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Executive	summary	

In the competitive global knowledge economy, highly qualified individuals are 
increasingly recognised as being the key to development. In particular, doctor-
ate holders are not only the most qualified in terms of educational attainment, 
but also those specifically trained to be at the forefront of innovation and in a 
position to drive advances in science, technology and knowledge of society. In 
developing countries with relatively weak research structures, not least with re-
gard to PhD graduates, the training of PhDs has been intimately linked to the 
reproduction of human capacity in national research systems.

National expenditure on research remains low in many African countries. 
According to UNESCO data, the GERD/GDP ratio in most sub-Saharan coun-
tries ranges between 0.1 and 0.4 per cent (UNESCO 2010:280). The pool of 
researchers varies significantly between countries in absolute and relative terms. 
Compared to developed countries, the proportion of researchers per million 
inhabitants is exceptionally low. South Africa excluded, one finds an average of 
57.5 researchers per million in sub-Saharan countries, compared to an average of 
3,656 researchers per million in developed countries (UNESCO 2010:8). 

Faced with this daunting data on the supply of researchers in sub-Saharan 
countries, there is no doubt that highly skilled individuals are a very important 
and sensitive strategic national resource. The absence of data on the mobility 
and career development of these individuals in most African countries is hence 
quite remarkable. 

This study examines the mobility of PhD graduates funded under the Swed-
ish development aid program to build institutional research capacity in Mo-
zambique from 1990 to 2013. Principal areas of investigation are extent and 
direction of geographic, sectoral and vertical mobility, perception and individ-
ual rationales for mobility and career choices and experience of the so-called 
“sandwich model”.  

The study builds on a data set consisting of 159 traced individuals. A web-
based questionnaire has formed the basis for the quantitative analysis. From this 
sample a number of respondents have been strategically selected for deep inter-
views. The survey and interviews have been analysed using a multi-methods 
approach. The study situates academic career development and mobility within 
the changing role and function of research and higher education in society. 
Particular attention has been given to gender relations, scientific discipline and 
country of training. 

Main results indicate a remarkably low mobility among the PhD graduates, 
geographical as well as sectoral. Regardless of gender and academic discipline, a 
significant share of researchers trained in the program during the period 1990-
2012 has remained at Eduardo Mondlane University (UEM). Even though the 
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attainment of a PhD has meant a lot to many of the graduates, the degree seems 
to have been more important in boosting status and self-confidence than for the 
actual work. The relatively low number of staff members holding PhD degrees at 
UEM has meant fast career development for some of the graduates, both in their 
departments and in the university administration. Notably, women represent 
a significantly lower share of those who have achieved high position at UEM. 
The willingness to conduct research is much greater than the resources and time 
available. The great majority of graduates have continued to do research, but 
on a quite small scale. Salary, working conditions and degree of independence 
stand out as the principal sources of dissatisfaction among the graduates. Sup-
plementary income from consultancies seems to be widespread among graduates 
and is an accepted part of academic life at UEM. 

Insufficient local resources for research and co-supervision at UEM seem 
to be the most problematic areas in the training situation, regardless of gender, 
discipline or country of training (Sweden and South Africa). A positive atti-
tude to the idea and premises of the sandwich model, but findings also indicate 
that the mobile character of the modality has different effects on women and 
men. There was a significantly higher level of dissatisfaction among graduates 
and candidates that have done or were doing their training at South African 
universities, compared to their Swedish equivalents. The main discriminatory 
expressions at work at UEM seem be on the basis of family situation and posi-
tion at the workplace. Women seem to experience discrimination in these areas 
significantly more than men. 
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Abbreviations	of	acronyms	

AAU  Association of African Universities  
AU  African Union 
CDH  Careers for Doctorate Holders 
COMESA  Common Market for Eastern and Southern African Countries 
EAC  East African Community 
ECOWAS  Economic Community of West African States 
ERA  European Research Area
EU  European Union 
FDI  Foreign Direct Investment
GATS  General Agreement on Trade in Services 
GDP  Gross Domestic Product
GERD   Gross Domestic Expenditure on Science and Technology 
HRST  Human Resources in Science and Technology
IICT  Scientific and Technological Research Institute 
ICT  Information and Communications Technology 
ISRI  Higher Institute for International Relations
IMF  International Monetary Fund 
ISCO  International Standard Classification of Occupations 
MHEST  Ministry for Higher Education, Science and Technology
MORE  Mobility and Career Paths for Doctorate Holders in Europe
MOSTIS  Mozambican Science, Technology and Innovation Strategy  
NEPAD  New Partnership for Africa’s Development
ODA  Official Development Assistance 
OECD  Organization for Economic Cooperation and Development 
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SADC  Southern African Development Community
SAREC  Swedish Agency for Research Cooperation 
Sida  Swedish International Development Agency
STEM  Science, Technology, Engineering and Mathematics
UEM  Eduardo Mondlane University
UNESCO  United Nations Educational, Scientific and Cultural Organization
UN  United Nations
UP  Pedagogic University 
WEI  World Education Indicators 
WTO  World Trade Organization 
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Prologue	

In the competitive global knowledge economy, highly qualified individuals are 
increasingly recognised as being the key to development. In particular, doctor-
ate holders are not only the most qualified in terms of educational attainment, 
but also those specifically trained to be at the forefront of innovation and in a 
position to drive advances in science, technology and knowledge of society. In 
developing countries with relatively weak research structures, not least with re-
gard to PhD graduates, the training of PhDs has been intimately linked to the 
reproduction of human capacity in national research systems. However, a num-
ber of factors affecting mobility and alternative career paths for PhD graduates 
have increasingly challenged the connection between PhD training and research 
capacity at universities in many such countries. Of the many factors reported 
in recent literature, the following stand out: i) inadequate resources for research 
at many national universities, always a problem but now gradually worsened by 
the current trend towards massification in higher education; ii) the increased 
policy-driven internationalisation of research and higher education, leading to 
increased competition and mobility within the international research commu-
nity; iii) an escalating number of market-driven private higher education insti-
tutions in many developing countries, offering no or limited research resources; 
and iv) increased demand from other sectors in society, private and public, for 
trained researchers to meet the requirements of the global knowledge economy, 
for example, the innovation capacity of enterprises.   

A number of international donors have a long record of supporting research 
capacity-building in African institutions, some with PhD training as a central 
component. There are, however, significant differences between donors in terms 
of scope, design and ownership of these programs, arising from different views 
of how institutional capacity building should be achieved. The principal ration-
ale behind Swedish support has been that each country should have at least 
one university capable of expanding national research and the higher education 
sphere. Accordingly, the training of PhDs (using a sandwich program intended 
to sustain the links with the home institution) constitutes a core component in 
fostering the capacity to formulate and conduct research of relevance and qual-
ity. This approach aims at tackling capacity building more holistically by going 
beyond the individual researcher and also by decentralising most responsibili-
ties, administrative and substantive, to partners in the collaborating country. 

Sida has been engaged in supporting PhD training in low-income African 
countries for over three decades, in the process generating a considerable num-
ber of PhD graduates. Despite the duration of this PhD training as a core activ-
ity in these programs, knowledge of the long-term outcomes of this strategic 
investment is quite limited. This is particularly true of the mobility and career 
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development of this group of graduates, a significant indicator of the outcome of 
this type of aid. Consequently, comparative analysis of the outcomes of different 
approaches to building research capacity has not been feasible. No Swedish or 
partner institutions have established mechanisms for keeping track of returning 
graduates. On the whole, studies looking at modes of mobility and career choic-
es among PhDs, particularly in the developing world, are rare. Longitudinal 
studies on the qualitative aspects of mobility and career choices in developing 
countries are almost non-existent. 
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1.	African	countries	in	transition:	Knowledge-driven	society	and	role		
of	highly	skilled	individuals	

Today, the main determinant of poverty in Africa is neither lack of natural re-
sources nor geographical marginality, but the lack of skilled individuals to pro-
duce added value, make use of existing technology and develop context-specific 
innovations and solutions.            

According to the IMF’s latest review of the world economy (World Econom-
ic Outlook), Africa continues to consolidate its position as host of the most rap-
idly advancing economies in the world (IMF 2013). In the last decade, six of the 
top ten fastest growing economies were to be found on the continent. Economic 
and political conditions in many countries are becoming more conducive to eco-
nomic growth and change, as indicated by increased FDI, better conditions for 
private capital investment, greater institutional diversity, accelerating regional 
economic integration1 and growing trade with Asian countries in particular.2 

These developments have led to more stable macro-political environments as 
compared to the 1980s and 1990s. Democratisation and political liberalisation 
are slowly making progress in most African countries.

Africa’s current macroeconomic performance is indeed impressive, but tends 
to obscure the development deficiencies remaining in many African societies, 
which affect large segments of the population.3 Despite impressive growth rates 
(up to 6 per cent per annum in some countries), real GDP growth seems not to 
have translated into equal benefits for the population. The distribution figure for 
economic growth has its equivalent in the figures for income distribution: six of 
the ten countries scoring highest on the inequality index are in Africa. A recent 
Gini index measuring income inequality in Africa yields a high total of 45 (on 
a scale of 0 to 100), which is only marginally better compared to the situation 
30 years ago (Anyanwu 2012). Not surprisingly, the non-beneficiaries are to be 
found among the low-income sectors of the population, predominantly in rural 
areas. In Mozambique, the mean share of the lowest 20 per cent of the popula-
tion is 5.2 per cent of total national income, while the upper 20 per cent ac-
counts for 51.5 per cent (Africa Development Bank Group 2012). Consequently, 
economic growth has so far had relatively meagre results in terms of poverty 
reduction. The World Bank’s “PovCalNet” database indicates a doubling of the 

1.   COMESA, EAC, ECOWAS and SADC.    
2.   In 2009, China surpassed the US as Africa’s largest trading partner. However, both coun-

tries still lag the EU in terms of trade volumes. It is expected that China will become Africa’s 
leading trading partner over the next five years (OECD 2012). 

3.   Interestingly, a recurrent theme in many World Bank analyses and recommendations is the 
stress on growth and equality as objectives in tension: countries must choose between them, 
since each is seen as an obstacle to the other (Samoff et al. 2004:36). 
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absolute number of impoverished people since 1981 (Thorbecke 2013).4 African 
countries account for 34 of the 50 nations on the UN’s list of least developed 
countries. Mozambique can be found near the very bottom of the list, placed 
185 out of 187 (Human Development Index 2013).   

Without going into detail about the multidimensional developmental oppor-
tunities and deficiencies in African countries, it is evident that current develop-
ment is more than ever coupled with the overall challenge of building sufficient 
and relevant capacity for global participation and competition and, on the other 
hand, finding appropriate political tools to overcome growing economic and so-
cial inequalities within society. More particularly, there is a need for institutional 
capacity for competitive and strategic exchanges with foreign investors and trade 
partners, whose financial inflows represent a significant part of current overall eco-
nomic growth. Due to intensifying global competition for natural resources, many 
African countries now face favourable conditions for development and catch-up, 
but lack the institutional capacity for strategic coordination and long-term social 
planning. This insufficiency is intimately linked to the challenge of overcoming 
the increasing inequalities in incomes and wealth, which, if not dealt with, will 
arrest development and give rise to social destabilisation and political unrest. 

An indispensable factor in tackling these challenges is knowledge. This was 
formerly treated as a subordinate factor in development economics, “as some-
thing ‘exogenous’ and readily available on ‘shelves’ as a public good (Mkandawire 
2011). Now, knowledge and knowledge production, as manifested in areas such 
as R&D, entrepreneurship and innovation capacity, have become a top policy 
priority for any government. The premises of the knowledge-led economy have 
been increasingly applied by the EU as a tool for growth and job creation. In 
the Europe 2020 strategy, the European Commission aims to turn the EU “into 
a smart, sustainable and inclusive economy that delivers high levels of employ-
ment, productivity and social cohesion” (EU 2010). Seven so-called “flagship 
initiatives” accompany the strategy.  Supporting the “Smart Growth” flagship 
is the “Innovation Union,” which provides a framework for research and in-
novation for the development of products and services that create growth and 
jobs (EU Commission 2012). The ERA has been assigned a key role in realising 
the Innovative Union. Of interest to this study is the fact that the ERA situates 
the individual at the core of innovation activity. As the EU Commission policy 
document notes:

ERA should inspire the best talents to enter research careers in Europe [and] 
enable European researchers to develop strong links with partners around the 
world, so that Europe benefits from the progress of knowledge worldwide, con-

4.   Since the late 1980s, the number of people living on less than US$ 1 per day in sub-Saharan 
Africa rose by 70 million, reaching 290 million in 1998, over 46 per cent of the total popula-
tion (African Development Bank 2012).
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tributes to global development and takes a leading role in international initia-
tives to solve global issues … increase[d] mobility of knowledge workers, sup-
porting training and ensuring attractive careers are central goals of ERA. (EU 
Commission 2012)  

Highly qualified individuals are thus recognised as key in the knowledge-econ-
omy. Of these, doctorate holders are not only the most qualified in terms of 
educational attainment, but are also those specifically trained to be at the fore-
front of innovation by driving advances in science, technology and knowledge 
of society. Consequently, the strategic and often demanding investments made 
in these individuals have increased policy interest in their mobility and career 
development. Adding to this growing interest is the intensifying international 
competition for highly skilled people, such as doctorate holders, not only among 
academic research institutions but also from other prospective employers look-
ing for specific skills in their workforce. Strategies and programs aimed to attract 
and retain these individuals have hence become essential to sustaining competi-
tive advantages in the knowledge economy. For instance, in the EU these con-
siderations have been given effect in the creation of a European partnership aim-
ing to improve the mobility of researchers and the flow of knowledge, improve 
career prospects for researchers in Europe, and, not least, to retain researchers in 
Europe and attract talented non-European researchers (EU Commission 2008).       

For such programs to be effective, they must build studies of the mobility 
and career development of doctorate holders and their contribution to scientific 
and economic development. Although there is a considerable literature on the 
current changes within the global research and higher education sector (many 
with a potential impact on the mobility and career development of PhD gradu-
ates), and despite the growing attention by many governments on the link be-
tween society and academia, studies on the scale, direction, driving forces and 
rationale behind mobility and career choices of PhD graduates are comparably 
few in number and limited in scope (Hoffman 2008). Access to research based 
knowledge is still both limited and uneven, largely because of the lack of inter-
nationally comparable data and the fact that standard statistical sources are too 
meagre to produce robust results for this particular group of individuals (Jerven 
2013, OECD 2007).5 

5.   “Researcher” is not identified as a distinct category in ISCO. An additional complication 
is the fact that there are two accepted international definitions of “researcher”: the OECD 
(Canberra Manual 1995) definition based on the concept of HRST and the OECD Frascati 
Manual (2002), in terms of which OECD member-state R&D statistics are collected.
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2.	Objectives	of	the	study	

This study responds to the need for increased knowledge on mobility and ca-
reer development among PhD graduates funded under the Swedish program 
in order to enhance Swedish policy on development cooperation and in areas 
related to the interplay between academia and society in developing countries. 
It aims to map and analyse longitudinally and comparatively the modes of, and 
rationales for, mobility and career development among PhD graduates to build 
institutional research capacity in Mozambique from 1990 to date. 

The study has three principal areas of investigation: i) extent and direction 
of mobility (geographic, sectoral and vertical) over time, ii) perceptions and 
individual rationales for mobility and career choices and iii) experience of the 
sandwich model. 

In the first area of investigation the following principal research questions 
will be examined: In which areas and in what positions are Sida-funded PhD 
graduates at present? What do individual circumstances look like in terms of 
geographical mobility and mobility between sectors from the date of graduation 
up to the present? Can specific patterns of mobility be identified in terms of 
gender, age and date of graduation? From a longitudinal perspective, are there 
differences in mobility among PhD graduates from different time periods and 
across disciplines?

In the second area of investigation the following principal research ques-
tions will be explored: How do individual PhD graduates reflect on alternatives 
for mobility and career path linked with their academic position/rank? How 
do they relate these alternatives to conditions in academia and society at large 
(gender, age, socio-economic background, nationality and date of graduation)? 
What are the driving forces behind individual mobility and career choices and 
to what extent can these be linked to the systematic changes in higher education 
and research and different donor approaches to support PhD training?

In the third area of investigation the following principal research questions 
will be explored: How have PhD graduates experienced the sandwich model6? 
Experiences from the time spent in Sweden and at the home institution. Can 
specific experiential patterns be identified in terms of gender, age, date of gradu-
ation, position at home institution and across disciplines?

6.   The Sandwich model is a support modality allowing for mobility (e.g. six months stays in 
each country) between the institution in the country of training and the institution in the 
country of origin during the entire period of training. The model has since long been applied 
by Sida as the main modality when supporting PhD-training.   
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3.	Methodology		

This study covers PhD graduates and candidates in Sida’s bilateral program 
to support research capacity-building in Mozambique during the period 1990-
2012. The year 1990 was chosen as a starting point since it marks the beginning 
of the major changes associated with commodification, privatisation and mas-
sification in the African higher education and research systems (GUNI 2008). 
Hypothetically, these alterations have over time and in different ways and de-
grees impacted the mobility and career choices of PhD holders. 

The total data set consists of 159 individuals mainly traced through existing 
lists of UEM graduates; lists, registers and supervisors at relevant institutions 
and departments in Sweden and South Africa; and social and professional net-
works of graduates in different disciplines. The main challenge has not been in 
the identification of the individual per se but in contacting him/her through a 
current e-mail address, required for forwarding the web-based questionnaire (see 
appendix). E-mail addresses not in use have been a recurrent problem.  From 
the initial sample, PhD graduates were strategically selected for deep interviews, 
which took place over three weeks in March 2013. The number of interviews 
was determined in relation to the response rate for the web-based question-
naire and to achieve broad representativeness in terms of gender, age, scientific 
discipline, year of graduation and country of graduation/training. For a more 
detailed description of the methodology (sample, method and limitations) see 
appendix.  
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4.	Theoretical	framework	and	previous	research

4.1	Academic	careers	and	mobility	in	the	global	knowledge	economy
Academic mobility and career development is not constructed in a social, his-
torical or geopolitical vacuum. Instead, it is produced and negotiated within 
various intersecting and shifting power relations, both local and global.  Of par-
ticular interest for this study is the way in which increasing global demands for 
competition and accountability play out in local contexts and academic cultures 
with differing conditions for mobility and research. However, little is known 
about how international donor activities intersect, in perhaps opposing and con-
tradictory ways, with the global policy demands of the knowledge economy 
and, ultimately, how these circumstances are experienced and perceived by the 
academic. Against this backdrop, how can we understand the career paths and 
rationales of academics from the Global South? 

Overall, the study situates academic mobility within the changing role and 
function of research and higher education in society and the greater steering of 
research priorities, the “commercialisation of research” and the increased em-
phasis on accountability and audit – in short, the shift from the “traditional” 
to the “relevant” academy (Benner and Sorlin 2008, Kogan and Teichler 2007, 
Nowotny et al. 2006). Further, the study will also take into account existing 
research on massification, commodification and privatisation in African higher 
education and research systems, all of which point to the challenge of maintain-
ing quality in education and research (Jaishree 2004, Saunders 2007, Stromquist 
2000). 

