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Germany figh,ng for its share of the Indian global gold mine for labour power 
 
Abstract 
 
In this report we analyse the India-Germany migraAon skill corridor from a corridor 
perspecAve. The corridor developed into an insAtuAonalized, bilaterally governed type, yet 
shaped by two unequal partners. India represents a ‘priority partner’ for the German 
government in terms of skilled mobility, while Germany is for India just one partner of a 
porWolio of desAnaAons. Both partners manage the corridor to facilitate legal and safe skilled 
migraAon. The corridor funcAons as a ‘lighthouse’ for other countries — ethically robust, 
normaAvely influenAal, but limited in scale, skills return/development, and inclusivity. While 
historically dominated by nurse migraAon, and later high-skilled STEM/IT migraAon, the 
corridor diversified in terms of sectors/occupaAons and migraAon type – covering various 
fields, including emerging medium-skilled vocaAonal and technical occupaAons and increasing 
student and vocaAonal training migraAon. Several skill mobility partnerships and recruitment 
agreements, parAcularly on subnaAonal level, have recently been signed and implemented. 
The corridor is shaped by a dual structure of public and private programs: One that is to large 
parts ethically robust but highly selecAve at the same Ame, and another that is more inclusive 
in terms of volume but o_en shi_s costs and risks onto migrants, with minimal oversight. The 
result is differenAal recruitment and inclusion where access to skilled mobility with beMer jobs, 
wages, and long-term prospects is unevenly distributed. Major boMlenecks remain: German 
language acquisiAon, skills recogniAon and harmonizaAon, insufficient visa and language 
infrastructure, lack of oversight of the private sector. 
 
Acknowledgements: We thank Franziska Schrader and David Szilágyi for their excellent 
research support during the producAon of the report. 
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Introduc?on 
The India-Germany migration skill corridor stands out as one of the most institutionalised 
bilateral labour migration partnerships between India and a European destination country. 
Anchored in the 2022 Migration and Mobility Partnership Agreement and reinforced by 
Germany's Skilled Immigration Act and its 2024 Skilled Labour Strategy for India, the corridor 
reflects Germany's strategic turn toward regulated, balanced and partner-country-specific 
recruitment in response to acute demographic and labour market pressures. 

The corridor operates through a dual structure: state-led programmes establish ethical 
benchmarks and procedural standards, while private recruitment agencies deliver the volume 
and speed that public programmes cannot. This parallel dynamic has expanded access but also 
introduced uneven standards, unequal cost distribution, and limited regulatory oversight. 

German language acquisition remains one of the most significant bottlenecks across all sectors 
and pathways, disproportionately excluding lower-income aspirants. Healthcare, particularly 
nursing, constitutes the corridor's most stabilised segment, while other vocational occupations 
face persistent fragmentation and limitations in skills matching and recognition. The high-skilled 
Science, Technology, Engineering and Mathematics (STEM) sector is not discussed in this report, 
since most of the recruitment happens self-organized through self-placement and employer-
driven, with minimal to no role for governing agencies and high migration flow.1 Integration and 
retention are increasingly shaped by private or civil onboarding actors rather than formal 
bilateral mechanisms. 

The corridor functions less as a mass mobility channel for skilled workers and more as a bilaterally 
managed institutional experiment — ethically robust, normatively influential, but limited in scale, 
skills return/development, and inclusivity. 

The report is based on qualitaAve interviews with various stakeholders, pracAAoners, policy-
makers and experts in India and Germany; the interviews have been carried out between March 
2025 and September 2025. In the following, we will provide an integrated analyAcal perspecAve 
that links origin- and desAnaAon-perspecAves in terms of skilled mobility. Thereby, we go beyond 
a one-sided, naAon-bound viewpoint and try to take interests, percepAons, and contexts of both 
sides and of the full spectrum of stakeholders comprehensively into account – parAcularly the 
consequences and impact of skilled mobility. 
 
