
Labour Migration Policy in Canada 
 

Canada’s permanent immigration program is divided in three streams: 1) economic immigration, 
2) family class and 3) humanitarian, compassionate and protected persons. 
 
The economic stream includes all of the labour migration programs and the business immigration 
programs. It accounts for about 60% of the intake of permanent immigrants annually (196,658 
principal applicants, dependents not included, in 2019). 
 
Since 2010, labour market demands are also met by robust temporary migration schemes. In 
2019, Canada issued 405,107 temporary work permits and granted permanent residence to 63,020 
temporary work permit holders. In addition, international students have the right to work, under 
certain conditions, 827,586 study permits were issued in 2019.  
 
Main Economic immigration programs 
 
Programs leading to automatic permanent residence in Canada 
 
General labour programs 

Federal Skilled Workers 

• Points system: Minimum language skills, 
occupation, amount of work experience and 
education 

• Job offer increases the number of points but is 
not sufficient 

• Federal program is managed through a round of 
invitation system called Express entry 

Quebec Skilled Workers 

General labour programs with regional component 

Atlantic Immigration Pilot Program 

• Points system: Minimum language skills, 
occupation, amount of work experience and 
education 

• Job offer increases the number of points but is 
not sufficient 

• Specific point items linked to regional economic 
needs and potential for retention; designed by 
regional authorities 

• Priority processing over other labour 
immigration programs managed through a 
round of invitation system called Express entry 

Provincial/Territorial Nominees 

General labour programs contingent on previous Canadian experience  

Canadian Experience Class 

• Points system: Minimum language skills, 
occupation, amount of work experience and 
education 

• Mandatory minimum of one year of work 
experience in Canada (full time or 
combination) 



• Main vehicle for transition from temporary 
permits to permanent residence 

• Managed through a round of invitation system 
called Express entry 

Technical and trade labour programs1 

Skilled Trades 

• Points system: Minimum language skills, 
occupation, amount of work experience and 
education 

• Mandatory full-time job offer for at least one 
year or certificate of qualification issued by a 
Canadian body 

• Managed through a round of invitation system 
called Express entry 

Business and investment 

Start-up visa 

• Qualifying business, minimum investment, 
official support from a Canadian organization 

• Points system: Minimum language skills, 
occupation, amount of work experience and 
education 

Self-employed  

• Self-employed candidates working in the arts or 
athletics sector 

• Points system: Minimum language skills, 
occupation, amount of work experience and 
education 

 
 
Temporary labour migration programs 
 
 
Work permit with employment limitations 

Employer-specific work permit 
 

• Mandatory job offer 
• Labour market assessment by the employer: 

impact on the national market and wages, proof 
that no residents of Canada can fill the job 

• Limits to duration, no job transfer 
Work permit without employment limitation 

Post-graduation work permit 

• No mandatory job offer, holder has access to 
every job 

• Accessible to international students who 
graduated from post-secondary institutions 
in Canada 

 
1 In the past, Canada also had multiple iterations of healthcare and care-related permanent and temporary 
immigration program. These programs are currently being reformed and this process has been slowed because of the 
COVID-19 pandemic. Medical professional can, however, be recruited through the federal skilled workers or first, 
through a temporary permit. 



• Duration reflects duration of studies in Canada, 
up to three years 

International mobility program 
• Mandatory job offers 
• No labour market assessment 
• Holder may change jobs 

Open work permit 

• No mandatory job offer, holder has access to 
every job and may change job 

• Transitional permit for applicants who are in the 
process of acquiring permanent residence or a 
post-graduation work permit or who 
experienced employment issues as an employer-
specific work permit holder 

• Automatically offered to partners/spouses of 
principal applicants of entrants to permanent 
economic programs 

 
2020 for programs leading to automatic permanent residence in Canada 
 
General labour programs 
Federal Skilled Workers 12 months 
Quebec Skilled Workers 26 months 
General labour programs with regional component 
Atlantic Immigration Pilot Program 11 months 
Provincial/Territorial Nominees 17 months 
General labour programs contingent on previous Canadian experience  
Canadian Experience Class 8 months 
Technical and trade labour programs 
Skilled Trades 16 months 
Business and investment 
Start-up visa 22 months 
Self-employed  Variable 
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Talented and skilled individuals have a key role to play in countries’ future prosperity. They hold jobs that are key for innovation and 
technological progress and ultimately contribute to stronger economic growth with other employment opportunities and better living 
conditions for all. OECD countries increasingly compete to attract and retain talented workers notably by adopting more favourable 
migration policies for the best and the brightest. This competition has led to a convergence of policy frameworks but significant 
differences in policies and practices remain. Beyond conditions for migration, many other factors contribute to shape countries’ 
attractiveness for foreign talent.  

