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Abstract 
The position of refugees at different levels in the labour market has become the subject of heated 
academic and political debate in Sweden as well as in other EU countries. The debate generally 
revolves around factors that affect the macro level structure such as employment of refugees 
and their descendants, economic costs and the benefits of migration and integration. The posi-
tion of underrepresented groups in the labour market is explained as a consequence of either 
discrimination or lack of relevant social capital, language skills, job search strategies and job 
skills, to name a few. This paper has two parts. First, we introduce the project, Integration and 
inclusion of migrants in and through their vocation and work. Then we explore literature and 
LdeQWLI\ IacWRUV WKaW caQ SURPRWe RU KLQdeU VNLOOed UeIXJeeV¶ acceVV WR WKeLU RULJLQaO YRcaWLRQ LQ 
Sweden. The systematic review points to several factors as central, such as networks, language 
and knowledge of cultural practices. 
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1 Introduction to the project, Integration and inclusion of migrants in and through 
their vocation and work 

The aim of this paper is twofold: first, to introduce the theoretical background and the rationale 
of the project, and second, to present the status of research vis a vis factors that facilitate or 
LPSede UeIXJeeV¶ acceVV WR WKeLU YRcaWLRQV LQ SZedeQ. TKe SaSeU LV VWUXcWXUed accRUdLQJO\ ² 
we will first briefly describe the project, then describe the Swedish research in the area and 
finally, discuss this research in relation to relevant international research. 

The position of refugees in the Swedish labour market has been, and still is, a subject of 
academic and political debate. Sweden is not unique. This debate is on-going in all EU member 
states and beyond the borders of the EU member states. In addition, there is a common theme 
in this debate: refugees are depicted as unable or are marginalised in the labour market (e.g., 
Dahlstedt, 2011; Joyce, 2015; Petersson, 2014). However, there is an increasing number of 
refugees who have accessed their prior vocations in Sweden. This category of refugees is not 
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the focus of the debate; rather, research and political debate tend to focus on those who have 
dLIILcXOWLeV acceVVLQJ WKe SZedLVK OabRXU PaUNeW. OXU SURMecW IRcXVeV RQ ³VXcceVVIXO UeIXJeeV´. 
That is, refugees who have re-entered their vocations in Sweden, and the pertinent question is: 
what have they done differently to access their vocations when many with similar backgrounds 
(education and training) have failed? The objective of the research project is, hence, to identify 
mechanisms that can contribute to the integration of skilled refugees into their vocations in 
Sweden. By skilled refugees we mean people who are not labour-market migrants and who 
have vocational skills from their countries of origin. We are interested in the perspectives of 
refugees and of their employers. 

1.1 Community of practice and integration as conceptual resources 

The theoretical framework of the project is grounded in the socio-cultural perspective, accord-
ing to which we mediate the world through language, artefacts and practices. Vocational 
knowledge is considered embedded in vocational communities of practice. By vocational prac-
tices, we mean interaction and communication at the workplace as well as the local rules, 
QRUPV, WRROV aQd WecKQRORJ\ XVed LQ a YRcaWLRQ. ³CRPPXQLW\ RI SUacWLce´ LV LaYe aQd WeQJeU¶V 
(1991, p. 98) concept, ³a VeW RI UeOaWLRQV aPRQJ SeUVRQV, acWLYLW\, aQd ZRUOd WKaW ³LV aQ LQWULQVLc 
cRQdLWLRQ IRU WKe e[LVWeQce RI NQRZOedJe´. HeUe, WKe cRPPXQLW\ RI SUacWLce UeIeUV WR WKe UeOa-
tions, knowledge and activity of a vocation in a workplace. Participation in a community of 
practice is consequently a process of becoming and being an accepted member of the commu-
QLW\ RI SUacWLce (LaYe & WeQJeU, 1991). ³BecRPLQJ´ LV a SURceVV RI acceVVLQJ, ZKLOe ³beLQJ´ 
is a process of achieving a legitimate participant status. In both processes, it is about acquisition 
of different types of cultural skills and competences as well as acceptance from the community 
of practice. To understand the processes of becoming and being a legitimate participant in a 
community of practice, we adopt a socio-cultural perspective that departs from the notion that 
we interpret and describe the world in different ways and exchange experiences (Säljö, 2015). 

