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Executive summary

Introduction

Context and background

International labour migration and internationailllskand migration partnerships models are
seen as important contribution to the developmédnthe contemporary labour markets,
balanced labour demand and supply, transfer olsskilall levels, maximising ‘brain gain’,
increased competitiveness and growth.

More in details, the broader implications of thédlsland migration partnerships for the global
education and training systems, labour marketseandomies can:

» aid transparency and mutual understanding amongigaton systems, support portability
of qualifications across countries, facilitate mibypiof professionals and recognize their
professional qualifications.

» contribute to improving opportunities for jobseek#y find work in migration contexts.

» decrease shortage of professionals and brain wasgort effective use of human
resources in society and enable integration of amiggrin the host countries; and establish
fair and ethic hiring procedures in the countries ofidason and for reintegrating returning
migrants in the home country.

» strengthen connection between migration and usskils development as a proactive
strategy, incl. with the aim of lowering the cast fraining.

* improve the relation between education and labcanket at a global scale.

» promote regional and global cooperation and becswution to regulatory problems that
hinder international trade in services and gréwth

The newly developed concept of Talent Partnerghgzsounced in the new Pact on Migration
and Asylum, refers to tailor-made partnerships witin-EU countries, providing mobility for
work or training.

The recently launched Talent Partnerships with Moop Tunisia, Egypt, Pakistan and
Bangladesh at EU level involved interested Member States tred partner countries in a
Roundtable-format discussions and policy dialogtesallow for identifying sectors and
professions of mutual interest to be targeted. Gbgernment of Bangladesh (GoB) and the
EU Commission and several EU Member States, I@grmany, Greece and Romania, have
expressed interest in initiating a TP to increasernational labour mobility through legal and
documented pathways, and achieve talent developmantnutually beneficial way.

1 Cedefop, ETF, UNESCO, UIL (2017). Global inventofyregional and national qualifications framewornhs
8; ILO, Skills harmonization and partnerships, 6 Febru&332https://www.ilo.org/publications/skills-
harmonization-and-partnerships
2 https://home-affairs@®c@uropal®u/policies/migration-and-asylum/legal-migration-and-
integration/talent-partnerships_en
3 Roundtables were held on 1 March 2023 with Bangladesh, on 15 March with Pakistan, on 26 April with
Morocco, on 7 June with Egypt, and on 22 June with Tunisia
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EU-Bangladesh Talent Partnership Programme — pargiod objectives

Contributing to the work on reinforcing cooperatibatween the EU and the EU MS and
Bangladesh, the EU and ILO projeSkills 21 - Empowering citizens for inclusive and
sustainable growth is being implemented in collaboration with the Government of
Bangladesh, employers and workers organizations.pFbject aims to increase productivity
and employment opportunities through an environrnfregrtdly, inclusive and market relevant
skills development system responding to the neétizeodomestic as well as overseas labour
market. As part of the project, three EU-Bangladesllent Partnership Programme Preparatory
Assessments are being conductédlume 1, with a focus on examining skills needs and
employment demands in four countries — Germaniy, Iareece and Romania in the broader
EU context in 4+ economic sectors in order to imfadhe potential match with the supply
capacity of BangladesWN,olume 2, aiming at identifying technical and vocationaillskgaps,
training needs and skills comparability in Bangkldeto enhance potential migrants
employability in the destination countries; anN@lume 3 with the objective to analyse
international, regional and national practices laasked on lessons learnt, to design three Talent
Partnership (TP) models that facilitate skills nlibpbetween Bangladesh and the selected EU
countries.

This report represents Volume 3 of the assessmernudies, called” Talent Partnership
Models Assessment - EU Member States & Bangladesh”.

The report has five objectives:

1) Understanding international and EU legal migratipalicy and Skills Partnership
Cooperation.

2) Examine the existing migration laws, work permgukations, labour market policies, and
skilled migration frameworks in the target destimatcountries and in the EU in general.

3) Study experiences and recent developments in Baesjtés collaboration and agreements
on migration with other countries and with the fean the EU.

4) Draw on lessons learnt and assess advantages aretdeelated to the skilled migration
of Bangladeshi workers in the EU target countries.

5) Design three pilot Talent Partnerships modelsetodplicable also in another context.

Content and structure

The report has the following content and structure:

Chapter 1, The Introductiongescribes the context, the purpose, the objecandshe structure
of the report.

Chapter 2 explains the methodological approach and the ditiihs of the study.
Chapter 3 presents the findings of the report organisedfewasections:

= Background and recent developments, as well as neepts, policies, cooperation
mechanisms with regard to the international and |&yal migration policy and Skills
Partnership.

4 https://wwwilomrg/dhaka/Whatwedo/Projects/WCMS_543629/lang--en/indexzhtm
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= Labour migration strategies, policy and legislatias well as experience in skills and
mobility partnerships across the EU and selectediethber States.

= Bangladesh experienceskills partnerships, particularly with the EU ahe EU Member
States, where such exists.

= Analyses of common challenges and lessons learossathe future partnering countries.

= Prototypes of three prospective models of Talenineships

Chapter 4 is devoted taecommendations and the way forward.

The Annexesshed light on the used research tools and proviole detailed information on
recent developments in terms of labour market lagis and approaches.

Methodological Approach
The study adopted the following approach, based gualitative methodology:

Data collection, management and triangulation:Data from different sources were used,
combined and analysed - such as surveys, documalytsss, interviews, observations, online
consultations.

Desk review: The consultant team conducted their researchetofics specified in the ToR
in the format of a comprehensive review of avagabburces, literature and documents,
comprising national and international legislatigmglicies, strategies, action plans, and
secondary data on recent projects and initiatikedated to migration and skills development
and partnerships.

Interviews with key informants (KII) and individual or group online technical
consultationswere held across EU Member States. Participantsrespbndents were key
stakeholders from the government/public adminiginat private sector, social partners,
research institutes, United Nations agencies andgowvernmental organisations.

A Study Visit of Bangladeshi stakeholders to Germany and Itadg wrganised to enable
participants to benchmark and adapt European bestiges in VET, enhancing labour
mobility, and developing partnerships.

Geographical coverage:The study covers national, EU and internationatiel® practices
and cooperation formats. The main focus is on ElurMember States, which participated in
recent discussions on EU Talent Partnerships (TBgrmany, ltaly, Greece and Romania -
where some of them expressed interest to a diffelegree in exploring the opportunities of
this format of skills and migration cooperation.

Limitations of the study

The proposed Talent Partnerships Models havetthetis in existing practices, but also include
elements of recently introduced legislative and iatBtrative arrangements, particularly in the
case of Germany and Italy, and within the framewatk EU level initiatives and
Recommendations. As the latter are in their inpiladse of implementation, there is still no
evidence of the effectiveness of the envisaged uneasThis shapes the models to a certain
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extent as theoretical ones. Although many aspddteeanodels have been piloted in different
context, the combination of those aspects in g-filédidged model, as well as the details of their
planning, management, implementation, and monigoaire the ones that will determine their
success or failure. More than this, the capacityhef countries’ administration, the general
“migrants welcoming culture’ of the respective stigs and - last but not least — the political
will to implement the models and the exact waynplement them should be considered as
important factors.

Findings

1) International and EU legal migration policies am skills partnership cooperation
mechanisms

International and EU legal and policy documentsil@g and guidenain aspects of skills and
migration partnerships that call for internationabperation in human resource development,
education, training and lifelong learning for deg@hg “mechanisms that mitigate the adverse
impact on developing countries of the loss of skilpeople through migration, including
strategies to strengthen the human resources geweld systems in the countries of origin,
recognizing that creating enabling conditions fooreomic growth, investment, creation of
decent jobs and human development...” (ILO R195, 2t. The Global Compact for Safe,
Orderly and Regular Migration (Global Compact) @18, adopted by 164 member states
promotes the approach for “mutual recognition” andouraged States to “build global skills
partnerships amongst countries...” (Objective®19)ith the adoption of the Skills and Talent
Mobility Package at the end of 2023, the Europeammission (EC) integrated work on a
series of measures, designed to make the EU ntoaetate to talent from outside the EU.

International labour migration and internationalllsknigration/talent partnerships models

have historically taken formats of:

* Referencing to common or similar standards to endldnsparency and comparison
between skills and qualifications; developing diaxmies and classifications as they help
countries align skills standards and qualificatitmstandards other than their own (ISCO,
ESCO).

» Developing joint or sectoral standards (the lagtast in transport, ICT, construction, trade
and welding).

e« Comparing and mutual recognition of qualificatiorBijateral, multilateral, regional
(recognition) agreements.

5 https://wwwiloPbrg/dyn/normlex/en/Z2p=NORMLEXPUB:12100:0::NO::P12100_ILO_CODE:R195; see as
well: International Labour Organisation, Global Skills Partnerships Br Migration, available at:
https://wwwilo®rg/wecmsp5/groups/public/---ed_emp/---iZp_skills/documents/publication/
wcms_653993pd3 ILO, IOM, UNESCO and International Organisation ofIEmployers (IOE), Global Skills
Partnership on Migration, available at: https://wwwAlo®brg/wecmsp5/groups/public/---ed_emp/---
itp_skills/documents/publication/wecms_8212742pdP)

81LO, Skills harmonisation and partnerships, Think piece prepared or the Imeeting othe Employment
working group under the Indian Presidency, G20, 2023, https://wwwilobrg/wemsp5/groups/public/---
dgreports/---ddg_p/documents/publication/wcms_867539pdPl
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» Creating regional qualification frameworks - EurapeQualifications Framework (EQF),
ASEAN Qualification Frameworks (AQRF).

* Qualification supplements and skills and qualificatpassports (Europass); digital badges
representing learning beyond qualifications.

2) Examining Migration Laws, Policies and Practices

Across the studied EU Member States, a varietynsfitutions and organisations share
responsibilities on labour market policies and m@iign. In addition to this, ministries and
agencies in charge of the development cooperatiwh caltural institutes cooperate with
international partners from third countries.

Particularly variable are the recognition and sacedures, many of each encompassing
coordination between a series of actors at loegjional, national and sectoral level, which
usually lead to administrative burden, lengthy pohaes and high costs for all involved in the
migration cycle.

In the last few years, there have been new devedafsnparticularly in the migration laws and
approaches in Germany (The Skilled Workers ImmignaAct) and Italy (Flussi and Cutro
Decrees), see below in Chapter 3, aiming at redulcng-lasting application processes and
gualifications and foreign language requiremenk®ylare based on good practice examples of
pilot projects, such as theiple-Win-Projectbetween Germany and partners countries, where
the German Development Agency (GIZ) works with Igitners institutions like employment
agencies and language institutes to recruit nuinaegsionals for Germany. Such projects pilot
a number of innovative approaches that are sesiagdards for future projects: providing
support in terms of language and professionalssgiéparation and integration training before
and after arrival in Germany, as well as the redegnprocess of the foreign qualification;
gearing programs to account for the full cycle agmation; involving key stakeholders such as
unions and employers’ associations and individuaipleyers; establishing effective
operational cooperation between CoO and CoD.

3) Bangladesh's skills partnerships experience arafjreements

The Government of Bangladesh has formulated thed@as Migration Policy of 2016 and
Overseas Employment and Migrants Act (OEMA) of 20h3addition to this, the country has
gathered extensive experience in terms of skileb@ment and cooperation in the framework
of cooperation agreements and bilateral partnessdanol projects.

The Government of Bangladesh (GoB) has sigbiateral agreementor Memoranda of
Understanding (MOUSs) with at least 17 countriesdending labour migrants (e.g. Greece,
Japan, Hong Kong Maldives, Qatar). These agreenagmts$o facilitate regular and regulated
migration, ensure the protection of workers' righead promote cooperation between the
sending and receiving countries. Those are eitlmre@ment-to-Government approaches or
Private Agencies-led (P2P) such. There is as welleBment-to-Government Plus (G2G+)
mechanism, jointly administered by the Governmek private agencies.

Good practice examples from partnership agreenmntabour mobility with the Republic of
Korea and Japan showcase examples of agreementwdha signed between the partner
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countries, and the whole process of selectiomitrgj recruitment, departure, employment, and
return is managed under the stringent terms andiwons of the agreements. G2G Plus
arrangements for managing the skilling and migrafioocess under both of these systems are
in place.

The cooperation between the EU and BangladeshigelJadetermined by the framework of
the EU-Bangladesh Cooperation Agreemaigned in 2001. It is being followed up by Multi-
Annual Indicative programmes and EU-funded projects

The recently launched Talent Partnerships aimdwige frameworks for increased cooperation
between the EU, the EU Member States and seleetédep countries on talent mobility and
skills development. Political-level Roundtables Koplace between the Bangladesh
Government, senior representatives of the EU alevart EU MS in 2023 and 2024. The
Roundtables identified occupational sectors suftefrom skills deficits of mutual relevance
to be targeted in such a skills’ matching collatiora

Bangladesh has struggled to develop bilateral aggaes with some EU MSs. To date, no
general bilateral agreements between BangladestarndEU MSs have been finalised, but
negotiations are ongoing with Romania and Poland,developments with further states are
at various stages of progress; for example, a Memorandum of Understanding (MoU) on
migration and mobility has been signed with Greece.

4) Lessons learnt that have been considered when signing prototypes of Talent
Partnerships Models

Common challenges and lessons learnt from polamesprojects, studied in the research and
stakeholders’ exchange, could be taken forward camdations to build upon in future
cooperation efforts between the EU, the EU MSs Badgladesh, as well as in the broader
context of the Talent Partnerships between the iidUagher partners countries. Main ones are
presented more in detail in the text below.

EU Member States and EU-level cooperation:

Complex, multilayer and sometimes restrictive legige and administrative procedures across
the EU MS and significant costs and delays hamffecteve migration. Major barriers relate
to bureaucracy, time-consuming procedures and ragents for ensuring skills equivalency
and mastery of language, making it difficult pastarly for SMEs to attract foreign workers.

Factors, deemed to support further developmenpaogress:

» Recent changes in migration legislation and/or dabuigration arrangements have been
introduced with the aim to better respond to labmarket needs and simplify procedures,
with their implementation just starting now.

» Concerted engagement and inter-agency cohesiomiggdated and strengthened systems,
functions and products are essential to defineesh#éwng-term agendas and achieve
operational results.

" The full text of the EU-Bangladesh Cooperation Agreement at: https://eur-lex.europa.eu/EN/legal-
content/summary/agreement-with-bangladesh-on-partnership-and-development.html.
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> In a short-term perspective government agenciesnandtries are expected to progress
with streamlining and digitalising of their servicén order to provide agile, timely,
transparent requirements, processes and procedures.

Bangladesh

Enhancing labour migration mechanisms, the capaditye responsible bodies and the
public-private partnerships is a prerequisite fibeaive participation of the country in the
TP programme. Upgrading quality, industry relevameel recognition of Bangladesh
TVET training and qualifications in demand in EU M&ong to the main potential success
factors of the fair and decent recruitment proceslLEstablishing independent monitoring
and risk mitigation mechanisms is a lesson leaamhfgood practice examples.

Cooperation between the EU and Bangladesh

» Learning from the variety of projects and toolsoasrthe EU offers valuable experience. In
addition to this, using or developing common apphes, tools and mechanisms for the
main components of a future Talent Partnership @®Bgedure, and if possible — for the
whole proceduren the TP between EU MS and Bangladesh would b@ad go be
embedded in the future TP models.

» The type and the modalities of skills and mobititytnerships models can mitigate the issue
of “brain drain” and avoid situations, in which magion agreements and partnerships
address primarily the labour market needs of thenttg of destination. Based on the good
practice examples, there is a broad consensus &etive governmental bodies of the EU
MS and the partner countries, specifically — Badgéh - that the future TP should
complement migration cooperation with skills deyefent programmes that can benefit
both labour markets, turning a risk of brain draito brain gain.

» When developing a TP model, timely and relevanblabmarket information and targeted
training of skilled workers should be consideredomler to avoid skills mismatch and
support decent employmerithe cooperation model with Japan and other pilojeots
show that demand-driven skills development wilhiogtually beneficial for the sending and
receiving countries, and in the first place — fog fispiring labour migrants. Such training
activities would target the employers’ needs atcentry of destination but will also help
modernizing and developing the skills provisiorihia country of origin.

This is why, while establishing a Talent PartnggshProgramme, options should be
discussed on the provision of information on thentiemed aspects of skills migration for
all interested parties: workers, students, empkyteaining institutions, governments.

» Recognising qualifications still remains an isslibe recognition of qualifications is
essential for the employers to ensure that incomvogkers have sufficient training or
experience. It is also important for the migrahttselves, as formal recognition decisions
may be necessary as an entry requirement or fariagsaccess to a profession, or for
occupying a job position, corresponding to the idjgation level of the worker. Where
transparency of qualification is needed for furtbentification and recognition of skills and
qualifications, further activities may require ddtshing operational cooperations between
the responsible bodies in the CoO and CoD for comg@aualifications and qualifications
frameworks and establishing modalities for theiteation of skills and qualifications, as
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well as - providing concrete support as regardsfications (e.g. carrying out qualification
or skills testing according to Member States’ avae employers’ standards).

Migration to another country and return supporturegja coordinated social welfare and
integration approach between employment servieesuitment agencies, employers, local
administration, training centres, and in some castade unions. Creating a welcoming
environment for legally residing third country ratals and offering effective integration
support, including to workers’ families, is centtal the EU’s attractiveness and to the
overall success of legal migration policies. Thimbuntry nationals experience
discrimination at work that disproportionately afi®the highly educated. At the other end
of the migration cycle, a functional reintegratecheme, reintegration services, adequate
employment opportunities, and employment optiomsstgporting attractive, decent and
guality of life in Bangladesh ought to be consideirethe future TP.

Employers’ role

Active participation of employers and their orgaatien has proved vital in pilot projects
and migration agreements at all stages of the ridgrarocess: data collection and sharing,
recruitment, training, recognition of skills and afjtications, financial arrangements,
integration in the CoD.

Acceptance of principles of “employer pays”, ‘ifarecruitment”, inclusivity and decent
work belong to the philosophy of the Talent Parshgys concept and should be integrated
in future TP models.

On a short-term basis, the approach of involvirggagimployers and their associations in the
whole migration cycle in cooperation with the goweental organisations or in the
framework of transparent, reliable and swift praged would increase their motivation.

Skilled workers

Transparent and timely information on skills neadd matching, as well as — available jobs
and working conditions is a good precondition fdormed recruitment process.

Skills development according to the requirementhefworkplace and formal recognition,
where necessary, contributes to ensuring decesmysahd working conditions.
Transparent, timely, effective recruitment processiod, longer employment period,
employer support for workplace, social integratiapplying human rights standards and
ensuring smooth return to CoO belong to the goadtire examples of successful TP
projects.

4) Talent Partnerships Models

Why different TP models?

The TP Model depends on the following variables:

* Whois it for? Type of potential migrants included in the model,

* Whatis it for? Type of work and level of skills and qualificateneeded for it;
* Who is involved?Who is doing what? Governance and implementation;

* How to implement it? Type, scope, composition, location of activities
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= Three TP models/prototypes

(1) TP on highly skilled workers.
The model provides a flexible high-skilled pathwayeU Member States’ employment of the
type “Blue Car®, which may be applied for example for ICT practiters and skilled
(construction) workers, incl. those without fornyakkcognised qualifications, but with relevant
high-level professional experience (to be concyatskessed in the country of origin (CoO), if
required). In such a way, the model is close td‘ingt skills” approach. Recognition of skills
and qualifications is not compulsory (except fayuiated professiofs

Other characteristics of the model are:

» Training activities: Pre-departure, in the CoO:rsfierm, adaptation training: language
training; intercultural awareness; short-term, targeted technical training (from the type
of micro-credentials).

» Strong role and responsibilities of the employers; employer-led model: the employers
should have expressed their needs and should aiteepbreign worker as one that
corresponds to the skills requirements. That ig, wépresentatives of the employers
usually participate in the identification of theedleof short-term targeted professional
training, its design and possibly — its deliverycooperation with training centres.

* Mobility between jobs, employers, EU countries @we Card holders).

* Relevant to highly skilled specialists from the I€8ctor, well skilled workers from the
construction sector and for regulated professidmaises and caregivers.

» Stronger focus on the skills shortages in the Gmippared to Model 3 (see below).

» Suitable both for long-term and for circular migoat

Advantages of the model in terms of the Talentrfeaships programme are:

* For CoO: Eases burden on the labour market; Transfer of knowledge; Transfer of funds
(remittances); Builds capacity in future-related skills and competences; Potentially
builds knowledge/skills and networks, in the evanteturn migration.

* For the employees: Occupy attractive and decerit positions, without further delays
and lengthy procedures.

* For CoD: Addresses shortage occupations; Attracts talents: Raises productivity and
competences.

8 The European Blue Card Directive 2009/50, replaced in 2021 by the Directive 2021/1883EU Blue Card is
an approved EU-wide work permit (Directive (EU) aims to create a clear and transparent EU-wide
admission system to attract highly qualified workers Brom third countries to live and work in the Member
States ollthe European UnionflIt is applicable in all EU Member States, with the exception oZlDenmark and
Ireland; https://eur-lex@®uropa®u/legal-content/EN/TXT/HTML/?uri=CELEX:320211L.1883

A profkssion is regulated iZthe national legislation ofthe host country stipulates that specific
requirements need to be metin order to be allowed to practise this prossionln regulated prolssions,
one needs a license or a certificate om a regulatory body in order to work and use the specific job title
associated with that careef@This oten applies to occupations in the health, salZty and social services
sectorsEvery country has its own list ofregulated proZssions; https://www#nic-naricthet/page-
regulated-pro@®ssions
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For the model to work, in the CoO, the followingaticularly important: the pre-identification
of suitable specialists in general terms, and tachalentification, after receiving the specific
employers’ requirements, in order to pre-selectgbeential candidates. In all the cases, the
principle of recruiting specialists that are ingus in Bangladesh should be applied.

In the CoD main concerns are related to the neethé&owork to be coordinated between the
variety of ministries and bodies involved. Emplayenay find the costs too high or the
procedures too long, as from identifying poterititdrested labour migrants to occupying a job
position the process can still take a couple of tman

Measures that are usually being taken to addresshhllenges, relate to a creation of a unified
Migration office/ministry at an EU MS level and nterface offices/intermediary
bodies/migration cells or teams could in the CoDsing flexible training modes as
“microcredentials” and digitalisation of differephases of the migration cycle are seen as
timesaving.

(2) TP on Training and Recognition in the CoD
The model provides the opportunity to study/ béngd in EU Member States, (incl. work-
based learning through dual vocational trainingg subsequently to be placed in employment,
and obtain a recognized professional qualificaiiothe country of destination (CoD). The
model is suitable for young people and low-middisemi-skilled workers for all non-regulated
professions and offers particularly good perspestivn the sectors of hospitality and
construction.

Other characteristics of the model are:

* The model is based on the traditional approaclkpfoviding training to top up labour
migrants’ skills in the CoD (including apprenticgs). In such a way, the training
activities consist of pre-departure preparatorining in the CoO and a follow-up, full
or compensatory training to reach requested de\sl at the CoD. This approach has
been applicable in almost all EU Member States wittll-established vocational
education and training systems.

* The model aims at achieving comparability of degreethe CoO and CoD and/or
opportunities to upgrade workers’ skills againsgt skandards required in the CoD.

* Possibilities for working while studying.

* Alonger way towards occupying a full position péfers all preconditions for a decent
job with all benefits, like the citizens of the CoD

» Stronger focus on the skills shortages in the Gmippared to Model 3 (see below).

» Suitable for a permanent or long-term migratioth@lgh there are examples across the
countries of circular migration too, especially tile case of youths’ training and
exchange.

Advantages of the model in terms of the TalentrRRaships programme are:
* For CoO: Eases burden on the labour market; Builds skills and competences of the
workforce, which can be used in the CoO in case of circular migration; Pre-departure

training may also raise capacity of domestic inftins to better prepare future labour
19



Preparatory Assessments for the EU-Bangladesh Talent Partnership Programme

migrants; Transfer of funds (remittances); Potentially builds knowledge/skills and
networks, in the event of return migration.
* For the employees: Possibilities for working while training; Avoiding the risk of remaining
unemployed or hired for positions that require logkills and qualifications.
» For CoD: Addressing shortage occupations on a teng-basis, as the model enhances the
skills pool according to the specific requiremeuitthe country.
Main concerns when applying the model are relatedhe significant operational costs
associated with the vocational and language trgjras well as social integration measures in
the CoD. It is unclear whether industrial assooisiand employers themselves will be willing
to take over the costs of such programmes, initilihded by donors and international
organisations. In addition to this, in the casds®m a full cycle of vocational training is offered
(3-3.5 years) these are programs of lengthy duratiich often leads to high dropout rate,
which negatively affects the total cost calculatdrsuch programs.

(3) TP on VET training in the CoO
The model provides training, qualifications angdoovides RPL (recognition of prior learning)
assessments of existing skills through existinglipubector and/or private sector skills
provision and assessments in the country of ofi@Qo0). This model prepares skilled workers
both for the national and international labour nearkn the country of origin (CoO) in
cooperation between stakeholders from countriesigin and destination (Public employment
services, recruitment companies, training instigi etc.). In such a way, the model is the
closest one to the Michael Clemens model on GISkd#l Partnerships and to the ‘triple-win’
paradigm, which calls on migration policy to mdet heeds of destination countries, countries
of origin and migrants.

Other characteristics of the model are:

» Targets young and/or skilled or semi-skilled woskiey offering relevant training activities
in the CoO prior to moving abroad.

» Training activities in the CoO, provided in coofdera:

- after skills mapping, addressing both skills shpetain CoD and skills development in
prospective sectors in CoO

- covering foreign language, vocational training taxdl/civic awareness

- potentially training “home track” and “away tracktudents.

» Suitable for countries with experience and interi@gdbodies, like agencies, specialised
in development cooperation, business organisatemm$ chambers of commerce and
industry among the main ones.

* Well-applicable model in case of in-company tragnifower-level qualifications and for
temporary labour migration, similar to the procexlaf “posting workersin the EU°

Advantages of the model in terms of the Talentrfeaships programme are:

10 A "posted worker", including Zom a “third country” is an employee who is sent by his employer to carry
out a service in another EU Member State on a temporary basis, in the context oZla contract olfservices, an
intra-group posting or a hiring out through a temporary agency?
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For CoO: Eases burden on the labour market; Ba#ghscity in vocational education and
training and skills development in the CoD to befieepare domestic labour force and
future labour migrants; Transfer of knowledge; Bfen of funds (remittances); Potentially
builds knowledge/skills and networks, in the evanteturn migration.

For the employees: Prevents travelling to the Cofd wo relevant skills and recognised
qualification and being trapped in precarious situations; Ensures upgrading skills and
competences in the familiar circumstances of CoO; Limited risks for not responding to the
requirements of the employers in the CoD; All working conditions previously defined and
agreed upon, before leaving the country.

For CoD: addressing skills shortages accordinghto requirements of the employers.
Reducing the risks to get employees with not cpaading skills.

This model targets young and/or skilled or semitettiworkers by offering relevant training
activities in the country of origin prior to moviradproad (technical, foreign languages, cultural
awareness and civic competences, or similar). 1 way, the skilled worker fulfils all
necessary requirements already in the countryigirobefore they get recruited by companies
in the destination country. Recognition, validatasrsort of a recognised by the future employer
certification comes in addition to the training, that no further recognition procedures are
needed in the CoD. That is why, the model reliesh@ cooperation commitment of the CoD
and CoO and depends on the willingness and mativati the employers to participate.
Coordination potential of the bridging organizagas crucial for the scheme to succeed. As
many of the activities are usually privately rugod communication with the official
authorities in the CoD is needed, in order to emsunooth procedures.

In summary:
TP model 1 TP model 2 TP model 3
Descripti TP on highly skilled TP on Training and TP on VET training in
on workers Recognition in the Co the CoC
Target Highly skilled workers  Young people and low- Semi-skilled/not skilled
group (ICT, construction, middle or semi-skilled
regulated professior workers
Training  Pre-departure, in the - Pre-departure - Pre-departure training
activities  CoO: short-term, preparatory training ir  in the CoO:
adaptation training the CoO; - Language
- Language training - Full or compensatory - VET
- Intercultural training to reach - Intercultural training
- Technical (from the requested skills level
type of Micro at the CoD
credentials
Recogniti  Only if needed; Recognition in the Col Recognition/Certification
on compulsory for regulatec —inthe CoO
professions, if possible - Or
procedures to start in the Validation/recognition —
CoC in the CoL
- Based on the - Traditional approach « Targets young and/or
Characte philosophy of the Blue for following training  skilled or semi-skilled
ristics Card Framework with  to top up labour workers by offering
or without possessin migrants’ skills in the  relevant training
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the respective CoD (including activities in the CoO
qualifications: apprenticeships) prior to moving abroad.
- Promoting “first « Targeting « Training activities in
skills” approach comparability of the CoO, provided in
- Recognition of skills  degree obtained atth cooperation:
and qualifications is  CoO and/or - after skills mapping,
not compulsory opportunities to addressing both skills
(except for regulated  upgrade their skills shortages in CoD and
professions) against the standards skills development in
- Strong role and required in the CoD prospective sectors in
responsibilities of the « Possibilities for CoO
employers; employer- working while - covering foreign
led model: the studying language, vocational
employers should have - A longer way of training, cultural/civic
expressed their needs  occupying a full awareness
and should accept the  position yet offers all - potentially training
foreign worker as one  preconditions for a “home track” and
that corresponds to the decent job with all “away track” students;
skills requirements. benefits, like the « Suitable for countries
- Suitable both for long-  citizens of the CoD. with experience and
term and for circular - Suitable for a intermediary bodies in
migration permanent or long- development
term migration, cooperation

although there are « Well-applicable model
examples across the in case of in-company
countries of circular training and mobility

migration too, and for workers with
especially in the case lower skills levels,
of youths’ training aiming at upgrading
and exchange. and updating them.

Recommendations and the way forward

= Successful mobility schemes are the ones that suggils development and targeted
training of skilled workers both in interested EleiMber States and their partner countries
with the aim of avoiding potential “brain drain” @gskills mismatch and support decent
employment.

= Although some EU Member States (particularly Italyd Germany) have undertaken
legislative amendments to support fair regular ugerent and migration, the dynamic
economic development and political context are etgukto spur further policy discussions,
(re)formulating and operationalising policies. gthening their links to the labour and
economic policies, as well as questions of cultsealsitivity, national identity and security
might need to be further addressed. Streamlininigsanplifying administrative procedures
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(in some cases — on both the EU and Banglades#)i sidd visa regimes and permit systems

in the EU MS s still to be progressed upon. Furtlesearch might be needed in some of

the EU MS, followed by a policy dialogue, policy kivag, and possibly — pilot projects,

further EU-level initiatives and similar. The IL@search capacity and EU-led initiatives

might provide good framework conditions for this.

Policy coherence at national and partnership’slleand throughout the whole migration

cycle in the selected TP model is needed to allmeath mobility of talents.

Policy dialogue, cooperation formats, coordinatadrpartner interventions at local level

should be strengthened to ensure strategic engagevith all relevant stakeholders from

both sides. Government-to-Government (G2G) coojmeratrrangement might at times be

preferred by Governments for selection, trainirggruitment, and placement of skilled

workers in jobs abroad. While governments oftenndb have the capacity for a swift

response or for scaling up service provision anplementation, a combination of public

and private service provision may be considered.

Increased operational cooperation and capacitydimgjlbetween interested EU Member

States and Partner Countries would support impléatien of policy priorities in the

specific TP programme in the areas of:

» skills intelligence, assessments, forecasting asgllar monitoring of continuing
availability of skilled labour in envisaged occupat andsectors;

* mapping of standards and qualifications, adaptatiahalignment of curricula/training
offers, and assessment and certification procedures;

» continuous professional development of trainers @madision of vocational training,
language and pre-departure training, as well aalsared workplace integration training
in the CoD.

Developing institutional capacities requires selvengasures in a Talent Partnership
programme:

* Supporting stakeholders dealing with vocationaintrgy/ skills development and
employment to appropriately assess their own céipacnd improve their ability to
link training and labour market; to assess and report on labour market needs and
shortagesto develop platforms with labour market information; to address irregular
migration practices; and in general terms - to participate in and fulfil their role in the TP
mechanism and to develop dialogue mechanisms abdorks of partners and
stakeholders;

» Supporting training centres to deliver relevanthggiality training services (including
through development/ upgrading/ application ofrirag) packages as well as for soft
skills, pre-departure training, workplace and sloicigegration, language training etc.)
which respond to labour market needs, and to peejpalividuals for the national and
(in some cases) for the international labour market; to promote innovation practices and
technology transfer in training and wadsksed learning;

» Development of stakeholder-based and independentitonog & risk management
mechanism, as well as a quality assurance mechanisoghout the migration process.

Enhancing the skills of current and potential woskéfom Bangladesh to boost their

employability in the national and international dalbb market might include: conducting
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market assessment from labour market informatictesys and platforms to ensure better
matching of skills; mapping of standards and gicatfons; where applicable, identification
and joint definition of curricula and modalitiescluding competency standards for training
etc.

= Further efforts for the simplification of the reeotjon procedures should be considered.
They could become part of already conducted tadgesening according to approved and
agreed with CoD programmes; be even avoided whenreguired by the national
legislation; or be replaced by recognition of ptearning or validation procedures

= Key to the success of any potential Talent Parhigisetween Bangladesh and the EU/EU
MS is to maintain efficiency, accountability, armdrtsparency at all stages of migration
management and skills development. Harmonizingaambres, tools and mechanisms for
key components of future Talent Partnership modetsprogrammes, in particularly skills
recognition requirements should be promoted.

= Successful mobility schemes rely on enhanced catiparbetween key public agencies
and private sector players involved in skillingJestion, recruitment, migration, and
reintegration and on tifeuy-in” of employersin EU MS to ensure ownership by the private
sector in the country of destination. Working withe employers’ and workers
organizations, associations, chambers and ovérnallsocial partners is crucial for well-
managed regular migration.

= Ensuring fair and ethical recruitment of migrantkeys should be in line with ILO General
principles and operational guidelines for fair tetnent and the Fair Recruitment
Initiative!!. Recruitment should take place in a way that retspeprotects and fulfils
internationally recognized human rights, includihg fundamental principles and rights at
work, and relevant international labour standaMsre than this, improving services to
protect migrant workers should go throughout thekhmigration cycle, including pre-
departure/post arrival information, orientation am@ining and access to justice
mechanisms

= A functional reintegration scheme, reintegratiorviees, counselling and training,
adequate employment opportunities, and employmptbrts for supporting attractive,
decent, and quality of life in Bangladesh shoulddesidered part of the mobility schemes.

" https://wwwilobrg/wemsp5/groups/public/---ed_protect/---protrav/---
migrant/documents/publication/wcms_536755pdl
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Chapter I. Introduction

1.1 Context and background

Skills partnerships are flagged by the Global Corhpan Migration as an innovative

mechanism that can bring benefits to workers, eygstoand governments both in origin and
destination countries. Both EU together with itsnvier States and ‘third countries” are
interested in advancing on policy dialogue and oetecmeasure to maximise those benefits.

At the end of 2023 the European Commission (ECptatbaSkills and Talent Mobility
Packagé? comprising a series of new measures designed ke th@ EU more attractive to
talent from outside the EU, and to facilitate mpilvithin it. Among the main ones is the
action onTalents Partnerships,announced already in 2022 in the EU Pact on Migmnaand
Asylum'3. The others are:

. The EU Talent Pool: A platform that should facilitate the recruitmearitjobseekers
from non-EU countries in EU-wide shortage occupatjomaking international recruitment
easier and faster and enabling employers to aecesser pool of skills and talent. It will also
provide information on recruitment and migrationgedures in the Member States (MS), with
strong safeguards to ensure fair recruitment antting conditions.

. Measures for easier, faster recognition of qualifigtions gained in third countries
that will be helpful for employers seeking skilladrkers and for third country nationals
(TCNs) seeking access to EU labour markets.

. Measures to make learning mobility more accessible.

The Talent Partnershipsaim to provide frameworks for increased cooperabetween the
EU, Member States and selected partner countri¢alent mobility and skills development.
They are supposed to combine direct support forilihobchemes for work and training with
capacity development in human capital, skills depeient, vocational education and training
and work-based exchange schemes. They shoulddmpuaf win for the partner countries, on
the one hand — by helping to address skills shestéig economic sectors of the EU Member
States (EU MS) and on the other — by benefittirgetiucation and training systems and the
economic development of the countries of origin@Q¢a.

The Migration Partnership Facility (MPF) funded by the Directorate-General for Migration
and Home Affairs (DG HOME) of the European Comnues{EC) and implemented by the
International Centre for Migration Policy and Deyainent (ICMPD) has supported the

2 https://migrant-integrationf®cZuropau/news/european-commission-adopts-skills-and-talent-mobility-
package_en

3 Communication @om the Commission to the European Parliament, The Council, the European Economic
and Social Committee and the Committee o@lthe Regions on a New Pact on Migration and Asylum,
https://eur-lex®uropa®u/resourcethtml?uri=cellar:85ff8b4#{f13-11ea-b44
01aa75ed71a12002702/DOC_3&Pbrmat=PDF

14 Communication Brom the Commission to the European Parliament, the Council, the European Economic
and Social Committee and the Committee olflthe Regions on Skills and Talent Mobility, 1521 122023,
https://commission®uropal®u/system/files/2023-11/COM_2023_715_1_ENrpdp?
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external dimension of EU migration policy througialdgue and cooperation initiatives on
migration and mobility between European Union Men&tates (EU MSs) and priority partner
countries from outside of the European Union (Ed¢e 2016.

The EU has recently launched Talent Partnerships wh Morocco, Tunisia, Egypt,
Pakistan and Bangladesk. Roundtables held with these countries with involeat of
interested Member States have allowed identifyeg@s and professions of mutual interest
to be targeted. Partners showed a strong interesidperating on skills development and the
recognition of qualifications.

The Government of Bangladesh (GoB) and the EU Commssion and several EU Member
States have expressed interest in initiating a TP toaase international labour mobility
through legal and documented pathways, and achigeat development in a mutually
beneficial way, combining direct support for matyilschemes for work and training with
capacity building and agreeing to intensify prepare to this end. The EU Talent Partnerships
framework offers a tool that can be well adapted aligned to the specificities of the skills
demand and supply capacity of the target labouketsy and TP success will depend on the
effectiveness of the cooperation between EU MSspancher countries.

A Roundtable was organised in Dhaka in March 20@i8tly with the first Migration and
Mobility dialogue and the Joint Working Group onddenission. The Bangladeshi Authorities,
the European Commission, Germany and Italy (ande¢&eand Romania following the
process) endorsed the main elements of the Talnd?ship with Bangladesh, including:
vocational education and training, recruitment sob® and pre-departure measures (language
and integration training), reinsertion of workeneturning to Bangladesh.

The first technical meeting with Bangladeshi auitines took place in July 2023. This allowed
for a discussion in particular on the programmirigh® Commission to follow-up to the
objectives endorsed during the Roundtable.

The programme on the Bangladesh Talent PartneRsluipProject (BTPPP) mid-2024 — 2027
was recently approved with the objective to foségular and safe labour migration between
EU and Bangladesh under the umbrella of the regémihched Talent Partnerships.

In this context, the EU and ILO are implementing projectSkills 21 - Empowering citizens
for inclusive and sustainable growfrin collaboration with the Government of Bangladesh,
employers and workers organizations. Given theicoimg importance of labour migration in
the context of the Bangladesh economy, as patieoptoject, three preparatory assessments
are being conducted with a focus on (i) examinsiglls needs and employment demands in
four countries — Germany, lItaly, Greece and Romamighe broader EU context in 4+
economic sectors in order to inform the potentiateh with the supply capacity of
Bangladesh; (ii) identifying technical and voca#d skills gaps, training needs and skills
comparability in Bangladesh to enhance potentigramts employability in the destination

5 Roundtables were held on 1 March 2023 with Bangladesh, on 15 March with Pakistan, on 26 April with
Morocco, on 7 June with Egypt, and on 22 June with Tunisia
'8 https://wwwilorg/dhaka/Whatwedo/Projects/WCMS_543629/lang--en/indexzhtm
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countries; (iii) design three Talent Partnershig®)Tmodels that facilitate skills mobility
between Bangladesh and the selected EU countries.

1.2  Objectives of the research

This report represents Volume 3 of the above-mentied assessment studies, called
“Talent Partnership Models Assessment - EU MembateSt& Bangladesh” and has five
objectives:

1) Understanding international and EU legal migratipalicy and Skills Partnership
Cooperation.

2) Examine the existing migration laws, work permgukations, labour market policies, and
skilled migration frameworks in the target destimatcountries and the EU in general.

3) Study experiences and recent developments in Badesités collaboration and agreements
on migration with other countries and with the fean the EU.

4) Draw on lessons learnt and assess advantages aietdeelated to the skilled migration
of Bangladeshi workers in the EU target countries.

5) Design three pilot Talent Partnerships models etodplicable also in another context.

1.3  Significance of the research

The orientation towards the expansion of legal watfs into the EU has been discussed and
piloted during the last decades. Since the begioirihe 21st century global mega-trends like
dynamic technological developments, including Agitalisation and green transition of the
economy have added argumentation for the needltddskalents, next to the already emerged
opportunity to counterbalance the demographic @m®e® across the EU. Additionally comes
the assumption that developing legal pathways coaltribute to leverage of readmission
negotiations and may play a role in the fight aghimegular migration flows.

The COVID-19 pandemic and the refugee crises duhedast 10 years in Europe (the latest
one — due to the war in Ukraine) have created itapbrawareness of the high value and
addition of migrants’ work for Europe’s economy autiety and their recovery, as well as —
for considering opportunities to better attract egtdin migrant workers. The New EU Pact on
Migration and Asylum (presented by the European @@@sion at the end of September 2020)
paved the way for rethinking how EU and its MS emé&o partnerships with third countries
labour migration and what the further-reaching andcrete attempts to create and expand
opportunities for regular migration from non-EU izéns would be. Dedicated Talent
Partnerships promise an “enhanced commitment fostipegular migration and mobility with
key partners”, as they seek to:

(...) provide a comprehensive EU policy frameworkvadl as funding support for cooperation
with third countries, to better match labour antfiskeeds in the EU, as well as being part of
the EU’s toolbox for engaging partner countrieatsfgically on migration...’

7 Communication Zrom the Commission to the European Parliament, the Council, the European
Economic and Social Committee and the Committee olfthe Regions on a New Pact on Migration and
Asylum, Brussels, 23@72020 COM(2020) 609 final; https://eur-
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Bangladesh on the other hand has a young populatidra growing workforce. The labour
market in Bangladesh is characterised by a laborpliss and the labour migration plays a
significant role in managing this surplus by pronglopportunities for Bangladeshi workers
to seek employment and income abroad. Many Bangtaaerk overseas, in the Middle East,
Southeast Asia, and other regions including Euréjmvever, addressing the labour surplus
and ensuring productive employment opportunities thte growing workforce remain
important challenges for Bangladesh. Complex migmnadynamics and management, limited
resources, insufficient institutional capacity ermhs of data availability, skills development
and recognition are still aspects to work on inparation with partner countries.

The Talent Partnerships (TP) are expected to lhoggther a broad range of stakeholders to
strengthen initiatives to develop skills and boestployment opportunities in a triple win
perspective: (i) addressing skills shortages in destination countries in the EU and
contributing to labour market dynamics and competitess; (ii), address labour surplus and
benefit skills development, institutional capadtand development goals of Bangladesh; and
(i) bring benefits to migrants by enhancing thaacess to reliable and real time information
on job availability and requirements, developingupgrading their skills and getting them
recognised in order to obtain better employmenbdpities abroad, ensuring support to enter
into fair contacts and contracts to employers ammdsfraud and exploitations, as well as — for
reintegration back in the country of origin.

In such a way, the TP combine support for mobgityd migration schemes to EU MS with

capacity building and skills development in Bangisid for mutual benefits of economies,
communities and people of the two sides. This getinvestment in human capital, including
skills development, vocational education and tregnand operationalisation of work-based
exchange schemes. TP are expected to transfornskhef brain drain from partner countries

into brain gain for all partners, benefiting thaseolved as they access renewed training
opportunities, professional experiences and adwditictudy or vocational education and
training developed either in the EU or in their sties of origin.

The projectSkills 21 - Empowering citizens for inclusive andtainable growtlsupports the
European Union and its Member States effortsafanore strategic approach to regular
migration, oriented towards better attracting and retainialgnt to foster growth and
innovation potential and channelling regular migmatowards regions and occupations facing
skills shortage’$. The common goal is toontinue to deepen cooperatiometween partner
countries, ensuring a mutually beneficial approacttopening new pathways for regular
migration, offering support in skills developmentgpromoting circular migration in order to
counteract brain drain.

Following up on this understanding, the Europeam@dssion sets out an approach of an
ambitious and sustainable EU legal migration polinythe framework of which it develops

lexZuropal®u/resourcefhtml?uri=cellar:85ff8b4@ff13-11ea-b44
01aa75ed71a12002702/DOC_3&Pbrmat=PDF

8 Commission Staff Working Document Impact Assessment Report, Accompanying the document
Proposalr a Regulation ofthe European Parliament and the Council establishing an EU Talent Pool,
Brussels, 158112023, SWD(2023) 717 final

28



EU-Bangladesh Talent Partnership Programme Preparatory Assessments

and upgrades it current legislative framework; digye pilot labour mobility schemes with
non-EU countries; and envisages concrete steps/&ap Talent Partnerships with key partner
countries, with Bangladesh among them.

In order to do so, the future Talent Partnershiyjmikl rely on:

* Matching of real labour market needs and skillboth sides. This requires identification
of skills shortage sectors and occupations

» ldentification of the supply capacity of the Bardgah educational and TVET system and
training needs to address potential gaps

» Suggest pathways for mutually beneficial and spatde partnerships between
participating countries for a managed labour migratircle.

These sub-problems are at the heart of the three tones of the EU-Bangladesh Talent
Partnership Programme Preparatory Assessments:

Volume I, “Skills Needs Assessment in EU and in selected EU iMieer States” (presented

in study below) aims at conducting skills needs analysis acrose delected EU Member
States (Italy, Germany, Greece and Romania) teses\a background document for potential
pathways for forging sustainable partnerships betwgrticipating states and Bangladesh for
a managed migration cycle and sustainable recrattsghemes. The focus of the study is on
addressing labour market situation, trends, ocempatrofiles and skills needs. The four
selected countries have been identified as cosnii¢h pronounced occupation shortages
across sectors of importance for their future ectina@evelopment and competitiveness: ICT,
construction, hospitality and tourism, healthcaransportation and logistics, agriculture and
food industry. Same sectors are of interest asfaethe Bangladeshi side. The two sides are
engaged in preliminary discussion, exchange of sieamd high-level dialogues with
Bangladesh, with the Italy — Bangladesh dialoguag#e most advanced one and Greece -
Bangladesh, already having a Memorandum of Undwaisig signed.

Volume I, Training Needs Analysis,will build on the gathered information and condact
comparative assessment on occupations, skillsasetsskills gaps within the Bangladeshi
vocational education and training context.

The identification of the EU skills demand and Bengladeshi supply capacity will pave the
way for developing robuskalent partnership models, facilitating potential skills mobility
between the EU MS and Bangladesh, objectivéadfime lIll, represented by this report.

This report presents a comprehensive study onasteglobal, regional and national skills
migration partnership practices and national areaments, analysing their advantages and
stumbling blocks in view of the future potentiall@at Partnerships between the EU and four
EU member States and Bangladesh in prospectiversdot cooperation — ICT, construction,
tourism and hospitality, healthcare, transportaguiculture. Based on identified shortages and
capacities across the EU Member States and Barsfiaated building on lessons learnt, the
authors suggest building skills Talent Partnershaalels in line with the prominent feature of
the concept and applying the triple win approadd: dduntries benefit from skilled labour
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migrants, Bangladesh profits from increased knowshezonomic growth and development of
their workforce and individual skilled workers reéaethe opportunity of fair migration.

The ultimate goal of the report is to help creatpaghways for effective skills, migration and
talent partnerships, driving economic growth andtdang development and cooperation
between the EU MS and Bangladesh.

1.4  Organisation of the report
The report has the following content and structure:

Chapter 1, The Introduction, describes the context, the purpose, the objectwek the
structure of the report.

Chapter 2 explains the methodological approach and the limoita of the study.
Chapter 3 presents the findings of the research

Its first part focuses on the background and redewélopments with regard to the international
and EU legal migration policy and Skills Partneps@iiooperation. Policy and legislation, as
well as concepts, projects and cooperation mechasndge studied with the aim to present the
general framework for the future TP programme.

A second sectioprovides a broad picture of the EU Member Statesuamigration strategies,
policy and legislation, as well as their experienineskills and mobility partnerships.
Responsible institutions and recent developmenthiour migration approaches, policies and
legislations and lessons learnt from existing paghips and cooperation formats in Germany,
Italy, Greece, Romania are studied considering th®lications on the functionalities of the
future TP models.

In addition, relevant examples from other EU Mem8&tes and EU-financed projects are
presented, as there are longstanding experiencemauiple initiatives with formalised
agreements or cooperation available.

The report refers, as well to the Bangladesh egpes inskills partnerships, particularly with
the EU and the EU Member States, where such eXisesreport draws on current partnership
agreements in Bangladesh focusing on Governme@icernment models; Private Agencies-
led schemes; or a mix of both resulting in Govemnirte-Government Plus mechanism, which
are jointly administered by the Government andgig\agencies.

Based on analyses of the common challenges anohie$sarnt across the future partnering
countries, advantages and barriers related tokiledsmigration of Bangladeshi workers in
the EU target countries are highlighted and asdessmsidering turning them into practical
steps when designing TP models.

The main part of the reports is devoted to thresqgbypes of prospective models of Talent
Partnerships. The models are constructed aroundandethe same outline and common
“building blocks”, relating to the target groupypés of mobility, characteristics of the
recruitment, training and skills recognition apmioainvolvement of stakeholders and
measures for integration and/or circular migratidkdvantages and disadvantages are
highlighted as well as country-specific relevangkere applicable.
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Chapter 4 is devoted tdRecommendations and the Way Forward for the negestf the TP
cooperation focusing on main relevant charactessif a successful TP programme, applying
common principles; enhancing policy dialogue, openal arrangements with all relevant
stakeholders and capacity building; and constrgaimd managing effective regular migration
mechanisms, based on the principles of fair recrent, decent work and respecting human
rights. All this can guide future efforts to desigffective and efficient, multi-beneficial TP
models across different context.

The Annexesshed light on the used research tools and pravigie detailed information on
recent developments in terms of labour market lagos and approaches.
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Chapter 2. Research methodology

To study relevant national, European and global etsodf skills and migration partnerships
and based on this — to develop potential TalentnBeship models, the study adopted the
following approach, based on a qualitative methoghl

Data collection, management and triangulation:Data from different sources were used,
combined and analysed - such as surveys, documalysg, interviews, observations, online
consultations with the aim to gain a more comprsivenunderstanding of the combined and
analysed research topics and in order to ensuredldity and reliability of findings and
recommendations. In addition to this, data wasectdld from multiple participants with
different backgrounds, experiences, or perspectives

Desk review: The consultant team followed the requirementdeflterms of Reference (ToR)
and conducted their research on the topics spdciiie the ToR in the format of a
comprehensive review of available sources, liteeaand documents. In the desk review the
consultants studied recent developments, currématsin and good practices, and gathered
information on main characteristics and trends withmational, European and international
approaches and cooperation formats in skills argtation partnerships. To do so, the team
gathered documents and literature from national iatetnational sources. The documents
comprise national and international legislatiorljqies, strategies, action plans, and secondary
data on recent projects and initiatives, relatedmigration and skills development and
partnerships. The consultants reviewed the docusnevaluated them and analysed their
content. Main focus was on characteristics of thistiag models and approaches, as well as
their advantages and barriers to success.

Interviews with key informants (KII) were held across EU Member States, whichipigated

in discussion rounds on Talent Partnerships, a$ agel- international organisations and
projects. Respondents were key stakeholders framgtivernment/public administration,
private sector, social partners, research inssfuldnited Nations agencies and non-
governmental organisations. The respondents wdeetsd, based on their responsibilities
and/or expertise in different aspects of the VEDouUr market, skills and migration policies.
A List of the Key Informants is provided in Annex 1

Based on the information collected and analysedetiralent Partnerships Models were
developed around the following building blocks: &gpof potential migrants, Level of skills
considered; Process of the whole migration cycleg{slative and bilateral arrangements,
Information gathering and sharing; Skills mapping @re-selection; Training; recognition of
skills and competences; Visa and administrativenédities, Integration, Returning back
home/circular migration); Stakeholders and thdegpStrengths and limitations of the models;
Concluding remarks. The methodology used to iderkie models was built around the key
guestions for an activity and factors making it e Who is it for; What is it for; How to
implement it; Who participates and in which ro#hat are the advantages and disadvantages.

Individual and group online technical consultations with relevant stakeholders were
organised, including in cooperation with tHeO Skills 21 Projectin order to present the
research findings and discuss challenges and reeodations. Based on presented examples
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from the side of the stakeholders and conductezlidgson rounds, additional information has
been gathered, more in-dept knowledge of most itapbaspects of the talent partnerships has
been collected and specific challenges identified.

A Study Visit of Bangladeshi stakeholders to Germany and Itadg wrganised to enable
participants to benchmark and adapt European bestiges in VET, enhancing labour
mobility, and developing partnerships, essentialrézognizing skills and facilitating skilled

migration. Key objectives included exploring talepartnership models, understanding
apprenticeship and dual training systems, and dpired national qualification frameworks.

The study tour also aimed at addressing challeligeemployer engagement and curriculum
development while promoting international coop@min VET.

Geographical coverage:The study covers national, EU and internationatiet®, practices
and cooperation formats. Main focus is on four EEnMber States — Germany, Italy, Greece
and Romania, which participated in recent discussion EU Talent Partnerships (TP) and
some of them expressed interest to a differentegegr exploring the opportunities of this
format of skills and migration cooperation. Exangpie@m other EU Member States and from
around the world were also referred to, when deemlesdant. The experience of Bangladesh
was also analysed, as traditions, existing appexahd the preparedness of the country as a
CoO for labour migrants should be taken into comsiion when designing the future TP
models.

Limitations of the study

The proposed Talent Partnerships Models havelrtheis in existing practices, but also include
elements of recently introduced legislative and iadstrative arrangements, particularly in the
case of Germany and Italy, and within the framewadk EU level initiatives and
Recommendations. As the latter are in their inpiladse of implementation, there is still no
evidence of the effectiveness of the envisaged anneasThis shapes the models to a certain
extent as theoretical ones.

In addition to this, the dynamic economic and jpdit developments across Europe are
expected to influence the implementation of theratign policies and legislation, which might

have its impact on certain aspects of the proposedels — for example those related to
reducing the requirements for regular migratiorit&e advancements of far-right politicians,

both at national and EU level might affect, as wiedd EU migration policy in general terms.

Yet, at the same time, reinforced European amlstiona new Industrial Plan, will keep the

guestion of ensuring sufficient and adequatelyetilabour force open.

Although many aspects of the models have beerepliliot different contexts, the combination

of those aspects in a fully-fledged model, as aeglthe details of their planning, management,
implementation, and monitoring are the ones th#tdetermine their success or failure. The

extensively studied good practice examples andegsons learnt from previous projects and
programmes may serve a good basis for operatiomplen effective Talent Partnerships

model.
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Last but not least — turning research outputs andmmendations into practice depends on the
capacity of the countries’ administration, the gahémigrants welcoming culture’ of the
respective societies and - last but not least -ptiiécal will to implement the models and the
exact way to implement them. Those aspects ofetasibility of the models are analysed in
the study wherever possible, but only to a cergxitent, as such socio-political analyses go
beyond the time-limitations and the scope of treessment.
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Chapter 3: Research findings

3.1 International and EU legal migration policy and skills partnership
cooperation

International and EU normative documents, policiesand concepts

Main aspects of skills and migration policy and petion are regulated in a variety of
international normative documents.

The cornerstones of the international instrumemtsmagrant workers are the International
Labour Organisation (ILO) Convention on Migrant \Wers (Revised) No. 97,194%%nd the
Convention on Migration in Abusive Conditions anmdtbe Promotion of Equal Opportunities
and Treatment of Migrant Workers No. 143, 1¥7%hile Convention No. 97 applies mainly
to regular migrants, Convention No. 143 also presidmportant guarantees to irregular
migrants. In particular, Article 1 of this convesi commits member states to respect the
fundamental human rights of all migrant workersn@mtion No. 97 is an ILO convention
that promotes the conclusion of bilateral laboureagents between States where there is a
considerable flow of migrant workers.

