were confirmed via e-mails and other social media. Despite incomplete data, it may

present a fuller portrait of international faculty at a dozen of research-intensive universities in China.

Table 1 Characteristics of international faculty in 12 Chinese research universities

Male 484 82%
Gender

Female 106 18%

Professor 225 35.3%

Associate professor 99 16.0%

Academic rank Lecturer 71 11.1%
Assistant professor 111 17.4%

Other 131 20.6%

Humanities 48 6%

Social sciences 445 54%

Discipline Natural sciences 140 17%
Engineering 184 22%

Medical science 9 1%

Source: Based on Huang’s investigation in 2017.

By gender, there were far more numbers of male faculty (484 or 82%) than female faculty (106
or 18%). One of the most important reasons for it is that the vast majority of these international faculty
were not hired as non-language teachers for undergraduate students in their institutions. As mentioned
above, normally, the profiles of foreign language teachers were excluded in Table 1; in most cases, only
the information of those who worked in professional schools or colleges was gathered and analyzed. By
academic rank, the largest number of international faculty was professors (35.3%), followed by those
assistant professors (17.4%), associate professors (16.0%), and lecturers (11.1%). The category of Other
means those who worked as technical experts, senior researchers that are decided by individual
universities, and those who do not belong to the typical academic line of professor, associate, lecturer, and
assistant professor. By discipline, the largest number of them came from Social Sciences (54%) such as
management, international business, trade, and economics, followed by those in Engineering (22%),
Natural Sciences (17%), Humanities (6%), and Medical Science (1%). The data from the 12 case
universities reveals that more numbers of international faculty were employed in “soft sciences” than

“hard sciences”. By destination of earning final degrees, among 590 valid respondents, only 6 % or 25
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Figure 2 Numbers of international faculty in 11 Chinese universities by nationality
Source: Based on Huang’s investigation in 2017.
Table 2 Profiles of interviews
University Location Type Interviewees
Professor A from Canada in School of
Humanities
01 Beijing Research Uni.
Professor B from the UK in School of Medical
Sciences
Local public | Associate professor C from the USA in
02 Southeast ) o
uni. Engineering
) ) Professor D from the USA in School of
03 Shanghai Research Uni. )
Mechanics
) Professor E from the USA in School of
04 Northeast Research Uni. ) ]
Material Science
05 Northeast Research Uni. Professor F from the UK in School of Sciences
06 Central Local  Public | Professor G from the USA in School of Life
China un. Sciences
Sino-foreign ) )
. . Associate professor H from the UK in School
07 East China collaborative )
o of Business
university

Source: Based on Huang’s interviews in 2015-16
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of them received their final degrees from Chinese universities. In contrast, as high as 94% or 424 of them
obtained their final degrees from universities outside China, mostly from their home countries. By
nationality, as shown in Figure 2, among the total 139 valid data, except for Other, the largest number
came from the USA (83), followed by Canada (17), Hong Kong (16), Taiwan (14), the UK and Japan (13),
and Germany. Clearly, the number of international faculty from English-speaking countries made the
largest share of the total in the case universities. Namely, the number of those coming from
English-speaking countries, especially from North America, formed the largest share of the totals.

Before the demographic profiles and educational, professional information on international
faculty in these Chinese research universities was gathered and analyzed, Huang conducted a number of
interviews with international faculty at some Chinese research universities from August 2015 to March
2016 (Huang, 2017). These interviews were carried out in Chinese, English, and Japanese languages with
a common interview guideline, focused on their personal background, motivations of coming to China
and their work roles, etc. The time for each interview lasted for around 30 minutes to one hour, depending
on interviewees’ convenience. All the interviews were recorded and coded. As the largest number of
international faculty members at the case universities came from English-speaking countries, the main
characteristics of the interviewees who only came from English-speaking countries are discussed (Table
2).

Regarding the main challenges facing international faculty at Chinese universities, although no
significant differences could be identified between them in terms of their disciplines, affiliations, and
nationalities due to a small number of interviewees, they can be summarized into the following four
aspects.

Firstly, almost all the interviewees complained about bureaucratic administrative procedures
and difficulties in dealing with renewing visas, income taxations, and other issues that are not relevant to
teaching or research activities. For example, some of them pointed out the following problems they met

with.

“I have to renew my visa every year because of my foreign citizenship and contract here. It is quite
troublesome because you have to do lots of paper-work. Since | am hired as a tenured professor, it is

hoped that the relevant national-level visa renewal system could be improved.” (H)

“I came to this university with my family. My son is a six-year pupil in a local primary school, but
we would come back in the future. We cannot find any international schools in this area. My wife is
very worried about this. Perhaps she would take my son to leave China and send him to a local

middle school in my home city.” (E)

Secondly, it seems that a big gap exists in the level of internationalization between the sector of
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university administration and that of academic sector. Despite some universities developed ambitious
goals of internationalization of higher education such as expanding the number of inbound international
students and faculty members, and trying to creating international campuses, some interviewees
complained about how hard they deal with administrative responsibilities, administrative meetings and
even administrative staff. Many of them admitted that they get better salaries and treatment than their
previous affiliations, but they are not satisfied with some governance arrangements related to

administrative meetings and ambiguous regulations.

“As I am invited to work here based on ‘the One Hundred Talent Project, my salary is much higher
than my Chinese colleges. Besides, | have been allocated an additional research grant and other
research allowances, as well as a good team working for my project. | am quite satisfied with the
working and employment situation here. But | go to the administrative building, that is a totally
different world. People there are polite to you, but you could hardly communicate with them because
of language problem and more importantly, they do not want to take any responsibility for handling
your problem. They always ask me to other department of administration or just ask me to discuss

with my dean or director of department of international and foreign affairs.” (D)

“Almost no English in administration, no matter how these administrative documents and
regulations are important and relevant to my promotion, salaries, application for projects or other
academic matters. Either you ask your students to help you or you translate them into English by

yourself via virtual dictionaries or other means.” (A)

“What I cannot understand is that we are asked to fill out a lot of forms and supply personal,
educational, and other academic information including the number of academic publications,
obtaining prizes, and external research grants, etc. and almost every time there is a very tight
deadline of submission of these forms and information. They do not tell me for what purpose they
ask to do these paper work, neither do you know how they would use your personal information.
What is worse, sometimes you are asked to provide similar information to different administrative

departments in my university. ” (G)

Thirdly, even at a departmental level, some of them have language problem as they do not
understand any Chinese. One of the reasons is that some international faculty members were recruited to
concentrate on doing research and making publications in international indexed journals, but in some
cases, they are also asked to participate in various academic and administrative meetings in their

affliations. One of the intevriewees mentioned that
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“I do not have to worry about research funding, facilities, or supportive systems here. But sometimes
you are asked to attend various meetings because you are professor and you have graduate students.
Although sometimes they arranged some graduates or young faculty to translate important points
for me, 1 still could hardly understand what they discussed in most of these meetings. | wonder if |

could be exempted from attending these meetings. But it seems to be difficult. ” (C)

Finally, some overseas Chinese scholars are worried about their relationships with their
colleagues because they could enjoy more favorable working condition and better pay for their academic
activities even though they were graduated from the same universities as their Chinese colleagues. This
made them suffer stress from their work and communication with their Chinese colleagues as they are
expected to yield higher research productivity and produce and train more graduates with quality than
their Chinese colleagues. For example, one of the interviewees who claimed that they returned to China

after working in US universities and obtained US nationality because of self-actualization.

“As I am invited to work here based on ‘the One Hundred Talent Project, my salary is much higher
than my Chinese colleges. Originally, | thought | could devote my full time to research activities
here. However, | am asked to publish at least one research paper and one co-authored paper with
one of young faculty members here in any of so-called SCI journals each year. Besides, | am asked
to help doctoral students here to find supervisors in the US leading universities and accept them to
do research in the USA at least for one year. In addition, it is my duty to organize international
conferences, and invite famous professors from the US universities to undertake academic
collaboration with my university or my college. | feel that | have to be involved in teaching, research

and other administrative activities. | feel very exhausted and stressful. ” (F)

Japan

As noted earlier, the implementation of the Special Measures Act for the Appointment of Foreign Staff at
National and Public Universities by the Japanese government in 1982, and recent national strategies and
projects that aim at attracting more global talents have facilitated a fast growth in the number of
international faculty in Japan. As Figure 3 indicates, there was a rapid growth in full-time international
faculty from 1980 to 2018. Compared to 1979, when there were only 940 full-time international faculty
(0.9 % of all faculty), as of 2018, its number amounted to 8,609 (4.6% of all faculty) (MEXT, 2019).
Further, the existing research also reveals that the composition of international faculty has
become more diversified in terms of their work roles and responsibilities. For example, in addition to both
teaching and research, international faculty are also strongly expected to undertake any activities which

cannot be accomplished by Japanese colleagues, especially help enhance the international reputation of
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their current universities. Three broad types of international faculty could be practically identified, and
which differ according to their professional roles within their institutions. Type | consists of both Chinese
and Korean nationals; Type Il is made up of both American and British faculty; Type Il refers to the
remaining international faculty with diverse nationalities or citizenships. As for their work roles, Type |
shows more interest in and devotes more time to research. This type could be considered as
research-intensive international faculty. Type Il shows a preference towards and concentration more on

language teaching. Therefore, they represent teaching-centered international faculty (Huang, 2018a).

4

4.50
4.5 4.08 4 &n
4 4.23
3.53 3 343,46 3.48 3.48
3.5 290 _ = SOr 3.62 3.61
2.89= o
3 2.73 = - 63
— N = = o
2.5 1.79= N = = = 2. -
1.9 1.88 = \ = = = = i 1.91
2 1.47 = N = = = = =
1.09 %1 a4 = = ] = = = = = =
15 SN [YER NEEN NER NEEN NEN NEE NE
> 111 = 1.3= = W = = = = = =
= N = = W = = = = = =
1 = b = = = = = = = =
= b = = N = = = = = =
0.5 = b = = ] = = = — = —
= NE = W = = = = = =
o = = = = = = = = =
1980 1985 1990 1995 2000 2005 2010 2015 2018
m Total O University — Junior College

Figure 3 Changes in the proportion of full-time international faculty at Japanese universities
Source: MEXT (2019). X # # 7f 2 %  [Statistical Abstract, 2019]. Retrieved from
https://www.mext.go.jp/b_menu/toukei/002/002b/1417059.htm (in Japanese).

With regard to the various challenges facing international faculty, according to the previous
research (Huang et al., 2019), some of the most noticeable challenges were among junior international
faculty, especially international lecturers and assistant professors, many of whom had a negative
evaluation of the current immigration policy and the opening of Japan’s academic market, their
relationships with local faculty, the meaning of hiring international faculty in the internationalization of
Japanese universities, and their work and employment situations and overall professional environment.
Compared to senior faculty, the great difficulties that have been additionally experienced by international
junior faculty at least include unstable employment, less research funding and salaries, increased teaching
and research workload, uncertain career prospects, and perhaps struggling for survival in a more
competitive circumstance. Further, compared to both Chinese and Korean faculty, American and British
faculty members appear to have more negative responses to Japan’s current immigration policy and their
relationships with local faculty. In addition, research in international faculty in Japan conducted by
Brotherhood et al (2020) indicated a pattern of disillusionment with their role in internationalization, as

many perceived themselves to be tokenized symbols of internationalization rather than valued actors
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within it. Many international faculty who were interviewed identified various barriers that prevented them

from participating in the academic “mainstream” and confined them to peripheral roles.

Korea

On top of the central government policies and evaluation mechanisms through national project funding
and rankings, universities in East Asia competitively attract international academics as one of the
strategies for internationalization to enhance their global reputations (Byun et al., 2013; Huang, 2009;
Shin, 2018; Yonezawa & Shimmi, 2015). In the same vein, Korean universities have made a great effort
to recruit more international faculty members in order to raise their international and domestic reputations
in university rankings (Jambor, 2009). However, from the late 2010s, the numbers and rates of
international faculty members in Korea have been stable, with the same trend of stagnation or decreased
numbers of full-time faculty members.

According to Brief Statistics on Korean Education (MOE, 2019), while the number of
international faculty members increased until 2017 and has been quite stable, with a slight decrease since
2017, the rate of international faculty members stopped increasing from 2010, with the total percentage of
full-time faculty being 6.7%. Table 3 shows the changes in ratios and numbers of international teachers in
universities and junior colleges, which are the two main types of tertiary education in Korea. As of 2019,
4,585 international faculty members are employed in universities, which is 89.5% of the total
international full-time faculty members. On the other hand, only 8.7% are working at junior colleges, the
second-largest type of higher education institution in Korea.

With the increase in the number of international faculty members, the diverse backgrounds of
international faculty members are employed in Korean universities. The most recent data collected in the
second half of 2019 shows that the 4,585 full-time faculty members in universities are from 93 countries
and regions. According to Figure 4, international faculty members from English-speaking countries (the
United States, Canada, the United Kingdom, etc.) constitute more than 46% of all members, followed by
Northeast Asian countries (China and Japan: 11%), India (4%), and so on. One interesting point of this
figure is that the second-largest group of international faculty members is ethnic Koreans born abroad
(17%), who have come from 19 countries. They are mostly used to Korean culture and language,
physically appear Korean, and some of them had been educated in Korea for a long time; however, their
nationality is not Korean. Therefore, universities decide to recruit international faculty members from this
group as an easy way to increase numbers despite criticism that their interest is only in an increasing
number or ratio for evaluation and ranking purposes. Moreover, 72.2% of the 772 international members
in this group are Koreans from the United States. When it comes to being a separate group, they are more
numerous than international members from Canada. Therefore, it is quite clear that too much of the

composition of international faculty members has been centralized around English-speaking countries,
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especially the United States, although the diversity of these countries makes them desirable to pursue as

further direction

Table 3 Numbers and Rates of International Faculty Members by Year

2000 2005 2010 2017 2018 2019

Higher No. of Full-Time 1,373 2,131 4,957 5,528 5,441 5,126
Education  Foreign Faculty

No. of Full-Time 57,632 66,862 77,697 90,902 90,288 89,345

Faculty
Rate 24 3.2 6.4 6.1 6.0 5.7
University  No. of Full-Time 1,021 1,671 4,084 4,934 4,876 4,585

Foreign Faculty

No. of Full-Time 42,483 50,432 61,020 73,326 73,081 72,208

Faculty
Rate 2.4 3.3 6.7 6.7 6.7 6.3
Junior No. of Full-Time 239 320 708 492 476 444

College Foreign Faculty

No. of Full-Time 11,707 12,027 12,530 12,804 12,584 12,327
Faculty

Rate 2.0 2.7 5.7 3.8 3.8 3.6

Source: MEXT and KEDI (2019). Brief Statistics on Korean Education (p. 47).
Note 1 Full-time foreign faculty rate = (number of full-time foreign faculty/total number of full-time
faculty)x100

2 The full-time faculty numbers for universities include the full-time faculty members in the

graduate schools
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. Others, 351, 8%
Pakistan, 30, 1%

Taiwan, 28, 1% Brethren abroad, 772,17%

Russian Federation, 48, 1%
France, 59, 1%

Republic of South Africa, 62, 1%
New Zealand, 69, 2%

Philippines, 81, 2%
Australia, 80, 2%
Germany, 92, 2%

India, 203, 4%

Japan, 204, 4%

U.S.A, 1,314, 29%
United Kingdom, 266, 6%

Canada, 499, 11%

Figure 4 International faculty members in Korean universities by nationality
Note: The full-time faculty numbers for universities include the full-time faculty members in the graduate

schools

Although there was an increase in the number of international academics with diverse
backgrounds during the last several years, there have been limited studies about the challenges they face
in universities and integration with domestic academics. It is true that the top-down policy approaches of
the WCU and BK 21 Plus projects contributed to providing an opportunity to attract international
academics to Korean universities with a focus on increasing the global competitiveness of research
performance. Many academics who came to Korea through the WCU project have returned to their home
countries or other world-class universities because they could not adjust well to the academic culture and
the harsh research environment in Korean universities. Several news articles easily confirmed through the
faculty members’ interviews and critiques that they faced strong authoritarianism and an exclusive
atmosphere, a lack of promotion and career development opportunities, and relatively low salaries
(Chosun-1lbo, 2016a, 2016b; Joongang-1lbo, 2016). The most common problems that they pointed out are
the closed academic culture, which involves rigid networks shared among alumni colleagues from the
same graduate college (or department) and discipline (academic area), and a hierarchical structure
determined by seniority that cannot be overcome even in an academic context. This is mainly related to
the academic culture at Seoul National University; as a top national research university, 57.5% of its
international faculty members perceive that the division where they are affiliated is hierarchical, whereas

only 18.6% perceive it to be equal (Seoul National University, 2018). A study of a top private research
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university shows similar results. There is the systematic disempowerment of international faculty
members, which works the same way for young and untenured faculty members during decision-making
processes (Kim, 2016). As the majority of international faculty members are untenured (they are mostly
contract-based despite being full-time employees) and do not have fluent Korean proficiency, they are
easily put in a situation of being intentionally or unintentionally excluded from governance within the
university. Korean language ability is not actually a requirement for employment or promotion, but it is
critical as “another pseudo measure of we-ness” (Shin & Gress, 2018) in networking with Korean
colleagues. Therefore, it is critical to support international academics in an appropriate research
environment to improve their productivity and job satisfaction and to help to integrate academic culture
and governance in Korean universities (Gress & Ilan, 2009).

Universities also have difficulties in providing appropriate support for international academics
because of the language problem and budget limitations. As previous policies for international faculty
members, such as the WCU and BK 21 Plus projects, have focused on recruiting in the short term and
performing research output, it is risky for universities to employ them in the long term or for teaching
activities without additional budget allocation. If universities fail to keep the funding based on the
competitive evaluation, it will be difficult for them to continue to employ international faculty members
with a high salary. Moreover, according to interviews with senior faculty members who are in top
managerial positions in their universities, they expect few academic activities from international staff
members compared to native ones (Shin & Gress, 2018).

There are also international faculty members who are taking roles beyond research, but they
were not explored during the last several decades. A study related to international faculty members
teaching in Korean universities revealed that the members who had taught in Korea for longer were using
fewer teacher-focused teaching styles that have traditionally been used in the Korean context (Ghazarian
& Youhne, 2015). However, Ghazarian and Youhne’s (2015) study shows that there are gender differences
in teaching styles among international members. In this sense, further studies and policies related to
diverse issues beyond recruiting international faculty members in Korea to increase research performance,
including adaptation, integration, career development, diverse roles, or support systems, need to be
considered. This is because they are positioned to adjust the unique academic culture and language, which
are less difficult to navigate in internationalized countries that have open-minded attitudes toward

academics with diverse backgrounds and use English as an official language.

CONCLUDING REMARKS

This study presented an overview of international faculty in China, Japan, and Korea by using multiple

research methods of national statistics, case study, data of national surveys, and semi-structured
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interviews. The main findings include the following points.

Firstly, enhancing the global competitiveness and promoting internationalization of national
higher education have become the main drivers affecting the fast growth in the number of international
faculty in the three case countries. This is true in the three cases at least by 2017, though the number of
international faculty at Korean HEIs began to decline since then. The implementation of relevant national
strategies and projects through a top-down approach has significantly facilitated the expansion of
international faculty recently in the three case countries.

Secondly, not only did the number of international faculty increase massively, but also
international faculty’s demographic profiles and work roles became increasingly diversified. It appears
that a clear division of labor between international faculty according to their nationality and expected
professional roles, as well as responsibilities, has been gradually formed.

Finally, although most of the international faculty came to China, Japan, and Korea for
academic and professional reasons, there is little doubt that international faculty still faced many
challenges. Despite differences in the three countries, they include issues concerning their integration into
domestic society, their participation in governance arrangements or decision-making processes in their
affiliations, and worries about their uncertain future careers. Compared to China, in which many
international faculty who seem to enjoy more favorable overall working conditions because a majority of
them were hired based on specifically designed national policies or projects or special institutional
programs, the international faculty in both Japan and Korea appear to face more challenges and barriers.

Major implications derived from this study include: firstly, despite no generic ways of helping
international faculty in the three countries address the challenges they faced, it seems that it is important
to create and implement national policy, strategy, and project to hire international faculty in collaboration
with individual universities in which they are employed and local communities in which they live.
Namely, due to the fact that none of the three countries is a country of immigration or a native
English-speaking country, working out national-level regulations or laws that are more friendly to
international faculty in relation to visa application and renewal, creating a society and workplace with a
greater degree of internationalization, tolerance and friendliness to international faculty would inevitably
attract more global talents. Secondly, even if there is no need for all international faculty to be integrated
into local culture or communities, dramatic differences in the way of accommodating, managing and
supporting international faculty members between the administrative line and academic line within one
university should be diminished and more university-wide international working environments should be
created and supplied. This implies that a further internationalization of university governance
arrangements, including fostering internationally-minded administrative staff is needed and important in
the case countries. Finally, international faculty should not be considered to be a special group or a group
isolated from domestic faculty members and administrative staff, though supportive measures need to be

taken for them. This is especially true for administrative staff to consider them to be an integrated part
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of their organizations at a university, college, and department level.