The corridor has a long history and changed, formalized and diversified over Ame: Skilled 
migraAon between India and Germany dates back to missionary recruitment with Kerala in the 
1960s in healthcare iniAated via transnaAonal church networks (later taken over by the state, 

 
1 The public program ProRecogniAon facilitates support in high-skilled qualificaAon recogniAon 
and career opportuniAes in Germany. 
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unAl recruitment stop in 1973). In the 2000s it was shaped by high skilled migraAon in the 
informaAon and telecommunicaAon sector and STEM fields facilitated via the EU Blue Card. 
Recently, higher educaAon/student migraAon (diverse fields) and vocaAonal training and 
professional migraAon (various fields, including healthcare) increased – also iniAated by skills 
mobility partnerships (SMPS), reflecAng an expansion towards medium-skilled migraAon beyond 
healthcare or STEM. Compared to other corridors, the Indian-German corridor is not directly 
linked to a postcolonial past (and related established poliAcal, insAtuAonal or cultural proximity 
or overlap). As such, historic path-dependencies and Aes are rather weak. 
 
In a nutshell, the migraAon skill corridor between India and Germany reflects a more co-governed 
and rather origin-driven logic between two unequal partners: The skilled labor workforce 
(potenAal) of India is an ‘asset’ strongly demanded by many economically developed countries. 
Germany is fighAng for its share of the Indian global ‘gold mine’ for labor power with aMracAve 
ethical and development-oriented offers and ‘priority treatment’. As India has entered mulAple 
partnerships on skilled labor mobility to provide a diverse porWolio for its large and increasingly 
mobile training/work populaAon, the corridor with Germany is one among many from the Indian 
side.2 The strong claim and invests for balanced, ethical and development-oriented recruitment 
highlight the character of a ‘lighthouse corridor’: We see strong efforts towards genuine ethical 
and insAtuAonal recruitment, in parAcular by state-led actors, and at the same Ame a limited 
reach of these pilots/programs, their selecAvity of who in the end benefits, and unclear 
sustainable skills development/return impact. Despite the challenges and limitaAons, the corridor 
holds an aspiraAonal funcAon for other countries watching from a distance. On the German side, 
ethical recruitment is adverAsed, promised and pursued, but in reality, for both sides numbers 
maMer – parAcularly for the Indian governments (remiMances and labor export). 
 
1) Legal, poli?cal, and ins?tu?onal frameworks and rela?ons 

The India-Germany corridor represents comparaAvely the most insAtuAonalised, state-led skill 
migraAon partnerships currently operaAonal between India and a European desAnaAon country. 
Unlike corridors shaped primarily by private recruitment or market-driven student or worker 
mobility, the corridor is anchored in migraAon partnerships, bilateral agreements and several 
sector-specific programmes, reflecAng Germany’s proacAve turn toward regulated skilled 
migraAon governance. 
 
The deepening relaAonship between India and Germany has recently been underscored by the 
announcement of a visa-free transit facility for Indian passport holders transiAng through 

 
2 For India, Germany is, for instance, only one among more than seven EU states that they signed 
agreements/partnerships with. According to the Indian Ministry of External Affairs, India has signed 
labor-migraCon related agreements or MoUs with 21 countries from Bahrain over Malaysia to Germany 
(MEA India 2024), pursuing skilled labour mobility across several corridors. 
h#ps://www.mea.gov.in/Images/CPV/RSe-1999-1-12-12-2024.pdf 
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Germany.3 This special measure aims to increase aMracAveness of Germany as transit country for 
Indian naAonals. Beyond mobility facilitaAon, Germany has maintained a long-standing and 
strategic presence in India through a range of bilateral programmes that support key naAonal 
prioriAes, including the Skill India Programme.4 Flagship iniAaAves such as the Indo-German 
IniAaAve for Technical EducaAon (IGnITE)5 and the Indo-German Programme for VocaAonal 
EducaAon and Training (IGVET)6 being two such engagements. 
 