The ILO Protocol No. 29 of 2014, complementaryhi® Forced Labour Convention of 1830

in addition to the repression of forced labourviies innovative means for the protection of
rights and access to remedies in favour of workedsfemale workers who have been subjected
to forms of exploitation that fall under the notiohforced labour.

The ILO's commitment to the protection of migranbrikers also goes through the 1998
Declaration on Fundamental Principles and Rightevatk, which also applies to irregular
migrantg?. In 2006, the ILO Multilateral Framework on Labohtigration was adopted.
Although it is a non-binding instrument, the docunnsets the framework of principles and
rights to which states' policies must adhere, iticlg decent work for all, governance of
migration, protection of migrant workers, the libketween migration and development, the
expansion of international cooperation; the crucdé of the social partners, social dialogue
and tripartite consultation on labour migration ipiels; and the development of gender-
sensitive migration policiéd

These documents regulateain aspects of skills and migration partnershipsthat call for
international cooperation in human resource dewvetoy, education, training and lifelong
learning for developing “mechanisms that mitigéie adverse impact on developing countries
of the loss of skilled people through migratiomglutding strategies to strengthen the human

191LO Convention No297 o211 July 1949 on Migrant Workers (Revised), ratified by Italy in 195272

20 |LO Convention No@143 o224 June 1975 on Migration in Abusive Conditions and the Promotion oZEqual
Opportunity and Treatment oZMigrant Workers

21 Protocol 022014 relating to the Forced Labour Convention, 19302

22 https://wwwiAlo@rg/declaration/lang--en/indexthtm

2 |International Labour Organisation (ILO), ILO Multilateral Framework on Labour MigrationZNon-binding
Principles and Guidelines or a rights-based approach to labour migration, Rome, 2007,
https://wwwilo®rg/global/topics/labour-migration/publications/WCMS_178672/lang--en/indexthtm; ILO,
Fair migration: an agenda r the ILOZIReport ofthe Director-General to the 103rd International Labour
ConlZrence, 20147
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resources development systems in the countriesigihprecognizing that creating enabling
conditions for economic growth, investment, creatd decent jobs and human development
will have a positive effect on retaining skilledbtaur” (ILO R195, Art. 213*. The Global
Compact for Safe, Orderly and Regular Migrationoéall Compact) of 2018, adopted by 164
member states promotes the approach for “mutuagretton” and encouraged States to “build
global skills partnerships amongst countries...” @hkije 18%°.

Ratifying and effectively implementing ILO Conveortis Nos 97 and 143 on Migrant Workers
and its accompanying Recommendations Nos 86 andsldbkey pillar in realizing the 2030
Agenda for Sustainable Development’s labour migratelated goals and targets, the Global
Compact on Safe, Orderly and Regular migrationwel as the implementation of ILO’s
Decent Work and Fair Migration Agendas

The concept of a Global Skills Partnership®f the American economist and migration expert
Michael Clemensieferred to in the Global Compact for Migration envisages activities on
skills creation both in the countries of origin (@oand countries of destination (CoD).
According to it, destination countries invest in angin country’s VET infrastructure to
develop skill creation programs for occupations @ in high demand in both countries.
Framework conditions are agreed in advance ands crgt shared. A two-track training
program is then developed that includes a “honeEkttargeting the creation of skilled workers
who plan to remain in their country of origin, aaual “away” track targeting those who plan to
work abroad. In addition to the cost-effectivenegber advantages are that at the same time
the VET system in the country of origin is beinggarted, and transfer of know-how in both
directions is facilitated. Vocational training thataligned with international standards also
improves opportunities for employment in the doneetibour market. The partnerships
formed are thus expected to contribute to humareldpment, by improving (potential)
migrants’ skills sets, individual career prospeatsl remittances, and they help destination
countries to meet skill shortages and labour marketls. At the same time, these partnerships
open-up new legal pathways for skilled workers \ahe willing to leave their home country
and whose job skills match those needed in theinddisin country’s labour market.
Furthermore, by actively involving the private s#ah the development of these partnerships,
the costs and benefits are shared not only betgeegrnments, but also with employers. This
multi-stakeholder approach may help to overcomeftem-encountered lack of sustainability,

24 https://wwwilo®rg/dyn/normlex/en/p=NORMLEXPUB:12100:0::NO::P12100_ILO_CODE:R195; see as
well: International Labour Organisation, Global Skills Partnerships or Migration, available at:
https://wwwilo®rg/wcmsp5/groups/public/---ed_emp/---ifp_skills/documents/publication/
wecms_6539937%d3 ILO, IOM, UNESCO and International Organisation oEmployers (IOE), Global Skills
Partnership on Migration, available at: https://wwwAlo®brg/wecmsp5/groups/public/---ed_emp/---
izb_skills/documents/publication/wcms_8212747pdPl

25 LO, Skills harmonisation and partnerships, Think piece prepared Bbr the Imeeting ofthe Employment
working group under the Indian Presidency, G20, 2023, https://wwwilo®rg/wecmsp5/groups/public/---
dgreports/---ddg_p/documents/publication/wcms_867539pdPl

26 https://wwwilorg/alfica/areas-oZwork/labour-migration/policy-rameworks/WCMS_717848/lang--
en/indexthtm
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due to the temporary nature of project-based aphesm and the high costs of interventions,
which frequently requires funding by internatiodahors’.

Related to this, is th8kills Mobility Partnerships’ concept (SMP), promoting a sustainable
approach to skilled migration and mobility with tidea of building skills both for the benefit
of countries of origin and destination. Although B8/may vary in form, modality and type of
stakeholder involvement, they all place skills depeent, mobility and mutual benefit of
countries of origin and destination at the heathefr efforts. Providing vocational training in
the countries of origin can be a central elemensMPs. SMPs aim to create a “quadruple
win” solution for countries of origin, destinatiomigrant workers as well as employers and
the private sector, thus enhancing the positivectgfof migration on developméht

The EU migration policy has its legal basis in Article 79 of the Treatytbe Functioning of
the European Union (TFEU). The Article states tidte Union shall develop a common
immigration policy aimed at ensuring, at all stagbe efficient management of migration
flows, fair treatment of third-country nationalsiding legally in the Member States, and the
prevention of, and enhanced measures to combaguiar immigration and trafficking in
human beings”. In 2016, dfhe Action Plan on the integration of third-countrgtionalg®
includes actions in the following policy areasth education, training and skills devel opment
among thempre-departure and pre-arrival measures, includatigns to prepare migrants and
the local communities for the integration procesdtication, including actions to promote
language training, the participation of migraniatan to Early Childhood Education and Care,
teacher training and civic education; employmeiat @awcational training, including actions to
promote early integration into the labour market amgrants entrepreneurship; access to basic
services such as housing, healthcare and sociélsion, including actions to support
exchanges with the receiving society, migrantstigpation to cultural life and fighting
discrimination.

TheNew Pact on Migration and Asylum(December 2020xalls forTalent Partnershipsto
boost mutually beneficial international mobility sbudy, work or for training, as well for
ensuring capacity building assistance to partnentees, providing a comprehensive policy
framework, as well as funding, based on better hiagcof labour market needs and skills
between the EU and partner countd®$his approach aims at creating new legal pathways
the context of labour migration, skills matchingladdressing labour shortages.

27 Skills Mobility Partnerships: Exploring Innovative Approaches to Labour Migration, EMN-OECD INFORM,
European Commission, March 2022, https://www.oecd.org/els/mig/2022-march-joint-emn-oecd-inform-skills-
mobility-partnerships.pdf, p. 4

28 Skills Mobility Partnerships: Exploring Innovative Approaches to Labour Migration, EMN-OECD INFORM,
European Commission, March 2022, https://www.oecd.org/els/mig/2022-march-joint-emn-oecd-inform-skills-
mobility-partnerships.pdf

29 https://eur-lex.europa.eu/legal-content/EN/TXT/PDF/?uri=CELEX:52016DC0377

30 https://commission.europa.eu/strategy-and-policy/priorities-2019-2024/promoting-our-european-way-
life/migration-and-asylum/new-pact-migration-and-asylum/legal-pathways-european-union_en; See as well Skills
Mobility Partnerships: Exploring Innovative Approaches to Labour Migration, EMN-OECD INFORM, European
Commission, March 2022
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The new Communication on Skills and Talent Mobility* (November 2023)and the
accompanying proposals present a set of actiomske the EU more attractive to talent across
full range of occupations. It is envisaged, thaiomcat EU level can have higher impact than
efforts by individual Member States, creating a enoompelling case to attract the staff,
employers need, and using economies of scale teenbstacles to recruitment. Building on
the Pact for Skills, a shared engagement modesKilis development in Europ®,and the
Communication, the EC launched thalent Partnerships initiative. At the EU level, the
Talent Partnerships launched in the context oNe& Pact on Migration and Asylum aim to
address skills shortages in the EU, strengthen attytbeneficial migration partnerships with
third countries, and combat irregular migrationeTalent partnerships will be open to all skill
levels, various types of mobility (temporary, lotggm, or circular), and economic sectors. The
EU has recently launched Talent Partnerships withrddco, Tunisia, Egypt, Pakistan and
Bangladesh. New tools proposed would help job-miatcbetween EU employers and third
country nationals seeking work in the EU. Makingatsier to move within the EU — such as
measures to promote learning mobility — also hpssitive impact for those from outside the
EU looking to participate in the EU labour markBte actions set out aim to ensure a cross-
cutting and whole-of-government approach. Thisdsudn existing work including the Skills
and Talent package and the Pact on Migration agtLlAs2, as well as on ongoing cooperation
with third countries. Implementation will rely one contribution of Member States’ migration
and employment authorities, actors at local andoredy levels, training providers, social
partners, businesses, and their counterparts ingrazountries.

Since 2016, sectoral cooperation on skills havendaanched under Erasmus+ ‘blueprint
alliances' in several areas relevant for the gesghdigital transitions. Some have supported
the industry-led development of training programmEslent Partnerships could provide a
valuable framework to adapt these for a third couobntext.

The role of the European private sector is fundaeldéor Talent Partnership activities on both
training and recruitment. Public sector investmerdas complement but not replace the
indispensable contributions from the private sebtrefitting from skilled workers, to ensure
the longer-term sustainability of such activitidhe private sector, including professional
associations, is already involved in actions firmhander the Talent Partnerships, notably in
the design of curricula for training in third cotas. The Commission is expected to ensure
that measures set out in this package on the récmgof qualifications and validation of skills
of third country nationals are complementary to ampportive of Talent Partnerships.

S1https://migrant-integration.ec.europa.eu/system/files/2023-
11/Communication%200n%20skills%20and%20talent%20mobility%20%E2%80%93%20reader-
friendly%20version%20EN.pdf; https://home-affairs.ec.europa.eu/requlation-establishing-eu-talent-
pool_en;https://single-market-economy.ec.europa.eu/publications/commission-recommendation-recognition-
gualifications-third-country-nationals_en; https://erasmus-plus.ec.europa.eu/document/proposal-for-a-council-
recommendation-europe-on-the-move-learning-mobility-for-everyone

32 https://ec.europa.eu/social/main.jsp?catld=1517&langld=en

33 https://home-affairs.ec.europa.eu/policies/migration-and-asylum/new-pact-migration-and-asylum_en
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Skills partnerships — formats and mechanisms

Based on the international normative frameworkexisting practices around the world, skills
and migration partnerships have taken differennfiis and used a variety of approaches and
instruments, such asutual recognition, bilateral and multilateral agreements that are
stand-alone or part of trade agreements, regionalrosectoral qualification frameworks
among the main important ones Thematically, participating parties engage in
information sharing, increasing transparency, colldoration on skill needs identification,
guality assurance, skills governance, development apdating of skills standards, joint
training delivery, recognition of skills and qualifications etc.

Examples of the different formats and mechanisragpegsented below.
» Standards and classifications

Historically, skills partnerships are based on tingaor referencing to common or similar
standardsto enable transparency and comparison betweds akill qualification’.

Once countries agree to work towards skills pastmies, they would align their requirements
to deliver similar labour market outcomes. Thisludes work in a synchronized way on
occupational, education and training (qualificaji@mnd assessmestandards as well as
(usually — to a more limited degree) — on the etlonaand training provision in the partner
countries.

As such work usually requires a lot of experts’ aadkninistrative capacity, one option is to
developjoint minimal standardsThose are bottom-up, very often emergency-drivexilfle
and short-term responses to usually local or redishills and qualification recognition
partnerships. The international cooperation hasthedughout the years to developing of
international standards and sectoral framewqiksading to widely recognized certificates and
diplomas, awarded at international level, outsitiéhe jurisdiction of public authorities, for
example in sectors like transport, ICT, construttivade and welding.

Instruments that are particularly useful when dithing skills partnerships are ttexonomies
andclassificationsas they help countries align skills standardsaualifications to standards
other than their ownGrouping skills concepts and establishing hieraathstructures of
categories in order to establish relations bottwhe world of work and with education and
training system# They are used for assessing and measuring skiflsnand mismatches and
can perform the functions ofraference poinfor comparison of national qualifications and
profiles.

Many of the classification systems are based orOSd:veloped by the ILO in 1988 and
updated in 2008. ISCO-08 uses two basic criteriartange occupations into the 10 major,

34 This part is based on: ILO, Skills harmonisation and partnerships, Think piece prepared for the Imeeting of the
Employment working group under the Indian Presidency, G20, 2023, https://www.ilo.org/wcmsp5/groups/public/---
dgreports/---ddg_p/documents/publication/wcms_867539.pdf

35 See for example the reference to ESCO: ESCO Taxonomy - Classification of European Skills, Competencies,
Qualifications and Occupations in: https://www.cedefop.europa.eu/en/news/esco-taxonomy-classification-
european-skills-competences-qualifications-and-occupations-just
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submajor, 130 minor and 436 unit groups (also dafldigit) of the ISCO classification
structure: skill level and skill specialization.

In Europe, ESCO identifies and categorizes skoisypetencies and occupations relevant for
the EU labour market and education and trainingjlable free of charge in 25 European
languages. The system provides occupational psaste@wing the relationships between 3008
occupations (mapped to ISCO occupations, 5- og-divel), and 13890 skills/competencies.

Within ESCO, the learning outcomes statements ifileshiat national level can be mapped to
the occupation-specific lists of terms, demonstgatorrespondence or lack of it. In this way,
ESCO can be applied as a sort of ‘fixed’ terminaafpoint allowing for the analysis of

national learning outcomes-based data. It is eitiplidesigned to work at international level
and aims to be relevant across national labour etaidnd education and training systems.

= Comparing and recognizing skills and qualifications

The simplest way for skills and qualifications’ ogmition is the credential evaluation. This
process requires that a competent body in a cowstgluates the content of a foreign
gualification. After that a decision for recognitics taken by the same or another competent
body.

» Box 1: Examples of recognition of qualifications

Credential evaluation is rooted in internationalculments and practices, such as |the
Convention on the Recognition of Studies, Diploraad Degrees in Higher Education|in

the Arab States (UNESCO, 22 December 1978), thewvédion on the Recognition of
Qualifications concerning Higher Education in thed&pean Region (often called the Lisbon
Convention (1997) eté® The Lisbon convention, for example, has been sigme 50
countries and international organizations, sudgh@&uropean Union (EU), USA, Australia,
Canada, Israel, New Zealand, Ukraine, Turkey anssRuThe aim of the convention is|to
facilitate the recognition of foreign studies amoiing signatory countries. A national
Information Centre (ENIC or ENIC-NARIC) is an emtiéstablished by each Party to the
Convention, which main function is to give advigalanformation on recognition matter
and evaluate foreign qualifications. A second tygfe institutions — the Competent
Recognition Authorities (CRAs) make binding deamsoon recognition. A European
Recognition Manual was developed to provide commagreedstandards and guidelings
to ensure similar methodologies. Unless a substadifference is observed, a qualificatipn
issued by one of the signatory parties is recoghiethe others.

.Benchmarking” and ,Referencing“ are the processesomparing levels of qualifications
after a mapping of the qualifications’ content. &efcing is mainly used for establishing a
relationship between the levels of a regional nfieterework (like EQF, AQRF or SADCQF)
and the national qualifications framework (NQF)strch a case, the regional framework plays
the role of a ‘translation device’ for qualificatis.

36 The Convention applies to higher education in Europe, but has an equivalent in Africa, the Arusha Convention
for Africa (1981), which was renamed and updated to the Addis Convention in 2014.
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» Box 2: Examples of benchmarking and referencing

1. The current ILCBkills 21 Projechas undertaken a comparison between the TVET$S
qualifications of Bangladesh as a country of ori{@o0O) and the Kingdom of Saudi Arab
as a country of destination (CoD) on three seleotlipations in the construction sect
Comparability Methods considered are credentidluaten, recognition by prior agreeme
and benchmarking.

The Steps of benchmarking, identified in a Managgd, as follows:

Step 1: Comparing Qualification Framework: (a) ecllreferencing levels of CoO and Cag
(b) collect level descriptors of CoO and CoD; (slablish a technical working group for
review and categorizing the level of matching (lomedium, high).

Step 2: Occupational/Qualification Mapping, conegtof: (a) identification of othe
countries’ competency/occupational standards;dttig up criteria for comparison (leve
number of training hours, entry level requiremeets level outcomes etc.); (c) set uf
focus group to validate and decide on the leveinatching. When gaps are identifig
recommendations are provided for additional tragffin

2. Examples of countries, referencing their NQF®tteer countries with the objective
benchmark levels/ level descriptors can be founithénArab countries and Southeast As

During the hiring process of workers, those wenbulgh a recognition procedure
benchmarked qualifications and the successful esaesived dual certificaté$ (PwC,
2022).

3. Within ASEAN, the participating member stateference their NQF level descriptors
the ASEAN Qualification Reference Framework (AQR#els. Countries without an NQ
reference key qualifications to the AQRF. There Hteeferencing criteria. By 2021 fo
ASEAN Member States (AMS) have successfully sutaditeferencing reports (Malays
Philippines, Thailand and Indonesia). The AQRFupperted by Referencing Guidelin

pkill
a,
or.
nt

D.

to
Sia.

The institutions in India and UAE worked to benchikngualifications, assessment, and
certification - 13 UAE Qualifications were benchied with 15 Indian Qualification Packs.

(2020), two concept notes (related to nonformal amfdrmal learning and learnin
outcomes) and a briefing paper on qualificatiomenieworks and quality assurance.

assurance framework (ETF, 2020).

framework (the EQF) and NQFs.

he

referencing activity includes responding to craemrocedures and to a recognized quality

In the case of the European Qualification Framew&®F), a ‘referencing’ methodology
has been developed to define the correspondeneedetthe eight levels of the meta-

= Multilateral and regional (recognition) agreementsand practices

The mutual recognition (partnerships)are meant to ‘allow’ holders of qualificationsrinca
partner country to automatically “access” the teryi of the host country, just by notifying the

host authorities that they are duly licensed ang tuthorized to operate in its territory.
the skills recognition to take placegavernments’ decisioils needed for the “acceptance

37 |LO (2020a). Manual on study to conduct compatibility study between selected national technical and
vocational skills qualifications of Bangladesh and identified destination country of Bangladeshi migrant workers.
Prepared by Md. Wazed Ali (PhD). National consultant, Skills 21 Project, ILO.

38 PwC (2022), Note on strategy and roadmap for Skills Harmonization in G20 Countries, produced for NSDC.
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the equivalence of the counterpart’s standard€Byst Verification may be needed by

providing proof (documents), issued by the homentrgu This leads to a dialogue between
professional organizations in each country in otdenvestigate the nature of the professional
activities, the professional qualifications, anck tHetails of pre- and post-qualification

education and training.

Another important aspect is linked tegulated trades and professiofs.g., accountants,
nurses, architects), where a wide range of muagagnition agreements (MRAS) exists, some
of them through trade/regional integration agreemsjenvhich thereby encourage the
development of mutually accepted standards, anerierifor licensing and certification and
provide recommendations on mutual recognition.efyional and bilateral level, qualifications
agencies, professional bodies and education prevatgee on qualifications to be recognized
and standards’ procedures applied, including fofgssional recognition and mutual access to
the labour markets.

Main regional partnershipsre the ones within the ASEAN, the European Unigb)( the
Caribbean Community (CARICOM), the Southern Afri€zevelopment Community (SADC),
and the Small States of the Commonwealth. Charatitsrof the multilateral agreements that
have contributed to the harmonization effort fayss-border labour mobility are linked to the
availability of: institutional structures, related legislature, opéng model, and industry
incentive structurelnter-regional partnerships also take place. & Atsia-Arab migration
context, potential linkages between SAARC RQF (BoAsian Association for Regional
Cooperation Qualification Framework Regional Quedifion Framework) and GQF (Gulf
Qualifications Framework) are being explored.

» Box 3: Regional and multilateral recognition agreements (MRA)

ASEAN has formed the foundation for the recognitadrskills, starting with the ASEA
Framework Arrangement on Services, 1995. It dewslopnd adopted MRAs for eight
professional categories between 2007 and 2013, withism being the only one that
includes TVET qualifications. While ASEAN MRAs adodifferent modalities in th
service sector, three important professions (emgseccountants, and architects) employ
the so-called hub-and-spoke model. Under this mgdefessionals in one ASEAN country
cannot be directly recognized in other ASEAN Memistates but need to obtain the
“ASEAN qualification” first, which then allows ASEA qualification holders to b
registered in other ASEAN Member States as forpigifessionals to supply services. In the
tourism sector, the MRA also established regiosatl Common Competency Standards|for
Tourism Professionals (ACCSTP). Implementing oBieead bodies at regional and national
levels were created and MRA principles were integranto national laws. The ASEA
Qualifications Reference Framework/AQRF was devedop 2015.

At EU level, in 2011, the Global Approach to Migaat and Mobility (GAMM)*® placed
emphasis on the importance of the skills dimensiamigration and mobility initiatives with
third countries and proposed to integrate all aspaicmigration and mobility of third-country

3% European Commission, ‘Communication on Global Approach to Migration and Mobility’, COM/2011/0743 final,
2011, available at: https://eur-lex.europa.eu/legal-content/en/
ALL/?uri=celex%3A52011DC0743, last accessed 22 February 2022
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nationals (following the four pillars of the GAMMregular migration/mobility; migration and
development; irregular migration; and internatiormmabtection/asylum) into overarching
“mobility partnerships”. Th&uropean Commission signed Mobility Partnershipl@ations
with Cape Verde (2008), Moldova (2008), GeorgiaO@0Q Armenia (2011), Azerbaijan
(2013), Morocco (2013), Tunisia (2014), Jordan @Q&ind Belarus (2016). These partnerships
brought together all migration-related issues isiragle package. Each declaration makes
explicit reference to the skills dimension of migpa under the first two pillars such as job
creation, labour/skills matching, employment supptr migrants and returnees, and
recognition and/or validation of migrants’ qualdtcons and skills.

In sectoral skills partnership programmes, like in nursing, destination countries work with
origin-country partner institutions or recruiters train the workforce to match specific
requirements. This has been done in Finland, Geynigaly and Norway, for example, for
vocational occupations in the country of origirljdwing destination-country standaffs

Under theEconomic Partnership Agreements or EPAH2008), a programme designed to
attract nursing trainees from Indonesia and théigpimes to Japan, costs for the mobility
programme were shared by the government and thogenp: Japanese government paid for
recruitment, travel, and living expenses of paptcits, while employers paid for six months
of Japanese language training.

= Regional Qualifications Frameworks (RQFs)

RQFs as relatively new methodologies are usuallgigned as a ‘translation device’,
contributing to increasing the transparency betw#en compared national qualification
systems and thus - making portability of qualifioas across borders possible.

In some regions, recognition agreements/convengoiisqualifications frameworks relate to
each other but may as well exist independent di eéuer.

» Box 4: The European Qualification Framework

At European leve| countries have been working on the comparatfitheir qualifications
gualifications recognition, and periods of learnumglertaken in different countries to make
possible the portability of learner and worker dfictions between EU countries. The EU
initially pursued recognition via a similarity assenent that can only be achieved by [the
harmonization of standards (until mid-1970s) anentlmecognition via a comparability
assessment that can be achieved by the harmomizsticurricula (from the mid-1970s to
the early 1980s).

The Bologna process, involving 47 countries, sthite 1999 as an intergovernmental
process aiming to restructure higher education urope and to establish Qualifications
Frameworks in the European Higher Education Areg-ERIEA) through the introductio
of a three-cycle degree system guided by a setvel descriptors referred to as the Dublin
descriptors. In a parallel development, the EQF domary, secondary, vocational a

40 OECD (2018), What would make Global Skills Partnerships work in practice? Migration Policy Debates, No 15,
May 2018.
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higher education was established in 2008. It prewithe central point of reference in usjng
a translation device of eight European genericl¢ewé learning to make qualifications
systems more transparent to employers, learnegdifigations authorities, and educatipn
and training provider$ The EQF involves 27 EU member states as welllsr abuntries?

In the last few years, nef@atures of the qualification frameworks emergeghsas continued
shift to learning outcomes and stronger attentiomnon-degree credentials and sectoral
frameworks.

Qualification supplements and skills and qualificaion passports

Qualification supplements are the easiest instrianb@mrecord benchmarked international
standards or references to regional qualificattiameworks and make them visible to potential
employers.

Skill logbooks and skills passportsexisting in some national skills systems for geare
typically used to record the skills, competencies qualifications achieved by learners as part
of individual qualifications or across multiple gram$®. The important question with
credentials recorded in the passport or logboathisther they are recognised and/or verified
by a national or international entity.

» Box 5: Examples of skills or qualifications passports

UNESCO Qualifications Passportfor Refugees and Vulnerable Migrants describes the
highest achieved qualification(s), subject fielthes qualifications, relevant job experierce
and language proficiency, as well as informatioat tmelps in the job-seeking and further
studies.

In Norway, a Qualification Passpdftwas developed, using the following methodology:
assessment of available documentation; analysieajualification; written self-assessment
by the individual; structured interview by professal evaluators.

Council of Europe: European Qualifications Passportfor Refugees — 2018-20204
project was designed with nine national participgtinformation and recognition centers,
tested in small-scale in different context in Tyrkeebanon, Armenia and Germany wijth
arranging collective action and developing capaditdemonstrates a potential to become
the global assessment and mobility tool for foroedrants, especially with the digitization
of the passport.

Within the European cooperatiotihe Europassmodel is a good example that could|be
considered at an international level. Initially teropass CV, the diploma supplement (for
higher education qualifications), a certificate gepent (for TVET qualifications), and|a
language passport (as a self-assessment tool) deeedoped. In July 2020 the Europass
platform was launched, including an e-profile, plessibility to issue digital credentials and
to assess digital skills. Europass offers the mp$b date and rich repository of high-quaFy

data on qualifications, national qualification €mst and learning opportunities in Europe,
helping learners to find a course in another cquabtd employers to grasp the value «

41 Cedefop, ETF, UNESCO, UIL (2017). Global inventory of regional and national qualifications frameworks, p. 44
42 In 2014 a decision was taken to allow countries outside of Europe to reference their NQFs to the EQF.

431L0, 2022, available at: wems_840276.pdf (ilo.org)

44 Stig Arne Skjerven Director of Foreign Education, NOKUT (Norway), Qualification Passport, PPP at UNESCO
Information meeting, 2018
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qualification from a different EU Member State. Qeatials stored are however not
automatically recognized by other EU member st&tes.

Digital badgesare seen adsual tokens of achievement, effectively providagechnological
solution to the problem ofepresenting learning beyond qualifications. Badges are
associated with competency approaches to educaiiahas a result, claim to “help speed the
shift from credentials that simply measure seaktito ones that more accurately measure

competency™®

Badges can represent micro-credentials, repregggitierete skills sets that can be grouped or
‘stacked’ to form a larger macro-credential. They ersonalized and machine-read&aad
for these reasons, they matter to students, empsl@yel educators.

= Bilateral and multilateral partnerships and agreements

Examples from countries across the world shed bghthow they foster skills partnerships, in
order to facilitate the supply of skilled workforabroad.

» Box 6: Bilateral partnerships and agreements

1. In Korea, the Employment Permit System (EPS) for temporaop-professiona'l
employment is based on bilateral relations withpa@ner countries. EPS was instituted in
2005 and brings 40 000 - 50 000 new workers ampuadhile primarily a labour migration
programme, EPS integrates training before and duhe stay — which can last up to 10
years. An interesting aspect is that when the @rogre was introduced in 2005, the
expectation was that workers would capitalise erstills acquired during their employment
in Korea to return to the same activity, but ingbiGe returnees have generally undertaken a
different activity upon their return. This has keda shift in training.

Main lessons learnt from training in the EPS immeated in Korea:

In the Employment Permit System (EPS), learningdbeean language is the responsibility
of candidates in countries of origin. To suppomlagants, Human Resource Development
Korea (HRD Korea), the agency managing the programaifers a self-preparatign
curriculum for the exam, something which has babgiévate language schools in several
of the partner countries. Following selection, HRDrea provides additional specific
training necessary for the Korean workplace toifprevorkers upon their arrival and befare
they start their employment. They also offer tnaghduring the temporary stay of foreign
workers to improve their vocational skills and tegare for their reintegration in the country
of origin. While only about 3% of EPS workers pagate in this training, this still has
amounted to more than 30 000 individuals over #st gecade. The training initially focused
on typical sectors of employment in Korea, but HRBrea discovered that few workers
returned to work in the same sectors and functi8me then, the training has shifted focus
towards employment possibilities upon return toitbme country in other roles. In additian,
it trains workers to become suppliers or qualifeles staff for their former Korean
employers once they return home.

45 https://europa.eu/europass/en

46 Ifenthaler, D., Bellin-Mularski, N. and Mah, D. (eds). (2016), Foundation of Digital Badges and Micro-
Credentials: Demonstrating and Recognizing Knowledge and Competencies. Switzerland, Springer., p. 24

47 QOliver, B. (ed.). 2016. Curate, Credential and Carry Forward Digital Learning Evidence. Final report of
OLT Strategic Priority Project. Sydney, NSW, Australian Government Office for Learning and Teaching.
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2. InJapan, small-scale bilateral programmes for recruitmdmuwses and care workerg —
initially from the Philippines and Indonesia — itwv® Japanese government agencies in
certifying and training workers in the origin cognand in Japan. These initiatives are small
compared to the long-standing Technical Intern ning Program (TITP), first created
decades ago as a form of international cooperations employing TITP participants had
to commit to a skills development plan. In practitH P skills development was limited and
the programme functioned primarily as a low-skilladour migration channel. With the
introduction in 2019 of the Specified Skilled Worleogramme, which is based on language
and skills certification, Japanese employers hasgub to operate language and skKills
training centres in countries of origfn

3. In India, the Ministry of Skill Development & Entreprenenis (MSDE) and other
implementing organizations in coordination with Mmistry of External Affairs (MEA) has
signedl1 Government to Government (G2G) MoUsn the field of skill development and
vocational education training arBusiness to Business (B2B) MoUswhich facilitates
recruitment, migration and training services fomyaountries.

4. Australia and New Zealandfollow the principle of automatic recognition, whimeans
that they have established a system of interndtmm@gional licensing.

In the past decade, a number of SMP or SMP-likainies have also been developed globally,
as the example of the Australia Pacific Technicalle€ge (APTC) shows:

» Box 7: The example of Australia - the APTC project

Created with support from the Australian internagéibcooperation agency in 2006, the
APTC comprises training centres in five differemicBic nations. It was designed to train
Pacific nationals up to Australian standards focatmnal careers throughout the Pacjfic
region. At the same time, it was meant to buildddyeacity of the Pacific training institutions,
and to provide qualifications which would allow sergraduates to qualify for labour
migration programmes in Australia. The initial g achieved its training goals but not the
expected mobility.
More than 10 000 graduated from the programmearfitet 8 years. Yet only less than 2%
went to Australia to take up the higher-paid jobswhich they were trained. On the one
hand, the participants were older (on average, &#syold) and often already employed,
which reduced migration. Another reason for the esbdesult was that the APTC project
was not connected to a legal labour migration chbaninternational matching mechanism,
so graduates had to conduct their own internati@ialsearch. Further, while the APTC
trained to the Australian standard, Australia’dlelimigration programme still imposed a
costly recognition procedure. Finally, since APT@irters were sent from Australia, the
programme cost as much as it would have cost o imaAustralia. Major changes wefe

introduced in the third stage of APTC, startin@d18. APTC now includes coalitions with

relevant stakeholders to promote technical and i@ education and training (TVET)

reform and the Australian aid programme. The cbatisg model now includes some of :]he

beneficiaries of training: individuals, individuaknterprises, industries, national
governments. The nestage connec graduates to legal labour migration pathw

48 Skills Mobility Partnerships: Exploring Innovative Approaches to Labour Migration, EMN-OECD INFORM,
European Commission, March 2022, https://www.oecd.org/els/mig/2022-march-joint-emn-oecd-inform-skills-
mobility-partnerships.pdf, p.8
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Summary

The global and European legal documents, concewtsrétiatives could provide important
reference information when designing the EU-BanggadT alent Partnership programme. The
Concept of Global Skills Partnerships and the nesm@unication on Skills and Talent
Mobility highlight the principles that underpin sigssful TP models. The formats of skills
partnerships provide an important information sewten choosing the concrete measures of
a particular TP model. Their functionalities preseinabove will orientate the respective
stakeholders when approaching the operational phfabeir cooperation. The trends towards
developing regional instruments, using microcreidsnand digitalising learning content and
achievements signal for opportunities how to ratlm® and streamline common efforts
towards establishing effective skills partnerstapsperation.

3.2 EU Member States migration policy and experience in skills and mobility
partnerships

In this chapter the labour market and migrationgeesd and modalities across EU Member
States are examined: existing migration laws, vpamit regulations, labour market policies,
and skilled migration frameworks. The focus is e four studied EU Member States —
Germany, Italy, Greece and Romania. In additiolevent examples from other EU Member
States and EU-financed projects have been studgethere is longstanding experience and
multiple initiatives with formalised agreementscooperation in place. Most of them focus on
youth exchanges, mobility of young, qualified ps#f®nals or graduates as well as circular
migration in the field of higher education. Therfats vary between bilateral or multilateral
agreements, programmes and pilot projects. Spesgfitors addressed by Skills and Mobility
Partnerships (SMPs) include healthcare, Informasiod Communication Technology (ICT)
and agriculture. Challenges identified in relatimn SMPs include their scalability, their
relatively high cost and the difficulties encouetto involve multiple stakeholders, including
employers. In terms of opportunities, SMPs canrdoutie to unlocking the potential of skilled
mobility based on a more sustainable approach. \Wkahguishes SMPs (as well as TPs and
GSPs) from other approaches to labour migratidhasthey specifically aim for a “quadruple
win”, benefiting the individual and the employes,vaell as the destination state and the country
of origin more widely. Well-designed and implemeh&VPs may in the future act as vehicles
for bilateral and multilateral cooperation to entemigration and mobility that harness the
potential of migrants’ skills in a way that allowes countries of origin to benefit, whilst at the
same time addressing EU employers’ most pressiitlg akd labour need$ serving in such

a way as a foundation for TP models.

4 ldem
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GERMANY

Labour migration framework — development and recent reforms

Institutional responsibilities

Germany’s migration policy aims to manage immignatiwhile considering societal
integration, economic interests, and labour mankeds.

TheFederal Ministry of Labour and Social Affairs plays a crucial role in this respect. The
Ministry provides information on various aspects labour migration, including entry
conditions, residence permits, and employment dpptres for foreign workers. It also
manages the Blue Card Framework.

PES the Public Employment Agency (Bundesagentur filvet) is in charge of evaluating
demand and skills shortages, concluding placemgreeaents with third countries and
verifying competences for employment offers, aslael— for supporting people, including
foreigners and migrants, in their employment aathing.

The Federal Ministry of Interior and Community, Directorate-General M — Migration;
Refugees; Return Policy sets the Federal Goverrisnengration policy. It charts the course
of law on residence, freedom of movement and asydtmational and European level and
deals with issues related to the return of foreigmequired to leave the country.

The Federal Ministry for Economic Cooperation and Bevelopment (BMZ)is the German
ministry responsible for development cooperatiothwiver 60 partner countries. It strives to
shape migration policies that benefit individualsuntries of origin, and host countries while
promoting sustainable development and gender egualihe ministry actively shapes
migration policy by offering pathways for safe, ery, and regular migration and supports
addressing displaced people and irregular migraéind works to implement the development
goals of the 2030 Agenda and the Global CompactMagration (GCM) through joint
initiatives and international forums.

BMZ operates centres focused on fair, ethical lalmoigration to Germany and Europe. These
centres support regional mobility, successful egration of returnees, and ethical migration.
The German Development Cooperation organisation (Qsche Gesellschaft fur
Internationale Zusammenarbeit (G1Z) GmbH is the main German development agency,
which provides services in the field of internatbdevelopment cooperation and international
education work. GIZ is actively involved in addregsdisplacement and migration challenges
worldwide. Their work combines short-term assiséanith medium and long-term projects,
focusing on refugees, internally displaced pers@bB®s), and host countries’ workers. It
provides development-oriented support and impleatsmt of labour migration programmes,
including by supporting language and technicahtre, support for qualifications’ recognition
and integration. Additionally, GIZ strengthens gdbpartnerships by contributing to the UN
Migration Multi-Partner Trust Fund (M-MPTF) and ggoting the Global Data Institute
established by the International Organization fagtsition (IOM).

The institutional landscape is populated with mather bodies at central and federal states’
level with responsibilities in research, recogmtad foreign qualification, integration services,
whose contribution to managing different aspectsnajration process will be highlighted,
whenever deemed necessary for the purpose ofullg, sh the text below.
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Recent reforms

In the past few years, Germany, like many othentiies has announced changes and reforms
to the legal migration policy framework with therato increase migration to address labour
and skill shortages.

The Skilled Workers Immigration Act (Fachkrafteeamwderungsgesetz — FEG) came into
force on 1 March 2020, and is to boost the immigreof qualified individuals from abrod

On 23% June 2023 the German Parliament passed the nevgiaiian bill and on August 18,
2023, the new “Skilled Workers Immigration Agtivas published in the German Federal Law
Gazette (Bundesgesetzblatt). It amends the Residscit’ (Aufenthaltsgesetz), and the Act
on the Recognition of Professional QualificatioBerufsqualifikationsfeststellungsgesetz,
BQFG), among others, and implements European U(itl) Directive 2021/1883 on the
conditions of entry and residence of third-coumtagionals for the purpose of highly qualified
employment. The goal of the reform is to make gieafor skilled workers from non-EU
countries to come to Germany to work. Previousinidied bureaucratic hurdles and missing
required German language skills should no longeolistacles for the decision to immigrate
to Germany. The bill’'s regulations — which weregorally expected to enter into force by
March 2024 — are now coming into effect across Mawer 2023, March 2024, and June 2024.
The new law is expected to continue and partialgaed existing regulations for skilled
workers with university degrees, such as the EWeRBard*. It will also be possible to search
for a job using a new opportunity card.

Background to the New Act

The German government considers skilled profesisonkey to innovation and
competitiveness, to growth and employment, andrasperity and a good quality of life.
Vacancies across the country in health- and nunglaged sectors, childcare, the IT industry,
and building professions, among others can padrubenefit from new talents. Already in
January 2022 the new government was cited expgedisenneed to attract annually 400,000
workers from abroad. In the Skilled Labour Stratedfy presented by the federal government
later, in October 2022, one field of action is twds on a modern immigration policy. The
government declares its commitment to ethicallypoesible and holistic immigration that
serves the interests of destination countries, tt@msnof origin and migrants alike. A goal-
driven policy, based on the principles of the GloB&ills Partnerships on pre-departure

51 https://www.bamf.de/SharedDocs/Meldungen/EN/20203P1.-am-
fachkraefteeinwanderungsgesetz.htmil

52 https://perma.cc/L56W-ZXBS

53 https://eur-lex.europa.eu/legal-content/EN/TXT/PRFI=CELEX:320211.1883Directive (EU)
2021/1883 of the European Parliament and of then€ibaf 20 October 2021 on the conditions of
entry and residence of third-country nationalstifigr purpose of highly qualified employment, and
repealing Council Directive 2009/50/EC

54 https://www.make-it-in-germany.com/de/service/gloggiossar-blaue-karte-eu

55 https://www.reuters.com/world/europe/germany-waitsact-400000-skilled-workers-abroad-
each-year-2022-01-21/

¢ Fachkraftestrategie der Bundesregierung.
https://www.bmas.de/DE/Service/Publikationen/Bragren/fachkraeftestrategie-der-
bundesregierung.html
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integration support is deemed crucial. This inctuttee provision of information and advice,
especially on the necessary immigration and visagsses, language courses and orientation
services in the individual's country of origin —thdor the potential skilled workers themselves
and for their family members. Close cooperatiorhvgbvernments in the countries of origin
is intended to avoid “brain drain” and to strengtlieese countries’ capacity to manage skilled
labour migration. The aim is for this approach &soipplemented by joint approaches at EU
leveP”.

To ensure that immigrants from third countries #redr family members can participate fully
in society, and to boost immigration as envisagaddernised legislation on immigration,
residence and nationality is also necessary, imududapid, effective and non-bureaucratic
administrative processes.

The new law is part of this strategy to supportsineply of skilled workers. The bill is expected
to create and expand immigration pathways for tbhadntry nationals to enter the country for
employment, qualification measures, or job search.

The Skilled Workers Immigration Act introduced the Three-Pillar System

The amendments establish a three-pillar systerakitied workers. The first pillar deals with
skilled workers in general, the second pillar wehjuired professional experience, and the third
pillar, entitled “potential,” with skilled workerithout a concrete job offer. (Skilled Workers
Immigration Act arts. 1-3.)

First Pillar: Easier Access to Residence Permits fd&killed Workers
A “skilled worker” is defined as a foreigner who:

1. has successfully completed quality vocatiorahing in Germany or has a foreign quality
vocational qualification which is equivalent to acaequired in Germany (skilled worker with
vocational training qualification), or

2. has a German university degree, a recognisezgfo university degree or a foreign
university degree comparable to a German one €skilorker holding a university degree).
(Residence Act § 18, para. 3.)

The former version of the law enabled “skilled wenkwith a vocational training qualification
[to] be granted a temporary residence permit téoper skilled work for which their training
qualifies them.” Under the new law, a skilled warkéth a vocational training qualification
may be granted a temporary residence petmiperform any type of skilled labour.
(Residence Act §8a(new); The skilled workers training no longer needs to math the
particular job . The same restriction was deleted for skilled woskholding a university
degree. (Residence Act § 18b(new).)

With the new amendments, in force from 18 Novemb@23, in an expanded List of
professions (IT previously existing) to benefitrfrahe relaxed Blue Card Framework, the

57 https://wwwhmas@e/SharedDocs/Downloads/EN/PDF-Publikationen/skilled-labour-strategy-
pd#pdE?__blob=publicationFile&v=2, p?l26-27
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following professions have been included: Profassi services managers, suctchsdcare
or health services managers; School and out-ofehool teachers and educators; Manufacturing,
mining, construction,or distribution managers; Veterinarians; Dentists; Pharmacists; and
Nursing or midwifery professionals

Second Pillar: Required Professional Experience

If a skilled worker haso formally accepted equivalent to German vocationdraining , the
person may still come to Germany to work. In sueses, the professional must have
appropriatework experience of atleast two years, have a minimum salary, and have
completed an apprenticeship that is formally accemd by the home countryand took at
least two years(8 16d(new).) It is no longer necessary thatftineign degree be recognized
as equivalent.The minimum required salary is supposed to prosidieng-term perspective
on the labour market for the skilled worker. (8 p8ra. 1(new).) This is seen by the experts in
labour market and migration as opening a new cHdankbour migration in Germanf; Yet,

the responsibility is in a way transferred to tlmepyers who themselves do not share a
uniform opinion on this option.

Third Pillar: Potential

The act additionally introduces an “opportunity d®&# Workers will receive a temporary
residence permit and gain access to the labourenhtolsearch for a job. The permit is made
for persons who do not have a specific job offardhow “potential” in the labour market due
to their specific skills andre looking for employment or possibilities to getheir foreign
vocational qualifications recognized as equivalent Workers need to have a
prequalification — for example, a foreign vocation&qualification that requires two years

of training and is officially recognized by the foeign country, and language skills
equivalent to level A2 in German or level B2 in Enlish according to the Common European
Reference Framework for Languages. (Residence R0ag para. 4.) The “opportunity card”
establishes a point system, with criteria suchuagifications, German language skills, work
experience, and personal connection to Germanyetermine the potential to integrate
successfully into the labour market. (Residence§\20b(new).) A “search opportunity card”
is granted for a period of up to one year withhssibility of an extension of up to two years
(“follow-up opportunity card”) if the foreigner retves an employment contract or a binding
job offer for domestic skilled employment and thexl€ral Labour Office (Bundesagentur fir
Arbeit) agrees. (Residence Act 8§ 20a, para. 5(nevguch a way, access to the German labour
market is provided for skilled workers, even withau job offer. This approach would
introduce a supply-oriented pillar to the mainly demand-oriented labour migrationtesys
and is considered a step away from employment-basas globally as a way to improve skills
shortages during a tight labour mafet

58 Interview Mr Azahay, Bertelsmann Foundation

59 Based on the Canadian model

60 https://www.fragomen.com/insights/germany-new-immaiipn-bill-seeks-to-attract-non-eu-skilled-
workers.html
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With the new amendments of the law, Germany istiaid) it to different situations. Employers
will have a larger role in choosing their workettsgre will be more flexibility around labour
market entry, and the objective is to create a&bettvironment for people to stay permanently.

Employers in industries with serious shortages kilfesl staff expected to see a speed-up
process. In order to fill a vacancy, they can thedies shorten the recognition procedure at the
Foreigners' Registration Office on behalf of thelegant. With a visa, the new employee can

then enter Germany within two months and start fjloéi.

The FEG is the first of many steps aimed at aftiganore international professionals/skilled
workers to Germany: around 16,000 people benéfited it up to the end of 2020 alone. Even
S0, over 28 percent of vacancies for skilled waskeiGermany could still not be filled in 2021.
Under the old law, requirements were found stillt@s high (language, funding etc.) and
procedures too heavy for workers and empldyefhere is still a high demand for skilled staff
— and the new law means good prospects for inienwtapplication$?

The FEG started being gradually implemented as flerend of 2023. (See Annex 2 on the
implementation phases.)

= Responsible body and procedures:

Federal Employment Agency (Bundesagentur fur Arbeix

Procedure:

- Germany generally required a labour market testyknas Vorrangprifung, for non-EU
workers applying for work permits.

- The employer must advertise the job vacancy in @ags public job portal and/or other
suitable platforms for a specific duration. The extigement should provide sufficient
details about the position and its requirements.

- After the job advertisement, a waiting period ofialyy four weeks is observed to allow
local or EU candidates to apply for the position.

- The Employment Agency evaluates the applicationsived during the waiting period.
They assess whether there are any local or EU datesi who meet the job requirements
and could potentially fill the position. If suitabtandidates are found, the labour market
test may result in the rejection of the non-EU vesik application.

- The Employment Agency informs the employer of thkcome of the labour market test.
If no suitable local or EU candidates are founde #mployer can proceed with the
employment of the non-EU worker.

Exemptions:

- Highly skilled workers with recognised qualificat®, such as professionals in the fields of
science, technology, engineering, and mathema3TEM).

- Individuals with specific job offers meeting certaalary thresholds.

51 EU Labour Mobility Practitioners’ Network In-Pers@€onference “Labour Mobility and Skills
Shortages: Connecting the Dots” 21-22 November 2388Discussion Points
62 https://www.deutschland.de/en/topic/business/warkimrgermany-skilled-immigration-act
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- Individuals applying for the EU Blue Card, whichaisvork and residence permit for highly
qualified professionals.

General information for visa schemes

First, theapplicant applies for a visa to enter Germany(except for nationals from some
countries). Upon arrival, the applicant appliestfog relevant residence permit based on the
type of work they intend to pursue.

Approval from the German Federal Employment Agencyis a process where this agency
evaluates if the employment conditions such asrsaad working hours and if they are
comparable to those of domestic employees.

In an effort to reduce ongoing processing delayd sypeed up digitalisation of the visa
processes, the Consular Services Portal was ladrainé 4 July 2022 for foreign nationals
submitting EU Blue Card applications in certaintaitss and consulates. The Federal
Employment Agency is also piloting an online platficfor pre-approval applications. Despite
these initiatives, processing times continue taease, impacting international travel and
employment start dat&s

Bilateral agreements and pilot projects

With the model project “Training young people frovietnam in Germany, the Federal

Ministry of Economics and Technology (BMWi) tooketinitiative for pilot projects in skilled

migration already in 2012 (in the field of eldedsre) and 2016 (in nursing). As part of the

evaluation, a practical guideline for care faalitivas developé&t

Since 2013, the Central Foreign and SpecialistePt@nt (ZAV) of the Federal Employment

Agency (BA) and the GIZ are implementing theple Win programmme, which provides

qualified nursing staff to care facilities in Gemnya The programme philosophy is migration

with a wide range of benefits, including:

» targeting the need for skilled workers in Germany;

* reducing the burden on the labour markets of thentees of origin and providing
development policy impulses, including know-howthie countries of origin;

» providing good employment perspectives to migrants.

53 https://www®ragomen@om/insights/germany-updates-on-digitalization-delays-and-policy-
developmentsthtml

& Evaluation des Modellprojekts zur Rekrutierung jenlylenschen fiir eine Pflegeausbildung:
https://www.bmwk.de/Redaktion/DE/Downloads/E/evéilwamodellprojekt-gewinnungpflegekraefte-
vietnam.pdf?__blob=publicationFile&v=168- Leitfaden fir Pflegeinrichtungen:
https://www.bmwk.de/Redaktion/DE/Publikationen/\&athaft/leitfaden-auszubildende-ausdrittstaaten-flier
pflege.pdf?__blob=publicationFile&v=16- Studie zur Analyse von Drittstaaten zur Gewinnuag
Auszubildenden fur die Pflege in Deutschlahdps://www.bundesregierung.de/breg-de/suche/leiterur-
analyse-von-drittstaaten-zurgewinnung-von-auszebiién-fuer-die-pflege-1829430

53



EU-Bangladesh Talent Partnership Programme Preparatory Assessments

» Box 8: The Triple Win Project in Germany

Project partner countries of Germany in the Trijjléen Project were the Philippin(js,

Bosnia/Herzegovina, Serbia (until February 20209l dwunisia. GIZ works with local

institutions such as employment agencies and laggemstitutes in these countries to recruit
nurse professionals for Germany. The project isgdesl to foster permanent immigratian,
although returning to one’s country of origin remmsaan option. GIZ provides the following
services: coordination, language training, profassli training, and integration courses) that
are covered by the GIZ charges for potential engieycare facilities) - a placement feg of
€5,500 for each skilled worker. Employers are aéspired to cover nurses’ travel costs to
their place of employment. Additional costs asseciavith the recognition of qualifications
may be covered as well. The total cost involvechvirtiining a skilled worker recruited
through the Triple Win Project is estimated to kéaeen €8,000 to €10,000.

This approach has already helped meet the high mimaGermany for skilled labour in
nursing and long-term care facilities. Since itsnleh in 2013 till January 2022, the project
has placed 4900 qualified nursing professionals fitee four partner countries with German
long-term care facilities. The project has alsoadieped a number of innovative management
approaches that are setting the standard for fphajects. GIZ provided support in terms|of
language and professional skills preparation atajmation upon arrival in Germany, as well
as the recognition process of the foreign qualiica This includes gearing programs|to
account for the full cycle of migration. In additiothe project has succeeded in involving
key stakeholders such as unions and employerstiasems. Partner countries have already
begun to feel the impact of such programs as labw@urkets with high unemployment rates
are relieved of excess labour and migrants’ remutta are sent to families in ori%in
countrie®®,

Against the background of the nursing shortage Féeral Ministry of Health (BMG), the
Federal Ministry for Family, Social Affairs, Womemd Youth (BMFSFJ) and the Federal
Ministry for Work and Social Affairs (BMAS) launctehe Concerted Action for Care (KAP)
in 2018. Since then, various measures have be&atéd with the aim to improving and
accelerating the processes of recruitment, recogréind visa procedures and integration. For
this purpose, the BMG set up two institutions i1i20the German Skilled Agency for Health
and Care Professions (DeFa), to support the presessund the professional recognition and
work permits of international nursing professionalse German Competence Centre for
international skilled workers in Health and CarefEssions (DKF). A central service point for
recognition (ZSBA) was set up by the Federal Emplegt Agency (BA) for those still abroad
to advise the specialists on entry, recognition laslg in German.

85 Bertelsmann Foundation. Fostering transnationiié glartnerships in Germany. Policy Brief
Migration, May 2020

% Ergebnisse der Konzertierten Aktion Pflege und &tarder Umsetzung 2021;
https://www.bundesgesundheitsministerium.de/fileexdDateien/3_Downloads/K/Konzertierte Aktion_
Pflege/KAP_Zweiter_Bericht zum_Stand_der_Umsetzdeg Vereinbarungen_der_Arbeitsgruppen_1
bis_5.pdf
https://www.bundesgesundheitsministerium.de/fileeddDateien/3_Downloads/K/Konzertierte Aktion_
Pflege/191129 KAP_Gesamttext Stand 11.2019 3.agefpdf
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In July 2021, the BMG launched the new funding paog “Fair Recruitment for Care
Germany" for employers to receive subsidies foirthecruitment costs for nursing care in
certain distant locations like the Philippines, Mex Brazil, Colombia, the Dominican
Republic and India and Indonesia. The funding idekiup to 6,000 euros. DeFa advises on
the prograrfy’.

A “Quality Seal” for a “Fair and sustainable placarmof skilled workers” has been developed
to create binding standards for commercial inteonal placement of nursing specialists. At
the end of 2022, over 50 recruitment companiesheadth facilities were already certified. In
addition, the DKF has developed a “welcome cul&etegration tool kit”. With “INGA Care

— Establishing a welcoming culture in the recogmiprocess” a Job-integrated tool for foreign
nursing professionals with integrated languagenitngi was developed with the aim do shape
the recognition processes in a more time-effici@ppreciative and integration-promoting way.

In addition, with the funding of the Goethe-Insti#uthe federal government provides pre-
integration offers, including with information alkiomigration to Germany (e.g. finding
accommodation, intercultural issues). An expaneidhe office of Goethe-Institute is foreseen
to over 40 locatiorf§.

In such a wayThe Triple-Win-Programméas created a whole paradigm of respecting the
needs of the destination countries, the countrfesrigin and the migrants. Several pilot
projects apply this principle.

Further priority countries for Germany have beamtidied by the federal development agency
to cooperate in the framework of the THAMM projettnisia, Morocco and Egypt.

» Box 9: THAMM Project®®

Designed as a regional programme, THAMM programir@vards a Holistic Approach to
Labour Migration Governance and Labour MobilityNiorth Africa” aims to contribute t
improving the governance of labour migration ane pinotection of migrant workers fro
selected North African countries, namely Egypt, Mmo and Tunisia by supporting the
development and implementation of coherent and cehgmsive policy frameworks guided
by relevant human rights and labour standards aseéd on reliable data and evidence,
which are essential for fair and effective labougnation governance and decent work.
THAMM is implemented by Belgium and Germany in aeblbration with IOM and ILO. |
supports partner institutions in North Africa taflrand implement policies and mechanigms
for safe, orderly and regular migration, as well fastering cooperation and regiol

&7 Information about the Fair Recruitment Nursing fungd program;
https://www.ptj.de/projektfoerderung/faire-anwerhyflege-deutschland
https://www.bundesanzeiger.de/pub/publication/qgG8RW._p6Z27uFiZ3/content/GTRw8UnLp6
Z27uFiZ3/BAnz%20AT%2030.06.2021%20B5.pdf

58 Angebote zur Vorintegration und ,,Mein Weg nach Deutschland“ durch das Goethe Institut >
https://wwwoethee/de/spr/eng/dazthtml?wt_sc=vorintegration
https://www#oethee/prj/mwd/de/startseitefhtml

Gutesiegel, Werkzeugkoffer und INGA-Pflege des DKF > https://dk@kda@e/wp-
content/uploads/2022/12/Anbrderungskatalog 2 2022¢pdPel
https://dk@kda@le/werkzeugkoffer-wi/ > https://dk#kda®e/inga-pflege/

% https://migrationnetwork@n@rg/projects/thamm-towards-holistic-approach-labour-migration-
governance-and-labour-mobility-north
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exchange between relevant stakeholders in NortitaAfThe THAMM programme build
on the experience of the implementation institugiam North Africa and beyond to foster
mutually beneficial migration and mobility for NartAfrican countries. Planned over 36
months, it covers three countries: Egypt, Moroaed &unisia and is inclusive of and open
to other North Africa countries for sub-regionali@ties. The programme also develops and
pilots mobility schemes, in particular for youngmen and men in Morocco, Tunisia and
Egypt, who are interested in a dual-track vocalidraning in Germany, or for skilled
workers seeking employment in Germany or Belgiuraldo includes a pilot regional south-
south mobility scheme between Morocco and Tunile project is co-financed by the
Federal Ministry for Economic Cooperation and Depehent (BMZ) and the EU
Emergency Trust Fund for Africa (EUTF) and staiite@019.
Objectives are:

- Existing national frameworks in the field of mégion and mobility are technically
supported according to the needs and prioritigh@National Governments (implemented
by ILO/IOM);
- Mechanisms for assessment, certification, vabaaand recognition of migrants’ skills
and qualifications are improved (implemented by MIAD/);
- Migration related knowledge and data managemethe field of regular migration and
mobility is improved (implemented by ILO/IOM);

- Mobility schemes are established and/or improvyeaplemented by GIZ);

- Cooperation between relevant stakeholders irige: of regular migration and mobility
in particular job placement, is improved (impleneshby ILO, IOM and GIZ).