References

Altbach, P. G. & Selvaratnam, V. (eds.) (1989). From Dependence to Autonomy: The Development of
Asian Universities, Kluwer Academic Publishers, p. xii.

Baek, S. G. & Kim, H. H. (2016). Internationalizing Higher Education in Korea: Government policies. In
Y. Oh, Gi Shin, R. Moon (ed.). Internationalizing Higher Education in Korea: Challenges and
Opportunities in Comparative Perspective, Baltimore: Shorenstein Asia-Pacific Research Center, pp
29-50.

Brotherhood, T., Hammond, C.D. & Kim, Y. (2020). Towards an actor-centered typology of
internationalization: a study of junior international faculty in Japanese universities. Higher
Education, 79(3), 497-514.

Byun, K. & Kim, M. (2011). Shifting patterns of the government’s policies for the internationalization of
Korean higher education. Journal of Studies in International Education, 15(5), 467-486.

Byun, K., Jon, J., & Kim, D. (2013). Quest for building world-class universities in South Korea:
Outcomes and consequences. Higher Education, 65, 645-659.

Chosun-llbo. (2016a, July 27). Many international faculty members in Seoul National University will
leave  [Aed  gd 9=l wsE, E3o]  wdtl] Retrieved  from

https://news.joins.com/article/19782661 (in Korean).

Chosun-Ilbo. (2016b, October 8). Not research, but power game... closed academic society of
engineering colleges and their own league [17+= 9231 AHRRE.. HH%] =1k 1E57H

2]71]. Retrieved from https://news.chosun.com/site/data/html_dir/2016/10/08/2016100800279.html

(in Korean).

Chu, L. (2013). Looking to China for scientific careers. Science Magazine, 15 November.

De Ridder-Symoens, H. (ed.). (1992). A history of the university in Europe. Volume 1 — universities in the
middle ages. Cambridge: Cambridge University Press.

De Vries, J. (2010). The limits of globalization in the early modern world. Economic History Review 63
(3), 710-733.

Ghazarian, P. G. & Youhne, M. S. (2015). Exploring intercultural pedagogy: Evidence from international
faculty in South Korean higher education. Journal of Studies in International Education, 19 (5),
476-490.

Gress, D. R. & llan, L. (2009). Successful integration of foreign faculty into Korean universities. Korean.
KEDI Journal of Educational Policy, 6 (2), 183-204.

Huang, F. (2009) “The internationalization of the Academic Profession in Japan”, Journal of Studies in

84


https://news.joins.com/article/19782661
https://news.chosun.com/site/data/html_dir/2016/10/08/2016100800279.html

International Education 13 (2), pp.143-158.

Huang, F., Finkelstein, M. J., & Rostan, M. (Eds.). (2014). The internationalisation of the academy:
Changes, realities, and prospects (The changing academy—The changing academic profession in
international comparative perspective (Vol. 10). Dordrecht: Springer.

Huang, F. (2016). Chapter 2 International Mobility of Students, Academics, Educational Programs, and
Campuses in Asia. In Ng, C., Fox, R. & Nakano, M. (eds.). Reforming Learning and Teaching in
Asia-Pacific Universities Influences of Globalised Processes in Japan, Hong Kong, and Australia.
Singapore: Springer.  Pp. 29-46.

Huang, F. (2017). Mid-Term Report of Research in International Faculty Members’ Recruitment in the

International and Comparative Perspectives. Retrieved from
https://rihe.hiroshima-u.ac.jp/wp/wp-content/uploads/2017/04/99ef7b411cc7863d9e3ba468703730a
d.pdf

Huang, F. (2018a). International faculty at Japanese universities: their demographic characteristics and
work roles. Asia Pacific Education Review 19(2), 263-272.
Huang, F. (2018b). Japan Weights the Value of Imported Academics. Nature 2nd August. Retrieved

from https://www.natureindex.com/news-blog/japan-weighs-the-value-of-imported-academics.

Huang, F. (2018c). International faculty at Japanese universities: Profiles and motivations. Higher
Education Quarterly 72(3), 237-249.

Huang, F. (2019). International faculty in Japan. International Higher Education No. 96. Boston College,
the USA, 18-19.

Huang, F. & Daizen, T. (2020). (eds.). #MEAZEIZEES 2 [EERELEFIHFZE [An International and
Comparative Study of International Faculty Members] Reviews in Higher Education No. 154
Research Institute for Higher Education, Hiroshima University, Japan. Retrieved from
https://ir.lib.hiroshima-u.ac.jp/files/public/4/48876/20200326133251436285/RIHE154.pdf (in

Japanese).

Huang, F., Daizen, T., & Kim, Y. (2019). Challenges facing international faculty at Japanese universities:
main findings from the 2017 national survey. International Journal of Educational Development.
Retrieved from https://doi.org/10.1016/j.ijedudev.2019.102103.

Jambor, P. (2009). Why South Korean universities have low international rankings, Academic Leadership:
The Online Journal, 7(1), Article 35 Available at: https://scholars.fhsu.edu/alj/vol7/iss1/35
Joongang (2016, March 25). International academics doesn’t last long to stay in Korea [3F=7F 2521

W5 2 3 WEITH Retrieved from https://news.joins.com/article/19782661(in Korean).

Joongang-llbo.  (n.d). General Evaluation Indicators. Retrieved May 12, 2020, from

http://univ.joongang.co.kr/university/

Kim, E. (2015). International professors in China: Prestige maintenance and making sense of teaching
abroad. Current Sociology 63 (4), 604-620.

85


https://rihe.hiroshima-u.ac.jp/wp/wp-content/uploads/2017/04/99ef7b411cc7863d9e3ba468703730ad.pdf
https://rihe.hiroshima-u.ac.jp/wp/wp-content/uploads/2017/04/99ef7b411cc7863d9e3ba468703730ad.pdf
https://apac01.safelinks.protection.outlook.com/?url=https%3A%2F%2Fwww.natureindex.com%2Fnews-blog%2Fjapan-weighs-the-value-of-imported-academics&data=02%7C01%7Cfutao%40hiroshima-u.ac.jp%7C2034443c00a64d04575608d69d6f46bb%7Cc40454ddb2634926868d8e12640d3750%7C1%7C0%7C636869498588353237&sdata=l3jFKhZlXLG3ZDLwnJPu38QqMARAscK7X7qcHOsuzs8%3D&reserved=0
https://ir.lib.hiroshima-u.ac.jp/files/public/4/48876/20200326133251436285/RIHE154.pdf
https://doi.org/10.1016/j.ijedudev.2019.102103
https://news.joins.com/article/19782661
http://univ.joongang.co.kr/university/

Kim S. K. (2016). Western faculty ‘flight risk’ at a Korean University and the complexities of
internationalization in Asian higher education. Comparative Education, 52(1), 78-90.

MEXT (Ministry of Education, Culture, Sports, Science, and Technology (Japan). (2006) “Top Global
University Project,” n.d. Retrieved from
http://www.mext.go.jp/en/policy/education/highered/title02/detail02/sdetail02/1395420.htm last
checked on 29 July 2019.

MEXT (Ministry of Education, Culture, Sports, Science and Technology (Japan) (2009). Global 30

Project -Establishing University Network for Internationalization Retrieved  from

https://www.mext.go.jp/en/policy/education/highered/title02/detail02/sdetail02/1373894.htm

MOE & KEDI (2019). Brief Statistics of Education. Ministry of Education and Korean Educational
Development Institute.

NABO (2011). Evaluation of World-Class Research Centered University Development Project [l A5~
AFAINEE S4941]] 7], National Assembly Budget Office. (in Korean).

NYU Shanghai. (2020). Faculty. Retrieved from https://shanghai.nyu.edu/academics/faculty

Peters, M. A. & Lesley, T. (2018). China’s double first-class university strategy: XX—jit. Educational
Philosophy and Theory, 50 (12), 1075-1079.

Pietsch, T. (2013). Empire of Scholars. Universities, networks, and the British Academic World 1850-1939.
Manchester, Manchester University Press.

RIHE (Research Institute for Higher Education), (1980). H A ® KZ(Z351) % 44 E A ZLE (Foreign
university faculty members at universities in Japan). RIHE (Research Institute for Higher Education),
Hiroshima University, Japan. (in Japanese).

Shen, Z. (2009). (ed.) FRItEZIEH[E (1948-1960)[The Soviet Experts in China 1948-1960]. Xinhua
Publishing House. (in Chinese).

Shin, J. C. & Gress, D. R. (2018). Expatriate academics and managing diversity: a Korean host
university’s perspective. Asia Pacific Education Review, 18(2), 297-306.

SNU (2018). Enhancement of Faculty Diversity Policy Research for Internationalization of Seoul
National University. Retrieved from http://diversity.snu.ac.kr/bbs/board.php?bo_table=research
Yonezawa, A. and Ishida, K. (2012). HAD KF=DOHEANEHE : % 0178 & E ik [Non-Japanese

Academics at Japanese Universities: Their Behaviors and Perspectives]. Reviews in Higher

Education, 116, 63-76. (in Japanese).

Yonezawa, A. & Shimmi, Y. (2015). Transformation of university governance through
internationalization: Challenges for top universities and government policies in Japan. Higher
Education, 70 (2), 173-186.

Yudkevich, M., Altbach, PJ, and Rumbley, L. (2017). International Faculty in Higher Education:

Comparative perspectives on recruitment, integration, and impact. Routledge

86


http://www.mext.go.jp/en/policy/education/highered/title02/detail02/sdetail02/1395420.htm
https://www.mext.go.jp/en/policy/education/highered/title02/detail02/sdetail02/1373894.htm
https://shanghai.nyu.edu/academics/faculty
http://diversity.snu.ac.kr/bbs/board.php?bo_table=research

7. Korea's Policy Initiatives to Recruit International

Academics

Inyoung Song (Korean Council for University Education)
Yangson Kim (Hiroshima University)

Introduction

As one of the biggest streams brining about the changes of university society, the higher education
internationalization is leading overall changes of university ranging from the professor recruitment
market to diversity of university members, curriculum, and physical structure of campus. In accordance
with the internalization trend of higher education, the university evaluation systems such as global
university rankings and media university evaluations began to hugely influence the universities in Korea.
This is attributable to the fact that the universities in Korea have growing interest in international students
due to their facing problems including the decrease in the school-age population and the lack of freshmen.
As under this environment, the importance of university evaluation is gradually emphasized which gives
direct influence on the attraction of international students and public relations of university under this
environment, it naturally leads to growing interest in internationalization-related index which takes an
important part in the university evaluation indexes of the government and the outside. As the Korean
government also encouraged the foreign professor employment of the university through the financial
support, the number of foreign professors at the universities in Korea continued to increase from 2000s.

Korean government’s policy on higher education internationalizati
on

It was the period of the Kim Young-sam administration when the higher education internalization
emerged at the center of discussion. Followed by founding of WTO in 1995, GATS (General Agreement
on Trade in Services) came into effect. As a result, the higher education was regarded as a kind of service
and its importance began to get attention as the opening of the field was needed. The Kim Young-sam
administration selectively opened the fields of higher and adult education and established a step-by-step
strategy responding to opening of education field through the domestic use of excellent foreign

educational services. As afterwards the deficit in the study abroad balance caused by expansion of study
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overseas became an issue, the Kim Young-sam administration pursued the policy to attract foreign
university and expand the foreign professor and international student in order to attract the international
student to Korea. It was the period of the Roh Moo-hyun administration when the internationalization of
university was actively carried out. The government expanded the joint operation of curriculum and
invitation of excellent foreign professors. This keynote continued under Lee Myung-bak and Park
Geun-hye governments that provided large-size budget support to the step-by-step implementation of
Study Korea Project, the world-class university project (hereinafter referred to as WCU), and
international exchange of research personnel for strengthening the global research manpower of the
university. (Kim et al, 2013)

It appears that the foreign professor related policy does not take an important part in the
government-led policies on internalization of higher education. In terms of student mobility, Korea is a
country with deficit in the study abroad balance, in which the number of Korean students studying abroad
exceeds that of the international students at the higher education institutes in Korea. Accordingly, the
early policy direction of the government was focused on expanding and supporting attraction of
international students. With many efforts pooled in attracting foreign students, the demand for English
medium instruction at the universities in Korea increased, and the policy for supporting foreign professors
was also made.

The direction of policy on foreign professor varies considerably, depending on the states. Some
countries including Hong Kong, Singapore and Switzerland undertake active initiatives to maintain a
certain percentage of foreign professors. Some countries restrict the retirement guarantee of full-time
professor to their citizen whilst other countries pursue the policy, which is not considered closed, but
gives priority to employment of their citizens. (Altbach & Yudkevich, 2017) Korea does not undertake
any strong initiatives to maintain a certain portion of foreign professors among the total nhumber of
professors, but the government-level attraction policies have been constantly implemented to strategically
attract excellent foreign research personnel.

It was early 2000s when the universities in Korea began to actively invite international
academics. Amendments to Educational Officials Act in 1999 enabled the national and public universities
to appoint full-time foreign professors, and the government began to provide financial support to
employment of foreign professors, which resulted in its acceleration. Subject to the limit of appointment
of foreign professors under the Educational Officials Act, the foreign professors were allowed only at
some private universities until 2001. However, in 2001, the Ministry of Education & Human Resources
Development began to finance the project for establishing the brain pool of excellent foreign professors
and inviting the excellent professor, thus providing financial support to salary and stay expenses spent by
the universities for the employment of foreign professors. As a result, the top-ranking research-oriented
universities competitively announced their plans of expansion.

Lee (2017) divided the transition process of university financial support policy into five
periods; 1) before 1994, 2) 1994-2003, 3) 2004-2007, 4) 2008-2013, 5) after 2014. It started with the
period before 1994 when the financial support to university was trivial. As the differential support system
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based on evaluation was introduced from 1994 to 2003, the national support project was created together
with various kinds of evaluation systems. The typical policy on higher education internalization was
Brain Korea 21. Its first stage project was undertaken from 1999 to 2005 and its second stage project from
2006 to 2012. This project aimed to improve the competitiveness through benchmarking the world-class
foreign universities, and accordingly, the foreign language medium instruction and the percentage of
foreign professors were reflected in the evaluation indexes, which began to drive employment of foreign
professors.

From 2004 to 2007, the selective support was fully carried out. During this period were
undertaken the Study Korea Project, a typical internationalization policy for attracting international
students, and the English medium instruction support project. This policy aiming to swing to the profit in
study abroad balance through expansion of attraction of Inbound international students brought about the
internalization of campus and the increase in the percentage of English medium instruction, and it is
analyzed that this tendency indirectly encouraged the employment of foreign professors.

The period between 2008 and 2013 was the time when financial support project as a
mechanism was actively carried out together with overall expansion of higher education financial support.
During this period, the World Class University Project, a representative policy to encourage employment
of foreign professor, was carried out. This project aimed to innovate the research climate of Korean
universities through employment and short-term invitation of foreign scholars. Under the project, the
government provided support to labor & stay costs and overhead through universities. The main point of
the project was invitation and employment of excellent foreign scholars, and the follow-up monitoring of
research and education under the goal of developing the university into a world-class one by attracting
excellent professors and securing competitiveness of university through it. The BK21 PLUS project
which started in 2013 maintained a considerable portion of internationalization educational condition
indexes, including the percentage of professional professors and foreign language medium instruction,
which were undertaken under the preceding projects, BK21 and WCU.

The government’s internationalization policy was mainly focused on the professors at the
university but not on attraction of foreign scholars outside the university. There were only a few polices
which aimed to attract the foreign scholars to research institute or public institute rather than the
university. The purpose of these policies was to invite the science and engineering research personnel
from overseas. The typical polices include World-Class Institutes (WCI) Project and Brain Pool Project in
which the expenditure support was directly provided in order to attract the science and engineering
researchers from overseas.

In the <Table 1> can be seen the policy target and expected effect of the government-led
policies on international academics, mainly the WCU and the BK21 PLUS, the typical ones of the
Ministry of Education-led policies on foreign professor. Amid the arguments over serious outflow of
talents attributable to worsening research environment at home, the WCU came to the fore with the
necessity for large-scale national project to ensure the settlement of excellent foreign researchers in Korea

in order to gain a foothold for turning into a state of inflow of talents. The background of the project
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which is defined by the basic plan of world-class research-oriented university (WCU) fostering project
had three points; 1) the qualitative improvement of research result for creating new growth engines and
the support strategy centered on professor and researcher; 2) the improvement of university
competitiveness by having best professors; 3) the conversion from Brain Drain to Brain Gain.

<Table 1> Major policies for internationalization in higher education

Year Project Project Goal
Foster world-class university and excellent
1999 BK21
research manpower
2005 English medium instruction support Support the opening of foreign language
project medium instruction of university
Invite renowned foreign scholar, and
2008 World Class University project innovate education and research climate, and
enhance global competitiveness
. Attract 200,000 international students, and
2013 Study Korea 2020 Project o
vitalize Pro-Korean networks
Foster global research-oriented university and
2013 BK21 PLUS ] )
high-level professionals
1994 Brain pool(plus) Attract excellent foreign scholar

With the keynote that the quality of university does not go beyond the quality of professors, it
was pointed out that Korea had less world-class star faculty with a number of citations than US and Japan.
And the fact that full-time international professors only accounted for 3.75% (as of 2007) at the
universities in Korea was considered a reason of poor grades in world university evaluation. (Ministry of
Education, Science and Technology, 20th June 2008)

The WCU can be regarded as a project in which active employment strategies were carried out
with the aim of the rise in world university rankings and the qualitative improvement of research by
employing the prominent foreign professors with a number of citations in order to enhance the
competitiveness, judging that the limitation of international prestige and competitiveness was due to
shortage of international professors.

The BK21 PLUS, the follow-up integrated project of WCU and BK21, started under the vision
of strengthening the research-oriented university infrastructure, improving the global competency,
fostering high-level professional, and strengthening educational and research manpower of local
universities. The BK21 PLUS started with three goals; 1) fostering global research-oriented university; 2)
nurturing core high-level human resources in each academic field and high-level professionals in

convergence fields, 3) the qualitative improvement of education and research of domestic universities.
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The BK21 PLUS provides support to three specific fields such as global professional fostering,
specialized professional talent fostering, and future-based creative talent fostering. The project can also
provide support for the internationalization expenditures which are used to attract and employ
international academics. This shows connectivity with the preceding WCU.

<Table 2> Background and expected results of representative international academic recruitment projects

WCU BK21 PLUS
» Secure the source of future national wealth * Necessity for nurturing creative talents of
by fostering the manpower who can create master's and doctoral level who can lead the
creative working knowledge. Back creative economy
acl
* Enhance university competitiveness by d * Necessity for improving the creative
. groun . L .
having the best professors environment of university education and
* Conversion from Brain Drain to Brain research and for enhancing the role of
Gain university as a hub to create creative results
* Promote research in key areas for future ) o
) * Foster global research-oriented university
national development and nurture future )
) ) e nurture  core  high-level  human
generations of academics ) o
) resources in each academic field and
* Innovate the educational and research o ) ) )
) L ) ) Objective high-level professionals in convergence
climate of universities by securing foreign feld
ields
scholars with high research capabilities and o )
) * The qualitative improvement of education
foster world-class research-oriented S
L and research of domestic universities
universities
* Increase in the number of universities in top
* Attract/recruit foreign scholars with high 200 QS rankings.
research capabilities as full-time or part-time d * Support excellent research personnel of
Expectel
professors | master's and doctoral level and new research
results
» Compose a joint research team and conduct personnel
joint research * Rise in impact factor ranking of SCl-level
papers

In particular, in the case of global talent cultivation project group, the plan to invite and employ
foreign scholars (first stage, 10%) was included in the selection evaluation items. And were also included
direct or indirect indexes such as education internationalization strategy and research internationalization,

and participating professor research competency, which aimed to encourage employment of foreign
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professor.

WCU and BK21 PLUS, the typical programs of the government-led policies on employment of
foreign professor can be summarized as a financial support project for recruitment and domestic
settlement of foreign professor, underscoring the need of recruiting foreign professors for qualitative
improvement of research results, with the expectation that recruitment of foreign professors can bring
about the international reputation and enhancement of competitiveness of domestic universities.