This issue of Migration Policy Debates presents the results of the first edition of the OECD Indicators of Talent Attractiveness, developed 
by the OECD with support from the Bertelsmann Stiftung1. The OECD Indicators of Talent Attractiveness (ITA) measure for the first time 
the relative attractiveness of countries from a multidimensional perspective focusing on three types of talented migrants: highly skilled 
workers at master/PhD level, international students in tertiary education and foreign entrepreneurs. This aims at better understanding 
and comparing strengths and weaknesses of different OECD countries and can help elaborating public policies that are more effective. 
_____________________________________________________________________________________________________________________________________________________________________________________. 

How do OECD countries compare in their 
attractiveness for talented migrants? 

 The OECD Indicators of Talent Attractiveness is the first comprehensive tool to capture, in a multidimensional
framework, strengths and weaknesses of OECD countries regarding their capacity to attract and retain three specific
categories of talented migrants: highly qualified workers (those with master and doctoral degrees), university students
and foreign entrepreneurs.

 The OECD Indicators of Talent Attractiveness score seven dimensions: quality of opportunities; income and tax; future
prospects; family environment; skills environment; inclusiveness; and quality of life. The indicators also take into
account how difficult it is for prospective migrants with required skills to obtain a visa or residence permit.

 The most attractive OECD countries for highly qualified workers are Australia, Sweden, Switzerland, New Zealand and
Canada, which offer favourable labour market conditions and an excellent skills environment for highly skilled workers
in general. Admission conditions negatively affect the attractiveness of several OECD countries, including Israel, Japan
and Turkey.

 The most attractive OECD countries for entrepreneurs are Canada, New Zealand, Switzerland, Sweden and Norway.
This also reflects relatively low minimum capital investments and job creation requirements in these countries.
Greece, Mexico and Turkey are lagging behind on this indicator.

 For international university students, the top five countries are Switzerland, Norway, Germany, Finland and the
United States. Some countries that have many international students, including Canada, Australia, New Zealand and
the United Kingdom, fall in the ranking due to relatively high tuition fees.

 Beyond conditions for migration, analysing the full impact of policies on talent attractiveness, it appears that adopting
more favourable policy settings would enable most OECD countries to close most of their gap to the top ranked
country. This is particularly salient for international students but also applies to entrepreneurs and to a lesser extent
to talented workers.

 All OECD countries can improve their attractiveness in the global competition for talent. Each one has strengths and
weaknesses, factors to improve or enhance. The OECD Indicators of Talent Attractiveness show policy makers how
much leeway OECD countries have to make their country the chosen destination for potential talented migrants.

 The global competition for talents generates legitimate concerns regarding the impact on countries of origin, notably
less developed countries. A close monitoring of global movements of highly skilled migrants is therefore necessary to
identify the winners and losers and activate, where necessary, relevant international instruments to better share the
costs and benefits associated to international mobility of talents.

1 Special thanks go to the Fragomen law firm for sharing their data, without which it would not have been possible to 
compile these indicators. 

N°19, May 2019 
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The importance of talent mobility 

Educational levels and skills of the labour force have 
been rising enormously across the world. Young 
people entering the labour market now are more 
educated than retiring older workers. However, the 
supply of skills has not necessarily kept abreast with 
increasing demand due to technological change, the 
development of research and development 
activities or more generally new skills needs. In this 
context, international recruitment of talented 
migrants has increased across the OECD. In addition, 
the concentration of talent generates positive 
externalities, with the most dynamic centres 
attracting large inflows of highly skilled migrants. 

According to the latest data from the OECD 
Database on Immigrants in OECD Countries (DIOC), 
the stock of tertiary educated migrants increased by 
108% in the OECD between 2000/01 and 2015/16. 
The share of migrants in the tertiary educated 
working-age population increased from 11% to 16%. 
About half of the high-skilled migrants in G20 
destinations come from other G20 countries, and 
about the same share is in the OECD. 

Admission conditions for the highly qualified have 
been eased in most OECD countries over the past 
decades. Yet some countries are more attractive 
than others, due to a variety of factors, which may 
be related to overall economic, labour market and 
living conditions or to specific practices regarding 
the conditions for entry and stay of foreign talents. 