Over Ame, Germany’s sustained engagement in India has translated into closer cooperaAon in 
addressing mobility and labour market needs. Indians today consAtute one of the largest and 
fastest-growing diaspora groups in Germany, with notable increases in employment across 
healthcare and STEM sectors. ComplemenAng labour mobility, student migraAon has emerged as 
a criAcal pillar of the corridor. The number of Indian students in Germany has more than doubled 
in the past five years, and as of 2024, numbered approximately 60,000 students, of them 69 % 
were male; main fields of study are: Engineering incl. biology-related fields – 60%, social 
sciences/economics/management 21%, mathemaAcs/natural sciences 18% and others 
(sports/arts/German studies, etc.,) 6%.7 
 
Frameworks, agreements and partnerships 
At the core of the corridor lies the MigraAon and Mobility Partnership Agreement (MMPA)8 
between India and Germany, signed in 2022 and operaAonalised from 2023. The MMPA provides 
a coordinaAon framework for mobility, covering skilled migraAon, student and vocaAonal trainee 
mobility, ethical recruitment, and return cooperaAon. 
 
This facilitaAve role is reinforced by Germany’s recent domesAc legislaAve reforms, parAcularly 
the Skilled ImmigraAon Act (2020) and its 2023 amendments, which expanded eligibility beyond 
narrowly defined high-skilled categories to include vocaAonally trained workers, trainees, and 
jobseekers. The introducAon of instruments such as the Opportunity Card (‘Chancenkarte’)9 
signals a shi_ toward a skills- and potenAal-based migraAon model, designed to keep Germany 
compeAAve in the global labour market. State-level insAtuAons, such as the “Central Office for 

 
3 In January 2026, Germany has announced that Indian passport holders will no longer need a Schengen 
Airport Transit visa (Type A Schengen visa) when transiting through its international airports, such as 
Munich or Frankfurt. It applies to Indian citizens travelling to a non-Schengen destination and changing 
flights in Germany. 
4 hRps://indianembassyberlin.gov.in/PressRelease?id=NDY 
5 hRps://www.giz.de/en/downloads_els/Indo-
German%20iniCaCve%20IGnITE%20launched%20to%20develop%2040,000%20skilled%20workforce%20
by%202024.pdf 
6 Indo-German Programme for VocaConal EducaCon and Training (IGVET) 
7 hRps://www.daad.in/en/2025/09/22/indian-students-in-germany-at-an-all-Cme-high/ (accessed 5 June 
2026).  
8 hRps://www.mea.gov.in/Portal/LegalTreaCesDoc/DE22B3878.pdf (accessed 16 February 2026) 
9 The Opportunity Card provides job-seekers with newly-introduced visa opportuniCes 
(hRps://www.make-it-in-germany.com/en/visa-residence/opportunity-card, accessed 16 February 2026). 
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the Accelerated Skilled Worker Procedure” in Lower-Saxony, were introduced to opAmize and 
facilitate internaAonal recruiAng of skilled professionals for employers and migrants. Germany 
also adopted a Skilled Labour Strategy for India (2024)10, explicitly recognising India as a ‘priority 
partner’. This country-specific focus is driven not only by demographic need but also by 
Germany’s percepAon of India as a scalable, high skill quality and reliable partner for regulated 
labor migraAon. 
 