Under the two programs which are the typical polices on foreign professors, the purpose of

attracting foreign professors is to foster world-class, global research-oriented university, and to encourage
the joint research by attracting foreign scholars and participation of domestic professors, and to bring
about the rise in world university evaluation ranking and impact factor ranking of SCI-level papers.
They aimed to get the improved research results of quantitative and qualitative level, which are same as
research results of other academic promotion projects rather than detailed usage plan followed by
recruiting of foreign professors. This approach can be found out at “world class faculty = world class
department = world class university”, a basic theory of WCU project.

<Table 3> Major international academic related indexes of university financial support project

Start )
Project Note
Year
2008 World-class research-oriented university | « Invite  full-time/part-time  foreign  scholars,
(WCU) depending on the kind of project
* Internationalization index
) * Percentage of foreign professor
Strengthen the educational competency of )
2009 o * Percentage of foreign graduate
university ) ) )
* Percentage of TOPIK 4" or higher grade international
student
2010 undergraduate education leading * Percentage of full-time foreign professors
university (ACE) * Percentage of foreign graduates
e Current status of internationalization  of
educational infrastructure
* Percentage of foreign language medium lecture
2013 BK21 PLUS ) )
* Percentage of international student
* Percentage of foreign professor
* Percentage of dissertations written in foreign language

The key point of world-class research-oriented university is the quality of professor, so they
basically expect that introduction of foreign professor will result in positive ripple effect, excellent papers,

and high-quality education. (Kim, Lee, & Jang, 2014) The point which needs attention at the
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government-led policy on international academics is that in order to promote internationalization of
university, the government used the indexes such as the percentage of international professors, expansion
of dormitory for foreigners, and the percentage of foreign language medium lecture as the indexes for
university financial support.

The government’s policy on foreign professor used regulation and subsidy in order to achieve
its goal, that is, it secured a certain percentage of professor by means of the subsidy to university and the
university financial support project indexes. The <Table 3> checks if the indexes related to university
financial support project and internationalization are included.

As explained above, except for WCU and BK21, the typical internationalization projects which
gave impetus to recruiting of foreign professor, the competency reinforcement project and undergraduate
education leading university project, with a characteristic of general financial support, not aiming for
internationalization, use the indexes such as the competency for university advancement, the percentage
of international academics, and the percentage of full-time international academics in selection
evaluation.

Under this section, we have summarized the government-level internationalization policy
(project), university financial support project index, and university evaluation index. To sum up, the
policy on foreign professor was not implemented under a single policy, but it formed a proportion of
internationalization policy as a sub-category of university internationalization policy and consistently
encouraged recruitment and invitation of foreign professors through BK21 and WCU projects.

The objective of the foreign professor employment policy seeks for a justifiable policy objective
for strengthening the global competitiveness of university, but it can be summarized that the policy seeks
for instrumental value-oriented evaluation indexes including the rise in university evaluation rankings and
research citation count rankings. It can be also summarized that in order to attain the objective, the policy
pursues the regulation through evaluation indexes of university financial support project and the payment
of subsidy through the project.

Global university rankings and universities in Korea

The motive of university for recruitment of more foreign professors can vary depending on specific
situation of each university, but it basically aims for securing the international competitiveness of
university and gaining reputation of university in response to opening of higher education market.
However, the reason why university seeks for internationalization can vary, depending on the
environments surrounding the university, such as the country where the university is located, the
economic situation of the state, the structure of educational institute, and the mission and characteristics
of the university. Depending on the various kinds of motives, the university’s internationalization strategy
can reflect various contents and objectives.

It can be summarized that in particular, the employment of foreign professor by non-western
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world university is intended for usage of their research network (Welch, 1997) or for the EMI, the
attraction of international student, the operation of international program, which were competitively
expanded among top-ranking universities. (Byun et al., 2013). This intention lies in the aspiration of
non-western world universities for world university evaluation raking and reputation. The universities in
North America dominate the top world university rankings, so academia’s attention is not that great.
However, the universities in the countries except for North America pay much attention to world
university rankings. The top universities in non-western countries have interest in the world university
rankings to get the recognition similar to that of the university in US. (Hazelkorn, 2008)

It was 1990s when the interest sharply increased in university rankings in Korea. Joongang
Daily started university evaluation in 1994. With the emergence of world university rankings in early
2000s, including ARWU of Shanghai Jiao Tong University (2003) and THES/QS (2004), the interest has
grown in university evaluation indexes. University ranking was first used as a tool for the accountability
of university by providing university information to education consumer and the government who want to
know the ranking of university. However, its impact sharply increases due to reduction in college
admission resource and ever-intensifying competition in higher education market. In particular, Joongang
Daily university evaluation’s internationalization index of university evaluation which was abolished in
2005, served as a visible indicator of university internationalization, together with the increase of
university EMI until its abolition.

With the belief that using English as an education language and expanding English medium
instruction at the university would give positive impact to development of students’ career and their entry
into labor market, there is expectation that it will be helpful in attracting foreign scholar and international
student. (Byun, et al., 2011) From the government’s point of view, the university rankings back up the
validity of budget support, and it can be considered a visible result of higher education support. Therefore,
they seek the ways for the rise in global rankings.

There were many macro-level studies dealing with the emphasis on world-class
research-oriented university and the impact of global world ranking system to higher education system.
But there were only a few pilot studies which dealt with the impact which this keynote gives to an
individual university and its members.

In Korea, too, university evaluation by press and world university rankings have been used as
an easy tool by education consumers to evaluate the relative position and reputation of university. They
are such important factors for the evaluation of university that the government and the Ministry of
Education describe the rise of world university evaluation rankings as the target of financial support
project. The large-scale research-oriented university particularly uses the world university rankings as the
means of external public relations and the performance indicator of university innovation.

The internationalization among many indexes of global ranking is the source of competitive
advantage of higher education institutes. Therefore, the market and outside pressure on the university
internationalization strategy naturally gets intensified as the attention of the government and university

grows in global ranking. The ways in which the issue of global university rankings and international
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competitiveness of university give impact to higher education institute vary depending on the country and
cultural area. The pilot studies are consistently undertaken to prove that the methods implemented under
the cultural context of non-western and non-English countries including East Asia are quite different from
the attitude of western and English-speaking nations. Among them, the Hallinger (2013) focused on the
way in which the global ranking are implemented in higher education in Asia. It mentions that the Asian
governments and leaders regard that their university ranking has something to do with the so-called
national dignity, so they pressure the universities to participate in the unfavorable competition where the
research-oriented universities from Britain and US usually have advantages and that this kind of pressure
leads to policy imitation from the university. Under the same context, Kehm (2014) stated that the global
ranking results in isomorphism which means the tendency to imitate the top-ranking university.

Discussion

It is not easy to find out through literature survey the exact time when foreign professors were appointed
for the first time at Korean universities, but it can be said that the history of foreign professors at Korean
universities started with establishment of university.

But there existed no any clear regulations on appointment of full-time foreign professor until
early 2000s, so the appointments were mainly based on customary permission of the related ministries.
The issue of foreign professor was under active discussion, as the Seoul Central District Court judged that
the appointment of foreign president is invalid regardless of national, public, and private universities on
the basis of the citizens’ right to hold public office. (Jo, 1994) This judgment raised the necessity for
legislative revision and the discussion over the current status of foreign professor employment at Korean
universities and their legal status.

The foundation for internationalization of university was built as the “University Education
Internationalization” plan of the 5.31 Education Reform was announced in 1995. (Shin, 2006) Then the
employment of foreign professor was put on a new phase.

Whist the previous direction of basic level university internationalization was focused on the
department education, the internationalization followed by 5.31 Education Reform became a foothold to
experiment various kinds of internationalization model at the education stage of university. This became
an important opportunity in which each university established the specialized internationalization strategy
by vitalizing the academic and research exchange with foreign scholars and employing foreign professors.
The government-led policy to actively attract foreign professors is considered to succeed in increasing the
number of foreign professors in a short period of time.

In 1994, there were only 605 foreign professors at 95 universities, including visiting, guest, and
exchange professors as well as full-time professors. (Jo, 1994) But the number of foreign professors

continued to increase almost every year until 2013, with 1,980 in 2001 (Korean Council for University
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Education, 2001), 3,325 in 2005, and 6,012 in 2010. After 2014, the number of foreign professors slightly
decreased every year, and there were 6,754 foreign professors as of 2018. (Korean Educational
Development Institute, 2018)

In contrast to the fact that in the early years, most of foreign professors were foreign language
lecturers from Britain and America, the profession fields of foreign professors who settle in Korea are
diversifying and the percentage of foreign professor out of new professors employed by the
research-oriented universities is consistently maintained. (Byun et al., 2011)

Although the number of foreign professors continued to increase from 2000s as the
government-led policy to increase the foreign professors was in accord with the internationalization
strategy of university, some side-effects and criticism ensued.

There is consistent criticism over the closed academia atmosphere felt by foreign professors
who entered the Korean universities in accordance with foreign professor expansion policy, the top-down
decision-making process and exclusion of foreign professor from the process, and the simple
index-oriented internationalization policy. (McNeill, 2011) Accordingly, it is necessary to study and
understand the activity and adaptation of foreign professors at the context of university.
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8. Transnational Universities and International Academics in

Southeast Asia: Talent Strategy and Dual Embeddedness

Hong Liu (Nanyang Technological University, Singapore) and Xi Huang?®
(Nanyang Technological University, Singapore)

Introduction

Tertiary education internationalisation is a growing global trend. The notions of tertiary education
internationalisation initially diffused from the Global North to Global South. Leading universities in the
West have further shaped knowledge formation worldwide (Marginson and Ordorika, 2011:79-83). The
Global South has often been portrayed as the knowledge receiver rather than knowledge sender in the
research terrain of tertiary education internationalisation (Marginson and Ordorika, 2011: 89-94) and
policy transfer (Campell and Hall, 2017). However, recent discussions on the Global South as the
knowledge-producer are emerging (e.g., Marginson and Ordorika, 2011; Liu and Wang, 2021; Liu, 2022;
Van der Wende et al., 2020; Huang and Welch, 2021).

International academics as a whole are a consequence of tertiary education internationalisation.
As noted by Huang and Welch (2021), existing studies pay little attention to international academics of
tertiary education institutions with regard to their work roles, impediments and challenges through a
comparative lens. They proposed two directions, the macroscope with regard to the Global South’s rise
and changing dynamics of tertiary education internationalisation, and roles of international academics at
the microscope.

Further, scholars indicate that an interdisciplinary approach will be introduced to the studies of
tertiary education. Liu (2019) investigates the political logics of tertiary education governance and
institution in the global framework of talent management. Kirkby (2020) explores the historical origins,

internationalisation strategies and Eurasian partnerships of Chinese tertiary education institutions in the

3 Professor Liu Hong is Tan Lark Sye Chair Professor of Public Policy and Global
Affairs at School of Social Sciences, Nanyang Technological University (NTU) in
Singapore. His email address is liuhong@ntu.edu.sg.
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Research Associate at Nanyang Centre for Public Administration, NTU. Her email
address is xi.huang@ntu.edu.sg. The views in this paper do not represent the authors’
institution and they are solely responsible for any remaining errors.
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New Silk Road framework. Marginson and Ordorika (2011) discuss the influence of power relations in
the global tertiary education landscape.

Guided by an interdisciplinary approach, this working paper is situated in the literature of
tertiary education internationalisation and talent management in the context of Southeast Asian political
economies. It aims to contribute to the ongoing debates pertaining to tertiary education
internationalisation in the Global South. It also examines how the rise of China is reshaping the global
landscape of tertiary education from the perspective of Southeast Asia. We also discuss structural linkages
of tertiary education development and talent strategy in Singapore, and the process of translating national
strategies into implementation through local-based tertiary education institutions.

The remainder of this paper starts with a brief literature review on the internationalisation of
tertiary education and the rise of China. It subsequently pinpoints the rationale of choosing Southeast Asia
as the site of this research, and China-Southeast Asia education collaboration. Thirdly, through the case of
Nanyang Technological University in Singapore, we discuss international faculty as an essential factor of
university compacity building, their key characteristics, main work roles and impediments. We conclude

with preliminary discussions and future research directions.

Literature Review

Internationalisation of tertiary education and the rise of China

While some scholars problematise ‘tertiary education internationalisation’ studies, from conceptualisation
to implementation, they do not engage with historical trajectories and power relations (Marginson and
Ordorika, 2011; de Wit 2014; Buckner and Stein, 2019). Tertiary education internationalisation emerged
in the Western industrialised nations in 1980.4 Over the past decades, the Global North has often been
positioned as the core sender while the Global South is the recipient of the knowledge production system.

Scholarly views on the motivations of the global diffusion of Western tertiary education
internationalisation can be categorised into four streams. Scholars with a neo-colonialist perspective argue
that the hidden logic behind the internationalisation of Western higher education is inevitably associated
with expanding Western hegemony (c.f., Altbach, 2002,2014). Scholars with the neo-liberalist perspective
think that internationalising higher education is market-driven and entrepreneurial whilst being guided by
the economic interests of states and societies (c.f., Olssen and Peters, 2005). Scholars from a cultural
perspective argue that the main motivations are enhancing education capacity and cultural understanding
(c.f., Knight, 2006).

Recently scholars have reflected that internationalisation of tertiary education of today ‘is

4 Review education policies, Internationalisation. Organization for Economic Cooperation and Development, OECD.
Retrieved from: https://gpseducation.oecd.org/revieweducationpolicies/#!node=41769&filter=all. Accessed: 3 March,
2020.
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driven by a dynamic combination of political, economic, socio-cultural and academic rationales and
stakeholders’ (de Wit, 2019). As noted earlier, predominant discourses in the Western study downplay the
Global South, and the ethical and historical issues of these international interactions in this context. In
Asia, Guo et al. (2021) argue that internationalisation is interpreted as ‘westernization’ and
‘modernization’ by Chinese university students with many Western elements and limited Chinese
characteristics.

Tertiary education internationalisation and knowledge transfer within the Global South is an
emerging research area, alongside the shifting of global economic power eastwards (Tonby et al., 2019).
China has transformed into the world’s second-largest economy and a potential leader in the tertiary
education domain (Van der Wende and Zhu, 2016). In 2013 President of China, Xi Jinping, announced his
signature policy, the Belt and Road Initiative (BRI), formed by the silk road economic belt and
twenty-first-century maritime silk road. > Education is an important imperative of the BRI that boosts
people-to-people bonds.® In 2016, the Chinese government institutionalised specific guidelines on
cross-border higher education collaborations and issued the BRI Education Action Plan.” Although the
BRI has received great attention since its launch, education as ‘soft infrastructure’ is less discussed with
regard to the political purposes shaped by the Chinese government (Peters, 2019; Van der Wende et al.,
2020). Since China announced the BRI Education Action Plan, building mutual recognition of higher
education degrees with other countries and Chinese universities ‘going global’ have been the innovative
methods that Chinese education governors have adopted.

China has established educational cooperation and exchanges with 188 regions and 46
international organisations, and had fulfilled mutual recognition of higher education degrees with 54
countries by September 2020.8 On the other hand, Chinese higher education institutions have received
invitations to establish campuses in foreign countries. Xiamen University was the pioneer to launch the
Malaysia campus in 2016, followed by the establishment of the Soochow University Laos campus,
Beijing Language and Culture University Thailand and Tokyo college, and Bangkok Business College

jointly by Yunan University of Finance and Economics with Thailand’s Rangsit University. ° Recently

5 Full text of the report on the progress, contributions and prospects of the Belt and Road Initiative.

Xinhuanet. 23 April, 2019. Retrieved from:

http!//www.xinhuanet.com/english/2019-04/22/c 137998357.htm. Accessed: 3 March, 2020.

6 lbid.

7 Education Action Plan for the Belt and Road Initiative. Xinhua Silk Road. 16 June, 2020. Retrieved from:
https://en.imsilkroad.com/p/314241.html. Accessed: 3 March, 2020.

8 China Forges Agreements with 54 countries on mutual recognitions of higher education degrees.

China Daily. 5 September, 2020. Retrieved from:
https://www.chinadaily.com.cn/a/202009/05/WS5f5395d3a310675eafc57baa.html. Accessed: 3 March,
2020.

9 Overseas campuses lead the charge in soft power push. China Daily. 26 February, 2016. Retrieved
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Tsinghua University started the ground-breaking for the Southeast Asia Center (Tsinghua SEA) and
Sustainable Development Solutions Network (SDSN) Creative Campus in Indonesia.’® As of today, there
are six Chinese higher education institutions located within the Southeast Asia region. The proportion
illustrates Southeast Asia’s reception of China’s influence on higher education and soft power.

We categorise recent studies on tertiary education internationalisation and rise of China by
three inter-related elements: driving forces, practices, and implications. There are two scholarly views on
China’s driving force in promoting BRI-relevant international education collaborations. The first group of
scholars argues that transnational education collaborations and exchanges between Chinese institutions
and foreign institutions along Central and South Asia routes of the New Silk Road (NSR) are ‘driven by
political considerations, not by the global reputation of Chinese HEIs’ (Kirby, 2020; Huang, 2020). The
second group of views contend that the global outreach of China’s higher education is for commercial
purposes (Welch and Postiglione, 2020), as are China’s neoliberal practices of Sino-foreign collaboration
for domestic education market formation (Mok, 2021). Scholars have noted the emergence of a Chinese
model in higher education institutions (Marginson, 2011; Postiglione, 2015; Deng, 2016; Yang, 2017).
Nevertheless, discussions on transferable viability in further nations are new (c.f., Sporn and Wende,
2020). Some argue that China may not provide a transferable model in the education sphere (Kirby 2020;
Van der Wende et al., 2020; Huang, 2020), because of Western-influenced university formation (Kirby,
2020), strong political intervention and a dual leadership governance structure (Marginson and Yang,
2020; Postiglione, 2020), distinctive state-university relationship and Chinese political value (Huang,
2020).

Others argue that the Chinese model in the economic and non-economic field serves as a
reference point for other states (Liu, 2022). It has been argued that China has developed a university
governance model differentiating it from the Western paradigms — mixing Western concepts with national
and partisan characteristics of China (Deng, 2016; Li, 2020). Some advocate a Confucian model after the
East Asian tradition and philosophy (Marginson, 2011; Li, 2020), while others suggest a bi-cultural model
without integration of Eastern and Western values (Yang, 2017), or a balanced model with dual missions
(Postiglione, 2015).

Furthermore, transnational knowledge transfer incorporates both explicit and tacit knowledge
transfer (Liu and Wang, 2021; Nonaka, 1994). Explicit knowledge refers to concrete intellectual products

while tacit knowledge means intangible understandings and identities (Stone et al., 2019). Scopes of

from: http://www.chinadaily.com.cn/china/2016-02/26/content_23651205.htm. Accessed: 3 March, 2020.
10 THK Forum 2018 Welcome & Dinner Programme: Tsinghua Southeast Asia Centre and SDSN Sea Creative

Campus Groundbreaking. Derived from:

https://kurakurabali.com/portfolios/groundbreaking-of-tsinghua-sea-centre-sdsn-creative-campus/. ~ Accessed: 3
March, 2020.
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explicit knowledge can include the policies, administrative arrangements, and even institutions (Dolowitz
and Marsh, 1996). Representative examples that illustrate transnational diffusion of explicit knowledge
are African and Southeast Asian countries’ learning from Chinese special economic zones and industrial
parks (Liu and Wang, 2021; Tang et al., 2018; Wethal, 2017). On the other hand, transnational
collaboration in higher education is a conduit of tacit knowledge transfer. Tacit knowledge incorporates
Chinese epistemologies, norms and values. From the Confucius Institutes to universities’ overseas
campuses, Chinese institutions in the global arena are becoming an increasingly important force in the

internationalisation of higher education and knowledge diffusion.

China and Southeast Asia education collaboration

In their recently published book entitled China & Europe on the New Silk Road: connecting
universities across Eurasia, Van der Wende et al. (2020) discuss China-Europe tertiary education
collaborations in the large framework of China’s NSR. Their project sheds light on engaging tertiary
education collaborations with an emerging power in the Southern sphere of the world. Insights of
Southeast Asia are also significant in examining the complexities and intricacies of the response of the
Maritime Silk Road-relevant region to the rise of China (Liu, 2021a; Liu and Lim, 2019). This paper
chooses Southeast Asia as the standpoint for the following reasons.

