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Nada Rostom4, Jade Siu5, Olivier Sterck4,6, Sarah Walder1 

 

Abstract: This paper evaluates refugee labour mobility as a complementary pathway to 

traditional resettlement through a mixed-methods study of Talent Beyond Boundaries (TBB), 

a non-profit organisation connecting displaced professionals with international employment 

opportunities. Combining longitudinal surveys with qualitative interviews across multiple 

countries, we examine both the impacts and scalability of employer-driven labour mobility 

pathways for refugees. Preliminary findings suggest that relocation through TBB improves 

employment outcomes, earnings, perceived safety, and social integration among displaced 

workers, although short-term adjustment costs remain significant. Qualitative evidence 

highlights strong demand for labour mobility pathways alongside persistent barriers, 

including documentation requirements, financial constraints, and policy uncertainty. The 

findings suggest that refugee labour mobility can complement existing durable solutions 

when supported by enabling migration policies, employer engagement, and targeted skills 

development and support mechanisms. 
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I. Introduction and problem statement 

Displaced talent remains a largely untapped resource. More than 50 million refugees and 

asylum seekers were living outside of their countries of origin due to persecution, violence, 

or human rights violations (UNHCR, 2025). The large majority are hosted in low- and middle-

income countries, where access to formal labour markets is often severely constrained (Betts, 

2021). As a result, many displaced people are unable to use or develop their skills, even when 

they hold qualifications and experience that are in demand elsewhere. 

At the same time, many displaced people aspire to migrate through legal employment 

pathways. Yet they are frequently excluded from skilled migration systems due to a 

combination of administrative barriers (including lack of travel documents), limited visibility 

to employers, and difficulties identifying relevant job opportunities. This results in a 

persistent mismatch: displaced people remain stuck in contexts where labour market access 

is restricted, while destination countries facing skills shortages are unable to access this pool 

of talent. The long-term consequences of this mismatch include lost economic gains for host 

and destination countries, alongside sustained poverty, underemployment, and social 

exclusion among refugees (Bevelander, 2020; World Bank, 2023). 

Talent Beyond Boundaries (TBB) aims to address this gap by facilitating labour mobility 

pathways for displaced people as a complement to traditional durable solutions. Through its 

Talent Catalog and employer-led recruitment model, TBB seeks to reduce both supply-side 

and demand-side barriers that prevent skilled refugees from accessing international 

employment opportunities. 

According to the World Bank (2023), the closer migrants' skills align with the demands of the 

destination labour market, the greater the benefits for both the destination economies, the 

migrants and their relatives. Through the lens of this match and motive framework (World 

Bank, 2023), TBB offers the possibility to transform “refugees with a weak match” into 

“economic migrants with a strong match”.  
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The aim of this research project is to study the impacts of TBB’s labour mobility programmes 

on displaced people and their families, as well as the scalability of such programmes. To do 

so, the research combines quantitative and qualitative data collection, allowing for both 

impact measurement and an in-depth understanding of mechanisms and constraints. 

This report presents the research protocol and preliminary findings based on data collected 

up to January-February 2026. Section 2 describes TBB’s programmes, and Section 3 outlines 

the target population. Section 4 reviews the related literature. Sections 5 and 6 describe 

progress with quantitative and qualitative data collection, respectively, and present the 

emerging results from both components of the study. Section 7 discusses policy implications, 

and Section 8 concludes by outlining priorities for future research. 

II. TBB’s solution 

Talent Beyond Boundaries (TBB), a global non-profit, is the first organisation in the world to 

focus on refugee labour mobility as a complementary solution to traditional humanitarian 

resettlement. TBB aims to address both supply- and demand-side barriers, increasing 

refugees’ access to international mobility and employment, and encouraging employers to 

recruit refugee talents. TBB works with governments to open skilled migration pathways and 

overcome barriers that refugees have with accessing skilled visa pathways, such as travel 

documents and visa challenges. TBB also works with employers to match skilled refugees with 

companies in need of their skills. Employers gain valuable talent and displaced people have a 

chance to rebuild their careers and lives.  

In practice, TBB seeks to promote the economic integration of skilled refugees by facilitating 

their access to employment and skilled-worker visas. To support this, TBB has developed the 

Talent Catalog, a platform featuring over 148,000 displaced professionals, primarily based in 

Lebanon, Jordan, Afghanistan, Pakistan, and various countries across the Middle East, Africa, 

and Asia. Candidates find out about the Talent Catalog through TBB’s social media accounts, 

and partners such as UNHCR doing community outreach in host countries. Any displaced 
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individual can register on the platform, showcase their qualifications and skills, update their 

profile, and generate a CV at no cost.  

The recruitment process is employer driven. For each vacancy, the employer will share a job 

description with TBB’s destination team. The team will fill in a Job Opportunity Intake form 

(JOI) which takes information from the job description and breaks it down into skills required, 

qualifications needed, soft skills, information about the company and company’s location. 

TBB’s source teams, dedicated teams in Lebanon and Jordan, as well as staff in Latin America, 

East Africa, and Europe, will then use the JOI to search the Talent Catalog using key word 

elastic searches to find profiles with skills, qualifications and the required language level. The 

source team creates a list of suitable candidates that fit the criteria of the JOI. Candidates 

who match some of the criteria, but not all, are also considered depending on how many 

candidates have been identified. The source teams also assist candidates in refining their CVs 

and preparing for interviews. Additionally, TBB collaborates with partner organisations to 

support candidates in other locations. We use the term “batch” to define all the candidates 

whose CVs are sent to an employer for a given job opportunity. Employers review shortlisted 

candidates’ CVs in the batch, and conduct remote interviews. Successful applicants receive 

job offers. Typically, 700 candidates per year have their CVs submitted to an employer. Of 

these, 270 candidates are interviewed and 130 candidates receive job offers. Additionally, 

120 candidates receive job offers through “autonomous access” where an employer pre-

selects a candidate to receive a job offer, and TBB supports their migration.  

Beyond recruitment, TBB works with governments, immigration lawyers, and employers to 

secure skilled-worker visas, navigate administrative challenges, and arrange travel for 

selected candidates. To ensure a smooth transition, TBB also supports social integration by 

engaging local communities and workplaces, collaborating with partner organisations to 

facilitate the settlement process. 

Globally, TBB has assisted over 950 displaced people in the Middle East, Africa, Asia and Latin 

America to secure jobs with over 370 employers in Australia, Belgium, Canada, Germany, 



 

6 
 

Ireland, Italy, the Netherlands, the US, and the UK. Key sectors include healthcare, skilled 

trades, and information technology. These jobs were secured between 2017 and 2026 and 

some of these candidates are still in the process of getting their visas and relocating. In March 

2026, 626 candidates had relocated along with 760 dependents. Of these candidates, 297 

candidates relocated to the UK, 188 relocated to Australia, 97 relocated to Canada, 22 

relocated to Italy, 13 relocated to Belgium, 6 relocated to Ireland, and 1 candidate relocated 

to each of the Netherlands, the US and Germany. Over half of those who relocated are nurses 

or personal carers in the healthcare sector. Around 6% are builders or civil engineers working 

in the construction sector, 6% are technicians and engineers working in manufacturing, 5% 

are programmers or software developers working in the IT sector. Other occupations include 

chefs, consultants, project managers, paralegals and network engineers.  

TBB also facilitates autonomous access cases where employers and candidates connect 

independently, and are supported by TBB throughout the immigration, mobility and 

settlement stages. Globally, 26% of the 950 job offers are AA cases, and in Australia, 69% of 

job offers are AA cases. In Australia, diaspora groups have spread the word about TBB, and 

Australia is TBB’s longest running programme so has more reach.  

TBB does not facilitate training directly but works with partners to offer training in specific 

technical areas, such as IT. For example, TBB partnered with an organisation called Turquoise 

Mountain to provide training in Jordan to goldsmiths before they move to Italy. TBB also 

offers free online courses through Coursera, and free online English language courses.  

Typically, these programmes work by using existing labour migration frameworks in 

destination countries and adapting them or applying flexibilities so they can be accessed by 

displaced individuals. Programmes also ensure protection measures in case a refugee loses 

their employment for any reason. For example, in the UK candidates can apply for asylum if 

they lose their job and do not secure another one within 60 days. 

Currently, all pathways are pilots but there are ongoing discussions with the UK, Australian 

and Canadian governments to make these pathways permanent. If a candidate relocates 
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through TBB and then wants to move to another destination country, they will need to apply 

for the job and work through the visa requirements themselves. The difference between TBB 

and other models such as resettlement is that candidates are selected by employers, and 

arrive in the destination country with a job and income secured. Also employers usually 

support the candidates’ arrival and integration, for example by finding and paying for 

accommodation for the first 3 months. Those who move through resettlement or family 

reunification will need to find a job themselves after they arrive.  

The length of time between the time an employer shares a vacancy and when the selected 

worker arrives in the destination country varies depending on the visa pathway. Generally 

the time from sharing a vacancy to receiving a job offer can take between 1 and 3 months. 

However this also depends on the pace of the employer selection process, as the process 

could take longer if employers need to overcome any bureaucratic hurdles within the 

organisation, if regulated professions require additional assessment, or if the employer takes 

an extended time to finalise onboarding and related processes. In the UK, priority visa 

processing takes 5 days so candidates could arrive within 2–3 months of receiving a job offer. 

Australia and Canada have the longest visa processing times of the destination countries. In 

Australia, the visa processing time can take between 6 months to 1 year. In December 2025, 

the Canadian federal Economic Mobility Pathways Pilot (EMPP) was suspended due to a huge 

backlog of applications. It is expected that visa applications to Canada through the EMPP will 

now take approximately 1–2 years. 

Whether family reunification is part of the legal pathway depends on the destination country 

and pathway. For example in the UK, Canada and Australia spouses and children are allowed 

to relocate at the same time as primary candidates. In Italy and other countries in Europe the 

candidates must wait to bring dependents. Also, employers may be unwilling to pay for 

dependent visa applications so candidates may move to the destination country first and save 

to pay for dependent visas. 
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During 2025, the policy environment for TBB and refugee labour mobility in many countries 

is characterised by domestic political pressure to reduce net migration and an acute demand 

for skilled workers to fill skills shortages. For example, in the UK the policy environment is 

becoming more expensive and restrictive for general migration, which impacts the feasibility 

of TBB’s work. As of late 2025, the minimum salary threshold for the Skilled Worker visa has 

been raised to upwards of £41,700 for many roles, and English language requirements have 

increased from B1 to B2 level. The rising costs and higher salary bars make it harder for 

refugees in lower-middle-skilled roles to qualify, narrowing the pathway to primarily high-

earning professionals. The US environment has become the most challenging for labour 

mobility pathways following USAID cuts and visa bans. The Welcome Corps at Work (WCW), 

a programme on which TBB partnered with IRC, was suspended in early 2025. Of the 80 

refugees living in Kenya and Uganda who got job offers to move to the US, only one person 

was able to relocate before the programme was indefinitely suspended. In Belgium, the policy 

environment in 2026 for Talent Beyond Boundaries (TBB) and refugee labour mobility is 

marked by a "regional divergence." While the federal government manages entry and visas, 

the three regions (Flanders, Wallonia, and Brussels) control work permits. For example, as of 

January 1 2026, the Flemish region (the largest economic engine in Belgium) has 

implemented a major overhaul of its labour migration rules. The "bottleneck" list of 

occupations has been cut by over 30%. Common roles like truck drivers, bakers, and butchers 

were removed. New visa application fees of 200 euros have also been introduced and Belgian 

federal authorities remain strict about valid passports and criminal records.  