IW LV LPSRUWaQW WR VWUeVV WKaW ³OeJLWLPaWe SeULSKeUaO SaUWLcLSaWLRQ´, accRUdLQJ WR Lave and 
Wenger (1991), is a position an individual occupies when they are a novice in the vocation in 
UeOaWLRQ WR ³ROd-WLPeUV´, ZKR aUe cRQVLdeUed e[SeUWV. TKe PaMRULW\ RI UeIXJeeV, LUUeVSecWLYe RI 
their experience, are at the periphery of their communities of practice when they arrive in Swe-
den. When the individual finds employment, the appropriation process of becoming and being 
starts ² learning cultural tools, vocational language, artefacts and local rules (Säljö, 2015). In 
this process, skilled migraQWV¶ SaUWLcLSaWLRQ LQ YRcaWLRQaO SUacWLceV, LQcOXdLQJ SURIeVVLRQaO cRP-
munication, is important for learning. The use of vocational knowledge both acknowledges and 
legitimises a vocation (Lave & Wenger, 1991). 

The concept of community of practice and the ideas it presents has its critics; for example, 
Cairns (2011) stated that the concept does not fit well with the realities of modern workplaces 
where participating in and learning practices is insufficient ² one also needs to cross the 
boundaries of differenW SUacWLceV aQd WUaQVIRUP SUacWLceV. ReIXJeeV¶ VWUXJJOeV aUe abRXW cURVV-
ing boundaries and integrating the knowledge and skills acquired outside Sweden into the dif-
ferent communities of practice in Sweden. 

The concept of integration has been debated over the years. Some define it narrowly, to mean 
that migrants must conform to the norms and values of the dominant societal majority. This 
view has been sharply criticised by Penninx and Garcés-Mascarena (2016). They argue for a 
broader definition of integration, in which migrants are engaged in multiple fields or systems. 
Penninx and Garcés-Mascarena define integration as an open, non-QRUPaWLYe ³SURceVV RI be-
cRPLQJ aQ acceSWed SaUW RI VRcLeW\´ (2016, S. 14). AccRUdLQJO\, LQ WKLV VWXd\, Ze SeUceLYe LQ-
tegration as participation in the different life domains of the host society, focusing on the inte-
gration of migrants into their vocations in the Swedish labour market. 
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The research design is a comparative case study and data collection methods include inter-
views with refugees and employers and observations at workplaces. The study focuses specifi-
cally on three vocational areas: the health care sector, the construction sector, and the food 
sector. 

There is critical research on the participation of refugees in the Swedish labour market, as 
the literature review below will point out. These studies can be reduced to the following themes: 
a) ILQdLQJ ePSOR\PeQW RU QRW; b) IacWRUV WKaW IacLOLWaWe RU LPSede UeIXJeeV¶ acceVV WR WKeLU YR-
cations; c) measures to proPRWe acceVV WR ePSOR\PeQW aQd d) ePSOR\eUV¶ SeUVSecWLYeV. IW LV 
LPSRUWaQW WR SRLQW RXW WKaW WKeUe LV a cRQceSWXaO cRQIXVLRQ LQ WKe XVe RI WKe QRWLRQ ³LPPLJUaQW´. 
In Sweden, anybody who has moved to Sweden from another country, whether they came to 
Sweden as a labour immigrant, a refugee or as an asylum seeker, are regarded immigrants. In 
this short paper, we use the notion a refugee because we focus on people who have entered 
Sweden as refugees or asylum seekers in 2000-2020 and who have been awarded permanent 
residency. In addition, we use the notion of a migrant to highlight the broader phenomenon of 
migration. 