A new approach to ranking attractiveness 

In this context, providing benchmarking in terms of 
attractiveness across OECD countries offers 
invaluable information for both potential migrants 
and employers as well as for policy makers. There 
are a number of available indices and scoreboards 
for the “best countries”. Some are based on surveys 
of expatriates – often using non-representative 
samples (IMD, 2017; INSEAD, 2018), while others are 
ad hoc compilations of multiple macro indicators of 
overall economic performance of countries (EIU, 
2011).  

The OECD Indicators of Talent Attractiveness take a 
different and innovative approach to this question. 
They distinguish different types of talented migrants 
and rely on group-specific observations from large 
scale household surveys and immigration data that 
capture the difficulties these groups of migrants face 
when trying to obtain a visa or residence permit. The 
new OECD indicators are also based on a theoretical 

framework that encompasses the decision-making 
process of talented migrants. 

The OECD Indicators of Talent Attractiveness 
measure how attractive OECD countries are for 
three profiles of talented migrants. 

First, individuals with the highest educational 
attainment – in line with the majority of the social 
science literature, master or doctoral level (ISCED 7 
or 8) – are considered. Second, since entrepreneurs 
are widely recognized as contributing to economic 
growth, they comprise a further profile of talented 
migrants. This group includes business founders and 
active investors who manage the businesses in 
which they have invested. Finally, the competition 
for talent also involves vying for international 
students in higher education.   

Distinguishing between these three groups is 
important because attractiveness of countries for 
different types of talent can vary, and those 
particularly attractive for one group of talented 
migrants may not look so interesting for other 
groups. 

What is behind the indicators? 

The OECD Indicators of Talent Attractiveness 
includes variables that are profile-specific, targeted 
to different talented migrant categories. Variables 
behind the composite indicators are therefore not 
identical for all profiles, but reflect the specificity of 
the migration determinants of each category. 
Furthermore, even when the variable is the same 
across profiles, its value may change according to 
the reference group.  

For each migrant profile, the indicators comprise 
between 22 and 24 variables referring to both 
economic and non-pecuniary factors (the full list is 
in Box 1). The indicators are grouped in seven 
dimensions, each representing a distinct aspect of 
talent attractiveness: (1) quality of opportunities, (2) 
income and tax, (3) future prospects, (4) family 
environment, (5) skills environment, (6) 
inclusiveness, and (7) quality of life. In addition, an 
overarching dimension of country accessibility in 
terms of policies and practices for admission is 
included to take into account the accessibility of visa 
and residence permit in international mobility 
decisions. 

In order to select the variables for each talent 
attractiveness dimension, the OECD Indicators of 
Talent Attractiveness refers to the most widely used 
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channel in each destination country. For highly 
skilled foreign workers, temporary visa programmes 
are used rather than permanent programmes, since 
most permanent economic migrants were 
previously on temporary visas, and for comparability 
purposes, as only a few OECD countries have direct 
settlement channels. Intra-company transfer (ICT) 
migrants are excluded from the analysis, since their 
mobility reflects employer choices more than 
individual preferences. 

Box 1. Variables at the basis of the OECD Indicators of 
Talent Attractiveness 

In line with the OECD experience in construction of 
composite indices, the variables of each dimension of the 
OECD Indicators of Talent Attractiveness have been 
selected based on their conceptual relevance, distinction, 
statistical association and data quality. The variables for 
the profiles of “entrepreneurs” and “international 
students”, as well as a detailed discussion on the 
methodology behind the indicators, are presented in 
Tuccio (2019).  

Below are the variables included for the profile of 
“workers with master/doctoral degrees”: 

Quality of opportunities: Unemployment rate of the 
foreign-born with education ISCED 7-8; Over-qualification 
rate of the foreign-born with education ISCED 7-8; Share 
of the ISCED 7-8 educated foreign-born with temporary 
contracts; Share of foreign-born part-time workers with 
education ISCED 7-8. 

Income and tax: Earnings of ISCED 7-8 workers; Price level 
index; Tax burden for high-earners. 

Future Prospects: Acquisition of nationality; Ease of 
status change from temporary to permanent; 
Dependency ratio in 2050. 

Family environment: Right for spouse to join migrant; 
Possibility for the spouse of migrant to work; Easiness for 
children of migrants to get citizenship; PISA math test 
scores; Public expenditure on family benefits; 
Participation tax rate for second earner parent entering 
employment. 

Skills environment: Internet access; English proficiency; 
Gross domestic spending on R&D; Patents. 

Inclusiveness: Share of foreign-born in working age 
population with ISCED 7-8 education; Attitudes towards 
immigration; Gender equality. 