Since China announced the Belt and Road Initiative (BRI), the BRI has attracted global
attention. Southeast Asia is considered an important region of China’s Maritime Silk Road and
neighbouring region where the BRI was given priority (Ministry of Commerce of the People’s Republic
of China, 2016). Southeast Asian states are also strategically important for the multilateral mechanisms as
ten member states of the Association of Southeast Asian Nations (ASEAN) have formed ASEAN Plus
Three, East Asia Summit (EAS), ASEAN Regional Forum (ARF) and Regional Comprehensive
Economic Partnership (RCEP) with other dialogue partners (Gong, 2019; Shambaugh, 2018). ASEAN
announced a joint statement with China on synergising the Master Plan of ASEAN Connectivity (MPAC)
2025 and the BRI, marking the joint commitment to improving regional connectivity and economic
sustainability (Association of Southeast Asian Nations, 2019).

Concurrently, Southeast Asian countries, such as Singapore and Malaysia, are receptive to
cooperation with China’s higher education. In 2014, with political and financial support from China and
Malaysia, Xiamen University launched its Malaysia campus in Sepang. With the aim to attract and
nurture Southeast Asian students, the University built a globally diverse academic team one-third of
which are professors from Xiamen University, the remainders having been recruited locally and globally.

In 2020, Nanyang Technological University (NTU), a Singaporean research-intensive
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university deepened its academic cooperation and talent management with China.** At the highest-level
bilateral meeting between China and the Singapore government, i.e., the 16" Joint Council for Bilateral
Cooperation (JCBC), the S$61 million funding of the Sino-Singapore International Joint Research
Institute (SSIJRI) in Guangzhou was initiated, and an NTU China (West) Entrepreneurship and
Innovation Base will be set up in Chongging. The former is aligned with the NTU Smart Campus
initiative of high-tech solutions, and the latter is designed to develop new entrepreneurs. Guangzhou and
Chongging play important roles in China-Singapore government collaborations. With joint efforts of the
Chinese and Singaporean governments, Sino-Singapore Guangzhou Knowledge City was established in
2010 and Chongging Connectivity Initiative was established in 2015. By choosing Guangzhou and
Chongging as the transnational education cooperation bases, R&D projects can supplement

China-Singapore economic cooperation through injecting knowledge and talents.

International Academics in Singapore

Singapore and Malaysia’s efforts in liberalising domestic education markets can be traced back to the
aftermath of the Asian financial crisis 1997-1998 when they initiated global education hubs. As a small
city-state with limited natural resources, Singapore relies heavily on international trade and investment.
Building the state’s competitiveness in the global economy through the pillars of attracting global talents
and developing tertiary education is crucial to them. As argued by Liu (2019), Singaporean tertiary
education is structurally linked with talent management. Local universities serve as a conduit for
translating national policy of talent strategy into implementation and an institutionalised platform

bridging international talents.
Nanyang Technological university (NTU) and international academics

Nanyang Technological University (NTU) is a representative case that reflects Singapore’s structural
linkage of tertiary education, economic development and talent management. NTU has achieved rapid
rising of its world ranking. It ascended from 74" to 13" in the QS World University Rankings between
2010 and 2021, and from 127" to 47" in the Times Higher Education World University Rankings between

2011 and 2021.> NTU’s rise as a global university shows how the national strategy of talent management

1 NTU Singapore deepens cooperation with China through two new agreements. Nanyang Technological University.
8 December, 2020. Retrieved from:
https://www.ntu.edu.sg/news/detail/ntu-singapore-deepens-cooperation-with-china-through-two-new-agreements.

Accessed: 3 March, 2020.

2 The Times Higher education world university rankings has provided the index since 2011. Data are derived from:
https://www.timeshighereducation.com/world-university-rankings/2011/world-ranking/detailed#!/page/0/length/25/lo
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has been translated into implementation through tertiary institutions, and synergising of talent
management strategies and external assessments at both macro and meso levels (Liu, 2019).

NTU has made long-term efforts to attract and bridge international scholars. The total number
of faculty members and researchers of NTU has steadily increased from 3,288 in 2010 to 5,300 in 2018,
and it has experienced a slight fluctuation from 2018 to 2021. [See Table 1] The global uncertainties
include the pandemic crisis and geopolitics which may account for the fluctuation during the past three
years. The cohort of NTU faculty and researchers is diverse in terms of their countries of origin. They

have come from 66 to 88 different countries during the past eleven years. [Table 1]

Table 1. Total number and countries of origin of Nanyang Technological University faculty and

researchers

Year 2021 2020 2019 2018 2017 2016 2015 2014 2013 2012 2011 2010

Total no. of | 4700 5000 5100 5300 5253 4955 4550 4300 4000 3850 3600 3288
faculty and

researchers

Total 74 79 81 81 81 85 88 80 75 n.d. 66 72

countries

of origin

Source: Data is derived from NTU official documents and compiled by authors.

The work roles of faculty members in NTU are classified by area of research, teaching, and
service, according to the appraisal and promotion system. The research terrain covers publications,
citations per review period, and research grants. Teaching covers undergraduate and graduate education in
the form of tutorials, lectures, and seminars. Service refers to managerial and editorial contributions to the
university and the academic community. According to the NTU faculty appraisal and promotion system,
tenure and promotion applicants need to go through stringent assessments in relation to research, teaching,
and service in the ratio of 5:5:2. The tenure and promotion exercise is conducted twice a year. Criteria for
assessing teaching incorporate advising, mentoring, curriculum development, and innovation, as well as
students’ feedback in this category. The assessment of research centres around a faculty’s impacts on its
research terrain, and the assessment of services includes the membership of editorial boards of journals,
etc. (Lim and Boey, 2014; Liu, 2019).

Like other well-cultivated immigrants in Southeast Asia, international scholars embed
themselves in social and economic activities in the home and host country (Ren and Liu, 2015, 2022;
Zhou and Liu 2016; Zhan and Zhou, 2020). We regard dual embeddedness as one of the key

cations/SGP/sort_by/rank/sort_order/asc/cols/undefined. Accessed: 3 March, 2020.
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characteristics of international scholars based in Southeast Asia, as they often engage in academic
activities in two or more countries. Their transnational academic activities incorporate three main types:
collaborating on research projects and co-authoring publications with scholars in their home country and
cross-citation publications of scholars in their home country. It should be highlighted that the implications
of dual embeddedness for international faculties on home and host countries need to be uncovered with

more empirical data.
Challenges of international academics

Challenges of international academics in the host country have often been neglected due to their
social-economic status (Zhan and Zhou, 2020). International academics in host societies like Singapore
are vulnerable to employment and settlement insecurity (see also Zhan and Zhou, 2020). Such
vulnerability is due to a systemic combination of macro-level factors and institutional factors, which play
a key role in shaping the ‘characteristics and trajectories’ of immigrant transnationalism (Zhou and Liu,
2016). The changing political and societal environments in Singapore are shaping the dual uncertainty of
foreign scholars. Competition among highly skilled immigrants is causing a backlash from the
Singaporean working class (Yeoh and Lam, 2016). In the 2011 General Election, Singapore’s ruling party,
the People Action Party (PAP), won 60.1 per cent of the popular vote, the lowest since independence (Liu,
2021b). Immigration was mobilised by the opposition parties as a politicised topic to counter the ruling

party during the 2011 and subsequent General Elections.

Preliminary Conclusions

This paper starts with the role of China in the tertiary education landscape and knowledge diffusion of
Southeast Asia, and zooms into the microscope on the international scholars under this changing political
and economic environment. As China’s influence is growing, it is beginning to seek a more prominent
role in the neighbouring countries. Transnational education collaboration is a less politicised approach for
combining the interests of China and other states. Those collaborative efforts in education and talent
management are essential for coping with the common challenges confronting the world.

This paper attempts to present insights for China-Southeast Asia education collaboration, and
enriches the characteristics, work roles and difficulties of international scholars in Southeast Asia through
the case of Nanyang Technological University. This represents ongoing research, and more empirical data
will be needed before we can provide more in-depth answers to the questions raised at the beginning of

this paper.
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9. Non-US citizen PhDs in the United States: Career outcomes

and experiences beyond academia

Dongbin Kim (Michigan State University, the USA) and Sehee Kim
(Michigan State University, the USA)

In the United States, international scholars, researchers and scientists from everywhere can be found,
especially in recent years. Although international scholars and academics are a product of the increasing
global mobility of individuals for education, training, and jobs, it is worth noting that the prevalence of
international academics and scholars in the United States is largely associated with scholars’ global
mobility in pursuit of their advanced education at U.S. higher education institutions. This situation differs
from that in many other nations in which international scholars and academics tend to be those who
crossed national borders for professional experience and career advancement after completing their
education (Kim et al., 2021). Therefore, while the U.S. is a net importer of international academics and
scholars (Bound, Turner, & Walsh, 2009), it is also worth noting that most international scholars in the
United States were originally drawn to the country largely due to its globally visible and reputable higher
education institutions.

Since the 1970s, the number of international students, particularly at the doctoral level, in U.S.
higher education institutions has increased significantly and the influx of international students to U.S.
higher education is often cited as “one of the most significant transformations in U.S. graduate education”,
further expanding the labor market for highly trained workers (Bound et al., 2009, p.1; Kim & Jiang,
2021). At the doctoral level, for example, of the 31,019 PhDs who were awarded doctoral degrees from
U.S. higher education institutions in 1980, 12% (3,696) were non-U.S. resident, temporary visa holders.
Ten years later in 1990, the representation of non-U.S citizen, temporary resident PhDs reached 23%
(8,140 out of 36,065). Although the share of temporary residents tended to remain around 20% during the
1990s and 2000s, it has recently increased again, reaching 33% of all PhDs in 2020. Focusing on Science,
Technology, Engineering and Math (STEM) PhDs, the share of foreign PhDs present changes even more
dramatically: In 2020, 42% of STEM PhDs from U.S doctoral institutions were non-U.S. citizen,
temporary residents (14,171 out of 33,675), rising from 33% in 2000 (6,575 out of 19,926) (National
Science Foundation, 2022). The representation of international students among PhD recipients is yet more
striking when examined by individual academic discipline; among doctorate recipients in 2003, foreign
students accounted for 50% of PhDs in the physical sciences, 67% in engineering and 68% in economics
(Bound et al., 2009; Kim & Jiang, 2021).
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While doctoral training has traditionally been considered a preparation for academic positions
(Golde & Dore, 2001; Nerad, 2004), the significant increases in the number of PhDs produced by U.S.
doctoral institutions since the 1960s (Schillebeeckx et al., 2013; NSF, 2020a), has certainly changed
career outcomes among PhDs. For instance, in the mid-1990s, about a quarter of science and engineering
(S&E) PhDs secured tenured or tenure-track faculty positions within five years of achieving their doctoral
degrees. The share of all PhDs in faculty positions decreased to 20% in the 2010s (National Science
Board, 2018). As the share of academic employment of the doctorate holders has been shrinking, the role
of non-academic sectors, including jobs in for-profit business/industry, government, or other non-profit
organizations as employment opportunities have expanded (Morrison et al., 2011; National Science
Foundation [NSF], 2020b; Nerad & Cerny, 2002; Nerad et al., 2007; Stephan, 2012; Stephan et al., 2004).
In the mid 1990s, more than half of the PhDs in biochemistry, computer science, and electrical
engineering were working in the business, government, or non-profit sectors after 10 to 13 years from
their doctorate receipt (Nerad & Cerny, 1999, 2002). Ten years later in the 2000s, science and engineering
PhDs in the industry sector outnumbered those in the entire academic sector (Stephan, 2012; Stephan et
al., 2004).

As non-U.S. citizen, temporary visa holders have made up a greater share of PhDs produced in
the U.S. and many of them stay in the U.S. after graduation, it is crucial to recognize their intellectual
contributions to the U.S. academe and industry, as postdocs, as faculty members, or as researchers (Levin
& Stephan, 1999; Stephan, 2010; Stephan & Levin, 2001). Black and Stephan (2010) demonstrated the
role of foreign researchers as knowledge producers by analyzing authorship patterns in the journal
Science, finding that more than half of papers included a foreign student or postdoc as one of the
co-authors. Along the same line, research also finds that more than half of the first authors who were
graduate students or postdocs were foreign-born and highly cited articles and patents are
disproportionately produced by foreign-born researchers (Levin & Stephan, 1999; Stephan & Levin,
2001). While it is obvious that non-U.S. citizen PhDs make significant contributions to research outcomes
and to the U.S. economy, little research has examined the career outcomes and professional experiences
that these non-U.S. citizen PhDs experience, in both academe and non-academic employment sectors.
Therefore, in this study, we examine career outcomes and career experiences among doctoral graduates
with particular attention to differences by citizenship status. Of the non-U.S. citizens, we further examine

career outcomes and professional experiences by country of origin. Research questions are as follows:
(1) Are there any relationships between career trajectories at the time of doctorate receipt and

actual career outcomes since graduation? Are there different patterns in career outcomes by

citizenship status and country of origin?
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(2) What are the factors that are associated with career outcome and experience measures (i.e.,
holding a supervisory position, career satisfaction with intrinsic and extrinsic factors)? Are

there different patterns in these factors by citizenship status and country of origin?

Understanding Career Outcomes and Career experiences among
non-U.S. citizens

The increased importance of non-academic sectors as employers of PhDs is more pronounced among
non-U.S. citizen, temporary visa holders than among U.S. citizens and permanent residents (NSF, 2020b).
During the 2010s, the industry/business sector employed over 60% of non-U.S. citizen PhDs with
temporary visas. On the other hand, less than 30% of U.S. citizens or permanent residents worked in the
same employment sector. In another study focusing on PhDs in engineering, Tao (2016) found that
temporary visa holders are less likely to be in government than are U.S. citizens. In general, the
significant differences in employment sector by citizenship status are considered to be largely due to U.S.
immigration laws and visa polices.

For non-U.S. citizen PhDs who want to stay and work in the U.S. after their education,
establishing legal status in the U.S. is the first and often foremost consideration for their early career
choices. The majority of PhDs without U.S. citizenship or permanent residency start their first job with an
H-1B non-immigrant employment visa (Roach & Skrentny, 2021). The total number of H-1B visas
available for each year is capped—the yearly caps as of today are 65,000. However, the quota restriction
of H-1B does not apply to employment in higher education institutions or non-profit organizations.
Non-U.S. citizens with visa constraints may therefore have to pursue employment with H-1B cap-exempt
employers to maintain the legal status required to work in the United States.

Although doctoral graduates across all fields of study have traditionally shown a preference for
tenure-line faculty careers (Cyranoski et al., 2011), with the limited number of faculty positions available,
PhDs who pursue academic positions often choose postdoctoral training that provides “extended training
opportunities” for their long-term career aspirations, not because this is their preferred option but because
completing a postdoc is now a “near-requisite” step for research careers, particularly in STEM fields
(Cantwell & Lee, 2010, p. 490). In prior studies, temporary visa holders are more likely than U.S. citizens
to take a postdoctoral position and to spend longer time in postdoctoral positions than U.S citizens
(Stephan and Ma, 2005; Kahn & Ginther, 2017; Main et al., 2021). Supporting this, Stephan and Levin
(2007) argue that the increased share of non-U.S. citizens in the academic sector is largely driven by their
disproportionate placement in temporary positions including postdocs rather than in permanent
tenure-track faculty positions. One primary reason why non-U.S. citizens tend to choose a postdoctoral
position in higher education institutions more frequently than U.S. citizens (and often remain in these

positions for lengthier periods), is related to visa policy. For non-citizen temporary visa holders,
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postdoctoral positions provide an employment opportunity with less restriction in that both H-1B
employment visas and J-1 visas for foreign scholars are available for such positions (Lan, 2012). In fact,
foreign-born PhDs, particularly Asian foreign-born PhDs are more likely than White domestic PhDs to
take a postdoc position because they had no other options available given the visa and employment
restrictions (Huang et al., 2016).

Even in industry sectors where the H-1B visa quota is applied, the process of securing H-visas
may affect the specific employer type that international PhDs choose. For instance, PhDs with a
temporary work visa were more likely than U.S. native PhDs to work in large technology companies
(Roach & Skrentny, 2021). Foreign PhDs were also less likely than U.S. citizen PhDs to be involved in
entrepreneurial activities such as founding a company and joining start-ups (Roach et al., 2019; Roach &
Skrentny, 2019). Given that the H-1B visa is an employer sponsored visa (meaning that non-U.S. citizen
employees need to secure employers who are willing to support their employees’ H-1B visa), Roach and
Skrentny (2019) argued that the differences in visa sponsorship between established large firms and small
start-ups are attributable to differences in size or age of the employers. In short, the significant differences
in employment outcomes by citizenship status can be considered to be due largely to the immigration

laws and visa polices in the United States.

Research Methods

Data and Statistical Analysis.

While we recognize there might be a sizable number of international scholars and academics in U.S.
higher education and workforce who received their doctoral degrees abroad and then moved to the United
States, this study exclusively focuses on those who received their doctoral degree from U.S. doctoral
institutions and who remain and work in the U.S. workforce. This consideration is largely due to the
availability of existing data that provide information about the career outcomes and professional
experiences among non-U.S. citizen PhDs. In this study, we used the 2013 Survey of Doctorates
Recipients (SDR) data, sponsored by the National Science Foundation (NSF). The SDR data provide
information about PhDs’ career outcomes, career mobility, and career experiences among those who
received their doctoral degrees from U.S. doctoral institutions and who were active in the workforce at
the time of survey. In this study, post-PhD years range from 1 year to more than several years from their
doctoral graduation. Therefore, we identified PhD holders based on their PhD year (the year in which the
PhDs received their doctoral degrees) and categorized them into three groups based on three-time
windows, “0-5 years,” “6-10 years,” and “11 and more years” after PhD completion. These categories
allow us to examine both short-term and long-term career outcomes among PhDs.

As one career outcome measure, we used a binary variable that indicates whether doctorate
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graduates chose a postdoc (or further training) or regular employment as their first postgraduation
employment. The second outcome measure focuses on those with definite commitments to employment
and breaks down their employers into three sector categories: (1) academia (colleges, universities,
medical schools, or university-affiliated research institutes), (2) governments (federal/state/local
governments), and (3) industry (for-profit industry, not for profit organizations, or self-employment). The
PhDs whose planned employer does not fall into one of the three sector categories (e.g., K-12 schools)
were not included in this analysis.

For career experiences, we examined three outcome measures, (1) whether a PhD holds a
supervisory position or not; (2) the extent to which a PhD is satisfied with an intrinsic employment factor;
and (3) the extent to which a PhD is satisfied with an extrinsic employment factor. Satisfaction with an
intrinsic factor is a composite measure of five satisfaction measures including satisfaction with
opportunities for career advancement, intellectual challenge, level of responsibility, degree of
independence and contribution to society (alpha score=.82). Satisfaction with an extrinsic factor is a
composite measure of three satisfaction items including satisfaction with salary, benefits, and job security

(alpha score=.67).

Findings

Career Outcomes
Figure 1 presents career outcomes by the different time windows since doctorate receipt. The donut shape
chart was selected to visualize career outcome shifts in the different time windows. The innermost circle
represents career outcomes at the time of graduation. Of U.S. citizen PhDs, 39% went into postdoctoral
training, as compared to 52% of non-U.S. citizens who did the same. On the other hand, 30% of US
citizens went into academia as compared to 20% of non-US citizens who did so. It is interesting to see
that 28% of non-U.S. citizens entered industry, 8% higher than those who went to academe. The second
circle from the center (the inner middle circle) is for the PhDs between 0 to 5 years since their doctorate
receipt. The percentage of PhDs in postdoctoral training in this group was significantly lower compared
to the previous group, regardless of citizenship status, shrinking from almost 40% to 18% among US
citizens and from 52% to 25% among non-U.S. citizens. In contrast, the percentage of PhDs in academia
increased significantly from the time of graduation to “0-5 years post-graduation”. This finding suggests
that many of the PhDs in postdoctoral training at the time of graduation had made a successful transition
into academia after a few years of postdoctoral training, both for U.S. and non-US citizens.

Among those who were in the labor force at more than 11 years from receipt of their doctoral
degrees, comparable shares among U.S. citizens (45%) and among non-US citizens (40%) were in

academia. Interestingly, of those who had been in the workforce more than 11 years, 53% of non-US
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citizens worked in industry, a higher representation than that of U.S citizens (45%). This finding clearly
suggests that non-U.S. citizen PhDs make significant contributions to the U.S. economy, beyond U.S.

higher education and academic research.

Figure 1. Career outcomes in the four-time windows by U.S. citizenship status.
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Note: This is an aggregate employment data in each time window from years following graduation. For
example, a PhD who graduated in 2006 would be represented in the 6~10-year block only because the
data were collected in 2013. If the PhD graduated in 1999, the PhD would be represented in the 11 years
block only. To reiterate, these are aggregate data of all PhDs who answered the survey in 2013 with

different PhD years since their doctoral degrees and movement of individual PhDs over time.