1.2 The general employment status of refugees 
There are many studies that show that the employment rate among foreign-born people in Swe-
den varies among people from different countries (Mulinari & Neergaard, 2005; Osman & 
Andersson, 2011; Petersson, 2014; Schierup et al., 2006). Refugees from Latin America and 
migrants from the EU have approximately the same employment rate as native-born people. 
Individuals from Asia and Africa on the other hand, have lower employment rates than the 
native-born Swedes, while individuals from the rest of Europe are somewhere in the middle. 
For example, refugees from the former Yugoslavia, after ten years in the country, show a sig-
nificantly higher rate of employment than refugees from Somalia (Petersson, 2014). In addition, 
this pattern is constant even for those people who have lived in Sweden for years. In other 
ZRUdV, IRU VRPe UeIXJeeV, WKe cRXQWU\ RI RQe¶V bLUWK LV aQ important factor in getting a job. 
Furthermore, employed refugees are often appointed to positions below that which their quali-
fications should reasonably entitle them to (Andersson & Fejes, 2010; Andersson & Osman, 
2008; Bengtsson & Mickwitz, 2019). There are various explanations for this. 

OQe e[SOaQaWLRQ LV WKe UeIXJeeV¶ OacN RI UeOeYaQW QeWZRUNV. A VWXd\ b\ WKe SZedLVK HLJKeU 
Education Authority (UKÄ, 2019) showed that foreign-bRUQ SeRSOe¶V OacN RI VRcLaO QeWZRUNV 
constrained their ability to find work on par with their educational level. This lack of relevant 
networks is essential and can be partly a consequence of the fact that refugees have a shorter 
history in the Swedish labour market than a person born in Sweden (e.g., Joyce, 2015; Mulinari 
& Neergaard, 2005; Osman, 2012; Vesterberg, 2015). 

Another common explanation identifies the sociocultural dimensions of vocation and skills 
² LQ RWKeU ZRUdV, WKe dLIILcXOWLeV WUaQVIeUULQJ UeIXJeeV¶ VNLOOV LQWR a QeZ cRQWe[W ² as an ob-
stacle to employment. This is particularly critical for non-European refugees who have acquired 
their skills, qualifications and competences in developing countries. Potential employers treat 
the qualifications of this category of jobseekers as irrelevant or inferior to local or EU qualifi-
cations and experiences (Andersson & Osman, 2008). 

Finally, discrimination and racism have been identified as a major obstacle for non-European 
refugees. Butorac (2014) stressed intersectional factors ² besides language, gender and race, 
Johansson and Sliwa (2016) examined gender, class and nationality. In other words, previous 
studies have focused on different types of deficits. These deficits, or a combination of these 
deficits, such as language, poor networks and discrimination, are said to lead to different types 
of social ills such as residential segregation of migrants and their descendants and the ethnifi-
cation of certain niches in the labour market (Andersson & Osman, 2008). 
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We now shift to the literature review to see what facilitates or impedes the access of refugees 
WR WKeLU YRcaWLRQV. We ZLOO OLPLW RXU ILQdLQJV aQd e[cOXde, IRU e[aPSOe, EXURSeaQ cLWL]eQV¶ 
migration to Sweden. 

2 Measures to facilitate or impede refugees¶ access to their vocation 
In collecting relevant literature, we used databases such as ERIC, Scopus, EBSCO and Science 
Direct. We employed the following search terms (the frequency of resulting hits is shown in 
parenthesis): migrant*1 labor market integration Swed* (168); Skill* migrant* labor market 
integration Swed* (15); migrant* validation Sweden (23); migrant* fast track Sweden (3); mi-
JUaQW* OabRU PaUNeW PeaVXUeV SZedeQ (23). TKeVe VeaUcK WeUPV ZeUe ORcaWed LQ ³Ne\ ZRUdV´; 
articles were published between 2000 and 2020 and were peer reviewed. In addition, we did 
several manual searches based on relevance for the review. The research team read 232 article 
abstracts and removed duplicates. In the final selection, we included 37 articles based on the 
UeOeYaQce RI WKe UeYLeZ TXeVWLRQ: ³WKaW IacWRUV IacLOLWaWe RU LPSede UeIXJeeV¶ access to their 
YRcaWLRQV LQ SZedeQ?´ 