Quality of life: OECD Better Life Index. 

When looking at the stringency of migration policies 
and practices for highly skilled foreign workers, the 
most favourable case is assumed: that the 
prospective migrant already has a job offer from an 
employer based in a destination country, for a 

position which matches the skill level of the 
individual.  

People do not assign the same importance to 
different dimensions of attractiveness. Those 
without family, for example, may not care about the 
environment for families. Earnings may be more 
important to some individuals than inclusiveness, or 
vice versa. Age, gender, education, but also marital 
status and family background, country of origin and 
resource constraints, all affect migrants’ destination 
choices. As a result, the OECD Indicators of Talent 
Attractiveness are designed to allow users to express 
preferences, ranking and weighting different 
dimensions. Users can choose their own preferred 
weights on the online platform. Interested users can 
construct their own set of indicators based on their 
preferred weighting here: oe.cd/talent-attractiveness 

This brief, however, presents benchmark indicators 
based on default equal weights across the seven 
dimensions of talent attractiveness. 

Even when a potential immigrant is attracted to 
work opportunities in a specific destination country, 
if there is little chance of admission, that country 
may not be attractive overall. High barriers to 
admission make other dimensions of attractiveness 
less compelling. Thus, admission policies and 
practices are not considered an additional sub-group 
of drivers of talent mobility, but cover a separate 
role. 

Once the average score is obtained based on the 
preferred set of weights for the seven dimensions 
mentioned above, a penalty is applied to reflect the 
stringency of migration policies. The reference 
policies and approach vary for each group of 
talented migrants considered. 

Quantifying migration policies in terms of conditions 
for migration is no easy task. On the one hand, 
migration policies and visa programmes are 
numerous both across and within countries, making 
it difficult to compute a synthetic measure of entry 
laws. On the other hand, a normative approach 
based on coding legislation risks misrepresenting the 
true accessibility of countries to potential migrants, 
since practices may vary significantly for comparable 
legal frameworks and affect effective conditions for 
entry.  

For highly skilled foreign workers, the OECD 
Indicators of Talent Attractiveness exploit two 
variables taken from proprietary data collected by 
Fragomen, a leading international law firm 

http://www.oecdbetterlifeindex.org/
http://www.oecd.org/migration/talent-attractiveness
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specialized in immigration law services, from its own 
caseload. The first is refusal rates for highly qualified 
applicants. The second is processing time, measured 
in calendar days from when a prospective migrant 
initiates an immigration case to the date on which 
the individual is allowed to start working in the 
destination country. For OECD countries, this ranges 
from 39 days to 185 days. In addition, a third policy 
variable, calculated by the OECD Secretariat, 
captures restrictive quotas on the reference visa 
programme which effectively limit migration inflows 
and the likelihood of admission. This variable is 
based on oversubscription data for capped 
migration programmes. Each policy variable 
represents a penalty of up to 5% to the final index.2 
The accessibility of OECD countries in terms of 
migration policies for migrant entrepreneurs is 
proxied by two variables: their requirements in 
terms of minimum capital that the individual has to 
invest and the minimum job creation of the 
incoming business in order to obtain the visa.3  

International university students who have been 
admitted to a qualifying institution can theoretically 
obtain a visa in virtually all OECD countries but in 
practice face multiple constraints. In order to factor 
in their likelihood to obtain a visa at destination, the 
indicators account for university tuition fee levels 
for foreign students, which is a major determinant of 
students’ location choices.4 In addition, to capture 
the ease of obtaining a student visa relative to other 
channels of migration, the indicator incorporates a 
penalty based on the ratio between the share of 
international students in the total student 
population and the share of foreign-born individuals 
in the total population. Penalties go from 0% to 5% 
depending on in which quintile of distribution a 
given country is. 

The attractiveness of OECD countries to 
talented workers  

As expected, OECD countries have different degrees 
of attractiveness to highly qualified workers. Before 
taking into account the likelihood of getting a visa at 

                                                      
2 Specifically, refusal rates below 1% yield no penalty; 1% 

to 10%, a 2.5% penalty; above 10%, a 5% penalty. Visa 
processing time of less than 3 months gives no penalty; 
3 to 6 months, 5% penalty; more than 6 months, a 10% 
penalty. A restrictive quota on the visa programme 
accounts for an additional 5% penalty. 