4.2	Previous	research	on	mobility	of	researchers	
The majority of existing studies focus on patterns of mobility and career devel-
opment among researchers in the Global North, mainly the US and Europe. 
Major studies of European researcher mobility are the Study on the mobility 
patterns and career paths of EU researchers (MORE)7 and Careers for Doctor-
ate Holders (CDH)8. Both studies use survey-based sources trying to answer 
questions about mobility in relation to brain drain, brain gain and brain circula-
tion. The main focus is the correspondence between number of PhD graduates 
and labour market needs, attractiveness of national labour markets, how well 
the skills of highly educated people are used by society and, not least, how at-
tractive alternative career paths are to this category of individuals. 

7.   MORE is funded by the European Commission (DG Research) and is carried out by an 
international consortium led by IDEA Consult. The study builds on existing data (IISER 
project) but also collects and analyses new data on the stock and flow of European researchers.  

8.   CDH is an OECD collaborative project with the UNESCO Institute for Statistics and Eu-
rostat aimed at developing internationally comparable indicators on the careers and mobility 
of doctorate holders (OECD 2007)
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The main results from the MORE study are that 56 per cent of the sampled 
PhD graduates working in higher education and research had spent at least 
three consecutive months in another country. Two-thirds of these researchers 
were men9. Of the incentives for mobility, professionally related motives such 
as personal research agendas, opportunities for career advancement and salary 
exerted the greatest influence. Issues such as language, administrative barriers, 
social security systems and childcare were generally found to be of subordinate 
importance in the decision to become geographically mobile. (MORE 2010). In 
large part, the findings of the OECD study were similar to the MORE study, in 
that they display relatively high mobility among European citizens with PhDs. 
As previously mentioned, it is worth noting that men represent two thirds of the 
mobility in the MORE study.10 

Another relevant study is the GlobSci survey looking at 16 so-called “core” 
countries (all in the Global North), which surveyed corresponding authors of 
scientific articles written during a given year in four science fields. The study, 
which focuses on inflow and outflow patterns in relation to scientific production 
and collaboration, indicates that up 40 per cent of researchers in some of the 
surveyed countries were immigrants.11 A similar figure is given for the mainte-
nance of research links to the country of origin among foreign-born researchers, 
indicating the spillover effects of mobility (Franzoni et al. 2012). 

Besides these large surveys, one finds several smaller studies covering mo-
bility to and from specific countries, or the mobility of defined categories of 
researchers. Some studies have tried to grasp the complex relationship between 
mobility, network building and scientific production (Melin 2004, Jonkers and 
Tijssen 2008), while others have looked specifically at the mobility of highly 

9.   Close to 30 per cent had a recent (at least once during the past three years) experience of 
mobility. Age, years since graduation and family situation were shown to be affecting vari-
ables: the younger the person, the greater the mobility. Individuals who had stayed abroad 
as students were more frequently mobile as researchers. Concerning sectoral mobility, 17 per 
cent had moved between public and private sectors, with science and technology graduates 
being over-represented in this category.

10. Over a period of ten years, 15–30 per cent of them had worked abroad, mainly in other 
European countries. As with the MORE study, it was found that researchers in science 
and technology were more likely to engage in research than their counterparts in the social 
sciences and humanities, who had greater mobility towards non-research sectors in society 
(Auriol 2010).  

11. This figure is supported by a previous study of postdoctoral researchers working in Europe 
in the life sciences, which showed that 43 per cent of researchers were working in a country 
other than their country of origin (Empirica 2005). These figures correspond fairly well with 
figures for the US indicating that 41.6 per cent of doctorate holders working in science and 
engineering in 2009 were born abroad (National Science Board 2012 in Stephan 2012). Ap-
proximately 48 per cent of all PhDs awarded in the US went to non-citizens and almost 60 
per cent of all postdoctoral students working in the US are non-citizens (Stephan 2012). The 
movement of EU doctorates to the US is relatively high, while the reverse flow is negligible 
(IISER 2007). 
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productive researchers (Hunter et al. 2009, Levin and Stephan 1999, Laudel 
2005).12 

Research on gender and academic mobility reveals that there are gender dif-
ferences in the direction and scope of academic mobility and that possibilities 
and hindrances for transnational academic mobility are gendered. Factors relat-
ed to partnership, children, dual careers constellations, as well as to social class 
and academic integration construct differing conditions for women and men 
academics. Taken together these processes are resulting in inequalities in the ac-
cumulation of international cultural and social capital  (Leemann 2010). In this 
vein, research from a German context reveals that participation of researchers in 
transnational academic mobility, their experiences and perceived outcomes vary 
by gender. In this context the academic world of female researchers tends to be 
less international than that of their male colleagues. Significant variations over 
time regarding length of staying, source of country, subject and career stage are 
main results indicating the need for further research (Jöns 2010).  

The representativeness and reliability of existing studies on the mobility of 
PhD graduates are debatable. Both their geographical and disciplinary coverage 
is too limited to allow for general assumptions about movement patterns and, 
particularly, driving forces for this specific group. It is evident that the recent 
increased policy focus by governments in the Global North on highly skilled 
people as drivers for economic growth has spurred research efforts to statistically 
map inflows and outflows. Apart from deliberate limitations in geographical 
coverage, most studies offer quite limited disciplinary coverage, in accordance 
with current policy stress on the STEM sciences as keys to economic growth. 
Survey-based studies of mobility patterns for PhD graduates in medicine, social 
science and the humanities are still scant. Existing studies also face validity 
problems. Despite large population samples, they suffer from exceptionally low 
response rates.13 

The inconsistency of statistical databases across countries has also affected 
comparative studies, for example regarding the definition and classification of 
central variables such the socioeconomic indexing of researchers, and whether 
they are foreign-born or in their country of origin. Because of difficulties in 
tracking individuals working abroad, most countries lack information on the 
mobility patterns of PhD graduates born in their countries. Existing studies 
tend to focus primarily on PhD graduates still working in academia or in other 
sites of scientific production. Cross-country comparative studies of sectoral mo-

12. Highly productive researchers seem to be more mobile: 50 per cent of the world’s often-cited 
physics PhDs work in a country in which they were not born (Hunter et al. 2009). Levin and 
Stephan (1999) found that this group of scientists working in the US was more likely to be 
foreign born and educated than the underlying population of US scientists. 

13. Reportedly, the MORE project response rate was only 11 per cent (Franzoni et al. 2012).
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bility, for instance those PhD graduates that have left academic life for positions 
in other sectors, seem to have attracted less scholarly attention. One of the more 
serious criticisms of existing mobility studies is their strong preference for quan-
titatively based surveys as the sole method of data collection. While this may be 
suitable for mapping mobility as physical movement from one place to another, 
it has limitations in capturing and explaining incentives for and driving forces 
behind mobility, which may be of equal interest from a policy perspective. Con-
sequently, many studies fail to provide a nuanced and balanced picture of the 
non-quantitative variables involved in mobility. In general, there are few studies 
examining international and sectoral mobility in relation to other aspects of 
individual career development. 

Africa is very modestly represented in the research literature on academic 
mobility and career development. The few studies that do exist mainly discuss 
mobility in relation to the problem of brain drain, and often are based on quite 
unreliable estimates of graduate outflows Mainly because of the lack of reliable 
and relevant data for comparative statistical processing, it is hard to find sys-
tematic mapping studies of the mobility of postgraduates and PhD graduates 
in particular. Longitudinal studies on qualitative aspects of mobility and career 
development focused on low-income countries are almost non-existent (Trem-
blay 2009).   

Given the increasing strategic value of highly skilled individuals such as PhD 
graduates and their limited number in Africa, the absence of studies of how 
these individuals orient themselves in terms of career choices is remarkable. It 
is also remarkable that the extensive and long-term support of international do-
nors for PhD training as the basis for building research capacity has not given 
rise to studies, despite the increased focus on Result-Based Management (RBM) 
in international donor policy. Policy-makers are thus left to speculate on the 
driving forces for career development and mobility among this strategic group of 
individuals, as well as their contribution to the development of society. 

4.3	Previous	research	on	gender	in	higher	education	and	research	
In her research on gender equity in Commonwealth higher education, Louise 
Morley (2005, 2006) notes that there are three bodies of literature that seldom 
relate to one another. First, the literature on gender, development and education 
rarely touch on higher education. Second, the literature on higher education in 
“developing countries” tends to be organised in gender-neutral terms. 

The third body of literature focuses on gender in higher education.  Mostly 
developed in the Global North, this research has focused on several interrelated 
themes ranging from social psychological approaches to studies of gendered 
constructions of academic identities and large studies on gender differences in 
academic careers (Thomas 1999, Husu 2001 Zuckermann 1991,  Thutkoushian 
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1999, NSF report 2003). The results indicate that women’s career paths are more 
winding than men’s career paths and include pauses due to childcare as well 
as movements in and out from academia. Women report more experiences on 
discrimination based on gender and existing research indicates that women are 
exposed to more discrimination based on gender (Zuckermann 1991, Wold and 
Vennerås  1996, Thutkoushian 1999, NSF report 2003). 

The ways in which gender interacts with other social relations in the produc-
tion and reproduction of inequalities in higher education is an under-researched 
area. The existing literature, particularly that which references Black feminism 
and critical race studies, has mainly emerged in the Anglo-Saxon world. In this 
context, intersections of gender, race and class, and how these mutually impact 
on the possibilities and hindrances for black and coloured women’s careers has 
been at the centre of analysis (see, for example, Mirza 1989, Muhns et al. 2012). 

In an African context, intersectional research on gender in higher educa-
tion is not a mainstream approach. Many African feminists have highlighted 
the importance of focusing on gender in research on inequalities, since this has 
historically often been under-represented relative to racialised inequalities (Ben-
net 2002, Mabukela & Magubane 2004). In the Nordic context, the situation 
is rather the reverse, with gender being privileged relative to racialised/ethicised 
inequalities in research on inequalities in Higher education (Mählck 2012).  In 
addition, Universities in Sweden and Mozambique are facing different challeng-
es in relation to the global knowledge economy, situated as they are in different 
higher education and research landscapes. As such gender relations in academic 
careers and mobility patterns are played out in very different geopolitical, social 
and university contexts. Against this backdrop this study has been inspired by 
an intersectional sensitive approach to analysing power relations in academic 
careers. (see also Yuval Davis 2006 for a similar approach).

4.4	A	theory	of	limited	difference	in	academic	careers
The theory of limited differences offers an established way of understanding dif-
ferences in academic careers (Cole and Singer 1991). At its core is the perception 
of an academic career as a social construct needing to be studied in longitudinal 
perspective. Another central feature is that the theory suggests an academic ca-
reer is shaped and negotiated in conjunction with everyday academic work life.  
From this perspective, careers are shaped by small, even seemingly trivial, events 
in everyday academic work rather than from significant emotional, institutional 
or embodied crises or unexpected incidents, although these may also signifi-
cantly influence career paths and mobility. Furthermore, it is the cumulative 
effect of these small events and the reactions to them that create differing career 
paths and mobility. 

The theory of limited difference provides a framework for studying academic 
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career paths longitudinally while also being sensitive to local context. However, 
it is not designed to investigate hierarchical relations or the ways in which power 
is produced and negotiated in everyday work lives. In her research on gender re-
lations in the Commonwealth University context, Morley (2005) suggests a dif-
ferent framework, inspired by the French philosopher Michel Foucault’s notion 
of micro-politics. In her reading of Foucault, micro-politics “can help to reveal 
the increasingly subtle and sophisticated ways in which dominance is achieved 
in academic organisations” (Morley 1999 in Morley 2006:544). 

Our report suggests a synthesis of these perspectives as a way forward. Mi-
cro-politics can serve as an analytical entry point for researching power and 
privilege within a broader investigation of researchers’ careers as longitudinal 
events, shaped and reshaped by a series of cumulative events and reactions. This 
conception of academic careers enables sensitive analysis of how local power 
relations are produced in everyday work as well as how these relations are con-
nected to larger structures of inequality in society at large and also how these 
processes interact and shape academic careers. 
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5.	Situating	PhD	graduates	in	the	Mozambican	research	and	higher	education	system

5.1	Research	and	higher	education	in	the	African	development		
An accurate understanding of the patterns of and incentives for mobility and 
career development for PhD graduates can be achieved only if the analysis is 
contextually placed within the overall economic, political and social develop-
ment of the society. Since these individuals are specifically trained to conduct 
research, it is crucial to position their mobility and career choices in relation 
to current and past developments in the research and higher education system, 
both at national and international level. 

Historically, from being important institutional symbols (not least physi-
cally) of nation building in the early years of independence14, African universi-
ties gradually lost ground in the 1970s and 1980s. A number of explanations 
have been given for this reversion. Makandawire argues that two factors were 
of particular importance: the difficulty in marrying one-party rule and aca-
demic freedom and the lack of consensus on what constituted relevant research. 
“African governments tended to view universities as intended for the produc-
tion of ‘manpower’ necessary to indigenise the civil service … [I]f they thought 
about research at all they wanted research that was relevant to ‘development 
and nation building’” (Makandawire 2011:15). This diminishing role of higher 
education and research in development culminated with the World Bank’s coup 
de grace in the late 1980s, when it declared that the social returns from higher 
education were low in comparison to basic education (World Bank 1988:14–23). 
The policy priority of primary education was institutionalised during 1990 in-
ternational conference on education for all (Samoff and Carrol 2004:5). This 
conclusion was soon taken up by international donors, which changed their 
policies and conditionalities for supporting higher education. Consequently, 
higher education was absent from most countries’ poverty reduction strategy 
papers (PRSP), Mozambique being an exception (Bloom et al. 2005). Coupled 
with political turmoil and economic regression in the 1970s and 1980s, these 
factors contributed significantly to the decay of higher education institutions in 
Africa. Reportedly, public recurrent expenditure per tertiary student fell from 
$6,461 in 1975 to $2,365 in 1983 (World Bank 1988:143). For obvious reasons, 
this diminished recognition and decline affected the situation of staff members 
at universities, as well as the training of postgraduates, not least PhDs. Though 
empirically based studies of rates and directions of mobility are lacking, there 

14.  The 1962 Tananariva Conference on the theme of development of higher education in Africa 
agreed on the universities’ key role in national development. A workshop in Accra ten years 
later on creating the African university identified two main purposes for the university: 1) 
establishing identity and links with the past; 2) addressing the practical need for high level 
manpower and the production of knowledge and skills to create wealth and modernise Afri-
can societies (Beintema et al. 1998).
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is a common understanding among scholars that this situation contributed to 
significant outflows of staff from universities to other countries or other forms 
of employment (World Bank 2004:6).  

Greatly influenced by the changing World Bank stance, the policy pendulum 
has in the last decade swung back in favour of research and higher education, es-
pecially the latter. Responding to criticisms of a too narrow and partly counter-
productive focus on basic education, the bank has gradually begun to advocate 
a more holistic approach to higher education (World Bank 2002). One obvious 
defect in the one-sided emphasis on basic education was the problem of inter-
connectedness of the education system, a problem that particularly concerned 
the role of higher education institutions as providers of qualified teachers. Of 
primary relevance to this study is not the growing recognition of the intercon-
nectedness within the education system, but the way in which higher education 
and research have come to be viewed as preconditions for development and 
positioning in a knowledge-driven society. This perception mirrors the current 
policy positions of most OECD countries and other emerging economies. Sever-
al recent empirical studies note a distinct correlation between enrolment rates in 
higher education and growth in national income (Urama 2009).15 Important to 
understanding the positioning of highly skilled individuals such as PhD gradu-
ates is the bank’s statement on the main factors for achieving knowledge-driven 
development: a country’s macroeconomic incentives and institutional regime, its 
ICT infrastructure, its national innovation system and the quality of its skilled 
workforce (World Bank 2002:23–41). In fact, the supply of skilled individuals 
is perhaps the most important factor. The position of PhD graduates, who are 
both the product and agents of the knowledge society, is naturally central, not 
least as a key resource for innovation and innovation systems. While research is 
not explicitly addressed in the bank’s revised policy directives, it is recognised as 
an indispensable component of the innovation system.

The correlation between access to advanced knowledge and global economic 
positioning has increasingly influenced policy development in many African 
countries. There is growing awareness among governments that to sustain cur-
rent levels of economic growth knowledge needs to be developed, transmitted 
and deployed in more efficient ways. Where new technology is introduced, the 
demand for skilled individuals will rise. Consequently, research and higher edu-
cation institutions in many African countries have over the past ten to fifteen 
years witnessed a new dawn and a revitalised role in development. 

Since the mid-1990s, there has been a dramatic increase in the number of 
students in higher education in Africa, an expansion that has in many respects 
changed the role of the university in society. From being a quite exclusive in-

15. On the downside, some studies show that the relative cost of higher education per student as 
a proportion of national GDP is higher in Africa than in developed countries (Moyer 2009).   
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stitution for the reproduction of a distinct social elite, higher education has 
been transformed into something comparable to a global service, with an annual 
turnover of millions of students (Altbach 2008).16 In sub-Saharan Africa, the 
number of students has almost tripled in the last 20 years.17 Increased demand 
has initially been met through existing limited capacity, which in many cases 
has resulted in the unfounded exclusion of highly qualified students. This prob-
lem persists, notwithstanding a dramatic increase in the number and types of 
higher learning institution in many African countries, including Mozambique. 
Institutional differentiation has meant both new directions (horizontal differen-
tiation) and specialisation (vertical differentiation). 

A significant feature of current African higher education is the dramatic in-
crease in market-driven private institutions. In Africa, private institutions are 
still less prevalent than in, for example, Latin America and Asia, but the growth 
rate is higher. In countries such as Botswana, Namibia, Rwanda, Burundi and 
Angola, private institutions account for more than 40 per cent of the total num-
ber of registered students. In Tanzania, Uganda and Ethiopia, private options 
are much fewer (Varghese 2004:10–14). In one respect, growing privatisation 
and marketisation in higher education are an indication of the inability of the 
public systems to meet increased demand from individual students and society, 
both quantatively and qualitatively. The emergence of private options can also 
be understood in terms of autonomy. Private institutions are less sensitive to 
political and economic governance issues and the instability that can undermine 
supply and quality. One consequence of increasing privatisation and marketisa-
tion in higher education is that they also affect public institutions, which are 
gradually forced to abandon their traditional non-profit role in favour of in-
come-generating commercial activities (Mamdani 2007). The growing number 
of private institutions has also occasioned wage competition with public institu-
tions for qualified staff members, not least PhD graduates. 

Internationalisation has become a buzzword in policy circles on higher ed-
ucation and research. Even though international relations and exchange have 
long been an essential aspect of university activities, academic, political and cul-
tural incentives have gradually been superseded by economic incentives. Gov-
ernments increasingly view student and research mobility as a key component of 

16.  The rapid growth in higher education can be mainly attributed to increased access, partici-
pation and success at primary and secondary levels, demographic trends and the increased 
demand for specialised knowledge. According to UNESCO’s World Education Indicators 
(WEI), participation in secondary education increased on average by 39 per cent between 
1995 and 2003. High birth rate is also an important factor. In many African countries more 
than half the population is under 30 (UNESCO 2006).

17. Despite significant increases, sub-Saharan Africa remains the region with the lowest number 
of registered students in higher education. 
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economic growth. Cross-border education has become a marketable commod-
ity, indeed part of trade negotiations under GATS (GUNI 2008:121). 