Generally, it takes about five to seven years for refugees to establish themselves in the Swe-
dish labour market (e.g., Joyce, 2015). To facilitate and reduce this time, Sweden has imple-
mented several programmes such as the establishment programme, various introduction pro-
grammes and the Fast Track programme. The aim of the Fast Track programme is to help newly 
arrived skilled migrants to enter the labour market faster (Vågen et al., 2019). Thus, the pro-
gramme contributes bRWK WR PaWcKLQJ ePSOR\eUV¶ OabRXU QeedV aQd WR IaVWeU acceVV IRU UeIXJeeV 
to their prior vocations. A limitation of the programme is that it targets only those vocations 
and sectors where there is a shortage of employees. In the evaluation of the Fast Track pro-
gramme by the Swedish Public Employment Service (Vågen et al., 2019), which also hosts the 
programme, statistics showed that about 50% of programme participants were employed 19-21 
months after the start of the programme. The rate was lower (40%) in higher-level professions 
where a license was required such as medical doctors. An underlying assumption beyond the 
programme was that the cooperation between the Employment Service, the labour market, au-
thorities and educational organisers nationally, thus facilitating continuous dialogue between 
the different sections of the labour market, was key to success (Arbetsförmedlingen, 2017; 
Vågen et al., 2019). 

Validation is an important measure in all national programmes such as Fast Track. Anders-
son and Fejes (2010) raised the question of transferring knowledge and skills between different 
contexts. Diedrich (2014) VWUeVVed WKaW PLJUaQWV¶ SULRU VNLOOV ZeUe dLIILcXOW WR caWeJRULVe LQWR a 
stable, standardised occupational classification system and that the validation process was ar-
bitrary and inflexible. He called for a more open assessment that could capture the heterogene-
ity among skilled migrants. The Fast Track evaluation also called for clarification of the process 
of matching people and vocations (Arbetsförmedlingen, 2017). Participants in a study by Rodin 
et al. (2017) perceived another obstacle in the validation process to be the complexity and 
lengthy administrative procedures, also described by Bucken-Knapp et al. (2019). They pointed 
out that Fast Track participants with academic backgrounds said that their failure to access their 
former professions gave them a feeling of loss. Rodin et al. (2017) stated that skilled refugees 
were a group with cultural capital advantage but seemed to struggle with how to operationalise 
it in their new context. 

2.1 Language skills and cultural competence 
IQ WKe eYaOXaWLRQ RI FaVW TUacN, RQe RI WKe cKaOOeQJeV PeQWLRQed ZaV WKe PLJUaQWV¶ ZeaN OaQ-
guage proficiency despite the activities to strengthen skills in the Swedish language (Vågen et 

 
1  * means that it included different forms of search words 
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al., 2019). Rodin et al. (2017), who interviewed participants in the Fast Track programme, 
claimed that despite their appreciation for language training, the migrants perceived the training 
to be insufficiently linked to vocation-specific language. Bucken-Knapp et al. (2019) explored 
how Syrian refugees experienced the Swedish introduction programme, their findings suggest-
ing that the migrants, mostly the well-educated, were critical of the quality of language lessons. 
The lack of teacher-driven lessons, mixed groups, lots of self-study and arbitrary assessment of 
SaUWLcLSaQWV¶ OaQJXaJe VNLOOV ZeUe cULWLcLVed. A VWXd\ b\ AQdeUVVRQ aQd FeMeV (2010) WKaW ORRNed 
aW YaOLdaWLRQ RI YRcaWLRQaO cRPSeWeQce SURdXced VLPLOaU ILQdLQJV abRXW PLJUaQWV¶ e[SeULeQces 
of arbitrary assessment. Migrants claimed that validators of vocational competence had various 
arbitrary assumptions about the language level needed for employment, something that affected 
their assessment (Osman & Andersson, 2011). However, the importance of mastering a voca-
tional language was an opinion shared among the validators interviewed by the researchers. 
Andersson and Fejes (2010) said that migrants who lacked the terms and concepts of the voca-
tional language risked having their competence remain invisible. 