To understand whether there are different patterns in career outcomes in the different
time-windows by country of origin, we further present career outcomes by the top three sending countries
(See Figure 2). China, Korea, and India are the three countries that report the largest number of PhDs
among non-US citizens and thus are selected for this analysis. Directly following PhD receipt, Korean
PhDs were most likely to choose postdoctoral training, followed by Chinese and Indian PhDs. On the
other hand, Indian PhDs were most likely to enter an industry, followed by Chinese PhDs. Korean PhDs
were least likely to enter an industry than their counterpart PhDs from India or China.

Of the PhDs within 6-10 years since receiving their doctoral degree, less than 5% were still in

postdoctoral training. Instead, a significantly large percentage of PhDs, especially from Korea (more than

116



50%) were in academia, followed by PhDs from China (33%) and India (30%). Of the PhDs who had
been in the labor force more than 11 years, Korean PhDs were most likely to be in academia, followed by
industry, and then, government. For Indian PhDs, industry was the largest employment sector (more than
60%), followed bye academia. Chinese PhDs presented a pattern similar to that of Indian PhDs: Nearly
70% were employed in industry, less than 30% in academia, and 8% in government. Figure 2 suggests
that there are significantly different career outcome patterns across different time windows by country of

origin.

Figure 2. Career outcomes in the four-time windows: Top three sending countries
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Postdoc Academia Industry —ssCovernment Postdoc Academia Industry —esGovernment

India

Academia Industry e Government

Descriptive Statistics: holding a supervisory position, satisfaction with employment

To understand whether citizenship status matters in professional experiences, we first examined
descriptive statistics for the three professional experience measures: holding a supervisory position and
career satisfaction with intrinsic or extrinsic factors. According to Table 1, while U.S. citizens were more
likely to hold a supervisory position than non-U.S. citizens, the differences were not significant. Country
of origin also mattered in likelihood of holding a supervisory position: More than half of PhDs from
Canada (58%), Germany (62%), India (52%), and Russia (50%) reported holding a supervisory position.
On the other hand, less than 40% of PhDs from China (39%), Japan (38%) and Korea (32%) held a
supervisory position. It is interesting to note that the three countries who reported the lowest share of
holders of supervisory positions are all East Asian, non-English speaking countries. In contrast, the top

three countries reporting the highest share of PhDs holding a supervisory position are English speaking or
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European countries.

Table 1. Professional experiences: By citizenship status and country of origin

% Supervisory position Intrinsic satisfaction* Extrinsic satisfaction*

US Citizen 49.88% .05 .02
Non-US Citizen 46.10% -.22 -.09
Canada 57.83% -.01 -.01
China 39.52% -.40 -17
Germany 61.67% .09 -12
India 52.41% -.16 .02
Iran 48.11% -13 -11
Japan 37.70% -.36 -21
Korea, South 32.02% -49 -.36
Russia 50.00% -.23 .03
Taiwan 41.60% -41 -.20
Turkey 45.74% -21 -.04

*factor score

In terms of satisfaction measures, U.S. citizen PhDs reported higher satisfaction levels than
non-U.S. citizens with both extrinsic and intrinsic factors. PhDs from Canada and Germany had relatively
higher satisfaction with intrinsic factors than other non-U.S. citizen PhDs. It is particularly worth noting
that non-citizen PhDs from China, Japan, Korea and Taiwan reported significantly lower satisfaction
levels with intrinsic factors than any other non-U.S. citizen PhDs. For the satisfaction with extrinsic
factors, again, very similar findings were found: PhDs from Canada, Germany, Russia, and Turkey

reported higher satisfaction as compared to those from China, Japan, Korea, and Taiwan.

Regression Findings: Does citizenship matter?

Given that the significantly different patterns in professional experiences by citizenship status and country
of origin might be not due to citizenship status or country of origin themselves, but may instead be largely
due to other factors related to career outcomes, we further conducted a series of regression analyses to
uncover whether citizenship status and country of origin play a unique role in PhDs’ career experiences.
Table 2 presents regression findings that examined whether citizenship status plays a unique
role in professional experiences. In contrast to the descriptive statistics, where we found citizenship is

seemingly an important factor in professional experiences, in regression analysis when all other factors
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Table 2. Logistic Regression Models (Total)

Variables Odds ratio
Coefficient
Supervising Intrinsic Satisfaction Extrinsic satisfaction
Non-U.S. citizen (vs. U.S. citizen) 0.93 -0.08 *** -0.11 ***
Female (vs. Male) 0.73 *** 0.03 * -0.07 ***
Race/ethnicity (ref. = White)
Asian/Pacific Islander 0.81 *** -0.17 *** -0.07 ***
African American 0.95 -0.09 *** -0.02
Hispanic 0.99 0.01 0.01
Multiple or others 0.93 -0.04 -0.04
Age 0.97 *** -0.01 *** -0.01 ***
Married (vs. Not married) 1.14 *** 0.08 *** 0.04 **
First-generation (vs. Continuing-gen.) 0.99 -0.05 *** -0.01
Institutional control / Carnegie Classification (ref. = Public / Research very high)
Public / Research high 0.96 -0.02 0.00
Private / Research very high 1.08 * 0.03 0.03 *
Private / Research high 0.92 -0.05 0.02
Others 0.92 -0.01 -0.03
PhD field of study (ref. = Biological sciences)
Agriculture 1.16 0.01 0.14 ***
Health 1.16 * 0.06 0.24 ***
Engineering 0.80 *** -0.10 *** 0.17 ***
Computer sciences 0.62 *** -0.05 0.22 ***
Mathematics 0.37 *** -0.08 * 0.13 ***
Physical sciences 0.71 *** -0.12 *** 0.05 **
Psychology 0.65 **=* 0.15 **=* -0.05 **
Social sciences 0.74 *** -0.02 0.12 ***
Humanities 0.47 *** -0.12 -0.13
Education 0.95 0.02 0.11
Business/Communications 0.56 -0.20 0.29
Chi-square 1009.03*** 14.54%** 14.76***
Pseudo R-squared 3.35% 3.99% 4.05%

*=p < .05 ** =p< .0, ***=p<.001
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Table 3. Logistic Regression Models (Non-U.S. citizens from Top 10 Sending Countries):

PhD field of study (ref. = Biological sciences)

Agriculture
Health

Engineering

Computer sciences

Mathematics

Physical sciences

Psychology
Social sciences
Humanities

Education

Business/Communications

Country of origin (ref. = China)

Canada
Germany
India
Iran

Japan

0.94
1.63
0.77 *
0.54 **
0.39 ***
0.76 *
1.08
0.55 **
0.54
1.65
0.27

4.25 ***
5.50 ***
1.61 ***
3.28 **
1.06
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-0.22

0.08
-0.10
-0.06
-0.15
-0.06
-0.05

0.05
-0.53
-0.05
-0.38

0.31
0.48
0.19
0.03
0.02

**

*kk

Variables Odds ratio
Coefficient
Supervising Intrinsic Satisfaction Extrinsic satisfaction

Female (vs. Male) 0.80 * 0.01 -0.07 *
Race/ethnicity (ref. = White)

Asian/Pacific Islander 2.24 * -0.08 -0.12

African American -0.94 -1.01 *

Hispanic 0.51 0.05 0.05

Multiple or others 2.30 0.02 -0.14
Age 0.94 *** -0.01 * -0.02 ***
Married (vs. Not married) 1.18 0.02 0.03
First-generation (vs. Continuing-gen.) 1.02 -0.01 0.02
Institutional control / Carnegie Classification (ref. = Public / Research very high)

Public / Research high 1.05 -0.02 -0.08 *

Private / Research very high 1.30 ** 0.06 0.00

Private / Research high 0.69 -0.01 0.05

Others 1.00 -0.02 -0.07

0.08
032 **kk
027 **kk
026 **kk
0.22 **
016 **kk
0.10
030 *kk
0.18
0.57
-0.50

0.04
-0.04
0.11 **
-0.20
0.00



Korea, South 0.87 -0.08 -0.15 **

Russia 2.83 * 0.04 0.05

Taiwan 0.94 -0.05 -0.14 **

Turkey 3.26 ** 0.04 -0.09
Chi-square 343.39*** 2.27*** 4.06***
Pseudo R-squared 8.42% 5.19% 9.15%

*=p < .05,** =p< .01, ***=p< 001

are assumed to be equal, there was no significant difference in the likelihood of taking a supervisory
position between U.S. versus non-U.S. citizen PhDs. However, even if all things are considered equal,
non-U.S. citizens were significantly less satisfied, with both intrinsic and extrinsic aspects of their job

than were U.S. citizens.

Focusing on non-US citizens: Does country of origin matter?

Focusing on non-U.S. citizens, we further examined whether country of origin was uniquely associated
with professional experiences (Table 3). Compared to non-U.S citizen PhDs from China, PhDs from
Canada, Germany, India, Iran, Turkey, and Russia were more likely to hold a supervisory position.
Interestingly, PhDs from Japan, South Korea, and Taiwan were not different from their Chinese
counterparts in terms of likelihood of holding a supervisory position. In other words, Chinese PhDs
tended to be grouped together with other east Asian PhDs from Korea, Japan, or Taiwan in terms of their
likelihood of holding a supervisory position.

Table 3 also presents whether country of origin matters in non-US citizen PhDs’ career
satisfaction with an intrinsic factor: PhDs from Canada, Germany, and India are more satisfied with
intrinsic employment factors than Chinese PhDs. Again, no significant differences are found between
PhDs from China, Korea, Japan, and Taiwan, all of whom tend to present similar patterns across all
employment measures.

For satisfaction with extrinsic career factors, PhDs from India were more likely to be satisfied
than Chinese PhDs. On the other hand, PhDs from South Korea and Taiwan were less likely to be

satisfied with extrinsic factors than their Chinese counterparts.

Discussion

The primary purpose of the study is to understand whether the career outcomes and career experiences

differ by PhDs’ citizenship status and whether country of origin matters in career outcomes and
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experiences among non-U.S. citizens. While the increasing presence of non-U.S. citizen PhDs has
become a significant feature of the American workforce, little research has examined what this highly
educated group of American manpower experience in their career while facing cultural, educational, or
linguistic challenges in a country where they have newly settled. This study, by focusing on PhDs who are
active in the U.S. labor market, provides a snapshot of current career outcomes among non-U.S. citizens,
covering both academic and non-academic career outcomes. Academic positions are traditionally
preferred career destinations for both U.S. and non-U.S. citizenship PhDs.

As the number of PhDs produced has significantly increased, especially for non-U.S. citizens,
the career outcomes among PhDs have also expanded. While non-US citizens are more likely to engage in
postdoctoral training than their counterpart U.S. citizens directly following doctorate receipt, both groups
successfully made a transition to academic positions or to other employment sectors as time passes. It is
worth noting, however, that Korean PhDs are significantly more likely to take an academic position than
PhDs from China or India. At the same time, Koreans are much less likely to go into industry than
Chinese or Indian PhDs. From this study, it is not clear why there are significantly different patterns in
employment outcomes in different time spans post-PhD by county of origin. These patterns may be
associated with faculty position availability in the home country (i.e., those who pursue academic careers
facing limited positions in their home country may remain in the United States to pursue their career
aspirations) or with different distributions of major field of study by country of origin (i.e., certain majors
may provide more position availability for academic careers and there are different distributions in the
major field of study by country or origin). Future research that explores these possibilities with advanced
statistical analysis will provide interesting insight into differing career outcomes by country of origin.

When it comes to career experiences among non-U.S. citizens, clearly distinct patterns are
found between those from Western, English-speaking countries and PhDs from East Asian
countries—China, Korea, or Taiwan, specifically. In prior research, language barriers, lack of local
experiences and references, cultural differences in ways of work or communication, and ultimately subtle
marginalization of immigrants (e.g., because of a heavy English accent) are often cited as primary reasons
why immigrant workers, even including highly skilled immigrants, experience inequality in the labor
market (Igbal, 2017; Purkayastha, 2005). According to a job application experiment (Oreopoulos, 2011),
those with English names are more likely to be invited for job interviews than those with Chinese,
Pakistani, or Greek names. Focusing on non-U.S. citizens with a master’s degree, Jiang and Kim’s work
(2021) found that non-U.S. citizens from China reported significantly lower career outcomes—in terms of
salary, major-job-match, and job satisfaction—than those from India. Confirming previous research
findings, the current study raises an important question for the discussion about immigrants, career
experiences, and possibly discrimination even against those who are highly educated, much sought after
human capital in the U.S. workforce. A Confucian cultural background, especially for those from China,

Korea, and Taiwan, may have played an important role in their career experiences, largely due to
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differences in communication or working styles (e.g., reserved, passive communication styles or respect
for authority), which in turn affect satisfaction levels with intrinsic and extrinsic employment factors.
Future research that explores this possibility focusing on the impact of cultural background among
non-U.S. citizens will expand our current understanding of career outcomes and experiences among

non-U.S. citizens.
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10. Foreigners and strangers? Cultural differences among

international academics in the UK

Giulio Marini (University College of London, the UK) and Toma
Pustelnikovaite (Abertay University, Scotland)

Introduction

Migrant academics constitute approximately a third of UK’s academic staff (Lenihan & Witherspoon
2018), and their number has been growing consistently (Locke & Marini 2021). Similar to patterns
observed in countries such as USA (Kim et al. 2011), the numbers of migrant academics are particularly
high in research-intensive and Russell group universities, especially in short-term posts. The available
statistical data only allows us to see the numbers of foreign citizen academics in the UK, omitting other
national background indicators such as the country of education. Nonetheless, most recent data indicates
that the staff profile in UK universities may be changing. In 2020/21, the number of non-EU academics in
the UK began to grow more compared to the numbers of EU academics, suggesting a possible impact of
Brexit on academic mobility and employment patterns. From Figures 1, a steady decrease of UK nationals,
also in years after Brexit, can be appreciated. The fall of UK nationals is particularly visible for the

younger cohort age bands, the sharpest being for those aged 31-35 year-old.

Yet, although there is a considerable body of literature that examines international mobility
motivations in academia, much less is known about the experiences of academics who move abroad, once
they are stably in a host country. Our paper aims to address this less researched area in a key context like
the UK.

In this increasingly international context, deploying Simmel’s concept of the ‘stranger’ — one
that unites distance and closeness and is contemporarily an insider and an outsider — is particularly
interesting. Like the strangers that Simmel describes, migrant academics are far from their countries of
origin and stay in another country for a longer period of time (see Welch & Huang 2021). Yet, they do not
necessarily become ‘insiders’ to the new community either, although migrant academics could be
‘strangers’ to different degrees according to different dimensions. One among the others might be the

Mertonian norms that would suggest total openness to any diversity, by nationality included. The
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relatively high number of migrant academics in the UK may also make them less likely to become a
‘token’ foreigner compared to countries such as Japan (Brotherhood et al. 2019); Mainland China (Marini
& Xu 2021); or South Korea (Kim 2016) where migrant academics are fewer and unlikely to trespass a
certain percentage. Yet, it remains unclear whether their potential contributions as ‘outsiders’, such as the
different ways to understand the academic life and work in the first place, are recognized, welcome, and
also adopted. Likely, especially after the following strengthening reforms issued in 2011 to further
marketize the higher education sector (Shattock 2012), the role of academics is expected to be less a
matter of free and unaccountable intellectual enquiry, and a matter of being more focused on meeting
their employers’ performance standards, often based on metrics such as the number of highly-ranked
journal publications (Kalfa et al 2018). In comparison to many other countries, in the UK metrics have

invaded also the teaching side to an extent that cannot be neglected.

Figure 1. UK Nationals by age bands as percentage of total staff, time series from 2004/05 until
2020/21 (full time equivalent)
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The paper is organized in the following way. The next section reviews literature about migrant
academics, and migrant academics working in the UK. This is followed by a discussion of methodology,

and an exposition of the first round of findings of this study. Discussion and conclusions situate the
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experiences of migrant academics in the UK within the existing literature and interprets them in light of

Simmel’s concept of ‘the stranger’.

Literature review

Literature has tended to adopt (more and less critical) variations of push-pull framework on the topic of
international mobility in academia (Pustelnikovaite 2021; Huang 2018). However, abroad-educated law
academics’ experiences reported by Siems (2021) point at the importance of moving beyond this
dominant framing. Siems (2021) reported that, in the UK, “different equals inferior”, and that “UK
academics often display a very ‘“British empire” approach to international colleagues — i.e., they very
rarely seem to fully appreciate and understand the diversity of foreign colleagues and the potential
cultural enrichment they bring to the table.”” These experiences indicate a number of critical tensions that
migrant academics experience at work and the presence of instances where they feel ‘different’, both

areas that warrant further investigation.

Some of the most striking differences in staff by nationality appear in students’ voice. Results
from an empirical study finds that students’ opinion about international in the UK are scattered between
both above and below the average (Abu-Seada & Sherer 2011), demonstrating that being different
deviates from the expectations both in positive and negative terms. It is not only a matter of what students
perceive. Especially the feedback from students can reveal discrepancies between international staff’s
self-positionality and positionality students give to them (Bayley et al. 2017). Last but not least, and
perhaps more importantly, the idea that students’ feedback is relevant to English higher education practice
may result as exaggerated to some internationals who don’t find the rationale in simplifying the
relationship with students in consumerist manners. Nevertheless, comments by students are useful to trace
cultural expectations and difficulties by staff, as well in tuning with culturally implicit, and often tacit,
assumptions bore by the hosting context. The way teaching is assessed in the UK interferes also with
mobility. Fernando and Cohen (2016) make the point of changing evaluation criteria — namely the
emergence in recent years of teaching assessment — is a key factor in hampering the easiness and

transferability of Boudreau’s forms of capitals.

As eloquently analysed in literature by Clifford and Henderson (2011), one of the main
problems of being a migrant academic at a British university is the gap between their actual feeling of
being “from abroad” and the (false) idea of cosmopolitanism promised by the increasing number of
colleagues from abroad. For instance, once of their interviewees mentions that “my experience here is

more that | feel like a foreign member of staff, and foreign brings about all the connotation of being
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different, of being strange, of being alien, and not positive” (Clifford & Henderson 2011). One of the
conditions marking a cultural difference is the use of English in the UK, even among the native English
speakers. ‘British subtleties and hiding truth behind words’ (Kreber & Hounsell 2014), for instance, may
constitute an unforeseen challenge for migrant academics, impacting their ability to successfully navigate
and improve their position in the local hierarchies. Implicit norms, power relations, informal governance
and hierarchies are all potentially common problems for any international in any country destination,
whose forma mentis may be different from that of the place hosting them (Han 2021). To this regard,
Paisey & Paisey (2018) provide a comparison between Scottish and Republic of Ireland practices in HR

policies and middle management to check such similarities.

However, some of the most striking acknowledgements of ‘difference’ appear in students’
feedback, one of the performance metrics in UK universities. Student feedback can reveal discrepancies
between international staff’s self-positionality and the positionality that students give to them by
commenting on their accent and other indicators of a different national background (Bayley et al. 2017).
Internationals pursuing teaching inevitably tend to blend experiences, but empirical evidence is that such
possibility is inhibited (Luxon & Peelo 2009; Jiang et al. 2010). These instances also exemplify the
Simmelian ‘distance’ which may transform in tangible negative consequences, such as “ending up in
relatively lower positions in the labour market in the destination country” (Bilecen & van Mol 2017).
Some may argue that migrant scholars are less likely to experience similar ‘distance’ in research
(Kaulisch & Enders 2005). Even in research, however, each country has its own practices and
performance evaluation systems with which migrant academics are expected to comply (Pustelnikovaite
2021; Musselin 2004), suggesting limits to international academic mobility and further instances of

possible migrant academics’ ‘strangeness’.

