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IOM Contribution to the 

EU Talent Pool Call for Evidence 

 

Introduction 

The International Organization for Migration (IOM) welcomes the invitation to contribute to the call for 

evidence on the European Union (EU) Talent Pool. IOM is hopeful that this exercise will result in an 

enhanced skills matching tool, conducive to rights-based labour migration pathways that benefit migrants 

and all partner countries. IOM’s submission to this call for evidence proposes key considerations and 

recommendations for setting up an EU Talent Pool that is firmly grounded in ethical recruitment principles 

and international standards concerning the protection of all migrant workers.  

 

Context 

Across the EU, demographic, technological and economic developments are leading to skills shortages, 

mismatches and imbalances, as well as new skills requirements1. Along with active and forward-looking 

employment and education policies2, optimized, sustainable regular labour migration pathways can help 

addressing structural skills shortages, imbalances and emerging needs. The EU and its Member States have 

relied on several mechanisms facilitating intra-EU mobility as well as different labour migration pathways 

for third country nationals (TCNs), including in the framework of multilateral and bilateral labour migration 

agreements, pilot skills-based migration schemes and others. Moreover, digital technology platforms have 

proliferated to reduce costs and enhance the efficiency, transparency, and oversight of recruitment, 

placement, and job matching processes. However, to seize the opportunities that labour migration from 

third countries and digitalization offer, adequate legislative, administrative, procedural and operational 

structures should be in place.  

The fragmentation of the legal migration framework affects its coherence and effectiveness, leading to an 

uneven implementation of existing safeguards and standards, and inconsistencies in the enforcement of 

migrant workers’ rights3. The absence of legal pathways at all skill levels, along with the complexity, length 

and costs of immigration procedures and the limited availability or accessibility of up to date and accurate 

information, may deter employers and prospective workers from relying on lawful channels. This, in turn, 

heightens migrant workers’ exposure to risks, insecure, precarious, or exploitative working conditions and 

supports conditions in which labour gaps are filled through irregular migration e.g., in the informal economy. 

Similarly, a disproportionate focus on highly qualified workers and cumbersome procedures for the 

recognition of skills and foreign diplomas risk aggravating skills mismatches and imbalances. Limited access 

 
1 These include, among others, the decline of working age population, economic and labour market disruptions caused by the 

Covid-19 pandemic, and the transition to greener and more digitalized economies. European Commission, 2023. The Impact of 

Demographic Change in a changing environment. 
2 Among others, such policies could aim at enhancing overall labour market participation, labour market outcomes and working 

conditions of regularly residing foreign workers and beneficiaries of international protection, and other groups such as women, 

youth and older workers. See European Skills Agenda, European Pillar of Social Rights, European Year of Skills. See also ILO, 

OECD, 2023. Global skills gaps measurement and monitoring: Towards a collaborative framework. Technical paper prepared for 

the 1st meeting of the Employment Working Group under Indian Presidency. 
3 EU Legal Migration Fitness Check 2019. 

https://commission.europa.eu/system/files/2023-01/Demography_report_2022_0.pdf
https://commission.europa.eu/system/files/2023-01/Demography_report_2022_0.pdf
https://ec.europa.eu/social/main.jsp?catId=1223&langId=en
https://ec.europa.eu/social/main.jsp?catId=1226&langId=en
https://commission.europa.eu/strategy-and-policy/priorities-2019-2024/europe-fit-digital-age/european-year-skills-2023_en
https://home-affairs.ec.europa.eu/policies/migration-and-asylum/legal-migration-and-integration/legal-migration-fitness-check_en
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to services, post-arrival support, and inclusion measures, not only heightens migrant workers’ exposure to 

risks but also undermines retention. Likewise, limited employers’ participation in the identification of needs 

may lead to mismatches and hinder the exploration of cost-sharing alternatives and the provision of services 

the private sector could offer. Employers are also key partners in the promotion of ethical recruitment and 

decent work, and in the creation of more welcoming diverse work environments.  

IOM advocates for effective skills-based labour migration schemes that are rights-based, open to all skill 

levels, forward looking, and labour-market responsive. Such schemes should rely on evidence, as well as 

clear, time bound and efficient immigration, procedures. These schemes should embed effective systems 

for skills anticipation, assessment, development, matching and recognition, and measures to protect and 

enforce migrant workers’ rights, including specific safeguards for beneficiaries of international protection. 