Another important aspect is cultural competence. Teaching participants about Swedish so-
ciety is integral to many introduction programmes and is something that has the potential to 
JUadXaOO\ cKaQJe SaUWLcLSaQWV¶ YaOXeV. FRU e[aPSOe, ILQdLQJV from a study based on a question-
naire survey conducted with participants in the Fast Track programme for teachers in Sweden, 
suggested a significant development towards more participation-oriented beliefs about learning 
(Economou & Hajer, 2019). The opportunity to learn cultural competence was identified as an 
outcome of vocational practice (Rodin et al., 2017). Besides cultural competence and lack of 
language skills, familiarity with the context was stressed as an explanation for the lower em-
ployment rate among refugees (Dehghanpour Farashah & Blomquist, 2020). 

2.2 Employers¶ perspectives 
There are significant differences among firms that recruit non-Western refugees, as Daunfeldt 
et al. (2019) found in their study of Swedish labour market statistics. According to their results, 
companies in service sectors such as hospitality, transport, and healthcare are much more likely 
to hire unemployed non-Western migrants than companies in high-tech and manufacturing in-
dustries. Furthermore, firms with non-Western managers recruit more than four times as many 
unemployed non-Western migrants than firms that have no managers with non-Western origins. 
The researchers explained this by highlighting the importance of social networks or that em-
ployers prefer hiring individuals who are demographically similar to themselves (Osman & 
Thunborg, 2019). 

3 Discussion 
Several different ways are used to explain poor participation or the difficulties refugees face 
when accessing their prior vocations in Sweden. The deficit model is typical, and implies that 
refugees have weak language skills, and lack the relevant cultural capital, networks and cultural 
competence. Many international studies support findings that weak language skills limit the 
employment prospects of refugees. For instance, researchers in sociolinguistics have stressed 
the importance of migrants¶ OLQJXLVWLc SURILcLeQc\, aQd WKaW WKe deJUee RI OaQJXaJe SURILcLeQc\ 
caQ eLWKeU ZLdeQ RU OLPLW PLJUaQWV¶ ePSOR\PeQW RSSRUWXQLWLeV (JRKaQVVRQ & ĝOLZa, 2016; 
Musgrave & Bradshaw, 2014). But they also pointed out that language proficiency in the host 
community does not automatically lead to social inclusion (JRKaQVVRQ & ĝOLZa, 2016; PLOOeU, 
2014). TKeUe aUe aOVR VWXdLeV VXJJeVWLQJ WKaW WKe IRcXV RQ PLJUaQWV¶ OaQJXaJe deILcLeQcLeV caQ 
itself create a feeling of exclusion (Butorac, 2014; Major et al., 2014; Piller & Takahashi, 2011). 
RRbeUWV¶ (2013) study showed that a lower employment rate among migrants could be the con-
sequence of a lack, not only of language knowledge, but also cultural skills and familiarity with 
the context. An Australian study by Major et al. (2014), especially relevant for this study, 
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highlighted the central role language plays in the social inclusion and exclusion of migrants in 
workplaces. For example, both self-imposed exclusion due to lack of confidence in using Eng-
lish and active marginalisation by colleagues and customers were identified as critical factors 
in the work context. In line with our study, the researchers emphasise that social inclusion is 
not solely about getting a job, it is also about feelings of connectedness, acceptance and oppor-
tunities for development and advancement in working life. In this respect, interpersonal rela-
tionships at the workplace play a crucial role and language learning and social inclusion are 
dialectically related (Major, et al., 2014; Piller, 2014). 