Understanding the incentives for PhD mobility and career paths requires some 
comment on the challenges flowing from the recent expansion of higher education 
institutions in Africa. Generally, it is clear most countries lack the capacity to meet 
the increased demand. Particularly worrisome is the shortage of qualified post-
graduate teachers. This shortfall is mainly due to lack of capacity in postgraduate 
education and the inability to attract and retain qualified personnel due to low 
wages and poor working conditions. Ineffective management and administration 
means that many universities fail to increase the accessibility, quality and rele-
vance of the training offered. Furthermore, faculty and department managers are 
rarely administratively trained and lack knowledge of strategic planning, research 
management, financial planning, human resource management and performance 
management. Waves of retirement are also a contributing factor. 

Years of political deprioritisation and economic austerity have undermined 
the quality of training and research at many universities. Faced with increasing 
political demands for mass production, universities now stand ill-equipped, with 
inadequate facilities and infrastructure; limited and outdated library resources, 
technological equipment and instructional materials; outdated curricula; and, 
not least, insufficient and unqualified teachers. Inadequate resources have also 
meant that many African universities lack access to globally produced knowl-
edge, making them internationally isolated and with less potential to catch 
up. There are also concerns about curriculum relevance and lack of coherence 
between university and society, caused by an imbalance between supply and 
demand in certain subject areas. Despite the mass intake of undergraduate stu-
dents, the numbers of Master’s and Doctoral students remains relatively small.18 

Equality and discrimination are other areas receiving little attention. Al-
though the number of women in higher education, both as students and teach-
ers, has increased in recent years, the proportion has not. The low proportion of 
women is particularly noteworthy in science and technology.

Of particular importance to PhD graduates is that policy prioritisation of 
training has weakened research and innovation capacity at many higher education 
institutions. Researchers have fewer resources and less time to engage in research. 
What is particularly worrying is that this affects already weak structures. Even 
though many sub-Saharan countries have begun to recognise the importance of 
investment in Science and Technology (S&T) the high priority afforded train-

18. One problem is the low enrolment rates in science, engineering and technology. The figures 
vary between countries, but indicate that on average less than 30 per cent of students enrol 
in these faculties. In Uganda and Tanzania, the figure is 16 per cent. On the other hand, 
high enrolments in the social sciences and humanities have resulted in a large surplus of 
these graduates on the job market, leading to high unemployment (Teferre and Altbach. 
2004).



26

Måns Fellesson & Paula Mählck

ing has depleted already insufficient public allocations for research. Consequently, 
dependence on external financial support, which often targets short-term goals, 
remains high, as does exclusion from global scientific production. 

With few exceptions, national expenditure on research remains low. Only 
South Africa is close to reaching the 1 per cent GERD/GDP ratio recommended 
by UNESCO and the AU. According to UNESCO data, the GERD/GDP ratio 
in most sub-Saharan countries ranges between 0.1 and 0.4 per cent (UNESCO 
2010:280).19  The pool of researchers varies significantly between countries in 
absolute and relative terms.20 Compared to developed countries, the propor-
tion of researchers per million inhabitants is exceptionally low. South Africa 
excluded, one finds an average of 57.5 researchers per million in sub-Saharan 
countries, compared to an average of 3,656 researchers per million in developed 
countries (UNESCO 2010:8).21 In sum, faced with this daunting data on the 
supply of researchers in sub-Saharan countries, there is no doubt that highly 
skilled individuals are a very important and sensitive strategic national resource. 
The absence of data on the mobility and career development of these individuals 
in most African countries is hence quite remarkable. 

The limited number of researchers has a direct effect on scientific produc-
tion. Sub-Saharan countries’ share of global scientific output is somewhat over 
1 per cent.22 There are several plausible explanations of why this production has 
not increased. The best explanation is the policy focus over the last decade on 
undergraduate training, at the expense of research. Training and research now 
compete for resources not only financial but also human, at universities. The 
staff trained specifically to conduct research, the PhD graduates, are required to 
allocate most of their working time to teaching. If little time is spent in devising 
and conducting research, funding (both public and external) will decline and 
few scientific publications will follow.23

19.  Measuring the GERD/GDP ratio has also proven difficult because of lack of data. Many 
countries have no record of the share of GDP to R&D (UNESCO 2010:281).  

20.  Nigeria and South Africa host the largest absolute number of researchers, but proportion-
ately Botswana, Senegal and Guinea are above or at the same level. What is striking is the 
significant proportionate variation between countries, ranging from 8 researchers per mil-
lion inhabitants in Niger to 942 per million inhabitants in Botswana (UNESCO 2010:284).

21.  The proportion of female researchers, particularly in STEM sciences, remains low in most 
countries. With the exception of Cape Verde (52.3 per cent) and Lesotho (55.7 per cent), the 
average proportion of female researchers is around 25 per cent.

22.  This figure obscures significant variations between countries. South Africa accounts for al-
most half of scientific articles, followed by Nigeria (11.4 per cent) and Kenya (6.6 per cent). 
These three countries alone produce two-thirds of total scientific output among sub-Saharan 
countries, thus implying a dark picture of scientific production in other countries (UN-
ESCO 2010:285).  

23. Sub-Saharan Africa’s share of global patents is even more discouraging. At a continental 
level, including North African countries, the share only reaches 0.1 per cent of global scien-
tifically based patents and inventions (UNESCO 2010:185). South Africa again stands out 
by accounting for more than two-thirds of the continent’s registered patents.         
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Intimately linked to scientific production and invention and of direct per-
tinence to this study is the brain drain that is, mobility causing loss of skilled 
labour. With regard to PhD graduates, the lack of national research resources 
accompanied by aggressive marketing by public and private sectors in many 
OECD countries, offering attractive and well-paid employment, represent a ma-
jor threat to the investment made in this small and strategic group. It has been 
suggested that many countries have lost more than 30 per cent of their labour 
force with tertiary qualifications through emigration to OECD countries.24 For 
Cape Verde, Seychelles, Gambia, Ghana and Sierra Leone these losses range 
between 45 and 80 per cent (Hoba and Marfouk 2011:23).25 Even if estimates 
of the brain drain from Africa are not yet sufficiently grounded in data, the few 
empirical studies that do exist suggest the problem is extensive and growing 
(Docquier and Marfouk 2006). Notwithstanding data deficiencies, brain drain 
has become a high priority in policy circles.26 Above all there is consensus on the 
need for better data for monitoring the scope and impact of the brain drain: “[B]
oth in Africa and Europe there still seems to be lack of awareness of the extent of 
brain drain and its impact at all levels, from academic to societal and economic” 
(European University Association 2010 cited in Hoba and Marfouk 2011:31).  

The brain drain problem is associated with significant financial, institutional 
and societal costs. The outflow of skilled people, combined with growing de-
mand in some areas, means that many African countries are forced to recruit 
expensive foreign personnel. This represents a double cost to society. It is esti-
mated that today there are nearly 200,000 foreign experts in Africa, at a cost 
of US$ 4 billion per year. About 35 per cent of total ODA goes on salaries of 
imported skilled labour. Opposing the view that an outflow of skilled people is 
an irreversible loss to a society is a more recent strand in the literature arguing 
that this type of migration could help poor countries grow out of poverty more 
quickly than otherwise possible. One aspect of this argument is the role and 
impact of remittances. However, in relation to the position and role of the PhD 
graduate in society, the remittances argument may not outweigh the strategic 

24. Many OECD countries now adjust their immigration policies and scholarships to increase 
retention rates: “There is wide agreement in Europe and North America that new initiatives 
to entice the ‘best and brightest’ of professionals from other countries, whom they educate, 
to stay and join the local labour force are a good idea. Efforts to liberalize visa regulations, 
open employment opportunities, permit postgraduate work, ease degree recognition, im-
prove cooperation between universities, governments and industry, and many other initia-
tives are being implemented” (Altbach 2013). 

25. Six of the ten countries with the highest proportion of skilled emigrants are in Africa, 
topped by Somalia. The statistics are unreliable, but it is estimated that one in six students 
trained at an African university leaves the continent, mainly for North America and Europe. 
According to United Nations Development Program Ethiopia lost almost 75 per cent of its 
skilled workforce between 1980 and 1990.

26. The AU, AAU and NEPAD have all recognised the importance of better information on the 
mobility of skilled individuals. 
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impact of having this small group of highly skilled individuals in place in their 
country of origin. 

In conclusion, current global and African developments in higher educa-
tion and research and in society at large have elements that potentially affect 
the career choices of PhD graduates. On a basic level, one may conclude that 
the premises of the competitive global knowledge economy, higher education 
being one, have increasingly challenged the connection between PhD training 
and research capacity at universities in many low-come countries, not least sub-
Saharan countries. Of the factors discussed in this chapter, the following are the 
most prominent as regards mobility and career development among the sampled 
population: i) the gradually increased pressure on resources (budget and time-
wise) for research at many national universities as a result of the current massi-
fication in higher education (Altbach 2008), ii) increased policy-driven interna-
tionalisation of research and higher education, leading to increased competition 
among and mobility within the international research community – the global 
hunt for highly skilled specialists (Kemal 2003); iii) the escalation of private, 
market-driven higher education institutions in many developing countries offer-
ing limited or no research resources (Mamdani 2007); and iv) increased demand 
from other sectors of society, private  and public, for PhD graduates to meet the 
demands of the global knowledge economy, such as institutional innovation 
capacity (Bloom 2005). 

5.2	The	development	of	research	and	higher	education	in	Mozambique
As with many African sub-Saharan countries, higher education and research 
in Mozambique is a comparatively recent phenomenon, dating to 1962 with 
the creation of a branch (Estudos Gerais Universitários) of a Portuguese uni-
versity, which six years later was upgraded to university status and renamed the 
University of Lourenco Margues (Chilundo 2002:4-6). In accordance with the 
elite-based rule generally applied by European colonial powers, access to higher 
education was largely restricted to Portuguese settlers. Consequently, until in-
dependence in 1975, Mozambican students comprised less than 0.1 per cent of 
total higher education enrolment (Brito et al. 2008:304). There are no records of 
major research activity during the colonial period.  

With Mozambique’s independence in 1975 came radically new principles for 
higher education, which had to be reset from almost zero in terms of teaching 
resources. The prime role of the country’s only higher learning institution, now 
renamed Eduardo Mondlane University, became educating skilled workers for 
the consolidation of independence and not least to offset the loss of trained staff 
in now abandoned positions in the country’s administrative system. Notwith-
standing the huge demand, the expansion of higher learning institutions was 
relatively slow and it was not until the mid-1980s that two new institutions were 
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established.27 This was followed by the country’s first law on higher education 
in 1993, which confirmed the importance of tertiary education and opened the 
way for private enterprises.28  

Persistent high demands from society for university-trained individuals cou-
pled with the slow growth in the number of institutions and quality deficien-
cies, not least with regard to admissions and the mismatch with societal needs, 
prompted the government to launch two commissions, in 1997 and in 1999. 
The result was the Strategic Plan for Higher Education for 2000-2010 and the 
creation of the new Ministry for Higher Education, Science and Technology. 
In 2005, MHEST was split, with higher education being integrated into the 
Ministry of Education and Culture, while science and technology became part 
of a separate Ministry for Science and Technology. This division signalled the 
increased strategic significance afforded higher education and research as tools 
for development, but also gives rise to concerns about coordination between the 
two areas, not least in terms of recruitment of PhD candidates and dissemina-
tion of scientific results. It has been argued “the new arrangement seems to be 
based on the perception that higher education does not play a strong role in the 
science and innovation system but [is] rather merely a component of the national 
education system” (Brito et al. 2008:307). 

The period from the mid-1990s to the present has been the most expansive in 
the history of higher education in Mozambique, both in terms of institutions and 
student enrolment. As Table 5.1 shows, the number of institutions has grown 
from four in 1995 to 18 in 2013.29 A significant number of these new institu-
tions are private enterprises, run on commercial lines. Private institutions now 
account for almost one-third of enrolled students. The most remarkable feature 
of higher education in the last 20 years is the dramatic increase in student enrol-
ment, with almost four times as many students in 2013 as in 1995. Even though 
female student numbers have increased, disproportionality remains a problem, 
particularly at public institutions. In 2013, female students make up only 25 
per cent of total enrolment at public institutions, while at private institutions 

27. UP was established in 1985 to train teachers for the national education system, while ISRI 
was established in 1986 to train diplomatic staff.  

28. The first three private institutions were established in 1996. 
29. Eduardo Mondlane University (UEM), Universidade Pedagogica (UP), Universidade 

Catolica de Mozambique,  Universidade Jean Peaget de Mozambique, Universidade Lurio, 
Universidad Poletecnica, Universidade Sao Tomas, Universidade Zambeze, Universidade 
Tecnica de  Mozambique, Universidade Mussa Bin Bique, Instituto Superior de Ciencias de 
Saude, Instituto Superior Politecnica de Manica, Instituto de Superior de Ciencias e Tec-
nologicas de Mozambique, Instituto Superior de Transportes e Comunicacoes, Escola Su-
perior de Economia e Gestao, Universidad Pedagogica Sagrade Familia, Instituto Superior 
de Ciencias e Tecnologia Aleberto Chipande, Instituto Superior Cristao, Instituto Superior 
Poletecnica de Gaza,  Universidade Nautica de Mozambique and Universidade  Jean Piaget 
de Mozambique 
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the share is 46 per cent. The skewed gender distribution has been explained by 
the more technical courses offered by public institutions (Ministry of Education 
and Culture in Teferra and Knight 2008).      

The dramatic expansion in higher education over the last decade follows 
the pattern seen in other sub-Saharan countries, namely increased demand fol-
lowed by expansive policy goals and instructions. Given similar preconditions, 
the challenges of expansion are to large extent the same as in other African 
countries. One important issue for this study is how expansion has affected con-
ditions for research and career development among PhD graduates, who play a 
central role in the operation and quality of both research and training.30 

In global terms, Mozambique is undoubtedly a very small provider of sci-
entific knowledge.  This has nothing to do with a lack of researchable areas, 
but is a direct consequence of the shortage of resources to support research and 
train researchers. With many years lost through the civil war, the country is 
currently one of the weakest research producers in sub-Saharan Africa. Accord-
ing to UNESCO statistics, the total number of researchers by 2010 was 337, 
or 16 researchers per million inhabitants. By comparison, South Africa, at the 
top of the list, has a total of 18,574 researchers or 382 researchers per million 
inhabitants (UNESCO 2010:284).31 As in higher education generally, the low 
proportion of women in research (one-third of total researchers), particularly in 
the STEM sciences, is problematic. 

30. According to government sources, total teaching staff in higher education increased from 
1,500 in 2000 to almost 3,700 in 2004. Less than 25 per cent of these teachers are women. 
Full-time staff made up 32 per cent of the total. Of these, about 20 per cent had an MSc and 
only 13 per cent a PhD (MOSTIS 2006:6).  

31.  The meaning of “researcher” is not clear in UNESCO statistics, specifically whether it re-
lates to staff members with a PhD degree. It is most likely the data also cover MSc graduates 
involved in research. 

Table 5.1 Number of enrolled students and institutions by year (1975–2012)

Year Student enrolment Number of institutions
Public Private Total Public Private Total 

1975  2,433  0   2,433 1 0  1

1980  1,016  0   1,016 1  0  1

1985  1,442  0   1,442 2  0  2

1990  3,750  0   3,750 3  0  3

1995  6,890  0   6,890 4  0  4

2000  9,817  3,606  13,423 5  5 10

2004 15,113  7,143  22,256 6  6 12

2010 72,636 28,726 101 362 –  –  –

2011 79,333 33,454 112 787 8 13 21

Table appears in Brito et al. in Teffera and Knight 2008:307 and has been updated with figures for 2008 and 2012 (Source: 
Ministry of Education, Education Strategic Plan 2012–2016 and National Statistical Institute: Statistical yearbook 2012)   



31

Academics on the Move

Most of the country’s scientific production takes place at public universities 
(mainly at UEM, UP and ISRI) and in the 19 public scientific and techno-
logical research institutes (IICTs). As an indication of the degree of mobility 
among individuals that is the focus of this study, government documents claim 
that public universities employ around 80 per cent of those with PhD degrees 
(MOSTIS 2006: 4).  

The national strategy for science, technology and innovation (MOSTIS) is 
central to understanding government policy objectives for research and provides 
the frame of priorities (research fields and human capacity building) within 
which PhD graduates orient themselves.32 As regards research priority areas, the 
strategy adopts the same line of argument currently used by most other govern-
ments in Africa and worldwide, that is a focus on STEM sciences. Apart from 
education and health, the strategic research areas include energy, agriculture, 
mineral resources, water, marine science and fishing and construction. Nota-
bly, the social sciences and humanities are afforded a cross-cutting function in 
sustaining the strategic areas, along with such specific research areas as environ-
mental sustainability, ethno-botany, gender equity and HIV/AIDS. 

Of direct bearing on this study is the high priority given human resource 
development and the retention of highly skilled teaching and research staff. The 
strategy highlights the problem of competition for attractive employers outside 
the public education and research sector: “Management and administrative po-
sitions are often more lucrative than research posts, which acts as an incentive 
for many to leave active research” (MOSTIS 2006:25). Interestingly, this seems 
to be less of a problem among individuals holding PhDs. As has been shown, 
the government notes that the majority (80 per cent) of PhD graduates remain 
at universities. Probably due to the relative scarcity of highly skilled research 
staff, PhDs in particular, government policy does not reflect on the importance 
of also nurturing other sectors of society. To tackle the problem of retention, 
government argues for the need for increased international cooperation:

[C]areers and in education and research may be made more attractive through 
[a] long-term program of collaboration with international universities and re-
search institutions that offer opportunities for advanced study and research. 
This should include sabbatical programmes that encourage leading internation-
al researchers to spend their sabbaticals in Mozambican research institutions, 
thus allowing high-quality interaction between local researchers and their inter-
national colleagues. (MOSTIS 2006:25) 

32.  An interesting point is that the main goal of the strategy is to reduce poverty: the strategy 
“will enable the voices of the poorest sectors to be heard by the society, and science and 
technology will be used to give them the means to gain the upper hand against poverty.” 
(MOSTIS 2006:14)  
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To further improve retention, the government also proposes the creation of cen-
tres of excellence. To meet demand for trained researchers in strategic research 
areas, an ambitious training plan has been formulated, with the goal of reaching 
6,595 researchers by 2025 (660 in 2010, 2,638 by 2015 and 5,276 by 2020).33 
With only two years left to achieve the enormous jump projected for 2015 and 
a persistent shortage of qualified training and research staff, these goals seem 
rather over-optimistic.

33.  The training plan has a fairly equal distribution among scientific disciplines, with a bias 
towards natural science (15 per cent), engineering and technology (20 per cent), medical 
sciences (20 per cent), agronomical sciences (20 per cent), social sciences (12.5 per cent) and 
the humanities (12.5 per cent). It is not clear whether the human resource development plan 
aims at the training of only PhD graduates, or if other degrees qualify for the “researcher” 
designation.  