Data and Methodology

The interviews analysed here are a subset of a wider study about the academic careers in the UK (Marini
et al. 2021). Out of 119 academics interviewed in the main study, 27 were migrant academics. These
academics can be grouped in three main categories: (1) Irish passport holders; (2) EU citizens; (3)
non-EU internationals who are predominantly from “former British Empire Space” (e.g., Canada,
Australia, New Zealand, South Africa, USA).
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Table 1. Summary of international interviewees

Code Repeated | Sex | Nationality | Contract Title Place  last | Discipline

interview Education
Case No M IE Permanent Full | DSc non-English | STEM
int1 Time UK
Case Yes M IE Permanent Full | PhD non-English | Social
int 2 Time UK Sciences
Case Yes F IE Permanent Full | MA EU Social
int 6 Time Sciences
Case No M IE Permanent Full | BA England Social
int7 Time Sciences
Case No M non-EU Secondment PhD England STEM
Int1 from

professorship

Case Yes F EU Permanent Full | PhD England Humanities
Int5 Time
Case Yes F EU Fixed term FT | MA EU Social
Int7 Sciences
Case Yes F non-EU Permanent Full | PhD non-EU STEM
Int8 Time
Case Yes F IE Permanent Full | PhD non-English | Humanities
int5 Time UK
Case No M | non-EU Fixed term FT | PhD non-EU Social
int 6 Sciences
Case No F EU Permanent Full | PhD England Social
int 7 Time Sciences
Case Yes F non-EU Permanent Full | PhD England Humanities
int 2 Time
Case Yes M | non-EU Fixed term FT | PhD England STEM
int 4
Case Yes M | non-EU Permanent Full | B.Soc. | non-EU Social
Int 3 Time SCI Sciences
Case Yes M | non-EU Permanent Full | PhD non-EU STEM
Int7 Time
Case No F non-EU Permanent Full | MBA non-English | Social
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Int1 Time UK Sciences
Case P | Yes M IE Permanent Full | PhD non-English | Social

Int2 Time UK Sciences

Source: own elaboration from Marini et al. 2021

The study accounted for several dimensions of analysis, namely: mobility (extra-institutional
career); promotions (mobility within the institution); key relationships (e.g., head of department); Brexit.
Analysis indicated various instances of criticality, unfamiliarity or misunderstanding of the ‘rules of the
game’ in UK academia. In various ways, these instances capture migrant academics’ ‘strangeness’
(Entfremdung) to the UK system. It is the ‘stranger’ who both is not seen as welcome and is not willing
(or unable) to adapt to the dominant hosting culture. There were, however, also cases where migrant
academics recognized certain dynamics as being regular and not surprising, even if sometimes
disadvantageous personally. These instances were interpreted as migrant academics being assimilated
‘foreigners’. The idea of a ‘foreigner’ resembles the meaning captured in Latin roots of the word, namely
the person who exited the forum and re-entered the original home, such as the descendants of the settlers
of the British Empire who happens to be back in the ancestors’ homeland. The latter find differences but
also experience many commonalities, and experience their careers as navigating and enjoying the
opportunities (the ‘stranger’ in the process of assimilation), resonating with the metaphor of the
concertina (Whitchurch et al 2021). The outlined differences between ‘strangers’ and ‘foreigners’ are
ideal-typical, and most academics’ accounts presented evidence of both. The ‘Discussion’ section will

unpack some of these tensions further.

Findings

The section is organized in the following way. The first subsection discusses the issue of mobility. The
second provides insight into the interpersonal dynamics and the awareness and acceptance of cultural

norms. The third is dedicated to the impact of Brexit.

Mobility

Hindrances such as family tend to make international less mobile than expected. For one younger
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interviewees, academic career looks to be potentially mobile, but not promptly mobile, with long spans of
time allowed to prepare a fair list of publications. This choice can be even slower if the geographic
destination is one in particular. The loose conception of time is gained back when it comes to talk about
work-life balance: in comparison to industry, universities were, at the time of events narrated in this case
(late 90s), able to allow manage one’s time in a more family-friendly manner. For many interviewees,
nowadays in UK wide universities, probably even more in English and Welsh ones, this feature appears to
be substantially modified in favor of a more hectic overall working experience (Whitchurch et al. 2021).
[Al]

The experience of short stay abroad on top of already living abroad gives opportunities for
possible new specializations. Family constraints, instead, lessen such employability opportunities and
push towards remaining in the new country-home as persistent strangers. The opportunity to move would
be guaranteed, sometimes, by exiting higher education as a sector. This would take the form of
self-employment, or some professional activity often strictly connected to one’s discipline taught in
universities. Interestingly, this pattern applies to only some mid-advanced career staff, but largely not to

early-career academics.

Key relationships and awareness of cultural norms

From this study we may appreciate that push and pull factors do not allow to fully understand
international mobility in academia, and migrant academics’ ‘strangeness’. Other factors are also relevant.
For instance: the career perspectives as perceived in a given specific moment; the managerial
environment, which may change for one’s point of view as soon as managers change in key roles; the
management of others’ career and development; the sudden events of redundancies; the relationship with
students. Each of these conditions are relatively independent to one’s choice, to one’s performances, and
also to one’s capacity to predict them. On the other hands, the capacity to navigate each dimension in
question depends not only by one’s commitment or skills. It also depends by the capacity to understand

the context and its main interplay of forces.

Relationships with managers are not only driven by personal considerations or idiosyncrasies.
It depends by how a person recognizes the driving forces. For more teaching intensive English
universities, for instance, research is nowadays much less important, and capacity to be effective and also
efficient with students is key. Management is likely to be devoted to these essential issues representing
the main part of the financial sustainability of the institution. The extent to which a new staff member
coming from abroad can appreciate the reasons of certain practice, the better one will impact also one’s

positionality, recognition, and degree of connectedness in the local and middle level academic hierarchy,
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typically at Department level. If a migrant academic feels that their contribution is recognized, and this
person has good relationships with the key managers in one’s place, considerations of leaving diminish as
a result. Notwithstanding, the extent to which any employee understands how to interpret the academic
life is a function of such good relationship with managers, some vignettes suggest. This capacity of
buildings one’s good position in the field may go beyond personal idiosyncrasies, for adhering to

practices.

Failing to do so is not a demonstration of indolence. More likely it may bring to extra efforts

that don’t pay off.

It is very difficult when you feel you have to get up at four o'clock in the morning [...], that’s
my job, you know, but unfortunately, it also causes trouble because other people don’t see it
that way and they don’t do it and then students get resentful and then potentially NSS scores

are affected, so it’s a real juggling act.

Interestingly, the same interviewee two years later for the second interview matured a more
tailored approaching to teaching, navigating better the interplay of effectiveness and efficiency out of a
self-detrimental trade-off experience. This encompasses also the way colleagues are implicitly supposed

to communicate to others, which might be sensitive. She experienced, for instance, the following:

We have some very strange structures at CASE_C that don’t quite make sense to me so, that I
could see would work a lot better but when you make suggestions, I've found the only way that
people will take you seriously is if you do something, say, for example, | make a change in my
teaching, [...] I knew it was pointless me going to anyone and saying, everyone should maybe

try this, absolutely pointless. So | do it myself and then suddenly people start noticing.

The issue of undertaking managerial functions is important as in the UK, those roles are not
embedded in the academic role. They are disjunct instead also from a contractual point of view. Specific
appointments build up relevant managerial positions. For instance, one person may have a percentage of
contract in academic duties, and another percentage on managerial ones, often the latter securing both
higher salary and a gateway to promotion in the traditional academic route. In this regard, as noted in
literature (Huang 2018), ascension of internationals in leadership roles tends to be less frequent. The

following example, instead appears to be an under-estimation of managerial necessities:
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I think quite often management is already seen as, again, another failed academic really, if you
go down the managerial path, so if you're someone that’s got a PhD but didn’t even become an
academic at all, trying to get to that, I don’t know. I think there are a lot of tensions in

universities around management. [H7]

Although tensions in relation to management are somehow inevitable, an essential starting point to
mitigate such tensions, or at least for pigeoning those forces into fruitful solutions, would be that of
realising the consequences of the absence of any management, or in what sense certain actions are
considered good. Usually the respective metrics manager act against reflect in contemporary British

universities impactful consequences.

The impact of Brexit

The Brexit impact on EU internationals in the UK is probably one of the most striking moments stressing

the issue of one’s identity in relation to the hosting country.

[A2] Interviewed EU internationals tended to re-realize that they are specific passport-holders
after Brexit, although the UK never joined the Schengen Area, meaning that mobility was, even in
pre-Brexit times, to some extent less easy in comparison to within-Schengen zone. Rather than impacting
sharply on existing staff, Brexit is likely deemed, and observed, as impacting future choices — namely the
new prospective entrants in the system as reported by some HR professionals. Numbers of new possible
staff from abroad slowed down to apply from abroad in several UK universities since Brexit started to be
progressively a reality (Referedum in 2016; Triggering Art. 50 in 2017; Brexit Deal in December 2020),
according to some respondents in the position to have institutional evidence at hand. As reported by an
interviewee talking about human resources department information in late 2019 [A6 2], people are
seemingly considering the opportunity to apply as a cost in becoming part of a game they may wish to

avoid altogether, whereas the existing staff are still waiting before considering to leave the UK.

Nevertheless, the sentiment of becoming a ‘stranger’, generated by Brexit, was considerable. It is
possible, however, that Brexit uncovered dynamics that were already there, but academic internationals
were not aware of how the wider British population feels about the presence of EU citizens in the

country:

In this country, there's this feeling that we are no longer welcome. Of course, |

have to say, here, university, or in this research that I'm doing in particular, it’s
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not like | feel discriminated or anything, even in CASE F, it’s a very nice city,
but on your own, like, it makes you think what I'm doing here, like, I mean,
we’re here, like, working for this country, paying taxes in this country and then
we are treated like second class citizens, but yeah, probably, yes, probably when
that happened, it made me think, well, look, this is kind of the final sign | needed

to go back.

This young researcher was frustrated by Brexit and was about to go back to her home country at
the moment of interview, after having spent some years as research-only staff in a Russell Group
university. She declares herself happy to disengage with the country. This case of proud resignation from
an EU citizen for moving back to her country is nevertheless intriguing for its own development.
Although the argument of leaving the UK for feeling unwelcome and under-appreciated is reported
avowedly, the employment opportunity in her country would have less likely occurred without the

experience in the UK itself, as the recruiting company is a British multinational.

Another interpretation in addition to that of Brexit turning the UK into less welcoming towards
the international staff is possible. EU citizens might have interpreted the hosting country as ‘theirs’
although they may not have applied for the British passport. One interviewee, for instance, declared to
have campaigned in London in person against Brexit before the Referendum took place. The idea of being
an activist, or at least active in specific manifestation against Brexit, came with pride by this established
scholar. Moreover, the participant was surprised by the relatively poor participation among colleagues in
this issue. This position may mean that her experience, although of high intellectual profile,
underestimated the English tradition of “absent minds” (Collini 2006), missing to align to English values.
Her experience was to try to leave the UK, but the job interview undergone in her own country was not
successful. Considering that her academic position is good and her academic performance suitable for top
institutions, to leave the UK because of Brexit without a better employment is unrealistic. Instead, the
higher risk would be to work in a place where, as she explains, gender culture would be lamentable, even

if it is in her country of origin:

Yeah, so I've been, you know, in 2018 and then this year as well, 2019, I've been
through two institutions, multiple interviews [...] Also, generally, for me, it’s a
sense of how open, how inclusive a place it, so the interview I had this year, on the
basis of that interview, I didn’t feel that this was a very inclusive place, where
there's only one woman on the panel and the rest were all men, you know, it’s

quite telling, you know, those kind of things, so...
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Discussion and Conclusions

Drawing on these findings, it is useful to speculate about the extent to which various groups of migrant
academics in the UK are culturally extraneous or “just” foreigners. Those from the “British Empire
Space” were sometimes less likely to be dissatisfied with the system, possibly having direct experience of
similar, if not stricter, practices of managerialism or neoliberal universities. This may have happened for
people with experiences in Australia, New Zealand, or USA. Nevertheless, also having done a PhD in the
first place in the UK may lessen the extent to which an international understands and recognizes the
actual way a system does operate. People of the former type (the extraneous), instead, tend to be more
likely prone to discuss dissatisfactions and to don’t see the point about certain practices they witness.
These episodes are likely to fall into the wide but also vague category of managerialism. Rather than just
feeling disadvantaged, the extraneous internationals are more likely to be stunned and unclear about why
certain practices do exist altogether, which are the respective rationales, and the extent to which certain

regulations or practices might produce the declared expected outcomes.

Overall, the concept borrowed from Simmel to analyse the extent to which internationals are
extraneous or assimilated is relevant also for other implications. This approach more than others can
depict to what extent an academic context is really prone to cosmopolitan values. Whilst this is sometimes
assumed as for granted inasmuch the presence of many internationals (both staff and students) would be
ipso facto a demonstration of cosmopolitanism, reality is more complex. For the UK case, it is important
to understand what Brexit changed and will change. It would be novel also to consider Brexit the effect of
some wider sentiment in the public opinion, rather than just the cause of, say, losing specific EU funding
schemes or general fall image and reputation — a couple of the most common aspects discussed by

interviewees in relation to Brexit.

Considering that these data have been collected after Brexit happened, at least after the Brexit
Referendum, it is undetermined whether interviewees, especially EU ones, might continue to express
similar worried opinions in the longer term, especially once Brexit will have produced all its
implementation effects. It is also important to acknowledge that the number of years spent in the country,
the moment people started to live in the country, and also the PhD attainment place, all these factors play
a strong role in the cultural socialization process. These factors are all relevant in understanding the extent
to which an international is likely to see his/her own hosting place as “strange” or his/her own. It in
unclear, for instance, whether EU internationals may feel more assimilated to British culture if in the
country for longer time, or whether those EU who stayed in the UK for longer time felt a more acute

shock from this watershed. Yet, it is unknown at the best of our knowledge which is the percentage of
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internationals who acquires UK passport, which is likely to have been accelerated at the wake of Brexit
for the purpose of securing a safe condition in the UK whatever negotiations would have brought to.
International academic staff becoming legally locals should be covered in the future within the topic of
academic profession, also outside the UK. The fact that academics may have multiple passports is also
relevant. For instance, some of these interviewees discussed in this paper were in this particular position,
making the definition of internationals more challenging in the first place. Last, for many
non-internationals the issue of being strangers is not totally disconnected. Studies about second and third
generation immigrations consolidated in literature, and this is as well an under-investigated pattern for

countries having strong fluxes of immigration and also being young states, like the US or Australia are.

The areas of concerns this study highlight are predominantly that of realizing that internationals
cannot be siloed. There are implications for the vitality of the profession per se that have been already
advanced, although not with an ultimate solution. As already reported in some contributions in the field
(Kreber & Hounsell 2014 about attractiveness and retention of international stars; Minocha et al. 2019
about internationalization of curricula and teaching practices; Salt & Wood 2014 in relation to HR
policies for transnational universities; Wood & Salt 2018 for the changing HR practices British
universities are adopting abroad; Siems 2021 in relation to simplistic expectation about teaching subjects;
Walker 2015 about capacity to attract internationals; Shattock & Horvath 2020 in relation to the arbitrary
function of the profession altogether), the increasingly dependence from internationals engenders
byproducts. Although it would be a simplistic position that of opposing lack of attention towards
cosmopolitan influences, any analyst ought to appreciate what global higher education providers are in
these days: universities needing to secure standardized and standardization processes; organizations
meeting increasing and potentially entropic metrics that are in relation to quality assurance evidence;
management of higher volumes of budgets and costs. In this conundrum, it is no surprise that the trickier

cultural challenges that global higher education encompasses may result as a non-priority.
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16. International Researchers in Japanese Company:
Preliminary findings of their motivations, work roles, and

contributions

Ming Li (Osaka University) and Futao Huang (Hiroshima University)

Introduction

International mobility of human resources has become a central aspect of globalization and the global
competition for talent is growing. The migration of talent now plays an important role in shaping skilled
labor forces throughout the OECD area (OECD, 2008). Many OECD countries and a growing range of
non-member economies aim to attract highly-skilled researchers and scientists. To develop global human
resources and improve the international competitiveness of Japanese industry and business, Japan’s
companies have made efforts to attract excellent international researchers to Japan and expect them to
play an active role in their workplaces.

The Japanese government has launched policies to attract foreign talents to compete with other
countries in the global economy and accommodate the highly specialized domestic industrial structure
(Murakami, 2009). Japan’s policy on foreign workers began with the Revised Immigration Control and
Refugee Recognition Law in 1990, which is designed for unskilled workers (Fukushima, 2018).
Legislation targeting knowledge workers has been in place since the beginning of the 2000s, such as the
mutual recognition of national qualifications as part of the 2001 IT talent acquisition policy (Akashi,
2009). The number of foreign workers in 2020 is 1.72 million, 2.5 times more than 10 years ago.™®
Moreover, since “Points-Based Preferential Immigration Treatment for Highly-Skilled Foreign
Professionals” has been issued in 2012, * the total number of certified cases has reached to 29,084 by
June 2021, and the goal is to certify 40,000 highly skilled foreign professionals by the end of 2022.

The flows of global human resources are impacted by various factors, such as academic or
professional reasons of career advancement, success to better research funding, higher-quality research

infrastructures, opportunity to work with excellent scientists, and more freedom to debate; economic

13 https://www.moj.go.jp/isa/content/001335263.pdf
14 https://www.isa.go.jp/en/publications/materials/newimmiact_3_index.html
15 https://www.moj.go.jp/isa/content/930003821.pdf
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incentives of opportunities for better pay; family or personal reasons, political causes, and culture factors
(OECD, 2008; Huang, 2018). However, the design of appropriate policies to attract international
researchers to work in Japan requires to have a better understanding of their characteristics. Although the
global mobility of human resources and the number of researchers working in Japanese companies have
increased, little research has been made on their characteristics. The aim of this study is to have a better
understanding of their motivations, work roles, contributions, as well as challenges facing them.

The subject of our study is international researchers who are hired in Japan where they were
not born and/or where they did not receive their first post-secondary degree. In a strict sense, they are not
citizens of Japan and they have master’s degrees, doctoral degrees, or have postdoc experience and are
employed by Japanese companies in research positions or research & development positions.

This paper first reviews previous studies and introduces research methods. Second, it
analyzes the data of semi-structured interviews and discusses their motivations, work roles and
contributions, and issues facing them in Japan. Finally, the study concludes by summarizing the major

findings and offering implications for policy.

Literature review and research method

In the Japanese context, earlier studies on these topics are quite limited. Murakami (2007, 2009) explored
the employment of foreign scientists and engineers (S&E) in Japan’s research institutes, private
companies, and information-service industries by focusing on the reason for employment, their incentives
for migrating to Japan, and their roles and contributions. The study analyzed two surveys data, including
one survey administered to employers and one to the foreign S&E conducted in 2004. The main findings
are most foreign S&E doing the same work as Japanese S&E, and their performance is of a similar level.
Key incentives for migration are Japan’s high level of science and technology, economic factor, cultural
and social aspects of Japan. Similarly, some studies conducted research on highly skilled foreign workers
policy in Japan and Japanese immigration management (Akashi, 2010; Fukushima, 2018), as well as on
the human resources strategies of companies and their motivations as hiring parties (Akashi, 2009; Li,
2019).

With the rapid progress of the internationalization of higher education and the revitalization of
international mobility of human resources since 2000, the latest situation of international researchers in
Japanese companies needs to be further researched and analyzed. In addition, since a quantitative survey
does not provide a full and comprehensive picture of their motivations, work roles, contribution for
Japanese companies, and challenges facing them, a qualitative analysis of international researchers is
necessary.

However, up to now, it seems that no systematic and in-depth studies have been carried out on
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the personal, educational, and professional identities of foreign researchers, their motivations, work roles,
and contributions, as well as the challenge facing them.
This study focuses on discussing the following three questions.

1) What are the identity, motivations, work roles, and contributions of international researchers in
Japanese companies?

2) How to provide them with a more favorable environment in which they can contribute to Japan and
the international academic community?

3) How will Japan develop strategies and build recruiting systems to attract high-level international

researchers?

Tablel Profiles of interviewees

Interviewee ~ Gender ~ Age  Nationality  Affiliation Type Final Degree Discipline Japanese Language used Language wsed in
language in the current research
level company
A Female ~ 30’s  China Manufacture Master Engineering Proficient Japanese Japanese
B Female ~ 40’s  China Pharmaceutical Doctor Immunity Nlpassed  Japanese Japanese, English
© Female ~ 20’s  Mongolia Cosmetic Doctor Chemical engineering N1 passed  Japanese, Japanese, English
English
D Female ~ 40’s  The Information industry ~ Master (completed ~Computer science N2passed ~ Japanese, English
Philippines doctoral course) English
E Male 30s  China Information industry ~ Doctor Information science Nl passed  Japanese, English, Japanese

English, Chinese

F Male 30 Nepal Information industry ~ Doctor Information science ~ Basic English English
G Female ~ 30’s  China Manufacture Doctor Medical science Nlpassed  Japanese Japanese, English
H Male 30 China Manufacture Doctor Medical science Nlpassed  Japanese, Japanese, English
English
I Male 30 Taiwan Pharmaceutical Master Chemical engineering N1 passed  Japanese Japanese, English
] Male 30 China Manufacture Doctor Engineering Nlpassed  Japanese Japanese, English
K Male 30’ China Chemistry Doctor Materials Nlpassed  Japanese Japanese, English, Chinese

To explore international researchers’ motivations for coming to Japan and being hired at
Japanese companies, qualitative interviews with international researchers from different fields and scales
were employed. By focusing on the theoretical sampling representative samples (Tracy, 2019), we
selected interviewees by considering their country of origin, gender, age, research field, and company size.
Interviewees were recruited using a snowball sampling method, through private and public organizations
and alumni associations. Due to the COVID-19 pandemic in 2020, All the interviews are conducted
through online platforms, such as Zoom and WeChat. The study is still ongoing. We conducted

semi-structured and open-ended interviews with eleven international researchers from 10 different
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companies from September 2020 to January 2022 (Table 1). The participants came from China, Mongolia,
the Philippines, Nepal, and Taiwan. The age range is from 20 years old to 40 years old. Depending on the
participants, we used English, Chinese, and Japanese as the main languages. Nearly all interviews were
undertaken according to the same interview questions and took about an hour. Among the interviewees,
six foreign researchers are male and five are female. Their affiliations include companies of manufacture,
pharmaceutical, cosmetic, and information industry. A majority of them have a relatively high level of
Japanese, and most of them need to use Japanese or English for work and research, one interviewee said
he also needs to use his native language-Chinese. They all graduated from Japanese universities, most of
them are good at Japanese and English.