On the other hand, Italy and Germany represent two more proactive approaches to refugee 

labour mobility in Europe. Italy is currently a global leader in creating "extra-quota" pathways 

specifically for displaced talent, and has signed Memorandums of Understanding with TBB 

and partners, focusing on shipbuilding, IT, and goldsmithing. Italy is also one of the few 

countries allowing a Laissez-passer for refugees who lack national passports. Germany’s 

policy environment in 2026 is defined by the Skilled Immigration Act, which has moved away 

from strict academic requirements toward a "potential-based" system. Germany has also 
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lowered the salary threshold for the EU Blue Card to approximately €45,934 for shortage 

occupations (like IT and healthcare) making it more accessible for mid-career refugee 

professionals. In Germany, TBB are focusing on construction and green economy sectors. 

III. Target population 

TBB’s programmes target refugees and other displaced populations. Over 50 million people 

were living outside of their country of origin because of persecution, violence, or human 

rights violations in 2024 (UNHCR, 2025). Traditional durable solutions – repatriation, 

resettlement, and local integration – remain inaccessible to most (Maple & Hovil, 2025; Horst 

& Nur, 2016). Only about 3% of the displaced population repatriated, and 0.4% departed 

through resettlement programmes in 2024 (UNHCR, 2025). Social and economic integration 

in the country of asylum is also often not fully achieved (Betts et al., 2024; Lenner & Turner, 

2024).  

To access these labour mobility programmes, refugees anywhere in the world can sign up to 

the Talent Catalog, an online database created by TBB where refugees self-report data on 

their education, work experiences and expertise. There are over 148,000 people now 

registered on the Talent Catalog, with an average of 365 people per week registering in 2025 

(Figure 3.1). Refugees in the Talent Catalog represent a diverse pool of expertise (Figures 3.2 

and 3.3). Given that registration on the TC is free and open to the public, it is worth noting 

that some of these profiles are ineligible based on both TBB's programme criteria and the 

criteria set forth by governments. 

To be eligible to register with TBB, candidates do not necessarily need to be registered with 

UNHCR as refugees or asylum seekers. As such, our research sample encompasses displaced 

people with different legal or policy statuses. To ensure the eligibility of individuals, TBB 

conducts its own assessments to conclude if the individual meets their criteria as a displaced 

person and that the individual does not have access to a durable solution. In addition, 

individual destination states set their own skilled migration eligibility criteria, typically 

qualification or employment-based requirements, security, and health requirements. 
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Therefore different programmes have different eligibility criteria that are determined by the 

employer as well as destination country visa conditions. For example, to access programmes 

in Italy, candidates must be registered with UNHCR and cannot bring family members for the 

first years of residence. In the UK, candidates do not need to be registered with UNHCR but 

must meet TBB’s eligibility policy of being a person fleeing persecution. In Germany, 

candidates need to have evidence of prior work experience in the field they are working in. 

For the WCW programme, candidates needed to be under 25 years of age. The following 

figures show the background and experience of the candidates registered on the Talent 

Catalog. 

The candidates considered for job opportunities come from different nationalities. Syrians 

constitute 17.4% of TBB’s registrants, followed by Congolese accounting for 15% of the 

sample. Sudanese and Venezuelans account for 12% and 10% of the sample, respectively. 

Some 19.6% of the candidates are linked to jobs in Italy, followed by 19.2% in Canada, 18.2% 

in the United States and 12.9% in the United Kingdom. 

 

 

 

 

 

 

 

 

 

Figure 3.1 – Registration in the Talent Catalog 
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Figure 3.2 – Diplomas and English proficiency in the Talent Catalog 
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Figure 3.3 – Skills and professions in the Talent Catalog 

 

IV. Literature review  

Our project contributes to three main strands of the literature: (1) the literature on the 

returns to international migration, (2) the literature on active labour market policies and job 

matching, and (3) the literature on interventions to facilitate orderly and safe migration flows. 

An Excel file summarising the key papers in each of these strands is provided as a separate 

appendix, which is attached to this report. 

1) Returns to international migration 

First, our study contributes to the literature on the impacts of international migration on 

returns to migrants and their families. Studies that rigorously estimate the impacts of 

migration remain limited. This is because migrants self-select into migration and, as a result, 

they differ along several observable and unobservable dimensions from non-migrants 
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(McKenzie and Yang, 2012; Aksoy and Poutvaara, 2021). To overcome selection bias, a few 

studies exploit migration lotteries or quasi-random policy discontinuities. For example, 

Gibson et al. (2011, 2018) exploit a migration lottery and find massive returns to migration in 

the short and long term for Tongans randomly selected to migrate to New Zealand, with some 

negative impacts on household members who have been left behind. Mobarak et al. (2023) 

analyse a similar lottery, which randomly allocates visas to Bangladeshis for low-skilled, 

temporary labour contracts in Malaysia, and finds high returns to migration both for lottery 

winners and their households.  

Overall, this literature, which focuses on specific migration routes, finds that the impact of 

international migration on living standards is positive for migrants, but the impacts on their 

psychosocial well-being (Nikolova & Graham, 2015; Stillman et al., 2015; Gibson et al., 2018; 

Naidu et al., 2023), the impact on their family members’ living standards and well-being 

(Clemens and Tiongson, 2017; Gibson et al., 2018; Mobarak et al., 2023), as well as the impact 

on children’s outcomes (Antman, 2011; McKenzie & Rapoport, 2011; Zhang et al., 2014; 

Clemens and Tiongson, 2017; Rizzica, 2018) are mixed and complex. For example, in Mexico, 

labour migration to the US can lower educational outcomes of their children who stayed 

behind, such as study time (Antman, 2011) and high school attainment (McKenzie & 

Rapoport, 2011). But the direction and magnitude of the impacts depend on the age of the 

child when the father moves (Antman, 2012) and the gender of the child (McKenzie & 

Rapoport, 2011; Antman, 2011). Separately, Stillman et al. (2015) shows that the impact of 

migration on subjective well-being depends on the way well-being is measured.  

Our analysis can also show a different perspective of the impact of remittances on the left-

behind family members of refugees. Recent literature has shown that remittances often relax 

liquidity constraints and increase household spending, as shown by Bayangos and Lubangco 

(2025), who document positive effects on consumption among migrant households. Beyond 

aggregate spending, remittances influence specific dimensions of welfare: Batra and Sharma 

(2025) find improvements in dietary diversity among left-behind households in India, while 

Bucheli, Bohara, and Fontenla (2018) show mixed effects on child education, suggesting that 
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resource inflows may interact with household composition and labour substitution. Migration 

also reshapes family structures and living arrangements, as documented by Bertoli, Gautrain, 

and Murard (2025) in the Mexican context. In environmentally vulnerable settings, 

remittances can function as coping mechanisms; Giannelli & Canessa (2022)’s study of rural 

Bangladesh shows how migration and remittance flows help households smooth 

consumption after climate shocks.  

Our study contributes to this literature by exploiting a unique opportunity and rich datasets 

to rigorously estimate the impacts of international labour migration for the displaced 

population. The estimated impacts are not limited to those who migrated for the job, but also 

include family members who moved together with the worker and family members who 

stayed behind. In comparison with economic migrants, forced migrants typically face 

additional constraints that limit socio-economic integration in host countries (Algan et al. 

2010, Hainmueller et al. 2016, Brell et al. 2020, Fasani et al. 2022). With more than half of the 

refugees living in countries that significantly restrict their right to work (Ginn et al., 2022), our 

study will provide evidence on the impacts of international migration for this large and 

growing population. 

2) Active labour market policies and job matching 

Our study also contributes to the large literature on active labour market policies (ALMP) and 

job matching. The effectiveness of different active labour market policies in developing 

contexts is mixed (McKenzie, 2017). On the supply side, reducing the cost of job search, such 

as through subsidising transport costs and cash transfers, is found to have positive impacts 

on finding a formal job (e.g. Franklin, 2018; Banerjee & Sequeira, 2020; Abebe et al., 2021), 

but may be short-lived (Abebe et al., 2021; Blattman et al., 2022). Other ways have also been 

found effective in reducing matching frictions, such as improving the ability to signal to 

employers (Abebe et al., 2021), improving skills through vocational training (Alfonsi et al., 

2020; Bandiera et al., 2023), providing credible information (Bassi & Nansamba, 2022), and 

improving information on intermediaries during job search (Bazzi et al., 2026). On the 
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demand side, firm-provided apprenticeships are found to have shorter-lived impacts 

compared to vocational training for workers (Alfonsi et al., 2020) and job fairs that match 

firms with job-seekers are found not to be effective at increasing employment (Abebe et al., 

2017). Caria et al. (2024) build upon these studies and find that liquidity constraints are the 

most relevant for refugees in Jordan in labour market participation. Other related policies 

also include tax incentives to attract returning migrants (Bassetto & Ippedico, 2024). 

Distinct from Caria et al. (2024), who focus on addressing supply-side constraints, our study 

examines a programme that aims at reducing labour market frictions from both the supply 

side (through providing CV and interview training and recommending relevant jobs and skills 

training) and demand side (through providing credible information about candidates, 

shortlist of candidates, and advice on immigration). As such, our study will provide evidence 

on whether TBB’s multifaceted programme can be effective at overcoming the large labour 

market frictions faced by refugee workers and employers. In addition, one of the reasons for 

less-effective-than-expected results on some ALMP is because many of the urban settings 

have fewer market failures than expected by policymakers and researchers (McKenzie, 2017). 

In contrast, in our setting, refugee workers living in developing countries face legal and social 

restrictions, language barriers, and lack of certificates for credible signalling; employers in 

high-income countries lack information to search for the suitable worker. Our study setting 

is where labour market frictions are highly relevant and programmes that can address these 

frictions are expected to have large impacts. 

3) Facilitating orderly and safe migration 

Third, our study also contributes to the literature on possible interventions to facilitate 

orderly and safe migration flows, particularly for migrants. McKenzie and Yang (2015) 

highlight the need for more evidence on interventions that leverage migration as a 

development tool. Our study speaks directly to this need by examining the impact of a 

solution promoting regular migration pathways for skilled refugees on outcomes of the 

migrants and their families. Our study will complement other studies investigating the 



 

16 
 

reduction in the costs and risks of migration of migration (Bryan et al. 2014; Beam et al. 2016; 

Hainmueller et al. 2018). It will be - to the best of our knowledge - the first study to rigorously 

examine the impact of complementary pathways for refugees.  

Complementary pathways play an increasingly important role in providing durable solutions 

for refugees as resettlement spaces around the world are shrinking despite the growing 

demand (UNHCR, 2025). With governments and international organisations increasing their 

commitment to sustaining labour mobility solutions for refugees (UNHCR, 2024; Government 

of Canada, 2023) and recent developments in recognising the efficiency gains in improving 

matches between refugees and host localities in the resettlement process (Delacrétaz et al., 

2023), understanding the direction and magnitude of impacts of a refugee labour mobility 

programme is vital for effective policymaking. 

The literature on labour mobility pathways for refugees specifically is nascent. From a legal 

perspective, Vankova (2024) highlights the uneven access to such programmes, while Davitti 

and Vankova (2025) argue that these cater to self-reliant refugees, creating a spectrum of 

refugeehood with hyper-vulnerable refugees on one end and self-reliant refugees on the 

other end, leaving out those in the middle. A few policy reports explore operational aspects: 

Long and Rosengaertner (2016) discuss implementation, Fratzke & Zanzuchi (2024) and 

Moussa & Sterck (2024) examine scale-up challenges, and Dorst et al. (2024) document 

employers’ experiences. Our research shifts focus from legal and operational perspectives to 

experiences of refugees themselves.  

V. Quantitative survey and results 

The quantitative survey aims at assessing the impact of skilled-worker visas for refugees on 

the migrants and their families. 

1) Sampling frame 

The sampling frame for the quantitative survey builds on the selection process used by TBB 

to match refugee workers with jobs offered by employers (Figure 5.1). The process is 
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“employer-led”, meaning that first an employer provides TBB with a job description for a job 

opportunity that they are recruiting for. The team fills in a Job Opportunity Intake form (JOI) 

which takes information from the job description and breaks it down into skills required, 

qualifications needed, soft skills, information about the company and company’s location.  