3 Countries with no job creation requirement receive no 
penalty, while a requirement yields a 5% penalty. 
Similarly, if visa programmes have no minimum 

destination, the United States scores highest, due to 
a strong economy and labour market, and excellent 
scores for both “quality of opportunities” and 
“income and tax”. At the same time, the country also 
has particularly good amenities, with a unique “skills 
environment” and a pleasant “quality of life”. 
Australia and New Zealand follow closely, although 
their high ranking is due principally to very inclusive 
societies (“inclusiveness”) and advantageous “future 
prospects”. The remaining top 10 countries are 
Canada, Sweden, Ireland, Switzerland, Norway, 
Netherlands and the United Kingdom. These 
countries all have in common a generally high 
standard of living and excellent skills environments, 
while they differ in terms of economic landscapes 
and policy approaches to migration. In contrast, the 
OECD countries that fare worse in attracting the 
highest qualified workers generally have poor skills 
environment. This is in line with the agglomeration 
hypothesis of talent mobility: high-skilled workers 
are attracted by other high-skilled people, 
generating a multiplier effect that is at the base of 
technological breakthroughs and development. 
Countries less attractive to potential highly-qualified 
immigrant workers are Israel, Italy, Greece, Mexico 
and Turkey. 

After taking into account the accessibility of OECD 
countries in terms of policies and practices for 
admission, the United States loses its top position in 
favour of Australia, which has lower refusal rates 
and less restrictive quotas for the highly skilled 
(Figure 1). Canada and New Zealand are also 
penalized by relatively high refusal rates. Overall, 
only a few countries – such as Sweden, Switzerland, 
Luxembourg and Slovenia – have migration systems 
that do not reduce their desirability to migrants. As 
such, after policies are taken into account, the top 
five most attractive OECD countries to highly skilled 
workers are Australia, Sweden, Switzerland, New 
Zealand and Canada. In contrast, there is no change 
in the position of countries at the bottom of the 
ranking, except for Poland which drops below Israel 
due to slower processing time.

investment clause, countries get no penalty, if the 
minimum investment is below EUR 100 000, the penalty 
is 2.5%, and 5% above EUR 100 000. Iceland is excluded 
since it has no specific entrepreneur visa. 

4 Countries with university tuition fees for international 
students below EUR 2 000 receive no penalty; between 
EUR 2 000 and EUR 10 000, a 2.5% penalty; over EUR 
10 000, 5%. 
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Figure 1. Attractiveness of OECD countries for potential migrants: workers with master or doctoral degrees 

 
Note: Values closer to 1 (0) represent higher (lower) attractiveness. Ranking based on default equal weights across dimensions. 
Source: OECD Secretariat.

The attractiveness of OECD countries to 
entrepreneurs  

In terms of the attractiveness of OECD countries to 
foreign-born entrepreneurs, the top five performers 
are different from the most attractive destinations 
for talented workers. Before taking into account 
policies and practices for admission, these are 
Canada, New Zealand, Ireland, Switzerland and the 
United States. All these countries share high scores 
for quality of opportunities in terms of ease of doing 
business, trade openness and both employment and 
product market regulations. The only exception is 
Switzerland, which however earns its ranking due to 
the lowest corporate taxes of the whole OECD area. 

After controlling for the likelihood of getting an 
entrepreneur visa, the United States and Ireland 
drop from the top five most attractive countries, 
replaced by Sweden and Norway (Figure 2). The 
United States has high requirements for its EB-5 
Immigrant Entrepreneur Visa: the minimum 
investment required is USD 1 000 0005 and the 
minimum jobs that the investment must create or 
preserve are 10. Nordic countries (Sweden, Norway, 
Finland and Denmark) improve their attractiveness 
thanks to low investment requirements for 
entrepreneurs. 

Figure 2. Attractiveness of OECD countries for potential migrants: entrepreneurs 

 
Note: Values closer to 1 (0) represent higher (lower) attractiveness. Ranking based on default equal weights across dimensions. 
Source: OECD Secretariat. 

                                                      
3 If the new enterprise is located within a Targeted 

Employment Area (a rural or high-unemployment area) 
the threshold is USD 500 000, which is still high. 
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The attractiveness of OECD countries to 
university students  

Compared to high-educated workers and 
entrepreneurs, international university students are 
potentially attracted by a different set of countries 
(Figure 3). Before considering the actual admission 
possibilities, the top five countries are Norway, the 
United States, Switzerland, Canada and Australia. In 
particular, the United States, Canada and Australia – 
as well as other countries where English is widely 
spoken (the United Kingdom and New Zealand) – 
score high for the “skills environment” dimension, 
because of English language use as well as their 
tertiary education spending. Norway, Germany and 
Switzerland, by contrast, dominate the “income and 
tax” dimension, thanks to student visas allowing 
international students broad access to work during 
studies, as well as applying the same tuition fees to 

domestic and foreign students. The future prospects 
dimension is more favourable in countries like 
France and Italy, which allow easy transition to work 
permits after graduation, whereas countries that do 
not allow students to work during studies (e.g. Chile 
and Turkey) appear among the bottom quartile of 
the “income and tax” dimension. 