33

Academics on the Move

6.	International	donor	support	for	PhD	training:	Situating	Swedish	bilateral	support	for	
research	capacity-building	in	Mozambique		

Quite a few international donors have a long record of supporting capacity build-
ing at research institutions in Africa, many with PhD training as a central com-
ponent. There are, however, significant differences among donors in terms of 
scope, design and ownership of these programs, arising from different views on 
how institutional capacity building should be achieved (ODI 2007). The princi-
pal rationale behind Swedish support has been that each country should have at 
least one university capable of being a resource for the establishment and expan-
sion of national research and higher education. In keeping with this approach, 
the training of PhD graduates (using a sandwich program designed to sustain 
links with the home institution) constitutes a core component in achieving the 
capacity to formulate and conduct research of high quality and relevance. The 
sandwich approach is believed to promote capacity-building efforts more holis-
tically, moving beyond the individual researcher, by gradually transferring re-
sponsibilities, administratively and substantively, from the Swedish counterpart 
to the partner in the collaborating country. Hence, one important milestone in 
this approach is the establishment of local PhD programs. 

Swedish development support to Mozambique dates back to the mid-1970s 
and follows on the political support for the independence struggle led by Fre-
limo. Research cooperation began a few years later, in 1978, in the form of 
support to the sole higher learning institution in the country, UEM, at the 
time severely affected by an extensive loss of staff. Since the late 1980s, the sup-
port has mainly targeted capacity building though training in accordance with 
the sandwich model, and university-wide research infrastructure such as ICT, 
library, administration and management (Sida 2003:20). As displayed in Table 
6.1, with few exceptions the support to UEM has increased steadily, making 
Sida one of the main external supporters of research there.  

Following the sandwich model of PhD training, most candidates have since 
inception been registered at Swedish institutions and since the late 1990s increas-
ingly also in South African institutions. Consequently, they have also defended 
their theses at these places. According to the principal idea of the sandwich 
model, candidates should over the course of their training alternate between 
home institution and external institution, the frequency being variable, depend-
ing on individual needs. An important aspect of the program is that candidates 

Table 6.1 Swedish support to UEM per period of agreement (in SEK ‘000)

Years 1978–80 1981–85 1986 –90 1991 –94 1995 –97 1998 –2000 2001 –05 2006 –10 2011 –15

Total 1,395 11,765 29,070 44,300 28,669 79,178 84,133 175,555 195,000

Source: Sida 2003
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should undertake research in the home institution, leading to the building of 
a research culture. Earlier in the Mozambican program, the implementation of 
this approach was criticised. A Sida evaluation in 2003 concluded that “most of 
the training programmes under the Sida/SAREC cannot be classified as Sand-
wich type, since the candidates return only to teach or to do administrative work 
and not least attending to other job commitments to secure an adequate income. 
Too little time is spent on research at home” (Sida 2003:22). This problem is 
not unique to Mozambique and is apparent in most of Sida’s bilateral research 
programs. Nevertheless, it ties in with the critical question of how training pro-
grams of this type evolve over time in terms of building local research capacity 
and what kind of incentives for mobility and career development they produce. 
All the PhD graduates in this study have worked within the sandwich model, 
but as will be shown their stories and experiences differ significantly.      

Swedish development support for research has long been committed to the 
idea that PhD training is the main foundation for building research capacity.34 
In most collaborating countries, current and past, the approach has consumed 
a major part of the resources allocated to bilateral research cooperation. Over 
the years, confidence in the model seems to have been so high that it has over-
shadowed the need to examine the long-term effects of such support: what is the 
function and impact on mobility and career development of this resource-in-
tensive investment in single individuals and how has this approach evolved over 
time? Despite more than 30 years of support for PhD training in Mozambique 
and other countries, only one tracing study (of Vietnam) has been conducted 
(Sida 2009). In the case of Mozambique, it has been concluded “there are no 
systematic records on Ph.D. and M.Sc. graduates with Sida/SAREC funding, 
neither at UEM nor at Sida/SAREC. Moreover, there are no tracer studies and it 
is next to impossible to estimate to what extent these graduates remain at UEM” 
(Sida 2003).   

34. The importance of support for PhD training is clearly stated in the Swedish government’s 
policy and strategy for research in Swedish development cooperation, 2010–14 (Swedish 
Government 2010).
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7.	Results

The results are presented around two main themes, each with several sub-themes.

1) Organisation of and experiences during PhD training. From this theme, three 
sub-themes follow: i) individual preconditions and organisational set-up of 
training; ii) experiences of the training situation iii) experiences of discrimi-
nation during training

2) Career development and mobility after graduation. From this second theme, 
three sub-themes follows: i) individual preconditions and organisational set-
up of training for past and current positions; ii) working conditions; and iii) 
mobility since graduation.  

Separate analysis is provided for those who have already finished PhD training 
(graduates) and those still in training (candidates). 

7.1	Theme	I:	Organisation	of	and	experiences	during	PhD	training	
Under this theme, the results relating to individual preconditions and organi-
sational set-up of training will be displayed and analysed (e.g., position and age 
upon commencing training, type of dissertation and country of training). This 
is followed by examination of type of dissertation and respondents’ experiences 
of the training, with particular focus on areas of dissatisfaction (e.g., supervision 
and research resources in the country of training and in Mozambique). Special 
attention is given to the experience of discrimination during the period of train-
ing. Finally, results relating to aspects of mobility during the period of training 
will be displayed and analysed (e.g., stay rates in country of training versus home 
country, practical arrangements and the implications of these).

7.1.1 Individual preconditions and organisational set-up of training
The great majority of respondents (96 per cent) reported that their training was 
organised in accordance with the sandwich model. All those few who reported 
other types of training modality referred to full-time study in a foreign institu-
tion. No full-time studies were reported among those registered for training af-
ter 1997. However, as will be shown elsewhere, the sandwich modality displays 
great elasticity in terms of stay rates, both in total and in average duration of 
each stay. The sandwich model has never included directives specifying dura-
tion of stay in the foreign institution. This is basically sound, but in each case 
a point may be reached when too long stay rates in the foreign institution may 
be counterproductive for the home institution, both in terms of supporting the 
status quo and more importantly in building a research capacity and culture, the 
modality’s guiding p rinciple. 

Since UEM has been the sole focus of Swedish-Mozambican research co-
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operation, the great majority (98 per cent) of the responding PhD graduates/
candidates originate there.35 A similar percentage applies to the position of the 
graduates/candidates at the time of starting training, with more than 94 per cent 
holding a staff position at UEM. The remaining 6 per cent were postgraduate 
students at the time of recruitment. The findings confirm the picture regarding 
entry into PhD training in most of Sida’s bilateral research training programs, 
indicating that the educational level of staff members is still not sufficient to al-
low for the “external” intake of candidates for postgraduate programs. 

Linked to the prerequisites for recruitment is the question of age when start-
ing PhD training. Although this issue is not supported by any studies, it has 
been the subject of discussion in many Sida-funded research training programs 
and criticism has been raised about the selection of relatively old candidates as a 
result of formal and informal seniority rules in collaborating institutions. 

In the recruitment of the Mozambican candidates in this study, the pres-
ence of this age bias seems to be comparatively low, though with a few note-
worthy observations. As shown in Table 7.1, a majority of respondents started 
their training before the age of 41. There is, however, significant variation in the 
representation of women and men in the three age categories between 25 and 
40. Men seem to start their training earlier than women, with a high representa-
tion of men (51 per cent) in first two age categories, while a majority of women 
were found in the third category. In addition, a significantly higher proportion 
of women started their training between 41 and 45 (32 per cent). The equivalent 
proportion for men was found in the age category 25 to 30. Supporting the 
perception of old age bias in recruitment for PhD training is the proportion of 
men (23 per cent) in the two upper age categories 46-50 and 51-55. However, 
by cross-checking these figures with year of training commencement, it appears 
that the great majority of older candidates stem from early years under investiga-
tion, that is the early 1990s. Generally, the results indicate a tendency towards 
earlier commencement, regardless of gender, as one moves along the time line. 
Still, there was a significant difference between women and men as regards age 
when starting PhD training.

Table 7.1 Age when starting PhDs by gender in per cent  (N)

Age/ Gender 25–30 31–35 36–40 41–45 46–50 51–55 Total

Female  3.2% (1)  6.4% (2) 51.6% (16) 32.2% (10)  6.4% (2) 0 (0) 100% (31)

Male 21.6% (11) 33.3% (17) 15.7% (8)  7.8% (4) 15.7% (8) 5.9% (3) 100% (51)

Total 14.6% (12) 23.2% (19) 29.3% (24) 17.1% (14) 12.2% (10) 3.6% (3) 100% (82)

35. According to information in available registers and records, the figure is also representative 
of the total sampled population. In cases where respondents specified other institutions, all 
have close cooperation with UEM, e.g., the National Institute of Meteorology. 
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Type of dissertation
In international academia there is general tendency towards the article-based 
dissertation at the expense of the monograph. The survey results indicate that 
this tendency seems to apply to the surveyed Mozambican graduates and candi-
dates. As indicated in Table 7.2, article-form dissertations have over the period 
of investigation become the dominant form in most disciplines, irrespective of 
country of graduation, with the social sciences and humanities being the excep-
tion.36 The proportion of article-based dissertations also increases as one moves 
along the time line of investigation, including in the social sciences and hu-
manities. Not displayed in the table are candidates still in training, but results 
for this category seem to reinforce the picture of progressive movement towards 
dissertation by articles.

Table 7.2. Type of dissertation by country and discipline (N)    

Sweden South Africa

Sci Med/
Vet

Soc/
Hum

Tech Agri Sci Med/
Vet

Soc/
Hum

Tech Agri Total

Mono-
graph 

11.8% 
(2) 
25.0%

11.8% 
(2) 
28.6%)

23.5% 
(4) 
66.6%

5.9% 
(1) 
25.0%

17.6% 
(3) 
50.0%

0% 
(0) 
0%

0% 
(0) 
0%

11.8% 
(2) 
100%

5.9% 
(1) 
25.0%

0% 
(0) 
0%

100% 
(17)

Article 20.7% 
(6) 
75.0%

17.2% 
(5) 
71.4%

6.9% 
(2) 
33.3%

10.3% 
(3) 
75.0%

10.3% 
(3) 
50.0%

13.8%
(4) 
100%

10.3%
(3) 
100%

0%
(0) 
0%

10.3% 
(3) 
75.0%

6.9% 
(2) 
100%

100% 
(29)

Total 100% 
(8)

100%
 (7)

100% 
(6)

100%
(4)

100% 
(6)

100%
(4)

100%
(3) 

100%
(2)

100% 
(4)

100% 
(2)

N: 46

The table covers only respondents who have graduated. The upper percentage for 
type of dissertation refers to the proportion between countries and disciplines, 
while the lower percentage refers to proportion of type of dissertation in a spe-
cific discipline in Sweden and South Africa.  

Judging from respondents’ narratives, the preference for dissertation by arti-
cle seems to be not only the expression of a general trend in academia, but also a 
deliberate feature of the sandwich model. Several respondents asserted that the 
article form was more compatible with the mobile character of sandwich model, 
allowing for distinct checkpoints as one moved ahead with the research. In some 
cases, the choice of type of dissertation had not been optional, with dissertation 
by article being presented by the training institution as the only alternative. The 
following narratives elaborate on this: 

For me the article form was the only option and my supervisor made it clear 
to me already at the beginning. Since most people in my field write disser-
tation by articles I didn’t even consider writing a monograph. Now when 
looking back I realise that the article form was very suitable for the way the 

36. These are also the exceptions internationally. 
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training was organised, going back and forth between Sweden and home. It 
allowed me to set up milestones and keep close contact with my supervisor.  
(female)

I had colleagues doing their training in Sweden and in South Africa who both 
wrote monographs and I saw the difficulties they were facing, particularly the 
supervision. If the supervision is both far away and poor, you run a great risk to 
fail in the end. I have seen it happen, you put a lot of effort into something for 
a long time and if you are on the wrong track from the beginning it will end by 
catastrophe. Therefore for me dissertation by articles seemed to be a more secure 
way of training and it worked very well for me.
(male)  

7.1.2 Experiences of the training situation  
The experience of PhD training varied significantly according to academic dis-
cipline. Graduates in social sciences, humanities and medicine display greater 
dissatisfaction across most variables, particularly with regard to supervision in 
the country of training, co-supervision and research training in the country of 
training. On the other hand, and not surprisingly, social science and humanities 
graduates showed the lowest rates of dissatisfaction regarding research resources 
in Mozambique. Science, medicine and technology scored high on this variable. 
Graduates in agricultural science and technology generally displayed the lowest 
levels of dissatisfaction. No significant discrepancy was apparent when control-
ling for period of time. The results from controlling for candidates in different 
disciplines did reveal significant differences, but the pattern remained largely 
intact.   

Mobility in relation to the training situation 
The experiences of the sandwich program have also been analysed in terms of 
stay rates37 in the country of training and academic discipline. The results in-
dicate a slight tendency towards longer total stay rates among graduates that 
pursued their training in South Africa compared to graduates trained in Swe-
den. Controlling for average time of stay, the South African group represented 
a significantly higher share among those reporting shorter average stays, which 
indicates a more frequent exchange in terms of visits. 

The distribution of stays in country of training in relation to academic field 
revealed no significant variation (also when controlling for gender or country 
of training). The need for scientific resources such as laboratories and technical 
equipment in the STEM sciences seems not to have led to longer stays among 
graduates in these disciplines compared to graduates in the social sciences and 
humanities, who reported the lowest dissatisfaction with existing research re-

37. Stay rate refers to length and frequency of stays in the country of training during.
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Polar 7.1 PhD graduates’ average stay in country of training by country of training in per cent

sources at UEM. Even though access to laboratories and equipment was a strong 
motive for stays in the country of training, particularly in Sciences, Technology, 
Engineering and Mathematics –the STEM sciences, the main explanation given 
by respondents was to get away from time-consuming teaching and administra-
tive work at the home university in order to focus exclusively on PhD research. 

I had no time to dedicate to my PhD research when I was in Mozambique. 
The stays in Sweden really made me focus on the PhD work because there was 
nothing else around. I was away from my family, so even the weekends became 
workdays. It was really hectic and very constructive, but also very hard and lone-
some. (woman)  

During the period of training in Mozambique you had a lot of lectures and 
administrative works that subtract the amount of time available for research. 
Basically it was very hard to focus on the PhD research while at UEM. The time 
I was in South Africa I did 90 per cent of my dissertation work. (man)   

Reportedly, respondents (graduates and candidates) ascribed high importance 
to the sandwich model’s inherent mobility. However, in looking at how this 
was expressed, the positive features of the mobility in the program seem largely 
to relate to the opportunity to go abroad for training and not so much to the 
model’s principal objective –simultaneously building  research capacity and cul-
ture at the home university. According to respondents, the heavy teaching and 
administrative load at the university has served as an effective barrier to the 
emergence of a research culture in all academic areas, both during training and 
after graduation. 
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For me it was impossible to simultaneously engage in my own training and build 
up a research capacity at my department when everything moved in the opposite 
direction, with more and more students and teaching. (woman    

Whenever in Mozambique the motion was very slow because the structure was 
not helpful. It was difficult to perform the assignment due to lack of support at 
home. (man) 

Generally, female and male respondents were positive about the mobility aspect 
of the sandwich model. According to respondents, the design of the program 
gave the opportunity to keep an open mind about different contexts, to see tak-
en-for-granted aspects and to broaden international networks. Another positive 
dimension brought up was the possibility to stay in contact with home countries 
in various areas:

The sandwich program allows staying open-minded. You see things differently 
when you change contexts. This is what I try to give to my students too – you 
need to change perspectives. (man)

A sandwich model, to me, it is always very good in the past, in the present and 
probably in the future. Because you never lose the links to your country, what is 
going on in the country, with your family. (woman)

It provided me with opportunity of practically testing my theoretical back-
ground on the subject matter by engaging hands-on with my practical field-
work. Coming back from the field I was always loaded with concrete ground 
issues to theoretically engage with my supervisor and other professors, who I was 
regularly interacting with. (man)   

However, both female and male respondents remarked that in practice the sand-
wich model didn’t work equally for women and men, and this may necessitate 
different incentives for women to apply for the program. A full account of the 
reasons for low overall participation by women in the program would involve 
a different study, one taking historical and geopolitical structures into account, 
and the intent here is much more limited. It is to analyse how women and men 
talk about their experiences of mobility while in the program. Particular em-
phasis is given to challenges to mobility, since this yields information on how 
attractive the model appears to women and men. This will be further developed 
in the following. 

The program at the intersection of gender, age and family situation 
In the interviews, no man or woman mentioned knowing any men who had 
refrained from applying to the program because of their role as fathers. In this 
context, the interviews and survey reveal that men seemed to enter the PhD 
program regardless of number or age of children. By contrast, both women and 
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men stated that the program’s requirement for mobility was one of the main 
factors preventing particularly young women with children from participating, 
and that they knew of several women who had refrained from applying because 
of their caring responsibilities as mothers. 

I know that some women would like to go and participate in a sandwich pro-
gram but they have difficulties with their partners, they don’t allow them.  And 
sometimes it is difficult for them to go because of kids, yes, things like that. 
(woman, social)

When there are kids in the game the things become complicated. Because when 
the husband is away, it means that all the work is on the woman. Imagine the 
opposite, the man with kids […] this means that the woman will not leave until 
she is old.  (man)

There were also clear gender differences regarding how the sandwich model was 
lived in practice. This was exemplified by analysing how women and men talk 
about how long they could stay and would have liked to stay in the country of 
training (Polar 7.2). While men spent longer periods away from Mozambique, 
women tended to go back and forth for shorter periods. As shown in Polar 7.3 
there is a significant difference in men’s and women’s average stays in the coun-
try of training. The great majority of women (almost half the respondents) had 
an average stay of two to three months. Close to 75 per cent of women reported 
an average stay ranging from two to five months. The distribution of time pe-
riods for men displayed a more even picture, but with a significant orientation 
towards longer average stays in country of training. 

Polar 7.2 PhD graduates’ total stay in country of training by gender in per cent 

 43 

was one of the main factors preventing particularly young women with children from 

participating, and that they knew of several women who had refrained from applying because 

of their caring responsibilities as mothers.  

 
I know that some women would like to go and participate in a sandwich program but they have 
difficulties with their partners, they don’t allow them.  And sometimes it is difficult for them to go 
because of kids, yes, things like that. (woman, social sciences) 
 
When there are kids in the game the things become complicated. Because when the husband is away, it 
means that all the work is on the woman. Imagine the opposite, the man with kids […] this means that the 
woman will not leave until she is old.  (man, engineering) 

 

There were also clear gender differences regarding how the sandwich model was lived in 

practice. This was exemplified by analysing how women and men talk about how long they 

could stay and would have liked to stay in the country of training (Polar 7.3). While men 

spent longer periods away from Mozambique, women tended to go back and forth for shorter 

periods. As shown in Polar 7.4 there is a significant difference in men’s and women’s average 

stays in the country of training. The great majority of women (almost half the respondents) 

had an average stay of two to three months. Close to 75 per cent of women reported an 

average stay ranging from two to five months. The distribution of time periods for men 

displayed a more even picture, but with a significant orientation towards longer average stays 

in country of training.  

 
Polar 7.3 PhD graduates’ total stay in country of training by gender in per cent  

 

0 
5 

10 
15 
20 
25 
30 
35 
40 
45 
50 

0-6  months 

7-13 months  

14-19 months 20-26 months 

More than 26 
months 

Female 

Male 



42

Måns Fellesson & Paula Mählck

Reportedly, moving back and forth between locations caused difficulties 
in getting involved in host department activities. In this vein, several male re-
spondents pointed out that long periods away from Mozambique were particu-
larly important in being able to focus entirely on research, have access to regular 
supervision and other scientific facilities such as laboratories, library, etc. 