TBB’s source team then uses the JOI to search the Talent Catalog using keyword searches to 

find profiles with skills and qualifications and the required language level. The source team 

creates a list of suitable candidates that fit the criteria of the JOI. After identifying those 

candidates, TBB conducts an intake interview to assess eligibility, suitability for the job and 

give candidates information about the opportunity to make an informed decision to be put 

forward. Following the intake interviews, TBB selects a number of candidates whose CVs are 

sent to the employer to select candidates to interview remotely. Once the employer has done 

the interviews and assessed candidates, they select one or more candidates for the position 

(or don’t select any candidate if none are suitable).  

Our target population consists of three groups: a treatment group and two control groups. 

The treatment group is defined as the candidates who have relocated. The first control group 

is defined as the candidates who were selected for the interview but did not get the job or 

got the job but still did not relocate by the time of the interview. The second control group is 

defined as the candidates whose CV were sent to the employer but did not get an interview.  

We use the term “batch” to define, for each job opportunity, the group of candidates 

preselected by TBB whose CVs are sent to the employer, regardless of whether they will later 

be invited for an interview. A batch therefore includes all the candidates in treatment and 

control groups for a given job opportunity. 
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Figure 5.1 - Recruitment steps, sample construction, and treatment assignment 

Once candidates are identified as an adequate match for any of the job opportunities by the 

TBB team, they receive the baseline survey (by email), if they have consented to receive 

evaluation surveys when they first created their profile. On average, 87% of candidates who 

apply to TBB consent to filling the evaluation surveys. Each candidate in a batch receives the 

follow-up surveys three months after the relocation of the selected candidate to the job 

opportunity, and then every six months. At the moment, we have initiated the second follow-

up survey.  
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2) Data collection progress 

As of the end of March 2026, 1166 participants involved in 257 recruitment processes had 

filled our baseline survey fully. These participants were considered for a range of 

opportunities including nurse aides, dental assistants, engineers, software developers, 

welders, builders, and business analysts. Some of those candidates have applied to more than 

one job opportunity. On average, eight candidates have their CVs preselected by TBB for each 

job opportunity. Among these, about four candidates are then interviewed by the prospective 

employer (first control group) and four are not interviewed by the employer (second control 

group). One candidate is then typically selected per vacancy by employers, forming the 

treatment group. Candidates in all three groups are sent an email to seek their consent to 

participate in the research as soon as their CVs are sent to the employer.  

Figure 5.2 illustrates the consent and completion rates for the online survey. The first bar 

represents the total number of candidates that made it to the CV review stage. Since this is 

the starting point, the entire bar is filled (100%). About 87% of the candidates consented to 

participating in the research, while 13% declined. Out of those who consented and were sent 

the baseline survey, 66% of the total sample started the survey, and 59% sent back full 

surveys. Incomplete surveys are usually stopped after the first few questions of the survey, 

and therefore in our analysis we will only focus on complete surveys. In total, we currently 

have 1166 candidate responses that can be used for preliminary analysis. 

Table 5.1 below shows the treatment status of all survey respondents. The majority of 

respondents have yet to be assigned a status as their CVs are being reviewed, waiting for an 

interview, or the outcome of an interview has not yet been confirmed. With the preliminary 

data we have, we can test for differences in baseline characteristics between the treatment 

and comparison groups. Following Kerwin et al. (2024), we use an F-test of joint orthogonality 

with randomisation inference (see Appendix II tables). Results suggest there is no significant 

imbalance between the treatment and first control group. However, there is some evidence 

that the second control group is different, which is in line with our expectations. 37 
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individuals have relocated through the TBB programme. More specifically, nine moved to 

Belgium, nine moved to Australia, one moved to Canada, 16 moved to Italy, one moved to 

the Netherlands, and one moved to the US.  The treatment subsection in table 5.1 shows at 

which stage individuals assigned to the treatment group are currently in. 24 in the treatment 

have responded to the baseline.  

3) Implementation challenges 

For the quantitative data collection, we are facing different challenges:  

1. The first is the unpredictable nature of the treatment of 'labour migration’ as well as 

the timeline of when a candidate will receive an offer and travel to the destination 

country. For instance, the Trump administration’s recent suspension of resettlement 

and refugee admissions meant that labour mobility opportunities to the US were 

halted and only one candidate (out of 80) has actually moved to the US. In practice, 

TBB received a "stop work order" along with partners from Welcome Corps at Work. 

All Federal funding has ceased for the "90 day review" but given that the underlying 

pathway is humanitarian, it is unlikely that the programme will continue under the 

current administration.  

2. The second challenge is to ensure a high enough response rate. Out of 1673 of our 

candidates on TBB’s Salesforce, 87% consented to receive monitoring and evaluation 

surveys and 59% filled the baseline survey fully. Attrition – defined as the share of 

respondents dropping out of the survey before completing it – amounts to about 7%. 

These response rates and attrition rates are reassuring compared to those found in 

other research using online surveys (Stantcheva 2022). Nevertheless, in order to 

increase this response rate, we are following a strict, intensive protocol to encourage 

participation, inspired from the literature exploring best practices for high response 

rates in phone surveys (Reyes, 2020). First, when TBB staff call the refugees for pre-

selection, they ask them to fill the evaluation survey that they will receive after the 

call. The TBB Salesforce system automatically sends personalised surveys with the 
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name of the applicant (Wu et al., 2022; Amaral et al., 2022). The body of the email is 

carefully narrated by the evaluation team to make sure it conveys all the important 

points the applicant needs to know about the survey and the incentives. We also offer 

three survey languages to correspond to almost all of the nationalities in our sample; 

Arabic, English and French. The survey is also relatively short, taking around 20 

minutes to finish. Second, we hired a field coordinator to follow-up with a phone call 

for those who never responded or partially responded within two to four weeks of 

sending the survey. The coordinator makes five attempts using international calls, 

WhatsApp calls and messages for each candidate until they reply. Almost a quarter of 

the candidates take the survey after being reminded. Third, in order to encourage 

applicants to take the survey, 15 survey participants are randomly awarded $100 USD 

every six months. A first lottery was successfully organised in October 2024, followed 

by another one in April 2025 and October 2025. To overcome attrition over a two-

year period (or maximise recontact rates), a one-off prize of $1000 will be distributed 

to one of the candidates who replies to all the survey waves, as suggested by Amaral 

et al. (2022). 

These implementation constraints have important implications for the empirical analysis. The 

number of candidates who have relocated during the study period remains relatively limited 

compared with the number of candidates observed at baseline. As a result, the number of 

follow-up observations is relatively small, especially in the treatment group, which limits the 

statistical power of the analysis and the range of outcomes that can be meaningfully 

evaluated at this stage. The estimates presented in this report should therefore be 

interpreted as preliminary and primarily informative about early patterns in the data. As 

additional candidates relocate and follow-up surveys accumulate, future rounds of analysis 

will allow for more precise estimation and a broader assessment of medium-term outcomes. 
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Figure 5.2 - Consent and completion rates for the online survey at baseline, as of March 

2026 
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Table 5.1: Treatment status categories and stages 

Category Stage 

Number of 

observations at 

baseline 

Replied 

to 

Follow-

up I 

Replied to 

Follow-up II 

Undecided 

2 way preparation 25     

2 way review 10     

CV review 363 3 3 

Control 1 

Candidate 

unreachable 5     

Candidate withdraws 29     

No interview 248 1 1 

Training 8 3 2 

Training not 

completed 4 1   

Control 2 

Candidate rejects 

offer 13 1   

Job offer retracted 4 1 1 

Job withdrawn 150     

No job offer 147 4 1 

Not fit for role 297 13   

Test preparation 3     

Dropped 

Not eligible for TC 1     

Not eligible for visa 34     

Treatment  

Acceptance  9     

Offer 8     

Visa preparation 19     

Visa processing 22     

Treatment Relocated 24 15 5 

Total 1423 42 13 

Note: This table looks at the number of observations, not the number of candidates who filled the survey. A 
candidate can be “observed” several times at baseline and follow-ups if they are considered for more than one 
opportunity. The number of candidates is specified in Figure 5.2 as 1287, but a candidate can be part of more 
than one opportunity and have more than on stage at baseline. Data from December 2025. 
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4) Analysis 

The methodology was registered in a pre-analysis plan and uploaded in the 3ie Registry for 

International Development Impact Evaluations on 23 August 2024. We analyse in the coming 

sections data collected till December 2025. 

A main methodological challenge in identifying the causal impact of the programme on TBB 

candidates is that migration is not randomly assigned. Talents are selected based on skills and 

merit, so individuals who are interviewed and ultimately selected are not necessarily 

comparable to those who are interviewed but not selected. In particular, selected candidates 

may have higher unobserved ability or motivation and would likely have performed better in 

the host country even in the absence of the programme. As a result, a simple comparison 

between selected and non-selected candidates would bias upward the effect of migration 

with pre-existing differences in talent. In short, to address the issue of selection bias, we will 

adopt a difference-in-differences method for staggered treatment, where baseline difference 

in unobserved characteristics will be accounted for in our estimations. 

Using the panel dataset, we will use pooled ordinary least squares (POLS) to estimate the 

following, as proposed by Wooldridge (2021)1: 

𝑌𝑖𝑡 =  𝛼𝑡 + 𝛾𝑖 + ∑𝑇
𝑔 ∑𝑇

𝑡=𝑔 𝛽𝑔𝑡𝐷𝑔𝑡+𝑣𝑖𝑡               

(1) 

where 𝑌𝑖𝑡 is the outcome variable of individual i at time t. Individual i is in treatment cohort 

g if the individual is first given treatment (i.e. when they are first offered the visa) at time 

period t. 𝐷𝑔𝑡 is equal to one if individual i in group g at time t is offered the visa, and zero 

otherwise. 

 
1 Multiple approaches address the bias in the TWFE approach in the presence of treatment heterogeneity. We 
will implement Wooldridge (2021)’s regression-based approach due to its efficiency and flexibility in studying 
moderating effects (Wooldridge, 2021; Callaway, 2023). As robustness checks, we will also compute the 
treatment effects using the approach by Callaway & Sant’Anna (2021), Sun & Abraham (2021), and imputation 
approach by Borusyak et al., (2024). 

https://ridie.3ieimpact.org/index.php?r=search/detail-view&id=1355
https://ridie.3ieimpact.org/index.php?r=search/detail-view&id=1355
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We will estimate the intent-to-treat effect (ITT) (𝛽𝑔𝑡) for each group and for each of the T 

time periods. To estimate the average treatment effect on the treated (ATT), we will divide 

the estimated ITT effects by the compliance rate in the treatment group (in our setup, there 

are no always-takers or defiers). We will control for time-invariant individual characteristics 

by using individual fixed effects (𝛾𝑖 ). This captures pre-existing differences in characteristics 

between treated and control individuals before treatment. To obtain the average ATTs across 

individual groups and time periods, we follow the procedure by Callaway & Sant’Anna (2021). 

This procedure first averages the effect for each group across time periods, and then averages 

across groups.  

With 24 treated individuals out of a sample of  967 surveyed individuals, we cannot yet 

implement the – above-described – difference-in-differences method for staggered 

treatment. To better understand the structure of our data and reflect on preliminary results, 

we will proceed to standard fixed effects regressions. We simplify the above equation (1) in 

the following way: 

𝑌𝑖𝑔𝑡 =  𝛼𝑡 + 𝛾𝑔 + 𝛽 𝐷𝑖𝑔𝑡  + 𝜙 𝑋𝑖𝑡+𝑣𝑖𝑔𝑡               

(2) 

where 𝑌𝑖𝑔𝑡 still designates the outcome variable of individual i at time t. 𝐷𝑖𝑔𝑡 is equal to one 

if individual i from batch g at time t is offered the visa, and zero otherwise. Our main 

preliminary results focus on a sample of 1423 responses among which 24 have relocated 

through TBB and answered at least one of the survey waves. We will control for observed 

individual heterogeneity by controlling for age, the quadratic term of age, gender, and marital 

status. To correct for unobserved heterogeneity, 𝛾𝑔  denotes a vector of batch fixed effects. 