Effective skills-based labour migration should not only create enabling conditions for mobility, but also 

promote ethical recruitment, provide prospects for integration and retention of skills, contribute to 

sustainable development (e.g. by promoting skills and knowledge transfers, investing in skills development) 

and, if appropriate, enable productive return. This comprehensive conceptualization of skills-based mobility 

is articulated in IOM’s Skills Mobility Partnerships model4. 

In this context, IOM welcomes the New Pact on Migration and Asylum, and the legal, operational and 

policy initiatives outlined in the EU Skills and Talent package. These initiatives rely on strengthened 

partnerships with third countries and provide opportunities to expand skills-based migration schemes and 

prospects for improved international recruitment through multi-stakeholder collaboration.  

Along these lines, the proposal for an EU-wide Talent Pool represents an important initiative to facilitate 

labour market-responsive international recruitment and better skills matching. The proposal for an EU 

Talent Pool seeks to harness the advantages of a centralized EU-wide platform to facilitate international 

recruitment and matching with employers across the EU. This includes potentially harmonized data, pre-

defined eligibility criteria and pre-screening procedures for third country candidates, and safeguards 

concerning ethical recruitment principles, leading to an efficient matching mechanism. It is also expected 

that the pool is accompanied by support services, from referrals to immigration and skills recognition 

procedures to capacity building opportunities for employers and third country candidates, to services for 

migrant workers and their family members. Moreover, for candidates in need of international protection, 

specific safeguards and platform functionalities are being considered.  

 

Key considerations on international recruitment and skills-based 

migration for the development of a rights-based EU Talent Pool 

The establishment of the EU Talent Pool represents an important step towards the fulfilment of the 2030 

Sustainable Development Goal 8.85 and Global Compact for Migration Objectives 5, 6, and 186 in line with 

international human rights and labour standards and frameworks. Building on the scenarios described in 

 
4 IOM, 2020. The Future of Legal Migration in the EU. IOM Contribution to the EU Public Consultation. 
5 SDG Goal 8.8: Protect labour rights and promote safe and secure working environment for all workers, including migrant 

workers, in particular women migrants and those in precarious employment. 

6 GCM Objective 5: Enhance availability and flexibility of pathways for regular migration; GCM Objective 6: Facilitate fair and 

ethical recruitment and safeguard conditions that ensure decent work; GCM Objective 18: Invest in skills development and 

facilitate mutual recognition of skills, qualifications and competences. 

https://iomint-my.sharepoint.com/personal/jfjimenez_iom_int/_layouts/15/onedrive.aspx?id=%2Fpersonal%2Fjfjimenez%5Fiom%5Fint%2FDocuments%2FIOM%2FLMI%2FIDF%20SMP%2FInfo%20Sheet%20%2D%20Global%20Skills%20Project%202023%2Epdf&parent=%2Fpersonal%2Fjfjimenez%5Fiom%5Fint%2FDocuments%2FIOM%2FLMI%2FIDF%20SMP&wdLOR=c746AAFB5%2DD1C7%2D4F25%2D81A4%2DE12491932BC6&ga=1
https://eur-lex.europa.eu/legal-content/EN/TXT/?uri=CELEX%3A52020DC0609
https://eur-lex.europa.eu/legal-content/EN/TXT/?uri=COM%3A2022%3A657%3AFIN&qid=1651223944578
https://sdgs.un.org/goals
https://sdgs.un.org/goals
https://www.iom.int/global-compact-migration
https://eea.iom.int/sites/g/files/tmzbdl666/files/documents/The%20Future%20of%20Legal%20Migration%20in%20the%20EU-IOM%20Contribution%20to%20the%20EU%20Public%20Consultation%2021-12-20.pdf
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the Call for Evidence, and IOM’s vast experience in the area of skills-based migration, IOM proposes the 

following considerations and recommendations to establish an effective and holistic EU Talent Pool: 

 

1. The EU Talent Pool should be grounded in enhanced, preventive, enabling and facilitating international 

labour recruitment regulations and inclusive environments. 

The ability of the EU and Member States to attract and retain migrant workers at all skill levels will depend 

on the quality of legal frameworks and policies that govern labour migration and inclusion. In this regard, 

strong partnership will be needed towards the optimization of labour migration procedures so that they 

are clear, time-bound and efficient. The adoption of the EU Talent Pool provides an opportunity for the 

EU and its Member States engaged in this initiative to strengthen the implementation of laws and regulations 

to promote fair and ethical recruitment in compliance with international standards. These include 

international human rights instruments, relevant international and national labour standards and laws 

protecting migrant workers, as well as non-binding instruments. Clear, transparent, and effectively enforced 

laws that ensure fair and ethical international recruitment and labour migration create enabling conditions 

to fulfil states’ responsibility to protect all migrant workers along the migration continuum, including those 

who enroll in the EU Talent Pool.  