There are apparent limitations in the research. For example, the number of interviewees is not
sufficient enough to fully explore the nature and variation of international researchers. Moreover, the

number of participants from countries outside Asia needs to be increased.

Research findings

The motivations for working in the Japanese company

According to the analysis of interview data, several major motivations of international researchers can be
found. Factors like professional advancement and favorable research environment are regularly
mentioned by interviewees. They are similar to some previous studies (Murakami, 2009; Huang, 2018). A

Nepal researcher in an information science company said:

The main reason | chose this company is that | have a great chance to learn new technology. The

working environment, salary, the bonus are also very good. (F)
Similarly, a female researcher from the Philippines emphasized that:

The most attractive thing is the international atmosphere. High salary, good research environment,

and | feel that the company cares about its employees. (D)
A Chinese researcher said:
I can continue my doctoral research. In venture capital firms | must work in many aspects and, in the

meantime, | can learn more. (E)
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A female who also comes from China mentioned that:

I want to work in Osaka and work at a big Japanese company will be relatively stable. | felt a good

atmosphere during the interview. (A)

As mentioned, the good working environment and the opportunity to continue their advanced
research, and economic reasons are considered to be important motivations for them to stay and work in
the Japanese company. It can be assumed that international researchers from a country with a lower GDP
per capita than Japan consider more economic reasons. For example, one interviewee from the

Philippines asserted that:

| earned a lot better than if |1 had worked in my home country. | can have more financial security

than when | go home. (D)

However, it seems that economic incentive changes as the gap between the home country and
the host country become smaller. A Chinese researcher who works in an information science company

claimed that:

The same technical job in China and the US would pay several times as much as this company. The
salaries of Japanese companies are not at all advantageous compared to places like Shanghai and
Shenzhen in China. (E)

Some female researchers value more about job stability, benefits, and humanity of the company.

A female who works in a major pharmaceutical company mentioned that:

My company is very humane, there are many supports for women or female employees who become

mothers. It is easy to take leave when my child is sick. (B)

A Chinese researcher shared why he chose to work in Japan,

The decisive reasons for staying in Japan are mainly two things. First, | am personally curious and
don’t like to stay in China, which I am already very familiar with, and Japan is still new to me even
though | have been there for ten years. Second, | hope to use my international background to do
some work or business in Japan in terms of Sino-Japanese exchange or cooperation. | think the
experience of the corresponding ability to study in Japan, such as language, will not be available if |

return to China. (K)
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As the above examples show, international researchers tend to consider their own academic,
linguistic, and cultural strengths in combination with the situation in the target country to make the best
judgment for their development and life. In addition, interviewees mentioned other motivations, such as
the safety of Japanese society and simple personal relationships.

All eleven interviewees keep their original nationalities. Only one interviewee considered
changing his nationality, and some international researchers have a permanent residence permit or intend

to apply for a permanent residence permit.

The interviewee stated the reason for considering changing his nationality:

Japanese nationality may be more convenient if | do business internationally in the future. Chinese

nationality requires a visa to go to many countries, which is more troublesome. (J)

Work roles and contributions

The existing research suggests that international researchers are sought for their specific knowledge or
abilities, their language skills, and their knowledge of foreign markets (OECD, 2008). There is a high
demand for the Japanese language in the workplace, meanwhile, English is required for research usually.
Depending on job contents, the native language is also required. It can be said that international
researchers in Japanese companies need multilingual ability.

In general, researchers in Japanese companies are mainly involved in basic research, applied
research, and related product design and development. However, in most cases, they are asked to work
according to the requirements of the company or department. We found that their priorities in work are
research and product development according to the company’s needs. Compared to international
researchers in universities or research institutions, international researchers in the company seem to lack
research autonomy and they need to be involved in product development according to company
requirements (Huang, 2018). A Chinese woman who works in a major pharmaceutical company

mentioned,

My job is new drug R&D for related diseases. The most important thing is to read papers, get ideas,

then report to my supervisor immediately. (B)

A Chinese researcher told us his work priority that:

Skill up. Product development is part of my work while piloting new ideas is another part of the
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work. The two parts complement each other. For a company, product development is of primary

importance. (E)

However, A researcher who works in an American company in Japan mentioned that she has

more freedom about work.

My work involves planning and developing IT systems in the company. Our company listens to what
| want to do or want to commit to. Right now, the current work assignment | have is based on what |

have committed to do. (D)

About the question of “what role you are expected to play in your current company?”, a female

from Mongolia mentioned:

My current company values diversity, and my company wants international employees to express

their opinions from a different perspective than Japanese employees. (C)

A Chinese researcher said:

To promote the company’s products to the world, need people with an international background. I
need to explain technical things in English or Chinese in a phone meeting. Now my work must use

three languages, Japanese, Chinese, and English. (E)

A woman from the Philippines explained:

In my case, since my company is a global company, | have the advantage of communicating with
other staff in other countries. And since my work is in text processing, any text processing in English
is handed to me. When we have international interns, | am asked to help with the intern. And since |

have an N2 Japanese proficiency, | can communicate both in English and Japanese. (D)

We found that while their companies expect them to work as a researcher, they are also
expected to help carry out some international affairs by taking advantage of their international
background and multi-language ability. They are expected to make their contributions for Japanese
society, especially for their workplaces by making more suggestions from an international perspective.
However, several interviewees also indicated that their work content was not significantly different from
that of their Japanese colleagues in the company.

Most of them think there is no difference in the promotion, appointment of administrative
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position, salary, or workload between international researchers and local researchers.

Challenges of working and living in Japan

Work pressure and long working hours make them find it’s difficult to balance work and life, especially

for female researchers.

Probably difficult to balance life and work. | think Japanese companies have longer working hours

than other countries, and you must work very diligently. I will have less time outside of work. (F)

There are few nursery schools, banks, and city offices have short opening hours and are closed on
weekends. Lots of school activities and no consideration for the circumstances of working mothers.
(A)

Even though they have a certain level of the Japanese language, they still feel that they
encounter language problems at work. The lack of communication with Japanese colleagues may cause

some misunderstandings and conflicts. As one interviewee said:

I need to study, read papers, and work and research with a lot of pressure. Also, Japanese can’t be
expressed precisely. There are individuals, who are prejudiced against Chinese people and

personally attack. (A)

In addition, we inquired international researchers in our interviews about how COVID-19

affected their work and life in Japan. A Chinese woman said:

My husband and | both work and have two children. Before the pandemic, we had asked our parents
in China to come and help take care of the children, but during the pandemic, they could not come to

Japan due to visa control. Without the help of parents, it’s difficult to balance childcare and work.

(G)

A man from Taiwan mentioned that:

If I go back to Taiwan to visit my family, | need quarantine, and | can’t take a long vacation, so I

haven’t been able to go back. (I)

In addition, a Chinese working in Tokyo complained that:
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When the pandemic first started, it was possible to work from home, but recently my company has

required me to work at the office, and | was worried about getting infected from riding the tram. (H)

Discussion and conclusion

This study investigated the motivations, works roles, and contributions of international researchers
working in Japanese companies and the challenges facing them. The contribution of this study is that it
targets international researchers in Japanese companies, which according to the authors’ knowledge has
not been investigated comprehensively as a subject in previous studies. Previous studies analyzed foreign
talent more at the level of government policy or at the level of individual Japanese companies. What are
their characteristics, their work roles and contributions, and the difficulties they encounter in Japanese
companies and society have not been well studied and analyzed. In addition, we investigated the impact
on the work and life of international researchers during the pandemic.

Despite being based on a small number of samples, we have obtained some new findings as
follows. First, the main motivations for working in the Japanese company, their priorities are professional
advancement, research environment, academic pathway, economic reason, and social and cultural reasons
in Japan. Changes in these factors influence their decision to stay and work in Japan or go to another
country. Many of them only considered acquiring Japanese permanent residence, not Japanese nationality.
Eight out of the eleven interviewees have considered leaving Japan to work in other countries. Since the
possible reason is that they do not consider Japan as their destination, future studies should pay more
focus to their mobility. This trend is consistent with the notion of a globalizing labor market in which the
mobility of skilled workers is affected by changes in relative labor market conditions (OECD, 2008).
Moreover, international researchers who are good at Japanese and somewhat deficient in English are
more inclined to stay and work in Japan, in contrast to this who are better at English than Japanese will
tend to consider other countries. One of our interviewees, a Nepalese researcher left Japan to work in the
Norwegian branch of a large Japanese multinational company shortly after our interview with him (F).
Due to the internationalization of the scientific sector, scientists are highly mobile at the international
level, and researchers frequently move to other countries, often temporarily (Baruffaldi & Landoni,
2016).

Second, according to Huang’s research (2018), the work role of international researchers in
Japanese universities is primarily research and teaching. They have a great degree of research autonomy,
while international researchers in Japanese companies are required not only for research, but also for
product development, promotion, and the company’s international business.

The contributions of international researchers in the Japanese company are the provision of
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advice from international perspectives, international operation of companies, and integration of different
cultures. It is assumed that international researchers will bring new insights to research, development, and
perhaps to the ethos of the company. However, the effectiveness of the contributions of international
researchers depends on the organizational arrangements of the company, the expectations on both sides,
and other factors. In many cases, international researchers are not effectively integrated into international
operations in Japanese companies. The lack of familiarity of international researchers with the norms and
perhaps the politics of the company system may limit their participation in governance and other
company functions (cf. Altbach & Yudkevich, 2017). It has also been mentioned in previous studies that
Japanese companies do not make good use of international researchers (cf. Murakami, 2006). To compete
internationally, Japanese companies should give more consideration to how to attract foreign talents and
use their advantages wisely.

Finally, even though most of the interviewees have a high level of Japanese language ability,
they still feel that there is a communication barrier with their Japanese colleagues. The study denoted that
all of the interviewees earned their academic degrees from Japanese universities and most of them have
high-level Japanese language ability. English language skill is also very important, especially when it
comes to research. In addition, in some cases, they need to take advantage of their native language to help
with international affairs at work. Therefore, for international researchers in the Japanese company,
multilingualism with Japanese as the primary language is essential. One of the most important reasons
behind this is that it appears to be difficult and unrealistic for Japanese companies to hire an international
researcher who does not understand Japanese at all. How Japanese companies can provide a multilingual
and multicultural communication environment is still a challenge. In addition, providing international

researchers with support and assistance from various aspects to better serve the company is still an issue.
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17.  The predictors of full-time Chinese/Korean faculty and
British/American faculty’s job satisfaction in Japanese

universities

Futao Huang (Hiroshima University) and Lilan Chen (Hiroshima
University)

Introduction

Given the acknowledgment that international faculty has become an integral part of building human
capital and world-class universities, their recruitment has intensified among the global competition (Li et
al., 2018). Japan is no exception, who carried out various policies and strategies, such as G30 and Top
Global University Project, to attract international talents globally. Since the early 1980s, the proportion of
international faculty in Japan has increased from 1.17% in 1983 to 5.0% in 2021 significantly (MEXT,
2021). As the numbers increase, their value has also been gradually recognized, including the
maintenance and extension of university competitiveness through academic activities and numerical
presence (Cantwell, 2011). In addition, as the owner of a foreign culture, they are associated closely with
diversity, broadening international horizons and competency to the countries they went to (Altbach &
Yudkevich, 2017). Moreover, the international faculty were engaged in special roles that Japanese faculty
do not wish to or could not achieve in Japanese universities (Huang, 2018a; Tsuneyoshi, 2005).

Existing evidence illustrates international faculty’s comparatively higher intentions of
remaining at current positions and universities than their Japanese peers (Yonezawa et al., 2014). The
extent to which their intention to stay is consistent with their actual retention behavior depends largely on
the degree of their job satisfaction, which is a key predictor of faculty’s retention (Lawrence et al., 2014).
Since the departure of faculty would result in economic losses and significant disruptions in research and
teaching programs (Kaminski & Geisler, 2012), retaining international faculty became extremely critical
for the government and institutions administrators (Lawrence et al., 2014; Sabharwal, 2011). Therefore, it
is worthwhile to develop an exploration of international faculty’s job satisfaction in order to not only
better serve them but also improve their retention (Mamiseishvili & Lee, 2018). However, despite the
gradual increase in the research focusing on international faculty in Japan due to the recognition of their

value until recent years, there remains a dearth of exploration into their job satisfaction. Given the fact

201



that different attributes largely lead to varied work roles, experiences, and perceptions, previous studies
often address the demographical differences of international faculty, such as ethnicity (Wu & Huang,
2018), academic rank (Hohle & Teichler, 2013), and academic discipline (Yonezawa et al., 2014).

Based on the ideas of previous studies and the categorization of international faculty at
Japanese universities (Huang, 2018), in order to develop a more tailored support system, the study seeks
to investigate the predictors of international faculty’s job satisfaction separately, that is full-time
Chinese/Korean faculty and British/American faculty respectively as they were different significantly
regarding both their demographic and academic characteristics. The data of a comprehensive national
survey collected by Futao Huang from 2016 to 2017 in Japan was used. The study first provides the
research background to better understand the research situation. The study then reviews the main methods,
followed by the illustration of research findings. Finally, the study reflects on major findings and offers

conclusions, limitations, and implications for university administrators, researchers, and policymakers.

International faculty in Japan’s context

Since the 1990s, the mobility of international faculty has expanded in Japan (Huang et al., 2019). In order
to combat the new changes and challenges caused by the diversified factors, such as globalization of
economy, the internationalization of higher education, and increasing academic competition, a series of
policies and strategies have been executed at various levels in Japan.

At an international level, with the development of the economy, the environment surrounding
universities has been changing fast in recent years, to meet the diverse requirements of increasingly
changing society and students, boundary-less mobility has been considered as the most effective way.
Moreover, since the proportion of international faculty and students (5% each) have been used as
important indicators in ranking universities, with the purpose of achieving high international status and
being treated as a World-Class University, accepting talents from overseas became one of the effective
measures globally.

At a national level, since the establishment of the Special Measures Act for the Appointment of
Foreign Staff at National and Public Universities by the Japanese government in 1982, international
faculty could be hired as full-time employees in Japanese national and public universities and could be
promoted to any academic position, which improved international faculty’s social status significantly.
Moreover, in order to enhance the international competitiveness and promote the internationalization of
universities, the Japanese government has launched various projects to attract highly skilled international
talents, such as G30, Re-Inventing Japan Project, and Top Global University, facilitating the expansion of
international faculty directly or indirectly.

At an institutional level, depending on the missions and traits of HEIls, there exist several
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special universities and colleges in Japan, who emphasize the significance of attracting international
faculty and students for their institutions. Based on their traits, these universities can be divided into 3
groups. The first group is the institutions including special departments whose goals are related to
international issues. For example, Aizu University, whose mission is to “Advance Knowledge for
Humanity”. The second group is the language universities whose goals are to produce graduates with
several language skills and international competencies. A specific example of this type of university is
Kanda University of International Studies, whose motto is “Words are the foundation of peace connecting
the world”. And the third group is the universities including International Liberal Arts Department. For
example, Akita international university, a new local university established in 2004. The aspiration of this
university is to prepare students to be “leaders in a global society” so that they can contribute to “their
local communities, their countries, and the world”. In addition to “learning in English and thinking in
English” through small-class education in a wide range of fields, education based on cross-cultural
understanding whose goal is to foster foreign language communication skills are also provided. As a
result, all of the policies and strategies mentioned above stimulated the rapid growth of international

faculty at Japanese universities over years.

Literature review

Review of the theories investigating the predictors of job satisfaction

The definition of job satisfaction is heavily contextualized according to the main purpose of the
researchers. The most-used one is proposed by Locke (1976) as an emotional state of the employees
towards their work or working experiences, which is a key term being investigated widely in various
fields, such as sociology, psychology, and management. One of the first analytical frameworks exploring
job satisfaction is proposed by Herzberg et al., (1959). A dual-factor theory was developed to illustrate the
potential predictors of job satisfaction from two main dimensions. According to Herzberg et al. (1959), all
the factors can be divided into two categories: the motivators factors that cause job satisfaction, such as
recognition and collegiality, and hygiene factors that cause job dissatisfaction, such as salary and work
environment.

Based on Herzberg’s dual-factor theory, Hagedorn (2000) developed a two-type construct to
explain the job satisfaction of faculty, including the mediators and the triggers. In addition to the similar
motivators and hygiene factors as proposed by Herzberg et al. (1959) (e.g. achievement, recognition, and
salary), the mediators also consist of demographics (e.g. gender, ethnicity, and academic discipline), and
environmental Conditions (e.g. collegiality, administration, and institutional culture). The triggers were

defined as the changes that happened in life or work circumstances, such as transfers to new institutions,
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advancements in academic rank, and significant life events. After the practical application of this
framework and the test of its viability with a national database of college and university faculty
(Hagedorn, 2000), it has been used widely in the education field.

Drawing on Hagedorn’s (2000) two-type construct, Bentley et al. (2013) developed a
simplified model specifically for higher education fields, which divided the factors into two categories,

the mediators, contributing to job satisfaction, and the triggers, implying the academic and life changes.

Review of the empirical literature

Based on the theoretical frameworks mentioned previously, various studies have been involved in the
exploration of the predictors of job satisfaction, which can be summarized into three broad categories,
namely, demographics, work-related factors, and environmental conditions. Demographics refer to
demographic attributes of employees, such as age, gender, and race/ethnicity. For example, previous
studies indicate that female faculty tend to be less satisfied than their peer male faculty (e.g. Seifert &
Umbach, 2008), and white people are more satisfied than other races in the context of western countries
(Bender & Heywood, 2006; Glymour et al., 2004).

Work-related factors are the factors directly associated with employees’ work, such as salary,
achievement, and recognition. For instance, Igbal et al. (2017) highlight the effective role of salary in
employees’ job satisfaction and retention. The recognition of faculty members (Ismayilova & Klassen,
2019), and their funding for research (Trower, 2012) are acknowledged positively relating to their job
satisfaction.

Moreover, environmental conditions represent the overall working environment, such as
administration, institutional culture, and, collegial relationship. Existing evidence indicates the positive
influences of contextual factors, such as institutional climate and collegiality, on Job satisfaction of
university faculty (Ismayilova & Klassen, 2019). Job satisfaction of faculty seems also influenced by the
institutional leadership and mentoring they receive (Bilimoria et al., 2006).

In addition to the factors reviewed previously, to address the features of international
employees, other predictors relating to their foreignness, such as cultural distance and local language
proficiency, have also been examined. According to Sabharwal (2011), the more diverse region the
international faculty is locate in, the more job satisfaction they express. Likewise, Froese & Peltokorpi
(2011) clarified the positive relationships between cultural distance, supervisor’s nationality, expatriate
type, and job satisfaction of expatriates. The proficiency of the local language was also viewed as an
effective predictor (e.g. Sabharwal, 2011).

Applying the indicators reviewed earlier, numerous previous studies have been conducted via a
comparative approach to reveal the differences in predictors of job satisfaction caused by the

characteristics of faculty, such as their nationality, academic rank, and contract type. For example,
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evidence suggests that due to international faculty’s lower autonomy and decision-making abilities
compared with their local faculty peers, they experience lower satisfaction with their works and affiliated
institutions than their local faculty peers in many aspects (e.g. Mamiseishvili & Lee, 2018; Sabharwal,
2011). By addressing contract type of faculty, Antony & Valadez (2002) found that the job satisfaction of
part-time faculty is largely influenced by the opportunity of teaching; whereas, full-time faculty were
more concerned with research activities, and working conditions, such as job security, tenure, pay, and
benefits. Similarly, Lee (2021) also addresses the differences in academics’ commitment and job
satisfaction.