In other words, we compare individuals who have been selected by TBB for the same job (i.e., 

the same JOI).  

Given the statistical power limitations – inherent to a small number of treated individuals – 

we cannot implement the staggered version of this estimation. Instead, we use a simpler 

regression equation, with batch fixed-effects. Standard errors are clustered at the individual 
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level. The limited size of our sample and of the treatment group in particular also limits our 

ability to implement corrections for multiple-hypothesis testing. Of particular interest is the 

definition of the treatment and control groups. As explained above, all the candidates that 

have their CVs considered by an employer in the first 12 months of our study are part of the 

sampling frame. The study sample is split into three groups. First, candidates that get a job 

offer constitute the treatment group (T). Second, candidates that are interviewed but not 

selected constitute our primary control group for the impact evaluation (C1). Third, 

candidates whose CV is sent to the employer but are not selected for an interview constitute 

a second control group (C2), whose purpose is twofold: (1) assess the importance of selection 

bias and (2) assess the impact of failing a job interview. Below, we use the label “batch” when 

referring to all the candidates considered for one job opportunity. At this preliminary stage, 

all main results pool together the first and second control groups, with individuals who have 

been selected but still did not relocate and those surveyed once or twice in the follow-up 

survey. Only 11 individuals have been interviewed three times by the time we report these 

preliminary results. 35 have been interviewed at baseline and follow-up I, regardless of their 

response at follow-up II. 13 have been interviewed at baseline and follow-up II.  

5) Descriptive statistics & balance 

Table 5.1 shows the number of observations at baseline and at follow-ups. The number of 

observations is different from the number of candidates, since a candidate can be considered 

for several opportunities. Overall, there are 967 candidates, but 1,423 observations. For 

example, a candidate who was considered for two different opportunities, and was not 

selected for any of the opportunities, will serve as a control observation in both clusters. This 

candidate can be considered once in control group 1 (has been interviewed but not selected) 

and another time in control group 2 (not interviewed), depending on their status for each 

opportunity. Individuals who were selected for an opportunity (i.e., treatment group) are only 

included in the batch of their job. For example if a candidate got selected for an opportunity, 

they will not be serving as a control observation for another batch. There are currently 257 
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opportunities, but only 24 have a candidate who moved and at least one person in the control 

and one in the treatment who responded to follow-up I and follow-up II.  

Appendix II outlines the key characteristics of our sample at baseline. The average age of 

respondents is 34 years, with nearly half being married. Among them, half have children, who 

are, on average, 12 years old. While 95% of the sample hold refugee status, only 48.7% 

reported having the right to work.  Almost three in five (60%) indicated that they had worked 

for pay in the past seven days. Of those employed, 56% are wage workers, 25% work on a 

casual basis, and only 14.1% are self-employed. Furthermore, only 23% of working individuals 

reported holding a secondary job. On average, respondents worked 45 hours per week, 

though most expressed a preference for working three hours less per week. The average 

reported income among refugees is $1,554, with substantial variation (a standard deviation 

of $2,533). Only half of the respondents reported having a job that matches their experience, 

field of study, and educational level. 

Expenditures across different categories reveal significant disparities in refugees' standards 

of living. This is reflected in the large standard deviations, which in some categories are up to 

three times the mean. These high variations in both current spending and perceived 

necessary expenses for a decent life are particularly pronounced among refugees in countries 

such as the United Arab Emirates, Egypt, Jordan, and Lebanon. In contrast, responses from 

refugees in Uganda and Kenya indicate less variability, possibly due to more restricted 

freedom of movement and employment, which may contribute to a more uniform standard 

of living. 

Survey responses also indicate low partner life satisfaction, with an average score of 3.51 out 

of 10. Additionally, only 74.1 % of partners do not have the right to work, and those who do 

work an average of 36.4 hours per week. Their sense of integration is also low, with a mean 

score of 2.34 out of 5. Regarding child-related factors, 74.2% of respondents' children attend 

school, yet the perceived quality of education is rated poorly, averaging just 4.5 out of 10. 
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Average job satisfaction score is low, at 2.75 out of five. A quarter of the respondents (23%) 

have a secondary job. In terms of other forms of income, only 30.1% of refugees indicate that 

they received remittances in the past three months while 30.% send remittances. 

6) Impact estimates 

This section explores the emerging findings from the quantitative data collection efforts. The 

quantitative data collected so far is limited to 1166 individuals having been interviewed since 

April 2024. Our preliminary results mainly focus on three main outcome categories: labour 

market outcomes, living standards, and psychological wellbeing. Appendix Table 1 describes 

our pre-registered outcomes of interest and how the programme is expected to affect these 

outcomes. It also highlights how outcomes are constructed, referring to the questionnaire. 

As explained above, the number of candidates who have relocated during the study period 

remains relatively limited because labour mobility opportunities are constrained by employer 

demand, visa approvals, and evolving migration policies. As a result, the treatment group in 

the current dataset is small, and the impact estimates presented below should be interpreted 

as preliminary. 

Given the small sample size, we leave other (medium-term) outcomes related to access to 

services and social contributions (see PAP) for future analysis. These outcomes are at a lower 

level in our theory of change and would need a larger sample size for significant effects to be 

detected. 

(1) Labour market outcomes - Migration through TBB’s programme is expected to improve 

labour market outcomes and labour market prospects of successful candidates. They are 

expected to be more likely to be employed and the quality of their job is expected to improve, 

with higher pay, better conditions, and tasks that more closely match their educational level 

(vertical match) and field of study (horizontal match). Job satisfaction is expected to be 

higher, which is expected to reduce turnover. They are also less likely to have a secondary job 

(which is often needed when job quality is low). For spouses, impacts may vary based on their 
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circumstances and whether they accompany the successful candidate. Employment and job 

satisfaction outcomes could be positive or negative, depending on the situation. 

Preliminary results presented in Table 5.2 are encouraging. Columns (1) and (2) show a 

positive and statistically significant coefficient for the probability of working for pay across all 

specifications, without or with individual controls. Being relocated increased by about 40 

percentage points the probability to be employed, from a mean of 60.7 percent in the control 

group. That is not surprising since moving is conditional on being selected for a job but at 

least it shows that the programme is working as expected. In Columns (3) and (4), we also 

find that the probability of the spouse to work was also boosted by about 24 percentage 

points, a considerable increase given the mean outcome of the control group standing at 

about 33 percent. Other outcomes for the spouse or other relatives cannot be estimated. 

Given that only half our respondents are married, we are facing an obvious lack of power. 

Medium-term outcomes linked to the quality and the stability of the job can be estimated 

(and shown in Table 5.2) but our preliminary data collection does not allow us to draw any 

statistical inference on this basis. 

Table 5.2 - Treatment Effects on Employment and Satisfaction Outcomes 

 

(2) Living standards - Migration through TBB’s intervention is expected to improve the living 

standards of participants. We measure a broad range of outcomes, including not only income 

and expenditures but also various measures of psychosocial wellbeing. To limit the duration 
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of the survey, we could not include a detailed consumption module. We quantify the returns 

of migration on household income, considering both incomes earned in the source and 

destination countries. We directly ask participants to report their total income from different 

sources (e.g. labour income, remittances, or other sources), considering the talents and their 

partners. The disaggregation of income by source is useful in identifying whether migration 

affects income composition and makes talents less dependent on aid programmes and 

transfers. We also collect data on household expenditures in a variety of domains, including 

food consumption, education, health, transport, housing, utilities, communication, clothing, 

and leisure. The cost of living in destination and source countries is taken into account using 

data on PPP adjustments provided by the World Bank. 

Table 5.3 - Treatment Effects on income 

 

Despite the fact that income is usually difficult to measure across countries, we observe in 

Table 5.3 an increase by about $PPP1819 equivalent in wage income by month, representing 

a more than a doubling at the mean. It is also difficult to know at this stage of the project, 

how much this increase in income in real terms allows to cover the observed increase in real 

expenditures, which also increased for the relocated refugees (corrected for differences in 

standard of living), in particular for housing (Table 5.4). 
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Table 5.4 - Treatment Effects on expenditures

 

 

(3) Psychosocial wellbeing - Impacts on psychosocial wellbeing are expected to vary across 

candidates, within their family, and over time. On average, migration is expected to improve 

household living standards, both in the short and long run. The opportunity provided by TBB 

is also likely to change the perspectives and aspirations of candidates and other household 

members. Partners may attempt to increase their human capital through additional training 

or education (especially language courses), and parents may aspire for higher education 

levels for their children with access to better education services. Yet, migration is also 

expected to disrupt important components of psychosocial wellbeing, including networks, 

habits, activities, and diets. Different household members are expected to be impacted 

differently by these changes and impacts may vary over time. Our survey instrument 

therefore includes questions on life satisfaction, mental health, aspirations (including 

aspirations to migrate), and social participation. Candidates are invited to answer the 

questions for themselves as well as - indirectly - for their spouses and oldest children. 
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Table 5.5: Treatment Effects on psychological wellbeing and integration 

 

Despite the short-run nature of our preliminary analysis, psychological wellbeing seems to 

have improved among refugees having relocated (Table 5.5). On humanitarian grounds, it is 

reassuring that movers feel safer. The willingness to stay in the current location increases by 

46 percentage points (from a mean of 1.2 percent in the control group). Relocated refugees 

also report feeling welcomed and respected. As a result, our index of social integration – 

constructed from self-reported responses on whether the person will want to change their 

current place of residence in the coming five years, feeling safe, welcomed and respected in 

their current place – is also increasing. It is still subject to interpretation as it could be linked 

to the support by TBB or its partners or more structural motivations. It will be interesting to 

see whether such feelings persist over time. Similar questions appear for social networks. As 

expected, relocated refugees see their number of friends decrease significantly but not to the 
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point where their psychological wellbeing is harmed dramatically. Interestingly, the number 

of friends among children (oldest child) has risen. 

We do not observe significant effects, whether positive or negative, on mental health 

outcomes for the relocated refugees (Table 5.6). For the partner of relocated candidates, 

results are also statistically insignificant, but coefficients are all negative and relatively large, 

suggesting effects may become statistically significant once more data have been collected. 

For their children, we find significant evidence that they are less likely to worry and less likely 

to be nervous.  

Table 5.6: Treatment Effects on mental health 

 

7) Selection and contamination bias 

Impact estimates may differ depending on how we define the control group. At this 

preliminary stage, we have pooled individuals from control groups 1 and 2. A stronger causal 

interpretation may be obtained by comparing the treatment group with unsuccessful 
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candidates who have been interviewed by an employer (Control Group 1), enabling us to have 

two groups who are likely to have more similar characteristics and skills at baseline.  

When focusing on the comparison of the Treatment group (those who actually migrated) with 

Control Group 1 (those who have been interviewed), we observe a reduction in the regression 

coefficients related to Work for pay. Likewise, the coefficients of total household 

expenditures increase by another $400. This difference is mostly driven by higher expenses 

on rent and childcare. However, the coefficients for expenditures on non-food and leisure are 

smaller. In terms of social integration, improvements are particularly observed in child 

integration when comparing treated individuals with Control Group 1.  

Our identification strategy assumes that individuals in our control groups are not affected by 

the treatment. Such an assumption might be questioned for the group of individuals who 

have been interviewed by an employer but not selected (Control Group 1). The fact of being 

interviewed may negatively impact individuals if they feel disappointed and pessimistic about 

future opportunities, or positively as individuals have gained interview experience. To assess 

the extent of contamination, we compare Control Group 1 with those who have not been 

selected by the employer to receive an interview (Control Group 2). Any difference between 

these two groups can be driven by contamination or by selection bias.  