In Germany, among other measures, a pilot groug06fmigrants is to be placed eithernin
dual vocational training or employment in the Gemnfebour market, following intensive
pre-departure preparation. In Germany, THAMM is lempented by the German
Development Agency (GlZ), in cooperation with thedEral Employment Agency, fro
2019 until 2023. Since its start, the programmeingsiistically and culturally prepared 127
prospective apprentices from Morocco and Tunisralifong and working in Germany,
primarily focusing on the hotel and catering inay

In Pakistan, GIZ will provide advice on legal migoa pathways through the existing
Pakistan-German reintegration centre. GIZ have rexpee with the Philippines and the
Balkans, and new programs in Ghana and Senegallattee is called “Skills partnerships
between Senegal, Ghana and Germany”, which willaeod the TVET infrastructure in
Senegal and Ghana with the option for some paamntgpto further their education and find
employment in Germany in high-demand occupationse B the nature of TVET, many
stakeholders are involved on the German side (iegulating authority, authorities with
oversight of recognition procedures, employer’saaigation for construction, Chambers of
Commerce, vocational training institutions, etwith their counterparts in Ghana and Senegal
to also be engaged. The aim is to build trust waitthorities to obtain a standardised procedure
for recognising qualifications and skills. Other asares to attract foreign talent include
Germany'’s placement agreements with Jordan andlBoazare workers, and the extension
of an earlier placement agreement with Mexico tdude hotel and restaurant workers.
Workers recruited under these agreements cantettia procedure for the recognition of their
qualifications at the same time as they take upleyngent in Germany.
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Recently,Germany, but also Portugal and Austria have concludgreements on migration
and mobility with India. These agreements are intended to serve as a rioodsbtential
future similar agreements with other countries (Be& 10 below). India previously also
concluded bilateral migration and mobility agreetsemvith Finland, France and the
United Kingdond®.

» Box 10: German - Indian Migration and Mobility Agreement

On 5.12.2022, the German - Indian Migration and NiytAgreement was signed durirlg
the Federal Foreign Minister Annalena Baerbock&two India. It is the first extensive
agreement in the field of migration concluded betw&ermany and a country of origin.
The agreement will facilitate mobility of students, trainees and professionals; joint action
against irregular migration; and clear procedures for forced returns. The migration and
mobility partnership between Germany and India essigs aspects of regular migration as
well as return cooperatioithe agreement includes provisions to facilitaie rfeobility for
students and trainees, cultural professionalsnglists, academics and skilled workers who
want to take up employment in one of the two caastA joint working group on
migration, return and mobility issues was suppasete set up for implementing the
agreement.

The migration and mobility partnership between Gamgnand India addresses aspects
of regular migration as well as return cooperatidhthe same time, the two countrigs

are joining forces to resolutely fight irregulargration and human trafficking. They
should facilitate the return of Indian nationalguged to leave Germany by providing
clear procedures for their identification and retur

-

The migration of skilled workers from India to Gany offers great potential fc
tackling Germany’s shortage of skilled workers. ©2®0,000 Indian nationals afe
currently living in Germany, with the vast majorivy them holding a regular residence
permit. But there are also more than 5,000 Indiatomals who are staying in Germany
illegally. In addition, 34,000 Indians are studyimgGermany, making up the second-
largest group of foreign students.

= Other instruments recently introduced are:

» Western Balkans Regulations:Introduced in 2016, new regulations opened a rti@ra
channel to Germany for people from the Western &adk (i.e. Albania, Bosnia and
Herzegovina, Kosovo, North Macedonia, Montenegieh Sarbia). This regulation also makes
it possible for people in these countries to mignatth a job offer and without the need to
prove their qualification or language skills foryatype of employment in non-regulated
professions. The regulation was originally limitedil the end of 2023. The Regulation on the
Further Development of Skilled Immigration will rene the time limit on the Western Balkans
regulation. From June 2024, the quota will be 50,80provals per year.

70 Skills Mobility Partnerships: Exploring Innovative Approaches to Labour Migration, EMN-OECD INFORM,
European Commission, March 2022, https://wwwecdrg/els/mig/2022-march-joint-emn-oecd-inform-
skills-mobility-partnershipspdr
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* Bilateral recruitment agreements for seasonal workes: Germany has this type of

agreement with Georgia and Moldova. The agreemdt @eorgia is in place since 2020.
Seasonal migrants in the agricultural sector cay fetr 90 days within a 180 - day period. The
number of permits granted under this scheme is05(88 of 2023), but far fewer seasonal
workers migrated to Germany. The agreement withdded was concluded in 2021 for the
harvest season of 2022.

The Federal Government is currently trialling parghip-based projects on labour and
educational migration with several partner coustrie the framework of development
cooperation. In this contexadvice centres for jobs, migration, and reintegraton, known

as migration hubs, also play a key role. They areding implemented by the Federal
Government together with the partner countries’ puldic employment servicesAmong
other things, these centres offer people who @eeasted in migrating to Germany information
about the options and requirements for regulardabod educational migration. The Federal
Government will continue to work on expanding thastng options available through
intermediary and partner organisations, such asQGbethe Institute, for people to learn
German, including job-related language skills, temtake recognised language tests abroad. In
the framework of partnerships with German businéss, Federal Government is trialling
measures in selected countries to prepare peofgens of their language and technical skills,
and to place them in jobs in shortage occupatibeselopment-policy objectives can also be
taken into consideration in this context, in parshg@ with development cooperation. By
supporting the teaching of German as a foreignuagg in schools abroad, the Federal
Government is also helping to ensure that, ovelaihg term, individuals develop a connection
with Germany over the course of their educatiod, @otential skilled workers can be recruited
to work in Germany. The schools participating i ttfschools: Partners for the Future”
initiative (Schulen: Partner der Zukunft), whiclceeve particularly intensive support, play an
important role in this context. The Federal Govesntrwants to establish a master plan to
further strengthen their links with one another amth business and academic partners.
Funding is also provided via intermediary organdiset for information and the above-
mentioned advice services, which enable peopledsted in migrating to Germany to learn
about living and working in Germany while they at#l abroad®.

Lessons learnt

Traditionally, in Germany, The Federal Developmexgency (the Organisation for
International Cooperation/Gesellschaft fur Inteiovadle Zusammenarbeit, GIZ), works
closely with the German Public Employment Serv{@jndesagentur fur Arbeit) in all their
“triple win” programmes. Recent analyses and repgresent a number of GIZ projects
including this programme as a success story “mangishared benefitskrom thetotal of

27 projects, around half are in care area. The nityjof these are projects and programs, in
which young people come to be trained as nursing @aas a nursing specialist in Germany,

7! Fachkraestrategie der Bundesregierung?
https://wwwhmasie/DE/Service/Publikationen/Broschueren/Pachkrae@estrategie-der-
bundesregierungthtml
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with the prospect of future employment in Germamywo projects are aimed at trained
specialists who are able to gain employment thropigtiessional recognition. Part of the
projects are partly public and partly privatelyainted and some others — funded almost
exclusively by private employer3he mobility partnership approaches adopted saafar
bilateral labour migration agreements or other ®ohcountry-to-country collaboration.

Projects, implemented so far usually apply onéeffollowing mechanisms:

. Attracting skilled labour force from abroad, bag®imarily on bilateral agreements.
Traditionally these partnerships were aimed at $dilled workers in agriculture, tourism,
construction etc. At the same time, as in manyrotbentries, the demand is high for higher
skilled workers, particularly in nursing increasefecognition procedures and
compensation/adaptation trainings in case of gapstandards, adding, as well language
training next to the professional one are neces3ély disadvantages of the model are linked
to the costly and lengthy procedures, on top o thiliffering from one Federal state to the
other. There are also the questions of the intiegratf the new-comers and of the financial
involvement of the employers. The latter would stv@ workers staying on a long-term basis
and not on temporary models — for example — on anigr returning home (i.e., circular
migration).

. The second model is characterised by acquiringn@e language in the country of
origin and completing a full course of occupatiotralning in Germany, often dual training.
Advantages are associated with tailoring the trgino the German needs, avoiding the risks
of underemployment and recognition; disadvantages come with the long duration and the
consecutive high drop-out rates.

. Training at the country of origin is the thirdoy, which provides occupational training
in the country of origin, aligned with the currioah of the destination country or broader
international standards. This reflects the ideaedgthg the concept of a Global Skill
Partnership of the American economist and migragopert Michael Clemens, studied
aboveé?,

Other activities across the projects can be fonrateas like management of labour migration
including ethical recruitment practices, integratioof foreign trained/foreign-born
professionals, facilitated returns and “circulagration”.

Key challenges faced during implementation of tha&t projects and bilateral agreements refer

to:

. Particularly the implementation of the mobility sohes turned out to consist of many
small-scale processes and tasks.

. Several external factors may turn out to becomeciakufor the success of the
implementation of the mobility schemes, e.g. passihlanguage tests, successful and
timely issuing of visas.

72 Bertelsmann Foundation@Fostering transnational skills partnerships in Germany@Policy Brie
Migration, May 2020
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A challenge remains the matching of both countniesupational demand and shortage
and the potential qualification and skills.

What can be considered for the future:

With the new immigration bill, one of the leversawpand skills partnerships in Germany
could be supported: the legislative and the palitadministrative framework. Still a
whole-of-governmental approach is to be appliedThis could enhance coordination
between all operational institutions and structwiead — such as embassies, AHKSs, the
Goethe Institutes and German foreign schools — iamgtove the legal, political and
organisational framework for future partnerships.addition, new cross-departmental
initiatives are being implemented in the wake @& BEG, such as the Concerted Action on
Nursing (KAP) program and the Service Center faf€ssional Recognition (ZSBA) that
offer opportunities of improved interministerial ardination. There is a great need for
stronger interministerial coordination in the vacaal education and training field. The
federal government’s existing roundtable for intgronal cooperation in VET, along with
the associated GOVET secretariat that reportsed-gderal Ministry for Education and
Research (BMBF), could serve as a coordination odyuture projects. It should be as
well taken into consideration that further capaahould be developed, for example -
capacity to handle demands, because the curremitien is making visa processes slow
and giving an impression of pushback to applicamtsch is a serious technical challerige

A second important lesson learnt refers to the suainable financial concept of public-
private partnerships, which is being applied in the triple-win programniiblic funds
could be used for the design and evaluation stalgesievelopment of methodologies and
the language training. The employers could conteitba the occupational training, which
could be seen as investment in the company’s dkilierkforce.

Matching supply and demand in international terms ad growing the pool of skilled
labour in both countries — of origin and destinatio is the third important pre-
condition for a successful skills partnership.

Analyses show thajreater impact could be achieved if, in addition tdanguage training
and integration courses, professional training modies were to be carried out in the
origin country before departure. Program participants themselves also often lahgass

a result of the enormous time and organizatiorfatefieeded to complete the recognition
process in Germany. The individual federal provin@e responsible for handling
recognition procedures, which means that the réiguks and bureaucratic processes
applied in each state can vary. As a rather tinmesgming process, the recognition
procedures have often been seen an obstacle actatty foreign skilled workers. A key
goal of the recently introduced Skilled Workers Imgration Act is thus to simplify
recognition procedures.

78 EU Labour Mobility Practitioners’ Network In-Person ConlZrence “Labour Mobility and Skills Shortages:
Connecting the Dots” 21-22 November 20232Key Discussion Points Network
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ITALY

Labour migration framework — development and recent reforms
Responsible institutiong*

At the level of policy design, the competence ogration is shared among different ministries
with some coordination, when appropriate (e.g.Mimastry of Interior and Ministry of Labour
and Social Policies/MLSP collaborate on the dabnibf the annual labour migration quotas).
At the level of implementation, given the multiléymvernance and the involvement of the
regions and local authorities, the coordinatioarisured by the National Coordination Board
of the Ministry of Interior. The board is compos#depresentatives of the main line ministries
(Interior and Labor), regions, local authoritielse tUnited Nations High Commissioner for
Refugees, and other organizations, as appropriate.

The Ministry of Labour and Social Policies (MLSP) is responsible for the negotiation,
signature, and implementation of bilateral labourgration agreements (BLMASs). It
contributes to the identification of domestic labmarket needs, for the inclusion in the annual
migration quota, indicating the number of foreigorisers who can enter the country for
seasonal, temporary, and permanent jobs. It hasnywlementing agencies: (1) the National
Institute for Public Policy Analysis (INAPP, formEFOL, the Institute for the development
of vocational training of workers), which coverscational training; and (2) the National
Agency for Active Labor Policies (ANPAL, former lia Lavoro), which is responsible for the
implementation of labour market policies, includimggration-related initiatives.

Job mediation for nationals and migrant workerscasried out mainly by thdPublic
Employment Services (PES) and private employment agcies (PrEAs).PES is managed
by the regions, under the coordination of the MLBIRyrant workers are eligible to apply for
the active labour market measures that PES protedestional workers (counselling, training,
job mediation). PES is the only institution thah gaovide migrant and national workers with
a certification of unemployment that can entitlerthto receive social benefits, such as
unemployment allowance and free health care.

Based on the Legislative Decree No. 276 of Septee2003, the PrEAs should be licensed
by the Ministry of Labour.

The Ministry of Foreign Affairs provides support for the negotiation and monitrof
BLMAs through its diplomatic network. It is alsosponsible for entry visa and family
reunification. The ministry is active in developrmeaoperation through its implementing arm,
the Italian Agency for Development Cooperation (8)CThe AICS has signed a Cooperation
Protocol with the MLSP in 2018 for joint activitiespartner countries. Based on the provisions
of Law No. 125/2014 (MEF 2014), the AICS plans imeolvement of diaspora associations
in Italy in the policy development process, follogia bottom-up approach. As a result, there

74 InBbrmation in this part is based on: Panzica, Francesco, Natalia Popova, Future skill demand and
supply ofimigrant labor in Italy@ILO, 2021
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is a special project, called the “Summit Naziordd#le Diaspore,” which has been organizing
a forum every year since 2017 with all relevantpens in the migration process, including
diaspora organizations.

TheMinistry of Interior is responsible for dealing with irregular migraticime integration of
foreigners, including migrant workers; and the tiferation, in collaboration with the MLSP,
of domestic labour market needs for inclusion ie #mnual decree on foreign workers
permitted to enter the country for work. It is alssponsible for the implementation of
procedures for asylum and the treatment of refug#f@s regard to the integration process, it
benefits from the support and advice of the diagpssociations in Italy.

The Ministry of Education, University and Research (MIUR) ensures that migrants and
their families can have access to all educatiorltexand provides language and support
services for the effective insertion of foreignershe education system.

The Ministry of Agriculture promotes the integration of migrant workers in gigeicultural
sector and regular employment, addressing the is§uerced labour and other abusive
practices. To combat exploitation, the MinistryAgfriculture, in cooperation with the MLSP
and support from the ILO, has adopted a specifitoNal Action Plan (2020-22).

Labour market and migration legislation

The first systemic regulation on labour migratioasadone through Law No. 39 of 1990. It
established for the first time the yearly identifion of labour market needs that allowed the
competent authorities to issue working permits igramt workersLaw No. 40 of 1998, which
enhanced the mechanisms for the planning of migrdtows, was integrated into national
policy through a system gfivileged quotasin favour of the countries that collaborated ia th
repatriation of immigrants expelled from Italy. $haw, however, proved to be ineffective and
irregular migration increased in the following ygafrherefore, in 2002, a new Law No. 189,
the so-called Bossi-Fini Law, tightened sanctiond emade the expulsion procedures more
rigid. It also launched the focus more toward #eusity aspects linked to migration. Thus, the
norms on sanctions and expulsions were furthendigdd. In parallel, the labour market
demand for migrant workers declined rapidly and @haual Decreto Flussi (see below)
fixed a need for less than 31,000 migrant workenrsyear from 2012 to 2016. This number
included seasonal workers in the agriculture andig sectors, and the regularization of
migrant workers already present in the country.

Existing arrangements. The quota system

Since 1990, Law 39/1990 established a mechanisnthforyearly identification of labour
market needs that could be addressed by migrakiensfquota). The system is demand driven
as it is based upon labour shortages identifiedhey Italian government. Each year the
government (in particular the Ministry of Interiand the MLSP), defines the quota for labour
migration that is included in a Prime Ministeriat@ee (the so-callebecreto FlussiFlow
Decree).The estimation is done using data from the ISTB&Jour force and enterprises surveys
conducted by Unioncamere (Excelsior). Additiondbirmation on labour market needs is
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collected from other line ministries, job centrdesal authorities, and workers’ and employers’
organisations.

The quotas are determined through an interinstitaticonsultation process: the Presidency of
the Council of Ministers hears the Ministers respble for the subject matter (Ministry of the
Interior, Ministry of Foreign Affairs and Internatial Cooperation, Ministry of Labour and
Social Policies, Ministry of Agriculture, Food Saoegnty and Forestry and Ministry of
Tourism), the members of the register referrecht@rticle 42, paragraph 2 (i.e. the register
established at the Presidency of the Council ofifiéns - Department for Social Affairs of the
associations of foreigners and with the organigsatjgermanently operating in their favour), as
well as the National Economic and Labour Coundile Taforesaid decree is adopted, after
deliberation by the Council of Ministers, after satting the Unified Conferenée and
obtaining the opinion of the competent parliamgntammissions.

The Procedureis as follows:

. The employer must demonstrate that no suitableidates from the EU or EEA are
available to fill the position. This is usually dothrough advertising the job vacancy on
national job boards and in newspapers. Howevelitivey of seasonal workers, workers
in the agricultural and tourist/hospitality sectaad foreign workers trained abroad are
exempt from this verification process.

. Once it is established that no suitable EU/EEA aiatds are available, the employer
must apply for the release of a "Nulla Osta" (au#ation) from the Immigration Office
("Sportello Unico per I'lmmigrazione”) or relevamtgional office. An application may
be submitted after the publication in the Officiahzette of the Italian Republic of the
Flow programming decreavhich determines the quotas of foreign workeed thay be
admitted to the national territory, distinguishitigem by contractual categories (e.g.:
subordinate employment, self-employment) and ecansectors.

. The decree indicates the general criteria for degientry flows, taking into account the
analysis of labour market needs carried out byMimestry of Labour and Social Policy
after discussions with the most representative asikand employers' organisations at
national level.

. Documentation: Employers are required to submitowar documents along with the
application, including the employment contract, gir@f advertising efforts, and
company information.

. The "Commission for Employment” reviews the applma and assesses whether the
employer has met the required conditions. If then@ussion believes the job can be
filled by an EU/EEA candidate, the application ntegyrejected.

. If the Nulla Osta is granted, the non-EU citizem eg@ply for a work visa at the Italian
Embassy or Consulate in their home country.

State-City and Local Sel#@Government Conlrence is unified with the State-Regions Conl®rence or
matters and tasks oZcommon interest to regions, provinces, municipalities and mountain communities
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However, research suggests that the number oftbudtry national workers or self-employed
who can enter Italy under ‘ordinary’ permits, theotp system in the Decreto Flussi, is usually
very low. Many of them do not pursue the ordinarggedure for obtaining a work permit.
Often third-country nationals arrive in Italy forshort stay or get a permit for reasons other
than work, and then look for a job. Once their \os#heir residence permit has expired, many
foreigners remain in the country and work withouteaidence permit, becoming irregular
migrants. As such, they can claim for wages, s@®alrity and other benefits arising out of
past employment (Article 2126 Italian civil code; Article 3 Legislative Decree no. 109/2012
implementing the Directive 2009/52/EU). If they oepa worker rights’ violation, however,
they risk being charged with illegal immigrationr{isle 10bis Legislative Decree 286/1998 -
TUI) and being deported. Moreover, the number ofltbountry nationals employed in Italy
with a residence permit for reasons other than viaakconstantly been increasihg

Italy’s Migration framework allows for arrivals outside the quota system (called Decreto

Cutro).

These are entries for work reasons possible thauigkthe year, regardless of what is
established by the Flow Decree and for which tiere numerical limit (with the exception
of entries for training and vocational training,r fprofessional/dilettante sports and for
voluntary work for which a specific quota is detéred).They include highly qualified
workers, managerspecialised workers and workers in trainjrogy secondment to subsidiaries
in Italy, researchers, university professongrses entertainment workers, etc.

This can be seen as an opportunity for the Talarthprships, as there were high number of
applications submitted following the latest Flowddee 2022: there were more than 250,000
applications while only 82,705 entry quotas werailable”.

There was as well the introduction of a one-yeaitBi Nomad Visa originally scheduled for
the second half of 2022, but this has been putodsh h

Access of migrant workers to the Italian labour maket. Migrant workers’ integration

Migrant workers with a regular residence permitéhaecess to the Italian labour market. For
this purpose, they can contact the local officd?&fS, the so-called Job Centre (Centro per
I'Impiego), to receive necessary assistafide recruitment procedure for a regular migrant
worker requires that the employer sends a Manddomployment Notification form to the
Job Centre. The notification should fulfil all te&atutory obligations, including those to the
National Social Security Institute (INPS), the Natl Institute for Insurance against Accidents
at Work (INAIL), and to the prefecture of the redex province. It should be noted that foreign
citizens holding an entry permit for study reasares allowed to work in Italy, provided that
the contract envisages no more than 20 workingshper week and a maximum of 1,040 hours

76 SEBorelliZlitaly@lInteraction between Labour Law and Immigration regimesZETUI, Brussels, 2023,
https://wwwtuibrg/sites/delault/files/2023-
06/Interaction%20between%20labour%20law%20and%20immigration%20regimes-20232pdP

77 Guidelines implementation modalities Por vocational and civic-linguistic training programs and
criteria or their evaluation pursuant to article 23 olflegislative decree noZ286 olZjuly 25, 1998, 2023
Document approved on June 23, 2023 by the Services ConlZrence convened by Directorial Decree
NolI17 olIMarch 30, 2023; Directorate General oZlmmigration and Integration Policies
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per year. The permit for study reasons could ats@dnverted into a working permit if the
migrant has the necessary requirements and thesacls possibility in the annu&lecreto
Flussi.

Italy has established a well-developed integrasgatem in order to address the growing
demographic challenges, as well as ensure sodmdstan. The Ministry of Interior plays a

leading role in the integration process, in collaon with the ministries of labour, education,
and health.

Since 2012, newly arrived immigrants have beengaldid to sign the so-called Integration
Agreement the moment they obtain their first rescdepermit. By doing so, they commit to
achieving specific integration goals in the follogiitwo years. Their success is measured
through a credits system assessing sufficient kedgé of the Italian language (at the A2
level), as well as their knowledge of the constiut civic life, and institutions. The
programme thus includes all: language coursesg egiucation, vocational training. Special
attention is devoted to reducing language bartlesugh Italian language training organized
by the state. Migrant workers can participate, fodecharge, in courses aimed at the
achievement of proficiency level A2 of the Commamdpean Framework of Reference for
Languages. Training is organized by the Provin€ahtres for Adult Education (CPIAS),
under the responsibility of the MIUR. Regarding tteehnical skills - apprenticeship
programmes are important tools fostering the psidesl orientation and skills development
of migrant workers and students. In 2018, 37,42&anits were enrolled as apprentices out of
a total of 369,133 individuals. Lasting up to siomths, apprenticeships are promoted by
regions and provinces and implemented by contraeméelprises. Potential migrant workers
may apply for these programmes while still in tlegigin countries if they have knowledge of
the Italian language and can obtain a permit afleexe for study purposes, within the annual
guota for migration, “Decreto Flussi.”

The fulfilment of integration goals is required fitre renewal of residence permits. Several
categories of migrants are, exempted from thisirement, either by law (such as victims of

trafficking, unaccompanied minors and disabled amdg) or de facto, since their permits

cannot be withdrawn (such as the beneficiariemtdrnational or humanitarian protection,

family migrants, long-term residents etc. Unfortiahg no systematic evaluation of integration

policies has been carried out.

Bilateral labour migration agreements

The large inflow of migrants in the past years wddressed in two ways: (1) by establishing
a national policy on regular migration and creatmgormative framework for addressing
irregular migration; however, this approach needed frequent adaptation; and (2) by activating
the collaboration with main origin countries. Agesult, the MLSP signed bilateral labour
agreements with Egypt (2005), Morocco (2005), Alaai2008), the Republic of Moldova
(2011), Sri Lanka (2011), and Mauritius (2012).2v% Dbjective of the BLMAs was mainly to
prevent irregular migration and did not encompassness and skills forecasting. The Italian
government signed repatriation agreements with nwaigyn countries, indicating ways and
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means for the return of irregular migrant work&fery few migrant workers came to Italy
through BLMAs. Many migrant workers have come tlgloullegal channels and have been
subsequently regularized. That is why BLMAs have &dimited impact on labour dem&Ad

» Box 11: Cooperation between Egypt and Italy

Egypt and Italy aimed at creating a channel foe said regular labour migration. To achieve
this goal, two documents were signed:

(1) On 28 November 2005, a bilateral labour migratagreement (BLMA), including an
implementing protocol was signed, according to Wwhite possibility was arranged to grant
to Egypt an annual quota for regular migrationtedyl of 7,000 work contracts per year,
which was subsequently increased to 10,000 as 07.2B8ccording to the agreement,
“migrant workers enjoy the same rights and the sprotection accorded to workers who
are nationals of the receiving state, includingiaosecurity, in accordance with the
regulations of the receiving states.” The BLMA vwasnplemented by a memorandum| of
understanding (MoU), signed on May 17, 2011, aimaegroviding effective mechanisms
for the implementation of the 2005 Agreement. TheUMforesaw the creation of a logal
coordination office by the Italian Ministry of Laboto support the process of matching
labour demand and supply within the BLMA. Detail@ebcedures were defined for the
selection of candidates for labour migration. Aeti6 refers to the language and vocatignal
training of selected workers and stipulates thatlates will not bear any costs during the
training process. Article 9 indicated the issuaata three-year working permit by Italian
authorities to Egyptian seasonal workers.
(2) A readmission agreement (9 January 2007), dnctpan executive protocol, fixed the
modalities for the identification of the nationglif irregular migrants, and procedures and
costs for their repatriation
The formal agreements between the two countries w@mplemented by two initiatives |n
the field of migration: (1) the creation of an igtated migration information system (IMIS),
which lasted up to 2016; and (2) the Informatiorsd@mination for the Prevention |of
Irregular Migration (IDOM) project aimed at prevang irregular migration through the
provision of appropriate information. The scopelldS was to create a web-matching
mechanism for potential migrant workers and empieyer filling job vacancies abroad.
The practical impact of the tool proved to be lgditdue to internal and external factars:
there were too many electronic tools for labourkeamatching (the migration databases of
the Egyptian Employment Services or the Flexi platf of the Italian MLSP), now replaced
by a new platform, which created parallel systemd additional workload. The databgse
was vast and detailed, but the competences of faitemgrants were only self-declared by
the jobseekers themselves. Though there was aafialid Unit, it only ensured that the
missing data were provided, and it did not carryquality check’®.

There are pilot projects, run by the Agency foetnational Cooperation under the Ministry of
Foreign Affairs with Tunisia and Morocco (the THAMMproject), as well as bilateral
activities, which could be seen as good founddtonhe future Talent Partnerships and vice-
versd’.

8 Panzica, Francesco, Natalia Popova, Future skill demand and supply o@migrant labor in ItalyZILO, 2021
®|dem

80 Follow-up meeting on the development of Talent Partnerships with partner countries — 24 October 2023
24/10/2023, Brussels, DG Home

Rue Van Maerlant 18, 1040 Brussels
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» Box 12: THAMM Plus Project

THAMM Plus is a 36-month trans-regional progranmdad by the European Union, and
implemented by the International Organization fagidtion (IOM), which aims to facilitat
the mobility of newly skilled and trained workfordeetween targeted North African
countries and lItaly to meet labour market shortggegly identified by Moroccan an
Tunisian authorities, as well as three Italian oegi (Lombardia, Veneto and Emilig-
Romagna). At the same time, the Project contribtestrengthening migrant workers’
protection mechanisms throughout the migrationesyid matter if workers are leaving the
region, or seeking employment there.
THAMM Plus supports partner countries in building anabling environment for the
development and promotion of regular migration arability pathways in line with the E
Talent Partnerships approach. Participants willelfiefrom the development of new pilpt
mobility & upskilling schemes for potential migrantconsistent with article 23 of Italian
law on migration favouring regular migration andbiity.
The project aims at maximizing the potential wimvaif labour and skills mobility for all
parties involved. Skills development opportunites offered, both for migrant workers
the local communities. Increase of workers empldijgbn both the domestic and foreign
labour markers and development in both countriesrigin and destination are the main
objectives of the proje®L.

New developments since 2021

Few major developments should be mentioned sinld.ZBirst, the implementation of the
regularisation of unregistered migrant workerstalyl prior to 8 March 2020 continued. The
process was accelerated by the recruitment of teampworkers to deal with tens of thousands
of applications. The second development was a @aemnipe annual quota decree for seasonal
and non-seasonal workers. The number of workerstramsport, construction and
tourism/hospitality was set at 20 000, only fronuies which have signed or are negotiating
migration management co-operation agreements \ati. [Other parts of the quota are set
aside for status changes. There is also a posgithiit the government may update the number
of entries for seasonal and non-seasonal workemsgltihhe same year through the issue of new
decrees.

At national level the Ministry of Labour and SocRblicies oversees the monitoring and
evaluation of migrants’ socio-economic integratiomJanuary 2022, the Ministry of Labour
and Social Policies released a multi-year integrglan for work, integration and inclusion,
following consultations with different actors. Tipdan, covering 2021-27, follows on the
previous 7-year plan. There are seven action ase@gorting co-operation among integration
actors; fighting undeclared and exploitative work and promoting dignified work and a culture
of legality; inclusion of vulnerable migrants; leveraging the full potential of school-age
foreigners and other migrants in accessing the labour market; promoting social and work

81 https://italy@om@Ant/en/thamm-plus-towards-holistic-approach-labour-migration-governance-and-
labour-mobility-italy-and-north-a#ica; The THAMM Plus programme builds on and complements the
regional action “Towards a Holistic Approach to Labour Migration Governance and Labour Mobility in
North Aitica” (THAMM) phase | and Il Bunded by the EU Trust Fund Bor Atica and phase Ill Eunded by the
Neighbourhood, Development and International Cooperation (NCIDI)-Global Europe (NDICI-GE)zl
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inclusion of migrant women; social, sport and cultural participation; and promotion of legal
migration channels.

In addition, in collaboration with the National Guaul of Economy and Labour, the Labour
ministry developed a set of indicators on migramtegration (including on occupational
integration and the "degree of attractivenesstaly'’s different provinces, regions and macro-
areas) to monitor and evaluate trends at the rafioggional and local levels.

The existing arrangements show active involveméntleer stakeholders as well. Employers’
organisations in the agricultural sector were diyeavolved in managing the available entry
guotas for seasonal workers.

In 2021, Italy received 241 000 new immigrants dong-term or permanent basis (including
changes of status and free mobility), 91% more ihaR020. This figure comprises 18.7%
immigrants benefitting from free mobility, 20.2%btaur migrants, 50% family members
(including accompanying family) and 9% humanitanmaigrants. Around 1 100 permits were
issued to tertiary-level international students &@00 to temporary and seasonal labour
migrants (excluding intra-EU migration). In additid 08 000 intra-EU postings were recorded
in 2021, a 19% increase compared to 2020. Thedeguwmorkers are generally on short-term
contracts.

Romania, Albania and Morocco were the top thremnalities of newcomers in 2021. Among
the top 15 countries of origin, Bangladesh regestehe strongest increase (+6 800) and Brazil
the largest decrease (-500) in flows to Italy coragdo the previous year.

In 2022, the number of first asylum applicants @ased by 71%, to reach around 77 000. The
majority of applicants came from Bangladesh (15)pB@kistan (11 000) and Egypt (8 800).
The largest increase since 2021 concerned natiohd@singladesh (+8 000) and the largest
decrease - nationals of Afghanistan (-3 100). @38 000 decisions taken in 2022, 48% were
positive.

Following a substantial increase in 2022, Italyifsmaal quota for third-country national
workers rose again in 2023, indicating a continwemtker shortage. The 2023 quota —
announced in mid-2022 and published in January 202&s for 82 705 workers, up from
69 700 in 2022 (and 31 000 in the previous fiverged& he quota also assigned the number of
seasonal (44 000) and non-seasonal workers ane #usitted in different economic sectors
(31 205) from countries which have signed or argotiating migration management co-
operation agreements with Italy. A further 7 508gels were set aside for status changes and
self-employed individuals.

During 2022, the deadline for third-country natilsnhaolding residence permits to file for a
change of status from a residence permit to a werkit was extended twice.

These developments were followed by a recentlydhtced reform that aims to expand the
channels for regular labour migration and reduegigks associated with irregular migrafitn
The reform includes: (i) a threear planning of foreign labour force requirements; (ii)

82 See Law no@50 o5 May 2023 containing urgent provisions relating to regular migration flows and
to the prevention and contrast oBlirregular migrationl
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expedite administrative entry requirements for migrant workers; and (iii) skilling the labour
force through pre-departure language and vocatioaiaing programmes.

More in detail, the follow-ups resulted in the aities, presented below:

In July 2023 Italy adopted new modifications of tegal migration decreddgecreto Flussi,
citing the need for 833,000 third country natiort@sveen 2023 and 2025, in a broad range of
sectors includingsocial care, transport, tourism and agriculturé®, identified in close
cooperation with the employers’ organisations. ¢wihg the new law, as of 2023 future quota
numbers will be issued by the government everyetlygars, instead of annually. The validity
of residence permits issued for family reasonsefinde contract work, self-employment
changed from two to three years, extending theopgdsetween renewals.

The newly introduced Decree offers: Immediate axdes40,000 newcomers for agriculture
and tourism during 2023 and additional 452,000 wmslover the next three years for new
sectors, in occupations, such gdumbing, electrical work, bus driving, social and
healthcare support, nursing, telecommunication sefges, food industry roles,
shipbuilding jobs.

(a) 136,000foreigners for the ye&023
(b) 151,000foreigners for the yed@024
(c) 165,000foreigners for the ye&025

In 2024, there aré1,250quotas reserved for recruitimpn-seasonal workersand680 quotas
reserved for registeringelf-employed workers The quotas reserved feeasonal
workers are instea®2,550.

The hiring of subordinate workers is possible mfibllowing sectorstoad haulage for third
parties and passenger transport by bus, tourism-hel sector, mechanics,
telecommunications, food sector, shipbuilding; fishing; hairdressers, electricians and
plumbers; family and socio-medical assistance; seasonal tourist-hotel sector.

A different entry reserves are provided for threeugs, with the most relevant for this study -
in favour of non-seasonal subordinate workers enféimily and socio-healthcare sector up to
a maximum of 9.500 units. As specified in the interisterial circular, recruitment in this case

is possible either full-time or part-time, with thalary provided for by the sector's CCNL and
not less than the minimum provided for the soclavance (EUR 503.27 per month). No

special employer's income is required if the emgtaguffers from pathologies or disabilities

that limit his self-sufficiency and submits the Apgtion to hire a care worker.

It should be noted that from 2023, there are na@donany quotas for conversion from
study/internship to work, since the so-call€utro Decree(Decree Law no. 23 of 20 March
converted into Law no. 50 of 5 May 2023) has alhelisthe provision that made the conversion
of these permits subject to the availability ot provided for by the annual Flow Dedfee

83 https://wwwiinkedinZom/pulse/italian-immigration-2023-launch-introducing-updated-decreto/
84 https://integrazionemigrantifzovdt/en-gh/Altre-infb/e/2/0/54/id/128/Quotas-in-detail
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Entries outside the Quotas, seen as a second labouomigration channel arg as well,
regulated for the triennium 2023-2025, as follows:

- Entries of citizens of countries with which Italgshsigned agreements or agreements on
repatriation. This regulation will be piloted iretfuture Talent Partnerships schemes with
Tunisia, Morocco and potentially — Bangladesh.

« Strengthening of educational and professional itrgin activities and civic-
linguistic organised in the countries of origin aubsequent increase in entries of foreign
workers, needed by employers, but also - statekfsgees, recognized by the United
Nations High Commissioner for Refugees or by thapetent authorities in the countries
of first asylum or transit, who have completed sactivities.

With the adoption of Law Decree 20/2023 and itsveosion into law through Law 50/ 2023,
also workers trained abroad, i.e. those who havepteted special vocational and civic-
linguistic education and training programmes inrtheuntries of origin, can enter outside the
guotas provided for by the Flows Decree (Art. 23)TU

The training activities must be implemented 'witthie framework of programmes approved,
also on the proposal of the regions and autonormpomsnces, by the Ministry of Labour and
Social Policy, the Ministry of Education and Meantthe Ministry of Universities and Research
and carried out also in cooperation with the regja@autonomous provinces and other local
authorities, national organisations of entrepreseand employers and workers, as well as
international bodies aimed at the transfer of fymeivorkers to Italy and their integration into
the country's productive sectors, bodies and assors operating in the field of immigration
for at least three years' (Art. 23, para. 1). Tina & targeted labour insertion in Italian
productive sectors operating within the State; targeted labour insertion in Italian productive
sectors operating within the countries of origin; the development of autonomous productive or
entrepreneurial activities in the countries of orifArt. 23, par. 2, lett. a,b,c).

In accordance with the provisions of the new Aei23, the Ministry of Labour and Social
Policies adopted and published theidelines on how to prepare vocational and civic-
linguistic training programmes and the criteria thegir evaluatiorf?

TheGuidelinesfor pre-departure training, adopted by the MLSfh@amplementation modes
and set criteria for the evaluation of vocationat acivic-linguistic training programs in
countries of origin or countries of first asylumtaansit for refugees, pursuant to Article 23 of
Legislative Decree No. 286/1998, as amended byMawb0 of May 5, 2028, They stipulate
the actors, who individually or in partnership, egply for the "vocational and civic-linguistic
training programs”, define the number of subjertd indicate the essential contents of the
training (See more in detail in Annex 3).

8 Ministry oZLabour and Social Policy? ItalyZLabour entry regulations and the new regular entry
channels introduced by DL 20/2023 (so-called 'Cutro Decree', converted with amendments by Law
Nof50 o5 May 2023)

86 https://www.lavoro.gov.it/temi-e-priorita-immigrazione/focus/linee-guida-programmi-di-formazione-
professionale-civico
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In general terms, there are three possible waysuich programme to functidh

- A project could be submitted by a body, eligibledenthe mechanisms of the
Guidelines, to be approved by the Interinstitutic@ammission, which monitors,
after approval of the project.

- The MLSP itself can conclude a technical agreemeith an international
organisation, following the THAMM+ model.

- Avalid for the period 2023-2024 option for an epy@rs’ organisation to implement
a project, even without a preliminary approvalle Commission.

In parallel, the Italian government is promotingep®-peer bilateral and regional dialogue
and collaboration with countries of origin. Sectangh significant labour market shortages
include the mechanical components and the automaidustries, the care sector, transport-
related occupations and the hotel and tourism inglud/ith a view to meeting the additional
labour force requirements of employers and ensutiecent working conditions of migrant
workers, Italy is currently engaged in the develeptof bilateral cooperation, including
through labour migration and mobility agreementishundia, Bangladesh and Sri LariRa

During the Follow-up meeting on the developmeriiadént Partnerships with partner countries
on 24 October 2023 in Brussels, organised by DG HQMaly informed on the new
developments and particularly — about the prefeabatimission procedure outside the quota
system for workers trained under programmes spedsby the Italian Ministry of Labour.
Italy noted that it was also in the process of tiegjag bilateral mobility agreements with
Tunisia, Bangladesh, and Pakistan. It reporteditisggned a Memorandum of understanding
with Tunisia, involving 4 000 Tunisian workers. ®ilprojects are run by the Agency for
International Cooperation under the Ministry for&ign Affairs with Morocco and Tunisia.
Italy has as well several agreements on regularatioyn, and cooperation on fighting human
trafficking.

Recent information shows that Italy and Bangladeshtinue political consultations on a
bilateral migration and mobility arrangement in theginning of 2024, particularly for the
Italian construction, shipbuilding and hospital#gctors. According to latest data, at present
over 46 percent of workers under Flussi Decreecaraing to Italy from Bangladesh for
seasonal and non-seasonal work.

Lessons learnt
Efficiency and effectiveness of the current schemes

(1) The “Flow Decree” has been working for sonmaé for low-skilled labour migration also
from Bangladesh. Research suggests that the sgétemiry quotas for migrant workers, which

87 Interview, MLSP

88 Concept noteZILO project proposal on “Enhancing bilateral cooperation Bor regular, Bair and effective
labour migration governance between Italy and countries olZorigin in Asia (Bangladesh, India and Sri
Lanka)”
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at first appeared to be an adequate approach feagieg migration admissions, has proven to
be not being very effectif& In fact, the quotas did not allow for new migramirkers, as were
used during the regularization. It is importantnimte that the entry quota do not apply to
BLMAS, which are negotiated separately on a couhtyncountry basis. Nevertheless, research
shows that very few migrant workers came to Itdgoahrough BLMAs. Many migrant
workers have come through irregular channels aneé baen subsequently regularized. That
is why BLMAs have had a limited impact on laboumdand. Concerning the repatriation
agreements, beside the difficulties in identifythg country of origin (many of these migrants
have no identity documents), the modalities andscokrepatriating such a large number of
people reduced the effectiveness of the me&Sure

A particular example from Egypt illustrates whag dhifficulties are: (i) The most important
limitation was the fact that the overall quota patential migrants was mainly used for the
regularization of irregular migrants already presaritaly, thus leaving little or no space for
additional migrant workers from Egypt. (ii) Even eha group of potential migrants was
selected by the Ministry of Manpower and Migratigary few Egyptian workers could come
to Italy due to the time required for training a@ssluing a visa.

(2) A pilot mobility scheme between Italy and séelcNorth African countries existed (Mentor
2°1), which highlighted week points in the bilatezabperation. The project intends to activate
50 training internships of young people from Momcand Tunisia, at national and
multinational companies in Milan and Turin, so ttiegt trainees have the opportunity to acquire
additional skills to be used in their CoO. The inghips will last 6 months and candidates will
be selected on the basis of the match betweerraimeng course previously carried out, the
entrepreneurial or professional project to be edrout upon return and the training offer of
the Italian company. Main challenges observed wer¢he visa side: in Italy, the system is
paper-based and slow and local authorities lackest in and knowledge of third countries,
which obstructed the visa process. Cooperation thghCoO was also difficult in some cases.
The stark difference in timelines between the mulahd private sector is a real challenge for
labour mobility (long visa processes versus imntedabour needs) and a shift is necessary to
make it possible for the EU to attract TCNJ he project also focused on traineeships and not
employment. The process was highly complex in teah&ureaucracy, without a proper
framework for bilateral cooperation.

(3) Main challenges of a potential TP approachiaked to some characteristics of the Italian
gualifications and vocational training system. tiay there is a high degree of fragmentation
of the qualification system, with different quat#ition repositories managed by different
awarding bodies, and the difficulty of harmonisongalifications issued at regional level. The
“Atlas of Work and Qualification$® hosts the National repository of education, tragnand

8 |dem

% Panzica, Francesco, Natalia Popova, Future skill demand and supply ofmigrant labor in ItalyZILO, 2021
91 https://mentor2@rg/

92 Labour Mobility Practitioners’ Network@ZLMPN In-person event 2023 “Labour Mobility and Skills
Shortages: Connecting the Dots”, 21-22 November 2023, Brussels

% https://atlantelavoro@napprg/atlante_lavoro_settoreZbhp?codiceAEP=09
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vocational qualifications, which includes 116 (dfiaditions from the second cycle of
education, 4 709 higher education qualificationd 4r974 regional vocational training and
IFTS qualifications (August 2023). Also, trainingograms are not sufficiently flexible to
address changes in skills demand in the medium. tand lastly, at the end of the learning
pathways, a nationally recognized qualificatioexpected to be obtained. There exist as well
“non-formal pathways” that is, all other trainingtiaities that are provided by the bilateral
training system and that are intended to meetrtimadiate needs of companies. Recognition
is done at the sector level with the issuance eftthining booklet and, in relation to the
Directory of Competencies (sectoral) and the Atilhkabor established at the National level
by INAPP. In some "non-formal” pathways, technotagiinnovation modules are included
that are then recognized at the regional levelutjnoa specific examination request that is
made by the provider to the Regions.

(4) The pilot projects show that leaving everythitogthe private initiative without any
institutional involvement may not lead to the dediputcome. For the Italian, as for other EU
MSs governments, it would be good to support tkkamg of bilateral and regional cooperation
through BLMAs. It could be a working approach foetitalian MoL and the MFA to restart
the practice of negotiating BLMAs that should irdduclear objectives, rules of engagement
and agreed outcomes with the given country. Fdy,Ithe proposal that related to bilateral
cooperation with Bangladesh, India and Sri Lanka \@aveloped through a collaborative
undertaking involving MIGRANT, ILO-Delhi and ILO-Roe. The agreement with the origin
countries could indicate the skills on demand ast@itithe recruitment modalities, including
assessments of migrant workers’ competencies. egadentify the skills and qualifications,
the BLMAS could envisage that specific trainingtistives are organized in CoO, including
predeparture language and occupation-specificitigirAnother option could be to prepare
migrant workers for specific occupations, wherénireg could be envisaged in the CoO, with
practical training taking place within enterprigedtaly. Timing is very important in order to
address employers’ needs. An area that proved¢bdikenging is the identification of priority
sectors in CoO, which will be the basis for joirttiaties. Then, based on the selection,
vocational education and training will be providbdsed on real labour market needs at home
and abroad. At the same time, it should also bedchttat the assessment of experiences in
migrants’ countries of origin has enabled the dalauthorities to come up with improved
functional mechanisms for the implementation oflsknatching arrangements. The creation
of a database of potential migrant workers in EqiMIS Plus) demonstrates how difficult it
is to successfully manage a large dataset dueetdattk of monitoring mechanisms on the
information entered; for instance, there was no wéyverifying the skill levels of the
applicants. One way to overcome these difficuliee$o invest in the creation of networks
between the countries of origin and destinatiorfatlitate the design of relevant labour
migration policies. Another solution would be teatve education and training institutions in
countries of origin, and/or develop skills assesgraad recognition procedures (Recognition
of Prior Learning, RPL) in countries of origin aooduntries of destination.
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(5) For the future, the Ministry of Labour (MoL)a@mmends going beyond the quota system
and through a different route: any third countryioraal who has obtained a certificate for a
training program accredited by the Italian MoL gigyible for a work permit, provided they
have a job offer. In such a way, the Talent Pastmprshould capacitate selected training
providers in Bangladesh to deliver these accreditadses, in addition to facilitating Italian
language training. In this case, the recommendatitmwork directly through Italian business
associations (and not the PES or other privateuiteoent offices). In general, the Italian
approach to BLMAs has been to develop together thighpartners main aspects of cooperation
in labour migration. That is why vocational educatand training have been at the centre, as
well as the very close collaboration with employtersinderstand their needs.

It should be noted that in many of the previousipliemented pilot schemes, employers do not
pay for the service, since EU subsidizes. Nevezlthere is a broad consensus that this is
not sustainable.

(6) There is a need to coordinate between the kynaf Labour and the Ministry of Foreign
Affairs when it comes to the design and implemeotabf BLMAS. The challenge for the
Ministry of Labour is that it does not have offi@dsroad, while the Ministry of Foreign Affairs
works abroad through the offices of the Italian Blepment Cooperation Agency and the
diplomatic network.

(7) When piloting skills matching initiatives betere Italy and origin countries, there should
be a sustainable approach—otherwise the impactdmilimited. Attention should focus on
building on existing project results and institaso rather than on starting completely new
initiatives to ensure continuity and sustainabilifphere has already been considerable
investment in both human and financial resourcasany origin countries. It is necessary to
strengthen the implementation of lessons learnddyand practices at a systemic level.

(8) It should also be noted that the current Itahagration policy places a special emphasis
on involving the diasporas to facilitate integratidhe idea is that this type of cooperation
could also facilitate skills and job matching thgbunformation sharing. It would also be good
to consider involving the diaspora in the BLMA paegtions.

Approaches should be aligned to international norifise outstanding CFA case of
Bangladesh’s violation of C87 and Italy’s CAS caseviolation of C81 and C129 are known
for the specific dimension on the rights of migrantrkers®*

(9) When it comes to regular migrant workers, indtign services and measures have been
well developed in Italy. The PES has the competéadgnplement such actions, which have
been used to varying success by migrant workers tduadministrative obligations, for
example, the need for confirming employment/unemyplent status. There is a need to further
raise awareness about the employment serviceedffand diaspora organizations could play
a facilitating role in this regard. There is stilheed for specific measures to take effect for the
formalization of irregular migrant workers operatim the agriculture sector and in care

74



EU-Bangladesh Talent Partnership Programme Preparatory Assessments

services and for addressing informal work, whiclaily affects migrant workers. The
effective recognition of qualifications is usualilgked to a formal contractual relationship. If
migrant workers have access to skills recognitibbey often have higher chances of obtaining
formal employment. For this reason, it is necesdaay specific skill development measures
be designed and implemented, such as strengthelstgnce and e-learning, specifically
targeting migrant workers. The fact that migrantkess need to work to maintain themselves
and their families often forces them to engagenamihformal economy, where they work in
poor and unsafe conditions and are often exploited.

(10) The need for seasonal workers and the sugpiyalifications and skills for hard-to-fill
vacancies could be addressed through adaptingxibing BLMAS or designing new ones.
Such efforts could also tackle the high rates @drmality among seasonal migrant workers.
Particularly important is the identification of naddies for ensuring that labour migration is
effective and corresponding to the clauses of thiél& that have to include provisions for the
protection of migrants’ rights, at all skill levelBurther, the agreements should have built-in
incentives for migrants’ reinsertion into the dotefabour market upon completion of their
work abroad. There should be a clear division akdsaand responsibilities among the
institutions involved, so that implementation caally take plac®.

(11) Many third-country nationals, especially irseaf posting and short-term migration, do
not have sufficient knowledge of Italian and ar@ware of their rights. They do not have
contacts with trade unions and cannot afford tothayost of legal proceedings. Consequently,
in many cases, third-country nationals renounce tights. If working conditions are too
harsh, they prefer to look for another job ratheantto sue the employer. For this reason,
foreigners usually carry out underpaid work whitdlidn citizens generally tend to avoid.
Future TP models should cater for ensuring decemtking positions, combined with
monitoring mechanisms, in order to avoid precaritigations and even discriminatidhs

GREECE

Responsible institutions

In Greece, the management of migration and asylolmypfalls under the responsibilities of
several key bodies and organizations.

In 2019, the previous Ministry for Migration Policyhich was the main governmental body
responsible for issues related to migration integna was replaced by a neMinistry of
Migration and Asylum?®’. The Ministry of Migration and Asylum is the offaigovernment
body responsible for overseeing migration and asyjolicy issues in Greece. It plays a crucial
role in shaping and implementing policies relatedrigration and contributes to European

% Recommendations based on: Panzica, Francesco, Natalia Popova, Future skill demand and supply o
migrant labor in ltaly?ILO, 2021

% SeBorelliZlitaly@linteraction between Labour Law and Immigration regimesZETUI, Brussels, 2023,
https://wwwztuirg/sites/delault/files/2023-
06/Interaction%20between%20labour%20law%20and%20immigration%20regimes-20237d[

9 https://migrationBovagr/
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policies on migration. The Ministry of Migration @nAsylum possesses an Integrated
Information System "Migration” to the specificat®oof the new law, adopted in 2023 (see
below).

The Ministry of Labour and Social Securityis responsible, in cooperation with fkéistry

of Interior, for the evaluation of labour market needs, thesteggion of requests for foreign
labour force, setting requirements for the granfingnewal of residence permits (e.g. social
security requirements) and the implementation lobla legislation.

ThePublic Employment Service (DYPA)so carries out activities meant to integrateramts
into the labour market. It offers targeted trainargd programmes to encourage the hiring of
migrants. Since February 2018, migrants have bkawed to register as unemployed, which
in turn provides ground for permanent residend@rieece.

The Labour Inspectorate®® is the main monitoring and enforcement body ferdpplication

of labour law, responsible for carrying out regudad emergency inspections. The Migration
Code prohibits public services from dealing witlkghlly residing workers (except for health
services and the courts, among main ones), forlaiddlords to rent to such workers and
imposes a duty on managers of hotels and resomstify the police authorities about the
arrival and departure of any third-country natiartaky host. lllegally residing employees have
the right to submit complaints against their emplgyeither themselves or through Local
Workers Centres operating on their behalf and thi¢lir consent. These workers have the right
to recourse to the relevant courts and authoffilieback-payment and all other legal rights in
accordance with labour law and pertaining to thecakion of judicial decisions against their
employers, even if they have returned or have bwead to return to their countries of ori¢fin
The Foreign Affairs Ministry is responsible for issuing, renewing and / or kawg Schengen
and national visas and the relations with thirdrtoas.

At local level, Article 75 of the 2006 Code of Comnes and Municipalities established certain
competencies for municipalities regarding the integation of migrants. The active
involvement of large cities and towns with a higincentration of migrant populations has
since notably increased. Municipalities provide penary accommodation, social assistance,
Greek language courses, vocational training anttthearvices. Most of these activities are
financed through EU funding.

Local governmental structureswere further re-organised in 2010 through Kladlikratis
ProgrammeAs a result, an important part of the everydaplementation of the integration
policy has been transferred to the new decentchlis¢horities. The reform reinforced the role
of municipalities and established that these deaksed structures would issue residence
permits through one-stop shops on integration siaeeoss the territory.

European Commission and Greek Authorities:

The Migrant and Refugee Integration Councils,or Symvoulia Entaksis Metanaston kai
Prosfygon, are advisory bodies at the municipatllevhich record and identify problems that
interfere with the social integration of migrantsdabeneficiaries of international protection
residing permanently in a municipality. These calsnesue recommendations and proposals

% https://wwwhliBgovasr/en/organisation/profile/

% |EKatsaroumpas@Greecelinteraction between Labour Law and Immigration regimesZETUI, Brussels,
2023, https://wwwtuirg/sites/delault/files/2023-
06/Interaction%20between%20labour%20law%20and%20immigration%20regimes-20237d
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for the municipal council, meant to promote the elegment of local actions facilitating
migrant integration. In cooperation with municigarvices, the councils also organise actions
to sensitise and strengthen the social cohesiohirwthe local population. These councils
include members who are elected municipal officasswell as representatives of migrant
communities and organisations.

The Migrant Integration Centers (MICs), are further entities, whose work is embedded in
the integration strategy (see further down in fl@istion). They cater to the individual needs of
migrants, both beneficiaries of protection and ptegally residing third-country nationals, by
offering one-stop-shop services in collaboratiothulie Directorate of Social Services of each
local administration.

Under the Asylum Migration and Integration Fund (A in collaboration with the UNHCR
and the IOM, the European Commission and the Gaedlkorities ensure access to primary
medical care, mental health support, psychosossikance, emergency aid, and protection
activities in Reception Centres across Greece.

These bodies work together to address the com@s>f migration, asylum, and integration
in Greece, considering both historical emigratiatigrns and the country’s role as a gateway
to Europe for people arriving from the Middle Eastl Africa®.

There is no consultative body on integration at iagonal level. However, in 2016, the
General Secretariat of Migration Policy of the ride ministry created a National Registry of
organisations active in the field of migrationgmtational protection and integration.