Likewise, the retention of migrant workers is largely determined by enabling conditions that comprise, 

among others, opportunities to enjoy equal treatment and a secure legal status. The possibilities to acquire 

new skills and develop a career, the right to reunite with family members, access to quality services and 

social benefits (including their portability), and the prospects to thrive in safe working environments and 

communities, free from discrimination are equally important.  

Overall, such conditions rely on strong cooperation between countries of origin and destination based on 

a mutual commitment to uphold international labour standards, enabling labour and inclusion policy 

frameworks, relevant accountability structures and commensurate resources to achieve such goals. The 

United Nations (UN) Global Guidance on Bilateral Labour Migration Agreements consolidates practical 

advice on the implement, monitoring and evaluation of rights-based bilateral labour migration agreements 

to support safe, orderly and regular labour migration that could support the design of the EU Talent Pool. 

 

2. The EU Talent Pool should promote skills-based migration that relies on genuine partnerships and 

contributes to sustainable development for all. 

Strong partnerships with third countries are a precondition of effective skills-based migration schemes. Such 

partnerships guarantee that both the needs and advantages for all parties are duly considered, making such 

schemes truly mutually beneficial. This calls for enhanced coherence between the internal and external 

dimensions of migration management and strengthened development cooperation policies. This 

consideration seems to be at the core of the EU Talent Partnerships, to which the EU Talent Pool will 

connect.  

In this framework, it is essential to embed mechanisms for skills transfers and skills development, as well as 

measures to strengthen the education and vocational training and orientation systems of partner countries, 

to address their own skills shortages and imbalances and enhance their talent pools. It is also advisable to 

include mechanisms to foster entrepreneurship, reduced remittances transaction costs, skills anticipation in 

countries of origin and destination, and facilitate productive return and reintegration (including information 

https://ec.europa.eu/info/law/better-regulation/have-your-say/initiatives/13716-EU-Talent-Pool_en
https://migrationnetwork.un.org/resources/global-guidance-bilateral-labour-migration-agreements#:~:text=The%20guidance%20provides%20governments%2C%20social%20partners%2C%20and%20other,to%20support%20safe%2C%20orderly%20and%20regular%20labour%20migration.
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and/or consultation services for pre-return orientation). Likewise, possibilities for onward employment 

within the EU and for applicants previously admitted to the Talent Pool, facilitated re-admission pathways 

to the EU should be available, in the case of circular or temporary migration schemes (e.g. exemptions 

from labour market tests for employers, and from language or skills tests for candidates). 

Overall, the Talent Pool and Talent Partnerships should be grounded in strong bilateral and multilateral 

coordination, guided by international human rights and labour standards and mutual commitments to 

deliver sustainable development for all.  

 

3. The EU Talent Pool should be based on multistakeholder collaboration and accurate and forward-looking 

evidence on present and future skills needs. 

The availability of data on labour market dynamics and harmonized, updated and comparable data on 

current and future formal and soft skills needs across all sectors is critical. The definition of shortages and 

methodologies to measure those is not always straightforward although the EU has made significant efforts 

in this regard7. A harmonized approach to skills anticipation, with the participation of the private sector, 

could help deepening the understanding of the local structure of the workforce, effective skills 

requirements, and the willingness and capacity of employers to offer train, reskill or upskill (migrant) 

workers and offer additional services. The former requires the complex triangulation of comparable data 

across industries, occupations, regions, with employer surveys, and insights from social partners/trade 

unions, among others, ideally on a continuous basis for the periodic update of information.  

These aspects, as well as end users’ buy in and the effective implementation of regular migration and labour 

standards require the continued engagement and collaboration of multiple stakeholders across different 

sectors of governance (migration, education, statistics, planning, employment, welfare, etc.). Such 

stakeholders comprise both government and non-government actors (e.g. public employment services, 

diplomatic representations, education and training institutions, recruiters, employers and employer 

associations, certification entities, civil society organizations, national or subnational professional bodies, 

trade unions and organizations representing migrant workers). 

The Talent Pool, therefore, should rely on robust vertical and horizontal coordination structures that allow 

for multistakeholder participation across its design, operationalization, monitoring, maintenance and 

accountability. 