Despite the plethora of literature on job satisfaction in other countries, the existing research
investigating job satisfaction of international faculty at Japanese universities remains extremely limited.
To date, Yonezawa et al., (2014) illustrate that junior international faculty and those in Humanities and
Social Sciences tend to be more dissatisfied, however, without further exploration of the predictors of
international faculty’s job satisfaction. Additionally, even though Fujimura (2016) found that the effect of
relationship with colleagues, autonomy/independence, management/government of the institution, and
support for research activities on job satisfaction of international faculty, it focused only on the case of
Japanese national universities. A more recent study confirmed the positive relation between international
English instructors’ professional opportunities and their job satisfaction at Japanese universities (Parrish
& Kithae, 2021). However, other predictors and other types of international faculty have not been
investigated. More importantly, given the significantly varied characteristics of diverse international
faculty at Japanese universities, a more detailed investigation according to their specific characteristic and

role distribution is urgently needed.

Research questions and methodology

Built on the theoretical frameworks and previous studies reviewed above, the study seeks to clarify the
predictors of job satisfaction of international faculty in Japanese universities. Following the principles of
existing literature that address the features of specific groups, the study attempts to explore the predictors
of job satisfaction of two categories of international faculty at Japanese universities, namely the
Chinese/Korean faculty and American/British faculty, due to their distinctive features of origin,
demographics, and work roles (Huang, 2018a). The data of a comprehensive national survey conducted
by Futao Huang from 2016 to 2017 in Japan was utilized in the study. The main research questions guide

the study are as follows:

1.  What are the demographic, professional, and perceptual differences between Chinese/Korean faculty

and American/British faculty?
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2. How do the predictors of Chinese/Korean faculty and American/British faculty’s job satisfaction
differ?

In order to address the main research questions, based on the most comprehensive and
appropriate model for Higher education studies (Hohle & Teichler, 2013), the study addresses similar
independent variables including achievement, recognition, institutional resource, salary, and Japanese
proficiency (Motivators and the hygiene factors); gender, academic rank, academic discipline, contract
types (Demographics); And collegiality, administration, institutional openness, and academic freedom
(Environmental conditions). Since the data used in the study is not panel data that can address the changes
over time, triggers factors, such as changes in academic ranks, and marital status or children were
removed from the data analysis.

The dependent variable used in this study is a single-item measure of job satisfaction taken
from the original survey by asking the following question: How do you rate your satisfaction with your
current overall professional environment? Participants used a 5-point rating scale numbered from ‘1’
(very low), through 3’ (neutral), to ‘5’ (very high). The scores were coded with a high mean scale score
signifying high overall job satisfaction and a lower score indicating lower job satisfaction. The

explanation of the variables is shown in Table 1. And Figure 1 illustrates the framework of the study.

Parameter

In terms of the definition of international faculty in this study, applying the definition in previous studies
(Huang, 2018a, 2018b), we define an international faculty as a full-time employee at a Japanese
university who reported his nationality as a non-Japan country and obtained his/her bachelor degree out of
Japan properly. Therefore, these three criteria of the definition of international faculty eliminate the
part-time employees and those who obtained their bachelor degrees in Japan even though they were

foreign passports holders.

Data resource

The data used in this study is a part of a representative comprehensive national survey of international
faculty working at Japanese universities in all fields, conducted by Futao Huang from 2016 to 2017. The
questions concerned with their demographic information, work situation, and their consciousness of the
governance and administration of affiliated institutes are included in this questionnaire. This data was sent
out to 4076 international faculty, which was collected by mail. By early September 2017 altogether 1,285

valid responses were received with a valid response rate of 31.5% (Huang, 2018a).
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Table 1. Variables and Measures

Explained Variables

Items/Values

Demographics

Gender

Male=1, Others=0

Academic rank

Professor

Professor=1, Other=0

Associate Professor

Associate Professor=1, Other=0

Assistant

Assistant=1, Other=0

Lecturer

Lecturer=1, Other=0

Academic discipline

Humanities

Humanities=1, Other=0

Social sciences

Social sciences=1, Other=0

Natural sciences

Natural sciences=1, Other=0

Engineering

Engineering=1, Other=0

Contract types

Tenure=1, Other=0

Motivators and Hygiene

Achievement

Articles published in an academic book or journal in the past three

Recognition

Japanese faculty members regard international faculty members as

Salary

Very high=5, high=4, neutral=3, low=2, very low=1

Institutional resource

My institution provides various opportunities/funding for faculty

Japanese skill

Very high=5, high=4, neutral=3, low=2, very low=1

Environmental conditions

Collegiality

Collegiality in decision-making processes

Administration

My institution has a top-down management style

Institutional openness

The Japanese academic market is closed to international faculty

Independence in teaching

Very high=5, high=4, neutral=3, low=2, very low=1

Independence in research

Very high=5, high=4, neutral=3, low=2, very low=1

Dependent Variables

Job satisfaction

Very high=5, high=4, neutral=3, low=2, very low=1
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Figure 1. Conceptual framework investigating the predictors of international faculty’s job satisfaction
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Findings

The research findings of the study are provided in three main sections, comprising the descriptive analysis
of Chinese/Korean faculty and American/British faculty, ANOVA analysis of their perceptions, and finally
the regression analysis of the predictors of their job satisfaction. The first two sections were established
primarily to provide a better understanding of the characteristics of Chinese/Korean faculty and
American/British faculty respectively. The third section is concerned with the exploration of the

predictors of their job satisfaction.
Descriptive analysis

The descriptive and inferential statistics of the valid respondents from Chinese/Korean faculty and
American/British faculty group are shown in Table 2. Firstly, in the case of Chinese/Korean faculty, by
gender, 65.3% were male and the remaining 33.7% were female. Regarding the academic ranks, the
largest number of Chinese/Korean faculty was hired as a professor (41.2%), followed by associate
professor (26.7%), assistant professor (22.6%), and lecture (8.4%). Regarding the distribution of

international faculty by academic discipline, there was no big difference between the number of those
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hired in Humanities (24.9%), Social science (28.4%), Natural science (23.3%), and Engineering (23.5%).
And the data analysis shows that over half of them (67.9%) were tenured.

On the other hand, as for American/British faculty at Japanese universities, most of them were
male (81.8%). The number of those hired as professors and associate professors has no significant
differences, which represent 37.3% and 34.3% respectively. However, regarding their academic
disciplines, the majority of them were in Humanities (59.6%) and Social science (28.7%), followed by
Natural Sciences (8.6%) and Engineering (0.3%). Likewise, over half of them were tenured (66%).

In summary, although the proportion of Chinese/Korean and American/British faculty
employed on a tenured contract was similar, Chinese/Korean faculty were more likely to have
comparatively more female faculty and occupy senior positions of professors at Japanese universities.
They were evenly distributed across the disciplines of Humanities, Social sciences, Natural sciences, and

Engineering. Whereas, most American/British faculty were male and were mainly affiliated in Humanities

and Social sciences with middle to high academic positions of professors and associate professors.

Table 2. Descriptive data analysis

Variables Chinese/Korean faculty American/British faculty
Gender
Male 281 (65.3%) 265 (81.8%)
Female 145 (33.7%) 54 (16.7%)

Academic rank

Professor 177 (41.2%) 121 (37.3%)
Associate Professor 115 (26.7%) 111 (34.3%)
Assistant Professor 97 (22.6%) 21 (6.5%)
Lecturer 36 (8.4%) 61 (18.8%)
Other 5 (1.2%) 10 (3.1%)

Academic discipline

Humanities

107 (24.9%)

193 (59.6%)

Social sciences

122 (28.4%)

93 (28.7%)

Natural sciences 100 (23.3%) 28 (8.6%)

Engineering 101 (23.5%) 7 (0.3%)
Tenure

Tenured 292 (67.9%) 214 (66%)

Non-tenured

136 (31.6%)

110 (34%)

ANOVA analysis

The second section is the analysis of the variances of international faculty’s variables in the dimensions of
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motivators and hygiene, and environmental conditions. It aims to provide a better understanding of
Chinese/Korean and American/British faculty’s perceptions of their works and affiliations respectively. As
the study focus on the differences between the groups of Chinese/Korean faculty and American/British
faculty, the data of the third group was removed from the presentation of the results, as demonstrated in
Table 3.

The statistical analysis illustrates that except for the perceptions on institutional openness,
differences can be identified between Chinese/Korean faculty and American/British faculty. As revealed
in Table 3, Chinese/Korean faculty tend to produce more academic achievement (F=17.552; P<.001), and
thus perceive higher collegiality (F=9.415; P< .001) than American/British faculty. In addition, their mean
of recognition (F=10.583; P< .001) is statistically lower than American/British faculty, implying their
lower perception of being taken as a temporary visitor at their affiliations. Moreover, a significant
difference was found concerning their Japanese proficiency (F=88.156; P< .001).

In the case of American/British faculty, the data analysis suggests that they were more likely to
perceive higher tangible working conditions at Japanese universities, including institutional resource
(F=4.277; P< .05) and academic freedom in both teaching (F=16.927; P< .001) and research activities
(F=9.178; P< .001). Surprisingly, weak evidence even shows that American/British faculty tend to rate
their salary more highly (F=2.859; P< .1). As a result, they tend to express a higher job satisfaction
(F=4.068; P< .01) despite their higher perception of the top-down administration of Japanese universities
(F=24.788; P< .001).

Table 3. ANOVA analysis

Mean F
Chinese/Korean faculty | American/British faculty

Achievement 10.16 4.76 17.552%**
Recognition 3.01 3.34 10.583***

Salary 3.1 3.34 2.859"

Institutional resource 2.93 3.17 4.277*
Japanese skill 3.23 2.45 88.156***
Collegiality 3.15 2.8 9.415%**
Administration 3.49 4.06 24.788***

Institutional openness 3.11 3.01 1.282

Independence in teaching 3.74 4.28 16.927***
Independence in research 4 4.35 9.178***

Job satisfaction 3.52 3.71 4.068**

Note: ***p < 0.001, **p < 0.01, *p < 0.05, *p<0.1

Statistically, significant differences have been found between Chinese/Korean faculty and
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American/British faculty. To sum up, due to the higher scientific contribution and Japanese language
proficiency of Chinese/Korean faculty, they were more likely to be recognized and to get involved in the
institutional management and decision-making process at Japanese universities. However, it seems that
their engagement does not contribute to better perceptions of their working conditions, such as their salary,
institutional resources, and academic freedom. Consequently, they tend to express a lower job satisfaction
than American/British faculty. As for American/British faculty, despite their perceptual absence in
university management and administration caused by their disadvantages in scientific productivity and
Japanese proficiency, they were more inclined to be satisfied with their working conditions (e.g. salary,

institutional resources, and academic freedom), which lead to higher job satisfaction.

Regression analysis

In the third section, the same but separate regression analysis of a comprehensive model with all of the
potential factors was run to explore the predictors of international faculty’s job satisfaction. The results
were provided in Table 4. Firstly, the predictors of Chinese/Korean faculty’s satisfaction were
investigated. The model predicted 30.2% of the variance in job satisfaction for Chinese/Korean faculty,
with an F value of 5.846, sig. F < .001. The data analysis indicates that compared with Chinese/Korean
professors, associate professors (B = .306, p< .1) were more like to be satisfied with their overall
employment at Japanese universities. In addition, we found that the general environment conditions,
especially the administration (B =-.231, p< .05), independence in research (B = .193, p< .05),
independence in teaching ( = .158, p<.1), and institutional openness (B = .151, p<.05), were positively
correlated to the job satisfaction of Chinese/Korean faculty. This implies that the faculty members in a
more autonomous and open-minded affiliation tend to have higher job satisfaction at Japanese universities.
And the perceived more academic freedom in research and teaching activities were likely to express
higher job satisfaction.

In the case of American/British faculty, the comprehensive regression model explained 53.1%
of the variance in their job satisfaction, with an F value of 10.503, sig. F<.001. The results indicate that
American/British faculty holding a tenured position (B = .609, p< .001) tend to have higher job
satisfaction. Similar to Chinese/Korean faculty, a more bureaucratic institution (B =-.347, p< .001) was
statistically significant and negatively related to their job satisfaction. However, different from
Chinese/Korean faculty who were concerned with academic freedom in both teaching and research
activities, American/British faculty’s job satisfaction was only positively associated with their
independence in teaching (B = .232, p<.005). In addition, the working conditions, specifically their salary
(P = .238, p< .01), and institutional resource (p = .128, p< .05), were acknowledged positively impacting
their job satisfaction. Moreover, their involvement into institutional decision-making process (p = .178,

p< .01) contribute to a higher job satisfaction. Finally, those with higher Japanese skills (B = .142, p<.1)
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Table 4. Predictors of international faculty’s Job satisfaction

Job satisfaction

Chinese/Korean faculty

American/British faculty

Control Variables

Demographics
Gender (Male Reference Group)

Academic rank (Professor Reference Group)

Associate Professor
Assistant Professor
Lecturer

Academic discipline (Humanities Reference Group)

Social Sciences
Natural sciences
Engineering
Contract types
Motivators and Hygiene
Achievement
Recognition
Salary
Institutional resource
Japanese skill
Environmental conditions
Collegiality
Administration
Institutional openness
Independence in teaching
Independence in research
RZ
AR?
AF

B SE
1.662 0.517
-0.065 \ 0.138
0.306" 0.18
0.153 0.228
-0.15 0.245
0.042 0.173
0.017 0.182
0.219 0.175
-0.159 0.144
0.001 0.003
0.089 0.070
0.163* 0.064
0.002 0.071
-0.053 0.082
0.045 0.071

-0.231* 0.112
0.151* 0.065
0.158" 0.081
0.193* 0.084

0.364
0.302
5.846%**

B SE
1.290 0.625
-0.201 \ 0.181
-0.143 0.167
-0.073 0.255
0.268 0.204
-0.056 0.141
-0.191 0.246
0.322 0.484

0.609%** 0.168
-0.005 0.012
0.013 0.074

0.238** 0.067
0.128* 0.059
0.142° 0.074

0.178** 0.077

-0.347%x* 0.097
-0.070 0.069
0.232* 0.102
-0.061 0.110

0.587
0.531
10.503%**

Note: ***p < 0.001, **p < 0.01, *p < 0.05, *p<0.1

tend to express higher job satisfaction.

In summary, except for their academic rank of being an associate professor, which was shown

by weak evidence, the main predictors of Chinese/Korean faculty’s job satisfaction were from

environmental conditions, including university administration, academic freedom, and institutional

openness. Whereas, for American/British faculty, despite the similarities with Chinese/Korean faculty
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concerning the predictors in environmental conditions, such as university administration, the significant
influence from their contract types and their perceptions on salary cannot be underestimated. Their

concern with independence in teaching and Japanese skills was also statistically acknowledged.

Conclusion and discussion

Given the rapid growth in the number of international faculty at Japanese universities and the close
linkage between job satisfaction and retention, the study was the first attempt to explore the predictors of
job satisfaction of Chinese/Korean faculty and American/British faculty at Japanese universities based on
a comprehensive data of a national survey in Japan. The data analysis investigates the differences in their
demographics, profession, perceptions, and the predictors of their Job satisfaction at Japanese universities.
The key findings yielded from the study were summarized and discussed subsequently.

Firstly, regarding the demographic and professional differences between Chinese/Korean
faculty and American/British faculty, the research findings indicate that Chinese/Korean faculty tend to be
evenly distributed across all the disciplines with senior positions of professors. They were also more
likely to have higher scientific achievement and Japanese language proficiency, contributing to their
better recognition and engagement at Japanese universities. Whereas, American/British faculty were
mainly hired in Humanities and Social sciences at mid to high positions of both associate professor and
professor. They tend to have comparatively lower Japanese proficiency and scientific achievement,
leading to their perceived lower recognition and participation at Japanese universities, echoing existing
evidence (Horta & Yonezawa, 2013; Huang, 2018a). This is possibly because Chinese/Korean faculty
tend to have a similar cultural background with Japanese faculty and to be educated at Japanese
universities (Huang, 2018a), informing their domestic knowledge, including both Japanese language
proficiency and local culture. In addition, their main orientation in research activities (Huang, 2018a)
helps to improve their scientific visibility. Consequently, their professional advantages and cultural
knowledge contribute to their higher academic position and engagement at their affiliations.
Comparatively, the cultural distance between American/British faculty and Japanese faculty, and the fact
that few of them have obtained their educational degrees at Japanese universities (Huang, 2018a), has led
to their relatively low level of Japanese language skills. In addition, many of them were hired as solely a
language teacher at Japanese universities with massive teaching workloads, which restrict their
professional development significantly. There is no doubt that these disadvantages make it difficult for
them to be well scientifically recognized and integrated at Japanese universities.

Given the acknowledged demographic and professional background, however, surprisingly, the
study suggests that compared with Chinese/Korean faculty, American/British faculty tend to perceive

better working conditions at Japanese universities, including salary, institutional resources, and academic
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freedom in teaching and research activities, and express higher job satisfaction. This can probably be
attributed to the fact that the majority of American/British faculty were engaged in language teaching,
who tend to recognize their disadvantages in professional development at Japanese universities, and thus
were more likely to be satisfied with their positions and current life in Japan (Yonezawa et al., 2014).
Alternatively, another explanation may be that many Chinese/Korean faculty were from national/public
universities, where academic competition is increasing while management expenses grants are decreasing
every year. With the lack of research funding and the enormous academic pressure, it is inevitable for
Chinese/Korean faculty to express lower satisfaction with their positions and the working conditions at
Japanese universities.

As for the factors predicting Job satisfaction at Japanese universities, the data analysis suggests
that Chinese/Korean faculty’s job satisfaction was more inclined to be influenced by the intangible factors
from the environmental conditions of their affiliations, such as university administration, institutional
openness, and academic freedom in research activities. This is probably because as a research-oriented
faculty, they were more concerned about the possibilities of their career development, which is largely
impacted by the host environment, including its openness and research freedom of their affiliated
universities. Whereas, the job satisfaction of American/British faculty was found to be predicted by
various factors, including both intangible factors, such as their participation in university management
and independence in teaching, and tangible factors, such as their contract type, salary, and institutional
resource. This is probably because American/British faculty were confined in an extremely
disadvantageous situation at Japanese universities. Therefore, in addition to the similar predictors to
Chinese/Korean faculty, influencing their professional development, they were also concerned about more
critical issues of their staying in Japan. Thus, the tangible factors such as the stability of positions,
independence in teaching, and the amount of salary and funding, were also found to significantly impact
their job satisfaction. Regarding the implications of the study, given the lack of existing evidence, the key
findings from the study shed light on the factors predicting the job satisfaction of international faculty,
especially in the context of Japanese universities, contributing to the current literature in this regard. In
addition, since the organizational culture of Japanese universities, such as its administration and openness,
plays a profound role in influencing the job satisfaction of both Chinese/Korean and American/British
faculty, more efforts from the Japanese government, HEIs, and local faculty members to develop a more
open organizational environment that international faculty can be well engaged should be suggested.
Moreover, the study found that international faculty’s job satisfaction tends to be influenced by different
factors depending on their demographic backgrounds, a more tailored and flexible support system by
Japanese universities is needed.

Regarding the implications of the study, given the lack of existing evidence, the key findings
from the study shed light on the factors predicting the job satisfaction of international faculty, especially

in the context of Japanese universities, contributing to the current literature in this regard. In addition,
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since organizational culture of Japanese universities, such as its administration and openness, plays a
profound role in influencing the job satisfaction both Chinese/Korean and American/British faculty, more
efforts from the Japanese government, HEIs and local faculty members to develop a more open
organizational environment that international faculty can be well engaged should be suggested. Moreover,
the study found that international faculty’s job satisfaction tends to be influenced by different factors
depending on their demographic backgrounds, a more tailored and flexible support system by Japanese
universities is needed.

There are also some limitations of the study. Firstly, constraints from the grouping method must
be acknowledged. The study investigates the differences in predictors of international faculty’s job
satisfaction drawing on their nationality and role construction at Japanese universities. Future studies are
needed to confirm the properness of using this grouping method. Then, it is notable that this grouping
method limits the depth of understanding and diversity of international faculty in Japanese universities.
The international faculty differ from one another with numerous characteristics, including educational and
social-cultural background. All of these variations result in a different experience in their cross-cultural
adjustment in Japan, leading to differences in their job satisfaction. However, a more micro examination
of these features of international faculty were neglected in this study. Moreover, satisfaction is a
subjective variable (Freeman, 1977), which may be measured differently according to the individuals.
However, the study only applied a quantitative approach to explore international faculty’s job satisfaction.
To better capture the degree of their job satisfaction and discover the factors that are covered by the

tangible variables of international faculty, a combination with qualitative approach is suggested.
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