National Strategy for Social Integration:

To promote the inclusion of migrants, Greece eshbéd its third National Strategy for the
Social Integration of Asylum Seekers and Benefiegof International Protection in 2021.
This strategy focuses exclusively on asylum seelkard beneficiaries of international

protection, harmonizing with the current legislativamework in Greece. It includes four main
pillars: (i) pre-integration of asylum seekers;) (8§ocial integration of beneficiaries of
international protection; (iii) prevention of anffextive protection from all forms of violence,

exploitation and abuse; (iv) monitoring the integna process.

100 https://home-affairs@curopau/policies/migration-and-asylum/migration-management/migration-
management-greece_en; https://migrant-integration®cZuropal®u/country-governance/governance-
migrant-integration-greece_en

77



EU-Bangladesh Talent Partnership Programme Preparatory Assessments

Migration regime and general procedure in the field of labour migration°:

With the aim to develop a more coherent and sydiertesgal framework for migration, the
Migrant and Social Integration Code (enacted by Ld®51/2014 with subsequent
amendments) regulates various migration, labourdad social security norms with distinct
and often conflicting origins, functions.

In general, to start the visa procedure, the agptienust find an employer who contacts the
competent agency to invite the employee to the ttpuimetaklisis). Procedures based on
invitation are dependent on the quotas set evesyyars by region and specialty jobs. These
guotas may increase up to 10% to meet any contomggerThis system is seen by many as not
sufficiently effective, adding and additional laybureaucracy and delays in the pro&¥ss

Legal documentallowing work migrationa) Visa with the right to work b) Residence pdani
with right to work. c¢) Certificate of submission sfipporting documents for the issue of a
residence permit with the right to work.

Employed workex Requisites: a national visa for employment arréstédence permits for
employment. Procedure: employers apply to the Deaksed Administration of their place of
residence. Remuneration in the contract must antowaitleast that of an unskilled worker and
a tax certificate as proof of ability to pay theay. This permit may only be granted if the
specialization is included in the quotas list amelhumber of allowed permits has not yet been
covered. Application of the permit is then contiduxy the employee.

Duration: minimum one year, first granted permitadid for two years and can be renewed for
three years.

Conditions: It is possible to change employmenirduthe validity of the initial residence
permit as long as work remains in the same speatan for which the permit was issued. An
employment contract is not necessary or the renefratesidence permit. For permit renewal,
the applicant must have completed all the tax alilbgps, to have a minimum number of wages
at the relevant insurance organization and to laavedid health insurance certificate.

101 Based on: COMMISSION STAFF WORKING DOCUMENT IMPAGNSSESSMENT REPORT
Accompanying the document Proposal for a Regulaifdhe European Parliament and the Council estaiolj
an EU Talent Pool {COM(2023) 716 final} - {SEC(2028L16 final} - {SWD(2023) 716 final} - {SWD(2023)
718 final}, 15.11.2023, SWD(2023) 717 finaktps://eur-
lex.europa.eu/LexUriServ/LexUriServ.do?uri=SWD:2@PZ3 7:FIN:EN:PDF See also: EMN National Report
2019 Greece - Employed worker. (n.d.). EU ImmignatPortal. Retrieved June 21, 2023, from
https://immigration-portal.ec.europa.eu/greeceeygieworker_en Greece - Highly-qualified workerd(.
EU Immigration Portal. Retrieved June 21, 2023pftattps://immigration-portal.ec.europa.eu/greeagly-
qualified-worker_en Greece - Self-employed workerd.). EU Immigration Portal. Retrieved June 2122,
from https://immigrationportal.ec.europa.eu/gresel-employed-worker_en Ministry of Labour and Sbci
Affairs. (n.d.). Legislative framework for the asseof third-country nationals to the labour marketseasonal
work. Retrieved June 21, 2023, frditips://ypergasias.gov.gr/en/brexit-2/legislativerfiework-for-theaccess-
of-third-country-nationals-to-the-labour-market-fasonalwork/

Ministry of Labour and Social Affairs. (n.d.). Wofor third country nationals in Greece Retrievedel 21,
2023, fromhttps://ypergasias.gov.gr/en/labour-relations/ifdiial-employmentrelations/work-for-third-country-
nationals-in-greece/

192 Interview, I@Katsaroumpas, 15422024
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Highly qualified workes

Requisites: EU Blue Card Procedure: same procedwa@umes of admission as for employed
workers. Duration: valid for 2 years. For shortentacts, the EU Blue Card corresponds to
the duration of the contract plus three months.ev rapplication for an EU Blue Card is
necessary for renewal.

Conditions: duration of the contract must be for at least a year; remuneration should be 50%
higher than the average cross annual remunerati@reece. For regulated professions all
relevant prerequisites must be fulfilled. For undeted professions, applicant must prove
high-specialised professional qualifications. Qadta this permit also apply. Unemployment
is not a reason for withdrawing the EU Blue Cardept if the period of unemployment exceeds
three months.

Seasonal worker General procedure: the employer must start gh@ication with the
Residence Permit Offices of the Decentralised Adstriation with the territorial jurisdiction
of the place of work. If the employer does not ifudill their legal obligations (e.g. social
security, taxation, labour rights, employment ctiods, etc..) seasonal work visa may not be
granted or revoked. There is a maximum number whie for third-country nationals issued
every year.

Seasonal work in the agricultural and livestockteedDuration: can be issued for working up
to 9 months in a period of 12 months. Can be exérfdr up to 5 years. Conditions: The
employer must provide the employee with a suit@algieommodation that satisfies the health
and safety standards. If rent must be paid by thpl@&/ee, the employer should provide a
rental agreement. The amount of rent is proportibmahe worker’s salary and quality of
accommodation. If seasonal worker has their owomocodation, employer must provide the
agency of Decentralised Administration proof obthi

Seasonal work for fishermefhis permit may be issued for a maximum of 11 rsplimited
exclusively to the specific employment through whilbe permit is granted.

Other casesVisas to work for a short period of time may als® issued to third-country
nationals providing a service, leaders of organisedism groups (tour leaders), athletes,
coaches, and others. The law provides a residegreeitpfor ‘special purpose employees’, as
defined by special legislation, bilateral agreeraemtfor reasons of public interest, sports and
national economy.

Self-employment workénork permits for applicants wanting to invest ine€ce or for the
purpose of independent activities. Requirementgsa Conditions: among other documents,
applicants must include in their application a hass plan and proof of financial resources of
at least 250,000 euros in capital. Duration: folejpendent economic activities it is granted for
2 years. For investment activities it is grantedtfoee years.

Exemptions: High-demand professions or occupatwimsre there is a shortage of qualified
local or EU candidates (healthcare, informationhtedogy, engineering, construction,
hospitality and tourism, agriculture, and othertsex of strategic importance to the Greek
economy).
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For posted third-country nationals, the visa isggd for the duration for the posting, which
shall not exceed one year for those posted frombkshments within the EU/EEA, and six
months for other establishments. Postings from BOR=EA establishments are restricted to
specialised technical personnel engaged in installatrial operation and maintenance
services. No rules exist for re-posting of thosek®os to other Member States. Posted workers
are entitled to non-wage terms of employment asndéfby Greek law and universally
applicable collective agreements with regard toorgnother things, maximum working time
and rest periods and duration of minimum annuatdedhey are also entitled to equal
treatment in relation to minimum gross wages asmddfby Greek labour law and collective
agreements, which are universally applicable, iiclg wage premia. The law prohibits the
more favourable treatment of companies postingdibauntry nationals from outside the
EU/EEA compared with those posting workers fromhinitthe EU/EEA,

Responsible body: Greek Manpower Employment Orgtaiz (OAED), currently renamed
DYPA

In 2021, 23 000 new immigrants obtained a resid@ecmit longer than 12 months in Greece
(excluding EU citizens), 15.6% more than in 202MisTfigure comprises 9.6% labour
migrants, 51.4% family members (including accompmagyfamily), 3% who came for
education reasons and 36.1% other migrants. Ar@4@dshort-term permits were issued to
third-country students. In addition, 6 100 intra-[pbistings were recorded in 2021, a -46%
decrease compared to 2020. These posted workegemeeally on short-term contracts.

Integration: Migrants have access to services aiming to prosadtel integration. Local and
national authorities (including the Ministry of Eghation, Research and Religious Affairs, the
Ministry of Migration and Asylum, local municipakts and others), as well as NGOs, provide
language courses, soft-skills workshops, and jobpgmation courses to newcomers.
Nevertheless, Greece does not have a standardatitegprogramme for all third-country
nationals, and services exist specifically for Bienaries of international protectio®f.

Education and training of adults/ labour market agidlls

One of the four main pillars of the National Stgptdor Integration is ‘Social inclusion of
beneficiaries of international protection throu@le development of intensive education and
training programmes to facilitate beneficiariestess to the labour market. Promoting the
European way of life’. It contains general objeet\and goals, subdivided into specific actions.
Law 4939/2022 (G G A’ 111) amended Law 4636/20195@’ 169) and specifies the rights
of beneficiaries of international protection to @&s to education, vocational training,
employment, procedures for the recognition of anadeitles and professional qualifications,

103 |IEKatsaroumpas@Greecellinteraction between Labour Law and Immigration regimesEETUI, Brussels,
2023, https://wwwituirg/sites/delault/files/2023-
06/Interaction%20between%20labour%20law%20and%20immigration%20regimes-20237d[

104 https://migrant-integration®c®uropa®u/country-governance/governance-migrant-integration-
greece_en#integration-strategy
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as well as a number of other sectors and servsoesa| assistance, medical care, housing, free
movement, social integration services, repatriatfn

Recent developments

In 2022, the number of first asylum applicants éased by 29%, to reach around 29 000. The
majority of applicants came from Syria (4 300), Adgistan (4 100) and the West Bank and
Gaza Strip (2 900). The largest increase since 208terned applicants from the West Bank
and Gaza Strip (+2 100) and the largest decreasatmials of Bangladesh (-1 200). Of the
39 000 decisions taken in 2022, 50% were positive.

In February 2022, Greece and Bangladesh signed mokéedum of Understanding on
Migration and Mobility, which has been ratified bgth countries since then (see also below).
A bilateral agreement was also signed with EgypNovember 2022 and was ratified by
parliament in January 2023. It regulates seasanplayment of Egyptian workers mainly in
the agricultural sector.

In February 2022, the list of safe countries ofmriwas updated to include Egypt, Nepal and
Benin, while in December 2022 Ukraine was removedfthe list. As a result, 16 countries
are designated as safe countries of origin: Ghaeaggal, Togo, Gambia, Morocco, Algeria,
Tunisia, Albania, Georgia, India, Armenia, Pakistaangladesh, Egypt, Nepal and Benin.

In June 2022, the Law 4 939/2022 (Gov. GazettelAl) “Ratification of the Code on
reception, international protection of third-coyntnationals and stateless persons, and
temporary protection in cases of mass influx ofpldised persons” (Asylum Code) was
adopted, mainly codifying amendments introduceer&019 in one single piece of legislation.
In March 2023, the Parliament approved the new 8Mign Code (Law 5 038/2022, G.G. A’81)
to become effective on 1 January 2024. The Lawfiasdexisting regulations on migration in
a single text and modifies certain regulations agramts’ residence permits, aiming to correct
malfunctions identified over the years. The new natign code also includes measures for
those who wish to enter the country for work pugsmsas well as for second generation
children born and raised in Greece. A new measitreimmediate effect eases regulations for
unaccompanied minors who will only need to complbtee years of secondary schooling by
the age of 23 to receive a ten-year residence peag@inst six in the previous legislative
framework, Highly skilled third-country nationals are novigble to apply for Blue Cards.
Third-country nationals who are already lawfullegent in Greece (using a C Visa, residence
permit, or valid passport) can apply for a Bluedmom within Greece, provided they meet
the eligibility criterig®”.

105 https://home-affairs@c®uropa®u/system/files/2023-08/EMN_Factsheets2022_EL_07bdP

106 Skills Mobility Partnerships: Exploring Innovative Approaches to Labour Migration, EMN-OECD INFORM,
European Commission, March 2022, https://www.oecd.org/els/mig/2022-march-joint-emn-oecd-inform-skills-
mobility-partnerships.pdf, Further information: www.migration.gov.gr; www.astynomia.gr; www.statistics.gr

197 https://globaltaxnews®yZom/news/2023-0873-greeces-new-immigration-law-to-go-into-effect-on-1-

january-2024
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In February 2024, it was announced that the Migratind Asylum Ministry is working on a
draft law to modernize the administrative mechangmnting resident permits to irregular
migrants.

At present, the process can take up to two yeaib tlee bureaucracy involved is far from
supportive." Within the first half of 2024, four webiometric data collection centres will be
opened, three in Athens and one in Thessalonikamk®unced by the minister, the digitization
of 850,000 migration files will be completed by first half of 2026, reducing the time needed
to process applications. This news comes on thk bhanother law passed last December
which allows migrants to obtain a three-year rasigleand work permit as a means to tackle
labour shortages in Greece, in what was a posttexeelopment for asylum seekers in the
country. That amendment relates to around 30,0@baumented migrants from non-EU
countries, who have crossed into Greece by illegedns and are still living in Greece and
have been employed, albeit irregularly, for a mimmof three years.

International partnerships and agreements

On February 9, 2022, a Memorandum of Understanaimigligration and Mobility wasigned

in Dhaka by the then Minister of Migration and Agyl, and his counterpart from Bangladesh.
The Memorandum, ratified by the provisions of La®9b8/2022, seeks to primarily meet the
needs of the Greek labour market for temporaryugboased on relative Greek legislation,
and secondly to improve the cooperation between téf@ countries on return issues.

Specifically, the most significant points of the IMerandum of Understanding include: a) the
possibility of regulating the status of temporaggidence and work for 15,000 nationals of
Bangladesh already residing in Greece before tipeirgy date of the Memorandum, b) the
possibility of admitting and providing temporarysigence and employment (annually) to
4,000 nationals of Bangladesh in accordance wéhn#eds and limitations of the Greek labour
market, and c) the explicit obligation of Bangladé&sstrictly adhere to the Standard Operating
Procedures for the return of individuals who do have the right to stay in the country, as
agreed between the EU and Bangladesh.

On November 22, 2022, an agreement was signediim Bgathe then Alternate Minister of
Foreign Affairs, Miltiadis Varvitsiotis, and the sistant Minister of Foreign Affairs of Egypt,
Ehab Nasr, regarding the employment of seasonakes®rin the agricultural sector. This
involves the employment of 5,000 agricultural woskeThe agreement was ratified on 13
January 2023, by the plenary session of the HellBairliament. It is noted that a bilateral
contractual framework for the employment of fishenmrirom Egypt has been in place since
1984.

During a recent visit of the President MitsotalasEgypt, the dialogue deepened the two

countries’ cooperation on the issue of irregulamigration, emphasizing Egypt’s “substantial
efforts to limit this phenomenon and its relatete@t.” Both countries have expressed “a
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shared commitment to strengthening regular migngigths, including the implementation of
the Egyptian agreement on seasonal work&ts”

A Declaration of Intent on Migration and Mobilityas signed during the visit to India on 23
March 2022, by the then Minister of Foreign Affailikos Dendias. A similar Declaration of
Intent has been signed with Pakistdn

The next step, according to a statement releasttebyigration Ministry, concerns the signing

of "six bilateral transnational labour mobility agments with Armenia, Georgia, and

Moldova, as well as Vietnam, India, and the Philgs. It is expected that through this,

administrative mechanism of regular immigratiorstiengthened, modernized and upgraded
to be able to process with speed and reliabiliy ithcreased requests for transfers, new
residence permits and renewals of old permitsiddatly, through the agreements with India

and Vietnam up to 60 000 regular workers for tharismn and agricultural sector are

expected.

Lessons learnt

Social partners, and particularly the Trade Unisimsre the opinion that labour and migration
policies in Greece are still not well aligned ahdttthe not particularly structured tripartite

dialogues on labour policy during the last few geaffects as well, the labour migration

policy!*%. Much more transparency, institutional dialogud arstructured process is expected
from their side not only at the level of the polinyaking but also in terms of a broader
discussion on the nature and advantages of thert@geation policy.

As Greece is an entry point to Europe for hundremisand of migrants, both regular and
irregular, important questions to be further adskedsare the human rights vector, the
regularisation of the status of some of them, fhom it would be bilaterally agreed to stay in
the country, as well as — considering the developiroka special targeted path for vocational
training and recognition/validation of skills andadjfications. The latter would be particularly

important for lower-skilled migrants and shortageupations that require lower levels of
gualifications that are much needed in the econohtyreece. All this requires at operational
level prepared administrative structures, whicstiis not the case.

ROMANIA
Labour migration framework — development and recent reforms

Responsibilities

Ministry of Administration and Interior (MAI) is one of the 18 ministries of the Government
of Romania and is the one responsible for migragioth asylum. The law on organization and

108 hitps://flightomPr/a-new-era-in-the- -relationship-between-greece-and-egypt-was-opened-by-
mitsotakis-visit-to-cairo/#goog_rewarded

109 htps://wwwmZaBr/en/Poreign-policy/greece-in-the strategic -eu/eu-
asylumbthtml
10 https://wwwiAnPomigrantsPhet/en/post/55187/greece-2024-will-be-the-year-olegal-migration
1 Ellie Varchalama, The General conZderation oZWorkers in Greece, 24472024
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functionalities of MAI provides for that the minigtexercises its attributions in the field of
juridical regime of aliens, asylum seekers and @essvho were granted a form of protection
in Romania.

The Romanian General Inspectorate for Immigration GlI) 112is operating under MAI. The
Gll is the primary authority in charge of asylundanigration and is responsible for matters
related to immigration, visas, and residence peatritibversees the integration of third-country
nationals (TCNs) and European Union (EU) citizgmeyiding essential integration services
through its regional structures, as follows:

- It offers an online application service where lag@gmts can upload supporting documents
online before visiting the counter in person. Taii®s to reduce waiting times and streamline
the application process.

- Public Foreigner Registration Portal. The PubBliceigner Registration Portal is dedicated to
legally entering foreigners in Romania. There’sfphmodule available in both Romanian and
English.

- Residence Permits: A residence permit certifiess ight to stay in Romania. It could be
obtained from the territorial units of the IGI.

- The IGI also issues work authorization, at thguesst of the employer, under the conditions
provided by lawverifies the fulfilment by foreigners of the necassconditions for granting
and extending the right of residence in Romania, according to the law; extends the right of
temporary residence in Romania to foreigners whetrtiee conditions provided by law.

The General Inspectorate for Immigration shall $rait quarterly to the Ministry of Labour
and Social Justice the statistical situation ofkidetachment authorization, single permits and
residence permits that also confer the right tokwas well as the situation of European Union
citizens who carry out dependent activities onténgtory of Romania.

During the 2017 - 202BMIF funding cycle, th&eneral Inspectorate for Immigration
Romania focused on setting up a network of intégmatentres. These were first linked with
existing governmental reception centres (of whiwre are currently six in Romania) and are
now independent bodies in the main towns of eadiwar& 'region’, with an open access
system. Six network regions have been identifieekaV (which have nothing to do with the
historic or administrative division of Romanianriry), each with two integration centres
that function independently of the governmentaépdion centres.

Integration services provided vary slightly betwesemtres. Core services - available at all
centres - include the following:

- information and counselling for beneficiaries dleimational protection and third country
nationals;

« cultural orientation;

« educational activities (including Romanian languagaing);

« support with accessing health services, educatistesis and the labour market;

12 wwwigiPmai@ovizo
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. limited financial assistance to meet basic n€éds

The Ministry of Labour and Social Solidarity is in charge of drafting policies in the field of
labour force management and mobility. At the prepas the Ministry of Labour and Social
Justice, in accordance with the labour migratiohcgoand taking into account the labour
market situation in Romania, the quota of foreigrkers newly admitted to the labour market
shall be determined annually by Government decision

The National Agency for Employment (NAE)as public body with legal statute under the
authority of Ministry of Labour and Social Solidgri(MLSS) enforces the policies and
strategies on labour employment and vocationahitrgi of the jobseekers, worked-out by
MLSS. On the other hand, through measures of utitital reorganization, NAE has taken
over the activities of the Labour Force Migratiofii€ in the field of labour recruitment and
placement abroad and implementation of bilateraé@gents signed between Romania and
other states (Member States of EU and EEA espgciagarding labour force exchange and
activity of Directorate for Records and Monitorifigm the Department of Working Abroad as
regards the area of labour migration and bilategaéements on labour exchange monitoring.

The responsibilities of the NAE (mostly orientesvéwds the EU) ardabour recruitment and
placement abroad, both in states where Romanizdraduded with bilateral agreements in
the labour field, and the states where Romania has not concluded with such agreements;
monitoring and coordination of the implementatidthe legal bilateral agreements concluded
by Romania with other states, as well as the records on labour force circulation; submission to
MLFSP, for endorsement, of legal documents draftgegulations in the labour migration
field, the protection of Romanian citizens workiogtside the country, the amendment and
complementing the legislation, as the case may be; information and counselling services for
people who want to work in the EU member statesimioe signatory states of the Economic
European Area Agreement, as well as in the comntigh whom Romanian has concluded
treaties, agreements, conventions and understading

The National Qualification Authority (NQA/NCA) of Romania has among its main tasks to
certify the professional training acquired at autted / accredited training providers from the
Member States of the European Union, the Europeeondimic Area and the Swiss
Confederation, according to a special Methodoleggyed by the Ministry of Education in
December 2022* The methodology applies to professional trairdeguments attesting the
acquisition of professional skills / learning outwes, outside the national education system, at
professional training providers authorized / aciteedin accordance with the legal framework
of the mentioned countries. For the purposes & théthodology, professional training is
acquired formally through initiation, improvementspecialization, qualification,
requalification programs or by assessing professi@ompetencies / learning outcomes
obtained at authorized / accredited issuers, leselaccording to the National Qualifications
Framework. It is important to note that the attistaapplies to applicants not only from the
above-mentioned countries, but also to:

13 https://migrant-integration®c®uropa®u/news/romania-national-network-integration-centres_en
14 Approved by ORDER ni26,374 o7 December 2022, published in the Official Gazette, Part |, no?
1241 ol@22 December 2022; https://legislatiedust@o/Public/DetaliiDocumentAfis/263028
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» citizens from third countries beneficiaries of pamant resident status in Romania and
beneficiaries of long-term resident status grariigdone of the Member States of the
European Union, the European Economic Area or the Swiss Confederation;

» citizens of third countries benefiting from a foahinternational protection on the territory
of Romania;

» citizens of third countries, other than those mef@above, only for access to the Romanian
labour market.

The methodology specifies the procedure, the doatsnand the duration of the attestation
process.

In the last years, two strategies paved the wagdognition and validation of prior learning:
The 2015-20 Strategy for lifelong learning adopiad2015 provided a foundation for
developing validation mechanisms, providing finahd@ncentives and counselling. In 2016,
the National strategy for education and vocatiotraining in Romania foresaw the
development of mechanisms for recognition of prlearning and quality assurance
mechanisms for certification of learning outconfesledicated validation facility within the
National Qualifications Authority (ANC), the NatiahCentre for Accreditation, has been
established. In 2018, the regulatory frameworkvidation and recognition was revised with
a view to introducing quality assurance (QA) meastor validation and recognition. Specific
criteria for certification of evaluator and exterrevaluator competences and additional
requirements for assessment and certification, misgd by the assessment centres, were
introduced in legislationBy 2019, there were 37 fully functioning local essment centres
that could validate prior learning of candidateajmty in services, construction and agriculture
fields of learning (between 8.000 and 10.000 per)yerhose centres would be tasked with
mapping the skills and competences of third coumayionals, acquired in non-formal,
informal settings, against the Romanian occupatistendards. A full recognition could be
awarded here, but only up to level 3 of the NQF/EQF

The area of migration and asylum in Romania enjthes attention of the civil society
represented by NGOs which have as main competemsementation of activities in this
area. An active NGO in migration and asylum iskbandation Romanian National Council

for Refugees (RNCR).RNCR is a non-governmental organization of pulblidity aimed
mainly to protect and promote through all legal nsethe refugee’s rights. With the support of
networks of lawyers, students and volunteers, itveltsos legal and social
counselling/assistance, as well as training andaret activities mainly in the benefit of
refugee-related cases. RNCR has gained solid reapdcreliance in cooperating with local
authorities, international organizations, academatitutions and other non-governmental
organizations. RNCR was set up in 1998 on the mdRefugee Counselling and Assistance
Centre structure, on a platform supported amongrsthy the Save the Children Romania. The
main focus was on asylum-seekers and refugees, REGI the main implementing partner
for UNHCR programmes in Romania since then. In 2@08 foundation was recognized as
being of public utility. In the field of assistanBNCR benefits from its lawyer’s network and

13 https://wwwiedelPbp@uropalu/en/tools/timeline-vet-policies-europe/search/28514; Interview
Virgil lon, NCA, 09472024
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its growing network of young volunteers. The netwaf lawyers evolved into a legal
community who donate their time and expertise sishasylum seekers, refugees and migrants
on fees much below lawyers’ regular fees.

ROMIG (Romanian Network for Migration Studies): This network brings together experts
and researchers from various institutions, inclgdire National University of Political Studies
and Public Administration, the Romanian Institut®esearch on National Minorities, and the
Lucian Blaga University of Sibiu. ROMIG focuses stndying migration trends, policies, and
their impact on social and economic developme®amania.

These institutions collectively work to create gsortive environment in the field of asylum
and migration.

General procedures in the field of labour migration

The number of third-country nationals (TCN) resgland working in Romania is low (about
0.4 per cent of the population). They are paiegasi the minimum wage and are entitled to the
same rights and working conditions as Romaniageri8, as established by law or collective
agreements. Access to the Romanian Labour marlapiiie restrictive and there are many
conditions for obtaining a work permit. Work persére requested by and issued to the
employer. Citizens of the Republic of Moldova, Ukeaand Serbia (neighbouring countries
that are not in the EU) may work in Romania as eyges, however, without a work permit
for a maximum nine months in a calendar year.

The Standard work pernttf must be approved by the Romanian Inspectorate rGlefoe
Immigration. Eligibility is contingent upon eitherEducational work at a Romanian institution
* Highly skilled work « Work through a bilateral mgmen# As instructed by the Minister of
National Education or Minister of Culture « Workarministry « Head of the Romanian branch
of a company headquartered abroad.

Employment categories Permanent employee: foreigner employed in Roanamith
individual contract of indefinite duration or fixedrm concluded with an employer based on
the work permit. « Trainee worker: foreigner pagating on an internship program of a
duration with a view to improving vocational traigi or obtaining a vocational qualification
as well as improving language and cultural knowtedgSeasonal worker: foreigner who
maintains his main residence in a third country,legally and temporarily lives in Romania,
being employed in seasonal activity. « Cross-bowderker: the foreigner, citizen of a state
which has a common border with Romania and livee@border area of the respective State,
employed in a border town on the Romanian territeflighly qualified worker: foreigner
employed in Romania on a highly skilled job, witidividual contract of at least one year. ¢

116 See also: https://ivisaguide.world/europe/romaisasong-stay/ inspectorate General for Immigrationd.).
Frequent questions. Retrieved June 28, 2023, fribps://igi.mai.gov.ro/en/category/frequent-quassio
Inspectorate General for Immigration. (n.d.-b). Miipn. Retrieved June 28, 2023, from
https://igi.mai.gov.ro/en/category/diverseen/miignat Inspectorate General for Immigration. (n.d.-b)ngystay
visa for employment purposes. Retrieved June 283 bomhttps://igi.mai.gov.ro/en/long-stayvisa-for-
employment-purposesitispectorate General for Immigration. (n.d.-a).fiogment and posting. Retrieved June
28, 2023, fromhttps://igi.mai.gov.ro/en/employment-andposting/
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Deployed worker: the qualified foreigner temporadeployed from a company established in
a third country « ICT worker: person transferredhivi the same company. « Au pair worker:
foreigner temporarily employed by a host familythe territory of Romania to improve their

language skills and competences in exchange fgramsestic and childcare.

Long stay visa for employment

For applicants with a job offer that can demonstratofessional training or experience
Requirements: work permit issued by the Genergddatorate for Immigration (or documents
that demonstrate you fall into the categories oéiffners who are exempt from requiring a
work permit) and a single permit. (Certain categ®rof foreigners may work in Romania
without a work permit).

Procedure: employers apply first for a notice oplyment from the General inspector for
immigration. Employees follow up the procedureha tiplomatic mission of Romania. Once
arriving to Romania, the employee obtains the esgid permit from the General inspector for
immigration.

Duration: The temporary residence permit for empilegt purposes can be extended for a
period equal to the validity of the employment caat, up to a maximum of 1 year. Conditions:
Worker may only be employed by a single employer.

EU Blue Card- Highly skilled workers
For highly qualified applicants with a job offer.

Requirements: work permit issued by the Genergddatorate for Immigration (or documents
that demonstrate you fall into the categories oéiffners who are exempt from requiring a
work permit) and an EU Blue Card.

Procedure: employers apply first for a notice opayment from the General inspector for
immigration. Employees follow up the procedureha tiplomatic mission of Romania. Once
arriving to Romania, the employee obtains the EuWeBTard from the General inspector for
immigration. Duration: may be issued for a perigdia to the validity of the work contract

plus an additional 3 months, with a maximum totadadion of 2 years.

Conditions: Worker may only be employed by a siregtgployer.

Seasonal workFor applicants conducting seasonal work with asteged employer (at the
trade register office).

Requirements: Work authorisation for seasonal wstka visa for work purposes and a
temporary residence permit. It is required to sladvasic knowledge of Romanian.

Conditions: Permit issued based on quotas establisit the Romanian government. Specific
conditions apply for nationals of Canada, JapantardUnited States of America based on
bilateral agreements.

Procedure: Employer applies through the Generglectorate for Immigration for work
authorisation. Authorizations granted based on agi@nd a labour market test. Once the
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authorization is granted, applicant may apply faisa for work purposes and the residence
permit.

Duration: valid for maximum 6 months within a 12-4ntlo period, under an individual labour
contract and in a specific seasonal sector.

In general terms, third-country nationals’ accesthe labour market in Romania involves an
employment contract concluded with the employer ajyplies for the work permit. It is issued
only if the employer genuinely carries out actegticompatible with the job offered to the
foreigner. As temporary agencies in Romania arbaaiged only for recruiting and placing
workers, not for specific activities, they cannetnuit third-country nationals directly from a
third country. The Labour Code provides for equahtment between temporary agency
workers and employees recruited directly by the leygr; if third-country nationals are
recruited by temporary agencies, they enjoy theeseatment as the local workforce. Third-
country nationals already having residence stat@iEU country can be posted to Romania
by temporary agencies under the terms of the RpsfiWVorkers Directive (1996/71/EC) and
the Enforcement Directive (2014/67/EU).

New developments in the migration policy

In 2021, 23 000 new immigrants obtained a residgpeenit longer than 12 months in
Romania (excluding EU citizens), 47.4% more thar2®20. This figure comprises 66.3%
labour migrants, 15% family members (including anpanying family), 11.7% who came for
education reasons and 7% other migrants. AroundOlshort-term permits were issued to
international students and 2 700 to temporary @&aganal labour migrants (excluding intra-
EU migration). In addition, 18 000 intra-EU postsngere recorded in 2021, a 3% increase
compared to 2020. These posted workers are ggnerafihort-term contracts.

In 2022, the number of first asylum applicants éased by 33%, to reach around 12 000. The
majority of applicants came from Ukraine (4 400claging temporary protection recipients),
India (1 500) and Bangladesh (1 400). The largesease since 2021 concerned nationals of
Ukraine (+4 400) and the largest decrease naticsfaifghanistan (-3 500). Of the 4 070
decisions taken in 2022, 25% were positive.

Recent developments in migration policy in Romdraae mainly concerned the transposition
of several EU Directives or Regulations to simpldpd improve migration and asylum
management.

To attract and retain highly skilled workers, ir220Romania introducedsax-month digital
nomad visg allowing foreign nationals to live in Romania Vehworking for companies
outside the country. This allows eligible third oty nationals to work more flexibly and with
fewer constraints in Romania for a fixed period pAgants need to prove significant financial
means to be eligible for the visa.

One key priority for the government is to addresisolr market shortages. In that regard,
Romanian authorities significantly raised twerk permit quota in 2021. For 2023, as in
2022, Romanian authorities have set the quota @DQ0 for non-EU/EEA/Swiss nationals,
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while a few years earlier it stood by around 5.@&ch year statistical data on job vacancies
and analyses are conducted in order to specifgtibgage occupations. Romanian employers
and their organisations as well raised this painexchanges and policy dialogue with the

government and the trade unions. And even if th@ajaystem did not cover the estimates of
the employers for between 300.000 — 500.000 needw#ers, the arranged number was

perceived the optimal one and the one that coufzblsible for the administration to hartdle

Migrant workers holding EU Blue Card and a Romarsengle permit can no longer change
employers within the first year of employment witihdhe written consent of their current
employer. This measure does not apply if the teation of the individual employment
contract took place at the initiative of the prexd@mployer or as a result of the agreement of
the parties, or by the resignation of the foreightére employer does not fulfil the obligations
assumed by the individual employment contract, urtle conditions provided by Law
no. 53/2003, republished, with subsequent amendnaerd additions. This measure does not
apply to seasonal workers.

Legislative amendments in 2022 extended the pemniadhich foreign workers can apply for a
long-stay visa for employment from 60 to 180 dafterathe employer obtains their work
permit. In addition, visas are issued by the Natidfisa Centre within 20 days of application
submission, compared with 10 days previously. Thesevisions aim at easing the
administrative burden and facilitating the employinef foreigners in Romania. In addition,
to ensure a better distribution of the workloadrfrionmigration offices, employers and foreign
nationals may now have their legal representatiNgst work or posting permit applications
at any offices of the General Inspectorate for Ignation.

Other changes in migration and asylum policy in Rora in 2022 mainly came in response to
the Ukrainian refugee crisi&®

Lessons learnt and prospective steps

Bilateral agreements exist predominantly with caestfrom the EU and stem from the pre-
EU-accession period. They mostly cover the righamanian citizens abroad. In recent days
the biggest influx of refugees and migrants caroenftJkraine. Although the regime of their
access to labour market is not applicable to otbrgees and migrants, some aspects of it
could be taken on board: The Ukrainian citizensewgranted counselling and language
training, once registered at the employment offi€ady in few cases vocational training was
provided. They could work at any job position, tlieclared they are qualified.

For the other refugees and migrants, obstacldseafactive participation in the labour market
are the missing knowledge of Romanian languag@gration of qualifications and lack of
awareness of the cultural and national contextam&nia.

Other challenges identified are the low capacitthefresponsible institutions to process visa,
permits etc, due to understaffing and administeatbapacity. If the whole process from
identifying the needs and potential migrants tcebeployed corresponding to those, has the

7 Interview, Radu lanos, Concordia, the biggest employers’ organisation in Romania, 150422024

118 Skills Mobility Partnerships: Exploring Innovative Approaches to Labour Migration, EMN-OECD INFORM,
European Commission, March 2022, https://www.oecd.org/els/mig/2022-march-joint-emn-oecd-inform-skills-
mobility-partnerships.pdf; For further information: www.alba.insse.ro | www.mai.gov.ro | www.igi.mai.gov.ro
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duration of 6-9 months, this would not be suitaolethe short-term contracts and seasonal
needs particularly.

A particular situation of the last few years hasrbereated, when a big number of Bangladeshi
citizens came to Romania through the mediation mfape recruiting companies from
Bangladesh, called “phantom agencies”. Most of thesnsited Romania on the way to
Western European countries or even if they stayesl, skills and qualifications were not up
to the expectations of the Romanian employers. fidgslted in a lack of trust nowadays in
Romanian employers when it comes to BangladesHhiavsr

In case of a prospective TP with Bangladesh, thasdd be the challenges to be addressed.
The model how this could be done, should be diszlssnd decide upon within an
interinstitutional approack®. One important aspect to be addressed is the véline foreign
gualifications to be reconfirmed by the Romanianaational institutions or the skills of the
foreign workers to be validated in the recenthabished system for validation and recognition
of skills and qualifications, which still should lsempleted (see also the information in this
section abovef°

Other EU, EU MS and international approaches and projects

Labour mobility approaches, programmes and pilojgats across the EU gathered relevant
experience, which can serve as good practice exantpllearn from and foundation to build
on for the future.

Through its various funding programmes, the EUb®en facilitating and financing a number
of Skills and Mobility Partnerships (SMP) and SMielprogrammes and projects. Although
the EU Talent Partnerships framework has yet totmecfully operational, EU Pilot Projects
on legal migration can already provide valuableghts and lessons learned. Since 2018, for
example, the Migration Partnership Facility (MPR)EBU-funded initiative, implemented by
ICMPD, seeks to strengthen cooperation between Eohbér States and partner countries
across a broad range of migration-related themgeeal to the New Pact on Migration and
Asylum. It has accompanied the implementation @iray. 15 projects funded by DG HOME
and led by EU MS in cooperation with partner cokstr most notably Nigeria, Morocco,
Tunisia, and Senegal, some of them already pratemtthe chapters above. These include
labour mobility pilots, dialogue with countries ofigin on migration, projects to enhance
migration management processes and those that nsaxithe development impact of
migration in the country of origin. These projeatsich feature many different dimensions
aimed at helping to create or strengthen an ermblnvironment and infrastructure for labour
migration in the target countries, beyond simplybitity, can offer an interesting perspective
to develop the potential for cooperation with Baalgsh.

1% Interviews, Ms Irina Persa and her team, National Agency o@Employment, 5 April, 2024; Ms Grigore,
Ministry oflLabour and Social Solidarity, 02 April, 2024
120 Interview, Radu lanos, Concordia, the biggest employers organisation in Romania, 150422024
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The boxes below showcase examples of programmegprajetts, facilitated by the EU and
EU MS'2L,

» Box 13: EU-level programmes and projects

The above studied project THAMM has been desigrsed eegional programme with the
aim to contribute to improving the governance ddfolar migration and the protection of
migrant workers from selected North African cougdri namely Egypt, Morocco and
Tunisia. Beyond Germany, it is implemented as weBelgium, by ENABEL, the Belgian
Development Agency. The period of implementatioB021 — 2023, where THAMM aims
to provide training of 350 young people in Moro@w Tunisia of which one fourth would
get the opportunity to work in Belgium. In such aywthe project offers an innovative
mobility scheme (following the GSP approach), basedartnership, skills development
and support for talent to access employment oppiies both in the countries of origin and
host countries. THAMM includes a focus on knowlettg@sfers for the active management
of migration in the partner countries as well dstpig placements of qualified personnel
and trainees to Belgium and in Germany.
2. IOM-MATCH-project (Migration of African Talentshrough Capacity building and
Hiring) Under the demand-driven circular migratid®@M-MATCH-project (betweer
Belgium, Italy, Luxemburg, the Netherlands and M@end Senegal), vocational training
in the destination country is accompanied by a taany job placement in one of the four
participating EU Member States, with the aim ofkiliag, increasing employability upon
return to the home countries whilst (temporariiifinig labour shortages in the countries|of
destination. The project concerns in particulart bot exclusively, sectors with labour
shortages in the destination countries such ast&€hnology and engineering. The project’s
duration is 36 months — i.e. from January 2020 égédnber 20222

Across EU MSs there are plenty of further examfdegolicies and projects: Germany and
Finland are implementing policies to attract skilleorkers in the global competition for talents
and to ensure that these workers stay in theirtcpiumthe long run.

Several EU MSs also actively support programmes @irajects in the areas ofkills
development, technical and professional educat@@rman social partners have committed to
promoting apprenticeships and hiring apprenticéseaénd of their training. The Netherlands,
Germany, and Denmark are particularly supportiveuaih programmes in capacity building.
The UK and Switzerland are among the non-EU merstages in Europe that support similar
programmes and projects, particularly in Bangladesk the example in the box below).

» Box 14: The Building Youth Employability through Skills (BYETS) project'?

The Building Youth Employability through Skills (BYTS) project will empower
Bangladeshi youth with improved technical, emplalgband entrepreneurial skills, and
connect them to income generating opportunitigss jand self-employment. BYETS wijll
partner with Training Service Providers (TSPs), gjoment, industry, and employers|to
create a conducive environment for the targetedhytihuat would facilitate employme

—

121 Skills Mobility Partnerships: Exploring Innovative Approaches to Labour Migration, EMN-OECD
INFORM, European Commission, March 2022, https://www®becd®rg/els/mig/2022-march-joint-emn-
oecd-inbrm-skills-mobility-partnershipsizpde]

122 |dem
123 hitps://bangladeshpost.net/posts/swisscontact-launches-project-to-empower-youths-107489
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opportunities for themThe project aims to support youths by providingniray in three
sectors: Readymade Garments (RMG), Agro-procesgilg), and Information and
Communication Technology (ICT). The project offepgortunities to collaborate with on-
going initiatives of the Government of BangladeSloB), other donor-funded programmes
and Dutch-based companies and academia. Supportée lEmbassy of the Kingdom pof
the Netherlands (EKN), the four-year project (2@226) is being implemented by
Swissontact

The labour market test, justifying labour shortages made tBpanishsystem inefficient in
the recruitment of foreign talent. To remedy thisigem, Spain introduced two new legal
‘skilled’ pathways that are more convenient for tirévate sector and easier to update if
necessary (ordinary law that can be amended). Uhdse schemes, the labour market test is
no longer necessary. Spain has also fully digedlithe visa system, which facilitates visa
applications for TCNs and cooperation between tfierdnt authorities involved in delivering
visas (Ministry of Interior, consulates abroad,retary of state for migration, ett2}.

In other cases, like for examplan-France, social partners were involved in thesation of
personal training accounts (compte professionel déormation) allowing workers to
participate in funded vocational training activétié-or highly qualified third country workers,
expatriate tax breaks are available in some MerSkees. To cover seasonal peaks Member
States have set up simplified procedures and catiperagreements to attract short-term
(seasonal) workers from third countries.

Further projects of EU MSs, presented below offiggriesting approaches to different aspects
of the mobility partnerships in\ariety of sectorsor in general terms:

The Netherlands has implemented the MOBILISE lalmaobility pilot project, which aims to
set up dalent development programme on horticulture,a priority for the Netherlands (NL).
The project targets middle-management professiofiate Tunisia, Egypt, and Ethiopia,
intending to place them in Dutch companies withitess interests in the countries of origin
(Co0O). MOBILISE was designed based on documentdts glaps in the NL. Significant
research is necessary for this kind of programmaeitivolves the identification of the skills
and training necessary for the job at hand andarebeon skills and training in the CoO, which
entails interviews with a variety of stakeholdargshe CoO and the destination country (e.g.,
employers, trade unions, governments, educatiditutisns etc.3?>.

Sector organisations and companies also implemenil@t projects.

» Box 15: Labour mobility pilot project for Polyvia'?

Polyvia, the professional union representing tlastds industry is implementing a labqur
mobility pilot project. The initial pilot concerned6 Tunisian nationals who acquired
qualifications recognised in Tunisia and Francewmirk in the plastics indtry. The

1241dem

125 EU Labour Mobility Practitioners’ Network In-Person Conference “Labour Mobility and Skills Shortages:
Connecting the Dots” 21-22 November 2023 Key Discussion Points

126 EU Labour Mobility Practitioners’ Network In-Pers@€onference “Labour Mobility and Skills Shortages:
Connecting the Dots” 21-22 November 2023 Key Disius Points
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recognition of the qualifications was built inteethroject design, but instead, the first phase
faced challenges with the visa process: threextonsinths were necessary to obtain a vjisa.
This timeframe proved impossible for companieshia plastics sector (mostly SMES).
Currently, for a second larger pilot project “Prdm®Kkills”, the challenge is scaling up: the

objective is to train 800 people over three yeamnatch the demand in the plastics segtor,
and the hope is that with the demonstration efi@obatchmaking from the first phase, that

this will motivate a streamlining of visa and warrmit processes during the second ph

In the ICT sector'?’, the Digital Explorers labour mobility pilot projeis a programme for
Nigerian tech professionals to find employment wtelinships in Lithuania. In total, 26
Nigerian professionals were matched with compaaie$ a value-for-money analysis was
conducted to assess the project's economic benefiithuania. It found that more than half
of Nigerian ICT specialists earn above-averagerieslavithin their companies and that by
2024, the project's added value outweighs thealntbsts, which is attributable to the steady
influx of revenue to the Lithuanian ICT sectoraldition, one company launched an office in
Nigeria, which will generate significant Foreignr&€st Investment and create employment in
the CoO. Including a research component in thigeptowas useful to measure success,
allowing for scaling up. Measuring the impact omtper countries is important to avoid brain
drain, which was not undertaken during the firsageEhof Digital Explorers.

Summaryin the four studied EU Member States — Germanly, IGreece and Romania — the

governments report high number of vacancies intheahd nursing-related sectors, the IT
industry, and building professions, and in tourisransportation and agriculture, for which

they consider attracting workers from abroad. Sigamt amendments in the labour migration

legislation have been undertaken particularly irn@y and Italy with the aim to create

conditions for establishing regular migration chelspto reduce barriers and costs and to
simplify administrative procedures.

The employers’ organisations, especially from indes with significant shortages of skilled
workers are usually among the supporters of thesedevelopments in the migration policy,
as 52%/ 86% of all companies report increasingadifies hiring third country workers for
whom migration is often very expensive (duratioap@work requirements, translation costs,
administrative fees). In most of the countries &4 their role is of proactive stakeholders. In
general terms they participate in the processaftification of skills needs and contribute to
skills development, recognition and the migratioogedures.

The labour and migration policies, procedures amvblved stakeholders across the EU MS
(incl. policies/arrangements/structures, skillopties, duration of migration period) are very
heterogenous. EU Directives (e.g. Blue Card) stpymmfirming common principles for skills
and qualifications requirements, salaries threshaladd mobility of workers. Common EU
instruments and platforms (Europass, ESCO etcjyedsas the envisaged Talent Pool are
expected to facilitate the recruitment of jobseskeym non-EU countries in EU-wide shortage
occupations, making it easier and faster.

127 1dem
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Different aspects of the legal migration cycle &bsishing partnerships agreements, matching
of skills and qualifications, selection of workevio would like to work abroad, providing a
training, arranging visa, transportation and intrctecbn to the new working place) have been
piloted both in the EU MS and in Bangladesh. Bilateagreements are still a preferred format
when establishing skills and migration cooperationamany cases as well with one of the
objectives to tackle irregular migration. In adaiitito this, bilateral or multilateral projects and
programmes with different modes of training (in @&D, in the CoO, apprenticeships etc) and
innovative management practices, including in ik&lfof ethical recruitment practices and
circular migration have been piloted. Importanstass learnt show that a concerted approach
of the institutions in the CoD and a sustainabiatriicial concept of public-private partnerships
belong to the success factors of a talent partiger3ine concept of matching supply and
demand and providing a pool of specialists in lpattinering countries has confirmed validity.
The trends towards reducing qualification requireteeand favouring available skills and
competences and focusing on demand-driven topaipinig programmes or short modules
and language and intercultural courses in the Gu#ear to show greater impact, compared to
other modalities.

3.3 The experience of Bangladesh in skills and migration partnerships

Responsible institutions

In the country, various ministries and departmangsinvolved in managing labour migration.
The Ministry of Expatriates' Welfare and Overseas Enployment (MOEWOE) steers the
policy formulation for Bangladesh, while iBureau of Manpower, Employment and
Training (BMET) is the directorate that regulates the recruitnpenotess and procedures.
There are 4@istrict Manpower and Employment Office (DEMOSs) across the nation
providing registrations and other forms of suppAg.a governmental agendgangladesh
Overseas Employment and Services Limited (BOESLdirectly recruits workers for a few
selected countries. The technical training cenffd@<Cs) are engaged in skills-building and
provide mandatory pre-departure orientation (PD&ihing for outgoing migrants, along with
six institutes of marine technology (IMTs).

The Ministry of Education is responsible for the overall education systerBamgladesh,
including technical and vocational education. lte®ees the development of vocational
training institutions and curriculum, ensuring thizwe educational programs align with the
needs of the labour market and provide relevatisgki workers. The Bangladesh Technical
Education Board (BTEB), under the Ministry of Education, focuses on techl and
vocational education and training. It develops anglements vocational training programs,
conducts examinations, and issues certificationsKdled workersThe Ministry of Labour
and Employmentis responsible for formulating and implementindiges related to labour
and employment. They collaborate with various omzgtions to promote skill development
programs for both local workers and those seekiuegseas employment.

The Ministry of Education in Bangladesh has esshigld the Bangladesh National
Qualification Framework (BNQF) to ensure the relea and consistency of qualification
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outcomes. The framework supports flexible linkages pathways for qualifications, both
nationally and internationally. Its aim is to eralthe portability and comparability of
gualifications, aligning them with internationaastiards. The BNQF serves as a crucial tool
in driving quality improvements within the educati@nd training system. It provides a
structure for the development, description, andtesyatisation of relationships between
qualifications, fostering harmonization. However, s@nificant challenge in the labour
migration sector is the recognition of skills. Gfezations issued in the Technical and
Vocational Education Training (TVET) sector in Béadpsh are not comparable or recognized
in destination countries. Consequently, migratioesinot lead to skill enhancement or career
progression for individuals seeking employment adi®.

Labour migration - current situation and bilateral agreements

According to the Government of BangladesBsreau of Manpower Employment and
Training (BMET) between 1976 and the end of 2023, total leyipent of Bangladeshis
abroad reached a bit more than 36 million and thenty has received 297 billion USD in
remittance¥®. The growing importance of overseas employmentiferBangladesh economy
is clearly evident — the remittances made 4.6%efGDP in 2022.

The Government of Bangladesh has formulated the<@as Migration Policy of 2016 and
Overseas Employment and Migrants Act (OEMA) of 20I8e government is continuously
working to strengthen the regulation of recruitmagéncies, enhance pre-departure training
programs, and improve consular services. Yet, ehg#s for ensuring safe and fair labour
migration remain.

To expand its extraterritorial jurisdiction and axt more protection to its citizens abroad, the
Government of Bangladesh (GoB) has sigrmsthteral agreementsor Memoranda of
Understanding (MOUSs) with at least 17 countriesdending labour migrants (e.g. Greece,
Japan, Hong Kong Maldives, Qatar). These agreenaémtso facilitate regular and regulated
migration, ensure the protection of workers' rigl#ded promote cooperation between the
sending and receiving countries.

The agreements fall under one of the following prhaoes:

- Government-to-Government (G2G) model. The G2G masletharacterized by lower
recruitment fees. The hires go often through TVEiitees, but with the current set-up and
capacity, this results in low numbers of migrantkess and limited number otcupations;

It should be considered if the model is likely ®odble to scale up and handle high number
or skills demand with short turn-around time.

- Private Agencies-led (P2P) model. This is a privagency-led recruitment of potential
labour migrants, which is as well the most commie@. d his procedure has involved third-

128 Action Document for “Supporting a Talent Partnership with Bangladesh”
12 BMET, Overseas Employment & Remittances @om 1976 to 2023)@Available at:
http://wwwhmet@Eovbd/site/page/616e9401-0617-45a6-a7aa-7237820ed9ed/-
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party service providers (who act as intermediariea|ed Dalal) hired by overseas
employers, with whom Bangladeshi recruitment agenanust do business. Private
recruitment agencies (collectively Bangladesh Asdmn of International Recruiting
Agencies — BAIRA) are the key players in the prevagency-led recruitment system. The
model handles a large number of migrant workerss uistermediaries. Across the years
there were malpractices reported of often hiringkilled workers in the villages with low
accountability for the validity of workers’ skillgs well as examples of exploitation and
dept bondages, because of high recruitment fees.

- Government-to-Government Plus (G2G+) mechanismntljoi administered by the
Government and private agencies.

Some of the working examples in Bangladesh arespted below.

» Box 16: Existing examples of G2G between Bangladesh and other countries

There are success stories from partnership agrdésnoenlabour mobility, such as the
Employment Permit System (EPS) of the Republic ofdq, and the aforementioned IM
Japan entity. In both schemes, G2G agreementssigred between the partner countries,
and the whole process of selection, training, iéoent, departure, employment, and return
is managed under the stringent terms and condibbrise agreements. The arrangements
with Korea and Japan target specific destinationntiees for a limited number
occupations and are run by government authorities.

In the case of the Korean EPS, the Bangladesh'fichulmmanaged recruitment agengy,
BOESL remains responsible for skilling workers as®hding them to Korea. The EPS
system stipulates completion of the skilling setecttand recruitment process, under the
close supervision of the respective authoritighédestination countries, and in partnership
with the local TTCs and government authorities.
In the IM Japan case, designated public and prigsattor TTCs remain responsible for
language training and initial assessment of canelsiand their recruitment and departure
are supervised directly by the competent autherité both governments. G2G Plus
arrangements for managing the skilling and migrapoocess under both of these systems
are in place.
More in detail:
Bangladesh has a recent history of sending canegared technical interns to Japan in sqgme
14 occupational sectors, representing successliilhfent of an agreement between the
MoEWOE and IM Japan. Under the procedures put aceyl particular technical training
centres (TTCs) holding agreements with the BMETdcmh pre-screening of applicants
wishing to travel to Japan under this scheme. Preesing consists of assessing the
candidate’s physical fitness and verifying the miaim level of educational qualification (12
years of formal education ending in Higher Second@ertificate) during a primar
interview. Selected candidates are provided witlendation, followed by six months of
Japanese language training. Since the introduofititis scheme, the GoB has expartd®
the scope of the Japanese language learning pbtodi technical training centres, leading
to a corresponding increase in the number of wariéro ultimately travel to and take up
roles in Japal

130 Ara, A., ‘Sending workers to Japan rises’, The Financial Express, Economy, Bangladesh, 10 January 2023.
Available at: https://thefinancialexpress.com.bd/economy/bangladesh/sending-workers-to-japan-rises-
1673319274
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Following on the success of such schemes and dihegreat need for caregivers in the EU,
Bangladesh is ideally positioned to provide sulisshmumbers of proficiently trained
caregivers to EU MSs, leading to gains for all igarinvolved. Building on the previously
applied approaches, agreements and delivery caudated to the specificities of each EU
MS.

At the same time, examples from other countries fike Philippines warn on potential large
outflow of specialists, particularly - of healthregrofessionals. The Philippines currently has
an arrangement with various EU MS to provide mddieasonnel, including nurses, doctors,
and caregivers. Under this scheme, students whe ¢@wpleted higher secondary school can
join the caregiving profession, receive trainingdavork in EU MS. The large outflow of
health care professionals from the country resulidatie recent placing of a cap on outflows
by the Government of the Philippin€s.

Bangladesh and the EU

Bangladesh migration to Europe/EU

A recent study on Bangladesh migration in the odnt&f the EU-Bangladesh Talent
Partnership has collected valuable informations@néed below?.

Being the former colonial authority, traditionalthe UK has been the most favoured
destination for Bangladeshi migrants. Germany aadée have been the main destinations for
Bangladeshi students and professionals since tbs19n addition to these traditionally
preferred destinations, Italy, Spain, and Greecs lira recent decades, as mentioned, turned
into major destinations for Bangladeshis seeking work; for example, as of 2022, there were an
estimated 28,000 Bangladeshis in Gré&cén more recent years, Portugal, Romania, and
Poland have also emerged as popular destinatidvestofal number of Bangladeshis residing
in Europe stood at 456,516 according to the 20&€rmational Migrant StocR* compiled by

the United Nations Department of Economic and 3d¥ifairs (UNDESA), see Figure 1
below. The genddsreakdown for this group was 60% male and 40% femal

Figure 1. Number of Bangladeshi citizens in Europe, 2020

131 Reuters, ‘Philippines raises cap on health professionals going abroad’, Asia Pacific, 18 June 2021. Available

at: https://www.reuters.com/world/asia-pacific/philippines-raises-cap-health-professionals-going-abroad-2021-06-
18/.