The first 3 year period I stayed in Sweden during 3-6 months to do course work 
and discuss my fieldwork with my supervisor […]The following years I stayed 
in Sweden almost three full years. Full-time. Because my supervisor felt that I 
needed to make more progress. Since I had my data it was good that I stayed 
these three years, I could publish papers which where part from my thesis. So I 
used these three years to publish. This was the main work of my thesis. (man) 

Several female respondents also noted they would have liked longer stays in the 
county of training in order to focus more on their training and research. When 
female respondents were negative about longer stays, it was mainly because of 
their family situation. They emphasised that a longer stay would require mov-
ing the whole family, causing uncertainty and stress for both their men and 
children.38 

Yes, if I had been younger, without family, I would have preferred to stay longer, 
to bring my family. Yes I would have preferred that. Why? Because, when you 
are there for a longer period you can use your time better. (woman)

38. Only one man had moved his whole family, indicating that this was not very common prac-
tice for men either. 

Polar 7.3 PhD graduates’ average stay in country of training by gender in per cent 



43

Academics on the Move

But there were also differences among the women.  The women who had par-
ticipated in the program particularly mentioned that they were beyond the age 
of having small kids and that this was a main factor allowing them to leave their 
families behind and join the program. From the viewpoint of age, they had pre-
viously been too young to be able to join the program. 

In this vein, many respondents referred to a recent Sida policy limiting the 
age for entering PhD training to 40 years. This policy was mentioned as a new 
barrier for women applicants for the PhD program. To what extent the policy 
has been institutionalised and how it is put into practice in different subject 
areas is not known. What is known is that one respondent reported that two 
of his female colleagues were denied access to the program because they were 
considered too old. This indicates the need for further research on the degree of 
implementation of the age policy and its consequences for gender equality more 
broadly, that is how gender, family situation and age relations intersect and cre-
ate differing conditions for participation in research and mobility. 

While the interviews shed light on the differences among women, the inter-
views also indicate that responsibility for participating and succeeding within 
the program is largely placed on women. This not only leaves men’s positions 
and responsibility unproblematised, but also tends to individualise the problems 
women may encounter. Therefore more research on the institutional structures 
enhancing and/or preventing gender equality in sandwich programs is needed. 

Experiences of resources for research and supervision
The results from the survey indicate that women researchers experienced more 
dissatisfaction than men regarding supervision and co-supervision. This sup-
ports previous research from the Global North indicating that it is particularly 
in informal academic situations, such as supervision, that women experience 
exclusion and discrimination (Caplan 1994, Morley 1999) and that these pro-
cesses are often subtle and difficult to grasp (Husu 2001, Mählck 2003). As 
displayed in Polar 7.4, resources for research and co-supervision in Mozambique 
clearly stand out as the dominant problem experienced by respondents. In both 
these areas, women seem to have experienced a somewhat higher degree of dis-
satisfaction. When cross-checking with period of training, the picture seems 
also to have persisted over time, with few variations between graduates from the 
early1990s and more recently. 

Compared with PhD candidates in training at the time of the survey, some 
minor, though interesting, changes in pattern can be observed.39 There seems 
to be a somewhat higher level of dissatisfaction with Swedish supervision com-

39. PhD candidates in training are included to provide information on the current situation. 
This is important for assessing proceedings over time, not least with regard to capacity build-
ing. 
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pared to the results of the graduated population, particularly among women. 
Further, the level of dissatisfaction with resources in Mozambique continues 
to show no significant difference between women and men. This also applies 
to the conditions of co-supervision in Mozambique. In Mozambique, such dif-
ficulties related to access to necessary infrastructure (particularly in the natural 
sciences and engineering) as well as to finding time to focus on research, as can-
didates were caught up with other tasks such as teaching and supervision. Some 
women interviewees suggested these processes were highly gendered, indicating 
that men through their male networks could arrange better working conditions 
during their PhD training periods in Mozambique than women. Sometimes, 
responsibility for extended family was also mentioned as negatively impacting 
the time for academic work.

When cross-checking level of satisfaction by country of training, the survey 
results revealed a somewhat different picture for different countries. As shown in 
Polar 7.5, graduates trained in South Africa generally seem to have experienced 
greater dissatisfaction compared to their Swedish equivalents. Particularly high 
levels of dissatisfaction among South African graduates seem to relate to super-
vision and research training (mainly coursework activities). No significant vari-
ations were observed when cross-checking with time of graduation.    

The results on candidates in the two countries, shows a similar pattern to 
Polar 7.5 on graduates, but with a few notable changes. To some extent, levels of 
dissatisfaction with research training and supervision among the candidates in 
Sweden seem to have increased. 

Polar 7.4 Percentage of PhD graduates dissatisfied with their period of training by gender and reason 
for dissatisfaction  
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7.1.3 Experience of discrimination during training4040
In the survey, special attention was given to the experience of discrimination 
during the period of training, both in the country of training and while at the 
institution in Mozambique. In addition to the factors displayed in the above 
result compilations, which are more absolute in character, different forms of 
discrimination during training are believed to influence the experience, perfor-
mance and outcome. 

The results indicate discrimination in some areas, notably relating to family 
situation and position at workplace. Women seem to have experienced discrimi-
nation in relation to family situation to a significantly greater extent than men. 
This result links to divisions, much referred to by respondents, in responsibility 
in Mozambican society whereby women often have chief responsibility for chil-
dren and household. It would seem that family situation does not exist as a basis 
for possible discrimination against men.41 

40. The definitional frames for discrimination range from unwanted attention to direct har-
assment. Respondents were asked to rate their experience of discrimination in relation to 
categories ranging from not at all to a very large extent. In this study gender, age, ethnic 
background, socioeconomic background (class), skin colour, sexual orientation, disability, 
position at workplace and family situation formed the basis for classifying discrimination. 
The experience of discrimination is specifically limited to the academic workplace, that is 
UEM. In compiling the results, the analytical focus has been on the two upper response 
options for experiencing discrimination, to a large and a very large extent. The results for 
graduate and candidate respondents have been merged. 

41. Low figures for disability, socioeconomic background, skin colour and sexual orientation do 
not necessarily preclude discrimination on these grounds, but this may take more subtle and 
untraceable form, or the grounds may never surface, e.g., sexual orientation, and give rise to 
discrimination.  

Polar 7.5 Percentage of PhD graduates dissatisfied with their period of training by country of training 
and reason for dissatisfaction 
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In contrast to the results revealed by the survey, very few researchers, when 
directly asked “have you experienced discrimination or negative treatment in 
your career?” in interviews, would agree with the proposition. The difficulties 
with researching negative treatment and/or discrimination in academia are well 
documented, the fear of “becoming the problem” is often mentioned as a main 
explanatory factor for the reluctance to talk about negative treatment and/or 
discrimination (Caplan 1994, Husu 2000, Mählck 2003). Therefore follow-up 
questions on the respondents everyday work life and opinion of gender equal-
ity and equity in Academia more broadly was also posed. From these broader 
themes experiences of negative treatment and/or discrimination could be an-
alysed. In the context of this research, additional factors such as the limited 
number of research-intensive higher education institutions and PhDs in Mo-
zambique, may add to the picture. Moreover, the nature of the project, being 
commissioned research and the overall link to Sida, may have contributed to 
reluctance to talk about obstacles in relation to careers. Finally, there is a need 
to acknowledge the problematic dimension of this type of project, which could  
easily lead to reproduction of postcolonial knowledge relations. From this per-
spective, reluctance to answer certain questions in interviews could also be read 
as acts of resistance. These methodological considerations will require much 
more attention in future research. 

Accounts of discrimination would instead come up in relation to other top-
ics, which have been mentioned previously, such as conditions for academic 
careers, mobility or more generally in relation to everyday work experiences. The 
following section will look deeper into the experiences of everyday research and 
experiences of supervision and resources in the different workplaces in Mozam-
bique, Sweden or South Africa. 

Polar 7.6 Percentage of PhD graduates/candidates experiencing discrimination at UEM by gender and 
reason for discrimination 
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Experiences of discrimination in relation to supervision and resources 
In Mozambique the dominant overall theme that emerged was the uneven dis-
tribution of caring responsibilities, which prevented women from reaching top 
academic positions.  Both women and men emphasised this. The second most 
frequent discriminatory theme was the presence of old-boy networks. 

Yes, here in Mozambique you know, women would never leave their kids, they 
would never leave the household to be taken care of by the man, no that would 
never happen. Therefore it is more difficult for a woman to go to university, to 
do research. (male) 

No, I have never experienced discrimination, I’m a very strong woman and I 
have had good support, but I know others who has, yes […] of course there has 
been … incidents… like when this senior male academic tried to diminish my 
research publically.  (woman) 

I always worked alone in my subject, and now, all new recruits are in a different 
field than me.
– The new recruits, are they women or men?
– They are all men, in the same field as the male researcher leader. I ask why? 
Why is this? How will I be able to do research, to build up my subject area if I’m 
alone all the time? (woman)

In Sweden and South Africa discrimination was displayed through workplace 
cultures and in the supervision relation. Most respondents had positive overall 
experiences of supervision and training resources in Sweden. However, within 
these narratives instances of not being able to enter into departmental activi-
ties as well as general feelings of isolation were persistent. As such, experience 
in Sweden points to more subtle forms of exclusion compared to South Africa. 
Here reference was made to language limitations as well as cultural differences. 
For example, several respondents mentioned they were not greeted in the cor-
ridor or approached during lunch or coffee breaks. As the micro-politics analyti-
cal framework reveals, there are many ways of producing exclusion, silence and 
isolation being among the most effective (Morley 1999).

The experience of isolation seems to have been less difficult where the de-
partment had a significant number of international students who could form a 
mutual support group.  At the same time, such departments were more likely 
to have built up a support infrastructure for international students. A woman 
researcher emphasised the international character of the Swedish department, 
with many international students, as contributing to her positive experience of 
the PhD training period and her stay in Sweden.  To what extent this created op-
portunities for international students to mingle, or meant that international stu-
dents could access key departmental personnel, is an issue still to be researched. 

In South Africa, the experiences had a different slant. Many respondents 
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indicated they had chosen South Africa because of its geographical proximity, 
which allowed them to travel to and from Mozambique more easily.  However, 
being in South Africa had not been as easy as expected. 

I got my PhD because of my local supervisor here, she was always there for me, 
but in South Africa I had to go chasing after my supervisor: please read this and 
time goes and sometimes you have to move on and work with the chapters and 
he still has not read it. […] it was a difficult time there, with the administration, 
they would not tell you things. When I needed to get access to a computer they 
would say that they didn’t have any. I mean this is a research institution, people 
work with computers (woman) 

South Africa is a very brutal country. Being in South Africa was not easy, being 
a black man. Doing a PhD in South Africa is very hard. I know several who has 
been delayed quite a bit. (man) 

Supervision during my time in South Africa was difficult. I didn’t know what 
to expect nor the rights I had as a PhD candidate […] I was delayed quite a bit 
because I was not given a supervisor and when I got one he was not very famil-
iar with my topic. I had a feeling of being last in line all through my training, 
because South African professors give first priority to local candidates or candi-
dates doing research in that professor’s own project or research area. (women)  

Negative treatment by the supervisor and/or other staff was emphasised in the 
interviews. The respondents related this to the legacy of apartheid and intensi-
fying xenophobia in South Africa, but also to more subtle expressions of dis-
crimination within academia. The sample narratives above come from respond-
ents’ everyday academic lives, such as problems with accessing supervision and 
computer infrastructure and lack of administrative information. Respondents 
suggested that, taken together, these events seriously delayed their PhD training 
and finalisation. These results indicate the importance of everyday work events 
for the outcome of an academic career and support previous research in the 
global north (see also Cole & Singer 1991).

Discrimination and isolation at the intersection of gender, academic position,  
nationality skin-colour and university context
When controlling for country of training (Polar 7.7) graduates and candidates 
who had trained or were training at South African universities accounted for 
the larger share of those reporting discrimination on the basis of nationality and 
skin colour. Also notable is the comparatively high proportion of respondents 
trained in Sweden with experiences of discrimination on the basis of skin col-
our. While the numbers may not be extremely high, the results are nevertheless 
interesting. Sweden and South Africa are often described as polar opposites in 
dominant discourses on democracy and discrimination. Therefore the similari-
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ties in discrimination patterns regarding skin colour are noteworthy insofar as 
they challenge and provide a basis for formulating new research questions. The 
patterns of discrimination displayed in the preceding two polars seem also to 
have been persistent over time. Further, the results did not show significant vari-
ation in rates of discrimination among academic disciplines. 

The following quotations relate to experiences of discrimination based on in-
tersections of skin-colour, nationality, academic postion and gender. The experi-
ences also differ between the different university contexts (Sweden and South 
Africa). 

The issue of apartheid still has consequences today. I was a Mozambican, you 
know a foreigner, but at the same time a black woman. And all this issues and 
doing a PhD, because if I had been doing an honours degree or master’s degree, 
people don’t mind. But when you are in a PhD program they make your life dif-
ficult … I’m not sure how to say it … being in South Africa is not easy. Being a 
black woman in South Africa, they will make your life a hell! […]  I got funds 
from abroad but I didn’t receive my funding. Somebody took them.
– Took them? Here at this university? 
– No there, in South Africa. Somebody took them or gave them to somebody 
else. This is what I’m saying. It is tough to study in South Africa. (woman)

While recognising that the legacy of apartheid still made academic life difficult 
for black staff in South Africa, a black male researcher talked about how inter-
sections of skin-colour and nationality created different conditions for him as 
compared to other black staff members at a South African university. As a black 

Polar 7.7 Percentage of PhD graduates/candidates experiencing discrimination while in country of 
training by country of training and reason for discrimination 
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man, he had felt the expectation to talk in one of the local languages, since Eng-
lish was seen as the language of the oppressor. With his black skin and broken 
English, he had felt he didn’t have access to his white colleagues, and since he 
didn’t speak any local language, he was not included in the community of black 
colleagues. Everyday life outside the university had also been difficult, making 
him feel isolated, and he had sometimes experienced hostility just by walking 
on the streets. 

The narratives of graduates who had undergone PhD training in Sweden 
revolved around a general feeling of isolation ranging from not being noticed to 
having felt unwelcome. 

Sweden is a particular place, after a while I learned not to take it personally, that 
people didn’t greet me in the corridor, or looked at me in the coffee room. (man)

You see, there are two kinds of swedes, those who have been abroad and those 
who have never been abroad. The first group made me feel very welcome, but 
the other group. Oh they ignored me, made me feel like a thing (woman)

While the incidents from Sweden were seldom discussed in terms of skin colour, 
they are nevertheless interesting to relate to the results of the survey, in which 
perceived discrimination based on skin colour is pronounced. Taken together, 
the survey and interview results support previous research in Sweden on the 
significance of a white body for the likelihood of being considered a good re-
searcher, while researchers with non-white bodies were more vulnerable to ex-
isting structures of inequality, such as requirements for speaking Swedish, etc. 
(Mählck 2013).  Research from South Africa indicates that race still shapes an 
academic’s career prospects and that black women are particularly vulnerable to 
these tendencies (Mabokela & Magubane 2004). In this context, this result calls 
for future intersectional sensitive research into how inequality is produced in 
transnational academic labour in different university contexts (See also Anthias 
2012 for a discussion of intersectional research on inequality in transnational 
work relations).   

7.2	Theme	II:	Career	development	and	mobility	after	graduation
Under this heading, the results relating to the individual development of gradu-
ates will be set out and analysed. These results fall under four sub-themes: cur-
rent positions and working conditions; research output and collaboration; geo-
graphical mobility; and sectoral mobility. 

7.2.1 Current employment positions and working conditions 
The survey results indicate a significant correlation between fields of employ-
ment and the overall objective of PhD training, i.e., building research capacity 



51

Academics on the Move

at the university. As shown in Diagram 7.1, the great majority (72 per cent) of 
those graduating after 1990 were employed at UEM in 2012. Despite a decade 
of rapid expansion of higher education institutions, only a small proportion 
(7.1 per cent) of responding graduates are employed by other universities in the 
country. Notably, the generally higher salaries paid by the expanding market-
driven private universities seem not to have influenced the choice of workplace 
among those graduates still in the academic sector. Outside academia, other 
government or public actors and private companies in Mozambique have con-
stituted alternative employment markets for PhD graduates, but only to a small 
extent (less than 10 per cent). Employment options outside Mozambique (both 
in academia and other sectors) have attracted only about 6 per cent of graduates, 
indicating a quite small degree of geographical mobility. When controlling for 
gender, only minor changes in the distribution of employment position emerged. 
Women tend to have an even stronger preference for staying at UEM, at the ex-
pense of their representation in all other employment categories. No significant 
variation was found among graduates from different academic disciplines.   

The distribution of positions among responding graduates contained some 
interesting, though not surprising, elements (Diagram 7.2). On the whole, quite 

Diagram 7.1 Percentage of graduates per type of position
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a few graduates had reached high positions within the university and in other 
sectors of society, but many remained in the position they had held before en-
tering the PhD training program. Many respondents brought up the fact that 
the training had not led to career advancement in terms of higher positions. 
However, this had little to do with thwarted ambitions. Instead, continuance in 
the position of lecturer turned out to be a deliberate choice made on the basis 
of more time for research. Many respondent lecturers asserted that the PhD 
degree had served an important function by increasing their status as research-
ers, and given the limited time and resources available for research, a lectureship 
was the closest to research. The positions of rector, vice dean, dean or head of 
department were viewed as administrative and as stepping away from the role 
of researcher. 

Being a lecturer is more in line with my ambition as a researcher. You know, we 
have very little resources for research and time is limited, but having that posi-
tion allows for at least some space to do research. I look at my colleagues being 
deans and head of department, they are all absorbed with other duties. (man) 

I saw a good opportunity to develop when I was offered the position as vice 
dean, but I see it as the temporary position it is. So far, I have not been able to 
do any research, which is sad. The administration has been heavy and the salary 

Diagram 7.2 Percentage of graduates per position by gender  
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is only marginally higher, so when my period is over I think I will go back to my 
previous position as lecturer. (man)  

A striking feature is the relatively low proportion of women in higher positions 
in academia. Women make up only one-third of professorships, heads of depart-
ment or associate professorships. This will be further elaborated below. 

The university’s working conditions was generally described as poor, both 
in terms of access to infrastructure such as computers, laboratories and other 
equipment and in terms of salaries. Most respondents stated it was difficult to 
live on a university salary, not to mention support a whole family. From the 
survey and interviews it became clear other sources of income were needed. 
Reportedly, the main source of supplementary income was consultancy work 
in combination with teaching at private universities. In the survey, almost 68 
per cent stated they were involved in more than one income-generating activity. 

If I didn’t do consultancy my private life would be very difficult, yes, very dif-
ficult. You cannot survive on the salaries paid here at the university. (man) 

You know when you do consultancy; it can be your salary for a whole year […] 
yes, I need that, because our working conditions at university are not good. 
For example, when I’m lecturing I use my own transportation, sometimes we 
say that we have to pay for work. In terms of that I’m not happy, the working 
conditions are very tough, the computers are always broken and this is a research 
institution, we need computers. (woman)

The need for supplementary income was evident in all academic fields and across 
gender. Another dominant theme was that consultancy work is in varying de-
gree integrated into the infrastructure of universities. This means that individual 
researchers as well as university departments can be the main recipients of these 
assignments. Differences emerged between academic fields as regards the ease 
or difficulty of finding extra income. Applied disciplines, such as veterinary 
sciences, were generally considered to be better placed in this respect than dis-
ciplines such as fine arts. 