Unlike the studies focusing on deficits, Ganassin and Johnstone Young (2020) focused on 
success factors in a British study of skilled refugees who had re-entered their prior vocations. 
Many of the factors they describe were found in the Swedish research too, like language profi-
ciency and cultural competence, but the researchers also stressed the importance of individual 
motivation and resilience, and the ability to build social and professional networks. Ganassin 
and Johnstone Young (2020) use the concept of intercultural communication and interaction, 
PeaQLQJ WKaW IacWRUV cRQWULbXWLQJ WR PLJUaQWV¶ VXcceVVIXO acceVV WR WKeLU SULRU SURIeVVLRQV ZeUe, 
for example, curiosity and openness to another culture and an ability to interpret and evaluate 
other perspectives and practices. 

AQ LPSRUWaQW aVSecW LV WKe ePSOR\eUV¶ YLeZ. DeKJKaQSRXU Farashah and BORPTXLVW¶V (2020) 
ILQdLQJV VXJJeVWed WKaW PLJUaQWV¶ ePSOR\PeQW aQd caUeeU RXWcRPeV ZeUe QRW PeUeO\ LQIOXeQced 
by their human capital and qualifications but alsR b\ ePSOR\eUV¶ YaOXeV aQd cXOWXUaO e[SecWa-
WLRQV. TKe UeVeaUcKeUV cRQcOXded WKaW IRU WKe PaQaJeUV, PLJUaQWV¶ cRPPLWPeQW WR WKe KRVW cRXQ-
WU\¶V Za\ RI OLIe ZaV PRUe LPSRUWaQW WKaQ WKeLU MRb VNLOOV, edXcaWLRQaO OeYeO aQd OaQJXaJe SUR-
ficiency. This indicates that socio-cultural competences are important for employment. For an 
individual, the ability to interpret and evaluate perspectives and practices in a workplace and 
act on the basis of this knowledge can be a real door-opener. This is in line with the concept of 
LQWeUcXOWXUaO cRPPXQLcaWLRQ (GaQaVVLQ & JRKQVWRQe YRXQJ, 2020) aQd LaYe aQd WeQJeU¶V 
(1991) concept of becoming part of a community of practice. But talk of adaptation can lead to 
the assumption that migrants are forced to abandon their cultures and traditions to fit in and 
gain employment in their new societies. To avoid such a conclusion, one need only compare 
migrants with anyone entering new employment, where the keys to success are the same as 
mentioned above: observe, interpret and act accordingly. According to Daunfeldt et al. (2019), 
when firms already have non-European employees, they are more likely to hire non-European 
persons, which makes the entrance of the first employees even more important. If they are ac-
cepted as participants in the community of practice, they can function as door-openers for others 
and contribute to the development of a more inclusive workplace. 

When we compare the Swedish with international studies it is apparent that, regardless of 
context, studies identify similar factors that impede the access of refugees to the work sectors 
in which theRDIy have prior competence. Factors that make it more difficult to gain employ-
ment in a prior vocation are lack of competences, difficulties with transferring vocations and 
vocational knowledge between different societies, difficulties with matching, difficulties with 
validation process and long administrative processes. Some studies highlight criticism of lan-
guage training. 

These impeding factors can be turned around and highlighted as promoting factors. Good 
language skills, socio-cultural competence, networks in the new context and resilience may 
facilitate access to employment, despite a jobseeker having lower qualifications. Furthermore, 
quality in language training and validation processes as well as co-operation between different 
agencies, such as employment services, education organisers and employers may benefit mi-
JUaQWV¶ acceVV WR WKeLU YRcaWLRQV. TKXV, acceVVLQJ RQe¶V SUeYLRXV YRcaWLRQ LV a cRPSOe[ LQWeUSOa\ 
between the individual, the collective and societal processes. In the coming study, we will ex-
amine both those factors which impede and those factors which facilitate the successful 
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inclusion of refugees in the professions that suit their prior knowledges, experiences and com-
petences. 
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