32 |CMPD, Study on Bangladesh and Selected Bangladeshi Economic Sectors in the context o@an EU-
Bangladesh Talent Partnership, Dralt, September 2023

33 Mahmud, J3 ‘A year since deal inked, Greece yet to hire Bangladeshis’, The Daily Star, Migration, News,

16 March 2023 Available at: https://wwwthedailystartet/nrb/migration/news/year-deal-inked-greece-
yet-hire-bangladeshis-3272306F

134 |OM BangladeshBangladeshi Migrants in Europe 2021 — A Multiplaie Snapsho#vailable at:
https://bangladesh.iom.int/sites/g/files/tmzbd| 18i(&s/documents/bangladeshi-migrants-in-europe-

2021.pdf
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ANNEX 1: NUMBER OF BANGLADESHI MALES AND FEMALES IN EUROPE, UNDESA- 2020

e © 6 O

European Region European Countries® Total Migrants Male
United Kingdom 241,799 123,787
Sweden 10,263 5,989
Ireland 3,706 2,618
Finland 2,983 1,956
NorsherEmdpe Denmark 1,919 1,074
Norway 1,331 715
Estonia 263 212
Lithuania 44 41
Latvia 15 11
Iceland 12 7
Italy 135,468 102,065
Spain 14,594 10,144
Southern Europe Greece 2,851 1,441
Portugal 1,684 1,244
Malta 22 13
Slovenia 20 19
Germany 13,612 9,723
France 12,878 6,296
Austria 3,326 2,158
Switzerland 2,761 1,682
Western Europe Belgium 2,694 1,597
The Netherlands 1,843 860
Luxembourg 142 92
Liechtenstein 6 4
The Czech Republic 718 666
Bulgaria 539 288
Russia 469 407
Eastern Europe Hungary 244 196
Romania 161 153
Poland 128 112
Slovakia 21 18

Source: UNDESA, 2020 International Migrant Stock. Annex 1: Number of Bangladeshi Males and

Females in Europe, 2020.

Favourable factors, making the mentioned countries attractive destinations for Bangladeshi
citizens as migrant workers, and/or as tourists, business travellers, or students are the easier
terms of entry, and subsequent economic opportunities and relaxed enforcement of laws for
undocumented aliens, cited as major reasons for the increase in popularity of these countries
as destinations. The existence of sizeable Bangladeshi diaspora populations in country, ready
to provide immediate support in finding employment and other forms of assistance, is another

reason.
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The majority of Bangladeshi migrants in the EU aitber students, who travel to the bloc on
a valid student visa or by irregular means. Sifwd is currently very high demand for

workers in the EU, some MSs also offer assistanesmtiocumented migrants seeking shelter
and regularisation into the workforce. Some MS goreents also extend visas for immigrants
to stay in the country if they pay monthly taxes.

While undocumented workers make up the bulk of Bedeghi travellers to the EU, some of
these travellers, including students, tourists, atiers, go through the formal, documented
channels and then cross into another country, bigpamdocumented and taking up informal
work. The Central Mediterranean Route (CMR) andBhastern Mediterranean Route (EMR),
via Libya and other Middle Eastern and North Africstates respectively, are the preferred
routes for entry of undocumented Bangladeshised=4.

Statistics for 2021 from the European Agency ferManagement of Operational Cooperation
at the External Borders (Frontex) show that attl8#@67 Bangladeshi citizens entered the bloc
irregularly during that yedre®

In terms of regular migration, the country has a significant number of workerwsleek
employment abroad; most common destinations for Bangladeshi labour migrants are the
Middle East, particularly Saudi Arabia, Qatar, theited Arab Emirates (UAE), Oman, and
Bahrain. Other popular destinations include MalaySingapore, South Korea, and some
European countries. According to BMET, total 1,833 (female 105,466) Bangladeshi
workers migrated to 21 countries (2022). The infation for the same year is, that 7,594
Bangladeshis were regularly employed in Italy, aditw to BMET® data. Labour migration
provides an avenue for Bangladeshis to find bettenomic opportunities and improve their
livelihoods.

Comparing the data for the irregular migration,tive same period of time, according to
REMAP'®7 15,228 Bangladeshi nationals arrived (irregulaity)taly, 907 in Cyprus, 229 in
Malta, 117 in Spain and 6 in Greece. 60% of thaeandited through the Western Balkan and
Eastern Europe Region.

The EU-Bangladesh cooperation — historical and futte perspectives

The Cooperation between the EU and Bangladesh largely determined by the framework
of theEU-Bangladesh Cooperation Agreentéhsigned in 2001. This agreement provides the
scope for cooperation, covering the broad aredsadé and economic development, human
rights, good governance, and the environment.

135 Islam, A., ‘Why do Bangladeshi migrants take iulkzg routes to Italy?’, Migration, Bangladesh. Aabie
at: https://www.dw.com/en/why-do-bangladeshi-migrariisetirregular-routes-to-italy/a-60683932

136 http://www.old.bmet.gov.bd/BMET/viewStatReport.actPreportnumber=39

137 https://dtm.iom.int/reports/bangladesh-bangladestionals-europe-multiple-source-snapshot-2022
138 The full text of the EU-Bangladesh Cooperation Agreement at: https://eur-lex.europa.eu/EN/legal-
content/summary/agreement-with-bangladesh-on-partnership-and-development.html.
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The EU has committed to providing Bangladesh witevedopmental aid of up
to €690 million (without considering Thematic anddginal funds)y*® under itsMulti-Annual
Indicative Programme (MIP) for Bangladesh 2014-2890Under the EU enhanced
engagement, with Bangladesh as a beneficiary dbtreeralised System of Preference and the
Everything but Arms (EBA) schemes, the GovernmehtBangladesh (GoB) put into
implementation thé&lational Action Plan (NAP) on the labour sector for the five-year period
2021-2026. The purpose of the NAP is to bring tlemd@adesh Labour Act, 2006 and its
subsequent amendments, and Export Processing Zaheut Law, up to international
standards.

EU development and investment programmes in Banglash

The Office of the European Union Delegation (EU®Bangladesh actively supports various
programmes and projects implemented by the Goverhneé Bangladesh and major

development partners, such as the ILO, to imprbeeniigration management cycle, skills
development, and technical education.

Four _major EU-funded projects supporting safe migration and skills developmeant i
Bangladesh are highlighted below.

i) Prottasha (Bangladesh Sustainable Reintegrationand Improved Migration
Governance)was in its first phase a multi-million-euro, megtakeholder, and multi-year
(2017-2022) project entailing the key activitiegpodviding immediate assistance to returnees
at the airport, economic reintegration assistanwical treatment support and needs-based
psychosocial counselling, including trauma coumsghtio returnees and their family members.
Among other activities, the project further focusedcapacity development of CSOs, NGOs,
and government agencies on various issues relategtimtegration and migration. The
Bangladesh Rural Advancement Committee (BRAC), m@elanational NGO, and the
International Organization for Migration (IOM) wetbe implementation partners for the
Prottasha project:!

A series of interventions with the objective of imping access to safe migration opportunities
for Bangladeshi men and women were implementecugiranstitutional strengthening and
policy support targeting the relevant ministriesjuding the MOEWOE, the Ministry of Home
Affairs and the Ministry of Law, Justice and Parientary Affairs, the Ministry of Foreign
Affairs, and the Ministry of Local Government, RuEevelopment and Cooperatives, as well
as private sector organisations such as the Baegjtafissociation of International Recruiting

139 European Commission, The European Union and Bangladesh: Relations between the EU and Bangladesh,
European External Action Service (EEAS), Press and information team of the Delegation to Bangladesh, 21 July
2021. Available at: https://www.eeas.europa.eu/bangladesh/european-union-and-bangladesh_en?s=164.

140 Read the full text of the MIP at: https://www.eeas.europa.eu/delegations/bangladesh/2014-2020-multiannual-
indicative-programme-bangladesh_en?s=164.

141 Migration Network Hub, Bangladesh Sustainable Reintegration and Improved Migration Governance
(Prottasha), Repository of Practices. Available at: https://migrationnetwork.un.org/practice/bangladesh-
sustainable-reintegration-and-improved-migration-governance-prottasha
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Agents (BAIRA)*? Prottasha Phase |1, with a budget of EUR 20 millidf® kicked off in
2023, with the main target area aligning with SD¥71(to facilitate orderly, safe, regular and
responsible migration and mobility of people, irthg through the implementation of planned
and well-managed policies).

i) The Skills 211** project is a joint initiative of the GoB and tHed, with the objective of
improving productivity and employment opportunitfes young people through an inclusive
technical and vocational training system, respansivthe needs of the labour market. This
multi-year project runs from 2017 to 2023, with &)9youths trained (80% certified, 39%
employed, 34% women, including 2% persons with disabilities); 3,321 trainers and assessors
graduated (16% of whom are women), and 100 master trainers developed; 170 online training
materials developed; and 3,905 workers (15% women) assessed under the RPL system,
resulting in 80% of them obtaining Level 1 skillrtficates in various occupations. All these
trainings and assessments were carried out une@NIQF.

i) The TVET Reform project* implemented by the ILO and the GoB, between 2047 a
2015, brought about major improvements at the pddicd functional levels of the TVET
landscape in Bangladesh. The project resulted itipteureforms to the formal TVET system,
set the foundation for the nascent National SKkselopment System in Bangladesh, and the
adaptation of several major policies and frameworkgluding the National Skills
Development Policy (2010-2016).

iv) Human Capital Development Programme for Banglaésh 2021* has a budget of EUR

205 million and sees the Ministry of Primary and 9dlé&Education and the TMED of the
Ministry of Education cooperate to unlock the eaomopotential of Bangladesh and its youth
population through quality education reform, frorasic education to TVET and skills

development.

The future TP models between EU MS will benefitnfrothe EUMulti-annual Indicative
Programme (MIP) for Bangladesh for 2021-202{with an indicative of 306 million EUR
for the first period of cooperation, 2021-2024 &md2025-2027 — subject to a decision by the
EU), which focuses on three priority areas: Humapi@l Development, Green Inclusive
Development, and Inclusive Governance.

142 |OM Bangladesh, Bangladesh: Sustainable Reintegration And Improved Migration Governance (Prottasha).
Available at: https://bangladesh.iom.int/sites/g/files/tmzbdI1006/files/documents/Prottasha%20Brochure.pdf.

143 Daily Observer, ‘EU commits 20m euro for migration management’, Business, 31 July 2023. Available at:
https://www.observerbd.com/details.php?id=430444

144110, Skills 21 - Empowering citizens for inclusive and sustainable growth, ILO in Bangladesh, What we do,
Projects. Available at: https://www.ilo.org/dhaka/Whatwedo/Projects/WCMS_543629/lang--en/index.htm

145 |LO, Technical and Vocational Education and Training (TVET) Reform in Bangladesh, ILO in Bangladesh,
What we do, Projects. Available at: https://www.ilo.org/dhaka/Whatwedo/Projects/WCMS_106485/lang--
en/index.htm.

146 European Commission, Human Capital Development Programme for Bangladesh 2021 (HCDP-21), EEAS, 20
September 2020. Available at: https://www.eeas.europa.eu/delegations/bangladesh/human-capital-development-
programme-bangladesh-2021-hcdp-21_en?s=164.
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The MIP aims to strengthen cooperation in key asas enhance education, employment
opportunities, energy efficiency, environmentaltpotion, gender equality, access to justice,
public services, and migration management. In addithe MIP covers cross-cutting issues
of migration and forced displacement, security, hachan rights.

More in detail:

Within the MIP, Human Capital Development is coesetl as a holistic area covering
education, skills development, access to decentloymgnt and social protection.
Traditionally, most of the EU activities focused thre primary education sub-sector, both
formal and non-formal channels, with limited to attention to secondary and higher
education, except for TVET at secondary level. Wi view of supporting sufficient decent
employment for new entrants into the labour fothe, EU did support improving quality and
relevance of vocational training and skills devet@mt and proposes to continue supporting it,
with a focus on the implementation of the Natio8&llls Development Policy 2020 and the
Bangladesh Qualification Framework. The EU willcajgursue full implementation of the
commitments outlined in the Bangladesh Sustairtglflompact and the National Action Plan
(NAP) on the Labour Sector of Bangladesh (2021-2026@er the EBA Enhanced Engagement
with Bangladesh, and for social protection of woskas part the Decent Work Agenda. This
priority sector closely links to the other priorggctors by including skills, jobs and support
measures relevant for the renewable energy sexgtorell as digital skills, within its scope.
The promotion of the Human Capital will be alsogued through a better access to internal
and external labour markets. Moreover, increasbdojgportunities through improved skills
development and appropriate employment servicelshslp to address the root causes of
migration on the long term. Synergies could be kbtgcontribute to strengthening migration
governance and management, to enable orderly, sed&jar and responsible migration
(including labour migration) and mobility of peoplehe EU will also continue to advocate in
its policy dialogue for a comprehensive and hdalistigration policy, adequate legislation, as
well as administrative capacities and human, firand technical resources, including digital
support to migration management including retieadmission and reintegration. Outreach on
economic diversification and improved domestic uese mobilisation will continue with the
aim to reduce dependence on remittances. In caséuohing migrants, further support actions
to sustainable reintegration might be considéreds Bangladesh features among the largest
countries of origin for migrants to the EU, andie context of the cooperation on return of
Bangladeshi irregular migrants through the EU-Badgsh Standard Operating Procedures,
the EU Delegation will continue to support susthieaeturns, understood not only as absence
of re-migration, but also as a returnee's posiiivpact on the development of their
communities of origin. The Standard Operating Pdaces (SOPs) aim at establishing effective
and transparent procedures for the identificatioth safe and orderly return of persons who
have no legal basis stay in the territory of thguesting country and do not hold a valid travel
document. Those could be both persons having dauisnygoving their nationality and
persons whose nationality cannot be establishggh@uto reintegration, targeting particularly

147 hitps://international-partnerships.ec.europa.eu/system/files/2022-01/mip-2021-c2021-9079-bangladesh-
annex_en.pdf
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those in need of assistance, will be further upestcand strengthened, including through the
provision of training and counselling to returnipgyspective migrants and relevant skills
development programmes that can help to reintegettgning migrants and even be a
motivation for voluntary return.

Supportinggood and inclusive governanceseveral activities are taking place. In line wiib t
renewed EU action plan against migrant smugglif®{22025), Anti-Smuggling Operational
Partnership could also be envisaged aiming at gtinening legal, policy, operational and
strategic frameworks in partner countries. This inajude actions supporting the Government
to strengthen its capacity to manage efficientlyl affectively migration in general, in
accordance with best international standards anthhuights protection, to prevent and fight
migrant smuggling and trafficking in human beings.

The Bangladesh-EU cooperation in the period 2022720ill ensure that, in addition to the
main priority areaskey cross-cutting issuesre taken into account at all leveldeasures
addressing migration and forced displacement, awlsty and human rights issues, among
the main onesyill be integrated whenever relevant and necessary.

EU support and proposals are envisaged as welkl tinefeeam Europe Initiatives (‘TEIS’) "
focusing on identifying critical priorities that estrain development in a given country or
region, where a coordinated and coherent effofTbgm Europe’ would ensure results with a
transformative impact.

The priority areaon Decent Workeeks to realise the demographic dividend andtgyabs
through increased investment in human developmedtpelicy implementation with three
indicative sectors addressed: education, employmshiabour rights & social protectigi
Under the Pillar I: Skills & Employment, the TeanurBpe Initiative seeks to achieve that
workers in Bangladesh have increased access tondkedraven skills training and job
opportunities with the goals to support diversifica of the economy, strengthen socio-
economic mobility and increase domestic purchagiower. Possible interventions are:
Supporting diversification of the economy by offgyidemandiriven skills training; Fostering
job creation by promoting entrepreneurship opportunities; Embedding skills training activities
into sustainable, Bangladesh-led institutional fearark. These are expected to contribute to
the results under the Human Capital Developmenptipyiarea of the MIP.

The recently launched Talent Partnershipsaim to provide frameworks for increased
cooperation between the EU, Member States andtedlpartner countries on talent mobility
and skills development. Working in a Team Europgreach, these partnerships can provide
benefits for both sides in line with mutually bengf, tailor-made priorities. It is important to
significantly step-up Talent Partnerships, whiclked& go hand in hand with comprehensive

148 Team Europe consists of the European Union, EU Member States — including their implementing agencies
and public development banks — as well as the European Investment Bank (EIB) and the European Bank for
Reconstruction and Development (EBRD).

149 A working group was established with participation o@ZEU member states Sweden, France,

Germany, Italy and Spain, and like-minded state SwitzerlandZDenmark and the Netherlands

are co-chairing the group together with the EU Delegation@
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migration management cooperation including in pafldr on effective cooperation
readmission. Talent Partnerships are to be conakgtd and operationalised based o
exchange of views between EU MSs and high-level igues with partner countries

on
n an

Depending on needs defined together with partnenttes and participating Member States,
the Commission will consider Talent Partnership ntdas for targeted analysis of their
qualification frameworks. Capacity building of teducation and training systems in Talent

Partnership countries drawing on planned actiomeuNDICI-Global Europe as well as
international dimension of Erasmus+ could be carsid.

» Box 17: Recently launched EU-led Talent Partnerships

the

The EU has recently launched Talent Partnershifis Morocco, Tunisia, Egypt, Pakista
and Bangladesh. Bangladesh and the EU held thstiHolitical Dialogue on 24 Novemb
2022, in the Bangladeshi capital, Dhaka. During ttiialogue, the two parties agreed
expand the EU-Bangladesh bilateral engagement ldey@ncurrent priority areas of trag
migration, governance, humanitarian action, andelbgpment cooperation. Roundtab
held with each of these countries with involvenanhterested Member States have allov
identifying sectors and professions of mutual ie$¢to be targeted. Partners showed a st
interest in cooperating on skills development dredrecognition of qualifications.

At the Talent Partnership Roundtable of 1 March0Rke Bangladeshi authorities, t
European Commission, Germany and Italy endorsedntaeén elements of the Tale
Partnership with Bangladesh, including:

Sectors and professions for mobility of Bangladesirkers will be identifiedThe list could
be extended in a second phase of the partnership

As documented in policy dialogue and reports, Batggh stands ready to successfully ¢
to existing and future labour demand in the EU ¥amrkers in the broad sectors

construction and related jobs, e.g. masons, plumbers, wiring technicians, welders, etc.;

hospitality services, focused mainly on selected occupations related to food preparation;

ICT, spanningoccupations such as software programmer, web apiolic developer, an
network engineer; and transportation, readily supplying vehicle operators (e.g. drivefs
cars, buses, and trucks). In the short run, i.thiwiwo to three years, Bangladesh can i
supply large numbers of abtaregivers, if language training to a proficient level can
facilitated in Bangladesh.

Vocational and professional training for the workewho will participate in a potentia
mobility should be envisage@urricula and modalities, including competencydtds, for
training will be identified and commonly defined.

The needs in terms of further facilitation @cognition of qualifications and diplomza
should be discussed.

Recruitment schemes and pre-departure measMeslalities and processes for efficie
recruitment will be discussed, with the involvemeitthe relevant actors, including t
private sector. Language and integration trainorglie workers who will participate in t
mobility, possibly involving Bangladeshi universii and training institutes, as well as

Member States’ cultural institutes, will be explkbréModalities for the monitoring @
working conditions of workers participating in tmeobility, according to internationa
standards, will be discussed.
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Sustainable reintegration of workers returning tangladesh\When applicable, dedicate

measures aimed at supporting reintegration willdiscussed, creating synergies V\Tth

existing programmes and cooperation in this rec

105



EU-Bangladesh Talent Partnership Programme Preparatory Assessments

Candidates who have participated in activitiesdishko Talent Partnerships are likely to|be
of particular interest for EU employers. Therefailggse third country nationals will be
flagged in the EU Talent Pool (see also above hagfer 1) as holding a ‘Talent Partnership
pass’, which will be visible to prospective employyand provide information on the skills
developed or validated in the context of the TaRattnership. The pass would include
information on the jobseeker’s education and tregnias well as skills and qualifications
that have been validated in the context of therftdkartnership.
A future Talent Partnership between BangladeshtaedU/EU Member States would be
highly effective in regularising migration pathwaysd the functional level. They should
combine support for mobility schemes with capabiiyiding and skills development. They
should also address shortages in certain sectoEtJoinember States and help business
communities on both sides build the skills in dedtah Such a partnership initiative would
also be conducive to developing a common approachslalls recognition in those
occupational sectors in high demand in the EU aitti wdequate supply capacity fin
Bangladesh. Sending workers to individual EU MSsoaing to their respective skills and
language requirements, and also to comply withrélspective regulatory requirements for
overseas recruitment (work visas, etc.), for eaate swould also be easier, notwithstanjiing

the reality that the concluding of separate biktagreements might be more effective and
expedite the recruitment proce

Most EU MS are waiting to see whether these promisiwill align with existing regulations
and their priorities. While there are discussionspartnerships with CoO and occasional
projects, there might be a need to focus on thkngiless to invest in education systems in
CoO or strategic long-term thinking.

It should be considered as well that some EU M& (Germany) are interested in longer-term
migration arrangements, whereas other countrig® Iialy and Greece) prefer the emphasis
on circular/short-term labour migration mechanisntéowever, a circular migration
programme is envisaged, with an effective reintigmecomponent, too. To some extent these
differences in outlook would appear to derive fribra sectors and skills levels of interest and
the extent of skills training required. Germanydaample is looking for higher-skilled labour,
whereas Italy & Greece are looking for lower-slkdllabour. Germany is not sure that they can
find the higher-skilled labour required in Bangladghence they currently have observer
status.

On the other side - Bangladesh has the potentiaétome a major talent source country for
the EU and individual EU Member States. This vieimpbas been unanimously put forward
by all involved in the process of migration managein the Bangladeshi context, and echoed
by the logical expectation that, if a legal pathv@aylabour migration from Bangladesh to EU
MSs, then irregular migration of Bangladeshis t® BU will reduce substantially. However,
some cases of irregularisation by crossing from BWeMS into another, overstay of visa
period, etc., are likely to still occur. Properemiation and awareness campaigns, along with
skills and language training can be expected tthéurreduce the frequency of irregular
migration.

150 Communication from the Commission on Attracting Skills and Talents to the EU, 27 April 2022.
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It is also important to note, that if the GoB (@Bevernment of Bangladesh) is interested in
broad-based skills export, broad-based skills corspa and broad-based skills recognition,
and long stays for skilled migrant workers in destiion countries, this will take years for the
skills development and recognition phases. A fédasabd practical approach is to undertake
targeted skills comparison and possibly recognitarthe skills sectors and levels for which
there is concrete interest in EU MS.

Bangladesh has struggled to devdbidpteral agreementswith some EU MSs.

The main European countries of destinationrégular migration are Italy, Greece, whereas
only Greece has a bilateral agreement (MoU) with Bangladesh. Readmission of
undocumented Bangladeshi citizens residing in EWs MSoften proposed as a precondition
for forging bilateral agreements on sending migramrkers via legal pathways. This
precondition tends to create a stumbling block atks on bilateral agreements between
Bangladesh and EU MS. An example in this regatdasof Italy, which required Bangladesh
to support the return from Italian territory of &angladeshi undocumented workers before
Italy would agree to accept 3,000-4,000 documewiadkers annually — a very small quantity
in comparison to the number of undocumented workersa Bangladesh thought to currently
resides in Italy.

To date, no general bilateral agreements betweenylBdesh and any EU MSs have been
finalised, but negotiations are ongoing with Romaaand Poland, and developments with
further states are at various stages of progress; for example, a Memorandum of Understanding
(MoU) on migration and mobility has been signedhw@reece for the purpose of temporary
employmentyrespecting the implementation of the 2017 EU-Baihegh Agreemeft! (see
also above). The MoU sets otithe conditions of entry and temporary residence of
Bangladeshi nationals for the Bangladesh Agreemeamttd, as a result, Greece took the
initiative to regularise the situation of the undownted Bangladeshi citizens residing on its
national territory.

» Box 18: MoU between Bangladesh and Greece

A Memorandum of understanding (MoU)*>* was signed between Bangladesh and Greece
in February 2022 for the latter to recruit BangEdemigrant workers. As per the MoU,
Greece is supposed to hire 4,000 workers from Balegh each year.

The MoU is seen as an important step towards cgibiegular migration and trafficking of
Bangladeshis to the European country. It will bemptemented by arrangements facilitating
procedure for visa issuance. Greece is currenttgehto more than 28,000 Bangladeshis.
European countries, especially EU member state® ssc Greece, are sought-after
destinations for many Bangladeshi youths mainlyabse of their strong economic
conditions

151 On 20 September 2017 a readmission business routine was established between the EU and
Bangladesh in the form of Standard Operating Procedures for the Identification and Return of

Persons without an Authorisation to Stay (SOPs); https://eur-lexZuropa®u/legal-
content/EN/TXT/PDF/?uri=CELEX:52021PC0412

52 https://wwwithedailystarfhet/nrb/migration/remittance/news/star-brac-launch-remittance-award-
3503336
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The MoU targets at a first place the agricultuesdter in Greece. Bangladeshi workers jare
supposed to be hired in the "seasonal" categorthéoagriculture sector, with other sectors
remaining open, based on the demand and followisgudsions between the two countries.
The MoU also aims at promoting efficient return aeducing irregular flows and migrants’
smuggling. The workers will have to return home ruploe expiry of their work permits.
They will be able to re-migrate for employment. Véhapplying for a job, Bangladeshi job
seekers will have to submit valid travel documend work contracts and pay necessary
fees.
The MoU includes a regularisation component, whiohld benefit 15 000 Bangladeshis
residing in Greece on the date of signature. Aleggation of undocumented Bangladeshi
migrant workers in Greece started after the Greghauities launched an online portal {to
receive applications in January 2023.
As of 2 March 2023, the Bangladesh mission attegi@ssport copies of over 4,000
Bangladeshis who could submit their applicatiomsugh the online portal.
Once an application is approved, Greece will iljtiprovide a "white paper” or temporary
residence permit via email which will enable thengladeshi to work there legally.
Later, upon scrutiny and approval of the appligaiby the Greek authorities, the migrants
will be provided with a "residence card" for fivears, which will be renewable.
According to the Bangladesh embassy in Athengigtriitment in Bangladesh could not|be

started by the beginning of 2023, because of diffies in visa issuance, since Greece does
not have an embassy in Bangladesh. To resolvertiigm, Bangladesh has suggested that
Greece open a visa forwarding service (VFS) in Rhakurrently, Bangladeshis need|to

submit visa applications to the Greece embassydialto enter the country.

Summary:

Bangladesh applies a strategic approach towardsutammigration. In the country, various
ministries and departments are involved in manatfiegpolicy and procedures, yet there is
insufficient collaboration among them, as well assufficient coordination with the private
sector and other multiple stakeholders.

In the bilateral cooperation models the Governnter@overnment (G2G) model is preferred,
while the most common model is the private agerdyrecruitment of potential migrants. A
Government-to-Government Plus (G2G+) mechanismntljoi administered by the
Government and private agencies also exists witltl gwactice examples being the ones with
partners organisations from the Republic of Koned &apan.

Although the EU Member States are seen as an tatgadestination for the Bangladeshi
workers, there is only one Memorandum of Understan(MoU) signed between Bangladesh
and Greece, while in several other cases issudéstedeto irregular migration and/or
readmission contribute to blocking MoU or furthegreements. At EU level, the EU-
Bangladesh Cooperation Agreement was signed in,20dwed by Multi-Annual Indicative
programmes and EU-funded projects in the last tearsy supporting human capital
development, VET and skills development systemgleyment, decent work and migration,
among the main ones. The recently launched T&ertherships by the EU and a few partners
countries, with Bangladesh among them, builds oe fnevious cooperation results.
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Bangladesh and the EU held their first Politicaaldbgue in 2022, followed by Roundtables,
where discussions and agreements on sectors angatimns of common interest for skills

development and labour migration, as well as réoemt schemes, pre-departure and
reintegration measures laid the foundation for ecessful Talent Partnership programme.
Such a partnership initiative would also be condei¢o developing a common approach and
building capacity in the field of skills developntemnd recognition, as well — for establishing
legal migration channels for fair and decent emplegt)

3.4 Skills and migration partnerships - common challenges and lessons learnt

Across the national, EU and international pilotjects, bilateral cooperation and further

partnerships’ formats, common challenges and leskant could be taken forward to build

upon in future cooperation efforts between the thd,EU MSs and Bangladesh (as well as in
the broader context of the Talent Partnerships &etvthe EU and other partners countries).
Main ones are presented more in detail in theliebdw.

1) Legal migration is a shared competence in the EUEEU MSs face common challenges
and needs with regard to their migration policies ad thus develop common approaches
and instruments at EU level. Yet, at the same timehe MSs retain the full right to
determine volumes of admissions.

Successful talent mobility requires measures taureson-EU nationals in sectors where there
is the greatest need for their labour. The EU amrsithat talent mobility measures at EU level
should be strategic and especially — should targatpations affected by the green and digital
transitions, as well as healthcare and long-tem®, @ per the acute EU-wide needs and likely
labour market developments in these areas. The luld be able to ensure its labour
migration initiatives reflect the latest needsltw economy and its employers.

Yet, the 2019 ‘fitness check’ of legal migrationogled that the EU acquis in this area was
fragmented and did not do enough to increase th'e &érall attractiveness. Since then, a
revised EU Blue Card Directive was adopted, intaiagt more efficient rules to attract highly
skilled workers (the deadline for its implementatwas November 2023). As set out in the
Skills and Talent Package, negotiations are undeosidhe Commission proposals to review
the Single Permit Directive and Long-Term Residdditective in order to streamline legal
migration procedures. As a follow-up, the Commissmmmitted to exploring potential
further legal migration avenues to the EU in thiegortant areas: long-term care, youth
mobility, and innovative entrepreneti$

» Lessons learnt, advantages and barriers relateth®oskilled migration of Bangladeshi
workers in the EU target countries

The fragmented initiatives and variety of projeatsd tools across the EU offer valuable

experience. Yetjsing or developingommon approaches, tools and mechanisms for the mai
components of a future Talent Partnership (TP) pdcage, and if possible — for the whole

procedurein the TP between EU MS and Bangladesh would hgrafisant contribution to

153 COM(2023) 716 final
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reaching a next level of rationalisation and strig@ing of common cooperation efforts. Such
could be for example a flexible high-skilled labauargration channel from the type “Blue
Card” that could be applied for more specialistsydnd the ICT, also without a formal
gualification, but with relevant high-level professal experience. Any further rationalisation
or simplification in the recruitment, training @aognition process could add to the common
EU efforts to design effective mutually benefici& models.

2) Fragmented, complex, multilayer and sometimes strictive legislative and
administrative procedures across the EU MS and sigiicant costs and delays hamper
effective migration.

In the EU, migration and employment managementegystare run in very different ways

across EU Member States. Issuance of residencetpeésrthe competence of Member States,
which also have the prerogative to define the nundbdabour migrants to admit to their

respective labour markets. Furthermore, EU MS natitabour markets have different needs,
structures, and regulations, which translate inttetogeneous labour migration policies.
Existing legislative measures are often fragmeraed not sufficient. International job

matching remains overly complex and costly for batim-EU nationals and employers,

particularly SMEs with limited resources. Over h&l2%) of the companies recruiting outside
the EU find the process very or moderately difficlhird country nationals often face

significant costs such as administrative feesamdiation costs.

» Box 19: Examples of administrative and financial barriers for regular migration

1) The IOE (The International Organisation of Enyels)®* represents 150 employer
organisations and works on advocacy to shape palif®cting employers and facilitates
dialogue between employers and government. In 20860E found that 80-86 percent|of
European employers faced difficulties attractingnacompared to 35 percent 30 years ago.
In terms of labour migration, the IOE advocatesgmdictable migration frameworks that
respond to labour market needs in a timely maregite and adaptable legal pathways,
ethical international recruitment (no workers slaopiy to get a job), and the improvement
of systems to validate and recognise skills tdifaté labour mobility:>°

One approach could be to examine the reasons for low participatiba antry visa an
residency schemes for ICT firms and start-ups in France and other counatiegroduce
the so called “start-up” visa and the Blue Card procedure, im tardidgentify how eligibility
criteria, high tax rates, initial investment costs, low returnettoer economic and regulatory
issues may be adversely affecting such schemes.

2) According to the company Fragomen, the challsribat employers face in recruiting

foreign talent within the EU relate to: too fewassgiven; legal pathways vary considerably
across the EU; and processing times are too lengithfortunately, the focus remains pn
highly skilled individuals, and even then, the hamzation process is insufficient (i.e., Blue
Card Directive). The EU should, therefore, work oemoving current hurdles and
simplifying existing processes rather than intradgaew pathways.

154 EU Labour Mobility Practitioners’ Network In-Person Conference “Labour Mobility and Skills Shortages:
Connecting the Dots” 21-22 November 2023 Key Discussion Points
155 |dem
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3) In Bangladesh, an individual migrant may spermenthan BDT 1 million to migrate

the EU. The ceiling threshold for migration cosisdetermined by the MOEWOE thus negeds
to be followed, similar to the threshold followeg BOESL for recruitments handled by this
organisation; for example, BOESL charges BDT 52,24d@prox. EUR 450) as fee for
sending qualified nurses to Kuwait, while their doyers pay for their accommodation,
food, air fares, insurance, transportation, andicaé@xpenses, with these nurses earning a
basic monthly salary of between approx. EUR 680Ed& 770.

Data from theBOESL Annual Repdff mentions that the cost of migration to Croatia was
BDT 39,000 (approx. EUR 335) for construction wasgkeent during the period 2020-2021,
while their basic monthly salary was approx. EUR,7&8nd the employer paid for their air
fares, accommodation, food, insurance, and mediqanses. While this latter example is
an exception to the costs typically seen, it cdagdollowed under the prospective Talent
Partnership scheme with the EU.

» Lessons learnt, advantages and barriers relateth&oskilled migration of Bangladeshi
workers in the EU target countries

The complex and multi-stakeholders’ governancéneflabour market and migration policies
across the EU MS require that Bangladeshi stakeh®ldnd potential labour migrants are
acquainted with specific national context, legisiat qualifications framework and
requirements, recognition procedures and visa fitieg This requires a well synchronised
and orchestrated cooperation of all relevant stalkieis from the side of the EU MS and on
Bangladeshi side.

Main lessons learnt cover the following aspects:

- Ensuring effective international cooperation abdur migration requiregoncerted
engagementaiming to develop skills, avoid brain drain, andmote partnerships between
numerous stakeholders including relevant authsritiedestination and origin countries, the
private sector and training institutionBialogue is essentiato define shared long-term
agendas to help achieve this, while capacity bngjdsupport can contribute greatly to
translating shared priorities into action.

Currently, there are efforts across the EU MS fevhale-of governance approach in the
labour market and migration policies.

» Box 20: Whole-of governance approach in the country of destination - the experience of Germany

The New Immigration Law (FEG) and the federal goweent’s current skilled-worker
strategy seek to improve cross-ministerial coopanah the recruitment of skilled workefs
from abroad. The plan to enhance coordination betwedl operational institutions and
structures abroad — such as embassies, AHKSs, tle¢h&dnstitute and German foreign
schools — could improve the legal, political andyamizational framework for futur,

partnerships. In addition, new cross-departmentaatives being implemented in the wake

156 BOESL,Annual Report 21-22%. 19.https://boesl.gov.bd/publications
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of the FEG, such as the Concerted Action on Nur8{#g?) program and the Service Center
for Professional Recognition (ZSBA), offer hopermproved interministerial coordination.
There is a great need for stronger interministeraardination in the vocational educatipn
and training field. The federal government's exigti roundtable for international
cooperation in VET, along with the associated GO\#Edretariat that reports to the BMBF,
could serve as a coordination body for future mtsjeThe roundtable regularly brings
together federal ministries, implementing organtaret, Germany’s federal states, chamber
organizations, unions and employers’ associatiangyiety of trade associations, and other
organizations active in international VET coopematiAs such, it should be expanded into
a clearing house that also coordinates TSMP-relaigt/ities. The affiliated Federal
Institute for Vocational Education and Training baffer valuable advice in the design and
implementation of future skilled-worker projetts

- Employment services can coordinate various policgctions to tackle labour shortages.
Public employment services (PES) can provide in&drom and advice to firms and employees,
to broaden their search options, and to propos@adlrange of adjustment options, such as
for example lowering the skills requirements of atacies by recruiting for entry-level
positions and filling positions requiring more expace within the firm. They can collect
timely information on up- and re-skilling needsgaupport both jobseekers and companies in
meeting these, with organizing trainings and algth vBupporting training participation.
Atrtificial intelligence could be relied upon to augnt guidance and counselling. France is
already implementing such an approach. PES alsoluam bilateral agreements with their
counterparts.

Next to public employment services, private empleyptrservices also have a role to play, and
the actions of these organizations would need todoedinated. In some Member States, the
Public Employment Services have better informatinrthe low- and medium-skilled segment
of the labour force. In these cases, the PES dmpdove their outreach to other segments of
the labour market, to improve the underlying infatimn basis to guide skills intelligence.

- Inter-agency cohesion and partnership in the counes of origin

If further legitimate migration routes for skilledorker mobility from Bangladesh to the EU
are to be opened, inter-agency cooperation wiltteial. Continued cooperation between
public agencies, private sector actors, CSOs, N@G0d,development partners will also be
essential in this regard. Governmental organisatguch as the BMET, BOESL, and TTCs
have extensive infrastructure to facilitate migratirom Bangladesh, and private recruitment
agencies in Bangladesh possess rich and variedienpe in successfully sending workers to
a range of destinations, which should be leveragguirsuing the activities of any future TP
initiative with the EU.

157 Bertelsmann Foundation@Fostering transnational skills partnerships in Germany2Policy Brie
Migration, May 2020
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- Current simplified approaches and reduced requirenents in the EU MS migration
legislation should be further studied and good fizas used fof P between Bangladesh and
EU MS: i.e. Germany introducing pioneering legislatand relaxing language requirements.

The existing very high cost of migration from Banghdesh needs to be rationalizedt the
first place, for example, by following the appligoproach throughout Italian and German pilot
projects in which potential migrants do not beatsavhen trained in the CoO.

3) The advantages of the government-to-governmenGgG) cooperation partnerships
should be further explored, the existing instrumens upgraded and used, and potential
partnerships concluded

The successful Korean EPS and IM Japan initiatstasd as two examples of how to deploy

workers abroad in an ethical manner. Under the §R&m, worker selection and recruitment

are monitored by the host country, while underiidapan scheme, migrants are recruited as
interns and the quality of the whole migration @exis monitored by IM Japan and a certain
level of reintegration support is provided to retes migrant workers.

» Lessons learnt, advantages and barriers relatethtoskilled migration of Bangladeshi
workers in the EU target countries

The modalities of the agreement with Japan mayubidr examined in regard to sending
caregivers and workers from other occupationsédgt.

Although the interest and motivation of EU empleysr a main driving factor, the future TP
between EU MS and Bangladesh could consider the &§yg52G (possible — the G2GPIus)
modality and include initiating bilateral agreensehetween the EU MS and their institutions
with the Bangladeshi institutions. A G2G arrangetin preferred by the majority of
stakeholders, to manage selection, training, reomnt, and send workers to the EU.
Concerning Bangladesh, there exist several oppdigarior EU MSs and their governmental
and non-governmental institutions to conclude maships with the relevant Bangladeshi
labour export institutions such as the Ministry Bkpatriates’ Welfare and Overseas
Employment (MOEWOE), BMET etc. BOESL could poteltyiplay a role in this regard, with
support and supervision from the talent partnersgil(TPC) within the Bureau of Manpower,
Employment and Training (BMET).

It should be considered as well if a monopoly tsirele agency on sending workers abroad
would prove effective in the long run. Private seatecruitment agencies may be engaged
under supervision from the TPC. Developing sucl2& ®lus system can help to ensure Talent
Partnership success.

The potential replicability of the Korean EPS arM Japan models for an EU Talent

Partnership could be further studied, also withardgto another aspect: the possibility of
offering training courses in European languageBaaigladeshi TTCs and language schools,
as a prerequisite for migration to a given EU MS.

- Increased cooperationshould occur in the areas oécruitment, language training,
harmonisation of curricula and standards, jointeassient and -certification schemes,
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accreditation of training programmes, etc., towglirade courses which are well-aligned with
and highly targeted toward specific destinationntaas. Such institutional collaboration may

include setting up an assessment centre, sendahgeariving European technical experts to
conduct ToT courses, arranging exposure Vvisit91aC representatives to TVET institutions

in Europe, etc. In this regard, private sector bsdisuch as employers’ organisations,
recruitment agencies, TVET institutions, trade dmiind certification bodies, along with

public entities, such as the NSDA and the BMET em@adesh, should forge institutional

partnerships in their respective areas of interest.

Table 1: Prospective TP cooperation areas between Bangladeshi and EU partners'®8

Area Bangladesh EU
Regulation Ministry of Foreign Affairs European 0WniDG-Home

Ministry of Expatriates’ Welfare and National authorities, in charge of
Overseas Employment developing and implementing the
relevant legislation/
Migration Partnership
Facility/ICMPD

Labour Market Labour Wings of Bangladeshi CEDEFOP/labour authorities of
Information System missions abroad Member States

Skills National Skills Development National standards
Development, Authority bodies/certification bodies of
Assessment, Member States

Certification, TTCs, ISCs, NGOs, CSOs TTCs, ISCs, INGOs

Recognition, RPL,

Accreditatiot

Reintegration Wage Earners’ Welfare Board, ICMPD, MPF
ministries, trade bodies, NGOs,
CSOs

- Capacity building of key public agencies in the countries of origimeeded.

In Bangladesh, to encourage regular, safe, andlgmiggration to EU MSs, the MOEWOE
could take the lead in capacity building. In theergt past, donor organisations have worked
closely with UN organisations to strengthen theacéty of the MOEWOE, including that of
the BMET, the WEWB, BOESL and other related orgainiés such as DEMOs and TTCs.

4) Successful mobility schemes heavily rely on tHbuy-in” of employers in EU MS prior
to the pre-departure phase to ensure ownership byhe private sector in the country of
destination.

158 |ICMPD, Study on Bangladesh and Selected Bangladeshi Economic Sectors in the Context of an EU-
Bangladesh Talent Partnership, 2024 (Draft)
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» Lessons learnt, advantages and barriers relatethtoskilled migration of Bangladeshi
workers in the EU target countries

- The evaluation of a Belgian-Tunisian Skills MatyilPartnership implemented by IOM has
shown that employer needs’ assessments, multglelsolder participation, and a focus on the
participants” aspirations and plans are cruciatasg criteri&®.

A key indicator of employer commitment is the sfg@nt investment on their part in the
mobility scheme. Employers ought to bear a conalglerpart of the costs in preparing and
accompanying labour migration, as they investisway in the human capital they seek. This
could happen either directly financially for them@tment or through contributions such as
housing of the personnel, of flight and visa costanentoring of labour migrants during the
integration process etc.). Employers should algeshin re-skilling and upskilling within the
EU, not only abroad.

Close work with employers is needed to ensuretthatings provided correspond to the actual
needs of employers. For many employers in EU MSempecially in sectors requiring higher
skilled workers, the labour mobility schemes caty de attractive if they allow for a long-
term perspective to employment.

- Working with the employers’ and workers repreaéimes, chambers and in general terms —
the social partners -is crucial for well-managed regular migration. abdialogue can help
achieve a common vision of how regular migratioowt fit into broader labour market
strategies. Social partners’ views should be takienaccount by Member States to ensure that,
where they consider that labour market tests aressary, these tests can be completed rapidly
and involve a limited administrative burden for doyers, in particular SMEs, and for third
country nationals. Clear and accessible informatontheir functioning should be made
available. Both employers and trade unions hawaeaim integration of third country nationals
and the European Partnership for Integration sirestEU-level cooperation in this area. In
the EU Member States, social partners co-shapenattialogue and policies in the field of
employment, vocation education and training andratign. They provide their expertise in
national labour observatories, which conduct warkthe anticipation and identification of
skills needs and provide information to workers @ntployers in view of improving skills
matching. Social partners promote training actgitand up- and reskilling of workers by
managing dedicated funds.

5) The type and the modalities of skills and mobily partnerships can mitigate the issue
of “brain drain” and avoid situations, in which migration agreements and partnerships
address primarily the labour market needs of the contry of destination

Legitimate concerns exist thethird countries abouirain drain and that the labour markets
may be depleted of trained labour and may consgiwth and development.

While the migration and talent partnerships addtassneeds of the labour market of the
destination country, notably by supporting its @afyato attract an adequate number of

159 Skills Mobility Partnerships: Exploring Innovative Approaches to Labour Migration, EMN-OECD INFORM,
European Commission, March 2022, https://www.oecd.org/els/mig/2022-march-joint-emn-oecd-inform-skills-
mobility-partnerships.pdf, p. 9
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gualified workers, it should be also aimed at adsireg the problems of the labour market of
the sending country.

» Lessons learnt, advantages and barriers relateth&oskilled migration of Bangladeshi
workers in the EU target countries

Building on the existing national systems in coiastiof origin, the EU is already engaged in
cooperation on skills with selected partners uniderGlobal Gateway agenda and across the
EU’s Neighbourhood to strengthen partner countdapacity to work with the EU on strategic
priorities in areas such as the green and digaakitions.

There is a broad consensus between the EU MS angdtiner countries, specifically —
Bangladesh, that the future TP showdmplement migration cooperation with skills
development programmes that can benefit both laboumarkets, turning a risk of brain
drain into brain gain. The cooperation should focus on sectors whegee is a shared need
for skilled labour force and/or on sectors where labour market charactsistire
complementary in terms of over and under supplyarkers.

Building on this understanding and on the good fimae@xamples of the SMPs, studied in the
previous part, the prospective Talent partnersfiijp’s) are expected to bring advantages not
only to help address labour shortages in speagitoss of EU MS economies, but also help
the business communities on both sides to build@apon the skills in demand. They should
transform the risk of ‘brain drain’ from partnensuries into ‘brain gain’ for all partners, with
those involved accessing renewed training oppdrasyi professional experiences, and
additional study or vocational education and tragnideveloped either in the EU or in the
countries of origin. They should provide a framekvéor cooperation to facilitate labour
mobility, bringing together a broad range of stakdars, and to strengthen initiatives to
develop skills to boost employment prospects ot lo¢ domestic and international labour
market.Talent mobility can promote the circulation of $kend transfer of knowledge between
the EU and partner countries. In addition to tthere is a “financial gain” of such an approach:
as the remittance flow from the EU to low and medaficome countries is estimated at around
EUR 65 billion, these funds can provide vital supgo the most vulnerable in developing
countries.

6) Another long-standing obstacle is linked to acssing clear information on regular
migration and open vacancies. Accessible and up-ttate skills intelligence is crucial to
address labour shortages, help labour matching, anguide skills development.

» Lessons learnt, advantages and barriers relatethtoskilled migration of Bangladeshi
workers in the EU target countries

There is an urgent need to collect labour markietligence on the present and future skills
needs and job vacancies of major destination cmsntand for regular updating and
dissemination of this data. This labour marketliiggence should be used in the employment
search by jobseekers and recruitment agents, aneleyant government authorities and
training institutes in the alignment of BangladesRVET system. Specifying EU MS labour
skills needs would help Bangladesh to provide tadyéaining. In this regard, it is necessary
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to spur and strengthen migration cooperation bystieg mutually beneficial international
mobility, based on better matching of labour manesds and skills between the EU MS and
Bangladesh. The need for data to compare compestangards for priority occupations is
seen as an essential first step in designing messarareas such as skills development,
qualification recognition and predeparture trainiBgyond that, to successfully fill a vacancy,
people with the right skills and qualifications rhbe in the right place at the right time and
must be willing to work under the conditions offgéreAccordingly, individuals seeking
employment must have adequate information abouteitpgirements, working conditions, and
availability of vacant positions.

In more general terms and based on the idea aheatéation of a “clearinghousef’ hub for
skills mobility partnerships, to serve all staketesk, allowing employers and their
representatives to go straight to a single placeatwess to states, training institutes, and
certification and recognition bodies developing anglementing SMPs has existed for some
time. The clearinghouse could contribute to indreaparticipation in existing SMPs and help
spur development of new ones. Such an idea isainalthe concept behind the EU Talent
Pool, as presented in the table below.

» Box 21: The EU perspective - The EU Talent Pool

The main element of the Commission’s Communicabioibkills and Talent Mobility is th
proposal to establisan EU Talent Pool which delivers on commitments made by the
Commission in the Skills and Talent package andPhet on Migration and Asylum. The

Commission proposes a Regulation on the establishofian EU Talent Pot’, to facilitate
the strategic international recruitment of non-Bldgeekers in shortage occupations of EU
relevance.
The EU Talent Pool aims to boost the EU’s overtéithativeness by setting up the first EU-
wide platform open to third country nationals waevlde wishing to work legally in Europe

and employers who are unable to find the talent treed on the EU labour market. It
provide access to a wider pool of talent for EU Eygrs and make recruitment faster
easier. It will provide information for both jobdess and employers on recruitment
immigration procedures as well as on recognitiomuxlifications in the participating E
Member States. To facilitate integration, it wils@ include information on living an
working conditions in the participating Member $tand third country nationals’ rights
and obligations. The EU Talent Pool will be a néwplatform focused on third country
nationals who are not yet in the EU, with its dasiguilding on the Commissionis
longstanding successful experience with the EURIESgom.
The network of EU Delegations around the world wilpport the provision of informatign
and serve as a relay for third country jobseelaokihg for information on legal migration
pathways and the EU Talent Pool platform. The EUefitaPool will target specifi¢
occupations at all skills levels, based on the rmostmon shortage occupations in the Un

160 proposal Bor a Regulation o@the European Parliament and oZthe Council Establishing an EU Talent
Pool, Brussels, 1521 122023 COM(2023) 716 final, 2023/0404 (COD), https://home-
affairs@®cEuropa®u/document/download/d74d42e8-96b7-416b-b5b7-
b3b7334317d8_en?filename=Regulation%20establishing%20an%20EU%20Talent%20Pool_enzpdr
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and on occupations with a direct contribution ® gineen and digital transitions, updated as
necessary to respond to changing labour marketimstances. Participation in the EU
Talent Pool will be voluntary for Member States,onnill support the management of the
Talent Pool system via their relevant authoritieise EU Talent Pool will include in-built
safeguards to avoid exploitative practices by eygaig recalling that third country nationals
recruited through the EU Talent Pool will enjoy 8@mne rights and obligations as domestic
workers once they are in employment. It will alagort interoperability with national
recruitment platforms.
The Talent Pool will help in implementing the extardimension of the Pact on Migration
and Asylum, by contributing both to Talent Parthgss and developing effective
complementary pathways to the EU. Registrationhin EU Talent Pool will be open 1o
displaced persons in third countries that neednateénal protection and thus support effarts
to put in place complementary pathways for those whalify. By facilitating access to
existing legal pathways, the EU Talent Pool wilakerve as a disincentive for irregular
migration. This will be reinforced by the fact thmat one subject to an entry ban, in particular
following a return decision under the Return Dinegt will be eligible to register with th
EU Talent Pool.

Currently, third-country nationals do not have flagne rights as EU nationals to move and
reside in other Member States and experience isgitievalidation or recognition of skills
acquired through formal or informal learning. THellS and Talent package will streamline
and reinforce legal pathways for migration and ld&h channels for skilled labour
migration to the EU. Furthermore, the EU TalentiRanships will promote cooperation with
third countries in this domain. The Skills OVATEotacan support the potential of thifrd
country workers to fill sectoral and regional laband skills shortages.
What comes in addition is thebour Migration Platform, launched in January 2023 and
providing a valuable forum for discussion on howd&velop a targeted labour migratipn
policy, that reflects strategic shortages baseskdls intelligence.

While the proposal for an EU Talent Pool is an neséing matching system between
qualified individuals and verified employers (thase screened for eligibility to enter the
Pool), it can only work with agile legal pathwayshich is not currently the ca$é

For the Bangladeshi potential migrant it is keyetdhance the possibility to have access to
reliable, real time and detailed information on jbie opportunities available abroad and the
specific conditions and requirements attacheddmitso as to be able to make a well reflected
and sound choice, and to enter into the most plesdikect contact with the employers and job
providers, so as to avoid falling victims of toonganediators, fraud or smugglers/traffickers.

A Talent Partnership (TP) should be able to addafighese challenges or at least contribute
to offer a dialogue to identify solutions. For exae) while establishing the TP, options should
be discussed on the provision of information onrtfemtioned aspects of skills migration for

all interested parties: workers, students, empkyteaining institutions, governments.

For the time being, at EU level, there are datalyases and online tools on different aspects of
employment and skills developments provided byBbmwpean Centre for the Development of

181 EU Labour Mobility Practitioners’ Network In-Pers@€onference “Labour Mobility and Skills Shortages:
Connecting the Dots” 21-22 November 2023 Key Disius Points
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Vocational Training (Cedefop). Eurostat, ELA andr&aund are engaged in a variety of
initiatives to refine skills intelligence, includirby drawing on big data. In June 2023, a skills
intelligence tool was launched on Europass, pragdaformation on shortage occupations per
country. At Member State level, Public Employmemn&ces are increasingly active in
identifying future skills needs, with many also deping comprehensive strategies and portals
to address future skills needs. On the other hatheé Ministry of Labour and Employment
(MoLE) of Bangladesh and further stakeholders im@adesh may collect and disseminate
data through relevant platforms, through their vtels and also - the Labour Market
Information System (LMIS) web portal of the Bangdatl Bureau of Statistics (BBS). So far,
it does not provide any information on employmeppartunities, demand for labour by skKill
type, wage structure in various industries, orniraj opportunities for workers, etc. The
existing system in Bangladesh does not offer atgractive platforms to match jobseekers
with employers. Information on overseas labour readpportunities is also not included in
the data.

What could be done, is to consider linking the txgsrelevant platforms in Bangladesh to EU
Europass and ESCO for example and prepare in sweydor the interoperability with the
EU Talent Pool once created. Recent research reeonsras well linking the LMIS with the
CEDEFOP database (or relevant national portalsy, BU agency for TVET-related
information, so that the information on skills gapsreadily available/shared to interested
recruitment agencies and TVET institutions in Badgsh. BAIRA — the Bangladesh
Association of International Recruiting Agents, dsnsidered by the same analysis well
positioned to carry out market research on job neies and present and future skills needs in
EU MSs at occupational levét.

The existing two MRCs established by ICMPD in Baigish®3 serve as one-stop information
and referral hubs for the promotion of safe, reguederly and responsible migration. Among
other activities, they conduct pre-migration, pegdrture and post-arrival orientation sessions,
coordinate with recruitment agencies, verify visa @mployment contracts, and screen the
gualification of potential female migrants. The M&@re integrated with DEMOs in Dhaka
and Cumilla. Further analyses have also supponted®MET in its efforts to understand the
labour market needs of selected European statasghiabour migration fiches and strategies
that the GoB are advised to adopt in responsesteagding demand and negotiate with countries
of destinatiok®.

7) Targeted training of skilled workers will help avoiding potential “brain drain”, skills
mismatch and support decent employment

» Lessons learnt, advantages and barriers relateth&oskilled migration of Bangladeshi
workers in the EU target countries

162 |CMPD, Study on Bangladesh and Selected Bangladeshi Economic Sectors in the Context of an EU-
Bangladesh Talent Partnership, 2024 (Draft), p. 23, p. 36.

163 MRC Bangladesh, About Us. Available at: https://www.mrc-bangladesh.org/en/about-us.

164 |CMPD, Study on Bangladesh and Selected Bangladeshi Economic Sectors in the Context o@an EU-
Bangladesh Talent Partnership, 2024 (Dral#%), p24
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If the successful IM Japan model is followed, tlog¢eptial migrant should be provided with

language training in Bangladesh. In terms of vaceti training, respective curricula should
be developed accordingly, and training should lo@ided to the migrants in Bangladesh. The
latter can then receive further training in thepeedive country of destination. The models
should endeavour to promote joint certificatiorharmonization of skills requirements, where
feasible, to simplify the recognition process fkitled third country migrant workers.

The cooperation model with Japan and other pilajgots shows the following main
characteristics that might be considered in ther&ufalent Partnerships:

- A demand-driven skills development, or skills apgg or upgrade will be mutually beneficial
for the sending and receiving countries, and irfitseplace — for the aspiring labour migrants.
Such training activities would target the employaeeds at the country of destination but will
also help modernizing and developing the skills/mion in the country of origin.

- Information related to skills demand and job vaxes in specific EU MSs should be used in
developing targeted skills training programmes. Haxge, adjustment and harmonisation of
curricula and standards, and capacity buildingrainers via ToT courses could occur, to
ensure that the trainings provided are relevantifertwo sides — the EU MS, but also for the
Bangladeshi labour market, with the aim of growsigls for the benefit of both EU Member
States and Bangladesh —which is in line with #ti®nale of Talent Partnerships. Most relevant
activities in this respect across the studied exesnpre: curricula commonly shaped and
aligned; trainers prepared; and sector-specificteamte-specific courses, as well as language
and integration training - provided.

- Itis also key for Bangladeshi migrants to enleatheir skills preferably before or immediately
after departure in the areas key to obtain bettdrietter remunerated jobs abroad and avoid
vertical skills mismatch. It is worth mentioningatha training component of the migration
circle, conducted in the countries of origin fundigdthe country of destination can contribute
to quality improvements of vocational training atite easier process of recognition of
educational qualifications.