The governance of the India-Germany corridor reflects a mulA-level governance structure 
involving federal, state, and subnaAonal actors on both sides. On the German side, the Federal 
Employment Agency (BA/ZAV), the German Agency for InternaAonal CooperaAon (GIZ), Goethe-
InsAtute, professional chambers, including the Chamber of Commerce and Industry (IHK), local 
recogniAon authoriAes, and sectoral ministries11 play central roles in recruitment, language 
training, and mobility/integraAon support. On the Indian side, labor emigraAon governance is 
more established and fragmented. While the Ministry of External Affairs (MEA), the Ministry of 
Skill Development and Entrepreneurship (MSDE), and the Ministry of Labour and Employment 
(MoLE) provide the overarching policy framework, implementaAon relies heavily on a mix of 
several public or semi-public intermediaries and licensed private actors. There are also strong 
subnaAonal insAtuAons, parAcularly the Non-Resident Keralites Affairs Department (NORKA)12 in 
Kerala or the Telangana Overseas Manpower Company (TOMCOM) in Telangana. Kerala has a long 
history of nursing migraAon and highest interest to increase (nursing) migraAon for economic 
growth, followed by Telangana. Recently, also other less prominent states have shown interest in 
bilateral cooperaAon with Germany. Through programmes such as Triple Win, NORKA funcAons 
as a trusted intermediary managing high standard recruitment, migraAon preparaAon, language 
training coordinaAon, and migraAon facilitaAon for nurses. This subnaAonal engagement is 
viewed favourably by German public stakeholders, especially in sectors such as healthcare, where 
reliable and trustworthy partners and reputaAonal and ethical concerns are paramount. 
 
The corridor is shaped by sector-/occupaAon-specific iniAaAves: The major programs were 
iniAated by the German Federal Employment Agency and are listed as followed: 

• “Triple Win” in nursing since 2021 (Kerala/Telangana) 

• “Global Skills Partnership” in nursing since 2024 (Kerala) 

 
10 hRps://www.bmas.de/EN/Services/PublicaCons/a798e-skilled-labour-strategy-india.html 
11 Notably the Federal Ministry of Labour and Social Affairs (BMAS), the Federal Ministry of Economic 
CooperaCon and Development (BMZ), the Federal Ministry of Health (BMG), and also the Federal 
Ministry for Economic Affairs and Energy (BMWE) and the Federal Office for MigraCon and Refugees 
(BAMF). 
12 In 1996, the government of Kerala launched the Department of Non-Resident Keralite's Affairs 
(NORKA) to redress the grievances of non-resident Keralites both in India and abroad and to have a 
sustainable partnership with them. NORKA is the first department of its kind in India. NORKA ROOTS is a 
public sector undertaking under the department. It implements the governments’ welfare schemes. In 
addiCon, it is licensed by the Protector General of Emigrants (PGE) as a official recruiCng agency. 
hRps://norkaroots.org/about-norka (accessed 05 June 2026). 
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• “Hand in Hand for InternaAonal Talents” in industry and trade-occupaAons since 2020 

• “APAL – Training partnerships with Asia and LaAn America” in industrial-technical 

professions or skilled trades since 2024 

The German Railways, for instance, also iniAated a recruitment project. 

 
Beyond Triple Win in healthcare, pilot iniAaAves, such as Hand in Hand for InternaAonal Talents 
(HiH), illustrate Germany’s aMempt to expand state-led recruitment to other vocaAonal 
occupaAons (such as electronics, mechatronics/automaAon technology, metalworking/metal 
manufacturing, hospitality, catering, or IT) and with a limited number of partner countries (in the 
case of Hand in Hand for InternaAonal Talent: India, Philippines, Brazil, Vietnam, as of February 
2026). Further skills mobility partnerships (SMPs) were launched, such as the newly piloted 
VocaAonal Training Partnerships with Asia and LaAn America (APAL) project, wherein selected 
partner schools in India are supported for students to learn German up to the B1 level and 
prepare for a regular apprenAceship in industrial-technical professions or skilled trades in 
Germany. 
 
India was on the WHO “Health workforce support and safeguard list”. This means that the average 
healthcare workforce density and coverage of essenAal healthcare services in India is below the 
WHO minimum. In 2021, India was removed from the WHO list. Since then, stakeholders of 
mulAple countries with healthcare worker shortage worldwide, including governments and 
private agencies, saw their chance and tried to ‘get their share’ of Indias ‘nursing exporAng 
business’. 
 