Taking into account the probability of obtaining a 
student visa penalises the United States, Canada and 
Australia. In contrast, given the relatively low 
university tuition fees for foreign students, countries 
such as France, Switzerland and Iceland improve 
their overall attractiveness to international 
students. Both before and after the inclusion of 
practices for admissions, the least attractive 
countries for foreign university students are Chile, 
Israel, Greece, Mexico and Turkey. 

 

 
Figure 3. Attractiveness of OECD countries for potential migrants: university students 

 
Note: Values closer to 1 (0) represent higher (lower) attractiveness. Ranking based on default equal weights across dimensions. 
Source: OECD Secretariat. 

  

The key role of migration policies in talent 
attractiveness 

As shown, policies and practices for admission make 
a big difference for determining the optimal location 
choice of talented migrants. However, the OECD 
Indicators of Talent Attractiveness include even 
further information on migration policies, such as 
family reunification practices and the ease of status 
change from temporary to permanent. Exploiting 
such granularity of the indicators allows simulating 
how countries would fare should their overall 
migration policies be the most favourable on all 
dimensions.  

Figure 4 shows how much of the gap to the most 
attractive country would be closed should all aspects 
of migration policies be similar to the most 
favourable case. A value of 0% means that by 
adopting policies that are more favourable, 
everything else being equal, the country would 
become the most attractive for that category of 
talented migrants.  

The first and main finding here is that policies play a 
very important role. For a majority of countries 
adopting more favourable policy packages would 
indeed enable them jump to the top of the list and 
become the best country notably for international 
students and talented workers. The strong impact of 
policy settings for international students is due not 
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only to the fact that the overall indicators for 
students already show a greater variance (see Figure 
3), but also to the fact that – in spite of a general 
openness across all OECD countries towards 
international students – there is large heterogeneity 
in their conditions of stay. For entrepreneurs and 
investors, the effect is somewhat weaker but still 
very important, as more favourable migration 
packages would at least close 90% of the gap to the 
most attractive country in about 20 countries. 

In this simulation, all countries would obviously gain 
in attractiveness with more favourable migration 

packages but it might not be sufficient to become 
the most attractive. In some cases, like in France for 
talented workers, the gap to the most attractive 
country would remain around 13% even after the 
policy changes. The figure is even higher in Spain 
(19%), Italy (27%) or in Greece, Turkey or Mexico 
which are mostly penalised in their attractiveness 
for talented migrants by their overall labour market 
and economic environments. In a way, this graph is 
showing policy makers how much leeway migration 
policies give them to make their country the most 
attractive. 

 

Figure 4. Simulated attractiveness of OECD countries if migration policies were the most favourable 

 
Source: OECD Secretariat.  

 

What about brain drain? 

One perennial question regarding attractiveness for 
highly skilled migration is whether policy efforts in 
competing countries end up aggravating brain drain 
and loss of human resources in the origin country. 
While it is important not to poach talent from 
vulnerable less developed countries, a significant 
part of the competition for talent is currently 
between G20 countries, which account for a large 
share of overall movements. What is more, 
international students acquire part of their human 
capital in the destination country, so that any 
returns represent a brain gain for the origin country.  

A close monitoring of highly skilled migration at a 
global scale is nonetheless necessary to identify the 
winners and losers in the international competition 

for talents and activate, where necessary, 
international instruments to better share the costs 
and benefits associated to international mobility of 
talents. The OECD database DIOC, which 
complements this work, enables such mapping 
(OECD 2019b). 

Key lessons learnt from OECD Indicators of 
Talent Attractiveness 2019 (ITA) 

The message that comes out from the analysis is one 
of great heterogeneity of the concept of talent 
attractiveness. Indeed, no single country is an 
undisputed winner or loser in the index, just as no 
country is entirely locked out of the global 
competition for talent. In contrast, countries have 
different degrees of appeal for different types of 
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talented migrants as well as for different dimension 
of talent mobility.  