- EU Member States have particular obligations eomag those professions that are regulated
in all Member States, examples of which is preskitehe box below:

» Box 22: Examples for recognising of professional qualifications in the EU

Minimum training standards have been defined atlé&ldl for seven professions (such|as
nurses and doctors) under EU legislation on thegmition of professional qualifications
(Directive 2005/36/EC). According to this directjstbe training of nurses responsible for
general care should meet the following criteria:

A total of at leasthree years of study

Consisting ofat least 4,600 hourf theoretical and clinical training.
The duration of theoretical training should représe least one-third and the duration qf
clinical training should bat least one-halfof the minimum training duratién
These standards aim to ensure that nurses acresEUWhhave a solid foundation pf
knowledge and practical skills to provide high-gtyatare to patients.
A training programme for nurses is also presemetie Directive
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8) Recognising qualification$®® still remains an issue.

Where transparency of qualification is needed diothier certification and recognition of skills
and qualifications, further activities are compgrimualifications and qualifications
frameworks and establishing modalities for theifteation of skills and qualifications and
providing concrete support as regards certificati(@g. carrying out qualification or skills
testing according to Member States’ or private @ygis’ standards).

Formal recognition decisions may be necessary doess to a profession, but also for the
purposes of regular migration or access to furgihedy. The recognition of qualifications is
essential to ensure that incoming workers in cerpaofessions have sufficient education,
training or experience. Pilot projects and natiaamples show that in practice, there are still
challenges, related to recognition procedures. @3s®s for the recognition of third country
qualifications are often overly expensive, commex time-consuming. They also represent a
significant administrative burden for the EU MSgdo lack of information on third country
gualifications systems, limited pooling of expegtend resources at EU level, and difficulties
verifying the authenticity of documents. Hundredgpmfessions are regulated in only some
Member States, such as civil engineers or heataynicians. Many occupations facing
shortages are not regulated. In these cases, eenplbgve the discretion to decide whether
third country nationals have the right profile kbéea their qualifications, experience and skills
and a formal recognition process is not needed. d¥ew employers’ lack of understanding
and trust in skills and qualifications gained iirdicountries necessary for recruitment to non-
regulated professions is another significant batdealent and skills mobilit§®. In the EU,
labour shortages often concern technical skillsygeognition of TVET is less formalised than
recognition of higher education qualifications. @tlchallenges identified are high costs and
long processing times, complicated administratieguirements, different procedures in
individual federal state or regions with thousanofs certifications awarding bodies,
heterogeneous quality of the decisions from thpaesible authorities, an insufficient offer of
compensatory measures (preparation courses fdmiheledge test, adaptation courses, job-
related courses) among the main ones.

The challenges, related to recognition processtiffet only the EU’s attractiveness but lead
to ‘brain waste’ — third country nationals (TCN) skimg below their qualification level.
According to Eurostat, in 2022 over a quarter afdtitountry nationals are highly qualified
but 39.4% are overqualified for the job they dathvwwomen more likely to be overqualified
than men. The equivalent figure for EU citizens kirmg in another Member State is 31.8%
and for those residing in their own country just124. Facilitating the recognition of
gualifications and validation of skills can thenef@lso help harness the untapped potential of
third country nationals already in the EU.

All this prevents qualified third-country nationdl®m relocating to the EU or, if they are
already within the EU, from working in jobs, thengaualified for.

165 EU Labour Mobility Practitioners’ Network In-Person Conference “Labour Mobility and Skills Shortages:
Connecting the Dots” 21-22 November 2023 Key Discussion Points

166EU, Communication on Skills and Talent Mobility, https://commission.europa.eu/publications/communication-
skills-and-talent-mobility_en, 15 November 2023
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» Lessons learnt, advantages and barriers relatethtoskilled migration of Bangladeshi
workers in the EU target countries

Previous examples show that regarding certificasiod recognition, two main options could
be applied: A more comprehensive approach is theldement of mutual recognition
arrangements (MRA), whereby the qualifications gdim the home country are recognised
as such in the host country, with no need for tdmation — see as well in Chapter 1 above.
In addition to facilitating skills mobility to rede skills mismatch across countries, MRAs
allow skills acquired abroad to be recognised lgylthme country, which may increase the
likelihood of migrants returning home, facilitatitige home country to capitalise on the wealth
of skills they bring with them. Mobility across ggaphic areas is an effective way to tackle
skills mismatch in one geographic location, by tagpexcess resources of supply in another.
The second option is the developing of joint cewdiion programmes or certification
programmes according to the requirements of theemse EU country. Joint certification
programmes offer the prospect of improved qualitg governance through convergence
between the participating education systems. Howyevehould be taken into consideration
that such pathways present a long and challengasg, trequiring multiple layers of
harmonisation of skills standards, qualificatiormnfreworks, curricula, training delivery
methods, and assessment procedures. Researchtsutigesf taking this way, as a first steps,
the GoB could strengthen the monitoring and inspecatapacity of the regulatory authorities
and allow periodic third-party evaluation of thesees provided. Moreover, provisions for
joint certification programmes and supervised bgstand assessment for issuing skills
certificates should be negotiated with interesteldNES, and respective employers and TVET
institutions. Such collaboration should commence delected occupations once an EU-
Bangladesh Talent Partnership is in place.

There are as well recent developments, that coelccdnsidered in the future EU MS-
Bangladesh Talent Partnerships:

Common EU level efforts aim at systematically redgahose and other barriers related to

recognition of skills and qualifications that imgethe possibility for third-country nationals

to legally migrate to that Member State.

» The newly adopted Commission Recommendation ongretton of qualifications for
TCN aims to address skills shortages by simplifyihg recognition of skills and
gualifications of TCNs within EU MS, sd&nx 23below.

» Box 23: The Commission Recommendation on the recognition of qualifications of TCNs¢’

The Recommendation covers four areas: capacitylibgiland development, information
and support, cooperation with third countries ar@tedures. It emphasises the importance
of skills and experiences, not only qualificatioasd stresses that rules and procedures for
recognition must be clear for both employers andrkesxs. Furthermore, tF

167 The Recommendation applies to third-country nationals who are in the process of obtaining a visa or work
and residence permit in a Member State or are already legally resident in the Union; See, as well Network, Nov
2023
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Recommendation emphasises that although attraetiegt is crucial for the EU, brain drain
must be avoided, requiring cooperation frameworks ®@oOs.

The Recommendation advocates for increased fléyibdnd reducing administrative
burdens on third country nationals, so they caresg@mployment or higher education
opportunities in the EU more quickly and effectiuelk relates to cases of recognition for
access to regulated professions, as part of leggidaton procedures, and for further
learning. It highlights that formal recognition pealures should only be required where
rights would be granted to a qualification holderthese three contextRecognition of
qualifications should not be required for the purpcses of recruitment in non-regulated
professions. In these cases, transparency tools andformation can support the
understanding and comparison of qualifications andkills. Regarding access to regulated
professions, the recommendation takes inspiratiom Directive 2005/36/EC, which sets
out the system of recognition of professional digations in the EU. The recommendation
also draws on experience with implementation of thpril 2022 Commissior
Recommendation on facilitating the recognition vélifications for people fleeing Russia
war of aggression against Ukraine.

This Recommendation would lead to simpler and fag®cedures, while ensuring
information submitted can be verified and processesbe trusted. Upholding professional
standards should not result in requirements ther dgoplicants or slow down recruitment
procedures.
The Commission will work with the National Acadeniecognition Information Centres
(NARIC) network to ensure a coordinated approachemms of the third countries and
qualifications to be covered, giving priority tol&at Partnership countries. Multilingugal
databases further facilitate access to informaiitve. databases might also indicate what
additional training (such as micro-credentials) maybe required to fill gaps between
third country qualification and comparable qualifications in the Member StatesIn a
second phase, the Commission will also explorefehsibility of developing an EU level
tool linking national databases on recognition tégpaof developing statements [of
comparability for specific third country qualifieahs covering all Member States, based on
a harmonised template and available in digital strrithis could cover both EU and third
country qualifications, to facilitate intra-EU mdaty as well as regular migration. The tgol
would draw on existing national databases and teeaperable with a network of national
qualifications databases of partner countries witlich the European Training Foundation
(ETF) cooperates. This tool could also allow emplgyto identify third country
qualifications comparable to a national qualifioatthat they are looking for, which can help
with targeting recruitment procedures. And it woglde candidates an indication of how
their qualifications would be considered in a redtign procedure.
The ENIC-NARIC networks’ current focus is on highedlucation. Given the need fopr
technical skills on the EU labour market and the faat there currently are no EU-level
cooperation structures on the recognition of VERldjgations, extending the networks’
focus to Vocational Education and Training (VETulkkbhave significant benefits.
Another relevant tool to build on is the Commissiofs Regulated Professions Database.
For each Member State, this contains informationwitether specific professions are
regulated in each Member State, together with titlecaity responsible for recognition.
The EU has started moving towards system-wide usd digital qualifications and
credentials. In future, every learner should receive their dications, credentials and
entittements in a secure digital format, that esrmultilingual information and can be
verified instantaneously. This will facilitate timeatching of skilled workers with jobs, as
well as recruitment and recognition processes.
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Recent exchange of the participants in the LaboabiNy Practitioners’ Network, identifies

a number of activities, that could become part aleft Partnerships models in a short-term

perspective within the organisation of a well-masthgpproach for skills and qualifications’

recognition of third countries nationals:

- Co-operation and clear communication between naltioauthorities (migration,
employment), industry, social partners, SMEs;

- Knowledge development; interoperable databasesrdioated approaches to information
provision; processes to authenticate documents;

- Information and support, capacity building and fstedvelopment: language skills; data
management; information exchange, study visitst joiojects;

- Pre-arrival access to recognition procedures; ifatal early recognition as part of pre-
departure processes;

- Principles of the recognition process: user-frigndbmplete and up-to-date; minimised
translation requirements; avoid undue burden;gestessing of applications; “skills-first
approach®®

Among the emerging trends, applying the ‘skillstfirmapproach is particularly important for
the future Bangladeshi regular migrants to the ES. NProcedures should avoid basing
assessments of third-country nationals solely eir tjualifications and emphasise a person’s
full talent and potential. Recognition of qualificas should be used in combination with an
assessment of skills and experiences whereverlpesSimilarly, it is important for those
Bangladeshis who already have relevant skills amipetences, to receive support in order to
ensure the recognition of their qualifications bg employers in the destination countries, and
to receive the recognition at the earliest posstdge of the selection procedures.

Potential TP between EU MS and Bangladeshwalke use of some of the existing practices,
instruments and the existing functionalities of tots and approaches to be developed in
the future:

- receiving access to online information meant tesafisird country nationals to understand
requirements for recognition of skills and quahfions in the EU;

- using Commission’s Regulated Professions Database;

- follow-up on a potential EU-level tool that is alitegenerate statements of comparability
based on a harmonised template for specific thouthtry qualifications covering multiple
Member States;

- follow-up on the EU work on digital qualificatiomsd credentials;
- using validation and demonstration of skills aslernative, see below:

188_abour Mobility Practitioners’ NetworkZLMPN In-person event 2023 “Labour Mobility and Skills
Shortages: Connecting the Dots”, 21-22 November 2023, Brussels
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» Box 24: Validation and demonstration of skills as alternatives to lengthy recognition procedures

Participants in the Conference “Labour Mobility ekllls Shortages: Connecting the Dots”
21-22 November 202%® discussed the aspect of skills validation or hestis part of th
possible approaches to simplifying recognition prhae.Since recognizing (technical)
qualifications remains difficult, the discussardeked at skills validation and testing as [an
alternative to recognising credentiaM/hile this also requires setting up a validatiod/ar
testing process, this process could be shorteraai skilled individuals working in job
unfit for their qualifications. Of course, skill@Ndation brings many questions about
assesses and validates skills — employers orutistis and how?

Representatives dRandstaddeveloped gaming tools to test soft skills and memends
moving to a “skills passport” that would be accept® the private sector, rather than
qualifications alone. The Digi Talents, a labourhitity pilot project that brings IC
professionals from Moldova and Ukraine to Slovaleanonstrated that skills validation and
testing appeared to be more important than forgigiomas for employers in the ICT sector.
Yet, employers could be too demanding on the skille, expecting employees to be fully
ready on the first day.
Despite not being required for the profession,alipds remain a key requirement for the
visa process, which adds complexity, even with aters degree. For labour mobility to
work, a shift is needed for governments on easisgnequirements and responding to labour
market needs, but also for private sector companibsch must invest time in young
graduates and develop their potential.
A non-profit organisation, working on economic maiin five industries and 18 countrie
Generation developed a model, which trains participantshieirt selected areas of work
before placing them in companies. Training is dakd byGenerationor partners, based on
theGeneratiormethodology and employers/sectors are engagedtfredmeginning throug
a ‘demand diagnostic’. On average, 80% of graduatesplaced within three months |of
completing the programme, and after five yearsulteson the earnings and career
development of the graduates remain positi#enerationis also engaged in advocacy pn
recruitment: while employers report difficultiesrihg in junior positions, stringent
requirements deter juniors from applying to thessifppns.

- Relevant practices from previous projects also ssgthatrecognition of prior learning
(RPL) systems for specific tradesn demand in the EU MSs could be establishedvhere
this is needed. The assessment process shoulthbg gupervised with local test centres and
concerned EU national authorities, much in the samethat Bangladesh carries out the Skills
Verification Programme with Saudi Arabia’s ‘Takamehtity. RPL centres can also be
established in EU MSs to facilitate skills recogmtfor migrants already in country.

The above studied activities should be undertakevugh institutional collaboration among
the relevant entities in the EU and Bangladeshadswl— allowing for further capacity building
of relevant Bangladeshi institutions.

9) Migration to another country requires a coordinaed social welfare and integration
approach

169 EU Labour Mobility Practitioners’ Network In-Person Conference “Labour Mobility and Skills Shortages:
Connecting the Dots” 21-22 November 2023 Key Discussion Points
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Creating a welcoming environment for legally resglithird country nationals and offering
effective integration support, including to worKefamilies, is also central to the EU’s
attractiveness and to the overall success of leggiation policies. At the same time, third
country nationals experience discrimination at wibwkt disproportionately affects the highly
educated, one reason why the employment rate forbtb citizens is lower than for EU
nationals. The EU anti-racism action plan and tttea plan on integration and inclusion for
2021-2027 both seek to address this problem. Rditransparent recruitment ensures that all
candidates have an equal and unbiased opportunitprhpete for jobs regardless of their
gender, racial or ethnic origin, age, religion eli&f.

» Box 25: Lessons learnt from the agricultural sector

The presence of migrants in rural areas presemsramities (for instance, to contrast
depopulation dynamics and the lack of active ladouce in specific sectors, innovatiye
bottom-up solutions) but also challenges (for exammemoteness, isolation, limited access
to targeted services, and limited capacity to redptw inflows) for both third-country
nationals and hosting communities.

The following main characteristics of employmentafjrants in agriculture should drive
corresponding policy measur€s:
Poor working conditions, and the dependency fraarrdlte of intermediaries for recruitment,
are often present in agriculture. Given these ataristics, migrants in rural areas represent
a predominantly vulnerable group, which would deseparticular attention when
formulating social inclusion policies.
The temporary nature and often irregular natut@®fvork of migrants in agriculture makes
it more difficult to quantify needs and target m&ntion; The challenges posed by the
integration can therefore be summarised in the teeprbvide special attention to vulnerable
groups which are however difficult to recognise &ardet, given the transitory nature of the
work in agriculturé’,
The territorial specificity would require local anckgional rather than nation-wide
intervention; local authorities may be less equipferespond to a rapid onset of a large
number of immigrants with dedicated integratiornsmss.
The coordination of the European, national, redioaad local level is fundamental to
implement properly the tools available to suppathipublic authorities and the populatipn
to receive and integrate migran

» Box 26: The example of Canada'”?

Canada’s approach to permanent economic migratios @ pursuing the maximum social,
cultural, and economic objectives of immigratiorcoBomic migration programmes are
human capiti-focused (language, education, Canadian work expsg)e laboL-focusel

170 Migration in EU Rural Areas, JRC, 2019

171 1dem

172 presented by Jonathan Joshi-Koop (Immigration, Refugees and Citizenship Canada), EU Labour Mobility
Practitioners’ Network In-Person Conference “Labour Mobility and Skills Shortages: Connecting the Dots” 21-22
November 2023 Key Discussion Points
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(based on job offers) or a combination of both.tpilot programmes complement this
approach, focusing on the needs of certain seotaegions.

Key lessons learnt from the Express Entry SysteB(Ea points-based labour pool system,
show that including clear objectives and colleciamgl disaggregating data are important in
measuring success. Testing and piloting new palialed programmes and adjusting the
course of action based on data are also key elsnoéré successful economic migration
policy. Canada has been conducting longitudinatlisti on the impact of economic

migration since the 1980s, thus data plays a Keyimanderstanding the impact of economic
migration in the country and to adjust policiesasessary.

Other features of the Canadian Express-Entry Syatemnthe invitation to come to Canada
is automated but does not involve Al. Authoritiesk® decisions on how persons are invited.
After an invitation to come to Canada is acceptgthie applicant, the process is no longer
automated. The EES is successful: participants worccupations they are fit for, and
wages are good - catching up to and surpassingémadian average. Participants are
granted full mobility and labour rights (workingrass different occupations is possible), as
well as permanent residency; family members can join them (dependents), and they can
sponsor relatives once they are established asgpemhresident

10) Facilitating the mobility of learners and teacing staff

As part of the package on talent mobility, the Cassmon is proposing a Council
Recommendation on a renewed learning mobility fraork. The goal of this proposal to
facilitate learning mobility inside the EU will 8t and foremost benefit EU citizens. But it also
gives the opportunity to encourage close cooperatiolearning mobility with third countries
in a Team Europe approach, harnessing the EU'slhatiractiveness as a destination for skills
development. This can build on actions of the Erasfmprogramme - notably the Study in
Europe initiative and Erasmus Mundus actions - $pacifically aim to attract talented third-
country students to the EU. The proposal also ¢atlsiction to address recurrent challenges
faced by third country nationals, notably proceduos issuing visas or residence permits for
those choosing Europe as their learning destinatibgher education students who have
benefited from learning mobility through Erasmuse more likely to work abroad or in a job
with an international dimension. When people gaffwsitive experiences during temporary
learning mobility within the EU, they will be moneclined to return at some stage to take up
a job. The proposal encourages Member States towememaining obstacles to learning
mobility abroad embedding the opportunity for pds@f mobility in all education and training
curricula. The Commission proposes a Council Recentdation on a Learning Mobility
Framework. As part of this proposal, Member Statesnvited to cooperate closely in a Team
Europe approach to further promote Europe as ailegardestination for talent from third
countries.

11) Return and reintegration support

» Box 27: Existing examples for return and reintegration

Both the Korean EPS and IM Japan models contavigioms for supporting the return of
migrant workers following conclusion of their caatted employment period. However, the
reintegration support provided comprises only madifinancial support (e.g. one month’s
salary) and does not provide high-impact servittesad to the individual returnee. In this
regard, there are many services in Bangladeshjdad\by government agencies, priv
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sector actors, and NGOs or CSOs, which can be lusefauccessful reintegration of
returnees. ICMPD has carried out a mapping of sachices for returnees in Bangladesh,
identifying over 50 services across 13 broad categde.g. counselling, training, financial,
etc.), and has launched an online information!Ruproviding details of the respective
services provided by some 50+ organisations.

Other initiatives to provide the required servitmsreturnees include the RAISE projét.
Moreover, the World Bank is supporting the develeptnof a returnee database and has
enacted provisions for providing financial suppot specific assistance programmes
designed for returnee

» Lessons learnt, advantages and barriers relatethtoskilled migration of Bangladeshi
workers in the EU target countries

A future EU TP with Bangladesh may consider adapsinch provisions for reintegration and
make use of existing services supporting reintegraif returnees.

A functional reintegration scheme, reintegratiorviees, adequate employment opportunities,
and employment options for supporting attractivecesht and quality of life in Bangladesh
ought to be considered in the future TP.

Returning home should keep links to the CoD - futedise on the experience gained there and
on the social networks established.

173 visit the BideshFerot platform at: http://bideshferot.org/.

174 palli Karma-Sahayak Foundation, Stakeholder Engagement Plan (SEP), RAISE, 2020. Available at:
https://wewb.portal.gov.bd/sites/default/files/files/wewb.portal.gov.bd/project/ecc951af_1207_4abf a53f 4f576aa
548c8/2020-11-04-16-28-1d6a347348def685d5446986af41ad9c.pdf
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3.5 Models of Talent Partnerships

The global, EU and national examples, studied éenpitevious chapters show that a variety of
cooperation formats, approaches and projects dis dad migration partnerships exists,
giving shape to different migration schemes andtipiy effective steps or whole practices of
the migration cycle. Their characteristics usuatgm from the specific national/international
context, sector requiremeht¥ and most recently — from the commitment to choie to the
development goals of the 2030 Agenda and the GIGbalpact for Migration (GCM).

- Some EU Member States and Bangladesh non-EU grarthaveskills and mobility
partnerships/SMP-likeinitiatives and forms of cooperation (such as tbia mobility
agreements) that may not include all the compondnis have strong mobility, circular
migration and labour market features as well aslaoty-based development (France). Other
EU Member States (such as Austria), on the othed jexre implementing mobility partnerships
which focus on higher education inst€adwhat distinguishes SMPs (as well as TPs and
GSPs) from other approaches to labour migratidhasthey specifically aim for a “quadruple
win”, benefiting the individual and the employes,aell as the destination state and the country
of origin more widely. This should be achieved tigh a sustainable approach, which implies
avoiding brain drain, enhancing capabilities anilsskn both countries (hence pursuing brain
gain) and, to some extent, promoting circular ntigra This is very much in line with the New
Pact on Asylum and Migration, which emphasisesniied for a partnership-based approach
to legal pathways. SMPs can thus act as an inn@vatid mutually beneficial mechanisms for
skills development and labour mobility.

- EU MSs tend to identify as wepyiority sectorsyet attempts to link labour market needs to
migration policies are inconsistent. Further, latmigration frameworks are fragmented, with
EU efforts intersecting national frameworks andopties. Specific nationalities may have

streamlined their application entry routes or jlatfs, adding further complexity layers. While

the overall trend is facilitating entry to respdodabour shortages (Germany, Italy, Slovakia,
Slovenia, Austria), other countries have introduocgate stringent requirements for certain
sectors (the Netherlands, Sweden).

- As most countries struggle witbngthy delays$o issue work permits and further delays due
to documentation issues, thegt up simplified proceduremnd cooperation agreements at a
first place to attract short-term (seasonal) wakeom third countries. In several EU MSs,
discussions are ongoing about offering more pd#ssi for seasonal work (Austria, Spain)
and considering this experience in long-term resderocesses.

- Many EU MS implement Ebour market tesas a standard, but exceptions and exemptions
have proliferated over time. Bilateral agreememtsvieen countries and registered employers

can fast-track certain processes or grant exengfrom labour market tests. The same trend

is visible, what concerngcognition of skills and qualificationsimplified procedures, only

175 Skills Mobility Partnerships: Exploring Innovative Approaches to Labour Migration, EMN-OECD
INFORM, European Commission, March 2022, https://www.oecd.org/els/mig/2022-march-joint-emn-oecd-
inform-skills-mobility-partnerships.pdf, p. 10

176 |dem, p29
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in cases where of benefit of the migrant employaed for regulated professions are
recommendable.

- While EU labour migration policies seem to be geared tasdighly skilled professionals,
the concentration of migrants in low skilled prafiess and in specific sectors, especially those
with large low skilled occupations, is significaftis has become particularly obvious with
the onset of the COVID-19 pandemic which highlightee important contributions of both
high and lower skilled labour migrants to esserg&lvices such as health care, agriculture,
and food processing. During the last decade, abdt80% of Bangladeshi labour migrants
were unskilled or semiskillednd only about 5% were highly qualified.

The existing SMPs are no short-term interventitwit rather a long-term tool and forward-
looking investment built around sustainable aneaife partnerships. Well-designed and
implemented SMPs may in the future act as a vefaclbilateral and multilateral cooperation
to enhance migration and mobility that harnessegdttential of migrants’ skills in a way that
allows for countries of origin to benefit, whilst the same time addressing EU employers’
most pressing skills and labour needs. Increasiaghtmber of participants in each project or
the number of interventions is a way for scaling-ogt with a limited effect on cost-saving.
To transform this approach, more structural intetds would be needed.

For the interested EU Member States to partner Bathgladesh, the existing global, EU and
national practices and instruments and the chadergd lessons learnt identified, present a
valuable source to unlock the potential of skilladbility for their national labour markets.
More than this, as the future Talent Partnershipy @re envisaged to be implemented in the
next few years, when many new EU and national aognes, tools, platforms and digital
solutions are expected to become fully functiomal eaperational, the TP models are expected
to apply forward-thinking approaches and innovasigkitions. One of them — mutualisation —
where multiple destination and origin countriestiggrate in the same programme — could be
an option to share the costs, however, they alse $averal challenges, particularly linked to
the different training expectations across destinat as well as financial ornlé$

Building blocks of the Talent Partnerships Models

Experience has shown that the following elements imdispensable for cooperation
programmesthe use or development of appropriate legal and saimigration channels;
the ability to meet employers’ needs and - the aligng or mutually recognising
gualifications/credentials and skillsbetween EU and third countries, which would suppor
higher volume channéi€.

Countries and projects, applying the SMPs constbierare detailed essential prerequisites for
their realisation: 1) Long- and midrm planning; 2) Multi-stakeholder approach and policy
coherence; 3) Data for evidence-based policy; 4) Local development and job creation; 5) Skills

77 Skills Mobility Partnerships: Exploring Innovative Approaches to Labour Migration, EMN-OECD
INFORM, European Commission, March 2022, https://www®becd®rg/els/mig/2022-march-joint-emn-
oecd-infbrm-skills-mobility-partnershipsipd? p@9

178 |dem, p@10
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classification and recognition at national level and beyond; 6) Address the social aspects of
employment and mobility; 7) Incorporate migration considerations; 8) Cost reduction and
sharing.

Some EU MSs, such as Belgium and Germany, have long-standing experience with skills and
mobility partnerships (SMPs), covering almost all significant components: (1) formalised state
cooperation, (2) multi-stakeholder involvement (3) vocational training in the origin or
destination country, and on-the-job training in the destination country), (4) skills recognition,
and (5) migration/ mobility’®.

Most studied models of skills and migration partnerships usually follow phases of the labour
migration programme cycle, see Figure 2 below:

Figure 2: Labour Migration programme cycle
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Source: saver (2023)@From Triple Win to Sustainable Labour Migration 347 Quarterly on Refugee Problems, 2023, Vo262, Issue 4, 346-374 ISSN
2750-7882, Section: Research Articles Open Access Publication, https://doirg/10%7947/qrpa62i4781

Learning from this experience, the Talent Partnerships Models, presented in this Chapter, are
designed around the following building blocks/components:

179 |dem, p.8
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Title and characteristics/modalities of the Taleattnerships (TP) modéhatinclude the title
of the model and a short description of its backgtband basics, mostly related to main
components like scope, type, participation in aestidation of activities.

1. Type of potential migrants included in the model

The identification of the models and the differatibn between them is made to a big extent
around theype of the potential participants in it, answeringthe main question: Who is it
for?

2. Skills/qualification level considered

Pilot projects and bilateral agreements show thpli@ models are usually oriented according
to the requirements of the employers for type of work and level of skills and
gualifications needed for it, answering the main gastion: What is it for?

3. Activities foreseen

Next component of the model focuses on the pragedesigning, planning and implementing
the TP, or answering the questidtow to realise the TP?

Several important steps have been identified asopéine whole migration process cycle:

Step 1: Official/legal/bilateral arrangements

Some sort of official, legal or bilateral arrangenseusually kick-start the skills and migration
partnerships. They are usually preceded by an exehaf views and high-level dialogues with
partner countries. Partnerships models are to heepualised and operationalised based on
short-mid-and long-term goals and the respectiaamphg and activities for ensuring multi-
stakeholder approach and policy coherence. Costtieth and sharing of expertise between
the partnering stakeholders and countries is alsmged here.

Step 2: Information gathering and sharing

This step applies the principle of the evidencesamlicy making. At this stage, it is important
to rely on information and data on sector specigeds, existing occupations or job profiles
that are particularly looked for in the EU MSs awthat the specific conditions and
requirements attached to them are. Specifying EU IBt#®ur skills needs would help
Bangladesh to provide targeted training. Infornratgathering and sharing should cover
occupational and linguistic requirements, trainingportunities, possible destinations,
companies, working and living conditions etc.

Step 3: Pre-selection/Skills mapping

Labour market intelligence ought to be used byviaaié government authorities and training
institutes for pre-selection of relevant candidated for the alignment of Bangladesh’'s TVET
system at institutional and system level, but alsat individual level - by jobseekers and
recruitment agents. In this regard, it is necesgaspur and strengthen migration cooperation
based on better matching of labour market needs skills between the EU MS and
Bangladesh. To compare competency standards fanitgroccupations is seen as an essential
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first step in designing measures in areas suckibs development, qualification recognition
and predeparture training. Further modalities andicula for training will be identified and
could be commonly defined.

Step 4: Skills development and professional trainig. Applying the principle of the GSPs
for skills creation and local development

It is key for Bangladeshi aspiring migrants to emteatheir skills before or immediately after

departure in the areas key to obtain better anttibe#munerated jobs abroad. The good
practice example of the GSP and SMP should beweliband language and pre-departure
vocational and professional training, where neetetlito extent needed (whole qualifications,
partial qualifications, modules, microcredentidts éfor the labour force in Bangladesh should
be organised in the country. Training activitiesudd be part of a well- designed approach for
mutual benefits for employment, training sectorelegment and sector modernisation.

Step 5: Candidate selection for recruitment and theecognition of their diplomas

Modalities and processes for efficient recruitmsmuld be specified, with the involvement of
the relevant actors, including the private se@anilarly, it is important for those Bangladeshis
who already have relevant skills and competencesdeive support in order to ensure that
the equivalence of their training, professionalexignce or qualification to the foreign ones in
the destination countries is confirmed, and thas the earliest possible stage of the selection
procedures.

Step 6: Visa, further administrative procedures

This step includes all contractual and administeatormalities supporting a regular migration
process.

Step 7: Integration/Welcome and adaptation package

Integration programmes should be in place, asagathodalities for the monitoring of working
conditions of workers participating in the mobiligccording to international standards, should
be arranged.

Step 8: Sustainable reintegration of workers returing to Bangladesh — circular
migration.

When applicable, dedicated measures aimed at suppoeintegration should be designed,
creating synergies with existing programmes angbewation in this regard.

4. Stakeholders involved and their roles. Goveraard implementation of the process
This component of the model answers the questWing is involved? Who is doing what?
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5. Strengths and potential risks of the model
Each model has advantages and disadvantagesicalcview on them would support making
use of the strengths and mitigating the potenisébkrof the model.

6. Concluding remarks sum up and draw attentiaond aspects and recommendations.

Prototypes of three Talent Partnerships Models

Model 1: “Highly Skilled Workers” Talent Partnerships Model

The Model is based on recent developments, intedlucsome EU MS, particularly following
the amendments in the Blue Card Framework, the@tien to the “skills first approach” and
the general trend towards relaxation of the redagmiprocedures and reducing the salary
thresholds. In Germany the new amendments inrtimigration law have paved the way
towards such developments.

1) Type of potential target group
This Talent Partnerships Model targets Bangladgslied workers, who are:

(i) potential beneficiaries of the Blue Card Framework for the professions which belong to
the professions included in the Framework in tlspeetive country of destination.

This is valid at the first place for the ICT spéisis, but could be made applicable also for
regulated professions, such as the shortage profigss the health sector — nurses, caregivers
etc. In Germany, this refers mostly to the ICT splests, but the newly introduced migration
law, makes the provision of the relaxed Blue Cardliaable also for professions from the
health sector: nursing and midwifery.

What is common for the two sectors is that accesthé EU labour market is extremely
simplified, once the requirements of the employesclear. In the case of the ICT specialists,
there is no need for a formal qualification, whiolakes the selection process rely on simple
steps, like either a demonstration of skills andhpetence, or previous experience of the
specialist with the same employer in Bangladesta portfolio, showcasing experience with
other recognized employers all over the world.

In the case of health professionals, there are degislative developments and initiatives at
EU level that make the process structured, althahgre are differences across the countries.
In more general terms, for the regulated professithre Directive 2005/36/EC is in place. This
directive regulates the recognition of professianadlifications in the EU. It sets out a system
of automatic recognition for several professions|uding nurses, midwives, doctors (general
practitioners and specialists), dental practitisngsharmacists, architects, and veterinary
surgeons. The European Professional Card (EPG3xample allows certain professions to
have their qualifications recognized in an onlimegedure. The professions covered by the
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scheme include nurses responsible for general pagmacists, physiotherapists, mountain
guides, and real estate agents.

(ii) skilled workers with vocational training quali fication

They should have completed vocational traininghe EU country of destination or have
obtained a vocational qualification in Bangladeshich is equivalent to one acquired in the
EU MS.

The following new developments in Germany could/eeas an inspiration for aspects that
could be considered in the future TP:

Under the new law, a skilled worker with a vocaéibtraining qualification may be granted a
temporary residence permit to perform any typekdles! labour. The skilled workers training
no longer needs to match the particular job. Tingesastriction was deleted for skilled workers
holding a university degreén such a way, no formal education link with role 8 sought.
This is indicative of the skills-based (as opposed to education-based) immigration
programs under development globally to tackle skills shges

Within the“Required professional experience”jf a skilled worker haso formally accepted
equivalent to German vocational training the person may still come to Germany to work.
In such cases, the professional must have appteprviark experience of &ast two years,
have a minimum salary, and have completed an appréiceship that is formally accepted
by the home countryand took atleast two years. It is no longer necessary that fioeeign
degree be recognized as equivalent.

2) Skills/Qualification’s level

This model refers to highly skilled specialists.

(i) For the Blue Card beneficiaries from the ICTtee, a higher education diploma is not
necessarily required, which is the case for mank $@ecialists. This is the reason why this
target group and the model are considered in #adwork of this study. The highly skilled
ICT specialists may have completed only high/seaondchool and have studied a few years
at the university or obtained a VET qualificatidngadded valuable professional experience.
(i) For the workers with a vocational qualificatiothese are usually specialists at the EQF
level 4 or even 5 (post-secondary, non-tertiary).

(i) For the regulated professionals the respectjualification is required, according to the
requirements of Bangladesh. A recognition procedutebe necessary for the country of
destination.

3) Activities foreseen

The TP should be based on the smooth and simpiifiede! of the Blue Card Framework. As
this model applies for highly skilled specialistss mainly applicable to ICT specialists and
regulated professions. From the list of shortageupations, interesting for the EU MS
countries, these are the ICT specialists and tp@lated professions of nurses and caregivers.
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In addition to this, any further skilled speciaigt shortage occupations, where skilled labour
force is available in Bangladesh, could benefitfrine model: specialists in the construction
sectors or in the transportation sector.

The specificity of the model, applying the paradighthe TP, shows the following features:
Step 1: Official/legal/bilateral arrangements

Bilateral agreement at an intergovernmental legelan interinstitutional Memorandum of
Understanding or similar could be signed. Bilateratrangements are especially
recommendable for this model, as it allows for ggation procedures to be skipped, where
they are not required according to the nationaklatijon (with the exception of the regulated
professions}®. In such an official document, the framework agements of the TP should
be defined.

Step 2: Information sharing

Shortage occupations and prospective sectors sheuidentified on a short-term basis from
the two sides: EU MS and Bangladesh. In the ledaiéval framework arrangements, the
respective occupations, which should be includetiénmodel should be specified for a short
to mid-term period - 2-3 years.

» Box 28: Information sharing - good practice example from Germany

There are good practice examples across the EU W8ch help match existing
qualifications and lead the potential interestedkeostep by step to what the next steps|are
for getting a job.
In Germany, there is a special brochure with retevaformation and further links tp
digitalized steps, that cover all possible optionkttps://www.anerkennung-in
deutschland.de/assets/content/Medien_Dokumentefddfiyer-anerkennung-en.pdf

In the document, a special recognition finder itegnated that starts with finding the
equivalence between the relevant occupations.
https://www.anerkennung-in-deutschland.de/en/istéiader/profession

Under the web page, the candidates will find owual§serman professions and can select
their reference occupation. They will discover wiggtrecognition is essential for working
in the specific profession or whether they can workGermany without recognition.
Voluntary recognition can also be of advantagelfeir professional future. The Recognitipn
Finder also provides them with contact details afirselling centres and the competent
authority responsible for the application. Commatian with the competent authority |is
generally in German. However, advisory centres noffgovide guidance in various
languages.

Step 3: Pre-selection for identifying if requiremens for skilled migration are fulfilled:
gualification (if required), relevant professional experience etc.

80 Interview, Sabine Kotsch
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For the model two approaches in identifying the dgdadeshi workers skills profiles are
working: preidentification, in general terms; and targeted identification, after receiving the
specific employers’ requirements, in order to pekest the potential candidates.

Usually, the responsible bodies and private recrenit agencies start the process with
information events or applying variable marketiricategies. They may work directly with
training institutions.

- In the case of the ICT specialists, pre-seleatiomd be done upon inviting the specialists to
prepare and submit a short portfolio and if needdxy organizing a short demonstration to
complete an assignment or by contributing to a oaproject of interest of the potential
employer. In case that specific skills for a gipasition are needed, short-term targeted micro-
credentials’- like courses should be organizedoioperation between the concrete employers
and a training centre.

- For the non-regulated professions, a similar epgn could be considered, like for the ICT
specialists.

- In the case of the regulated professions thesesdead directly to a recognition procedure,
applicable for such cases, see béfdwThe collected experience of past projects coegd b
considered. For example, the approach of GIZ witheénTripple-Win-projects is the following:
GIZ acted in cooperation with the employment sasiof the partner countries. The nursing
staff are personally selected both in terms of lagg and nursing skills obtained and
communicated. GIZ supports the process with ierirdtional External structure.

However, the healthcare sector also poses pantiaiiallenges. To counteract a critical
undersupply of medical staff in developing courstrieaused in large part by emigration, the
World Health Organization (WHO) has adopted a g$egtbical principles applying to the
international recruitment of skilled healthcare keys. This Global Code of Practice is also
associated with a list of countries suffering fraroritical supply shortage of qualified doctors,
nurses and midwifes, and which therefore shouldedtargeted by recruitment campaigns. In
the past, this WHO list has led to the categoesalusion of the countries suffering from such
shortages from pilot projects targeting the nursegtor.

- In the case of skilled workers from crafts prafess (construction) all documents related to
professional qualification and experience shouldyathered and presented. As recognition
procedure might not be compulsory (depending orCiie regulations), the responsibility to
evaluate the type and level of skills is transférte a big extend to the employers, their
organisations, the private recruitment agenciesoéimel intermediary organisations in the field
(Chambers etc.). A skills portfolio with all relevacertificates, diplomas and professional
experience would be a good first step to entepthescreening process. Relevant examples of
such an approach could be found in the ProRecogniproject (see in the box below),
implemented by the German Chamber of Commerce addstry and the Italian private
recruitment Agency, implementing a pilot projecBangladesh.

811t should be taken into consideration, that some o@the proZssions also in the construction sector are
regulated in some olflthe EU MS - see br example “bricklayer”, which is regulated in Germany
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In all the cases, the principle of recruiting spésts that are in surplus in Bangladesh should
be applied. Already at this stage, there is a t@edsure appropriate protection of third country
nationals, in this case — Bangladeshi nationajgiet the risk of unfair recruitment and future
exploitative working conditions.

» Box 29: ProRecognition Project182

Germany, ProRecognition Project
The ProRecognition Project provides counsellingemognition at a local level for skilled
workers in several countries. It is coordinatectlmse cooperation with the Association|of
German Chambers of Industry and Commerce (DIHK)DWiFIK Service GmbH. The
ProRecognition counselling centres are based iGd#renan Chambers of Commerce Abroad
and Delegations of German Industry and CommerceK(AR Algeria, Egypt, Brazil, India
and Colombia.
ProRecognition provides counselling for foreignllski workers at a local level on all
questions relating to recognition: Is recogniti@sgible for me with my qualification? What
is the appropriate reference occupation? How andrevido | make the application for
recognition? Which documents are necessary? Wiagre learn German? How do | find a
job? ProRecognition supports and helps applicatdés, during the procedure, and arranges
applicant training or German courses.
Those wishing to take advantage of counselling lshatrange an appointment in advance
and find out which documents they need to brindnwhem.
The DIHK has pointed out that the AHKs would beesatinl take over the recognition of ngn-
formal qualifications abroad as soon as a legakhaas created for this.

The ProRecognition project was launched in 2015 sande then has been funded by the
Federal Ministry of Education and Research (BMBR)the second funding phase fram
2020, three new locations had been added with Bddarzegovina, Brazil and Colombial.

Step 4. Pre-departure training

The pre-departure training may include learningheflanguage of the country of destination
or English, cultural awareness and short technicghings, mainly to prepare for the
technology used in the country of destination om@rticular position-related requirements of
the employer, some emerging technical or othelss&it.

4.1. Language training

In ICT professions in general terms, English cduddsufficient. There is a trend visible, to
reduce requirements to speak the language of tbeilCorder to reduce barriers for qualified
workers to occupy a position in a shortage occopatin Germany for example, German
language is not any longer required as a pre-dondior the professional driver.

4.2 Short specialized training courses

The participating business organisations from tihé ES should be involved in the
development of the modules, together with trainpngviders from the EU MSs (in case of
such) and Bangladesh. As these microcredentidis’thaining modules and the certification

182 https://wwwiZanerkennung-in-deutschland@®e/html/en/pro/prorecognition@hp; Interview Sabine
Kotsch, 193 2024
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assessment included in the process should be mairsten, they should comply with industry
performance standards.

Examples of information on suaort-term learning experiences for ICT specialistsld be
found on Digital Skills and Jobs PlatfornThis online resource collects training opportesit
on digital skills and emerging technologidsxamples of short online courses that allow
construction workers to update their skills arevpted by theBuildUpSkills Initiative
designed to provide “anytime, anywhere” accessraming on a wide range of topics.
TheCONSTRYUE 202(project in Spain and thiegREeSproject in Czechia are both
examples of such training programmes.

The Belgium Innovative Labour Migration Model codddcome an inspiration in this case:
Development Agencies and IT companies from the E§ With investments or interest in
Bangladesh can develop a short-term training progra with targeted courses for
specialization in the ICT occupations of their net. The training could be even conducted
similarly to in-company training in the format afa-training with trainers who are employees
of the companies. The model should be designedthélGlobal Skills Partnerships model in
mind to a bigger group of trainees. Upon a selagiimcedure, out of the trained specialists
only one part could be offered the opportunity mrkvin the CoD and the rest will be placed
in the Bangladesh market, presumably — in mogt@tases — in the network of the companies
that trained them.

The developed training modules could be collectea catalogue or similar and uploaded on
a platform (existing or especially developed) to used for further trainings. A (digital)
badge/certification could be issued to the ICT giest, to be further used in case s(he) changes
employers in the respective EU MS or between EU M8ould be good to develop a common
template with similar elements for the certificatioFurther procedures for validation or
recognition are not needed, as the Blue Card Dvectlso allows IT specialists without a
formal qualification to work in an EU MS.

For the regulated professions, the Common Europkasing Curriculum developed by the
European Heart Association can serve as an ingpiratee Box 30 below:

» Box 30: Common European Nursing Curriculum

There is a Common European Nursing Curriculum dged by the European Heart
Association. This curriculum aims to provide a igdfframework for training nurses acrgss
the EU. The initiative is undertaken to tackle &vajes in the training, certification, and
mobility of nursing staff across the European Unibhe goal is to address the shortage of
well-trained nursing staff, which is one of the mariorities for policy makers. If nursing
students are trained and certified based on congmumd standards for qualification, this
would be conducive to increased mobility within #d and thus an approach to filling the
gap in the nursing market that some countries speaally suffering from. The curriculum
is expected to increase mobility, motivation, trastality of skills, and student exchange|.
This initiative consists of not only building a Coman European Nursing Curriculum, but
also creating an online platform to facilitate thedivery of the Curriculum. This platfor
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provides the educational means to cover the cuancuand can be quickly and eas
implementedf®,

In addition, there is also the ENhANCE Project, ethiargets a specific existing mismatch
between the skills currently offered by nurses wagkn Primary Health Care (PHC) and
those actually demanded by both public health gastitutions and private servige
providers®4,
These initiatives are steps towards standardizmgigraproving nursing education across the
EU. They aim to ensure that nurses are well-equifgpemeet the healthcare needs of jthe
population

y

In the TP trainings, the good example from the istigorojects should be considered: the
training is offered to a bigger number of employdlesn the expected number of labour
migrants. In the THAMM project only part of the ittad specialists benefits from the
employment opportunities offered abroad. The restild/ upgrade or update their skills and
competences and in such a way — increase theiogaiglity and jobs perspectives in the CoO.
This approach would also be fully in line with {xenciples of the Talent Partnerships model.

Step 5. Recognition (if required)

In the TP model, recognition procedures, if requirel by the host country, could (and it is
recommended to) be conducted in Bangladesh.

The case of Germany (new Immigration Law) might sere as an inspiration for defining
the recognition requirements within the TP model:

- Special regulation for practical professional exprience: The employment of persons with
extensive practical professional experience has betended. The new regulation now applies
to all non-regulated professions in all sectorsThe requirement for people with practical
professional experience is that they have a primfieskor university degree that is recognized
by the respective country of training. In the casa professional qualification, at least two
years of training is requiredAs an alternative to a state-recognized qualificatin, a
gualification from a German chamber of commerce aboad is sufficient under certain
conditions. In addition, at least two years of expéence in the desired profession is
required. Formal recognition of the qualification in Germany is not required. Access to
the labour market will also be made easier G specialists the required relevant
professional experience will be reduced to two gé€previously three years). A professional
or university degree is not required. Languagdsskib longer need to be proven for the visa.
- Labour market access for nursing assistants fronthird countries: With the planned
changes, access to the labour market for nursaffveill be supplemented by a regulation for
nursing assistants from third countries. All pedjpten third countries with nursing training
below the three-year regulated specialist traingag be employed in the health and care sector.
The prerequisite is that these persons can eitfmride proof of corresponding German
vocational training in the care sectwra foreign care qualification that has been recagzed

in Germany.

183 https://wwwrheartassociation®u/about-us/common-european-nursing-curriculum/
184 https://wwwZnhance-enZu/
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In such a way, the recognition requirements are &egfhe minimum — for example for foreign
gualification in a regulated profession, such asimg and caregiving.

Information sharing on recognition procedures asponsible bodies, is seen helpful for initial
orientation of the potential migrants, as well dsrthe relevant Bangladeshi stakeholders, see

» Box 31: Good practice examples for skills and qualification recognition support in Germany

In Germany, the Service Center for Professional Rexgnition under the Ministry of
Education and Research Councilskilled workers abroad and supports them in |the
recognition proceduré.

What are the tasks of the Service Center for Profesonal Recognition (ZSBA)?
The ZSBA supplements the information provided byhéfkennung in Deutschland” and
explores in greater depth the initial counsellingvded by the hotline “Working and Living
in Germany”. The ZSBA undertakes, for example,ftlewing tasks in particular:
It advises on the process of the recognition proced

It supports applicants in determining the apprdpriaference occupation.

It clarifies with the applicants the federal statewhich they want to work and apply
(Location Counselling).

It helps applicants to put together the necessacyments.
It checks in advance whether the documents are ledenpand forwards them with the
Application for recognition to the competent auttyor
It provides information on residence permits inmection with the recognition procedure.

The ZSBA supports applications throughout the entgcognition procedure. For the
purpose of exchanging information, the ZSBA workighwhe competent authorities and
where required with the immigration authorities.eTASBA also provides informatian
regarding counselling provision in Germany, oppuoitias relating to training and about the
prospects on the German labour market. For thiworks together with the counselling
centres in the Network “Integration through Quahtion” (1Q).
The ZSBA is based at the Federal Employment Agen@A) Centre for International
Migration and Development (ZAV) in Bonn. It is bgifunded for an initial phase of four
years by the Federal Ministry of Education and Rede(BMBF).
To apply, candidates must have obtained a profeaktualification. This may be completed
vocational education and training or a completegtele They must submit the application
for recognition to the competent authority respblesifor them. The recognition finder
provides information about the necessary documehite cost of recognition differs
depending on the profession and the federal sadeerally speaking, recognition costs
between €200 and €600. In addition, there are aftests for translations, certifications,
compensation measures and refresher training. Thayealso be costs of travel if you need
to collect your documents in person from your copnf origin. The recognition procedufe
normally takes three to four months. In the reagirezognition notice, the candidate will pe
informed about the result of the process: full gggton (this means that the foreign
qualification is fully equivalent to the German ¢fieation), partial or no recognition. |
many cases there is no need for a recognitionpwdfin it may bring benefits. Candidates
may also complete additional training in Germarye Tompetent authority advises them on
different option®®.

185 https://wwwZanerkennung-in-deutschland@e/html/en/pro/service-center@hp

186 https://wwwZanerkennung-in-deutschland@e/html/en/pro/service-cente@hp#gs-3189-1888;
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- In the case of thegulated professionghe recognition procedure should be arranged lestwe

the EU MS recognition authorities and the Bangladede before the selection and departure.
Those candidates that meet the requirements caeléeted and then included in language-
and pre-departure integration training. The duratould vary according to the requirements
of the particular EU MS.

Step 6: Visa, contract and residence formalities

The visa regime depends on the arrangements ofpeattbular EU MS with regard to the Blue
Card holders and the regulated professions’ spsisal see the country-related information in
Chapter 2 above. Below, the example of Germanyengas an illustration.

In Germany:

» Highly skilled worker requirements: EU Blue Card Conditions: Applicant must have a
job offer in Germany or an employment contract vétminimum salary as per the New
Immigration law. Approval for employment by the leeal Employment Agency is
required. Duration: issued for the duration ofwwek contract and an additional 3 months
(maximum 4 years). Extending the validity of the EBrd is possible. After 33 months (or
21 moths with proof of minimum level of German laage skills) applicants may be
entitled to a settlement permit (permanent resideile).

* IT Professionals Scheme to facilitate work visa agizations for IT professionals with
a job offer. Possible residence permits: Residence permitualifeed employment, Blue
Card EU, Residence permit for other employment &aplicants with at least 3 years of
work experience).

» Jobseekers

For jobseekers with vocational or academic traimegpgnised in Germany: Holders of this
permit may work on trial for up to 10 hours per WweRequirements: visa for the purpose of
looking for a job; Conditions:

For applicants with vocational training: proof oé@an language skills is a requisite (at least
level B1). Applicants must show proof of being al@eover costs of living. Duration: may be
issued for up to 6 months without the possibilitgxtension. It is possible to re-apply for this
permit once applicant has spent an equal durabomad as the time spent in Germany while
seeking employment.

The FEG introduced, as well an accelerated skidbdur process to reduce the administrative
procedure before the skilled worker’s arrival inr@any. This procedure can also be used for
trainees and those wishing to complete a qualiboatSo far, however, the accelerated

procedure can only be initiated for a fee by busses that recruit abroad, not by the skilled
worker himself or herséff’.

87 Angenendt, Steffen, Nadine Knapp and David Kipp2Germany is Looking Por Foreign Laboui@How to
make recruitment development-orientated, sustainable and Bair, SWP Research Paper, March 2023,
Berlin
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In the case of Romania, the regime of posted wer&euld be interesting with regard to this
TP model:

Romanian labour legislation applies to third-coyntiationals posted directly from third
countries, except for the more favourable legal/igions in the country of origin. For intra-
corporate transfer workers posted from other EU lenstates to Romania, wages and other
working or employment conditions have to respectnBioian labour legislation and the
applicable collective agreements. To be postedd-tountry nationals must have been
employed in the posting undertaking or in undertgkibelonging to the same group for at least
six uninterrupted months, immediately prior to tla¢e of the application for the posting permit
for management and specialists, or at least thmegarrupted months for trainees. For posted
intra-corporate transfer workers, at least thresryef appropriate professional experience are
required for specialists, relevant to their fielofsactivity, techniges or management; for
trainees, graduation from a university study progree is necessal¥?.

Step 7: Welcome and adaptation package

In the CoD a variety of approaches and programmeggplicable to support newcomers in

adapting to the new working and living conditiombey may include measures like receiving
similar support, as the one provided to the citizef the CoD, when registered in the

employment offices, offering additional adaptaticaining, or support in labour-rights related

issues. The good integration package of Italy caeaidle as an inspiration for the future TP
model (see the section on Italy in Chapter 2). Soitiatives should become an indispensable
part of the whole TP model when designed in pastnps between the CoD and the CoO.

Step 8: Returning to the CoO - circular migration

This model may result both in long-term migratiow an circular migration, which means that
serious efforts should be made in the area ofmagtgrregular migrants back home.

Lessons learnt from the Korean and Japanese cdigpervath Bangladesh show that only
minimal financial support for returning of migramtorkers home is not sufficient. Also,
remittances sent during the work in the CoD aresnfficient as a trade-off.

These and existing reintegration schemes shouldudmel as a basis for a functional
reintegration scheme. Components of such may ieclpce-departure and after-arrival
assistance, counselling and training, but also aupjor the start of small business and
sustainable integration in society. Particularty, the ICT sector, working in the network of
businesses with operations both in Bangladeshtam&t MS (for example — outsourcing of
business segments from the EU to Bangladesh) roffgita good reintegration perspective.

4) Stakeholders and their roles

(i) Official bodies both from the countries of origin and of destioatiMinistries of Labour,
Public employment services, Ministries or otheribedn charge of regular migration. These

188 Felicia Rosioru@Romanialinteraction between Labour Law and Immigration regimesZETUI, Brussels,
20237
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official bodies are supposed to be in charge oiésy the modalities of the partnerships, the
implementation of most of the phases (directly,ttmough intermediary bodies) and the
monitoring process. It is important not only to Bahese bodies in place, but also to create
working formats for dialogue and multistakeholdeultinstakeholder engagement and
operational work.

(i) Recruitment Agencies

Usually, Recruitment Agencies from both sides pgréite in the model, particularly, in the
selection process.

(i) In Bangladesh: Field coordination centres, Migration Cells, Advisay centres or
similar, with official bodies representativesor their officially nominated partners from the
two sides (in the case with Germany - offices a& tBerman Chambers of Industry and
Commerce, external representation of GIZ etoy/or authorized by the two sides (EU MS
and Bangladesh) or other project specific bodieslavbe needed, as professional pre-selection
of relevant candidates for skilled workers showccbnducted. In case foreign language skills
required, test held by designated bodies shoulardpnised. In case recognition required, this
should be done according to the requirements ofdhiatry of destination and documentation
should be presented. Representatives of the emglgeticipate in the identification of the
need of short-term targeted professional trainitegydesign and possibly — its delivery in
cooperation with training centres.

(iv) In countries of destination: Recognition authorities, Visa application authesti
Integration services and networks, regional andlladministration, including linked to trade-
unions, covering the part of the migration cyclated to their responsibilities: issuing visa,
recognition procedures (if and when needed), ingshaf integration activities and ensuring
fair and decent employment.

5. Strengths of the model
- The model reduces the requirements for recogndiad language usage.

- It disassociates skills level from qualificationea many cases no formal qualification is
required. In such a way “skills first approach’ajgplicable.

- Mobility between jobs and employers is grantedGermany).

- Apart from being more flexible, the model is atsore supply oriented. It does not only cover
most in demand sectors and occupations. It alsotakayinto account all skills and experience
the worker coming to the country may have. Sogi@mple, in Germany, the employee may
take a job, for which (s)he has skills and comps#snnot only the ones, listed in his/her
gualification.

- Further focus on transformation-relevant sectocsupations and skills could be of a big
advantage for the model, for example — providingristerm training in high-tech, Al and
emerging technologies for better horizontal andie@r permeability between professions,
sectors and level of skills.
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- The role of employers is strengthened, such es thsponsibilities. In general terms, this
could be seen as an employer-led model, as ughallgmployers should have expressed their
needs to recruit skilled workers and usually —grsai Recruitment Agency to look for suitable
specialists.

- Bridging/intermediary organisations work in thield upon arrangement/approval of the
official institutions.

- If recognition is needed, the costs for it irstmodel are usually taken over by the employers.
In the case with the pilot projects of Italy, rendgpn is supposed to cost nothing for the
workers to be recruited.

7. Potential risks and stumbling blocks and how tde addressed

- There are a lot of ministries and other bodieslived - for establishing the framework
conditions, for completing the recognition procésscase of such), issuing visa etc. At the
same time, there are only limited field offices ewen pilot arrangements for supporting
activities already in the CoO. Some of the potdigtiaterested countries like Romania and
Greece do not have strong expertise in outsoureeitss in the CoO.