2) Implementa?on: Recrui?ng 

Recruitment between India and Germany is shaped by a hybrid governance structure in which 
state-led programmes, subnaAonal public intermediaries, and private recruitment agencies 
coexist. While Germany has sought to posiAon this corridor through G2G (government-to-
government) programmes as a benchmark for ethical, development-oriented, and transparent 
recruitment, implementaAon on the ground reveals systemic limitaAons, persistent challenges 
related to scale, costs, Amelines, and mismatched expectaAons. 
 
The state-led and state-supported recruitment is represented most prominently by the Triple Win 
programme for nurses. This programme is coordinated by the German Federal Employment 
Agency (BA/ZAV) in partnership with public and semi-public insAtuAons in India, with NORKA 
Roots in the state of Kerala and with the Telangana Overseas Manpower Company in the state of 
Telangana (TOMCOM). Recruitment under this model follows a clear demand-driven logic 
wherein the German employment authoriAes aggregate employer demand, iniAate recruitment 
rounds, and determine intake numbers, while Indian partners are responsible for candidate 
sourcing and screening, with GIZ providing conAnued support during migraAon and placement in 
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Germany, and Goethe InsAtute through skilling (language). The involvement of the German 
Federal Employment Agency (BA) with subnaAonal intermediaries is parAcularly evident in Kerala, 
where NORKA Roots has emerged as a preferred recruitment partner over central government 
offices. This reflects not only the large concentraAon of Kerala nurses in Germany but also the 
pracAcal challenges associated with centralised recruitment mechanisms. 
 
Hand in Hand for InternaAonal Talents (HiH) illustrates Germany’s aMempt to extend state-led 
recruitment to other vocaAonal occupaAons. However, unlike in the health sector the demand 
for internaAonal apprenAces or vocaAonally trained professionals is more fragmented and 
demanding (L4S_IND-DE_prac_05). The fragmentaAon stems from relaAvely limited recruitment 
volumes and experiences in relaAon to India’s large workforce, and also due to the skills matching 
and qualificaAon recogniAon challenges in vocaAonal occupaAons, in contrast to the 
comparaAvely more standardized, internaAonally professionalized and straighWorward recruiAng 
and matching processes in the healthcare sector. 
 
Private recruitment agencies, operaAng both from Germany and India, are also important actors 
in the corridor and have expanded rapidly following the recent liberalisaAon of Germany’s skilled 
migraAon framework and in response to Aghtening migraAon regimes in tradiAonal desAnaAons 
such as the UK, US, or Canada. Private recruiters tend to operate at a larger scale and speed than 
state-led programmes, parAcularly in healthcare and selected vocaAonal sectors. While private 
recruitment has increased volume and responsiveness to employer demand and worker’s needs, 
it has also intensified compeAAon, raised concerns about uneven ethical standards, and 
complicated efforts to enforce ethical recruitment norms consistently. The ethical issues are 
especially alarming when looking at the increasing student migraAon to Germany and the rising 
reliance of aspiring students on private agents/recruiters for gezng placed in German public or 
private vocaAonal colleges, schools and universiAes. 
 
According to mulAple German stakeholders the private-led infrastructure of skilled labor 
migraAon on both corridor sides, and parAcularly on the Indian side, has turned into a highly 
dynamic and opaque. Many interviewees complained about the engagement of fraudulent 
private agencies and (language) training centers – despite the exisAng Indian recruitment 
licensing system, which made cooperaAon complex and risky. 
 
From the employer's perspecAve, recruitment is driven by acute labour shortages, parAcularly in 
healthcare, elderly care, and certain technical occupaAons. India is widely viewed as an aMracAve 
source country due to the large pool of high-quality trained professionals and prior exposure to 
internaAonal labour markets. However, employers consistently emphasised in our data that 
formal qualificaAons alone are insufficient. German language proficiency, workplace readiness, 
highly (employer-/occupaAon-/country-) specific skills, and long-term retenAon potenAal are key 
factors shaping hiring decisions. Employers o_en seek “ready-to-work” candidates with minimal 
post-arrival training or readaptaAon needs. This has limited the willingness of employers, 
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especially small and medium-sized enterprises (SMEs) during economic downturn, to absorb risks 
associated with recruitment invests, parAal skill matches or delayed integraAon or ‘return invest’. 
One stakeholder involved in the recruitment coordinaAon of a vocaAonal programme noted: 
 