 

4. The EU Talent Pool should target all skill levels and be open to different categories of applicants. 

Labour shortages within the EU concern all skill levels. As such, the Talent Pool would benefit from setting 

up broad eligibility criteria to allow for the admissibility of prospective migrant workers with different skills 

sets, beyond those set in EU Blue Card. Broad eligibility criteria could help optimizing registration timelines 

and streamline documentation requirements or administrative processes. Eligibility criteria could be carefully 

crafted to consider formal qualifications (which may be prominent for regulated occupations), as well as 

transparent and efficient pre-screening processes for soft skills, work experience, informal, and non-formal 

learning. Also, the Talent Pool could include criteria for admission into available training-work pathways 

that allow prospective workers to upskill or acquire further professionalization on the job, while enhancing 

 
7 CEDEFOP Skills Intelligence; Skills Forecast. 

https://www.cedefop.europa.eu/en/tools/skills-intelligence
https://www.cedefop.europa.eu/en/tools/skills-forecast
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the likelihood of retention. A critical issue will be to determine whether the Talent Pool could also be open 

to international students willing to apply for jobs in the EU and which criteria would apply in this case, along 

with measures to support the transfer of skills to countries of origin. Besides eligibility criteria, and to 

enhance retention, it would be important to consider candidates’ preferences concerning the sector and 

location of employment, and the opportunity to explore alternative options in case of mismatches, for a 

defined period of time.  

Moreover, the Talent Pool could offer referrals to fast-track admission schemes, in accordance with the 

Member States’ competences. The availability of information on apprenticeship and traineeship 

opportunities, as well as non-employer sponsored admission options for entrepreneurship and innovation 

and job-seeking visas could further foster innovation and youth mobility, as outlined in the Skills and Talent 

package8.  

The EU Talent Pool is also an opportunity to facilitate the access of persons in need for international 

protection to labour pathways. For this purpose, enhanced awareness raising efforts to reach out to 

potential candidates, as well as adaptations to eligibility criteria, pre-screening, documentation requirements 

and safeguards in case of mismatches should be considered. Pilot pilot projects, such as Displaced Talent for 

Europe (DT4E) are testing such approaches to displaced talent mobility schemes in Europe and could 

contribute lessons learned in this regard.  

 

5. The EU Talent Pool should be widely accessible for employers and prospective migrant workers.  

Extensive investment in communication efforts will be necessary to build trust and ensure that the platform 

is known and accessible to its end users9. This includes stressing the advantage of using the EU Talent Pool 

for employers by e.g. reducing costs and increasing efficiency for international recruitment. The success of 

the Talent Pool and its ambition to support economies of scale will be partly determined by the quality, 

accessibility, timeliness, and accuracy of the information provision, which in principle should be multilingual. 

The extent of interoperability with other relevant portals offering additional information and services in the 

area of immigration procedures, recruitment, matching, and skills classification will also be critical to reduce 

the risk of duplication of information and services provided through different platforms and ensure a wide 

usage among Member States. 

Moreover, while the platform has the potential to improve institutional transparency, efficiency, costs and 

oversight (e.g. by embedding complaints and grievance mechanisms), its effectiveness relies on employers’ 

and prospective migrant workers’ connectivity and digital literacy. For migrant workers, dependency on 

intermediaries to access information, navigate the platform or complete online procedures poses potential 

risks (e.g. evidence shows that in some cases the use of digital platforms can open up market opportunities 

for informal recruitment brokers, typewriters and other intermediaries who may incur in unethical practices 

such as charging fees, providing inaccurate information, contract substitution, etc.)10.  

Therefore, the initiative should be supported by coherent development cooperation measures that 

enhance digital literacy and connectivity in countries of origin, for which collaboration between countries 

of origin and destination is critical (c.f. point 2). It is essential that migrants are empowered and have direct 

 
8 European Commission, 2022. COM(2022) 657 final, Attracting skills and talent to the EU. 
9 IOM has vast experience on global communication strategies e.g. to create a more nuanced picture on migration through the It 

Takes a Community campaign, and stands ready to support the EU for greater visibility of the EU Talent Pool.   
10 IOM, ILO, 2020. Promoting fair and ethical recruitment in a digital world: Lessons and policy options.  

https://belgium.iom.int/displaced-talent-europe-dt4e
https://eur-lex.europa.eu/legal-content/EN/TXT/?uri=COM%3A2022%3A657%3AFIN&qid=1651223944578
https://www.ittakesacommunity.org/
https://www.ittakesacommunity.org/
https://migrationnetwork.un.org/resources/promoting-fair-and-ethical-recruitment-digital-world
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access to information in a format and language they can understand. Indeed, despite digitalization, in person 

services such as pre-departure orientation and post-arrival support will be necessary to reach out to, and 

support candidates throughout the pre-screening, pre-departure and preemployment orientation and visa 

application processes, as well as to manage expectations from both candidates and employers.  