- The digitalization process for issuing visa il abt a comprehensive one, and only parts of
it might be digitized, or is in place only in somikthe federal states in Germany, for example
— for the case of specialists in health care. Tigéadization of the process for submitting
documents for recognition is just in its beginnpigase in most countries.

- The whole process from identifying potential netgted labour migrants to occupying a job
position can still take a couple of months. For ribeognition at least a few months — one to
three - are reserved.

- Employers may find the procedures too long andésts too high. Particularly, in the Italian

pilot project with Bangladesh, the employers pagilinole cost (ca. 1000 EUR per person for
identification, training and certification) with rguarantee that the trained workers will finally
arrive in Italy and if their training will be sulée for the work.

Potential resolution:

- Where it does not exist, the creation of a udifiéigration office/ministry at an EU MS level
could be suggested.

- On the ground, interface offices/intermediary iestmigration cells or teams could be
promoted and established.

- Digitalisation of the whole process could be ffert supported.

- According to an interviewed respondent: The pdoce should be designed in a way that
reflects the reality that (i) “There is no sucmtipias the ideal skilled worker for the respective
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EU MS”; (ii) “EU MS are in tough competition with other coungrifor attracting skilled
workers™ (iii) “Someone who wants to work in the CoD should feglloame and needetf®.

Concluding remarks
Summary:

This Talent Partnership model presents a smootisiamalified model, based on the philosophy
of the Blue Card Framework, which would allow faarigjladeshi highly skilled workers (with
skills and competences equal to at least level3iadrithe European Qualification Framework)
with or without possessing the respective qualiitzes to occupy working places, relevant to
their skills. Additional training in the format afhort courses/micro-credentials is needed
predominantly in cases where particular job-spedifigh-tech and new technologies — related
skills, digital and green skills and other “skidisthe future” are required. Recognition of skills
and qualifications is not compulsory (with the exien of regulated professions, where
recognition is compulsory). The model is relevamimty for specialists from the ICT sector,
well skilled workers from the construction sectéor(example — with extensive foreign
experience from previous assignments), as welbathe regulated professions of nurses and
caregivers. As there are highly skilled speciakd$® in other sectors and craft industries, and
as there are regulated professions also among theoould be as well applicable for
occupations among the construction sector, manwiagtand machine industry etc.

Features and advantages, relevant to the TP coaczpt

. For the country of origin (CoO): Eases burden on the labour market; Builds capacity in
futurerelated skills and competences; Transfer of funds (remittances); Potentially builds
knowledge/skills and networks, in the event of return migration;

. For the employees: Occupy attractive and deceri wositions, without further delays
and lengthy procedures;
. For the country of destination (CoD): Addresdesrage occupationattracts talents

Raises productivity and competences.

The model provides the fasted way for addressimggtage occupations in the CoD but is
strictly applicable only in cases of an existingpdus of the respective specialists in
Bangladesh. The model is suitable to all intereEgdviS.

The TP Model No.1 is perceived as a long-term nitgbbut also - for circular migration. This
means that integration programmes both in the Co@ia the CoO upon returning home
should be envisageBeyond this, particularly in the case of the ICE@plists, circulation
between the EU MS and between the EU MS and the i€@iade easier for them with the
latest amendments in the Directive, correspondirtpe higher mobility in the sector.

Beyond this, the model could be suitable for postedkers, particularly in publicly launched
construction works within the National Recovery &wekilience Plans.

89 Interview, Sabine Kotsch
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Recommendations:

- It would be recommendable to create a databaseotafing skilled workers/workers,
participating in circular migration with an optidor them to indicate if they would be
interested in another destination. There are famgte experienced construction workers
coming back to Bangladesh from the Gulf countrias perhaps interested to work in Europe.

- In the recruitment phase, it is recommendedtti@bperational teams from both sides — the
EU MS and the Bangladeshis side work together ¢émtitly the concrete occupations and
employers’ specific requirements. For this phatsis, iecommended that the candidates have
their professional profiles completed, so thatsblection process easily identifies what should
be added to their skills sets — upgraded or updated

Model 2: “Training and recognition in the country of destination”
Talent Partnership Model

The model builds on a traditional approach to ettfabour force from abroad and to offer
them either a full course of occupational trainmga compensatory/additional/adaptation
training up to the required skills or qualificatitavel or type in the CoD.

1) Type of potential labour migrants

(i) Historically, this model targets either younggple and/or people with basic/low skills or
initial vocational training, who would need vocatad training in the country of destination, in

many cases — to complete the full course of vonatitraining. In previous years, this type of
partnership was often aimed at attracting lowelleskior seasonal workers in the agriculture,
tourism, construction and similar. Also regulatedfessions, like nursing, took advantage of
such a model, in which case, training in the Cos wéfered to compensate for gaps in
gualification standards or training.

(ii) In recent days, the target group may covee@sd group of potential migrants: medium
and even highly skilled workers, who do not hawertigualifications fully recognized. The
model would help them achieve comparability aceaydito the skills/qualification
requirements in the CoD. Such mobility is suitdbleworkers who would like to move to the
CoD for long-term purposes and not only work, debantegrate. In Germany, for example,
the entry into country in such a case would beeeitbr qualification measures or as a part of
the so-called ‘recognition partnership”.

In the particular case of Bangladesh, the targetgmvould be skilled/semiskilled workers
who are ready to move to an EU MS and get theifegsional experience or qualification
recognized, after a compensatory training offetestd. The model is suitable for specialists
from non-regulated professions. Particularly, oeatigms from the craft sector could be
relevant here. A second path could be reservedefoporary/shorter-term employment, as
there is such need as well in the CoD, for exampteltaly and Greece.
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2) Skills/Qualification level

The potential migrants might not be very highlyllski and not even possess a vocational
gualification.

3) Activities foreseen (Process)

The TP should be based on the existing pilot ptsjechich usually identify potential migrants
across the partner countries with professionanitngi, expertise and/or qualification.

The specificity of the model, applying the paradighthe TP, shows the following features:
Step 1: Official/legal/bilateral arrangements

The partnership is usually based on a bilateraemgent between the two sides — the CoO and
the CoD.

Step 2: Information sharing

Shortage occupations and prospective sectors sheutientified from the two sides: EU MS
and Bangladesh. The closer to the recruitment pgydbe more targeted the identification of
the corresponding occupations would be.

Steps 3-4. Pre-selection and pre-departure requireemts

In Germany, there is a special pathway to enrduch a scheme: potential labour migrants
can enter the country either to complete a qualifbmn measure (Section 16 d (1) AufenthG)
or as part of a recognition partnership (Section 18) Aufenthg.

Third country nationals registered in a qualifioatiprogramme in Germany to acquire the
missing skills may apply for this permit. For agglnts in unregulated professions, it is also
possible to acquire the missing skills by workisgasskilled worker in the intended profession
(no time restriction). A job offer and training plare needed. As stated in the part on Germany
above, conditions are: recognition certificate, l&2el of German language skills, proof of
enrolment in a qualifying training program, andgfrof financial means. It is possible to work
while completing the qualification programme (fqr o 10 hours).

For such a scheme to work, a jointly developeddaearture package, containing a training
and job offer and migration path from the side ttg CoD in cooperation with recruitment
agencies from both sides and the relevant autbsriiom the Bangladeshi side would be
suitable.

The “Recognition-Partnership” makes it possibleotatain a residence permit to pursue
gualified employment and to carry out the necesszgggnition procedure only after entry. In
contrast to the previous options for carrying oudldication measures, in this case it is not
necessary to initiate a recognition procedure ohdawe a certificate of partial equivalence
before entering the country. The granting of a \8danked to the obligation of the prospective
skilled worker and the employer to apply for rectign after entry and to actively pursue the
procedure. The basic requirements for the recagnipartnership are, in addition to the
employment contract, the existence of a professoumaification that has required at least two
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years of training or a university degree - bottwbich must be recognized by the respective
country of training - as well as German languagtsséat level A2. The residence permit is
usually issued for one year and can be extendeapfto three years.

For the scheme to work, usually language skillseatel A2 (the language of the CoD) are a
requirement (in some cases — even lower). In cB#ateral arrangements, language training
should be part of the pre-departure activitiesywalf as - integration or cultural-orientation
courses.

Step 5. Training in the CoD

During this phase, skilled workers receive eithdull course of occupational training (in
Germany often this is dual training) or an addiéiblanguage and technical training. There
should be as well social integration measurestegnate these workers into the host country’s
labour market.

The example of the German - Moroccan PartnersHipabgives an example of a full course
of training.

» Box 32: German - Moroccan Partnership for Training and Skilled Worker Recruitment

On behalf of the Moroccan National Agency for therRotion of Employment and Skills
(ANAPEC), and in cooperation with the German Ho#gld Restaurant Association
(DEHOGA) of Bavaria and Thuringia and the Bavarfatate Association of Bavarign
Construction Guilds (LBB), GIZ is focusing on traig young Moroccans for the German
labour market. The project is carried out underahgpices of GIZ's private-sector divisign,
International Services, and is financed by the W&#ank through the MENA Transitign
Fund. The project aims to address skills shortag€dermany’s restaurant and hospitality
industry as well as its construction sector by uiitrg workers in Morocco and training
them in Germany. Closely involved in the projedy PEC is responsible for the selectipn
process in Morocco. ANAPEC also receives adviceirstitutional matters aimed at
strengthening its international outreach capaeditAt the same time, G1Z identifies suitaple
companies in Germany able to provide training arrdnges for binding employment
contracts. The participants then attend a Germaguiage course and integration courses in
Morocco. Once they’ve arrived in Germany, theytstagir dual training, which consists pf
on-the-job training at a company and classes atational school, which means they have
a good chance of being hired long-term by the Garommpany where they've trained at.
In its first phase, the project focused exclusivatythe hospitality sector and involved a total
of 108 trainees. In August 2019, a new cohort d¥ fr@inees joined the program. These
individuals are now engaged in two to three-yearational training courses in Germany,
with half of them working in the hospitality sect@nd the other half in the constructipn
sector. As a model that provides comprehensivaitrgifor its participants, the partnership
is designed to foster permanent migra'®.
In Italy, the newly arrived immigrants but also @uatial migrant workers can participate in
programmes, consisting of language courses, cidiec&ion, vocational training. Short
apprenticeship-type of programmes, lasting up xonsonths, are offered by regions and

provinces and implemented by contracted enterpriEaential migrant workers may apply for

190 https://wwwigizle/en/mediacenter/68745html
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these programmes while still in their origin couedrif they have knowledge of the Italian
language and can obtain a permit of residencetfiolygpurposes, within the annual quota for
migration, “Decreto Flussi.”

In Romania, work permits for trainees are issudg tmlegally residing persons, for a fixed-
term traineeship (up to six months, non-extendad@pling third-country nationals to obtain
a professional qualification or to improve professil training, linguistic and cultural
knowledge.

Step 6. Recognition

Within Germany’s form of federalism, individual t#a are responsible for handling
recognition procedures, which means that the réigu and bureaucratic processes applied
in each state can vary. Often a rather time-consgrprocess, recognition procedures have
been an obstacle in attracting foreign skilled veosk A key goal of the recently introduced
Skilled Workers Immigration Act is thus to simplifgcognition procedures. A partnership
between employers (and their organisations) andreékpective recognition authority (per
sector, federal state etc.) would smoothen thegsac

In Romania, labour migrants could get their skallel competence recognised in one of the 37
fully functioning local assessment centres thatld¢olidate prior learning of candidates,
mainly in services, construction and agricultuedds of learning, up to NQF level 3. In case,
a bilateral agreement is signed with Banglades vibuld be one of the possible options for
Bangladeshi workers to get their professional skitid experience recognised.

Step 6: Visa, contract and residence formalities

The visa regime depends on the arrangements of ggaticular EU MS — see the country-
related information in Chapter 2 above).

Step 7: Welcome and adaptation package

As the model has at its heart providing trainingtfe labour migrants, this is the core activity
in the CoD. An important step is to identify a iag organization and in the case with dual
training — a training company. This should be pravaged already during the pre-departure
phase, in order to offer a regular migration chaoogesponding to the idea of the TP Model:
training, recognition and decent employment. Altliéidnal integration measures, similar to
those in TP Model 1, should be applicable alsor®iModel 2.

Step 8: Returning to the CoO - circular migration

As the model may cover two groups of potential mugs — there are two variants in it. One is
traditionally linked to the short-term migratiorofn the past, that rather focuses on temporary
employment or circular migration with (some of) thegrants, returning back to their homes.

The second version is focused on long-term or peemiamigration.
In the two versions the benefits of the CoO aréedkht. Under the first option, focusing on

temporary or circular migration, the CoO receivaskba higher-skilled labour force. GIZ is

150



EU-Bangladesh Talent Partnership Programme Preparatory Assessments

applying this model in the restaurant and hospytalector and has begun to apply it more
recently in Morocco’s construction sector.

In the second version, stemming from programmaes bémefits for the CoO consist in the
relief of the labour market and the remittances hemé?®.

4) Stakeholders and their roles

(i) Official bodies both from the countries of origin and of destioatiMinistries of Labour,
Public employment services, Ministries or other ibedin charge of legal migration,
Recognition bodies etc. These official bodies angpssed to be in charge of designing the
modalities of the partnerships.

(i) Recruitment Agencies

Usually private Recruitment Agencies from both sigarticipate in the selection process.

(i) In Bangladesh: Employment agencies, Field coordination centres, Mration Cells,
Advisory centres or similar, with official bodies representatives, participating in them.
Those participate in the selection process anchgimg pre-departure formalities. Foreign
language training should be as well organised mpecation with language institutes of the
CoD for example.

(iv) In Countries of destination: Recognition authorities, Visa application authesti
Training institutions, Employers and their orgatimas, Welcome and integration centres etc.
These institutions are in charge of the trainingva®s, recognition procedures and the
integration programme and further services accgrtbrtheir responsibilities.

5) Strengths of the model

- This approach has the advantage that the coarufierigin lose fewer amount of skilled

labour (brain drain) or the human capital investi@ssociated with such labour (fiscal drain).
Instead, the country of destination (or the empisybkere) invests in the training of the new
workers for them to become higher skilled. In thesaibed model of training Moroccan

workers to work in the hospitality sector in Germathe industry associations are involved in
an operational capacity, which is a notable inniovat

- This approach also avoids the risk of workersnigeinderemployment and the considerable
frustration that often accompanies the recognitimcedure¥?.

6) Potential risks and stumbling blocks and how tde addressed

- There are significant operational costs assatiaféh the vocational and language training,
as well as social integration measures. The suctéss approach depends on the willingness
of employers to invest in such programs. They walddo, in cases of skills shortages and if
there is a perspective for return of investmenthictv means for the skilled workers to stay
longer. Temporary models that rely on skilled wesketurning to their country of origin (i.e.,
circular migration), tend not to pay off for empéyg.

191 Bertelsmann Foundation@Fostering transnational skills partnerships in Germany2Policy Brie
Migration, May 2020
92 jdem
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- It is unclear whether industrial associations angployers themselves will be willing to take
over the costs of such programmes, initially funtdgdionors and international organisations
(like the EU, the World Bank etc.), particularlyfef longer term trainings.

- In addition to this, in the cases, where a fyitle of vocational training is offered (3-3.5
years) these are programs of lengthy duration, hvbften leads to high dropout rate, which
negatively affects the total cost calculation affsprogram¥=.

- In Germany, with the new “corridor” opened fortg@atial labour migrants with mid-level
qualifications, it is still not clear if this wiitimulate such workers to use it.

-Research suggests that there should be coordinaggation and labour migration projects
in place, in order to make the model wifk

Concluding remarks
Summary:

The Model targets those that would need to folldwllg-fledged (often — an apprenticeship —
type of training), partial qualification training top up their skills set with additional training
in the destination country before being alloweddquire/recognise a degree or a qualification
and to enter the labour market. It is relevanttfmrse skilled migrant workers who need to
show a comparability of their degree obtained atdbuntry of origin or upgrade their skills
against the standards required in the destinabontcy. The model is based on the traditional
approach for following training in the CoD up tetparticular requirements.

Features and advantages, relevant to the TP coaczpt

* For the country of origin (CoO): Eases burden on the labour market; Builds skills and
competences of the workforce, which can be used in the CoO in case of circular migration;
Pre-departure training may also raise capacityashektic institutions to better prepare
future labour migrants; Transfer of funds (remittances); Potentially builds knowledge/skills
and networks, in the event of return migration;

* For the employees: Possibilities for working whitaining (in case of apprenticeships
schemes and beyond thenmaceording to the new legislative arrangements in Germany);
Avoiding the risk of remaining unemployed or hiffed positions that require lower skills
and qualifications.

* For the country of destination (CoD): Addressin@rsdige occupations on a long-term
basis, as the model enhances the skills pool aicgptd the specific requirements of the
country.

The model offers a longer way for occupying a fdkition yet offers all preconditions for a

decent job with all benefits, similar to the citizeof the CoD. The model is suitable for a
permanent or long-term migration, although theeeeastamples across the countries of circular
migration too, especially in the case of youthairing and exchange. The model is most
suitable for Italy and Germany, which are CoD favstof the labour migrants, for reasons

193 idem
%4 idem
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linked to attractive salaries, bigger Bangladeshmmunities, and previous experience in
accommodating such groups of labour migrants, anneaig important ones.

This Talent Partnerships model is based on trawitiskills and migration cooperation models.
Particularly, in Germany, the dual system attracigkers, who would like to receive a German
gualification that qualify them for a job positievith equal opportunities with the domestic
workforce. With the new amendments in the Germamifgnation Law, the attractivity of
obtaining a full German qualification is coupledhwihe opportunity to work and earn at the
same time, for example, in the existing schemesgoognition of qualification.

The model could be as well applicable for Romaagsa good network of recognition and
validation centres is operating. In addition testhn case of concluding a bilateral Romania-
Bangladesh agreement, it could be considered hiatiethodology (see above in the part on
Romania) for certifying of professional trainingveos as well accredited/authorized training
centres from Bangladesh.

In Italy and Greece, the model would be applicahldhe case of temporary/short-term
employment, with offering just adaptation trainiiog the specific working place.

Usually, pre-departure selection of interested iappts is coupled with identification of met
requirements and preconditions and/or offering taual pre-departure training in foreign
language and integration. More work should be ddrike CoD, where a job and training offer
should be in place.

Recommendations:

Substantial work in bringing many stakeholders wugktogether in the CoD should be
ensured: training organisations, employers and trganisations, recognition authorities, visa
and migration authorities, labour market offices.

Enhancing the opportunities to work and earn atithe when training is a good motivation
for the migrants aiming at a long-term mobility antegration in the country of destination.

Model 3: Talent Partnership for vocational education and training in
the Country of Origin

The model is the closest one to the Michael Clemendel on Global Skill PartnershigfSee
in Chapter 1 above) and to the ‘triple-win’ paradigvhich calls on migration policy to meet
the needs of destination countries, countries igimand migrants.

The model is applicable for sectors where theweshortage in the occupation in the EU Ms
and at the same time — potential for economic gnoavid development in the countries of
origin, in this case — Bangladesh. All studied sexctn Volume | have such a potential: ICT
sector, construction, tourism and hospitality, trezlre, transport and agriculture. Although out
of the scope of the study, the textile sector pg@mising one, as it has strong traditions in
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Bangladesh, and manufacturing — as it has prospadiast development with the integration
of digitalisation and Al.

Germany with its development agency, GIZ (Gesedlfidiir Internationalle Zusammenarbeit)
has piloted the main activities of the model in snaountries around the world. Other EU
Member States and further countries as well appt®adnain principles, including in their
partnerships with Bangladesh (See the example efJdpan - Bangladesh partnership in
training nurses above).

1) Type of potential labour migrants

This model targets young and/or semi-skilled omevet skilled people, by providing training
activities in the country of origin (CoO). Trainiagtivities are designed to begin before skilled
workers are recruited.

2) Skills/Qualification level

The potential migrants might not be very highlyllski and even not have a vocational
qualification. Particularly, occupations from theft sector could be considered here. The
model would be suitable as well for lower level kiftaations according to the EQF, as the
envisaged training is supposed not to last veryg kon acquiring the requested level of skills
and competences.

3) Activities foreseen (Process)

The TP should be based on the existing pilot ptejdtat identify economic sectors and sector
occupations of mutual interest of the partners taes (countries of origin and countries of
destination), which could equally benefit from &kdlevelopment activities.

The specificity of the model, applying the paradighthe TP, shows the following features:
Step 1: Official/legal/bilateral arrangements

Like in any Global Skills Partnerships-like modégstination countries invest in an origin
country’s VET infrastructure and training capacity develop skill creation programs for
occupations that are in high demand in both coesitiihe model relies on a previously reached
Partnership agreement (or similar), in which alblpriand private actors involved agree in
advance on the basic framework conditions and ¢odis shared.

Step 2: Information sharing

Shortage occupations and prospective sectors sbheulientified from the two sides: EU MS
and Bangladesh. As occupational and qualificattandards are not directly transferable and
compatible, mapping and assessment analyses sheuldidertaken, as well as — extensive
adaptations of training standards and curriculahirig needéed®.

Step 3-4: Pre-selection and pre-departure training

195 Bertelsmann Foundation@Fostering transnational skills partnerships in Germany2Policy Brie
Migration, May 2020
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The interested parties from the two sides showddtifly potential participants in the schemes
under the model according to the characteristite@fmodel, specified under point 1 and point
2.

According to the theory of the model, two-trackinnag program should be developed that
includes a “home” track targeting the creation kified workers who plan to remain in their
country of origin, and an “away” track with thosé&aevplan to work abroad. It is expected for
the migration-oriented track to be more cost intendecause it includes, in addition to
technical training, other modules such as languem&ses and pre-integration courses.
However, training a skilled worker in the countfyooigin is expected to be considerably less
expensive than training the same worker in theimsdn country. This efficiency makes it
possible, at least in theory to finance a parheffuture training programs for skilled workers
who stay in the country of origin. Global Skill Rarships thus offer a cost-efficient means of
creating skilled workers for both CoD and CoO, wtlal the same time support VET systems
in CoO and foster transfer of know-how in both diiens.

For this to happen, in advance, the following needse done: Mapping of the requirements
for the professions across the EU MSs and Bangladesh; Joint identification and definition of
competency standards, curricula and modalitiesanhing Training should be delivered in
cooperation with EU interested employers, trainorganisations and the corresponding
partners on the Bangladesh side. Joint diplomae doralification or partial or full qualification
of the CoD could be envisaged. The commonly ideatiturricula and conducted training
should result in avoiding further recognition prdaees in the CoD.

For the departing part of the specialists addifidreaning — foreign language and cultural
awareness training should be delivered.

Close to the model is the newly established legajration channel in Italy, becoming
operational as from summer of 2023, see Box 33vbalul also section 2.2 of Chapter 2.

» Box 33: Italian scheme of training potential labour migrants in the country of origin

As an alternative to the quota system, since thanser of 2023 when specific Guidelif¥s
of the Italian MLSP have been developed, some mitojects started testing them. The
Directorate General of Immigration and Integraffmiicies of the Italian Ministry of Labour

and Social Policies (MLSP) has issued the Guidslinedefine implementation modes gnd
set criteria for the evaluation (by MLPS) of vooatal and civic-linguistic training programs

in countries of origin or countries of first asylwntransit for refugees. For civic-linguistic

training, the attainment of at least the languayell Al is required, to be ascertained|by
passing an Italian language proficiency test, agathby the training provider and structured
in accordance with the parameters adopted by th#ication bodies®’. For vocationa
training, skills acquired in the training coursdlwe tested in a final examination. Thase
who successfully complete the final examinationl sk issued with a certificate of
attendance, indicating the knowledge and skillsuaed, rderring to the Economic ar

1% Guidelines implementation modalities Bor vocational and civic-linguistic training programs and criteria
or their evaluation pursuant to article 23 olZllegislative decree no286 olZljuly 25, 1998, 2023 Document
approved onJune 23, 2023 by the Services ConlZrence convened by Directorial Decree NoZ17 olMarch
30, 2023; Directorate General olmmigration and Integration Policies

197 Relerred to in Article 4, Paragraph 1, Letter A othe Interministerial Decree oZDecember 7, 2021
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Professional Sectors (SEPs) and to the Activityg8r@ADAS) into which the “Atlas of Wor
and Qualifications”.

Under this scheme, the Italy WorkAgency, which iplacement company that supparts
labour mobility of skilled workers in Bangladeshddimks them to factories in Italy started
a new project. The Agency sees itself as a bridémectpr between Italian employers and
Bangladeshi workers. Their first experience witm@adesh was to organize the recruitment
of 20 Bangladeshi workers for the Italian textifeluistry in the framework of supplying
foreign workers within the quota system (through Erecreto Flussi). A second pilot project
Is underway for a bigger group of workers, afteingeapproved by the Italian Ministry of
Labour and Social Policies (MLSP). These are ptsjddven and paid by the employers in
Italy, seen as an alternative of the quota sysiEmey are implemented in line with the
Guidelines, issued in July 2023 by the Italian MLSP

The following training is supposed to be providedBangladesh:
Language: Italian level A1 with a certification. fietience shows that 100 classes in Italian
is not sufficient. For a future project, 200 to 308sses will be offered in cooperation wjth
the University of Siena to reach level A1. Addiidfanguage training could be provided as
well in Italy.
Technical training: This training on required teicdah skills is supposed to be provided as a
joint venture exercise between the ITALBANGLA andREENLAND, which are the
partners on the ground. Those are also recruitimgpanies. GREENLAND has a training
school in the sector of construction. Certificatgwes through a training company that has
the right to issue vocational certificates. Techhiskills are mostly required for using
machines and technology, in place in Italy. Suckhires are to be delivered in Bangladesh
in order to conduct the training on th&fh

Step 5. Recognition

Lessons learnt show that program participants wdaeldefit from a sort of a certification
process, “soft” recognition procedure or simil&elin the case with Italy should be provided
and no further recognition proceed should be cotredum the CoO. In the Italian Scenario,
according to the Guidelines, skills acquired intbeational training course will be tested in a
final examination, which end with a certificate attendance, indicating the knowledge and
skills acquired, referring to the Economic and Bssfonal Sectors (SEPs) and to the Activity
Areas (ADAs) into which the “Atlas of Work and Qumlations” (see also above in Chapter
2). The rationale for this is that the trainingeigected to be delivered according to the CoD
requirements. Once this is being accomplished @yreathe pre-departure phase, in the CoO,
this will spare enormous time and organization&breineeded to complete the recognition
process in the CoD.

In the German case, Chambers and associations Iswe responsible for recognising
qualifications. Under the Professional QualificasAssessment Act (BQFG), chambers are
the appropriate authority for verifying equivalerfoe (semi) skilled jobs in the dual system
(unregulated occupations) as well as for the odinipathey have been assigned: the regional
Chambers of Crafts are responsible for skilledtsrafhile the central IHK Foreign Skills

198 Interview, representatives oZWorkAgency ltaly, 25322024
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Approval (IHK FOSA) is responsible for the more nh250 IHK-regulated training
occupations. Thus, Chambers and associations cudly well-conceived assessments of
practical experience and professional skifls

Steps 6-8 are similar to Model No. 1:

4) Stakeholders and their roles

The model relies on bringing together a broad spetiof actors from both countries. The
expectations are that after an initial pilot phake,model could become self-sustainable.

(i) Official bodies both from the countries of origin and of destioatiMinistries of Labour,
Public employment services, Ministries or other ibedin charge of legal migration,
Recognition bodies etc. These official bodies angpssed to be in charge of designing the
modalities of the partnerships.

(i) In Bangladesh: Field coordination centers, Migration Cells, Advisoy centers or
similar, with official bodies representativesin line with the legislation and the requirements
from the CoD, and in agreement with Bangladeshhaities, it should be arranged whose
responsibility the training and certification is,\&ell as — the whole monitoring of the process.
There are different models in place: Foreign laggsacould be provided by Bangladeshi
schools and universities, in case of preparediestwr by cultural institutes of the CoO, or at
least — certified by them. Vocational training prammes should be commonly designed by
the two sides, after agreeing on the skills setscmricula, and provision could be delivered
either by the Bangladeshi training centres understipervision of bodies of the CoD, or as a
joint venture and also — with the participatioreafployers from the CoD.

(i) In the countries of destination: Visa applicdion authorities, Training institutions,
Employers and their organisations, Welcome and inggation centres etc.

Training and certification institutions in the Co&ls well as employers and their organisation
should participate in the design of the curricutal @raining programme, as well as in the
certification/recognition process.

(iv) Recruitment Agencies

Usually, private Recruitment Agencies from bothesigarticipate in the selection process and
in arranging administrative procedures. Some ahtleeuld have also coordination functions
in finding relevant partners on the ground and migiag their work according to the respective
requirements of the national legislation or the ding programme (see the Italan
WorkAgency).

4. Strengths of the model

- The model is well known across the countries fikermany and Bangladesh. This would
allow building on the traditions and lessons leaantl avoiding identified deficits and
shortcomings.

%% Angenendt, Steffen, Nadine Knapp and David Kipp@Germany is Looking Bbr Foreign Labouf@How to
make recruitment development-orientated, sustainable and Bair, SWP Research Paper, March 2023,
Berlin
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- The model has pronounced characteristics of antdPartnerships model, as it strongly
contributes to the development of the labour maaket the skills development systems both
in the CoO and the CoD.

- Vocational training that is aligned with highdantérnational) standards also improves
opportunities for employment in the domestic labamarket.

- Bridging/intermediary organisations’ work in thield upon arrangement/approval of the
official institutions is another feature. The ltali pilot project, referred to above was pre-
approved by the MLSP, Ministry of Education, Mimysof Interior, Ministry of Foreign Affairs
and International Cooperation, and is being activalpported by the Italian Embassy in
Dhaka. In such a way, at least on the groundpglbirtant Italian stakeholders act together.

- There is as well, cooperation between the stdkeh®from the two sides.

- At the same time, these partnerships open uplegal pathways for skilled workers who are
willing to leave their home country and whose j&lls match those needed in the destination
country’s labour market.

- The model is suitable as well for low-level gfiahtions according to the EQF. Such are in
demand in all four EU MS, and the new legislatiorGermany puts a particular emphasis on
this group of workers.

- The model is particularly suitable for a type “of-company training” of multinational
companies. They provide uniform technical trainvith some variations according to the local
market, see Box 34.

» Box 34: Examples of in-company training projects, to be considered in TP models

1. The example of the Porsche Training and recentnCentre in Manila, the Philippines:
Facing skilled labour shortages in its foreign ne#sk Porsche has created its own training
centres for mechatronics engineers, who are tramédeir home country. These workers

are then employed in several Porsche factoriesad¢he globe, mainly in the Middle East.

The project, which is carried out together with @aholic NGO Don Bosco Mondo, focuses

on helping disadvantaged youth lift themselves @upoverty by providing vocational
training and employment at Porsche. Innovative emst-effective, the program features
digital and multilingual education modules.
2. Similar approaches are being applied in themational B2B and B2C services, in fintech
industries etc. which helps creating an internaiquool of skilled labour that could be
employed anywhere in the world and this contribtwesising the general skills level in the
respective countries — be it the CoO or the CoD.
3. Recently, following the adoption of the UN Glblompact for Migration, the Federal
Ministry for Economic Cooperation and DevelopmerBMg) started using the
development-policy potential and international cefitpve advantage generated in recent
year by GIZ, its subordinate implementing organaratin two new BMZ projects that
address regular labour migration in the sense etriple win: One is a project co-funded
through the EU Trust Fund, which aims to creatallegigration pathways by offering
vocational training in Morocco, Tunisia and Egygbie other is the Partnership Approaches
for Development-Oriented Vocational-Training andbbar Migration project, which is
intended to make a cross-regional contributioneeetbpment-oriented vocational-training
and labwr migration in the pilot countries of Ecuador, Matig, Nigeria and Pakiste
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4. Shortcomings and potential risks

- The model relies on the cooperation commitmerthefCoD and CoO and depends on the
willingness and motivation of the employers to jggrate.

- Coordination potential of the intermediary orgaations is crucial for the scheme to succeed.
In the Italian pilot project, actors like trainisghools in Bangladesh in cooperation with Italian
language and VET training programmes and the ratamatitutions should work together and
design and provide the training and certify thaitssaccording to the needs of the employers.
- As many of the activities are privately run, gammmunication with the official authorities
in the CoD is needed, in order to ensure smootbegahares. The latter and the “bureaucracy”
are seen as serious challenges by the intervietakdroldet®.

Concluding remarks

This model targets young and/or skilled or semilestfliworkers by offering relevant training
activities in the country of origin prior to moviradproad (technical, foreign languages, cultural
awareness and civic competences, or similar).igwviy, the skilled worker fulfils already all
necessary requirements already in the countryigiropefore they get recruited by companies
in the destination country. Recognition, validation sort of a recognised by the future
employer certification comes in addition to theirtiag, so that no further recognition
procedures are needed in the CoD.

Features and advantages, relevant to the TP coaczpt

* For the country of origin (CoO): Eases burden on the labour market; Builds capacity in
vocational education and training and skills depeient in the CoD to better prepare
domestic labour force and future labour migrants; Transfer of funds (remittances);
Potentially builds knowledge/skills and networks, in the event of return migration;

* For the employees: Prevents travelling to the Coth wo relevant skills and recognised
qualification and being trapped in precarious situations; Ensures upgrading skills and
competences in the familiar circumstances of CoO; Limited risks for not responding to the
requirements of the employers in the CoD. All watkconditions previously defined and
agreed upon, before leaving the country.

* For the country of destination (CoD): Addressingllskshortages according to the
requirements of the employe#fs/oiding the risks to get employees with not copasding
skills.

The model relies as well on the successful pilojgats of Bangladesh with South Korea and
Japan, which is a good starting point for buildorgknown experience. The Model No 3 is
seen as a promising channel for regular labour atigr, particularly in Germany and Italy,
because it is suitable for countries with expergeeand intermediary bodies in development
cooperation. In case of a common EU-led approamimtcies like Romania and Greece could
join. The model is as well applicable in case eEampany training and posted workers — in
such a case — for all interested countries.

200 Interview, representatives o@WorkAgency ltaly, 25322024
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The Talent Partnerships models at a glance

There is a broad understanding and agreement onntpertant fundamentals, principal
characteristics and main functionalities of theeptial Talent Partnerships models. The Talent
Partnerships (TP) are expected to meet at the ramitme following pressing needs: on one
hand — to address the EU MS skills shortages hoe-$erm and on the other hand — to avoid
brain drain and even more — to contribute to theslibgpment of the skills context and talent
pool in Bangladesh itself. The TP are in line wiftb understanding, that labour migration not
only has economic benefits, but also improves dvergration management as it helps to
strengthen the cooperation with countries of oragd transit, including with the aim to reduce
irregular migration. They should be beneficial &k participating parties and contribute to
addressing existing challenges linked to skillsell@wment and shortages, labour market and
decent employment opportunities, sustainable deweémt and growth of economy. Such an
approach reflects a triple-win perspective: i) duimg labour force to destination countries, ii)
reducing domestic unemployment rates, earning tenués through Overseas Bangladeshis
and ensuring skills and economy development, ahdbringing about benefits to migrants
themselves and their families, offering good anid émployment perspectives home and
abroad. These main characteristics of the conde@abal Skills Partnerships are present,
although not in equal proportions in all thiedent Partnerships models.

The first Model has a stronger focus on the finanespect (highly skilled workers, who
receive high salaries and would be able to senk f@gittances to their own countries) and
the third Model - has the strongest focus on skiflgelopment and capacity building.

The second model relies on a stronger traditiod,tha third has still to prove its practicality,
although in some bilateral cooperation projects aiivantages have already been validated.
The first model focuses on some emerging conceq@sdkills first approach” and “applying
recognition only when necessary” and still hasrtwvp its strengths.

While TPs of the first and second type are prilgazdncerned with labour-market shortages
in the destination country, the third type seeksnttch similar patterns of skilled-worker
demand in destination and origin countries. Thusgmrecruiting qualified skilled workers,
programs of type 1 TP try to ensure that the paaoentry has a surplus of such workers who
lack job opportunities on that country’s domesticdur markets. The third model, by contrast,
seeks to expand the pool of skilled labour in bodntner countries (ultimately aiming at
achieving “brain gain”).

All three TP Models would depend very much on tttéva role of the employers, efficient and

if possible — digitalised administrative proceduymasstainable funding sources, good working
cooperation mechanisms between all involved stdken®and sound political framewdPk

The TP can function only in the presence of sudfitidemand by companies. In order to ensure
that this is the case, such programs should faaitially on occupations that are currently
experiencing a labour shortage, or which are exgeitt do so in the future. That is why they

201 Bertelsmann Foundation@Fostering transnational skills partnerships in Germany@Policy Briel
Migration, May 2020
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should be designed and implemented as demand-driesponsive, agile and cost-effective
programmes. They should be relevant and usefulit@te companies/ private recruitment
agencies/ private training centres, while engaging developing GoB TVET centres &
institutions on a long-term basis. TP models shdaldlitate bilateral multi-stakeholder
partnerships with basis both in Bangladesh anEtheMS destination countries and seek to
raise awareness with companies and recruitmentcagean transparent, trusted and efficient
ways of third country skilled labour recruitment.

The TP models promise to realize synergies inrdaaihg and recruitment of skilled workers
that benefit all stakeholders. However, experiestoews that due to high operational costs,
they often suffer from an unfavourable cost-benkfito if they prove unable to scale the
number of participants rapidly. In fact, there pegticularly the initial investments in small
pilot projects that are large in relation to thentner of graduates generated. In the future, one
solution for the cost-intensive startup financimgllc be public-private partnerships, a mixed-
finance approach involving the state, private seettities and civil society organizations plus
multi-country and/or even — regional (EU?) schemes.

Public funds could be used to support the desiggestthe evaluation of model projects by
research teams, and any accompanying capacityitgilcheasures within the partner
countries’ VET systems. This has already beenake o several pilot projects in North Africa,
which have been funded using EU or World Bank resesi Public-sector support is also
particularly important in the development of langedearning programs abroad, which
account for a significant portion of the overalst In many countries of origin, the languages
of the potential CoD are not widely spoken, andjlaage institutes like Goethe Institut are not
available everywhere. At the same time, the lacksofficient local language-teaching
capacities can make it more difficult for progransme scale and can hamper recognition
process. On the other hand - to the extent possitdeemployer doing the hiring should cover
additional costs associated with the vocationahing for the skilled workers who will be
coming to the EU MS. This can be regarded as amesinvent in the company’s skilled
workforce. Here, the funding model for GIZ’s tripdén program, which relies on a placement
fee paid by the interested employer, appears péatlg sustainable. This approach will be
implemented also in the private companies drivaliaih project with Bangladesh.

Last but not least — all three TP Models dependasious socio-political factors in the EU MS
such as political priorities and climate of theai®ing country, migration and integration
sensitiveness and preparedness of societies, khemd engagement of businesses and the
strong voice of workers representatives in commodilscussing and designing labour
migration policies and the effectiveness of develept cooperation policies in making use of
the advantages of the mutual beneficial partnesshiph other countries.
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Table 2: An overview of the TP Models

Description of the
model
Target group

Training
activities

Recognition

Characteristics

TP model 1
TP on highly skilled workers

Highly skilled workers (ICT,

construction, regulated professic

Pre-departure, in the CoO: short-

term, adaptation training

- Language training

- Intercultural

- Technical (from the type of Micro
credentials

Only if needed; compulsory for

regulated professions, if possible —

procedures to start in the C

» Based on the philosophy of the
Blue Card Framework with or
without possessing the respective
qualifications:

- Promoting “first skills” approach

- Recognition of skills and

qualifications is not compulsory
(except for regulated profession

« Strong role and responsibilities of
the employers; employer-led
model: the employers should haw
expressed their needs and shoulc
accept the foreign worker as one
that corresponds to the skills
requirement:

TP model 2 TP model 3
TP on Training and Recognition in the TP on VET training in the CoO
CoD
Young people and low-middle or semi Semi-skilled/not skilled
skilled worker:
- Pre-departure preparatory training ir - Pre-departure training in the CoO:

the CoO; - Language
- Full or compensatory training to reac - VET
requested skills level at the CoD - Intercultural training
Recognition in the CoD Recognition/Certification — in the CoO
Or

Validation/recognitior— in the CoL
- Traditional approach for following - Targets young and/or skilled or semi-

training to top up labour migrants’ skilled workers by offering relevant
skills in the CoD (including training activities in the CoO prior to
apprenticeships) moving abroad.
- Targeting comparability of degree - Training activities in the CoO, provided
obtained at the CoO and/or in cooperation:
opportunities to upgrade their skills - after skills mapping, addressing both
against the standards required in the skills shortages in CoD and skills
CoD development in prospective sectors in
« Possibilities for working while CoO
studying - covering foreign language, vocational
+ A longer way of occupying a full training, cultural/civic awareness
position yet offers all preconditions - potentially training “home track” and

for a decent job with all benefits, like “away track” students
the citizens of the CoL
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« Mobility between jobs, employers « Stronger focus on the skills shortage « Suitable for countries with experience

EU countries (for Blue Card in the CoD, compared to Model 3 and intermediary bodies in
holders) - Suitable for a permanent or long-teri  development cooperation

+ Relevant to highly skilled migration, although there are + Well-applicable model in case of in-
specialists from the ICT sector, examples across the countries of company training, workers with lower
well skilled workers from the circular migration too, especially in skills levels, aiming at upgrading and
construction sector and for the case of youths’ training and updating them.
regulated professions of nurses a exchange.
caregivers.

« Stronger focus on the skills
shortages in the CoD, compared
Model 3
« Suitable both for long-term and fo
circular migratiol
ICT, regulated (caregiving); skilled  All non-regulated professions, and All non-regulated professions, all sectors
construction workers particularly good perspectives in the
Further focus on transformation-  sectors of hospitality, construction
relevant sectors, occupations and
skills could be of a big advante

All countries Germany, Italy as countries where Germany, Italy
labour migrants would reside on a Greece and Romania for posted workers,
longer-term, after getting a fully in-company training
recognized qualification and decent  All countries in case of a
working positions (because of common/regional/EU-led approach

favourable payment conditions); Italy
and Greece — also - for shorter-term
migration; Romania — in case
arrangementon recognition mac.

« For CoO: Eases burden onthe < For CoO: Eases burden on the labol « For CoO: Eases burden on the labour
labour market; Transfer of market; Builds skills and competenc  market; Transfer of knowledge; Builds
knowledge; Builds capacity ir of the workforce, which can be us capacity in vocational education a

163



EU-Bangladesh Talent Partnership Programme Preparatory Assessments

future-related skills and in the CoO in case of circular training and skills development in the
competences; Transfer of funds migration; Pre-departure training ma CoD to better prepare domestic labour
(remittances); Potentially builds also raise capacity of domestic force and future labour migrants;
knowledge/skills and networks, in  institutions to better prepare future Transfer of funds (remittances);
the event of return migration; labour migrants; Transfer of funds Potentially builds knowledge/skills and
For the employees: Occupy (remittances); Potentially builds networks, in the event of return
attractive and decent work knowledge/skills and networks, in th  migration;
positions, without further delays event of return migration; « For the employees: Prevents travelling
and lengthy procedures; - For the employees: Possibilities for  to the CoD with no relevant skills and
For CoD: Addresses shortage working while training Avoiding the recognised qualification and being
occupations; Attracts talents: risk of remaining unemployed or hire trapped in precarious situations;
Raises productivity and for positions that require lower skills  Ensures upgrading skills and
competences. and qualifications. competences in the familiar

» For CoD: Addressing shortage circumstances of CoO; Limited risks

occupations on a long-term basis, a: for not responding to the requirements

the model enhances the skills pool  of the employers in the CoD; All

according to the specific requiremen working conditions previously defined

of the country. and agreed upon, before leaving the
country.

» For CoD: addressing skills shortages
according to the requirements of the
employers. Avoiding the risks to get
employees with not corresponding
skills.
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Chapter 4: Recommendations and the way forward

The three Talent Partnership models, proposed alaogeexpected to comply with the main
characteristics of the TP initiative to combine oy for mobility schemes with capacity
building and skills development. They should alddrass shortages in certain sectors of EU
Member States and help business communities orsimteh build the skills in demat?d This
approach aims at creating new legal pathways incti@ext of labour migration, skills
matching and addressing labour shortages, as welh@aximise the development impact of
migration in the country of origin. Among other rigs, they aim at helping to create or
strengthen an enabling environment and infrastractar labour migration in the target
countries, beyond simply mobility that can offer iateresting perspective to develop the
potential for cooperation with Bangladesh. The Té&ween Bangladesh and the EU/EU
Member States would be highly effective as wellregularising migration pathways at the
functional level.

The TP models should be built on a comprehensilieygbamework, as well as funding, based
on better matching of labour market needs andsskédtween the EU and partner countffés.
They are as well supposed to contribute to achgethe SDG 10.7 - to facilitate orderly, safe,
regular and responsible migration and mobility oéople, including through the
implementation of planned and well-managed policies

What could be recommended in addition to the lesdearnt from previous projects and
partnerships mechanisms for the operationalisaifaime proposed TP models comes in the
text of this chapter below.

1) Legislative arrangements, and beyond

Some EU MS have undertaken recently legislativeraiments and based on this - developed
administrative and organizational arrangements uppert fair regular recruitment and
migration — with Italy and Germany representingriest pronounced examples. It is too early
to see results of the new amendments, but theémt@iion is towards mutual beneficial
arrangements, easing the whole recruiting and midgraprocess, valuing not only
gualifications but also skills (“skills first appaoh”), re-orientation towards available “supply”
to match the existing “demand”, relying on the aetinvolvement of employers, among the
main ones, which design a whole new outlook of IHi®ur migration policy making and
implementation. Ongoing monitoring and evaluatidmhe recently introduced measures and
principles would be needed to support the impleatét process and give feedback on the
relevance and effectiveness of the new labour mayrapproach.

In countries like Romania and Greece recent leislaarrangements focus on aspects of
particular relevance for the situation in the coytike for example documenting/regularising
migrants across the country in Greece or validatigorior learning in Romania.

202 Communication from the Commission on Attracting Skills and Talents to the EU, 27 April 2022.

203 https://commission.europa.eu/strateqy-and-policy/priorities-2019-2024/promoting-our-european-way-
life/migration-and-asylum/new-pact-migration-and-asylum/legal-pathways-european-union_en; See as well Skills
Mobility Partnerships: Exploring Innovative Approaches to Labour Migration, EMN-OECD INFORM, European
Commission, March 2022
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In case of decision for a country to join a TP Mod#h Bangladesh, further legislative
arrangements might be needed, like for exampleeriog up some recognition procedures in
Romania for labour migrants from third countries this case — from Bangladesh) and
covering higher qualifications of EQF/NQF or addieg some gaps in visa or permit regimes
in case of labour rights disputes in Greece, fangxe.

In case, still not applied, governments should ai adopt, review and, where necessary,
strengthen national laws and regulations in thigl feé labour, migration, human rights and
criminal laws and other regulatory measures regattinrecruitment, in line with international
standards, to address the entire spectrum of tewnt practices, including fraudulent and
abusive practices that may lead to trafficking éngons and other forms of exploitation, not to
exclude more substantial and structured legislamendments.

It is worth noting that conclusions and recommeiaaatfrom reviewed policies and projects,
as well as — statements of national stakeholdeadied for further policy discussions and for
formulating and operationalising policies beyondidefore) the legislative steps - in the whole
philosophy and orientation of the migration polgci8trengthening their links to the labour and
economic policies, as well as questions of cultwehsitivity, national identity, security,
xenophobia might need to be addressed in policyatésband awareness raising. Finally,
streamlining and simplifying administrative proceeki(in some cases — on both the EU and
Bangladeshi side), and visa regimes and permiesysin the EU MS is still to be progressed
upon.

Further comprehensive research might be needemme sf the EU MS, followed by a policy
dialogue, policy making, possibly — pilot projedEt)-level initiatives and similar. Aspects like
the economic case of labour migration, comprehenand interconnected labour market-
labour migration policy etc. are still to be dissed in some EU MS. The ILO research capacity
and EU-led initiatives might provide good framewadaditions for this.

2) Initiating and implementing an EU-BangladeshTalent Partnerships Programme/TP
Model might be accompanied by more operational arrangemes or agreements between
the institutions on both sides (plus private bodigsor even — MoU between two partnering
countries.

Although the Talent Partnerships Models are suppts®perate in the context and applying
the principles of the EU labour migration framewoskich operational arrangements may
address concrete country specific conditions arglirements for receiving workers in
individual EU MSs according to their respectivellskiand language requirements and
complying with the respective regulatory requiretsdir overseas recruitment (work visas,
etc.). In addition to this, concrete and effectinglementation mechanisms (for example —
Implementation plans, see the example of ltalyitiatives, tools and capacity building
programmes could be envisaged. There are as waditioms of concluding bilateral
agreements between the Public Employment ServicdsedEU MS and third countries for
recruiting and placing skilled workers with profiesgl training. Such has for example the
German Bundesagentur fur Arbeit in Germany. Irhdocmalised agreements special clauses
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could be arranged for the labour migrants from gaetner countries, which are more
favourable compared to other countries with no exgients

3) A non-exhaustive list of areas and aspects of &P programme (and concrete
operational arrangements, where and if applicable)between the EU/EU MS and
Bangladesh that will make the TP prototype models escribed in Chapter 3 above work
and operational are given below:

= Collaboration on labour market information and analyses.

This component of a TP programme and a model pdakey role in gathering relevant
information on sector growth and skills developmsetat address employers’ requirements.
Reliable and up-to-date data and information rdlédethe labour market needs and shortages,
as well as information on skills available andrnag capacities are crucial yet remain a
challenge. The reliability of the information thie sources and surveys contain and the
periodicity for their updates should be ensuretltt$ requires labour market analyses on both
the demand and supply sides for informing policyaralon employment trends in the global
context, improving their understanding of the natand extent of demand for skills, and
helping them make well-informed decisions on theiglieg of policies and mechanisms to
equip individuals with skills needed in the presamd the future. This includes (i) analyses of
the Bangladeshi labour market to identify availamtekforce/skills and labour market needs
of EU MS participating in the Talent Partnershimed to ensure better matching; (ii) analyses
of skills and qualification frameworks in Banglades priority sectors for the Talent
Partnership, with a view to informing the trainisiglls development and facilitating
recruitment of migrants in EU MS. Training inst#st and trainees need to learn about
employment prospects in key occupations on theshasavailable information that is easily
digestible and simple to model after. Mapping tleg kctors and their capacity for potential
cooperation belongs here as w@€lbmpetencies often formally lie with public emplogmb
services which have insufficient capacities

Any initiative under a future EU Talent Partnershiph Bangladesh will require support in
mapping and developing material for the timely edmgation of labour market information
(e.g. on employment opportunities, the human resoand skills needs of key industries, etc.)
to skilled workers.

The philosophy and the potential functionalitiestloé future dedicated Talent Partnership
platform could be as well considered in using thistang experience in the EU MS and
Bangladesh. A mixed approach, based on well-founeleearch on skills, and making the most
of available national and EU level platforms andlgo(including digital) tools, could be
envisaged here (particularly — the Cedefop and fiag® ones). The experience of Italy should
be taken into consideration in the sense that o@tmany platforms are needed, because
searching information through them is also timestoning. In addition, the information there
should be regularly updated and monitored. Jofiortsf aligned to the future EU-let platform
in this regard should be explored and considenmedodrtnership with the EU/EU MS the
existing experience in Bangladesh should be ewailad comprehensive capacity needs
assessment of Bangladeshi institutions in thisrcegauld be conducted and then — capacity
building supported in the near future.
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= Enhancing the skills of current and potential workes from Bangladesh to boost their
employability in the national and international labour market

Training activities in the CoO and the CoD may inalide the following:

In the CoO: Conducting market assessment from labour marketrmtion systems and

platforms to ensure better matching of skills; Magpof standards and qualifications;

Providing pre-departure training to ensure thatryeweorker has the skills to receive a well-

paid job and decent employment.

More in detail:

» Creating or referencing to common or simiktandardsto enable transparency and
comparison between skills and qualifications:

Building on the international experience (see upgCimapter 1), once skills partnership is
arranged, countries align their requirements tavdekimilar labour market outcomes. This
includes work in a synchronized way on occupatipaducation and training (qualification)
and assessmestandards as well as (usually — to a more limited degreep-the education
and training provision in the partner countries.

As such work usually requires a lot of experts’ addninistrative capacity, the future TP may
develop joint ‘core’ standards. Those can usdnternational standards and sectoral

frameworksfor example in sectors like transport, ICT, comstion, trade and welding, where

such exist.

In case that EU sector skills strategies or SeStalls Alliances or occupational profiles,
curricula etc. are available, these could be uséde EU MS-Bangladesh talent partnerships
and cooperation. This is the case with the constmucsector, where an EU Sector Skills
Strategy, and Sector Skills Alliance and Bluepeixist: https://constructionblueprint.ehere

is as well a European Software Skills Alliance thas elaborated a Report on How to Design
Software Professionals’ Curricidf4 etc.

Classifications like ESCO, can be applied as adfdfixed’ terminological point allowing for
the analysis of national learning outcomes-basedd. dais explicitly designed to work at
international level and aims to be relevant acregsnal labour markets and education and
training systems.

» For the departing specialists, the specificityhia training related to the CoD requirements
should be taken into consideration. Language aeedpparture integration training for the
workers who will participate in the mobility, pobbi involving Bangladeshi universities and
training institutes, as well as EU Member Statestural institutes, ought to be provided. It
should be considered that acquiring the foreigguage of the CoD might become a stumbling
block in the whole recognition process, as theaesye languages are not widely spoken, the

204 https://sofwareskillsfu/; https://softwareskills®u/wp-content/uploads/2023/02/ESSA_How-to-
Design-SoAware-Prossionals-Curricula_FINAL-DRAFT? A
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training is costly and may require longer houradhieve the recommended level. In case there
is no guarantee for long-term employment, this ddaécome a disincentive for potential
migrants to participate in the mobility scheme.

Where applicable, curricula and modalities, inahgdcompetency standards for training will
be identified and commonly defined. The needs imseof further facilitation of recognition
of qualifications and diplomas will also be dise@sOne of the options is to develop joint
certification programmes, which will streamline et towards improved quality and
governance of the training and most importantlyit-offer a relatively straightforward means
of skills recognition. This requires cooperatiortte operational level between qualification,
recognition and training institutions from both &8 and Bangladeshi side.

If not whole joint certification programmes, at$éa joint micro-credentials would be feasible
to develop or jointly adapt/use from the existingpls and projectdMicro-credentialsare
certified short-term learning experiences whicteo# flexible way to acquire specific skills
or knowledge. Many of these are online trainingrses, thus offering opportunities for
“anywhere anytime” training. This is convenient fuersonal service workers occupied on a
seasonal basis, such as in the food and hospisaidiprs.

There are plenty of examples in this regard:

- Micro-credentials familiarize participants at theugh-Eastern Finland University of
Applied Sciences with the challenges and oppoiesibf digitalisation processes and
technologies in the hospitality sec8r The online course totals to around 135 hours of
independent learning on topics like new technolegoeitical assessment of digital tools,
the financial and management benefits and chalkofyéigitalisation, and digital business
development.

- Transversal upskilling could also be achieved usiirgmaterial developed by various EU-
funded projects that relate to the jobs occupiegdrgonal service workers. For example,
the Erasmustife Climate Smart Chefproject involves European chefs in the promotion
of EU Climate Policy and théarm to Fork Strategwith the aim of popularising the
sustainable gastronomy industry. Also, the Dig&ills Evaluation Tool and Support
(DIGISETS project aims to address the mismatch betweenirxidigital skill levels and
needed skill profiles in the tourism and retailteex. It involves experienced organisations
and training providers from 4 European countrieastfia, Bulgaria, Spain and Greece)
and will result in an evaluation toolkit for orgaations. This will involve broad hard and
soft digital skills and will be designed for eduoatprofessionals working with employees
in tourism and retail sector. In its most recamort the programme has already identified
digital skill gaps in the tourism and retail sestof these 4 countries.

- Novelties from other countries could be considefedgexample — for designing a skills
portfolio or skills passports to make skills andalifications transparent and comparable
across different frameworks.

205 South-Eastern Finland University oApplied Sciences?

169



EU-Bangladesh Talent Partnership Programme Preparatory Assessments

In the country of destination: Allowing options to enter destination country atatsworking
while fulfilling part of the qualifying training mgramme/acquiring qualifications gaps is
another option to be implemented in the TP modgiprenticeships-like trainings, where they
are offered, can be a good option in this regaml.iiteresting approach is the offer to
participate in a shorter-term qualification prograen (Germany) or training, which exists
around the EU MS and which allows for working wistedying. In the German case, there is
a requirement for a training programme to be agieedre leaving to the CoD. This could
become a basis for a labour migration channel withe TP Model 2.