“There's a lot of hesitaAon. They [German employer of SMEs] don't know what it's like to 
hire somebody from abroad. They don't know how to do, what they're not willing to pay 
for it. I mean, the [state-funded skills mobility partnerships] project is free of charge for 
candidates, but there is a cost for the companies. (...) There's also, someAmes we take 
ages to get feedback on an interview. So, then the interview happens and then for three 
weeks we hear nothing. It's really difficult to understand if the companies say, we 
originally need people, can you please find somebody to work for us? And we need the 
business to start as soon as possible. And then they just take Ame to give us that kind of 
feedback. German companies are not as agile as we would like them to be.“ (L4S_IN-
DE_prac_01) 

 
How Indian poten?al migrants view and experience Germany 
For Indian migrants, Germany is o_en perceived as a long-term and stable desAnaAon, offering 
pathways to permanent residence, family reunificaAon/formaAon, and comparaAvely strong 
labour protecAons and welfare. At the same Ame, Germany is widely regarded as a high-threshold 
desAnaAon, with German language requirements emerging as the single most significant barrier 
– besides recogniAon issues. Germany is rarely the first-choice migraAon desAnaAon; instead, it 
becomes more aMracAve – or the last remaining opAon – when other (less demanding) 
desAnaAons restrict entry or seMlement opAons or program parAcipaAon fails/is difficult. 
 
The language barrier is also observed during the recruitment process. Interviews with Indian 
intermediaries reveal high dropouts a_er iniAal informaAon sessions, during documentaAon and 
screening, during employer interviews, and most significantly during language training (L4S_IND-
DE_prac_04). 
 
Other recruitment challenges include delays in examinaAon schedules, limited access to 
accredited language centres, and repeated failures in B1 or B2 examinaAons. A private recruiter 
working specifically in India-Germany nurse recruitment corridor described the outcome starkly: 
 

“There is a big amount of people here maybe 10,000 people who are stranded. They spend 
a year and o_en a lot of money to learn German and didn‘t pass B2 or even one module. 
[…]. They cannot go to the US. They cannot go to the UK. A_er doing all this aMempts to 
go they learn German fairly well, but they are stranded, because they had bad German 
class teachers.“ (L4S_IN-DE_prac_04) 

 
Costs, ethics, and risk distribu?on 
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A defining feature of recruitment in the India-Germany corridor is the uneven distribuAon of costs 
and risks. Under ethical recruitment models such as Triple Win, employers bear the recruitment-
related costs, including language training, visa processing, travel, and coordinaAon. It costs an 
employer approximately €10,000, even before the worker enters employment (L4S_IND-
DE_prac_04). The G2G program mandates a period of approximately one year for the enAre 
placement process, including language training and tesAng, which is o_en seen as a long period 
of absence from work and pay for those recruited. While this aligns with Germany’s commitment 
to fair recruitment, it creates a long – and indirectly costly – waiAng period for the potenAal 
migrant as well as the employer. 
 
In contrast, private recruitment pathways o_en shi_ costs directly or indirectly onto migrants, 
parAcularly through fees for language or preparatory training, documentaAon, or placement. 
Interviewees from Kerala reported cases of private agents charging substanAal advance fees and 
discouraging candidates from applying through government channels to Germany. These private 
channels offer speed and scale, - while promising protecAon and success. This compeAAve public-
private-dynamic undermines trust and complicates regulatory oversight, especially given India’s 
comparaAvely weak de facto regulaAon of private recruitment for non-ECR desAnaAons. 
 