Preliminary analysis indicates that the difference between the two groups is minimal in terms 

of labour market outcomes for the candidate and their partner, and overall household 

expenditures.  Although the difference is insignificant, there is a 39 percentage-point higher 

probability for candidates in control group 2 to have a secondary job but a 44 percentage-

point lower probability to have casual work. No significant differences are observed in terms 

of mental health, except for the fact that control group 2 is more likely to feel worried.  

The above results are preliminary, as they are based on relatively few observations. 
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Figure 5.3 - Assessment of selection bias 

 

VI. Qualitative survey and results 

A key component of our research project consists of collecting and analysing qualitative data. 

This component aims to answer the question of scalability and to explore how TBB’s 

programmes can support more displaced people to move through labour pathways. We 

explore the factors that enable displaced people to access labour mobility programmes, with 

a particular focus on the stakeholders, initiatives and networks that jointly interact to allow 

displaced people to realise these opportunities in countries of asylum. This research aims to 

inform the development of the ecosystem of talent mobility opportunities accessible to 

displaced people and provide insights on where to prioritise investments to increase the 

feasibility of these programmes.  
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1) Sample 

Table 6.1 lists the groups of individuals we interviewed in source countries in Egypt, Jordan, 

Kenya, Uganda, and in destination countries including Italy and the UK. The four source 

countries are countries with high numbers of displaced talent registered with TBB and are of 

interest to destination countries in Europe and beyond. These are also countries with key 

contextual differences which we recognise and seek to explore (e.g., size of displaced 

populations, policies, programmes, stakeholders’ presence including TBB and supporting 

partner organisation). This enables us to understand what constitutes an enabling 

environment for labour mobility programmes. Italy and the UK are key destinations, where 

both TBB colleagues are based and candidates are relocating to. Qualitative interviews in the 

UK were conducted as part of our qualitative evaluation of the Displaced Talent Mobility Pilot 

(Moussa & Sterck, 2024). 

We utilised both a targeted, purposive sampling approach as well as a random approach 

depending on the stakeholder group. This approach allows us to conduct interviews and focus 

group discussions (FGDs) with a diverse set of stakeholders and to purposely include key 

informants as well as candidate profiles of interest – for example, candidates involved in ‘train 

to hire’ programmes or with unique backgrounds – and employers engaged in specific 

programmes. 

For TBB candidates, TBB’s Salesforce data was used to initially identify our target participants, 

after which random sampling was used to recruit participants along a set of criteria such as 

nationality, gender, and the sector of work. The majority of candidates were interviewed at 

source, prior to moving. We have also conducted (and will continue to conduct) follow-up 

interviews with candidates who relocated through TBB after they arrive at their destination 

in Italy and the UK. For other stakeholder groups, such as partners, TBB staff, and employers, 

purposive sampling is the main approach we used for sampling.  



 

37 
 

2) Data collection progress 

As of 5 January 2026, we completed qualitative data collection in Egypt, Jordan, Kenya, 

Uganda, Italy and the UK. Table 6.2 shows the sample sizes in each group as of 5th January 

2026. While we focused on collecting data on individuals who are registered in the TBB 

catalogue (59% of the sample), we also interviewed potential candidates who are not in the 

TBB catalogue and may not have heard of TBB (18% of the sample). The rest of the sample 

consists of representatives of partner organisations, staff members in TBB, and researchers 

who are also studying the labour mobility pathway (20% of the sample). 

We are currently undergoing data collection and analysis in Italy, a destination country for 

train-to-hire programmes. 

3) Implementation challenges 

For the qualitative data collection, we faced the following challenges:  

1. Non-response: Some individuals in the Talent Catalog were reluctant to take part in 

the interviews. This was especially the case in Egypt and Jordan, with a few 

participants being suspicious of the research. Their concerns to take part may stem 

from fears about participation impacting their migratory status and the fear of 

scammers impersonating TBB. This was the case for one participant who attended an 

online interview but doubted our legitimacy as she had heard from TBB staff to 

exercise caution as individuals might impersonate the organisation to gather 

information from her. As a result, she chose not to continue with the interview, and 

we referred her to her usual focal point for verification.  

To overcome this, participant recruitment was mostly conducted through TBB to build 

trust and credibility. Additionally, we invited more individuals to achieve an adequate 

sample size and reach saturation and were able to exceed our target number of 

interviews. We however acknowledge that non-consent may reduce the 

representativeness of the qualitative sample. 
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2. Biases in responses: Despite explicitly stating that this research is not related to any 

job opportunity with TBB, responses may be influenced. This is especially the case for 

participants who were identified and recruited through TBB, and some were 

undergoing recruitment at the time of the interview. This may have influenced their 

responses given concerns with expressing viewpoints that could potentially 

jeopardise their job prospects.  

To mitigate this, we communicated with participants the purpose of the research and 

how the data will be used and emphasised that there are no right or wrong answers. 

Additionally, over half of the interviews and FGDs (56%) were conducted by the 

researchers without TBB staff’s presence which helped frame this as an independent 

exercise. Where TBB staff were present, this involved different staff members than 

the staff members that participants usually interact with for job opportunities. To 

account for these biases, we interviewed participants at different stages of the 

recruitment process (reflecting different levels of engagement with TBB).  

We are currently conducting follow-up interviews with a subset of participants post-

treatment, when recruitment-related concerns should no longer influence responses.  
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Table 6.1 - Target populations for qualitative data collection and analysis 

 For 

analysis 

on impact  

For 

analysis 

on scale  

1. TBB candidates – categorised into three groups:     

a. Successful candidates (interviews conducted before and 

after treatment)  

    

b. Candidates considered for a job but not successful      

c. Registered with TBB but never considered     

2. TBB candidates’ family members      

3. Refugees in low- and middle-income countries not 

registered with TBB 

    

4. Partner organisations and international organisations (For 

example, UNHCR, IOM, IRC)  

    

5. TBB staff      

6. Researchers focused on talent mobility    

7. Employers   

8. Government    
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Table 6.2 - Sample size (individuals) as of 5th January 2026 

Participant  All Egypt Jordan Kenya Uganda UK Italy 

1. TBB candidates (total) 107 14 24 15 29 12 13 

(a) Successful candidates 

(interviews conducted 

before and after 

treatment) 

39 3 1 6 4 12 13 

(b) Candidates considered 

for a job but not 

successful 

55 11 20 4 20   

(c) Registered with TBB but 

never considered 
13 - 3 5 5   

2. TBB candidates’ family 

members 
 4 - 4 - -   

3. Refugees in low- and 

middle-income 

countries not registered 

with TBB 

25 -  - 19 6   

4. Partner organisations 

and international 

organisations in low- 

and middle-income 

countries (For example, 

UNHCR, IOM, IRC) 

22 4 5  3 6 2 2 

5. TBB staff 10           

6. Researchers focused on 

talent mobility 
2           

7. Employers 19     8 11 

8. Government 11     6 5 

Total 200          
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4) Analysis 

We are conducting thematic and content analysis on the transcripts of the interviews with 

the different stakeholder groups as listed in Table 6.2. The analysis is centred around 

answering the following sub-questions on scalability of the labour mobility programme: 

● What are the livelihood strategies of displaced people registered on the Talent 

Catalog and how do these improve their capacity to migrate? 

● What constitutes an adequate ecosystem for displaced talent mobility pathways in 

host countries?  

● What roles do different stakeholders (governments, IOs, NGOs, refugees, etc.) and 

factors play in mediating refugees’ access to talent mobility pathways?  

Accordingly, we are coding the transcripts under the following categories and sub-categories: 

● Livelihood experiences and strategies in country of asylum and before displacement: 

quality of jobs, barriers to obtaining decent work, job search strategies, remote work 

opportunities, ambitions, interactions with host communities 

● Experiences in country of asylum beyond labour market outcomes: cultural integration, 

safety and security, education opportunities, family dynamics, health, interactions with 

relevant actors (UNHCR, government, NGOs), social life and leisure, quality of life 

● Mobility and migration: perspectives and experiences of different pathways and forms of 

movement (resettlement, education, irregular, labour etc), barriers to migrate, internal 

movements and short-term travels, country and pathway preferences  

● Impacts and expectations of TBB: aspirations, motivations, expectations, concerns, 

experiences of labour mobility and the TBB process, timelines and duration of steps, 

indirect or unintended impacts 
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● Training and skilling: motivations, perspectives of benefits of training, limitations of 

training, barriers to learning, language training, types of training, modality: remote vs in-

person training, link to work opportunities 

● Ecosystem and enabling environment: programmes and support offered by different 

organisations related to labour mobility or improving work opportunities in the country 

of asylum, awareness of TBB and labour mobility pathways, capacity of the organisations, 

referrals and links between different stakeholders, programmes and initiatives.  

5) Results  

In this section, we summarise the key findings from the qualitative data analysis.2 Starting 

with the fieldwork in source countries, we discuss the key factors that motivate respondents 

to participate in labour mobility pathways, compared with other pathways, such as 

resettlement. We highlight some of the key barriers to migrate through labour mobility 

pathways and strategies undertaken by respondents to partially overcome these barriers.  

We then discuss findings in destination countries. We discuss the experiences of refugees 

who moved to Italy through a train-to-hire programme. Through this programme, around 70 

refugees are provided with technical and civic-linguistic training in Colombia, Egypt, Uganda, 

and Jordan before migrating to work with several companies across Italy (Global Task Force 

on Refugee Labour Mobility, n.d.). As of February 2026, only 22 out of the 70 have indeed 

relocated. They are living in Naples (10), Turin (7), Trieste (2), Cosenza (1), Udine (1) and 

Venice (1). We have so far conducted interviews in Turin, where we invited all those who had 

moved and 4 out of 7 accepted our invite. Similarly, in Naples, during February 2026, we 

invited all candidates for an interview and 7 out of 10 participated in an interview. We are 

interviewing the other candidates who have moved to Italy and also aim to interview some 

of those yet to move, once they arrive. 

 
2 Full results are described in a companion paper by Moussa, Siu, Sterck, & Walder (2026). Refugees as skilled 
migrants? Evidence on employment pathways for refugees in four countries (available upon request). 
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Finally, we present considerations for the scale-up of refugee labour mobility. We highlight 

the barriers in refugee hosting countries, opportunities to create an enabling environment, 

and key considerations for refugees who are actively waiting and engaging with labour 

mobility processes.  

Motivations to migrate through labour mobility pathways 

The lack of livelihood options and associated vulnerabilities in the host countries are key 

drivers behind participants’ motivation to migrate through labour mobility pathways. A 

majority of our respondents report being forced to work informally, to work long hours, and 

not getting paid what was promised or not paid sufficiently to meet even their basic needs. 

These economic vulnerabilities are interlinked with or exacerbated by other vulnerabilities 

experienced by our participants. 

The vulnerabilities experienced by refugees directly shape migratory aspirations. For 

example, Mostafa, a Sudanese refugee living in Egypt, wishes to migrate to countries in 

Europe, North America, or Australia where he perceives he will have better access to public 

services for his family but has yet to succeed in doing so. At the same time, if he had secured 

decent work in Egypt, he would have stayed with his family in Egypt, instead of planning to 

go to a Gulf country.  