Developing training capacities and matching exgtRills and labour shortages is a major
challenge in any skills partnership. Different aggrthes were mentioned by Kl interviewees
that could be taken into account in the future Edh@adesh TP models:

e Supporting / strengthening public actors dealinghwvocational training / skills
development and employment to appropriately asess own capacities and improve
their ability to link training and labour market;

» Supporting the private sector in the dialogue pitblic authorities for assessing shortages
and needs of the different market sectors;

» Supporting training centres / actors to delivethhigiality / appropriate training services
that respond to labour market needs and prepangdndls for the national (and in some
cases for the international) labour market.

» Further diversify training offer to ensure that ionfant labour market shortages in the low-
and medium-skills sectors can be addressed systathatsustainably and in full respect
of migrants’ right$°.

= One particular aspect that historically has often éd to separate bilateral or
multilateral agreements is “the mutual recognition” or qualifications.
The TP should provide for arrangements on the phaes and steps to ‘allow’ holders of
gualifications from a partner country to automdtcaaccess” the territory of the host country
and operate there. Those arrangements shouldibe inith existing legislation in the partners
countries, the new evolution of national practieesl European policies and the capacity of
the respective stakeholders to implement thencase a verification of documents is needed,
an operational level cooperation between the psadaal organizations should be envisaged
in the agreement and in practice, in order to ihgate details of the vocational training
completed, skills and competences acquired, priofesls qualifications obtained, and
professional experience gathered.

Recent gathering of experts in labour migrattddentified the following principles and
activities in the field:

206 |ICMPD, Partnerships Pbr mobility at the crossroadsLessons Learnt From 18 Months oZlmplementation
oBEU Pilot Projects on Legal Migration, by Diana StefPanescul@Brussels, 2020
207 “|_abour Mobility and Skills Shortages: Connecting the Dots”21-22 November 2023, Brussel
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» Systematic: systematically reduce barriers reladedcognition of skills and qualifications
that impede the possibility for third-country naizds to legally migrate to that Member
State, to secure employment that reflects theltssiind experience, and to successfully
integrate into that Member State’s labour markieereby addressing skills and labour
shortages in the Member State.

» ‘Skills-first’ approach: emphasise a person’s falent and potential and mitigate the risk
of overqualification. Procedures should avoid bgsissessments of third-country nationals
solely on their qualifications. Recognition of gfiaations should be used in combination
with an assessment of skills and experiences whepmssible.

» Consider exemptions from labour market tests foruiement in occupations or sectors
experiencing skills shortages and are encouragenvigage in particular such exemptions
for SMEs.

* Procedures should be completed rapidly, shouldlveva limited administrative burden
for employers and third country nationals, andfygiad in a clear and transparent manner.
Member States should provide particular suppo8NtES.

In general terms, recognition procedures shoulaibw®lified; they could become part of
already conducted targeted training according wv@aped and agreed with CoD programmes;
or be even avoided when not required by the natiegégslation or replaced by recognition of
prior learning or validation procedures. Such pdutes will orient employers to on what a
gualification gained outside the EU means in pcactensuring third country nationals are able
to perform the jobs they are recruited for and hesmparable qualifications to their EU
counterparts. The “skills first” approach is alrgaoking used by many businesses when
recruiting, recognising the value not only of fofrgaalifications but also other demonstrable
skills and experiences necessary to identify thletrtandidates for vacancies, with successful
outcomes so far. For example, as digital professiare in general unregulated, the
recommendation advocates a skills first approaahrézruitment to such posts. These
professions can also draw on the revised Blue ardctive, which has introduced
equivalence as regards skills attested by profeakiexperience and comparable higher
education gqualifications in some ICT jobs. For thescupations, Member States should not
impose a formal recognition procedure as a pretomdior admission.

For the upcoming TP projects, the assessment wanethe Bangladesh should be jointly
organized and supervised and thus — where podsiftkeer recognition in the CoO avoided.
The Western Balkans regulation in Germany is ofiean as a successful migration approach.
There, labour force from Western Balkan countriegld immigrate legally without having
their qualifications or language skills tested BbEceligible, workers had to prove that they have
an approved by the PES job offer from a German.fimthe case with Bangladesh, when
reaching a certain level of dialogue and truspfnticular cases, occupations and target groups
of workers, such an approach could be considened jmintly arranged quota of workers.
Where recognition recommendable or compulsory —plEmand faster ways could be
recommended, like for example — certification ofatonal skills and experience, recognition
by Chambers, validation etc.
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For the future, the platform for the EU Talent Pwdl promote the visibility of the information
resources related to recognition and validatiorc@dares in the participating Member States
to ensure that candidates apply with the best plesgrior knowledge on prospects for having
their qualifications recognised and skills validate

= Partnerships might as well includeyonitoring and reporting mechanisms, standard
operating procedures (SOPs) and a code of con@ad)(for maintaining transparency
and accountability.

= Arrangements on practical procedures for implementng all phases of the migration
process (such as recruitment practices, mapping skills alemand supply, internships,
vocational training, integration measures, circutagration,) and specifying the roles and
responsibilities of all involved actors (particijanot to be missed - business involvement,
diaspora engagement) can help operationalisingvti@e process. leverage more positive
effects in both countries of origin and destinatidhough, a certain level of flexibility in
design and planning, as well as simplicity of pgsss should be taken into consideration.

= Capacity building and cooperation elements that cdd be envisaged, are:

- For Bangladesh: to increase their specific kndgée and develop instruments and
mechanisms in the areas of labour market, vocdtiwaiaing, recognition of qualifications
and regular migration management to implement niglsithemes that are labour market and
development oriented. THAMM project, for exampl@ydes capacity building in different
relevant areas and accompanies the partner imstisuin setting up small scale mobility
schemes, as well as contacts, networks, and stinéddrprocesses, in order to embed them
within the relevant institutions.

- For Bangladesh government, employment institstiorocational training institutions and
private sector to effectively network and discluesarhing experiences on safe, regular labour
migration and mobility in regional and national bange formats.

- For relevant stakeholders from both sides totipidevelop a step-by-step approach for the
implementation of labour mobility schemes betweand@adesh and EU MS.

In general terms:

* Maintaining efficiency, accountability, and transpaency at all stages of migration
managementand skills development and enhanced cooperation between key public
agencies and private sector players involved ihirsfj selection, recruitment, migration,
and reintegration will be key to the success of pagential Talent Partnership between
Bangladesh and the EU/EU MS.

« Common EU interventions or participation in some EUled and financed (pilot)
initiatives might be useful for Greece and Romaniajn order to catch up with the
experience Italy and Germany have already gathénedddition to this, their country-
specific experience with seasonal workers and taigpebras from neighbourhood countries
citizens (from Moldova and from Albania) could lakeén as a foundation to build upon
when they start considering legal migration chasn€&lully-fledged labour migration
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schemes with serious training components (natitarajuage, technical skills, cultural-
integration programme), integration package (haysiiamily support, schooling for

children), as part of a TP from the model type Bhtbe a good starting point for attracting
and/or keeping/regularising labour migrants inréegective country, particularly for low-

to-medium skilled workers, which are missing anffi@ilt to attract in the mentioned

countries.

Economies of scalehrough improved cooperation on legal migratiotmsen EU and
Member State levels should be envisaged. Streangliaf all existing pilots, technical
support and other interventions could lead to papbf resources and a comprehensive
approachCommon tools and mechanismat EU level, to be developed in the framework
of the Talent partnerships package, should be sntely used in the future mechanisms
and agreements on legal migration between the EW Mi&d third countries, like
Bangladesh. And the other way around — commonlgld@ed approaches and instruments
in the prospective TP projects between the EU MBRBangladesh could feed into the main
characteristics and toolbox of the EU-wide applieabP model for cooperation with
partner countries.

The risk of human-capital flight for countries afgn (“brain drain”) could be mitigated
through collaboration tsupport knowledge-sharing and skills-development irthe
country of origin, ongoing research and monitoring to identify potntegative
consequences for countries of origin, augbport for circular migration , so that both
sides can derive benefits from legal migratin

4) Whole-of-government approach, policy coherencend institutionalised cooperation
formats

A whole-of-government approachwould lead to coordinated and harmonized talent
partnership approaches. The fragmented pilot piojfom the past, targeting one or
another segment from the whole migration process kallected relevant expertise. Yet,
for the future, a structured and synchronized m®osith clearly identified roles and
responsibilities throughout the whole procedura@yfithe start of the cooperation format to
the placement and integration measures of workettset CoD ought to be developed.
Some of the activities in the process might be furer institutionalized, like for example

- adedicated and separate migration/cooperation unitrocell can be initiated, following

in the footsteps of previous successes in thisrdeg¥ter signing an agreement with the
respective Malaysian authority: The BMET openedaublalaysian unit with dedicated
desks officers and staff members and defined aokeesponsibilities to oversee the
migration of workers from Bangladesh to Malaysidvige centres for jobs, migration and
reintegration, known amigration hubs, are being implemented by the German Federal
Government together with the partner countries’lippemployment services. The MoU
between Italy and Egypt foresaw the creation loical coordination office by the Italian

208 “|_abour Mobility and Skills Shortages: Connecting the Dots”21-22 November 2023, Brussel
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Ministry of Labour to support the process of matchiabour demand and supply within

the BLMA.

Similarly, a separat€alent Partnership Cell (TPC) could be introducdthiv the BMET.

In gradual progression, and as the situation requthis TPC may engage, in various roles,
a range of relevant stakeholders, e.g. represeesatif the EUD to Bangladesh and EU
MSs, employers, recruitment agencies, and TTCs.

Initiatives could be bilateral or of group counsri&U-labelled) according to joint interests

to best adapt to existing capacities and policgrres.

= Policy coherenceat national and partnership’s level and througtibatwhole migration
cycle is needed to allow smooth mobility of taleRtslicy dialogue, cooperation formats,
coordination of partner interventions at local level, in countries of origin, should be
strengthened to ensure strategic engagement witlelant stakeholders from both sides.

= TP models should facilitate bilatenaulti-stakeholder partnerships with basis both in
Bangladesh and the EU MS destination countries.niiié-stakeholders’ approach is key
for the success of the TP models. Such an appraach at building a bridge between
Bangladesh and EU Member States on several lewestitional, civil society, private
sector). This means engagement of social partdiesspora organizations, migrant workers
themselves and the private sector next to the catpe with different ministries and
employment and recognition authorities, actors aaall and regional levels, training
providers, among the main ones.

= Private and public sector working together in cooperation with workers’
organisationsensures balanced and cooperative dialogueslavals. The private sector,
including professional associations, is alreadylwed in previous and current skills and
mobility partnerships and TP pilot projects, parly in providing relevant information
on skills shortages, identifying and matching dfdar market needs and skills of migrant
workers, design of curricula and delivery of trampiin third countries. Public sector
investments together with the indispensable comiiobs from the private sector ensure
the longer-term sustainability of such activities.

Yet, cooperation between public and private stakihe remains challenging. The
coordination of actors at different levels needdickted time and resources to be effective.
Understanding private sector motivations for mépischemes and keeping continuous
dialogue and partnerships with employers and trgi@nisation would lead to a productive
multi-stakeholder engagemét More structural engagement and exchange with reteva
bodies (such as chambers of commerce, employesiciations and others), and
investment into trust building, are needed in hadkional and international contexi?
should explicitly support work with SME represeitas to support small and medium
enterprises, which otherwise could not have themg@il to recruit foreign workers on their
one.

209 |CMPD@Partnerships Por mobility at the crossroadsLessons Learnt From 18 Months oZlmplementation
oBEU Pilot Projects on Legal Migration, by Diana StePanescul@Brussels, 2020
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Even though some partners may lack capacity, resswr experience, it would be wise to
have them on board and even make them a part cftéleeing committee. The positive
effect is to increase their participation and emeatheir capacities in labour migration
governance. This means that the Talent Partnepsbhgrammes with Bangladesh, should
envisage exploring the possibility of adapting a3&32lus modality, with initial piloting
done through BOESL, and gradually opening up tduohe private sector recruitment
agencies and other private stakeholders.

5) Ensuring fair and ethical recruitment of migrant workers should be in line with ILO
General principles and operational guidelines #or fecruitment and the Fair Recruitment
Initiative?'®. Recruitment should take place in a way that retspeprotects and fulfils
internationally recognized human rights, includihg fundamental principles and rights at
work, and relevant international labour standaRkcruitment should respond to established
labour market needs, and not serve as a meansglack or diminish an existing workforce,
to lower labour standards, wages, or working caomlé, or to otherwise undermine decent
work. Recruitment should take into account policksl practices that promote efficiency,
transparency and protection for workers in the @ss¢such as mutual recognition of skills and
gualifications. No recruitment fees or related sagtould be charged to, or otherwise borne
by, workers or jobseekers. All these should prewaigrant workers from being trapped into a
spiral of exploitative work and abuse, includingcted labour or trafficking for the purpose of
labour exploitation.

More than this, improving services to protect mignaorkers should go throughout the whole
migration cycle, including pre-departure/post atimformation, orientation and training and
access to justice mechanisms.

Measures to achieve this may include: Conductingacdy building and sharing good
international practices in line with the ILO standards; Regular monitoring of the recruitment
agencies and practices as a whole, including thrdbg potential introduction of a ranking
system; Developing a Manual of key principles of fair recruitment; Awareness raising
campaigns with recruitment agencidoviding training for key governmental partners
engaged in recruitment procedstroducing a “Seal of Quality for a fair and sustainable
placement of skilled workers” or similar, followintge German example in healthcare.

6) Talent Partnership should promote best practicgplacement and integration, based on
international labour standards, decent work and far recruitment principles etc.

Ensuring the protection of migrant workers’ and gefe rights in line with relevant
international labour standards, as well asasures for improving working conditions and pay,
ensuring regular and predictable working time amabéing a decent work-life balanbelong
here.

210 https://wwwillorg/wemsp5/groups/public/---ed_protect/---protrav/---
migrant/documents/publication/wcms_536755pdPxl

175



EU-Bangladesh Talent Partnership Programme Preparatory Assessments

In general terms, often unsafe and precarious wgrkonditions and uncertain access to social
protection and to other socio-economic rights amgtromination are among the main
encountered problems in the CoD to be addressetbrsdike illicit costs, salary deductions
for migrant workers, low wage, long internshipstwitw allowance, poor working conditions
may motivate migrant workers to leave the recrgitemployer in order to seek better
jobs/other countries. Such developments shall puoad early by anonitoring mechanism
and vulnerability impact review mechanism.

Development ominimum standards of fair integration, additionally tailored to the national
Labour Market of the CoD would be recommendableyelioer with labour law aspects they
could be included in the pre-departure trainingatential regular migrants'.

Addressing social aspects of employment & migratiool. family accompanying migrant
workers is another component of potential succésstegration. It would be as well key to
invest and support labour migrants with housing.

The promotion of intercultural skills is importat@t understand the working culture in the
receiving country.

Initiating and supporting mentoring programs colokdkey of the success of labour migrants
when arriving to the receiving country. Specialo should be given in the following areas:

0] Mentors to support the language at the workptacafter work for specific target
groups and be accessible right from the startejdh. A very good knowledge of the language
of the CoD is in fact essential for the successitdgration of the migrant worker.

0 Support to companies regarding legal advice amp@t when recruiting labour
migrants
o] Use of existing platforms: A referral counselliagd support structure is needed, e.g.

online accessible and case-specific offers thraugkntral online platform that supplements
existing services.

7) Return and reintegration support

The driving element is the returnee's positive iothjpa the development of their communities
of origin.

The TP models can build on the good practices tlmmKorean EPS and IM Japan models.

Support for returning to the CoO should start ayaa the host country. In Korea, for example,
after discovering that returnees may take anottierafter going back to the CoO, trainings
shifted focus towards employment possibilities upstarn to the home country in other roles.

2" Interview Jens Nieth, Mousa Outman, Faire Integration, 3@April 2024
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In addition, the country trains workers to becorappiers or qualified sales staff for their
former Korean employers once they return home.

ICMPD has launched an information hub providingadston supporting services and the
respective organisations. Such could be enhanceédipgraded, considering the following:
Returnees can play an important role in faciligtine transfer of qualifications and skills to
origin countries as they bring back skills, expece and entrepreneurship abilities which can
support sustainable economic development. Yet, etheight be few structural and
circumstantial challenges that often prevent tleitio-economic reintegration. When back
home, returnees need to have access to up-tordatenation about employment services and
current labour market situation. Return might disppen to face high unemployment and
economic hardship. The absence of sustainable,egamdponsive, reintegration policies
increase the likelihood of these populations tbifeb poverty and / or engage into secondary
migration or displacement. Policy measures coulthken to address all these challenges, as
well as — to improve work ecosystem, with condisiaf work and wages in countries of origin
as main ones?,

TP models can support countries of origin to dgvebmd implement standard based
socioeconomic reintegration policies and strategmslding, among others on the ILO
guidelines on labour market reintegratiand regional guidelines on effective return and
reintegration of migrant workerSupport to reintegration, targeting particulaHpge in need
of assistance, will be further up-scaled and stifegged, including through the provision of
training and counselling to returning/prospectivegnants and relevant skills development
programmes that can help to reintegrate returnimgyants and even be a motivation for
voluntary return.

212 Concept notelILO project proposal on “Enhancing bilateral cooperation Bor regular, Bair and effective
labour migration governance between Italy and countries olZorigin in Asia (Bangladesh, India and Sri
Lanka)”
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Concluding remarks

Talent Partnerships try to answer the questionos¥ ko use the skilled labour potential to
address global challenges of dynamic technologa=atelopment, digitalisation, climate

change, demographic picture and since recent yegeopolitical turbulences, affecting

traditional production lines, supply chains andi&aSecuring skilled labour force is as well at
the heard of economic growth and competitiveness.

The EU and the EU Member States together with fheitner countries from around the world
have piloted many ideas and run projects and tivéig, which are valuable source of expertise.
Lessons learnt show that next to improving natiagskdlls development and labour market
policies, regular labour migration is part of thesaer. Using its potential for the transition

from pilot projects to long-term measures for opgriegal labour migration channels cannot
happen without well designed concepts, politicdl,wdministrative preparedness, mutually
beneficial partnerships and built capacity, empitsyengagement and secured financing for
their implementation. In order not just to repéea previous experience, a critical reflection on
current models is needed, and based on this — mieddr vision, future-proof concepts,

pioneering legislation and well-managed, yet fléxitand pragmatic modes of their

operationalisation might be a good way to moveAmtheory argues and practice confirms,
there is a good perspective for increased berfefitall.
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Annex 1. List of Key Informant Interviews

Interviewees

Report
Country Type of entity Entity Contact details
Skills Needs Analysis + Federal Ministry of Economic Dennis Rontgen, Unit G20 and migration:
Development of TP Models Germany Public sector Cooperation and Development dennis.roentgen@bmz.bund.de
Skills Needs Analysis + Germany Public sector Federal Ministry of Economic Paula Krieg, Unit G20: Displacement and
Development of TP Models Cooperation and Development Migration: paula.krieg@bmz.bund.de
Julia Schmieder, Unit Il a 3: Monitoring and
analysis of the labour market Labour
market statistics; Financial issues of labour
Skills Needs Analysis + Federal Ministry of Labour and Social market policy:
Development of TP Models Germany Public sector Affairs julia.schmieder@bmas.bund.de
Thomas Kurz, Unit | 6: Measures for the
Skills Needs Analysis + Federal Ministry of Labour and Social integration of migrants into the labour
Development of TP Models Germany Public sector Affairs market: thomas.kurz@bmas.bund.de
Katrin Hollander, Unit | 5: Legal issues
Federal Ministry of Labour and Social relating to the employment of foreign
Skills Needs Analysis Germany Public sector Affairs workers: katrin.hollaender@bmas.bund.de
Gitte Richter, unit for labour migration
from third countries:
Skills Needs Analysis + gitte.richter@arbeitsagentur.de and
Development of TP Models Germany Public sector Federal Public Employment Service Zentrale.INT23@arbeitsagentur.de
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Interviewees

Report
Country Type of entity Entity Contact details

Alexander Studthoff, unit for recognition of
Skills Needs Analysis + Federal Institute for Vocational foreign professional qualifications:
Development of TP Models Germany Public sector Education and Training studthoff@bibb.de

Anke Bahl, unit for international requests
Skills Needs Analysis + Federal Institute for Vocational and accreditation of foreign professional
Development of TP Models Germany Public sector Education and Training qualifications: bahl@bibb.de

Jeanette Michaelle Nintcheu: project on
Skills Needs Analysis + Make it in Germany Initiative:
Development of TP Models Germany Other German Economic Institute nintcheu@iwkoeln.de
Skills Needs Analysis + German Chamber of Industry and Sabine Kotsch, project on ProRecognition:
Development of TP Models Germany Other Commerce kotsch.sabine@dihk.de

Denise Eichhorn, project on ProRecognition
Skills Needs Analysis + Indo-German Chamber of Industry for & Hand in Hand for International Talents:
Development of TP Models Germany Other India denise.eichhorn@indo-german.com

Jens Nieth, project on Fair Integration

Centre, Integration through Qualification

funding programme: j.nieth@iq-consult.de,
Skills Needs Analysis + K.Oeztuerk@ig-consult.de, Mousa Othman
Development of TP Models Germany Other Federal Trade Union Confederation DGB | [IQ] and M.Othman@ig-consult.de

Unit for Migration issues:
carla.diquattro@interno.it;
carmelita.ammendola@interno.it;
chiara.impagliazzo@interno.it;
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Report

Interviewees

Country

Type of entity

Entity Contact details

silvana.lasaponara@interno.it;
andrea.benvenga@interno.it

Skills Needs Analysis +
Development of TP Models

Italy

Public sector

Ministry of Interior carmelita.ammendola@interno.it

Skills Needs Analysis +
Development of TP Models

Italy

Public sector

Department for Immigration and
Migration, Elisa Lo Grasso:
elograsso@sviluppolavoroitalia.it; Elisa
Filippetti: EFilippetti@lavoro.gov.it; DG
Immigrazione Div 3:

Ministry of Labour DGImmigrazioneDiv3@Ilavoro.gov.it

Skills Needs Analysis +
Development of TP Models

Italy

Public sector

Carmelita F. AMMENDOLA, Ministry of
Interior/Ministero dell'Interno, JHA
Expert/Esperto GAIl, Permanent
Representation of Italy to the European
Ministry of Foreign Affairs Union, carmelita.ammendola@interno.it

Skills Needs Analysis +
Development of TP Models

Italy

Public sector

Adriana Apollonio, JHA expert, Consigliere
d’Ambasciata, Direzione Generale per gli
italiani all’estero e le politiche migratory,
Ministero degli Affari Esteri e della
Cooperazione Internazionale,
Adriana.apollonio@esteri.it

Ministry of Foreign Affairs
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Interviewees

Report
Country Type of entity Entity Contact details
Skills Needs Analysis +
Development of TP Models Italy Public sector Ministry of Foreign Affairs Gianluca Brusco: gianluca.brusco@esteri.it
Skills Needs Analysis + Gianni Pizzino:
Development of TP Models Italy Public sector Public Employment Services formazionelavoro@unioncamere.it
Skills Needs Analysis +
Development of TP Models Italy Public sector Public Training Centre centro@informagiovaniroma.it
Skills Needs Analysis + Work Agency (private recruitment Michele Peloggio:
Development of TP Models Italy Other agency working on Bangladesh) mpeloggio@partner.workagency.it
Skills Needs Analysis +
Development of TP Models Italy Other Format (private recruitment agency) Antonio Vecchio: avecchio@eformat.biz
Skills Needs Analysis + Shah M. Taifur Rahman:
Development of TP Models Italy Other ItalBangla community service edsb@italbangla.net
Daniela Busu, Inspectorate-General for
Immigration, European Affairs and
Skills Needs Analysis + International Relations Unit:
Development of TP Models Romania Public sector Ministry of Internal Affairs saeri.igi@mai.gov.ro
Skills Needs Analysis + Adrian Dragomanu, Inspectorate-General
Development of TP Models Romania Public sector Ministry of Internal Affairs for Immigration: igi@mai.gov.ro
Tania Grigore, Cabinet of the Miniter for
Skills Needs Analysis + Labour in charche of labour migration:
Development of TP Models Romania Public sector Ministry of Labour and Social Solidarity |tania.grigore@mmuncii.gov.ro
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Interviewees

Report
Country Type of entity Entity Contact details
Irina Persa, Agentia Nationala pentru
Ocuparea Fortei de Munca ,Directia
Coordonarea Retelei Nationale EURES
Skills Needs Analysis + Acorduri si Relatii Internationale,
Development of TP Models Romania Public sector Ministry of Labour and Social Solidarity |irina.persa@anofm.gov.ro
Bianca Mihaita, Unit for international
Skills Needs Analysis + labour migration:
Development of TP Models Romania Public sector Ministry of Labour and Social Solidarity | bianca.mihaita@mmuncii.gov.ro
Skills Needs Analysis + Cabinet Ssds Gal: cabinet.ssds-
Development of TP Models Romania Public sector Cabinet of the Prime Minister's Office gal@mmuncii.gov.ro
Skills Needs Analysis + Programma Integra team:
Development of TP Models Romania Public sector Ministry of Education ufficioimmigrazione@immigrazione.roma.it
Skills Needs Analysis + Tiberiu Gabriel Dobrescu:
Development of TP Models Romania Public sector National Authority for Qualifications office@anc.edu.ro
Skills Needs Analysis + Florin-Irinel Cotosman:
Development of TP Models Romania Public sector National Employment Agency anofm@anofm.gov.ro
Skills Needs Analysis + National Authority for Qualifications, Mr.
Development of TP Models Romania Public sector Ministry of Education Virgil ION — director, virgil.ion@anc.edu.ro
Raducu-Catalin BURLACU, JHA Counsellor,
Skills Needs Analysis + Premanent Representation of Romania | Asylum, legal migration and integration,
Development of TP Models Romania Public sector towards the EU screening, SCIFA, raducu.burlacu@rpro.eu
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Interviewees

Report
Country Type of entity Entity Contact details

Skills Needs Analysis + National Center for Recognition and Gianina Chirazi: cnred@edu.gov.ro and
Development of TP Models Romania Public sector Equivalence of Diplomas gianina.chirazi@edu.gov.ro
Skills Needs Analysis + National Confederation of Free Trade
Development of TP Models Romania Other Unions in Romania international@cnslr-fratia.ro
Skills Needs Analysis +
Development of TP Models Romania Other Concordia Employers’ Confederation office@confederatia-concordia.ro
Skills Needs Analysis +
Development of TP Models Romania Other Multi Professional Solutions Corina Constantin: office@mpsro.ro
Skills Needs Analysis + Country Coordinator for Romania on Luciana Lazarescu:
Development of TP Models Romania Other TVET luciana.lazarescu@arps.ro
Skills Needs Analysis + Foundation Romanian National Council
Development of TP Models Romania Other for Refugees office@cnrr.ro
Skills Needs Analysis + Romanian Network for Migration
Development of TP Models Romania Other Studies web.romig@gmail.com
Skills Needs Analysis + Felicia Rosioru:
Development of TP Models Romania Other Romanian Trade Unionist felicia.rosioru@law.ubbcluj.ro
Skills Needs Analysis + General Secretariat for VET and LLL:
Development of TP Models Greece Public sector Ministry of Education gsvetll@minedu.gov.gr
Skills Needs Analysis + gonstarlltlljr.\os tAgratpld?sL(Ii)lrectorI a‘:i the
Development of TP Models Greece Public sector Ministry of Labour eneral Uirectorate of Labour refations,

kagrapidas@ypakp.gr and
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Interviewees

Report
Country Type of entity Entity Contact details
ypourgos_polites@yeka.gr and
ypourgos_erg@yeka.gr
Ourania Stavropoulou, Permanent
Skills Needs Analysis + Secretary Migration & Asylum; Ministry of
Development of TP Models Greece Public sector Ministry of Interior Interior, And info.rp@migration.gov.gr
Skills Needs Analysis + TVET education:
Development of TP Models Greece Public sector Ministry of Education gengram.abe@minedu.gov.gr
Dr loannis Katsaroumpas (D. Phil
(University of Oxford)) ,Lecturer in
Skills Needs Analysis + Employment Law (Sussex Law School),
Development of TP Models Greece Other Researcher on Greek labour market i.katsaroumpas@sussex.ac.uk
Skills Needs Analysis + Mr Christos loannou,Hellenic Federation of
Development of TP Models Greece Other Hellenic Federation of Enterprises, Enterprises, cioannou@sev.org.gr
President Georgios Kavvathas, Hellenic
Confederation of Professionals, Craftsmen
Skills Needs Analysis + Hellenic Confederation of Professionals, | & Merchants (GSEVEE),
Development of TP Models Greece Other Craftsmen & Merchants thanopoulos@gsevee.gr
President Georgios Karanikas, Meggoulis
Skills Needs Analysis + Hellenic Confederation of Commerce Antonis (+30 6977523929 /
Development of TP Models Greece Other and Entrepreneurship (ESEE) amegoulis@esee.gr)
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Interviewees

Report
Country Type of entity Entity Contact details
President loannis Parashis, Zoitos Nikos
Skills Needs Analysis + Association of Greek Tourism (+30 6937227643 / nizoitos@yahoo.gr/
Development of TP Models Greece Other Enterprises (SETE) nzoitos@hhf.gr)
President Ms. Loukia Saranti and
Skills Needs Analysis + Chatzigiannakis Constantinos,
Development of TP Models Greece Other Federation of Industries of Greece https://sbe.org.gr/en/
Skills Needs Analysis + Greek General Confederation of Labour | President: loannis Panagopoulos, Ellie
Development of TP Models Greece Other (GSEE) Varchalama, nomiki@gsee.gr
loannis Katsaroumpas, Lecturer in
Employment Law (drafted the Greek
Skills Needs Analysis + chapter in ETUI report):
Development of TP Models Greece Other Trade Unions |.Katsaroumpas@sussex.ac.uk
Skills Needs Analysis + EU and European Commission, DG Employment, | Patrick Paquet, Head of Unit for Greece
Development of TP Models others Public sector Social Affairs and Inclusion (EMPL) (EMPL.F.5): Patrick.PAQUET@ec.europa.eu
Cristiana Costinescu, Deputy Head of Unit
Skills Needs Analysis + EU and European Commission, DG Employment, | for Greece and Cyprus:
Development of TP Models others Public sector Social Affairs and Inclusion (EMPL) Cristiana.COSTINESCU@ec.europa.eu
Skills Needs Analysis + EU and European Centre for the Development | Jirgen Siebel, CEO of CEDEFOP:
Development of TP Models others Public sector of Vocational Training CEDEFOP Juergen.SIEBEL@cedefop.europa.eu
Loukas Zahilas, Head of Department for
Skills Needs Analysis + EU and European Centre for the Development | VET and Qualifications:
Development of TP Models others Public sector of Vocational Training CEDEFOP Loukas.Zahilas@cedefop.europa.eu

193




EU-Bangladesh Talent Partnership Programme Preparatory Assessments

Interviewees

Report
Country Type of entity Entity Contact details
Naozad.Hodiwala@icmpd.org;
JenniferTangney@icmpd.org;
Samim.Ahmadi@icmpd.org;
Golda.Roma@icmpd.org;
Skills Needs Analysis + EU and International Centre for Migration Policy | Marija.Raus@icmpd.org;
Development of TP Models others Public sector Development ICMPD Enrico.Ragaglia@icmpd.org;
Farah Elbatrawy, Thamm project in Egypt:
Skills Needs Analysis + EU and elbatrawy@ilo.org and for North Africa:
Development of TP Models others Public sector ILO THAMM segatti@ilo.org
Andrea Milkowski, THAMM plus project
worldwide at Deutsche Gesellschaft fir
Skills Needs Analysis + EU and Internationale Zusammenarbeit (GIZ):
Development of TP Models others Other GIZ THAMM plus andrea.milkowski@giz.de
Najim Azahaf, Shape migration in a fair
Skills Needs Analysis + EU and manner: najim.azahaf@bertelsmann-
Development of TP Models others Other Bertelsmann Foundation stiftung.de
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Annex 2: Latest regulations and developments in selected EU MS, 2023- 2024

1. Implementation phases of the German Skilled Workers Immigration Act

The Skilled Workers Immigration Act (Fachkrafteesnderungsgesetz — FEG) started
gradually to come into force from November 2023:

The new EU Blue Card from November 2023

In implementing the requirements of Directive (E2021/1883, the German legislator has
redesigned and expanded the immigration options antEU Blue Card:

- Lowered salary thresholds: The salary thresholds for the EU Blue Card in llemyad
bottleneck occupations will be significantly lowdrén future, a minimum salary of 45.3% of
the annual contribution assessment ceiling for ijpansisurance (in 2024: 41,041.80 euros)
will apply for bottleneck occupations and new entsaand 50% (in 2024: 45,300 euros) for
all other occupations.

- Extended group of people

Career starters: The possibility of obtaining an EU Blue Card isrigebpened up to a larger
group of people. For example, foreign academics lawe obtained a university degree within
the last three years can obtain an EU Blue Cattif job in Germany pays them a minimum
salary of 45.3% of the annual contribution assessmaling for pension insurance (in 2024:
41,041.80 euros). This applies to both bottleneckd astandard occupations.

IT specialists: Another new feature is that IT specialists will &lg@e to obtain an EU Blue
Card in futurdf they do not have a university degree but can pnee that they have at least
three years of comparable professional experienck this case, the lower salary threshold
for bottleneck professions applies (45.3% of thauah income threshold; in 2024: EUR
41,041.80).

Extension of the list of bottleneck occupationsThe list of bottleneck occupations for the EU
Blue Card will be significantly expanded. In adalitito the existing bottleneck occupations
(mathematics, IT, natural sciences, engineeringhamdan medicine), skilled workers in the
following occupational groups will also be ableotatain an EU Blue Card in future if the other
requirements are met:

« Managers in production in the manufacture of goodsjining and construction and in
logistics

- Managers in the provision of information and comioation technology services

- Managers in the provision of specialized servisash as childcare or healthcare

« Veterinarians

« Dentists

« Pharmacists
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« Academic and comparable nursing and obstetricSasts
- Teaching and educational staff in schools and extrecular activities

The lower salary threshold for bottleneck occupwtialso applies here (45.3% of the annual
contribution assessment ceiling; in 2024: EUR 41.8@).

- Short-term and long-term mobility: Short-term and long-term mobility to Germany is
possible for holders of an EU Blue Card issuedrntlzer EU member state. For a maximum
stay of 90 days, EU Blue Card holders from otherrgémber states may come to Germany
and stay there for the purpose of a business ctikiectly related to their employment.
Neither a visa nor a work permit from the Fedenadptoyment Agency is required for this
short stay.
After a minimum stay of twelve months with an EWBICard in another EU country, long-
term relocation to Germany is possible withoutsavA German EU Blue Card must be applied
for at the immigration office after entering theuotry. EU Blue Card holders will as well have
more flexibility to change employers and positiim§&ermany*S,

- Facilitated family reunification for EU Blue Card holders: For EU Blue Card holders who
have already lived with their family in another Etember state, family reunification is
regulated on a privileged basis. If these familynmhers require a visa due to their nationality,
they are entitled to enter and reside in Germarigragdy members of an EU Blue Card holder
with the residence permit issued in the previoumber state without having to go through a
visa procedure beforehand. When a residence pernsisued in Germany, the requirements
of sufficient living space (Sec 29 (1) No.2 Aufe@fiand securing a livelihood (Sec.5 (1) No.1
AufenthG) no longer apply.

Further changes from November 2023

- Entitlement to a residence permit for skilled wokers and waiver of the link between
qualification and employment

The two central legal bases for residence perraitsKilled workers with vocational training
(Section 18a AufenthG) and skilled workers withderaic training (Section 18b AufenthG)
were amended in two respects:

Firstly, one can be now entitled to a residencenjtdf all requirements are met.

Secondly, the restriction that one can only worklmnbasis of the qualification obtained with
the vocational qualification is lifted. This meatigat if someone has qualified vocational
training or a university degree, they are not ret&td to jobs related to this training when
looking for a job. There are exceptions for regedigprofessions.

Up to this moment, foreign nationals were restdcte roles specifically linked with their
formal education experienc@Vith the amendments it is envisaged, that foreignkdled

213 hitps://www.fragomen.com/insights/germany-new-euebtard-rules-in-force-from-november-
18.html

196



EU-Bangladesh Talent Partnership Programme Preparatory Assessments

workers (except EU Blue Card applicants) will be ale to perform any role for which they
are qualified as opposed to being restricted to rek specifically linked to their formal
education experiencejn such a way, no formal education link with role 8 sought. This is
indicative for skills-based (as opposed to education-based) immigration progras under
development globally to tackle skills shortagesThe employer will have discretion to
determine if an applicant is capable of performiimng role. This will also provide employers
with greater flexibility regarding their allocatia@f human resources. For instance, instead of
having to hire new staff with the relevant formdlueation experience, an employer could now
shift an existing (suitably capable) foreign na#ibto the new role.

Thus, the legislation will provide for easier termas obtaining the EU Blue Card, a work
permit that facilitates the migration of educateud-country nationals to Europe to continue
their career, even for professionals without a gacsed degree. This will also make it easier
for example, for information technology specialigtgith 3 years’ work experience) or
educational professionals with sufficient vocatiogxperience to apply for an EU Blue Card,
even if they lack formal education.

Shorter duration to acquire permanent residence.
Skilled workers will be able to acquire permanesidence after three years; while EU Blue
Card holders will be able to acquire permanentiesie after 27 months.

There is as well a relaxation of pathways for apptiants with reduced requirements
regarding German language skills and recognition oéducational qualifications.In such

a way, lowering obstacles to recognition of quedifions are expected. Foreigners with
gualifications that are not recognised in Germautyit their home country and who have at
least two years’ work experience can immigrateaatk in skilled occupations under certain
conditions. Skilled workers will be allowed to warkany unregulated profession.

The existing schemes for recognition of qualificatiare valid for applicants with
gualifications not fully recognised by the compétanthorities due to some qualifications
missing. Third country nationals registered in aldication programme in Germany to acquire
the missing skills may apply for this permit. Fppécants in unregulated professions, it is also
possible to acquire the missing skills by workisgaaskilled worker in the intended profession
(no time restriction); a job offer, and a trainiptan are needed. The requirements are:
Residence permit for the purpose of recognitionfakign professional qualifications.
Conditions are: recognition certificate, A2 levéGerman language skills, proof of enrolment
in a qualifying training program, and proof of fm@al means. It is possible to work while
completing the qualification programme (for up tHours).

It will become easier for third-countries jobseek&r work and change occupation, without
having to undergo complicated qualifications regogn procedures. Time-limits in existing
labour migration are to be removed and visa pra&sessped up.
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There are similar examples from other EU MSs, saaschrance offering a visa for tech workers
and entrepreneurs that allows four years of tempoesidency and sets out a clear path toward
permanent residendy’

Employment of professional drivers

The approval process of the Federal Employment égéor the employment of professional
drivers from third countries is simplified. It witlo longer be necessary to check whether the
required EU or EEA driving license and the basialidjigation or accelerated basic
gualification are available. In addition, the pitpcheck has been removed and language skills
are no longer requirétp.

Regulations on employment and recognition from March 2024
Residence for the recognition of a foreign professnal qualification

The opportunities to stay in Germany to participatgualification measures will be extended.
The previous 18-month residence permit for adaptatieasures (Section 16d (1) AufenthG)
will now be issued for 24 months when it is firssiied. An extension of a further 12 months
up to a maximum residence period of three yearsossible. This gives employers more
flexibility.

Secondary employment during the qualification pangvill be increased from 10 to 20 hours
per week. This will make it easier for future skillworkers to enter the job market.

The implementation of qualification measures inr@any aims to achieve full equivalence of
foreign professional qualifications. The new SklllBnmigration Act introduces two new
access routes for this purpose:

- Entry and employment as part of a recognition patnership: The recognition partnership
makes it possible to obtain a residence permititsye qualified employment and to carry out
the necessary recognition procedure only afteryeirrcontrast to the previous options for
carrying out qualification measures, in this case inot necessary to initiate a recognition
procedure or to have a certificate of partial eglaace before entering the country. The
granting of a visa is linked to the obligation loétprospective skilled worker and the employer
to apply for recognition after entry and to actyvplrsue the procedure. The basic requirements
for the recognition partnership are, in additiorthe employment contract, the existence of a
professional qualification that has required astéao years of training or a university degree
- both of which must be recognized by the respeativuntry of training - as well as German

214 OECD,What are the risks and rewards of start-up visadi@ration Policy Debates, No. 28, July
2020. Available athttps://www.oecd.org/migration/mig/MPD-28-What-dhe-risks-and-rewards-of-
start-up-visas.pdf
215 PPT, EU Network
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language skills at level A2. The residence permitisually issued for one year and can be
extended for up to three years.

The previous residence requirement for recogniticaiccordance with Section 16 d (3) (old),
if the focus is on a lack of practical skills inetlworkplace, will no longer apply in future.
Persons with a decision on partial equivalence mvhmly lack practical skills in the workplace
have two options for the purpose of professionabgaition in Germany: In future, they can -
as before - enter the country either to completpalification measure (Section 16 d (1)
AufenthG) or as part of a recognition partnersidpdtion 16 d (3) Aufenthg).

- Entry to carry out a qualification analysis: Recognition seekers who, in the opinion of the
competent authority, should carry out a qualificatanalysis in Germany to determine the
equivalence of their foreign qualification can barged a residence permit for up to six months
for this purpose. One of the prerequisites is thay can provide proof of German language
skills. As a rule, German language skills of astdavel A2 are required.

Employment of specialists and workers

- Special regulation for practical professional exprience: The employment of persons with
extensive practical professional experience has betended. The new regulation now applies
to all non-regulated professions in all sectorsThe requirement for people with practical
professional experience is that they have a primfieskor university degree that is recognized
by the respective country of training. In the casa professional qualification, at least two
years of training is required. As an alternativa gtate-recognized qualification, a qualification
from a German chamber of commerce abroad is sefficinder certain conditions. In addition,
at least two years of experience in the desiretepsion is required. Formal recognition of the
gualification in Germany is not required. The jdifeoin Germany must guarantee a gross
annual salary of at least 40,770 euros (year 20R#e employer is bound by a collective
agreement, remuneration in accordance with it iscgent. Access to the labour market will
also be made easier fi€T specialists the required relevant professional experience vl
reduced to two years (previously three years). @égasional or university degree is still not
required. Language skills no longer need to be gmder the visa. The minimum salary of
40,770 euros (year 2024) gross per year or remtoeren accordance with the collective
agreement also applies here.

- Labor market access for nursing assistants fromhird countries: With the planned
changes, access to the labour market for nursaffveill be supplemented by a regulation for
nursing assistants from third countries. All pedjpten third countries with nursing training
below the three-year regulated specialist traicsgng be employed in the health and care sector.
The prerequisite is that these persons can eittwride proof of corresponding German
vocational training in the care sector or a foreigre qualification that has been recognized in
Germany.
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- Job search following training in the healthcare ad nursing professions:In future,
nursing assistants and care assistants from toirdtdes who have completed their training in
Germany will be able to apply for a residence petmiook for a job. The residence permit
will be issued for up to twelve months and can kiereded by up to six months if their
livelihood is secured.

- Settlement permit for skilled workers from abroad Foreign skilled workers who have a
residence permit in accordance with § 18a, 8 18b8& or § 18g AufenthG and have not
completed any vocational training or studies inr@ny will receive a settlement in Germany
after just three years (previously four years)addition, holders of an EU Blue Card will

receive a settlement permit even faster: after @iths in employment with an EU Blue Card,
they can be granted a settlement permit; if thexehsufficient knowledge of German (level

Bl CEFR), this IS even 21 months.
For graduates of a course of study or vocatiorahitig in Germany, the current special
provision on settlement permits remains in placikerjust two years of holding a residence
permit for employment as a "skilled worker" (reside permit in accordance with Sections
18a, 18b or 18d AufenthG), they can be grantedtes®nt permit.

- Easier family reunification for skilled workers: If spouses or underage children move to
Germany to join certain skilled workers, proof affient living space will not be required in
future. In addition, such skilled workers can adbsimg their parents and - if the spouse is also
permanently resident in Germany - parents-in-layoito them if they receive their residence
permit for the first time on or after March 1, 2024

- Residence permit for holders of start-up grants:n future, skilled workers within the
meaning of Section 18 (3) AufenthG can obtain aesse permit for up to 18 months to set
up a business if they are granted a grant fromran&e scientific organization or public body
for this purpose.

Employment of students and trainees

- Extended employment opportunities for foreign stdents: For third-country nationals
studying in Germany on a student visa, the oppdrasnfor part-time employment will be
extended. The previous annual working time accadirt20 full or 240 half days will be
increased to 140 full or 280 half working days. etatively, the new regulation allows
students to work up to 20 hours a week. The amotithe salary and the subject of the
employment are irrelevant. In future, part-time éyment will also be possible from the
outset when attending preparatory courses.

- Residence for the purpose of seeking a study pkavith work prospects: Entry and
residence for the purpose of applying to Germawuarsities remains possible for third-country
nationals. What is new is that it is now possiblevork part-time for up to 20 hours a week
while looking for a study place.
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- Extended residence options to look for a trainingplace: Third-country nationals can also

continue to enter Germany to look for a traininggel. The age limit for potential applicants
will be raised from 25 to 35, and the requiremdotsserman language skills will be lowered
to level B1. This will open up residence to a largeoup of third-country nationals for the

purpose of seeking a training place. The previoasimum duration of residence of six months
will be increased to nine months. In addition, deopith this residence permit will be able to
work part-time for up to 20 hours a week as wellaadrial periods of up to two weeks.

Extended opportunities for part-time employment for trainees: In future, part-time
employment of up to 20 hours per week will be passior all vocational training courses.

Short-term contingent employment

The amendments to the ordinance introduce a newrofidr the short-term employment of
third-country nationals, regardless of their quedifions. As soon as the Federal Employment
Agency (BA) determines a needs-based quota - #isatso be differentiated for certain
economic sectors or occupational groups - intedesteployers can apply for a work permit or
approval of a residence permit for workers fromoaldr This is granted if:

- The employer is bound by collective agreements thedemployees are employed in
accordance with the applicable collectively agreedking conditions,

- the employer undertakes to pay the necessary teapelnses in full,

« the planned employment does not exceed eight meviths a 12-month period and

« the weekly working time is at least 30 hours.

Further innovations from June 2024
Introduction of the job search opportunity card (Chancenkarte)

An opportunity card will be introduced for a stayiook for a job. This can be obtained in two
ways: Third-country nationals who can prove thairtforeign qualification is fully equivalent
and are therefore considered "skilled workers'ticoadance with Section 18 (3) AufenthG can
obtain the opportunity card without any further@pkrequirements. All others must provide
proof of a foreign university degree, a vocatiogadlification of at least two years' duration
(recognized by the state in the country of traihioga vocational qualification issued by a
German chamber of commerce abroad. In additioneeliasic German (level Al) or English
language skills (level B2) are required.

If these requirements are met, one can collecemdifft points for criteria such as recognition
of qualifications in Germany, language skills, msgional experience, age and connection to
Germany as well as the potential of the accompangpouse or partner. At least six points
must be achieved in order to receive the oppostaatd.

The Chancenkarte is issued for a maximum of oneiffeae can secure his/her livelihood for
this period. During the stay in Germany, it offeqgportunities for trial work or part-time
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employment for 20 hours a week. If one is unablelitain another employment title from
Section 4 (88 18 to 21 of the Residence Act) aftes, but still has an offer of qualified
employment, the Chancenkarte can be extended rfibvefutwo years.

In general terms, anyone wishing to work in Germanyshould:

- have a professional qualification for one of thefessions in very high demand (in this
case, German language skills are often of lesser importance); or

- be planning to obtain a professional qualificatiorone of the professions in very high
demand (it is possible to come to Germany to olgamlifications. Germany has a ‘dual
learning’ system where learners perform paid wohidevthey are training, which allows
them to cover some of their living costs); or

- have a professional qualification for a less in-dadhprofession. In this case, excellent
German language skills are essential to increastkiihood of finding a job'®.

= Specific requirements for occupying certain professns in Germany

Traditionally, the German labour market values gssfonal qualifications (academic degrees
and vocational qualifications.) There are good opputies for foreign skilled workers in
occupations that are in particularly high demand.

Nurses (Professional/Associate professionadjre, along with several other health related
professions included in the list of skills shortagrupations related to migration and work
permits for migrant workers. There are many jobnopgs available for nurses and healthcare
professionals. Qualified staff are needed in haspitetirement homes and other care facilities.
There is also particular demand for childcare wiske municipal and church kindergartens.

Requirementsanyone with a nursing qualification from their atny of origin can apply for
that qualification to be recognised in Germany. Malfitness and knowledge of German are
required, to either B2 or B1 level, depending anfederal state.

The recruitment of nursing professionals takes elawithin the framework of
intergovernmental agreements, which are in Gernmagtiated through the Central Foreign
and Specialist Placement (ZAV) and often with therr@an Society for International
Cooperation (GlZ). In addition, employers in thalfle and care sector and private personnel
service providers working on behalf of companiesautively recruiting skilled workers and
trainees. The private intermediary market is grgwimcreasingly. There are public efforts to
regulate this market through the development ofityustandards and certifications. When it
comes to choosing the countries from which foresgitled workers are recruited, Germany
has obliged to follow the guidelines of the Worldd#th Organization (WHGY".

218 More inrmation can be Bund at https://www@leutschland@e/de/arbeiten-in-deutschland

217 Beitrage transnationaler Skills Partnerships zum Bereich Pflege Themendossier im Rahmen der
»DenkPabrik Eir transnationale Skills Partnerships®, Sabine Schroder, ebb - Entwicklungsgesellschalz Hir
berufliche Bildung, Februar 2023, Bertelsmann Stiftung
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Most academicSTEM occupations are on the government’s list of shertagcupations.
Scientists, computer scientists and other STEM spiadists (science, technology,
engineering and mathematicslare needed both in the private sector and in pubBearch
institutes.It is worth noting that the technical industry ahe& engineering associations and
sector organisations can be regarded active patgudrtners, as they usually campaign to
foster interest in the technical field.

Requirementsat the Central Office for Foreign Education (ZAB)reign STEM graduates
can have their university degrees declared equivateGerman diplomag-oreign migrants
can apply for a work permit (Blue Card).

2. Italy. Guidelines on how to prepare vocational and civic-linguistic training programmes and
the criteria for their evaluation

In accordance with the provisions of the new Aei23, the Ministry of Labour and Social
Policies adopted and published theidelines on how to prepare vocational and civic-
linguistic training programmes and the criteria thegir evaluatiort!®

TheGuidelinesfor pre-departure training, adopted by the MLSih@amplementation modes
and set criteria for the evaluation of vocationat aivic-linguistic training programs in
countries of origin or countries of first asylumtaansit for refugees, pursuant to Article 23 of
Legislative Decree No. 286/1998, as amended byNMawb0 of May 5, 2023. The following
actors, individually or in partnership, can apply the "vocational and civic-linguistic training
programs": Regions and Autonomous Provinces and their instrumental bodies; Local
authorities, their unions and consortia; National employers’ organizations and trade unions
comparatively more representative at the natiomadl| as well as their own associations and
articulations; Joint bodies and bilateral bodies, set up by the comparatively most representative
national employers’ organizatis and trade unions at the national level; International and
intergovernmental organizations; Civil society organizations and other non-profit entities;
Public and private operators accredited to carry out employment services; Bodies, accredited

by individual Regions/Autonomous Provinces, to yawut vocational training and
employment services activities; Universities and Research Institutes; ITS Academy; Provincial
Centres for Adult Education (CPIA).

The Guidelines define the numbersofbjectswho can promote training programs, alone or in
partnership, providing rewards for the involvemehtSocial Partners and Provincial Adult
Education Centres. They also indicate éssential contents of the trainingwhich will not
only be sectoral, but will necessarily also incltigke teaching of the Italian language, elements
of civic education, notions on work and workerghts and elements of health and safety in
the workplace.

The training paths proposed must be aimed at prayiskills consistent with the “Atlas of
Work and Qualifications®® and with the purposes of job placement and theldpment of

218 Ministry olLabour and Social Policy? ItalyZLabour entry regulations and the new regular entry
channels introduced by DL 20/2023 (so-called 'Cutro Decree', converted with amendments by Law
NoZ50 o5 May 2023)

219 https://www.lavoro.gov.it/temi-e-priorita-immigrazione/focus/linee-quida-programmi-di-formazione-
professionale-civico

220 https://atlantelavoro@napprg/
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productive and/or entrepreneurial activities. Thesarses must necessarily include Italian
language with an exam certifying the achievemenatofeast level Al, as defined in the
Common European Framework of Reference for Langiagd elements of civic education,
with the acquisition of sufficient knowledge of tlendamental principles of the Italian
Constitution, the organisation and functioning aiblic institutions and the Italian socio-
cultural context. The certificate issued as a tesfithe Al level can be recognised by the CPIA
for the purpose of completing the training patltaty for the achievement of the A2 level and
in case the acquisition of a qualification, in ge¥spective of continuous learning, improving
human capital and supporting employability. Theatanal training path will also have to
include notions of labour and workers' rights anements of health and safety in the
workplace, as well as sector vocabulary, and peowibrk orientation sessions for the
enhancement of transversal skills and supportdtvejob search. The path should include
both theoretical and practical training and be troicsed on the basis of learning objectives
expressed in competences. Training may be delivesidtd the combined use of different
teaching methodologies (frontal lesson, remoteniegr- FAD, other).
At the end of each course, candidates must bedssiile a final certificate of learning:
- As for vocational training, skills acquired inethraining course will be tested in a final
examination. Those who successfully complete thal fexamination will be issued with a
certificate of attendance, indicating the knowledged skills acquired, referring to the
Economic and Professional Sectors (SEPs) and tAdtrety Areas (ADAS) into which the
“Atlas of Work and Qualifications” (a classificaticand information device supporting the
National Directory of Education and Training Titksd Professional Qualifications) is divided.
- As for civic-linguistic training, the attainmemf at least the language level Al, to be
ascertained by passing an Italian language profigi¢est organised by the training provider
and structured in accordance with the parametesptad by the certification bodies referred
to in Article 4, Paragraph 1, Letter A of the Imtenisterial Decree of December 7, 2021.
Alternatively, attainment of language level A1 mhg attested through the issuing or
presentation of one of the documents specifiedvizelo
. Certification of the level of knowledge, issueddne of the recognised certifying bodies,
in accordance with article 4, section 1, letter &) the Interministerial Decree of
December 7, 2021, or by other entities that havaggaement with the afore mentioned
certifying bodies, in accordance with the curreagulations.
*  Acertificate indicating the level of knowledgetbé Italian language, issued by an Italian
Cultural Institute, if present.
Before starting the training activities, the prapgs parties must ensure that adequate
information is provided on the opportunities offéigy the training courses, and during the
implementation phase the participants must be nméol of any job offers, applicable
contractual conditions and the types of entry.
More in detail: the Programme implementations sthantlude the following phases: (i)
Identification of labour demand (Definition of pesisional profiles and relative employment
sectors, based on an accurate analysis of neealslneg the national and territorial production
context of reference, as well as to internatiomadili; requirements, carried out with the
involvement of the social partners and the requesting employers during the planning stage; (ii)
Selection of the recipients of training adfies; Procedures for the selection of recipients,
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candidates for admission to Italy for work reasobased on the criteria of maximum
transparency and equal opportunities, in compliamite current regulations in Italy and in
Non-EU country, concerning the selection and rexreint of workers. For selection purposes,
the involvement of one or more local partners, guadbly public (including the Italian
Chambers of Commerce abroad (CCIE) and Italiandar€hambers of Commerce, in the
country concerned is desirable; (iii) Detailed information on the vocational and civic-linguistic
training activities; (iv) Indication of the implementing subject (applicant) and human, financial
and instrumental resources: (v) Arrangements fardioation with local institutions and/or
other public/private entities andiviolvement of Italian companies); (vi) Evaluation and
monitoring plad®L.

221 Guidelines implementation modalities Bor vocational and civic-linguistic training programs and criteria
or their evaluation pursuant to article 23 ol@legislative decree no286 olJuly 25, 1998, 2023 Document
approved on June 2023 by the Services ConlZrence convened by Directorial Decree Nol217 olMarch 30,
2023; Directorate General olmmigration and Integration Policies
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