There was also a difference in general view of consultancy. While some re-
spondents perceived consultancy as acceptable but not desirable, others were 
actually keen to have a balance between academic and consultancy work. In 
this respect, researchers particularly stressed the possibility of applying their 
research to other sectors of society and of spreading their competence. Some-
times, students were involved in consultancies, through which they got funding 
or empirical material for their Master’s essays.  Thus, consultancy work became 
a way of contributing to capacity building. 

I wanted to do something that translates science into practical work. It is a mo-
tivation for me because I wanted to see that my research is used. The university 
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also encourages staff to go to the applied sector; we not only want to be theo-
retical […] I think it is very good and important because we need to show our 
graduates that they should look at their future, to find work in society, and they 
need to look at science not as something isolated from society but to see to the 
applied side of science. (man)

A majority of respondents stressed that their PhD training has had a great im-
pact on their lives, both professionally and personally. Even those who had not 
climbed the career ladder still felt their status in society had changed and that 
they could interact in intellectual settings with greater confidence. Many also 
emphasised the strategic position of PhD graduates in the development of the 
country. Even though the impact of training on respondents’ lives had reported-
ly been high, follow-up questions about its importance for current work position 
and of the importance of having a PhD degree revealed a somewhat different 
picture. Since many graduates had returned to their previous positions as lectur-
ers, the impact of PhD training on advancement was low. In these instances, 
the impact was shown to be more related to higher status. When looking at 
respondents’ perceptions of correspondence between work tasks and qualifica-
tions, almost 21 per cent reported that their current work tasks corresponded 
only to a small extent with their academic qualifications. Within this group, all 
reported feeling over-qualified. No variation was found when controlling for 
gender or discipline. The feeling of over-qualification was strongly linked to the 
relative absence of research in the work tasks: 

I perform much of the same things today as I did before going for my PhD 
studies. I see my training as something that was aimed to qualify me for doing 
research. Now with this increasing teaching load and no resources for research 
I feel a bit over-qualified. It is quite frustrating, like having a driving licence but 
not being allowed to drive. (man)   

A significant difference was found between men and women with regard to de-
gree of independence. Men seem to experience more dissatisfaction than women 
regarding the degree of independence associated with their positions. To a lesser 
degree, women showed more dissatisfaction in relation to contribution to so-
ciety and opportunities for career development. Notably, the latter is linked 
with the gender distribution of positions at the university, which display under-
representation of women in higher positions (see polar 7.8).  

Controlling for academic discipline revealed no major variation. Medicine 
stands out to some extent on degree of independence and intellectual challenge. 
Respondents from the social sciences and humanities reported somewhat higher 
dissatisfaction in relation to opportunities for career development and social 
status. 
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Following on the question of experience of discrimination during training, 
the same question was asked about their current positions. This time, the ques-
tion only concerned the current workplace, not the interactions with society at 
large. As displayed in Polar 7.9, female respondents reported a relatively higher 
incidence of discrimination on the basis of position at the workplace and family 
situation. Women also scored proportionally higher on the variables of age and 
socioeconomic background as reasons for discrimination. No significant varia-
tions were found across academic disciplines.    

Polar 7.8 Percentage of graduates dissatisfied with their position by gender and reason for 
dissatisfaction  

Polar 7.9 Percentage of graduates experiencing discrimination in current work position by gender and 
reason for discrimination
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The survey results indicate that women to emphasised these experiences to a 
greater extent than men. In other words, women’s experience of these problems 
was stronger. We cannot know if women have been more frequently exposed to 
such problems than men, as this would require a different type of data. How-
ever, we do have information on the subjective experience of researchers. These 
are interesting to explore since they contain information on how women and 
men talk about the micro-politics of the academy (Morley 1999). Micro-politics 
reveal how everyday work relations are, among other things, gendered. This 
information is important since it uncovers how gender differences in academic 
careers are, in a longer perspective, produced and maintained (Singer et al.1999). 

The interviews indicated that researchers had different opinions on the role 
and impact of gender relations on the academy and on academic careers in par-
ticular. When asked directly in interviews, few researchers said they had expe-
rienced discrimination based on gender or any other grounds, such as ethnicity, 
race or social class. 

Instead, experiences of discrimination or other negative treatment were re-
vealed in more subtle ways. In varying degree, the interviewed researchers per-
ceived that it was easier for men than women to pursue an academic career in 
Mozambique, but men were slightly more positive about women’s career pos-
sibilities. Perhaps more interesting to analyse are the explanations given for the 
poor representation of women researchers at the university.  The explanations 
given are here categorised into two main themes for analytical reasons. These 
themes to a varying degree emphasises “external” (factors outside university 
such as family situation or social class) vs. “internal” factors such as workplace 
relations. From gender research on labour relations we know that the division 
between private and public is mainly possible at a theoretical level, as these rela-
tions are often intermingled in practice (Hartman 1986). In the context of this 
research the division between the private and the public represents a dominant 
strand in the attribution of responsibility. The following quotation gives words 
to this. 

Here at the university we don’t discriminate. No, women and men have the 
same opportunities. No the reason is outside, because of women’s bigger re-
sponsibilities outside universities, women have a more difficult finding time and 
support for pursing an academic career. (man)

This category of explanation emphasises structures outside the university, such 
as family situation or social class, as the main explanation for the lower represen-
tation of women researchers in universities. This explanation is widely accepted 
and referred to by both women and men. In this context, one woman suggested 
that her lack of family obligations was a main factor in her success in academia. 
Another woman suggested that her privileged family situation, both in terms of 
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socioeconomic status and support from her extended family, had been crucial in 
the development of her academic career. 

Yes, I come from a privileged background, yes that helped a lot and my mother 
in-law, she took care of my children while I was away. Yes, that has been very 
important for my career. (woman)

The second explanatory category offers a mixture of explanations, which include 
both internal (such as gender relations at work) and external factors (gender rela-
tions outside university work).

– Of course it is easier for men to pursue and academic career! 
– Why?
– Because, men get a lot of support […] I know men who have got financial  
support from the university to complete their PhD after their training period 
was finished, something that I didn’t get […] men are always going around, 
getting the information, yes, about calls, when women get information it is 
always too late and the deadline is close. And some of us don’t have access to in-
ternet. We don’t have computers.[…] and sometimes women are not supported 
by their partners and they have small children, yes, because of that they refrain.  
(woman)

The division between private and public in the first quotation is expressed in 
terms of placing responsibility on structures outside the university and on wom-
en. By contrast, the second explanation opens up a variety of factors for analysis, 
such as the gendered nature of university organisation in general and univer-
sity work relations in particular, as well as the non-functioning of meritocratic 
principles in universities. As such, it places responsibility on how men act and 
highlights the need for structural analysis. 

An intersectional analysis of these quotations suggests that gender, age, fam-
ily situation and socioeconomic background mutually constitute differing con-
ditions for career advancement. This analysis supports the statistical analysis of 
experiences of discrimination where women experienced more discrimination 
along family situation, socio economic background and at the workplace. More 
research is needed to understand the full implications of this. 

7.2.2 Research output and collaboration 
The great majority of surveyed graduates with positions in academia had con-
tinued to do research in varying measure and all respondents expressed a strong 
desire to continue doing research. However, the survey results indicate some var-
iation between women and men and between disciplines in terms of allocation 
time on research. As shown in Diagram 7.3, close to 90 per cent of respondents 
with positions in academia spend 25 per cent or less of full-time on research. 
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Women represent the larger share of those spending 25 per cent of full-time on 
research, and men in the category spending less than 25 per cent of full-time. 
In total, men are better represented in the categories 50 per cent of full-time up 
to full-time.     

Looking at the distribution of time spent on research in different academic 
disciplines, the results show significant variation. As displayed in Diagram 7.4, 
in total graduates in agricultural science and science seem to spend the largest 
share of full-time on research, followed by technology and medicine. Interest-
ingly, there is comparatively low research activity in the social sciences and hu-
manities. Close to all respondents in these fields reported research activity of 25 
per cent or less.

Generally, the amount of time that can be spent on research varies according 
to both available time and resources, both being reportedly scarce at UEM. In 
particular, lack of research funding appeared to be a difficult issue. In response 
to questions about their source of funding, quite a few respondents reported 
that they conducted research without support from the university, government 
or any other external provider.42 Among those reporting external support for 
research, 56.3 per cent of the funds came from international donors, followed 
by international research foundations (23.7 per cent) and the government (20.0 

42.  This question was posed only in the interviews, not in the survey. That is why it is not statis-
tically reported.  

Diagram 7.3 Percentage of time spent on research by gender
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Diagram 7.4 Percentage of time spent on research by academic discipline 
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per cent). The disciplines reporting the largest external funds were the STEM 
sciences, with science at the top. Social sciences and the humanities benefited 
significantly less from external research funding. 

An important factor for the quality of research output is access to and par-
ticipation in different forms of research collaboration and networks. While some 
respondents maintained contact with their previous research department in Swe-
den and South Africa, most new research collaborations and networks evolved 
after PhD graduation and are with researchers in countries in the region. 

I coordinate a sub-Saharan network and the universities involved are located 
in South Africa, Botswana, Tanzania and Zimbabwe. I’m the country repre-
sentative in the network. The network is about information and disseminating 
knowledge in our knowledge area. (man, engineering)

The degree of participation in research networks was reportedly high among 
respondents. Survey results show that more than 52 per cent were involved in 
some type of international research network, 48 per cent in some Pan-African 
or regional research network and 72 per cent in some national research net-
work. Science and medicine stood out as the disciplines reporting the highest 
participation in all network categories. The lowest participation was among re-
spondents in the social sciences, humanities and in technology. No significant 
variation when controlling for gender was found.   
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The degree of contact and collaboration with the former training institution 
in Sweden or South Africa was relatively high. More than 73 per cent reported 
some form of contact. The dominant form was research collaboration (66.7 per 
cent) followed by supervision (16.7 per cent) and lecturing (12.6 per cent). The 
proportion of types of contact was quite evenly distributed among the disci-

Diagram 7.5 Percentage of graduates reporting research collaboration by region and type of 
collaboration
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plines. Close to 47 per cent of responding graduates with positions in academia 
reported some form of research collaboration with partners outside Mozam-
bique. Looking at the extent of research collaboration in relation to region and 
type of collaboration, the results displayed in Diagram 7.5 show that collabora-
tion with African researchers and institutions represents the greater share of the 
three types of collaboration itemised in the diagram. Europe made up the larger 
share of collaborations outside Africa. Notably, no collaborations of any type 
existed with Asian partners.    

The relative lack of collaboration outside Africa was explained in terms of 
the difficulty of getting funding and complicated bidding procedures. A male 
engineering researcher noted: 

If I want to collaborate with somebody in Mozambique or in the region, it is at a 
personal level, I just do it. It is very easy with e-mail: if the collaboration involves 
researchers from Sweden or other regions, it must pass through the university or 
the government, and then it becomes complicated. (man)

The sampled graduates’ research output varied in terms of type of publication. 
Taken together, papers for seminars and conferences, teaching materials, reports 
to government agencies and to some extent university reports constituted the 
larger part of published output. Peer-reviewed books and articles in national and 
international journals were reportedly produced to a significant lesser extent. 
As displayed in Diagram 7.6, the types of publication varied to some extent 
between disciplines. A significantly larger share of reports to government and 
international organisations was evident among agricultural science graduates as 
compared to medicine. One the other hand, medicine has the largest representa-
tion of all disciplines in peer-reviewed international journals. Graduates in social 
science and humanities have a significant lower share of seminar and conference 
papers compared to other disciplines, but the highest share of university reports.    

7.2.3 Geographical and sectoral mobility
The degree of mobility among responding graduates was in general low with re-
gard to sectoral, vertical and geographical mobility. The great majority (76.1 per 
cent) reported having less than three positions since graduation. Less than 18 
per cent reported having three or four positions and 11 per cent reported five to 
six positions. As shown in Diagram 7.7, mobility in terms of number of positions 
since graduation seems to be greater among men. The representation of women 
in the upper categories is significantly lower. The results indicate no significant 
variation when controlling for discipline.43 

43. For obvious reasons, there is a comparison bias in the result base: since no distinction has 
been made on the basis of year of graduation, the results apply equally to new graduates and 
to graduates from, say, the early 1990s. 
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As has been shown, sectoral mobility among surveyed graduates was quite 
low. The great majority have remained at the university since graduation. A few 
have tried other employment outside the university, but many of them seem to 
have returned. When asking this category of respondents about employment 
outside the university since graduation, 53.6 per cent reported working in other 
government sectors, preferably positions in ministries. A significant share had 
also worked in the private sector (16.2 per cent) and for international donors 
(11.8 per cent).  Another 10.2 per cent had also been self-employed, with a 
business of their own, preferably as consultants. As the above diagram reveals, 
sectoral mobility among women was significantly lower than for men. 

A notable theme in the interviews was the strong desire to remain in aca-
demia, despite poor working conditions. The theme of giving back, appreciating 
what they had once been given and contributing to capacity building was re-
peatedly brought up and acknowledged by many respondents. The quote below 
reveals feelings of loyalty towards the body that had had a clear impact on the 
informant’s career choice.  

I would have preferred to stay 100 per cent at the university but with my involve-
ment in state politics it was not possible. University teaching is my only way of 
staying in contact with an academic career and I think I have something valu-
able to give to the students […] But it is hard, you feel like you give and give 
and sometimes you feel exhausted [...] In Mozambique, unfortunately, if you are 
educated there are so many gaps to fill, where I am now at the ministry I have to 
do my own job at the same time as I train others. (woman) 

In the quotation above it is also clear how feelings of loyalty had actually pre-
vented the person from pursuing an academic career. The quote also underscores 

Diagram 7.7 Percentages of graduates by number of positions and gender 
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the strategically important positions PhD holders have at the university as well 
as in other sectors of society. While these descriptions were accompanied by 
feelings of pride and satisfaction, they also revealed the tremendous workload 
and perceived onus of responsibility on respondents, and the associated feelings 
of exhaustion and frustration. 

Given low levels of sectoral and vertical mobility among graduates, geo-
graphical mobility was low as well. Of the responding graduates, only 16.8 per 
cent reported working abroad after graduation. Of these, 41 per cent were wom-
en and 59 per cent were men. Respondents in medicine, science and agricultural 
science had a slightly higher representation compared to other disciplines. Social 
science and the humanities displayed the lowest levels of geographical mobility. 
An interesting observation, though not a surprising one, was the relatively high 
representation of younger graduates among those with experience of working 
abroad. Compared with graduates from the 1990s, there is slightly greater geo-
graphical mobility among those graduating after 2000.

To better understand the incentives for geographical mobility, respondents 
were asked to rate a number of aspects believed to be of importance in deciding 
to work abroad. The result shows that working conditions, salary and career-
development opportunities were rated as very important aspects. Surprisingly, 
development opportunities for family members as well as language/culture were 
largely rated as being unimportant or of minor importance.   
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8.	Conclusions	and	policy	implications		

In this final chapter, conclusions will be drawn from the results presented within 
the two main themes of the study: I) organisation of and experience during 
the period of PhD training and II) career development after graduation: posi-
tions, working conditions and mobility.  A set of policy recommendations will 
be made for each theme. 

8.1	Theme	I:	Organisation	of	and	experience	during	the	period	of	PhD	training
Overall, support for research capacity-building in Mozambique seems to have 
been organised much in accordance with Sida’s established principles for re-
search support, that is, a focus on one principal research institution and sup-
port for PhD training as a core activity. During the period under investigation, 
the sandwich model was operationalised as the sole modality for training, and 
mainly targeted candidates holding staff positions at UEM. In this period, the 
role of Swedish universities as counterpart institutions for implementing the 
program has gradually been supplemented by growing collaboration with South 
African universities. 

The process of recruitment to the PhD training program was not within 
the scope of this study, but from the survey results it can be concluded that 
admission to the program has been largely confined to one group, UEM staff 
members. The continued focus on staff members as the only eligible group for 
admission to the training program gives rise to concerns about the extent to 
which candidates are selected on a competitive basis and the quality implica-
tions of such strategy. This is so since suitability for research training does not 
always correlate with position. 

As a result of the policy of targeting staff members, candidates start their 
training relatively late in life. Even though the adopted data-collection method 
precludes exact calculation of average age, the results indicate that most re-
spondents started their training somewhere between 35 and 40. This is consid-
erably higher than the age of PhD candidates in Sweden, where since 1990 the 
average commencement age has been 29 (HSV 2012). An interesting conclusion 
requiring further consideration is the tendency towards later starts among fe-
male candidates than men. Childbearing and greater family responsibilities are 
the principal impediments to earlier commencement by women. Age of com-
mencement is an important factor in the long-term outcome of the investments 
in PhD training, since number of years as active researcher have a direct bearing 
on the extent of the contribution to local research capacity-building: for obvious 
reasons, a person graduating at 35 will have more time to contribute to research 
capacity-building than someone graduating at 50, with 10 or 15 years left to 
retirement.
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Dissertation by articles has gradually become the dominant form of disserta-
tion across all disciplines. This form seems to largely match the mobile premises 
of the sandwich model, allowing for clear checkpoints along the way. 

Insufficient local resources for research and co-supervision at UEM seem to 
be the most problematic areas in the training situation, regardless of gender, dis-
cipline or country of training (Sweden and South Africa). The lack of improve-
ments observed over time (1990–2012) in these areas gives rise to concerns about 
the long-term effectiveness of the program’s capacity-building potential, since 
research resources and co-supervision are fundamental to building and sustain-
ing local PhD programs and research. Lack of involvement by and time among 
co-supervisors and inadequate funding for research infrastructure, particularly in 
STEM sciences seem to be the principal underlying factor for the dissatisfaction. 
A notable observation was the somewhat higher representation of female gradu-
ates and candidates reporting dissatisfaction with co-supervision. A higher de-
gree of dissatisfaction with Swedish supervision was observed among candidates 
compared to graduates, again with an over-representation of female respondents. 
Further research is required into the underlying explanations for this: whether 
dissatisfaction derives from changes among the candidates or in the organisation 
and performance of supervision in Sweden. However, generally the results sup-
port international research findings, since it is well known that female PhD stu-
dents are more likely to be exposed to negative treatment and subtle discrimina-
tion in informal everyday situations, PhD supervision sessions being frequently 
mentioned as an example (Fox and Long 1991, Caplan 1994, Mählck 2001).   

One of the more notable conclusions to be drawn from the results on the 
experience of training is the significantly higher level of dissatisfaction among 
graduates and candidates that have done or were doing their training at South 
African universities, compared to their Swedish equivalents. Access to supervi-
sors and quality of supervision is the dominant practical problem facing PhD 
students. The level of dissatisfaction with supervision is relatively constant over 
time, indicating deficiencies in communication between PhD students, home 
institution and host institution, and/or unwillingness on the South African and 
Mozambican side to make improvements. Hence, further research is required 
into the training conditions among this group of students.