Overall, this calls for a long-term approach and engagement from the EU and its Member States with the 

Talent Pool. This entails significant investments in promotion, communication, digital skills development and 

connectivity in countries of origin, as well as investments in the maintenance, monitoring, and governance 

of the platform, awareness raising and orientation for end users. 

 

6. The EU Talent Pool should embed transparent screening processes and mechanisms to facilitate the 

recognition of skills and qualifications of third country nationals. 

Pre-screening processes of candidates’ profiles embedded in the EU Talent Pool must be transparent and 

comprehensive to abide by the principle of non-discrimination and equal opportunity. Some pre-screening 

processes include language or skills tests conducted digitally or physically. This may be particularly important 

for the assessment of informal and non-formal learning as well as in cases where proof of formal 

qualifications may be unavailable or difficult to obtain (e.g. in the case of persons in need for international 

protection or not digitally literate). However, when digital technology is unavailable, in-person tests may 

imply additional costs for candidates who may need to afford transportation to the designated test venues. 

This should be taken into consideration in the design of pre-screening measures to ensure that the 

admission process is open and does not entail additional costs for applicants. 

Similarly, extremely complex and highly fragmented processes for the recognition of diplomas and skills 

acquired in third countries and limited, or poor-quality information on available mechanisms is likely to 

deter qualified candidates to enrol in the Talent Pool. Mismatches between candidates’ aspirations and 

qualifications and the jobs offered to them, not only aggravate skills imbalances, but may also lead to 

frustration and missed opportunities to seize migrant workers’ potential and undermine retention. 

Therefore, supporting the recognition of qualifications and skills will be an essential cornerstone of the EU 

Talent Pool to ensure a smooth labour market inclusion of third-country nationals11 The EU Talent Pool 

could facilitate the early recognition of diplomas, qualifications and skills, for example, by embedding skills 

tests in the screening process12 that lead to fast track processes of recognition of qualifications and skills, in 

coordination with relevant authorities involved in the recognition process in the EU Member States. Equally 

important is the consideration of mechanisms for the assessment and accreditation of non-formal and 

informal learning. Overall, the EU Talent Pool should be aligned with the  European Skills Agenda and the 

priorities of the European Year of Skills, which highlight the importance of facilitating the recognition of 

qualifications of third country nationals. 

The incentives that the EU Talent Pool could offer will rely on the availability of unified, clear, transparent 

criteria and the accessibility to highly diverse assessment systems for the recognition of formal qualifications, 

skills, work experience, training, formal, non-formal and informal learning (especially if the Pool is open to 

beneficiaries of international protection). It will also rely on the quality and availability of information on 

support and alternative measures for such recognition, such as bridging courses, (re)training or train-work 

programmes. In terms of skills recognition, the establishment of the Talent Pool would benefit from 

 
11 See IOM (2015) Recognition of Qualifications and Competences of Migrants  
12 These could build on building on the European Skills, Competences, Qualifications and Occupations (ESCO). 

https://ec.europa.eu/social/main.jsp?catId=1223
https://publications.iom.int/books/recognition-qualifications-and-competences-migrants
https://esco.ec.europa.eu/es/about-esco/what-esco
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stronger cooperation between participating countries related to the articulation or harmonization of 

qualification frameworks. This could help providing a comparable basis for employers, facilitate skills 

recognition and guarantee a swift onboarding.      

 

7. The EU Talent Pool should foster ethical recruitment and the protection of migrant workers in line with 

international standards.  

The international labour recruitment landscape is complex, involving several intermediaries between 

employers and migrant workers, spanning multiple jurisdictions, and global supply chains. Migrant workers, 

especially those in lower-skilled occupations, are vulnerable to exploitation and rights-violation due to, 

among others, economic pressures, the high costs of migration, discrimination, and a lack of legal protection 

and access to grievance mechanisms and justice. The responsibility of States, businesses and other 

stakeholders to protect and uphold migrant workers’ human and labour rights is critical, in line with the 

United Nations Guiding Principles on Business and Human Rights (UNGPs). 