Overall, comparing Figures 1, 2 and 3 suggests that a 
country’s attractiveness can be high for certain types 
of talented migrants even as it is lower for other 
potential migrant categories. For example, Germany 
is one of the most attractive destinations for 
international university students, but its rating for 
talented workers is just above average. Conversely, 
highly skilled migrants should find Ireland greatly 
attractive, in contrast to international students. 
Furthermore, France’s attractiveness lies around the 
mean for all migrant profiles except for university 
students, for whom it is a highly desirable 
destination.  

Some countries are lagging behind for all or two 
types of migrants, including Mexico, Turkey, Greece 
or Israel. Despite their low attractiveness in 
international comparison for talented migrants, 
these countries may be perceived as an attractive 
destination for migrants from specific origin 
countries, language skills or cultural background 
which cannot be captured by synthetic indicators. 
That said, these results also underline that such 
countries need to take decisive actions if they intend 
to remain competitive destinations in the global 
competition for talent.  

More generally, talent mobility should be 
considered in a disaggregated fashion, dimension by 
dimension. Such analyses can provide policy makers 
with new and unique information about their 
performance in attracting foreign talent. One key 
lesson from the OECD Indicators of Talent 
Attractiveness though is that migration policy 
packages matter a great deal for all profiles.  

Finally, extending these indicators to more possible 
destination countries in the G20 and beyond would 
probably enable to identify additional hotspots for 
talented migrants and to put the situation of OECD 
countries in a more global perspective. 
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Triple Win – strong partners

✓ Cooperation between the Federal Employment Agency (BA) 

and GIZ since 2013

✓ Based on bilateral (recruiting) agreements between BA 

and the labour authorities of the partner countries

✓ Sustainable, legal and fair migration, expertise around 

the globe, established local structures and cooperation 

with local authorities

✓ Recruiting on behalf of German employers

who pay GIZ a service fee for coordination, 

language-, technical- and intercultural training, 

integration support in Germany



Nurse

Country of Origin

German 

Employer

✓ Country of Origin: relieving the domestic labor market by 
reducing the number of unemployed nurses in their home 
country, gaining knowledge and skills, reducing poverty 
through remittances of the nurses to their families. 
Cooperation only with countries with surplus of healthcare 
workers

✓ Germany: skilled immigration contributes to a reduction of 
staff shortages and an increase of productivity in specific 
healthcare sectors

✓ Nurse: individual development and acquisition of skills, 
access to new employment opportunities, financial gain and 
risk protection, staying perspective in Germany

Triple Win – benefit for all parties



As a programme of two federal companies Triple Win strives 

to meet international standards of fair recruitment.

The goal: to ensure long-term professional and social 

integration of nursing staff in Germany – as the basis 

for satisfying and successful employment.

Triple Win – care and responsibility



Models of Transnational Skills- and Mobility Partnerships*

*Based on: 

Azahaf, Najim: Policy 
Brief: Fostering 
transnational skills 
partnerships in 
Germany, Gütersloh, 
May, 2020

Triple Win Model I

Adaptation Training

Triple Win Model  II

Training in Germany

Triple Win Model  III

Skills Partnership 

in the country of origin

Target group • Skilled workers • Trainees and young professionals • Trainees and young professionals

Occupational training

(distribution of

responsibilities country

of origin/Germany)

• In the country of origin

• Partial recognition and 

post-training in Germany

• Pre-training in the country of origin, 

if necessary

• Full training in Germany

• (Two track) full course of training in 

the country of origin with harmonized

curriculum

Language training • Up to B1 in the country of origin

• Continues after arrival

• Up to B1 in the country of origin

• Continues after arrival

• In parallel with occupational training

• Continues after arrival, if necessary

“Migration dividends”

(the “win” for the 

country of origin)

• Eases burden on the labour

market

• Transfer of funds (remittances)

• Potentially builds knowledge/skills 

and networks, in the event of 

return migration

• Eases burden on the labour market

• Eases burden of the financing of 

education

• Transfer of funds (remittances)

• Potentially builds knowledge/skills and 

networks, in the event of return 

migration

• Eases burden on the labour market

• Transfer of funds (remittances)

• Potentially builds knowledge, skills 

and networks, in the event of return 

migration

• Brings new ideas to vocational 

training system

• In case of GSPs: creates skilled 

workers for domestic labour markets

Examples GIZ/BA • Triple Win Nurses • Model II Vietnam & BiH

• Model II Morocco Hospitality,

Metal and Construction

• Skills Partnerships Nurses

Philippines, Mexico



From pilot to sustainable fair model
Systematic approach to a sustainable structure for skilled migration 

Preliminary studies (technical, legal, 
administrative)

Conception (preparation of the recognition 
process)