The international profile of the host institution in terms of the number of in-
ternational students and staff seems to be important for having experienced the 
host department positively. The presence of other temporary-stay international 
students and researchers makes it easier to connect and share problems – in this 
case adapting practically and socially to the situation in the host department 
and society at large. In addition, an international presence is also important for 
the academic outcome of training, since it contributes to a more vibrant and 
multidimensional research discussion. 
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The sources of dissatisfaction with the training situation did not vary across 
academic discipline, but the dissatisfaction with resources was more clearly ex-
pressed among graduates and candidates in the sciences and medicine. Not sur-
prisingly, these disciplines suffer most from the absence of research facilities 
such as laboratories and technical equipment. 

The times spent at the host institution were the most productive periods for 
the candidates during their training. Two primary factors are of relevance in 
this regard: the absence of disruptive activities (teaching, administration, caring 
responsibilities and family life) and the experience of loneliness and isolation. 
The two latter factors are worrisome indications of the price paid by candidates 
to obtain a PhD. 

In general, there is a positive attitude to the idea and premises of the sand-
wich model, but findings also indicate that the mobile character of the modality 
has different effects on women and men. To a much greater extent, men stay 
for longer periods in country of training, both in total and on average, than 
women. Family responsibilities seem to be the main factor preventing women 
from staying longer. The inability to spend sufficient time in the country of 
training, which reportedly is necessary to fully concentrate on research, placed 
women under greater pressure. In addition, shorter stays by women could result 
in looser and more insecure relations with the host department and supervisor in 
particular, which may in part explain the higher dissatisfaction with the train-
ing situation reported by women.  

The study paid particular attention to the presence of discrimination in the 
training situation experienced by graduates and candidates, both at UEM and 
in the country of training. From the results, it can be concluded that the main 
discriminatory expressions at work at UEM were on the basis of family situa-
tion and position at the workplace. Women experience discrimination in these 
areas significantly more than men. The survey indicated similar patterns of dis-
crimination experiences based on skin -colour while in the country of training 
in (i.e South Africa and  Sweden). However these experiences were differently 
articulated in the interviews.  

Policy implications
As displayed, the Mozambican higher education and research system still hosts 
comparatively few individuals holding PhD degrees. This, along with persist-
ing weak research structures in most higher learning institutions and the cur-
rent massification of undergraduate programs, constitutes a strong argument 
for continuing to concentrate resources on UEM, where the preconditions for 
building research capacity are most favourable. 

Suitability for research training does not necessarily correspond with senior-
ity and position. The recruitment process is an important and sensitive area for 
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further policy work and research, because the individual characteristics of can-
didates in terms of age, gender, qualifications and not least suitability all have 
implications for career development and mobility. Future policy work should 
consider options for more competitive recruitment processes through, for exam-
ple, open calls, which will enable the intake of qualified and suitable candidates, 
including from postgraduate programs. 

The situation of female candidates in the program needs to be acknowledged. 
Special attention should be given to the problem of entry into the program at 
a later age faced by female applicants – perhaps by allowing for a later start by 
female candidates. Also germane are the too short stays in country of training 
due to family responsibilities, resulting in deficiencies of supervision and lack of 
time for research. 

The situation of co-supervision at UEM needs to be acknowledged. The pro-
gram should initiate discussion among stakeholders on how to improve condi-
tions for co-supervision. This is crucial, since an active and deliberate policy 
on co-supervision is indispensable to the emergence of local PhD programs at 
UEM.    

In addition, different types of discrimination in the training situation, both 
at UEM and in the country of training, need to be tackled by stakeholders. Of 
particular importance is the situation of candidates training in South African 
institutions.   

8.2	Theme	II:	Mobility	and	career	development	after	graduation:	positions	and		
working	conditions			
Regardless of gender and academic discipline, a significant share of researchers 
trained in the program during the period 1990-2012 have remained at UEM. 
Despite reportedly low salaries and increasing workloads, UEM is still the most 
attractive workplace for most graduates. The fact that all held staff positions 
at the time of recruitment to the PhD program may serve as one explanation. 
Among graduates reporting having left UEM, mainly for positions in govern-
ment agencies or other universities in the country, a considerable number re-
tained some connection to UEM, mostly teaching. Taken together, the goal set 
for the program – training individuals to establish research capacity at UEM 
– seems to have been met, at least in term of the individuals in place at UEM.    

The relatively low number of staff members holding PhD degrees at UEM 
has meant fast career development for some of the graduates, both in their de-
partments and in the university administration. Notably, women represent a 
significantly lower share of those who have achieved a high position at UEM. 
This confirms the results from earlier studies of women’s career development 
in academia, which indicate a significantly higher presence of women in lower 
positions. 
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Supplementary income from consultancies is widespread among graduates 
and is an accepted part of academic life at UEM. A noteworthy conclusion 
from the interviews is that, in the context of weak research resources at UEM, 
consultancy does not necessarily draw attention away from research but may 
also be a channel for applying and communicating already produced research 
results. Consultancy could also enable the identification of new research areas 
and questions and capacity building. Researchers often conducted research as 
part of their consultancy work. This was particularly evident in the sciences and 
engineering.  

Even though the attainment of a PhD has meant a lot to many of the gradu-
ates, the degree has been more important in boosting their status and self-con-
fidence than for the actual work. The correspondence between the intended 
application of the PhD degree and the actual work at UEM was low for a con-
siderable share of the graduates, leaving a feeling of being over-qualified among 
many of them. Basically, many performed the same duties after graduation as 
they had before entering the training program. Lack of resources to conduct 
research stands out as the principal factor impeding the application and trans-
mission of the acquired academic skills.

Salary, working conditions and degree of independence stand out as the 
principal sources of dissatisfaction among the graduates. The results are mainly 
applicable to graduates with positions at UEM. Apart from dissatisfaction with 
salaries, which is comparably absolute in character, the other two factors (which 
are intimately linked) involve more complex sets of explanatory factors requiring 
more in-depth analysis. An initial hypothesis in such analysis is that the increas-
ing teaching load and administrative burden experienced by many graduates 
constitute the main variables. These factors, along with the somewhat higher 
dissatisfaction with career-advancement opportunities experienced by female 
graduates, need also to be further studied in relation to structures and expres-
sions of different types of power.   

Intimately linked to working conditions is the potential presence and ex-
pression of different forms of discrimination in the workplace. From the survey 
results, it can be concluded that female graduates seem to experience more dis-
crimination in their current work positions than males. Still, the survey results 
indicate lower levels of discrimination experienced among the graduates, which 
was also confirmed by the results of the interviews. Unlike the candidates, the 
interviewed graduates were generally unwilling to talk about their experience of 
discrimination. Paraphrasing Paul Willis’s theory of personal trouble and public 
problems, it has been suggested that reluctance to talk about problems in aca-
demia is built on a general fear of “becoming the problem,” which in a longer 
perspective also reinforces the tendency to individualise problems of discrimina-
tion in the academy (Mählck 2003). However, as gender research has shown, the 
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reluctance to talk about experiences of discrimination in academia doesn’t mean 
that discriminating practices don’t exist (Morley 1999,Mählck 2003, Bennet 
2002, Mabukela & Magubane 2004). From studies in Commonwealth uni-
versities, we know that women are systematically excluded from processes of 
recruitment and from social and informal networks. Women have less access to 
university infrastructure and career possibilities and are more sexually harassed 
and/or belittled at universities compared to men (Morley et al. 2003, 2006). So 
far, there is little comparative research on how structures of inequality in the 
academy are produced and maintained. In this growing field, there are indica-
tions that similar, although not identical, processes of inclusion/exclusion based 
on gender and race are at work in academic workplaces in different geopolitical 
places (Morley 2006, Thaver and Mählck 2010). Against this backdrop of an 
apparently global pattern of gendered inequality and gender-based discrimina-
tion in higher education institutions, we suggest that the findings from this 
study constitute no exception, although more research is needed into how and 
why these mechanisms are produced and maintained as well as into forms of 
resistance. 

The willingness to conduct research is much greater than the resources and 
time available. The great majority of graduates have continued to do research, 
but on a quite small scale. Less the 10 per cent of the graduates spend 50 per cent 
or more of their time on research, regardless of gender. Graduates in the social 
sciences and humanities, being the disciplines requiring fewest resources for 
research, reported the lowest research activity. This finding has not been inves-
tigated further in this study, but an explanation could be the greater expansion 
of undergraduate students in these disciplines and the increased teaching load 
flowing from that. Regardless of the variations among disciplines, the conclu-
sion on the volume of research activities among the graduates is on the whole 
quite discouraging. Generally, long-term support to raise research qualifications 
among staff members at UEM has not resulted in a noteworthy expansion and 
intensification of research activity. This is further confirmed by the reported 
feeling of doing the same work after entering PhD training as before. Lack of 
resources for research after graduation, along with increasing demand for under-
graduate teaching are the two main impediments to the emergence of a research 
culture at UEM. Consequently, research capacity-building at UEM does not 
keep pace with the current expansion of undergraduate enrolment. This situa-
tion will persist for as long as the main political priority for UEM is as provider 
of tertiary education and not research. 

In contrast to the intense policy and academic discussion of the problem of 
brain drain among highly skilled individuals originating in African countries, 
the conclusion from this study suggests remarkably low mobility among the 
PhD graduates, geographical as well as sectoral. Since graduation, the great ma-
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jority of the graduates have remained in Mozambique and as staff members at 
UEM. Accordingly, the support for PhD training has definitely resulted in the 
building of a foundation for research at UEM in terms of qualified individuals. 
While a low degree of mobility means a higher availability of qualified indi-
viduals at UEM, it could also mean loss of the competencies, experience and 
contacts acquired through mobility. In this regard, it has been suggested that 
the mobility of researchers is an indicator of their competence and flexibility 
(MORE 2010). Lack of attractive offers for career development abroad or in 
other sectors of Mozambican society and feelings of loyalty towards UEM were 
given as explanations for the relative absence of mobility. Another explanation 
could be that the low research activity per se has hampered participation in in-
ternational research programs and networks, which in turn has resulted in less 
exposure to positions abroad and incentives to look for them. In any event, the 
factors underlying the low mobility, as well as the conditions for mobility among 
this group need to be further studied. 

Policy implications
The conditions for research at UEM need to be strengthened. Measures are 
needed to counter the current low pay-off for having a PhD degree in terms 
of ability to conduct research. If UEM is to be a centre of excellence in both 
the country’s tertiary education system and in scientific production, current re-
sources going to undergraduate training must be supplemented by additional re-
sources for research. One possible way forward is to construct different postdoc-
toral programs, for research at UEM and abroad. To raise UEM’s international 
research profile, there is also a need to consider developing sabbatical programs 
that will encourage leading international researchers to spend their sabbaticals 
in Mozambican institutions, thus allowing high-quality interaction between lo-
cal researchers and their international colleagues. 

The conditions for career development among female graduates needs be 
acknowledged. This study indicates difficulties for women in reaching higher 
university positions, and there is a need to initiate discussion of the factors un-
derlying this situation. Explanations emphasise structural issues, the researchers’ 
individual dispositions and the relationship between researchers and institu-
tions, but they also need to highlight the responsibility of higher education in-
stitutions and their key representatives, such as donors, rectors, heads of depart-
ment and program coordinators, rather than placing all the responsibility on in-
dividual women or families. This is not to suggest that gender differences in the 
private sphere do not cause problems for women academics. On the contrary, 
it is important to take all the aspects of women’s lives into account in building 
a research landscape that is open to research talents regardless of gender or the 
other social relations that currently produce differing conditions for research.  
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There is reason for concern regarding the low mobility shown among the 
graduates. In the global competition between universities, degree of internation-
alisation has become crucial element in success and positioning. A high degree 
of mobility among students and researchers is perhaps the most important factor 
for successful internationalisation, since a high inflow and outflow of researchers 
and students is assumed to increase the quality of the institution’s activities. To 
prevent UEM from becoming isolated from the international sphere of higher 
education and research, there is a need to acknowledge the problem of low mo-
bility, particularly among researchers. Construction of different postdoctoral 
and sabbatical programs could be a way to increase mobility and, ultimately, the 
quality of research activities at UEM.   
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Appendix

Appendix	I:	Methodology					

Sample	
The questionnaire was sent to all 159 traced individuals. The response rate was 
51.6 per cent (82 individuals). Of the respondents, 56.1 per cent hold a PhD 
(46 individuals in total, 31 with degrees from Sweden and 15 with degrees from 
South Africa) and 43.9 per cent are in training (36 individuals, 18 each in train-
ing in Sweden and in South Africa). This is a comparatively good response rate.44 
In total, 20 interviews were conducted and analysed. For this group of research-
ers, we have striven for maximum variation in gender, age, discipline and year 
of graduation. Seven women and 13 men were interviewed. The positions held 
were lecturer, head of department, head of NGO, dean, vice rector and senior 
policy advisor. 

Table: 1.1 Total sampled population by country of graduation/training, discipline and gender 
Sweden South Africa

Med Sci Soc Vet Tech Agri Med Sci Soc Vet Tech Agri Tot

F M F M F M F M F M F M F M F M F M F M F M F M F/M

Graduated 9 1 1 12 3 1 1 1 1 12 0 3 0 0 0 14 3 1 0 2 0 0 0 0 65

In training 9 8 12 24 4 2 0 0 0 3 0 7 0 0 2 7 6 1 3 1 0 3 0 2 94

Total 18 9 13 36 7 3 1 1 1 15 0 10 0 0 2 21 9 2 3 3 0 3 0 2 159

Drop-outs (5 in total, 4 in medicine and one in agricultural science) are excluded. 

Method
The survey and interviews have been analysed using a multi-methods approach 
(Allwood 2004). This means different perspectives on research careers and mo-
bility can be discussed and/or combined and integrated (Allwood 2004). The 
survey has been designed and coded with the help of Artologik web-based soft-
ware.45 In terms of representation of certain categories, the response rate has also 
been fairly high, particularly in the categories important to this study – gender, 
age, discipline, country of graduation/training and year of graduation. Thus, 
no weighting calculations of any categories of respondent have been made. The 
survey was organised around themes such as 1) the PhD student’s dates; 2) aca-
demic career and mobility after graduation with PhD; and 3) current research 
situation in Mozambique. Consequently, a large overview of tendencies within 
the group has been produced. 

44. The response rate for similar studies of European PhD graduates has been much lower, and 
was 11 per cent in the MORE project. 

45. Artologik survey and report is software for the construction and operation of web-based 
surveys. 
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Individual interviews were semi-structured around themes related to the 
survey, but also emphasised personal experience of mobility and/or stickiness, 
structures of inequality related to gender, age, academic discipline and context 
specific experiences of discrimination based on skin-colour and nationality. The 
interviews lasted on average between one and two hours (see appendix for inter-
view guide and letter of agreement). Most interviews were recorded and crucial 
sections have been transcribed. Interviews were also conducted with staff in 
strategic positions in the university administration and in relevant government 
bodies. Following the intersectional research design, tensions and contradic-
tions between differently situated researchers were particularly analysed. Atten-
tion was also given to tensions between the tendencies produced by large-scale 
mapping as compared to the nuances highlighted in the personal narratives 
during interviews. 

Limitations 
The study does not particularly explore recruitment processes for PhD training 
programs. This does not mean this is not an important aspect of the production 
and reproduction of research capacity. On the contrary, we suggest this topic 
would require a different research design that would require a longer period of 
fieldwork in order to gain the full archival access needed to trace researchers 
who applied but were not accepted, as well as to build the alliances and trust 
necessary to explore the possible functioning/non-functioning of the academic 
reward system. 

It is also worth noting that we only focused on researchers who participated 
in the Sida-funded program for research cooperation. Researchers who partici-
pated in other donor-supported PhD training programs have not been included. 
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Appendix	II:	Web-based	questionnaire	

2013-10-25 13.23Survey&Report

Sida 1 av 18http://sr.artologik.net/nordicafricainstitute/Admin/Default.aspx

Survey on mobility and career paths of Ph.D. holders in the Swedish
research cooperation with Mozambique

Information about the survey

This study is conduced by the Nordic Africa Institute, Uppsala, Sweden and financed by the
Embassy of Sweden, Maputo, Mozambique.  

This questionnaire is part of a project conducted by the Nordic Africa Institute in Uppsala, Sweden on
mobility and career paths of donor supported Ph.D. holders in Africa. The overall objective of the
project is to longitudinally and comparatively map and analyse modes and rationales behind mobility
and career paths/choices among Ph.D. holders in different academic disciplines funded within the
frames of different donor's support to institutional research capacity building in Africa. The project will
 primarily investigate the extent and direction of geographic and sectorial mobility over time and
perceptions and individual rationales behind mobility and career choices. An important part of the
project is also to investigate experiences made from participating in Ph.D. training programs. 

The main objectives of the questionnaire are:

- to collect internationally comparable data on the careers of holders of advanced research
qualifications.

- to establish and analyse trends in the career paths and mobility of highly qualified people in Africa.

This survey is specifically designed for the Ph.D. holders that have been trained within the frame of
the Swedish research cooperation with Mozambique. The survey covers all Ph.D. holders that have
graduated between 1980 and 2012.  

In this survey we will ask you questions about your participation in the Sida funded Ph.D. training
program and your mobility and career paths since graduation. 

Any information publicly released (such as statistical summaries) will be in a form that does not
personally identify you.

Your response is voluntary and failure to provide some or all of the requested information will not in
any way adversely affect you.

Actual time to complete the questionnaire may vary depending on your circumstances. On average, it
will take about 10- 20 minutes to complete the questionnaire.

Your assistance is essential to ensure that the results are meaningful. Your answers will be kept
strictly confidential and used for statistical purposes only.

The findings of the study will help the stakeholders involved in the research cooperation (Government
of Mozambique, Swedish development actors and universities) to set up  appropriate policies with
regard to highly qualified people in order to ensure their career developments and to improve
development support to research training.  

For further information about the project please visit the web site www.nai.se or contact the project
leader Måns Fellesson - mans.fellesson@nai.uu.se

Thank you very much for your time and collaboration
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The Nordic Africa Institute
Box 1703, 751 47 Uppsala, Sweden
Phone: +46 18 471 52 00 
Fax: +46 18 56 22 90 
E-mail: nai@nai.uu.se

Module I : Socio-demographics 

1. Gender

Female

Male 

2. Year of birth  

3. Country of birth 

4. Country of residence 

5. Country or countries of citizenship 

6. Marital status 

Married 

Single 

Divorced
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Widowed 

Partner

Other 

7. Do you have children?

Yes

No

8. If yes on question 7, how many? 

1

2

3

4

5 and more

9. If yes on question 7, how old is your youngest child?

0 - 5

6 - 10

11 - 15

16- 20

21 -

10. If yes on question 7, how old is your oldest child? 

0 -5

6 - 10

11 - 15

16 - 20

21 - 

Module II : Educational attainment
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11. Year of starting Ph.D. training 

12. Year of graduation Ph.D. degree 

13. Country of graduation Ph.D. degree

14. Discipline of science Ph.D. degree 

Social science 

Science

Medicine 

Humanities

Technology 

Agricultural science 

15. Year of master degree or equivalent 

16. Discipline of science master degree 

Social science 

Science 

Medicine 

Humanities 

Technology  

Agricultural science 

Module III : The period of Ph.D. training 
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17. Was your Ph.D. training organized in accordance with the "Sandwich" model? 