“They are giving a lot of negaAve publicity [to the Triple Win programme]. They are saying 
that it is lengthy. On the other and, private people can provide quicker channels of travel 
to Germany. They are saying that they can take you in three months. But in reality, they 
can't. If they do, a_er reaching Germany, most of these nurses fall into some kind of 
trouble and even have to come back.“ (L4S_IND-DE_prac_04) 

 
Within private recruitment channels, cost structures also differ by migrant category. While skilled 
workers (such as nurses) are placed at almost no cost to the migrant, in line with the employer-
pays principle, trainee appren*ces are o.en required to pay for preparatory courses, language 
training, and placement services. Yet, we also observe (counter) trends towards increasing 
‘personal contribu*on’ independent of migra*on type – despite ethical claims and orienta*on 
due to economic downturn and hesita*on. The employer is o.en reluctant to bear addi*onal 
expenses, given the substan*al investments required for adapta*on/adjustment training. From 
the (aspiring) migrant perspec*ve, the expected earning poten*al and long-term personal and 
professional career development prospects nonetheless render high upfront costs and skills 
investments acceptable. 
 
3) Implementa?on: Skilling 

While Germany’s recruitment increasingly relies on India as a source country for (high- and 
medium-) skilled labour, this corridor is heavily dependent on pre-departure training, par*cularly 
German language acquisi*on, and in the case of voca*onal jobs, also professional and voca*onal 
bridging or adapta*on training. Interview evidence consistently points to skilling, rather than 
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recruitment or visa policy, as a strong boMleneck shaping scale, access, selec*vity, and dropout 
rates along the corridor. 
 
Language training 
German language proficiency is the most important requirement for mobility to Germany across 
almost all migra*on pathways, including healthcare, voca*onal training, and student migra*on. 
Most programmes require candidates to reach B1 or B2 levels prior to departure, with further 
language acquisi*on con*nuing post-arrival. In prac*ce, language training and cer*fica*on has 
emerged as a de facto selec*on mechanism, structuring who can realis*cally access Germany-
bound migra*on channels. 
 
Goethe-Ins*tute plays a central role in seRng language standards and conduc*ng examina*ons 
in India. Interviewees repeatedly highlighted that teaching capacity has not kept pace with rapidly 
growing demand, resul*ng in long wai*ng periods for examina*ons and significant regional 
inequali*es in access (L4S_IND-DE_prac_04). Also, in the case of voca*onal professions, people 
with mostly low economic backing who need to simultaneously work, face the challenge to find 
the *me and money for high-quality language training (L4S_IN-DE_prac_01). Language tests 
taking place on-site at Goethe Ins*tutes (but not online) require travelling costs and pose another 
challenge, par*cularly for candidates from remote areas. 
 
Alongside Goethe-Ins*tute, other recognised cer*fica*on bodies such as telc and the Austrian 
German Language Diploma (ÖSD) and private language centres have expanded their presence. 
While this diversifica*on has increased nominal capacity, it has also introduced wide varia*on in 
teaching approaches, quality, and outcomes, par*cularly among private providers. Interviews 
suggest that the rapidly expanding private language training market in India is highly fragmented. 
While some schools maintain close alignment with Goethe standards, many others offer cheaper 
and faster courses with limited depth and quality. This is reflected in significantly lower pass rates 
in standardised exams among candidates trained outside the Goethe ecosystem, reinforcing 
concerns about quality assurance and access. 
 

“We travelled around a lot and found out that many German teachers are not so top here. 
(…) Also in Kerala, there are thousands of nurses who studied for one year German and 
who don't pass the B2 test. Only 15% of language students from private language schools 
passed the B2 test. Only 15%. So, it's very low. And only 50% from the Goethe-Ins*tutes. 
I also think for Goethe, one would expect at least 80% of their own students they bring 
through there. And it's a big frustra*on.” (L4S_IN-DE_prac_04) 

 
Several stakeholders pointed to the prolifera*on of fast-track language courses, where candidates 
are prepared for B1 examina*ons within two to three months through full-*me, boarding-school-
like arrangements. While these courses appeal to candidates who are eager to shorten migra*on 
*melines, stakeholders raised concerns about superficial learning and long-term integra*on 
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challenges. It was also noted that in many cases the costs of language training are borne 
overwhelmingly by migrants themselves, even before having a recruitment offer, except in official 
recruitment programmes such as Triple Win and Hand-in-Hand, wherein employers finance most 
language prepara*on. For more informal private or self-organized pathways, candidates o.en 
spend several thousand Euros on language courses, examina*ons, and preparatory training, 
making skilling a major financial barrier to (fair) skilled mobility. 
 