It is not just access to work for survival that drives aspirations to migrate. In contrast to the 

concept of self-reliance in policies, which puts emphasis on refugees’ engagement in income-

generating activities to meet essential needs in the host country (UNHCR, 2005; Omata 2023), 

participants overwhelmingly associate their frustration at not being able to use their skills 

and qualifications in their current work with their aspirations to migrate. Among our refugee 

sample, all but one participant has at least some secondary education, 43% have an 

undergraduate degree, another 12% have a master’s degree and 4% of our participants hold 

doctoral degrees. Several participants, who are qualified lawyers and engineers, described 

how their profession makes employment even more challenging as these are professions 

which cannot be carried out informally. 
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To examine skills mismatch, we use International Standard Classification of Occupations 

(ISCO-08) to classify skill levels of occupations (ILO, 2012). We define the ‘potential’ skill level 

of an occupation that individuals can engage in based on their educational attainment, as 

mapped in ILO (2012). We then compare this with the skill level of the occupations that 

respondents are engaged in and the skill level of the occupations they are pursuing under a 

TBB labour mobility programme at the time of interview. Figure 6.1 shows that while nearly 

half of our sample have at least an undergraduate degree (potential Skill Level 4), less than a 

third of them (31%) work at the skill level that requires one and around 40% are unemployed.  

 

Figure 6.1 – Potential, actual, and offered skill level of occupations 

Note: Potential skill level of occupations based on their educational attainment, skill level of occupations at the 

time of the survey, and skill level of occupations offered through TBB labour mobility opportunity which individual 

was pursuing at the time of the survey 

Most of our participants described their frustration at not being able to advance their career 

in their field of study or to pursue their career aspirations, even in a country like Uganda 

where refugees have the right to work.  
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Along similar lines, for some participants, their motivation to migrate through labour mobility 

pathways depends on the quality of job, such as career alignment and expected 

remuneration. Our data nevertheless shows that the occupations offered to refugees through 

TBB opportunities do not always match their experience or educational level (Figure 6.1). 

However, many respondents are willing to have jobs that are below their potential skill level, 

with hopes to progress in the future and realise other aspirations. These aspirations overlap 

with aspirations to migrate through resettlement. They are associated with broader life 

aspirations, such as ‘freedom’, ‘citizenship’, ‘security’, and better ‘future’ for children, akin to 

the feeling of the end of forced migration as documented in Nunn et al. (2016).  

Participants’ experiences show how motivations to migrate through labour mobility 

pathways are shaped by their alignment with broader life aspirations and evolving capabilities 

to stay. Even when mobility and work are constrained, refugees, like other population groups, 

actively evaluate what is meaningful or worthwhile at their stages of life. The experiences 

also reveal the heterogeneity in how refugees perceive and prioritise different features of 

these pathways including their locations, whether they are temporary or permanent, how 

aligned they are with their skills.  

Barriers to migrate through employment  

One of the key institutional barriers that all refugees face when seeking work abroad – 

whether with TBB or independently – is the lack of certificates and documentation due to 

displacement. This reduces their chances of securing employment abroad. One respondent 

was even deterred from applying to jobs abroad because of ‘the lack of papers’. Finance and 

the risk of losing such an investment is another important barrier to migrating through 

employment. Our participants expressed financial constraints, which go hand-in-hand with 

documentation. These barriers imply that intermediaries such as TBB are often needed to 

overcome these structural challenges. 

Not being able to secure stable employment, partly due to legal work restrictions, not only 

reduces their abilities to migrate due to financial constraints, but also reduces their 
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opportunities for skill accumulation. This reveals the paradoxical nature of labour mobility 

programmes. On the one hand, refugees need to demonstrate skills and experiences to 

secure an employment opportunity. On the other hand, a factor that influences their 

motivation to migrate is work restrictions, making it arduous for them to increase their 

capabilities in the first place. 

Another institutional barrier that refugees face is the fast-changing political landscape. In 

January 2025, the Trump administration suspended USAID funding. This led to an indefinite 

suspension of labour mobility programmes like the Welcome Corps at Work (WCW). The 

WCW was a labour mobility programme launched by the US Department of State to allow 

Americans to privately sponsor refugees and support their resettlement in the US. TBB 

worked with the International Rescue Committee to support refugees in Kenya and Uganda 

to secure job offers in the US through this WCW programme. Of the 80 people who secured 

job offers through TBB’s WCW programme, only one refugee was able to relocate to the US.  

Strategies to overcome barriers and limitations 

Amidst the limited number of opportunities and competitive recruitment processes, our 

participants actively looked for ways to increase their chances of success to migrate through 

labour mobility pathways. A number of respondents were willing to do work ‘for free’ to build 

their CVs and be more competitive in the international labour market, even if informally. 

A majority of respondents also actively participate in a range of training programmes. The 

most common training programme that respondents take is English or other language 

courses, in particular German, Italian, and Dutch. The choices of these languages reflect their 

migratory aspirations and their experiences in pursuing employment opportunities through 

TBB. 

While individuals try to gain skills and certifications based on employer demand, the 

opportunities are currently too few and it is hard to predict which skills are in demand. This 

makes it difficult for individuals to increase their capabilities strategically. With the number 

of job opportunities not meeting the supply of refugee applicants, individuals’ motivations 
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and abilities change as they navigate through multiple opportunities. Some respondents 

expressed further motivation despite not having been offered a job, reflecting that 

aspirations can be an implicit coping strategy to face adversity (Müller-Funk et al., 2023). 

However, this was not the same for some other participants. Due to the number of rejections 

and the long wait, some respondents lost hope in migrating through labour mobility 

pathways. These experiences highlight the importance of expectation management. As 

labour mobility programmes grow, these experiences raise considerations around how 

awareness of programmes spreads and how this affects the wellbeing of those who initially 

aspired.  

Preliminary findings: positive impacts of labour mobility pathways – evidence from the train 

to hire model to Italy 

Although data collection in destination countries is still on-going, a majority of our 

participants describe substantial improvements in their income and livelihoods. This enables 

them to meet financial obligations and make purchases that were previously out of reach. 

For instance, one participant moved to Italy through a train-to-hire labour mobility 

programme as a goldsmith. He shared that using his first month’s salary, he was able to 

replace his phone for the first time and send money home. The money is used to translate 

and notarise travel documents of his spouse; he hopes his spouse will be able to join him in 

Italy soon. 

In addition, access to services, in particular healthcare, is a significant positive outcome, with 

two participants interviewed in Turin noting that this is the first time they have been able to 

conduct a medical check-up. 

Participants also report feeling welcome in Italy and expressed that their language level at 

arrival was adequate to get by. This suggests that the current pre-departure training approach 

was sufficient for participants. 
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Overall, participants report improvements in their mental and physical well-being since 

migrating. Compared to other pathways, arrival through labour mobility was described as 

“too good to be true,” as it shortened or bypassed many of the steps that their family 

members or friends arriving through other pathways had to wait for, such as securing a work 

contract.  

In part, many of these positive outcomes can be attributed to the extensive support 

participants receive from TBB and partner organisations. It appears that the first arrivals in 

Italy are receiving a high level of support and attention, with concerns from practitioners that 

this level of support may not be sustainable in the future. However, as with any pilot, 

stakeholders are learning by doing and testing different approaches for future iterations. 

Challenges faced by refugees at destination countries  

Delays in the migration process caused stress and uncertainty to participants and their family 

members. For some, that meant months without a source of income. One participant who 

moved through the train-to-hire goldsmith opportunity to Turin shared that the uncertainty 

around the timing prevented him from committing to a job. He was reluctant to pursue 

employment which he might have to leave abruptly. As the relocation was delayed, he was 

left without income for over 6 months. The wait was particularly stressful for Syrian 

participants given the fall of the regime and shifts in the political landscape, which altered 

their migration aspirations and also the opportunities available.  

For some participants, the housing conditions in Turin did not meet their expectations. While 

participants had anticipated living in separate rooms in a shared flat, they were surprised to 

find that they were sharing rooms, with three people per room. Participants reported that 

this made it difficult to have privacy, for instance, to speak freely with their families on the 

phone. 

The recruitment process was competitive, with over 60 candidates shortlisted for 10 

positions. Given the high stakes at hand, this created a sense of rivalry between participants 

from the start, which appears to have persisted post-relocation for those who migrated. 
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Participants also shared pressure to perform in their roles, develop their skills, and secure 

longer-term contracts beyond the initial one-year period. Coupled with the close living 

arrangement, homesickness, and the pressures of adapting to a new environment, this led to 

some tensions within the cohort. Nevertheless, participants valued moving as a cohort, 

learning and helping each other out. 

The lack of documentation caused practical challenges for some participants. For example, 

some participants had difficulties when sending remittances to family members. While 

participants were informed that not having a passport and travelling with a temporary travel 

document would not pose issues, two participants encountered difficulties during travel and 

upon arrival. This put them in a precarious situation, having to ask their peers to send 

remittances on their behalf. 

Prolonged family separation also emerged as a concern. One participant assumed he would 

be able to relocate his spouse upon arrival but later learned that it is extremely difficult. For 

him, this represented a major shortcoming of the programme and stressed the importance 

of allowing families to move together. 

Barriers to scale 

Refugee labour mobility is largely contingent on the political will, employer demand, and 

migration policies in the Global North. Although we began our qualitative research in the 

‘source’ or refugee hosting countries, the reality is that the scalability of labour mobility is 

largely shaped by the availability of opportunities at ‘destination’. The restrictions on 

admissions and shifting political environments have dictated opportunities. Notable 

examples during our study period include the Trump administration’s suspension of the US 

labour mobility programme ‘Welcome Corps at Work (WCW)’ as we described above. 

Another example is the UK government’s tightening of skilled migration pathways which 

introduced further barriers to hiring displaced talent.  

Nevertheless, our research stresses the importance of considering the broader experiences 

of refugees and other stakeholders who are engaged in labour mobility rather than focusing 
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on the few success stories. This is critical because, as of January 2026, there were over 

148,000 refugees registered with Talent Beyond Boundaries, out of whom only about 1,000 

individuals have successfully migrated. It is key to pay attention to the perspectives and needs 

of those who are not yet successful as well as the stakeholders engaged to materialise these 

programmes in refugee hosting countries. 

Our research reveals nuances in how refugees perceive and prioritise different features of 

these pathways including the location of opportunities, whether they are temporary or 

permanent, how aligned they are with their skills and whether costs are fully covered or partly 

self-financed. This shows that there is space to pilot different labour mobility approaches to 

cater for a wider refugee population. Doing so requires clear communication about the 

pathway designs and their implications for refugees and their families. 

Barriers to jobs abroad and support needs are also diverse. Although autonomous job access 

may not be appropriate for all, a subset of registered refugees may benefit from light-touch 

guidance or support that would enable them to independently secure jobs. Interventions 

such as job search training, mock interview workshops, buddying with refugees already 

employed abroad, may require fewer resources from TBB while still yielding results. 

We also find that there is a wealth of skills that are not tied to employment outcomes. Many 

refugees interviewed had already acquired skills through training programmes offered by 

NGOs. However, most of these programmes are not linked to concrete employment 

outcomes. For instance, some of those who moved to Italy through the goldsmithing 

opportunities were first introduced to the craft through an entry-level course offered for 

refugees and the host community in Jordan. As the training implementers highlighted, 

concrete work opportunities aligned with their training offerings are rare so many refugees 

are unable to leverage what they have learned to improve their livelihoods. 

Existing livelihoods initiatives may not be, in themselves, sufficiently relevant to displaced 

talent seeking to move abroad. As key informants revealed, these initiatives are also designed 

with the local labour market in mind, making them less helpful for participants seeking to 
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pursue job opportunities globally. As such, TBB and partners should prioritise opportunities 

that utilise these existing skills and work with partners to design trainings that are 

transferable beyond the local market. Greater synergies between stakeholders can promote 

greater access to opportunities. 

Partnership opportunities to scale 

Our research sheds light on the different pipelines and initiatives that help build an enabling 

environment for TBB’s programmes. For instance, scholarships such as DAFI and other 

training opportunities help candidates obtain qualifications and skills to move. Separately, 

one candidate based in Kakuma refugee camp detailed a training she took part in related to 

freelancing offered by an organisation in the camp. As part of the training, participants were 

given laptops and were trained on different freelancing skills such as data entry. Despite not 

being able to secure any freelancing opportunities post-training, the laptop offered to her 

through this opportunity helped her apply to TBB and the training helped her learn how to 

develop her CV. It is important to recognise how existing education and livelihood 

programmes helped create an enabling environment for refugee labour mobility and 

consequently recognise the impacts of funding cuts and programme suspensions on the 

feasibility of refugee labour mobility going forward.  