Yes

No, please specify how it was organized

18.  Which university did you belong to before starting your Ph.D. training?

Eduardo Mondlane University 

Other university, please specify

19. In what country did you graduate (Ph.D. level)? 

In Sweden

In South Africa

In another country, please specify country and university

20. If graduated in Sweden please specify cooperation university and department in Sweden

21. If graduated in South Africa please specify cooperation university and department in South
Africa

22. What type of dissertation did you write? 

Dissertation by monograph 
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Dissertation by articles 

23. What was your position at the time of starting the Ph.D. training  

Post-graduate student

Staff member 

Other. Please specify 

24. If graduating in Sweden, how many months in total did you spend in Sweden during your
period of Ph.D. training? 

0 - 6 months

7 - 13 months

14 - 19 months

20 - 26 months

More than 26  months  

25. If graduating in South Africa, how many months in total did you spend in Sweden during
your period of Ph.D. training? 

0 - 6 months

7 - 13 months

14 - 19 months

20 - 26 months

More than 26  months  

26. What was the average number of months each stay? 

2 - 3 months 

4 - 5 months

6 - 7 months

8 - 9 months

10 - 11 months 

12 - 
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27. How did you experience the period of training in relation to the following aspects?

 Mostly very
good

Mostly good Mostly difficult Mostly very
difficult

Period of research
training while at the
host university in
Sweden/South Africa

Period of research
training while at the
home university in
Mozambique

Supervision in
Sweden/South Africa 

Co-supervision in
Mozambuque 

Resources (equipment
and time) for research
at the host university in
Sweden/South Africa

Resources (equipment
and time) for research
at the home university
in Mozambique 

28. To what extent have you during the time of Ph.D. training while in Sweden/South Africa
experienced discrimination ranging from unwanted attention to direct harassment on the basis
of the following?  

 To a very
large extent 

To a large
extent

To a small
extent 

To a very
small extent 

Not at all  

Gender

Age 

Ethnic background

Socio-economic
background (class) 

Color of skin 

Sexual orientation 

Disability

Position at the
workplace 

Family situation (caring
responsibility children,
parents, etc) 
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29. To what extent have you during the time of Ph.D. training while at your home university in
Mozambique experienced discrimination ranging from unwanted attention to direct
harassment on the basis of the following?  

 To a very
large extent 

To a large
extent

To a small
extent 

To a very
small extent 

Not at all  

Gender

Age 

Ethnic background

Socio-economic
background (class) 

Color of skin 

Sexual orientation 

Disability

Position at the
workplace 

Family situation (caring
responsibility children,
parents, etc) 

30. Describe in short, what did you experience as being the most positive features of the
"sandwich" model? 

31. Describe in short, what did you experience as being the most negative features of the
"sandwich" model? 

32. At present, do you have any contact with the collaborating (Ph.D. graduating) department in
Sweden, South Africa or elsewhere?   

Yes

No

33. if yes, what type of contact?

Research cooperation, joint research project 

Lecturing 

Supervision of Ph.D. candidate 

Administrative collaboration 



87

Academics on the Move
2013-10-25 13.23Survey&Report

Sida 9 av 18http://sr.artologik.net/nordicafricainstitute/Admin/Default.aspx

Other, please specify

Module IV : Employments/positions since graduation - sectorial mobility

34. Where is your current principal employment/position?

Eduardo Mondlane University 

Other university in Mozambique. Please specify below which university 

Other university outside Mozambique. Please specify below which country and university 

Other government/public agency/organization/actor in Mozambique. Please specify below which
agency/organization/actor 

Private sector company/organization/actor in Mozambique. Please specify below which
agency/organization/actor 

International donor/aid organizations/ NGOs in Mozambique. Please specify below which
organization/NGO    

Other government/public agency/organization/actor outside Mozambique. Please specify below
which country and agency/organization/actor 

Private sector company/organization/actor outside Mozambique. Please specify below which
country and agency/organization/actor 

International donor organizations/ NGOs outside Mozambique. Please specify which country and
organization/NGO   

Self-employed. Own business/consultant  

Unemployed

Other. Please specify

Specify:

35. Do you currently have more than one income generating employment/job/activity?  

Yes. Specify below how many and what type

No
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36. What is your current position?

Executive (minister, director general, etc)

Professor

Associate professor

Head of department

Lecturer

Professional staff (medical doctor, agronomist, forester, etc)

High official/official government organization, international organization, NGO 

Senior management, middle management (private sector) 

Consultant 

Other, please specify

37. Are you working on research with researchers in a country other than the one you are
living in any of the following ways?

 Yes No

Working on a joint
publication with people
in another country

Collaborating at a
distance on a joint
research project with
researchers in another
country

Fund raising
collaboration, joint
applications

38. If you have collaboration with researchers in other countries, which region does it mainly
concern?   

Africa 

Europe 

North America
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Latin America

Asia

Module VI : Working conditions  

39. To what extent has your Ph.D. degree contributed to your current position? 

 Very much Much Little Very little

40. To what extent do your current work tasks correspond to your academic qualifications? 

 To a very
large extent

To a large
extent 

To a small
extent 

To a very
small extent 

Not at all

41. If low degree of correspondence, please indicate if you feel over-qualified or under-
qualified

Over-qualified 

Under-qualified

42. Please rate your satisfaction with your current position 

 Very satisfied Satisfied Dissatisfied Very
dissatisfied 

Salary 

Working conditions

Job security 

Opportunities for career
advancement

Intellectual challenge 

Level of responsibility 

Degree of
independence 

Contribution to society 
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Social status

Overall level of
satisfaction 

43. To what extent have you from time of graduation up to your current position experienced
discrimination ranging from unwanted attention to direct harassment on the basis of the
following?  

 To a very
large extent 

To a large
extent

To a small
extent 

To a very
small extent 

Not at all  

Gender

Age 

Ethnic background

Socio-economic
background (class) 

Color of skin 

Sexual orientation 

Disability

Position at the
workplace 

Family situation (caring
responsibility children,
parents, etc) 

44. Besides your current position, how many employment/positions have you held since
graduation?

1 - 2 positions

3 - 4 positions

5 - 6 positions

7 - 8 positions

9 - 10 positions 

More than 10 positions 

45. How many employments/positions at an university as researcher/teacher/administrator 

1 - 2 positions

3 - 4 positions

5 - 6 positions

7 - 8 positions

9 -10 positions
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More than 10 positions 

46. If you have had employments/positions outside the university, what type? The selection of
multiple  options is possible

Other government/public agency/organization/actor in Mozambique. Please specify below which
agency/organization/actor 

Private sector company/organization/actor in Mozambique. Please specify below which
agency/organization/actor 

International donor/aid organizations/ NGOs in Mozambique. Please specify below which
organization/NGO    

Other government/public agency/organization/actor outside Mozambique. Please specify below
which country and agency/organization/actor 

Private sector company/organization/actor outside Mozambique. Please specify below which
country and agency/organization/actor 

International donor organizations/ NGOs outside Mozambique. Please specify which country and
organization/NGO   

Self-employed. Own business/consultant

Other. Please specify

Specify:

Module V : Employments/positions since graduation - geographic mobility

47. Have you ever worked abroad since graduation?

Yes

No

48. if yes, please provide the name(s) of the country (countries) and duration of stay for each
country

49. What kind of work/positions did you have during your stay(s) abroad? Several options
possible  
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Researcher

Lecturer 

Official (government, international organization, NGO)

Employee in the private sector 

Consultant 

Other, please specify

50. How important have the following aspects been for your decisions to work abroad? 

 Very important Important Minor
importance 

Not important at
all

Working
conditions/facilities for
research

Salary 

Career development 

Language/culture 

Recognition of
educational degrees 

The existence of
leading experts in your
field

Existence of alternative
employments 

Development
opportunities for family
members (schools,
employment, etc)

Other important aspects: 

51. If you have a position at an university, to what extent do you conduct research? 

 Full-time
75 % of
full-time 

50 % of
full-time

25 % of
full-time 

Less than
25 % of
full-time 

No at all
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52. If you conduct research, how is it financed?

The government  (Mozambique)

International donor 

International research funding (foundations) 

Private funding (business, industry) 

Other, please specify

53. If you conduct research to what extent have you, since graduation, published your
research results in the following types of publications?   

 To a large
extent 

To some
extent 

To a small
extent 

Not at all  

Peer-reviewed international
journals 

Peer-reviewed national journals

University reports  

Other reports
(government/international
organizations, NGOs, private
sector) 

Books

Teaching material 

Papers for
seminars/conferences/workshops 

54. To what extent are you involved in following types of research network?

 To large extent To some extent To a small
extent 

Not at all

International (global)
research networks
involving researchers
from many countries

Pan-African or regional
research networks
involving researchers
from African countries 

National research
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networks involving
researchers from
Mozambiquan research
institutions 

55. If you have a position at an university, to what extent are you involved in coursework
lecturing? 

 Full-time
75 % of
full-time 

50 % of
full-time

25 % of
full-time 

Less than
25 % of
full-time 

No at all

56. Do what extent do think your research results have contributed to the following ? 

 To large extent To some extent To a small
extent 

Not at all  

Policy development
(government) 

Poverty reduction in
Mozambique 

Advancement of the
international research
frontline 

Advancement of the
national research
frontline

57. How many publications of the following types have you had since graduation? 

 No
publications 

1 - 3 4 - 6 7 - 9 10 - 12 13 or
more

Peer-reviewed international
journals

Peer-reviewed national journals

University reports (non peer-
reviewed)

Books

Papers for
seminars/conferences/workshops

Module VII : Future plans
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58. If picture yourself three years from now, to what extent do thing you are doing the
following?

 Most likely Possibly Not likely Don't know

Work at the Eduardo
Mondlane University as
a researcher 

Work at the Eduardo
Mondlane University as
a lecturer  

Work at another
university/university
collage in Mozambique 

Work at an
university/research
institution in another
country in the region 

Work at an
university/research
institution in another
country outside Africa 

Work for a government
agency in Mozambique
 

Work for an
international
organization/NGO in
Mozambique 

Work for an
international
organization/NGO
abroad 

Work for a private
business company in
Mozambique  

Work for a private
business company
abroad 

Having my own
business (consult)

59. Would you be interested in positions at universities or other employments abroad?  

Yes

No  
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60. If yes, how do you rate the importance of the following potential obstacles for mobility?  

 Very important
factor 

Important factor Not so important
factor

Not important at
all 

Lack of employment
opportunities 

Language limitations 

Family situation 

Risk of discrimination
(gender, age, ethnic
and social background,
skin color, disability,
sexual orientation)  

Many thanks for your participation 
Please do not forget to send back the questionnaire
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Mobility	and	careers	paths	among	Ph.D.	holders	in	the	Swedish	research	collaboration	
with	Mozambique	1990	–	2012

Module I: Socio-demographics 
Background:
Age
Parents’ occupation and self-categorisation of class background. 
Marital status
Children, how many and year of birth
Country of residence, country of citizenship 
Self-categorisation of ethnicity and race

Module II: Educational attainment
Year of entering PhD training   
Year of PhD examination 
Country of graduation of PhD

Module IV and V: Employment/ positions since graduation – sectoral and geographic 
mobility 
Where/what is your current employment/position? How did you get your cur-
rent position?
Do you have more than one employment/position or income generating activ-
ity? 
Can you describe your journey from graduation to your position today; does it 
include mobility (sectoral, geographic, vertical)? 
What as been the incentives/motivations for your career choices? What have 
been most difficult, easy/rewarding with your career development? 
What have been hindering/impeding factors for your career development – fore-
most related to mobility?  
To what extent and in what way has your Ph.D. degree contributed to your cur-
rent position?  
Do your current work tasks correspond to your academic qualification? 
Has your research work been cited or used in any other ways in your country of 
residence, how? 
What kind of networks do you currently have? (Types, regions)  
Do you have any contacts with the collaborating department/researchers in 
Sweden? What kind of contact– network, etc. and what have it meant for your 
career development?  
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Module VI: Development of research and higher education
How do you view the current development of research and higher education in 
Mozambique? (Development, policy priorities and challenges) Can you describe 
research policy priorities in terms of basic research and applied research? What 
about commodification of research in policy and practice? What is the effect on 
research capacity building and aspects of equality such as gender? 
Can you describe the horizon of internationalization in Mozambique? (Relation 
to other countries and regions, types of relations) 
In what ways have the development of research and higher education in Mozam-
bique influenced your career development?    

Module III: The period of PhD training 
What do you think are the advantages/disadvantages with the “sandwich” mod-
el?
Can you describe the recruitment process? (Process of selection, information, 
discrimination) 
Which university and department in Sweden/South Africa were you affiliated 
to?
What was your research topic, how come you ended up with this topic? Could 
choose your supervisors? To what extent could you influence these processes? 
How often did you go to Sweden/ South Africa? 
What have been most difficult, easy/rewarding with your Ph.D. training? 
How did you experience your staying in Sweden/ South Africa in terms of:

– The administrative arrangements? (Booking travels, housing, salaries, ac-
cess to university facilities, visa procedures)

– The scientific rewards (development for your PhD training ie thesis and 
courses)

– Social relations i.e. integration in formal and informal networks and re-
search collaborations at the Swedish/ South African department

– How did you organise your family life during this period? Did your family 
life change during this period, how? 

– Can you describe what emotions/feelings are attached to this period of your 
life?

Did your relationship to your colleagues and your position at the department 
in your country of residence change as consequence of entering Ph.D. training? 
How? 
Have you experienced negative treatment during your PhD training in Sweden/ 
South Africa and/or at your home university in terms of harassment or subtle 
discrimination based on your sexuality, gender, age, social class background, 
ethnicity or skin colour? Please describe. 
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Do you think your experiences of the previous question would have been differ-
ent if you have had another gender, sexuality, age, class background, ethnicity 
or skin colour? 
Within the program, what social attributes were associated with a good re-
searcher? Did it differ between the department in Sweden/South Africa and in 
your home university? Have the features changed over time? 
Can you visualise a good researcher? 

Module VII: Future plans 
What are your future plans? (mobility and career development) 

Would you like to ask me something, about the study or any of the questions, 
make any adjustments to the answers?
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Appendix	IV:	Ethical	information	to	the	respondents

Study	on	mobility	and	career	paths	of	Ph.D.	holders	in	the	Swedish	Research	cooperation	
with	Mozambique

Ethical information about the project
This study is conduced by the Nordic Africa Institute, Uppsala, Sweden 
and financed by the Embassy of Sweden, Maputo, Mozambique.  
The study is part of a project conducted by the Nordic Africa Institute in Upp-
sala, Sweden on mobility and career paths of donor supported Ph.D. holders in 
Africa. The overall objective of the project is to longitudinally and comparatively 
map and analyse modes and rationales behind mobility and career paths/choices 
among Ph.D. holders in different academic disciplines funded within the frames 
of different donor’s support to institutional research capacity building in Africa. 
The project will primarily investigate the extent and direction of geographic and 
sectoral mobility over time and perceptions and individual rationales behind 
mobility and career choices. An important part of the project is also to investi-
gate experiences made from participating in Ph.D. training programs. 

The project has been ethically tested and approved by the Central Ethical 
Review Board in Uppsala, Sweden. The project is done in accordance to the 
regulations of Swedish ethics in research.

Your answers will be kept strictly confidential and used for research purposes 
only.

Any information publicly released (such as statistical summaries or quotes) 
will be in a form that does not personally identify you.

Your response is voluntary and failure to provide some or all of the requested 
information will not in any way adversely affect you.

You can at any time choose to discontinue the interview.  
For further information about the project please visit the web site www.nai.

se or contact the project leader Måns Fellesson – mans.fellesson@nai.uu.se 

The Nordic Africa Institute

Box 1703, 751 47 Uppsala, Sweden
Phone: +46 18 471 52 00 
Fax: +46 18 56 22 90 
E-mail. nai@nai.uu.se
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CURRENT AFRICAN ISSUES PUBLISHED BY THE INSTITUTE
Recent	issues	in	the	series	are	available	electronically		

for	download	free	of	charge	www.nai.uu.se

 1981
1. South Africa, the West and the Frontline 

States. Report from a Seminar.
2. Maja Naur, Social and Organisational 

Change in Libya.
3. Peasants and Agricultural Production 

in Africa. A Nordic Research Seminar. 
Follow-up Reports and Discussions.

1985
4. Ray Bush & S. Kibble, Destabilisation in 

Southern Africa, an Overview. 
5. Bertil Egerö, Mozambique and the 

Southern African Struggle for Liberation. 
1986

6. Carol B.Thompson, Regional Economic 
Polic under Crisis Condition. Southern 
African Development. 

1989
7. Inge Tvedten, The War in Angola, Inter-

nal Conditions for Peace and Recovery.
8. Patrick Wilmot, Nigeria’s Southern Af-

rica Policy 1960–1988. 

1990
9. Jonathan Baker, Perestroika for Ethiopia: 

In Search of the End of the Rainbow?
10. Horace Campbell, The Siege of Cuito 

Cuanavale. 

1991
11. Maria Bongartz, The Civil War in Soma-

lia. Its genesis and dynamics. 
12. Shadrack B.O. Gutto, Human and 

People’s Rights in Africa. Myths, Realities 
and Prospects.

13. Said Chikhi, Algeria. From Mass Rebel-
lion to Workers’ Protest. 

14. Bertil Odén, Namibia’s Economic Links 
to South Africa. 

1992
15. Cervenka Zdenek, African National 

Congress Meets Eastern Europe. A Dia-
logue on Common Experiences. 

1993
16. Diallo Garba, Mauritania–The Other 

Apartheid? 

1994
17. Zdenek Cervenka and Colin Legum, 

Can National Dialogue Break the Power 
of Terror in Burundi? 

18.  Erik Nordberg and Uno Winblad, Ur-
ban Environmental Health and Hygiene 
in Sub-Saharan Africa. 

1996
19. Chris Dunton and Mai Palmberg, Hu-

man Rights and Homosexuality in South-
ern Africa. 

1998
20.  Georges Nzongola-Ntalaja, From Zaire 

to the Democratic Republic of the Congo.

1999
21. Filip Reyntjens, Talking or Fighting? 

Political Evolution in Rwanda and Bu-
rundi, 1998–1999. 

22. Herbert Weiss, War and Peace in the 
Democratic Republic of the Congo.

2000
23. Filip Reyntjens, Small States in an Un-

stable Region – Rwanda and Burundi, 
1999–2000.

2001
24.  Filip Reyntjens, Again at the Crossroads: 

Rwanda and Burundi, 2000–2001.
25.  Henning Melber, The New African Ini-

tiative and the African Union. A Prelimi-
nary Assessment and Documentation.

2003
26.  Dahilon Yassin Mohamoda, Nile Basin 

Cooperation. A Review of the Literature.

2004
27. Henning Melber (ed.), Media, Public 

Discourse and Political Contestation in 
Zimbabwe.
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28. Georges Nzongola-Ntalaja, From Zaire 
to the Democratic Republic of the Congo. 
(Second and Revised Edition)

2005
29. Henning Melber (ed.), Trade, Develop-

ment, Cooperation – What Future for 
Africa?

30. Kaniye S.A. Ebeku, The Succession of 
Faure Gnassingbe to the Togolese Presi-
dency – An International Law Perspec-
tive. 

31. J.V. Lazarus, C. Christiansen, L. Rosen-
dal Østergaard, L.A. Richey, Models for 
Life – Advancing antiretroviral therapy 
in sub-Saharan Africa.

2006
32. Charles Manga Fombad & Zein Ke-
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