The EU Talent Pool could embed specific eligibility criteria for employers and features allowing for the 

screening and vetting of vacancies based on internationally recognized ethical recruitment principles and 

standards, such as those outlined in the Montreal Recommendations on Recruitment and IOM’s 

International Recruitment Integrity System (IRIS) Standard. Eligibility criteria for the registration of recruiters, 

employment agencies, employers and employer associations could introduce a multi-layered but 

streamlined verification process including: a) documentation such as licenses13, b) an "ethical pledge", in the 

form of terms that outline a legally binding commitment to uphold ethical recruitment and international 

labour standards, consequences in case of non-compliance (e.g. sanctions, fines) and the relevant monitoring 

system; and c) a capacity building component consisting, for example, in the completion of mandatory 

(online) self-training in order to complete registration. The training content could relate to ethical 

recruitment principles, migration and labour standards, diversity management and other relevant topics. 

Such a system could also consider incentives for compliant recruiters and employers.  

Moreover, standardized vacancy templates could be used to consolidate critical information on the 

description of the post, tasks, role, skills requirements, job category, contract type (full-time, part-time). 

Such templates could also include terms and conditions (e.g. salary, working time, paid leave, benefits, 

additional services or entitlements, such as transportation, accommodation, education, language training, 

food allowances, flexible working arrangements, etc.). The interoperability between vacancies in the Talent 

Pool, national job listings and those linked to the Talent Partnerships will be essential to avoid duplication 

and fragmentation of information. 

Whatever the eligibility criteria and modality for employers’ registration may be, it will be key to ensure 

that the application procedure is streamlined, accessible and quick. Along these lines, the advantages of 

interfacing the Talent Pool with existing platforms and the facilitated or automatic access of employers 

already verified (e.g. such as those in EURES) should be considered. Moreover, as recruitment and mobility 

will happen outside the Talent Pool, it is essential to consider the added value of the interface with the EU 

immigration portal and participating EU Member States’ immigration or visa issuance platforms. It is also 

 
13 Relevant systems are applied across EU platforms (e.g. the EU Finding and Tenders Portal registration system for the issuance 

of a PIC number) that could serve as inspiration or interface with the EU Talent Pool (e.g. employers registered in EURES could 

have direct or preferential access to the Talent Pool). 

https://www.ohchr.org/en/publications/reference-publications/guiding-principles-business-and-human-rights
https://publications.iom.int/system/files/pdf/the-montreal-recommendation.pdf
https://iris.iom.int/
https://immigration-portal.ec.europa.eu/index_en
https://immigration-portal.ec.europa.eu/index_en
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important to consider the extent of support that the Pool and its national contact points could offer to 

complete the relevant immigration procedures.  

IOM has extensive experience to support the design of the screening and vetting systems for employers 

and recruiters, and a longstanding footprint in enhancing their capacities to uphold and protect migrant 

workers’ human and labour rights. Recently, IOM provided extensive feedback on the proposed EU 

Directive on Corporate Sustainability Due Diligence and specific considerations for the protection of 

migrant workers. Similarly, IOM has developed relevant capacity building packages for key stakeholders (IRIS 

training) and global platforms (IRIS Global Policy Network) for the identification and exchange of good 

practices in the field of ethical recruitment. Through the project Corporate Responsibility in Eliminating Slavery 

and Trafficking (CREST) IOM has also developed tools and guidance for businesses and governments to 

promote a strategic approach to human rights in international supply chains. 

The Talent Pool could further integrate specific features to enhance transparency and protect (prospective) 

migrant workers. At a minimum, information on recruitment, immigration and skills recognition processes 

and costs, and pre-departure and post-arrival orientation programs (including language training) should be 

readily available through the platform. Other features could allow to upload, digitally secure, and always 

maintain access to travel documents or employment contracts14. Online training supported through 

microlearning, multilingual tools could be available to raise awareness on human rights, labour standards, 

grievance mechanisms, and other key topics (multiple languages). Training may be mandatory upon 

registration (e.g. to ensure candidates understand their human and labour rights, obligations and grievance 

options) or optional, to support further access to services. 

Likewise, it is essential to consider monitoring, feedback and grievance mechanisms directly accessible for 

migrant workers (e.g. through digital or mobile phone-based applications, SMS, helpdesks, toll-free numbers 

or other means). Such mechanisms are essential for accountability and to guarantee transparency and 

ethical recruitment practices. These could range from simple features enabling rating performance of 

employers or recruiters, to monitoring registered grievances, average time of grievance handling and 

outcomes, to more complex mechanisms facilitated by artificial intelligence to identify and verify suspicious 

patterns in recruitment practices, or to optimize due diligence procedures. In this context, it is worth 

considering that while the application of artificial intelligence and machine learning to different fields 

including recruitment has proliferated, there are serious concerns on the risks that such technology 

presents. This calls for sound and adequate legislative and institutional and accountability frameworks to 

guarantee and protect the rights, welfare, privacy and data of migrant workers. 