Costs/time

Organisation

Phase 1

Model development

& 

Piloting 

Benchmark established 
for fair, safe and skilled 

migration

&

If applicable, set up a 
regular programme

(Type I/II/II)

Phase 2

Model infrastructure

&

Regular programme



✓ Situation of the nurses 

✓ Interest of the country of origin/bilateral placement agreement

✓ List of WHO

✓ Legal way of migration: employment in Germany

✓ Demand for healthcare workers

✓ A strategy for securing skilled labor

✓ WHO positive list

Triple Win – selection of partner countries



Partner Countries

Bosnien-Herzegowina (ARZ)

Philippinen (POEA)

Tunesien (ANETI)

Vietnam (DOLAB)

Indonesia (BP2MI) 

Country Offices

Sarajevo

Manila

Tunis

Hanoi

Programme 

Leadership

Eschborn/Bonn

Triple Win – programme structure



und 

slide 9

Status reports on 

language statuses as 

well as planning and 

coordination of entry

Selection procedure 

and candidate 

matching, organisation

and conduct of job 

interviews

Integration support as 

well as offers for 

workshops for 

employers

Administrative support 

of nurses in Germany 

and support in the 

recognition process

Assumption of all 

administrative activities 

in the countries of 

origin and in Germany 

(e.g. embassy 

appointments, 

admission to the labour

market)

Language training, 

cultural and 

professional 

preparation of nurses 

in the countries of 

origin

Triple Win Service Package – From recruitment to one year after entry



Nurses

• Bosnia and Herzegovina, Philippines, Tunisia and 

Indonesia

• German employers pay € 6,638.66 net (€ 7,900 gross) 

for the coordination of placement, linguistic and technical 

preparation, taking over administrative tasks and 

integration support in Germany

• Minimum salary of € 2,300 before professional 

recognition and € 2,800 after recognition

• Recognition process in Germany to obtain the 

equivalence of the vocational qualification 

Trainees in the health and care industry

• Vietnam

• € 9.700,- net (€ 11.543,- gross) for the coordination of 

mediation, linguistic and technical preparation as well 

as integration support in Germany

• Compensation € 1.100,-/ € 1.200,- / € 1.300,- gross 

staggered according to years of training as well as first 

accommodation, assumption of costs over € 300,-

We mediate:

4,882 nursing 

staff placed since 

2013

207 trainees 

placed since 

2019



PHASE 1

PHASE 2

PHASE 3
PHASE 4

Consultancy for

Employers

• Information on Triple Win

• Consultancy on overall

process and recognition

• Signing of service

contracts

Placement of Qualified

Nurses

• Personal contact

persons within the

Triple Win team

• Proposals of

preselected applicants

and personal/online 

interviews with the

candidates

• Invoicing and signing

of the work contracts

Pre-Departure 

Preparation

• Language preparation

up to B1 certificate

• 4-day professional 

course and orientation

day

• Issuing of the labour

market admission and 

entry visa

• Consultancy on 

Integration and 

recognition

Post-Arrival Support

• Advice on integration

and recognition

preocedures

• Hotline for nursing

professionals

• Accompanying to

authorities

Triple Win – process



✓ 4.882 placements from the Triple Win partner

countries since 2013, thereof 2.757 from the

Philippines

✓ 3.543 of the recruited nurses already working in 

Germany, thereof 1.795 from the Philippines

✓ Round about 300 employers in Germany

Triple Win – Facts & Figures



Deutsche Gesellschaft für

Internationale Zusammenarbeit (GIZ) GmbH

Sitz der Gesellschaft 

Bonn und Eschborn
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53113 Bonn, Deutschland
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Nurse
migration to
Finland

• The fastest ageing society in EU Skill
shortage in the health and care sector

• Private recruitment agencies export nurses
from the Philippines to private companies,
mainly to elderly care homes

• Language course in the Philippines If final
exam passed, an option to be employed to
FinlandWork as nursing assistant + option
for apprenticeship training to practical nurse
diploma

• Nursing assistant average wage 1 900 €,
Nurse 2 600 €

• No direct opportunity to continue to licensed
nurse
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What can we
learn from
Triple Win?

• Triple win is an excellent example of sustainable,
legal and fair international recruitment:

• Regulated training in the source and
destination countries

• Recognition and validation of prior learning
• Fair employment corresponding to education
• Fair pay
• Right for permanent settlement

• The goal: to ensure long-term professional and
social integration of international nursing staff in
Finland
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•With the other Filipinos here, we
all want to work as proper, real
sairaanhoitaja.
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•Thank you for your attention!
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