Our qualitative data reveals limited synergies and learning from existing skill mobility 

partnerships for non-refugee populations. It appears that programmes for refugees’ labour 

mobility are operating distinctly from skill mobility programmes for non-refugee populations. 

Partners in Uganda noted that opportunities and investments that are accessible for both 

refugees and host-nationals would lead to greater buy-in from the government and potential 

for scale. Similarly, there are parallels to the challenges and lessons learnt in our research 

with those documented in broader skill mobility pilots (for example Acosta et al., 2025; 

Clemens et al., 2015) highlighting the need for greater synergies to learn from these 

experiences.  
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The involvement of various local partners in operationalising labour mobility is also leading 

to fragmentation. There is limited coordination between different actors taking on specific 

programmes or projects with project-based funding. This leads to duplication of efforts and 

inefficiencies. Our findings align with Fratzke & Zanzuchi (2024), on the future of 

complementary pathways, which note that stakeholders often unintentionally compete with 

one another for attention and resources. 

Considerations on refugee wellbeing when scaling labour mobility pathways 

Our sample of refugees who were considered for labour migration but not successful in 

moving reported important and often overlooked impacts on them. As awareness of this 

solution grows, it is important to acknowledge and address its effects on refugees’ wellbeing 

and their attitudes towards these solutions. The following considerations are particularly 

important to guide future efforts.  

First, it is crucial that selection criteria are communicated clearly before recruitment, and that 

testing and assessment methods are shared transparently with candidates. This was 

particularly evident for the goldsmithing opportunity to migrate from Jordan, where the 

employer was seeking a specific foundational skill level rather than hiring the most advanced 

goldsmiths. Some participants expressed confusion when candidates with perceived lower 

skills were put forward as they were told recruitment was purely merit-based. Others 

assumed they would be accepted after passing initial screenings and one candidate was 

particularly disappointed to be rejected at the visa stage due to lack of required 

documentation. All in all, the experiences highlight the importance of clear guidance on 

eligibility and selection from the outset so candidates know if they qualify and reduce 

frustration or confusion. 

Feedback throughout the process is important and highly valued by participants. At the time 

of interviews, some participants were still waiting over six months to hear whether they had 

been selected for opportunities, while others who were rejected were unclear about the 

reasons. Recognising that providing detailed feedback at scale can be challenging, it is 
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important to ensure at a minimum the communication of outcomes to reduce frustration, 

and support candidates’ future job search. 

Delays in recruitment and relocation processes are often expected, but the prolonged wait 

combined with uncertain outcomes added significant stress for candidates, many of whom 

were already in precarious situations. This was especially dire as other shifts in circumstances 

occurred in the same timeframe such as the fall of the regime in Syria and its consequences 

and the cuts in global development funding. Communicating timelines realistically and 

managing expectations can help mitigate these feelings. 

For opportunities that were suspended unexpectedly or withdrawn at a later stage when 

candidates were due to relocate shortly, the harm experienced can be significant. Participants 

reported incurring significant financial costs, such as language testing fees. Others described 

substantial psychosocial impacts after having prepared for imminent relocation. In such 

cases, TBB and partners should explore support mechanisms, such as cost reimbursement 

and psychosocial support to mitigate harm and ensure a duty of care for participants. 

Employer experiences in Italy and the UK 

 

Primary motivations to recruit displaced talent centred on advancing diversity, equity, and 

inclusion. Among the employers interviewed in Italy and the UK, the main drivers were 

diversifying the workforce and fulfilling corporate social responsibility (CSR) values. Although 

prior consultations with TBB suggest some employers primarily engage to address talent 

shortages, the employers in our sample noted that these roles were not necessarily hard to 

fill through other pipelines. Instead, they were motivated by a desire to “lift someone out of 

displacement”. They took pride in the recruitment and saw it as an opportunity for staff to 

better understand the realities of displacement and to promote more cultural awareness 

within their organisations. 

 Loyalty and strong performance. Across contexts, employers described new hires as highly 

committed, loyal, and well suited for their roles. Many viewed the recruitment as an 
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investment with long-term rewards, noting that employees were motivated to succeed and 

contribute at work. In Italy, where some contracts were as short as one year, employers 

generally expressed intentions to transition hires into more permanent contracts. 

High financial costs were identified as a major barrier, particularly among UK employers. 

Compared to local recruitment, hiring through TBB involves significantly higher expenses. In 

2022, the cost of recruiting one primary candidate (excluding dependents) ranged from 

£9,700 to £20,300. These costs typically covered visa and sponsorship fees, flights, temporary 

accommodation, integration support, and a charitable donation to TBB. Employers noted that 

such expenses would deter them from repeating the process, especially as government 

measures to reduce migration have since increased the associated costs. 

Long and unpredictable timelines emerged as a key challenge. As pilot initiatives, the 

recruitment involved considerable uncertainty and long timelines. For tech employers in Italy, 

this made it difficult to anticipate and assign business resources effectively, as they are 

typically used to short hiring cycles. A main source of delay was the nulla osta approval, which 

is issued by Italian authorities before the visa can be granted. This meant that employers did 

not know if or when the hires would arrive and expressed that this complicated workforce 

planning. 

Additional administrative hurdles were also reported, both internally and in coordinating 

with TBB and other stakeholders. Large employers generally had more resources and 

capacity to manage these processes but were often constrained by internal policies and 

procedures. Smaller firms seemed more flexible but reported needing additional support to 

navigate the bureaucratic processes related to immigration. Employers generally emphasised 

the importance of clear information on legal matters, costs, and timelines when asked about 

repeating the process.  

Language barriers. In Italy, hires generally arrived with A1-level Italian, which employers 

considered insufficient for performance at work. Although most were placed in non–client-

facing roles and were part of English-speaking teams, limited Italian proficiency was still seen 
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as a constraint. Employers suggested language development as a key area for ongoing 

support. 

Limited immediate business impact. Employers recognised that this recruitment pathway 

does not generate immediate returns. Unlike standard hires, displaced talent recruits require 

time to adjust to their new country and workplace environment. As a result, on-the-job 

training is needed before they become fully productive. Employers view this pathway as a 

long-term investment instead of a quick solution to business needs. 

VII. Policy and operational implications 

This section synthesises the policy-relevant insights emerging from the quantitative and 

qualitative findings presented in Sections 5 and 6. It discusses the implications of the evidence 

on (i) the impacts of labour mobility for displaced people and their families, and (ii) the 

constraints that currently limit the scale and effectiveness of such pathways. 

1. Labour mobility as a response to skills underutilisation among displaced people 

A central finding of the qualitative analysis is the extent of skills underutilisation among 

displaced people in countries of asylum. Despite relatively high levels of education and 

professional experience, most respondents are either unemployed or working below their 

potential skill level. Quantitative baseline data confirm low job quality, weak job matching, 

and low job satisfaction among candidates prior to relocation.  

This mismatch is a key driver of aspirations to migrate through employment pathways. 

Preliminary quantitative results from relocated candidates indicate that labour mobility is 

associated with improvements in employment, earnings, and several indicators of subjective 

wellbeing for candidates and their families. 

Policy implications: 

● Labour mobility pathways directly address a core inefficiency in labour markets: the 

persistent mismatch between refugees’ skills and the opportunities available to them 
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in host countries. Policies that facilitate labour mobility can therefore complement 

humanitarian assistance by enabling displaced people to deploy and develop existing 

skills rather than relying solely on coping strategies or informal work. 

● These pathways should be additional. They should expand choice for displaced people 

without reducing existing asylum or resettlement quotas. 

● These routes should account for the specific vulnerabilities of refugees, including 

through guarantees that no individual is returned to danger. This can be done by 

providing a secure route to Indefinite Leave to Remain (ILR) / Permanent Residence 

and extended "grace periods" between jobs. 

● When possible, these pathways should rely on a “hybrid” model of skilled visas and 

protection visas, by including an element of integration support for both primary 

candidates and dependents to support successful integration outcomes. For example, 

funding for English classes for spouses and children, support with finding schools for 

children, connection to organisations in the destination country to support with 

settlement.  

● Refugees should be able to tap into all labour mobility and talent partnership pipelines 

that allow people to relocate, not only refugee-specific livelihoods pathways. 

2. Demand-side constraints and employer engagement 

Despite important shortages in labour markets in destination countries, the study’s findings 

indicate that the scale of complementary pathways is currently constrained less by labour 

supply than by demand. While the pool of qualified candidates is large, the number of 

employers willing or able to navigate recruitment and migration processes remains limited. 

Qualitative interviews with employers and intermediaries highlight the importance of legal 

clarity, costs, trust, and administrative support. 
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Policy implications: 

● Labour mobility pathways should be designed foremost as a labour market solution, 

giving employers a predictable, transparent, and familiar route to fill shortages 

through a merit-based immigration process. 

● Scaling labour mobility requires sustained engagement with employers, particularly 

in sectors facing labour shortages. Evidence suggests that reducing informational and 

administrative burdens on employers is central to expanding demand. 

● Visa and processing fees as well as timelines should be predictable and reasonable for 

businesses. 

● Where possible, pathways should be diversified beyond employer-led recruitment to 

include independent skilled-migration routes. For example, in Australia the Skilled 

Independent visa allows people with in-demand skills to live and work in Australia. 

3. Constraints in countries of asylum limit readiness for labour mobility 

Findings show that refugees’ ability to engage with labour mobility pathways is shaped well 

before any recruitment process begins. Legal restrictions on work, limited access to credential 

recognition, and constrained opportunities for skill accumulation reduce candidates’ 

competitiveness and narrow the pool of individuals who can realistically benefit from 

employment-based migration. 

Qualitative interviews document how refugees invest in language learning, volunteering, and 

informal training to compensate for these constraints, often at significant personal cost. 

However, the unpredictability of labour demand and the limited number of opportunities 

make it difficult for individuals to invest strategically in relevant skills. 
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Policy implications: 

● Policies that expand access to legal work, language training, and credential 

recognition can increase the effectiveness and equity of labour mobility pathways by 

broadening the set of candidates who are able to compete successfully. 

● TBB and its partners should make greater use of and build stronger synergies with  

existing livelihoods programmes for displaced populations. 

4. Administrative barriers undermine conversion from job offers to relocation 

Securing a job offer does not guarantee successful relocation. Anti-immigration policies, 

documentation gaps, travel document constraints, visa processing delays, and high upfront 

costs frequently lead to long waiting periods or lost opportunities. The suspension of specific 

pathways, as observed in the US case, further illustrates the vulnerability of labour mobility 

processes to policy shocks. 

Policy implications: 

● Reducing administrative and documentation barriers is critical to improving the 

conversion rate from job offers to actual mobility.  

● Administrations should adapt visa requirements to account for the "lived reality" of 

displacement, such as missing documents, disrupted education and work histories, 

and limited resources. They should also publish clear caseworker guidance that allows 

for flexibility, such as accepting alternative evidence for missing qualifications. 

● Complementary pathways should be embedded as a permanent feature in migration 

systems, rather than a temporary or discretionary concession. 

● Administrative requirements, timelines, and fees should be predictable and 

reasonable for candidates. 
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5. Managing expectations and mitigating psychosocial costs 

The qualitative findings reveal that engagement with labour mobility pathways generates 

both hope and stress. While interviews and shortlisting are often experienced as affirming 

and motivating, prolonged uncertainty and repeated rejection can erode wellbeing and lead 

to disengagement. These dynamics are particularly salient given the limited number of 

available opportunities relative to the number of registered candidates. 