Irrespective of the features that the Talent Pool may include, robust accountability systems are a 

precondition to guarantee access to justice and redress, and the latter are not always accessible, or effective. 

As such, effective grievance and complaint mechanisms specifically targeting migrant workers need to be in 

place to remedy adverse human rights impacts, design stronger human rights policies as well as improve 

management systems that will address existing and potential risks in a sustainable way. 

  

 

 
14 This could be an important measure to reduce the risk of contract substitution, for which the application of blockchain technology 

is being tested in some contexts. 

https://ec.europa.eu/info/law/better-regulation/have-your-say/initiatives/12548-Sustainable-corporate-governance/F3263282_en
https://iris.iom.int/sites/g/files/tmzbdl201/files/documents/Factsheet-IOM-Ethical-Recruitment-Training_2020.pdf
https://iris.iom.int/sites/g/files/tmzbdl201/files/documents/Factsheet-IOM-Ethical-Recruitment-Training_2020.pdf
https://iris.iom.int/global-policy-network-recruitment
https://crest.iom.int/en/who-we-are/about-crest
https://crest.iom.int/en/resources/study/migration-trends-across-mediterranean-connecting-dots
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Conclusion 

Effective skills-based migration schemes should uphold rights, contribute to sustainable development and 

empower migrant workers. Along these lines, the effectiveness of the EU Talent Pool to facilitate 

international recruitment will largely depend on adherence to international labour recruitment regulations 

and the existence of enabling and inclusive environments. This requires the optimization of labour migration 

procedures, robust coordination between multiple stakeholders, strong and genuine partnerships between 

countries of origin and destination, and greater coherence between migration, inclusion and development 

cooperation policies. The former will lay the ground for a well-functioning Talent Pool that considers the 

needs of all parties and capitalizes on the expertise and networks of different stakeholders across borders.  

Moreover, to accurately respond to present and future skills needs, the EU Talent Pool should be 

interoperable with existing national recruitment systems and based on forward looking evidence on labour 

market dynamics and available skills in countries of origin and destination. The openness of the Talent Pool 

to different skill levels and categories of candidates, its accessibility and interoperability with other relevant 

platforms will largely determine its attractiveness and added value for end users. In this regard, special 

consideration for the inclusion of persons in need for international protection will require embedding 

specific protection mechanisms throughout the pre-screening registration and additional service provision 

mechanisms embedded in the Talent Pool. Furthermore, this calls for extensive communication efforts to 

build trust and visibility among relevant parties. At the same time, investment in transparent screening 

processes and mechanisms to facilitate the recognition of skills and qualifications will be crucial to prevent 

mismatching and facilitate the smooth labour market inclusion of third-country nationals. 

Most importantly, the EU Talent Pool should be grounded in ethical recruitment and ensure the protection 

of migrant workers in line with international standards. This requires screening and vetting of vacancies 

based on internationally recognized ethical recruitment principles and standards, such as those outlined in 

IOM’s International Recruitment Integrity System, as well as guidance for businesses and governments to 

promote a strategic approach to human rights in international supply chains including access to grievance 

mechanisms, for which IOM’s CREST initiative could be of inspiration. 

IOM stands ready to support the EU and its Member States in pursuing and strengthening the actions 

proposed in the Skills and Talent Package, including the Talent Pool, to enhance rights-based and 

development-oriented skills-based migration to the EU.   

 

Resources  

 

IOM, Skills-based Migration and Partnerships: Elements and Essential Pre-requisites  

This info sheet summarizes IOM’s approach to skills-based labour migration, highlighting the need for a 

global approach to skilled migration, particularly in light of transforming labour markets, shifting workforce 

demographics and the growing mobility of workers. It offers different tools to implement Skills Mobility 

Partnerships (SMPs) and explain how SMPs work in practice. 