Policy implications: 

● Evidence points to the importance of clear communication about selection 

probabilities, timelines, and potential outcomes. Managing expectations is not only 

an operational issue but also a welfare concern, given the psychosocial effects 

documented in the qualitative data. 

6. Coordination across actors 

Across countries and stakeholder groups, the qualitative analysis underscores the 

fragmented nature of the ecosystem supporting refugee labour mobility. Refugees interact 

with multiple organisations offering training, information, or referrals, often without clear 

coordination or alignment with labour demand. 

Policy implications: 

● Findings point to the value of stronger coordination between governments, NGOs, 

training providers, and employers to align skill development, recruitment, and 

migration processes. Such coordination can reduce inefficiencies observed in the 

current system and improve outcomes for both candidates and employers. Migrant 

resource centres and embassies could also be key access points to give information to 

refugees and support broader outreach. 

● The cost for the various stakeholders involved is also a major barrier to 

complementary pathways, which calls for a sustainable funding and support model 

shared between government, the private sector, and civil society. 
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VIII. Conclusions and next steps 

This evaluation provides early evidence on the impacts of refugee labour mobility while also 

revealing a rich agenda for future research. Some of these questions can be addressed 

through continued data collection within the existing research design, while others require 

new methodologies, data sources, and experimental or quasi-experimental approaches.  

Research questions addressable within the current study design 

A central contribution of this evaluation lies in the strong complementarity between the 

qualitative findings and the emerging quantitative evidence. Together, they not only provide 

early indications of programme impacts but also highlight several dimensions that warrant 

deeper investigation as data collection continues. 

First, participation in the TBB programme significantly increases the probability of working 

for pay. This effect is largely mechanical and confirms that the programme is functioning as 

intended in facilitating access to employment. More promisingly, we also observe an increase 

in the probability of paid work for partners, suggesting potential spillover effects within 

households. At the same time, the preliminary quantitative results raise important questions 

that can only be addressed with longer follow-up and a larger sample size. In particular, gains 

in income appear to be accompanied by a substantial rise in expenditures, especially for 

housing. This finding resonates strongly with the qualitative evidence, which highlights the 

challenges refugees face upon arrival, including temporary overcrowding and the necessity 

of sharing rooms. At this stage, the income–expenditure balance is only observed three 

months after arrival at destination. Studying how this balance evolves over the subsequent 

six to twelve months is important for assessing the medium-term success and sustainability 

of the programme from the point of view of candidates.  

Second, the quantitative analysis reveals encouraging effects on psychological wellbeing and 

mental health, extending beyond primary participants to spouses and close relatives. These 

results stand in partial contrast to some concerns expressed in the qualitative interviews, 
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underscoring the importance of continued data collection to determine whether these 

effects strengthen, dissipate, or diverge over time. The qualitative evidence also emphasises 

the role of non-pecuniary benefits of migration, such as increased aspirations, restored 

agency, and access to services such as health and education. However, the limited size of our 

sample and the short-term horizon of the follow-up quantitative survey so far constitute 

limitions to the analysis. More data in the coming months will also allow us to quantitatively 

assess changes in aspiration, agency, and the role of improved access to services, which 

emerged as a salient motivation for mobility in the qualitative analysis.  

Research questions requiring new data and research designs 

Beyond the scope of the current evaluation, several important questions arise that would 

require distinct research protocols and additional data collection. 

First, our analysis remains largely silent on the impacts of refugee labour mobility on host 

workplaces and local labour market interactions. This is an important limitation. Group 

dynamics within firms may change as a result of refugee recruitment, potentially affecting co-

worker attitudes, team cohesion, or productivity. The same is true for communities 

interacting with newcomers outside of the workplace. Future research could examine these 

spillover effects to better understand how labour mobility programmes interact with 

workplace environments, employer perceptions, and hosting communities. 

Another important avenue for future research concerns employer engagement and the 

demand side of refugee labour mobility. Our findings highlight the difficulty of engaging a 

sufficiently large and diverse pool of employers willing and able to recruit refugees across a 

wide range of skills profiles. This challenge interacts with well-documented patterns of 

discrimination in hiring, which constitute a structural barrier to labour mobility for displaced 

populations. While TBB invests considerable effort in employer outreach and sensitisation, 

there is currently little systematic evidence on which approaches are most effective, for 

which employers, and in which sectors. Future research could therefore test alternative 

strategies for engaging employers, examine how different forms of information about 



 

62 
 

refugee talent are perceived, and identify the factors that shape hiring decisions and attitudes 

toward displaced workers. 

Complementing this line of inquiry, greater use of Talent Catalog data offers scope for 

analysing employer demand, labour shortages, and skills matching across destination 

countries. By combining data on labour market shortages and employer demand with self-

reported refugee skills in the Talent Catalog, future research could help identify priority 

sectors and geographies where TBB’s comparative advantage is strongest. Further qualitative 

analysis can also shed light on the external validity of the quantitative findings, particularly as 

the programme expands to new contexts and populations. 

Different interventions aimed at improving refugees’ labour market outcomes within the TBB 

pipeline could be evaluated to assess their cost effectiveness. Support measures such as CV 

tailoring, mock interviews, and access to e-learning platforms are not uniformly provided due 

to capacity constraints, and there is currently no evidence on which interventions are most 

effective, or for whom. Experimental or quasi-experimental evaluations of training, 

mentoring, buddy systems, or support to alleviate liquidity constraints could guide more 

efficient allocation of resources and help move toward refugees’ autonomous access to 

international employment. Furthermore, our qualitative interviews point to the nuanced 

trade-offs faced by refugees interested in labour mobility, including job location, contract 

duration, skill alignment, expected living costs, migration policies and the possibility to 

migrate with family members, and the extent to which migration costs are covered. Impact 

evaluations to assess the importance of these dimensions as well as comparative research to 

map these would inform both programme design and broader models of labour mobility.  

Finally, another avenue for future research would be to benchmark TBB’s employer-driven 

model against other labour mobility and refugee pathways. While traditional UNHCR 

resettlement programmes pursue distinct humanitarian objectives and operate under 

different selection criteria, comparative analysis could shed light on differences in 

employment, job quality, integration, stability, and other outcomes. Similarly, comparing 



 

63 
 

TBB’s demand-driven approach with other skills mobility or complementary pathways would 

help clarify the extent to which employer engagement and direct matching mechanisms 

influence outcomes. 
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X. Appendix 

Appendix I 
 

Table 1: Outcome variables and construction 

(1) (2) (3) (4) (5) (6) 

Category Outcome Target Variable 

construction from 

survey 

Question

s in the 

survey 

Expected impact 

1. Labour 

market 

Employment 1. Main 

candidate 

Dummy on whether 

they work, and hours 

worked 

Q10, 

Q11, 

Q27, Q28 

+ 

1. Labour 

market 

Employment 1. Main 

candidate 

Dummy on whether 

they have a 

secondary job 

Q26 - 

1. Labour 

market 

Employment 2. Partner Dummy of whether 

they work, and hours 

worked 

Q76, Q77 - 

1. Labour 

market 

Wage 1. Main 

candidate 

Total income from 

work 

Q17, 

Q18, Q28 

+ 

1. Labour 

market 

Wage 2. Partner Total income from 

work 

Q79 ambiguous 

1. Labour 

market 

Job quality 1. Main 

candidate 

Adequate earnings, 

decent working time, 

stability and security 

of work, equal 

opportunity and 

treatment in 

employment, and 

safe work 

environment 

Q11, 

Q14, 

Q19, 

Q24, 

Q25, Q26 

+ 
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1. Labour 

market 

Job quality 1. Main 

candidate 

Dummy of whether 

the person is 

vertically matched 

and dummy of 

whether the person 

is horizontally 

matched 

Q22, 

Q23, Q24 

+ 

1. Labour 

market 

Job 

satisfaction 

1. Main 

candidate 

Likert based on "How 

satisfied are you with 

your current job?" 

Q20 + 

1. Labour 

market 

Job 

satisfaction 

2. Partner Likert based on "How 

satisfied is your 

partner with his/her 

current job?" 

Q78 ambiguous 

1. Labour 

market 

Turnover 1. Main 

candidate 

Changed job last x 

months 

Q30 + in the short run, - 

in the long run 

1. Labour 

market 

Sectoral 

change 

1. Main 

candidate 

Changed sector in 

last x months 

Q12 + in the short run, - 

in the long run 

2. Living 

standards 

Expenses 4. 

Household 

Sum of expenditures 

on food 

consumption, 

education, health, 

transport, housing, 

utilities, 

communication, 

clothing, and leisure 

Q37, 

Q38, 

Q39, 

Q40, 

Q41, 

Q42, 

Q43, Q44 

+ 

2. Living 

standards 

Savings 1. Main 

candidate 

Savings last month Q46 + 

2. Living 

standards 

Total income 4. 

Household 

Wages, aid and net 

remittances 

Q31, 

Q33, 

Q34, 

Q35, 

Q36, 

+ 
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3. 

Psychosocial 

wellbeing 

Life 

satisfaction 

1. Main 

candidate 

Life satisfaction 

question 

Q59, Q60 + 

3. 

Psychosocial 

wellbeing 

Life 

satisfaction 

2. Partner Life satisfaction 

question 

Q72 ambiguous 

3. 

Psychosocial 

wellbeing 

Mental 

health 

1. Main 

candidate 

PHQ-2 and GAD-2 Q58 + 

3. 

Psychosocial 

wellbeing 

Mental 

health 

2. Partner PHQ-2 and GAD-2 Q74 ambiguous 

3. 

Psychosocial 

wellbeing 

Mental 

health 

3. Child Scale on child 

wellbeing 

Q89 ambiguous 

3. 

Psychosocial 

wellbeing 

Self-esteem 1. Main 

candidate 

Rosenberg self-

esteem scale 

Q61 + 

3. 

Psychosocial 

wellbeing 

Social 

participation 

1. Main 

candidate 

(1) Aggregate on 

social integration 

with locals and at 

work 

 (2) Number of 

friends in current 

country. 

Q55, 

Q56, 

Q53, 

Q54, 

Q53, 

Q54, 

- 

3. 

Psychosocial 

wellbeing 

Social 

participation 

2. Partner (1) Aggregate on 

social integration 

with locals and at 

work 

 (2) Number of 

friends in current 

country. 

Q68, 

Q69, 

Q70, Q71 

- 
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3. 

Psychosocial 

wellbeing 

Social 

participation 

3. Child (1) Number of friends 

(total) (2) number of 

local friends (total) 

(3) frequency seeing 

friends. 

Q90, 

Q91, Q92 

- 

3. 

Psychosocial 

wellbeing 

Aspirations to 

migrate 

1. Main 

candidate 

(1) Dummy on 

willingness to reside 

in the host country 

permanently, (2) 

Dummy on steps to 

move, (3) Dummy on 

willing to reside in 

same country in 5 

years 

Q51, Q52  - 

4. Access to 

services 

Banking 4. 

Household 

Dummy on access to 

banking 

Q47 + 

4. Access to 

services 

Education 1. Main 

candidate 

Participated in 

education programs 

Q5, Q6 ambiguous 

4. Access to 

services 

Education 2. Partner Participated in 

education programs 

Q64, Q65 ambiguous 

4. Access to 

services 

Education 3. Child  (1) dummy oldest 

child attending 

school (2) continuous 

variable combining 

attendance & quality 

for oldest child 

Q86, Q87 + 

4. Access to 

services 

Education 3. Child Highest expected 

education level 

Q188 + 

4. Access to 

services 

Health 4. 

Household 

Dummy on access to 

health care and Likert 

on level of 

satisfaction 

Q57 + 
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5. Social 

contributions 

Remittances 

paid 

Family Continuous on 

amount paid 

Q33, 

 Q34 

+ 

5. Social 

contributions 

Remittances 

received 

Family Continuous on 

amount received 

Q31, Q32 - 
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