 

IOM, Policy Brief: Promoting the Human and Labour Rights of Migrant Workers in Europe 

This policy brief provides recommendations to States and the private sector on how to protect and respect 

the human and labour rights of migrant workers in Europe. This includes both intra-regional migrant 

https://iomint-my.sharepoint.com/personal/jfjimenez_iom_int/_layouts/15/onedrive.aspx?id=%2Fpersonal%2Fjfjimenez%5Fiom%5Fint%2FDocuments%2FIOM%2FLMI%2FIDF%20SMP%2FInfo%20Sheet%20%2D%20Global%20Skills%20Project%202023%2Epdf&parent=%2Fpersonal%2Fjfjimenez%5Fiom%5Fint%2FDocuments%2FIOM%2FLMI%2FIDF%20SMP&wdLOR=c53F7660B%2DEBD4%2D4DB4%2D8AFB%2D4D1C043A2814&ga=1
https://eea.iom.int/sites/g/files/tmzbdl666/files/documents/IOM_Policy-Brief_V3.pdf
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workers and third country migrant workers that are living and working within the region and are employed 

by business enterprises of all sizes and across all economic sectors.  

 

IOM, Sustaining and Scaling Private Sector Engagement to Protect Migrant Workers 

In this paper, IOM presents its strategic framework in engaging with the private sector on areas related to 

labour migration and migrant workers’ protection. It is intended to update Member States on recent 

initiatives and the Organization’s approach to working with the private sector, primarily but not exclusively 

in the context of global supply chains. This approach is designed to promote safe, orderly and regular 

labour migration through a strategy that is multi-stakeholder, migrant worker-centered and rights-based. 

The document describes IOM’s work in partnership with diverse stakeholders and anticipated future steps.  

 

IOM, Montreal Recommendations on Recruitment: A Road Map towards Better Regulation 

The recommendations are the principal outcome document of the global conference that IOM organized 

in June 2019, bringing together 100 policymakers and regulators from across over 30 countries. The 

document presents clear, practical guidance to IOM Member States to enhance recruitment regulation and 

migrant worker protection, and can be considered a cornerstone for IOM’s IRIS engagement with 

governments. It covers a broad range of themes, including recruitment fees, licensing and registration of 

labour recruiters, inspections and enforcement, access to grievance mechanisms and dispute resolution, 

bilateral and multilateral mechanisms as well as migrant welfare and assistance. 

 

IOM, The IRIS Standard  

The IRIS Standard is a set of global principles that define ethical recruitment. It is based on international 

labour and human rights instruments and was developed through extensive multi-stakeholder consultation. 

The IRIS Standard articulates what ethical recruitment means in practice and how labour recruiters can 

demonstrate compliance. 

 

IOM, Recognition of Qualifications and Competences of Migrants  

This study investigates the existing national practices for assessing, validating and recognizing formal, non-

formal and informal learning of migrants based on selected experiences within and outside the European 

Union (EU). The study reviews national practices against the complex requirements of modern labour 

markets and differing needs of various skill groups of migrants. While taking into account latest 

developments in skills assessment procedures, set-up of bilateral or multilateral recognition frameworks 

and introduction of pre-migration measures, it explores policy approaches to counteract brain waste of 

different groups of migrants resident in the EU Member States. 

 

IOM, Corporate Responsibility in Eliminating Slavery and Trafficking (CREST) Initiative 

The CREST initiative supports businesses in upholding the human and labour rights of migrant workers in 

key sectors and migration corridors. Important key resources of the CREST initiative include the Labour 

Migration Process Mapping Guide that aims to help business enterprises identify, mitigate, and address 

human and labour rights risks faced by migrant workers in global supply chains, and the Migrant Worker 

Guideline for Employers which provide practical guidance for business enterprises on how to recruit and 

employ international migrant workers ethically and responsibly. 

https://governingbodies.iom.int/system/files/en/scpf/27th/S-27-3%20-%20Private%20Sector%20and%20Supply%20Chain%20Engagement.pdf
https://publications.iom.int/books/montreal-recommendations-recruitment-road-map-towards-better-regulation
https://iris.iom.int/sites/g/files/tmzbdl201/files/documents/IRIS%20Standard%20Report%20.pdf
https://publications.iom.int/books/recognition-qualifications-and-competences-migrants
https://crest.iom.int/en/who-we-are/about-crest
https://crest.iom.int/en/resources/tools/labour-migration-process-mapping-guide-understanding-and-assessing-human-and-labour
https://crest.iom.int/en/resources/tools/labour-migration-process-mapping-guide-understanding-and-assessing-human-and-labour
https://crest.iom.int/en/resources/tools/migrant-worker-guidelines-employers
https://crest.iom.int/en/resources/tools/migrant-worker-guidelines-employers