Voca?onal training alignment 
Beyond language, professional skilling plays a differen*ated role across sectors/occupa*ons. In 
healthcare, India’s exis*ng nursing educa*on system provides rela*vely strong skills that in most 
parts match the German standards. In contrast, voca*onal and technical occupa*ons encounter 
more complex demands in skills matching and recogni*on, largely because Indian training 
curricula o.en diverge from German or European-regulated occupa*onal, technical and security 
standards. This is, for instance, the case for the German dual voca*onal training system that 
requires strong prac*cal and theore*cal training. Importantly, the limited standardisa*on of 
voca*onal programmes in India is also rooted in their weak social valua*on in contrast to 
academic training. Voca*onal pathways are rarely viewed as aspira*onal and are frequently 
perceived as inferior by the broader Indian middle class, for whom English-medium educa*on 
and university degrees are seen as the primary routes to social status and upward mobility. This 
stands in sharp contrast to Germany, where voca*onal educa*on enjoys societal legi*macy 
(although also contested) and is ins*tu*onally embedded as a respected and stable career 
pathway – par*cularly for migrants recruited in shortage sectors/occupa*ons. The following 
quote explains a view widely shared in Indian society: 
 

“In India, there's a strong tendency towards academisa*on. So, people rather do bachelor 
or rather send their son or daughter to do a bachelor than sending them to a voca*onal 
educa*on just because of how the educa*on is perceived, how voca*onal is something 
that they look down, how something academic is something to thrive towards“. (L4S_IN-
DE_prac_01) 

 
From the Indian government’s perspec*ve, migra*on agreements with Germany are also viewed 
as opportuni*es to reform domes*c voca*onal training systems (L4S_IND-DE_prac_05). Policy-
makers frequently cite the Technical Intern Training Programme (TITP) with Japan as a reference 
model, which closely combines overseas prac*cal training with skills transfer. However, such 
models are difficult to replicate in the German context as it s*ll priori*ses employment-ready 
migrants on the ground – although poli*cal ini*a*ves towards lifelong learning and con*nuous 
training have been promoted recently –, and German employers, having invested heavily in 
training, are generally reluctant to support circular or temporary training arrangements (L4S_IN-
DE_prac_02). Indian companies also approach German training providers for upskilling their 
Indian workforce to meet the German standards, provide skills and technology transfer and 
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innova*on – also in benefit for the Indian labor and educa*on market and skills development and 
not necessarily related to skilled mobility or migra*on-related inten*on. 
 
4) Implementa?on: Recogni?on 

While recruitment and skilling determine access to mobility, it is the recogni*on process that 
ul*mately shapes occupa*onal status, earnings, and long-term seMlement prospects. Recogni*on 
procedures vary by occupa*on/sector, region, and recruitment pathway, crea*ng differen*ated 
experiences and outcomes for migrants and employers alike. 
 
In the healthcare sector 
Recogni*on and licensing procedures for healthcare professionals are generally regarded as more 
standardized. Indian nursing qualifica*ons are widely accepted as mee*ng interna*onal 
standards, including those applied in Germany. As a result, the recogni*on challenge in healthcare 
is less about formal qualifica*on equivalence and more about language proficiency. Basic care is 
part of the regular tasks of nurses in Germany and usually requires adapta*on measures for 
interna*onal nurses. Actors highlight in our interviews on the India-side of implementa*on that 
nurses recruited through ethical recruitment pathways such as Triple Win undergo a closely 
accompanied and sequenced recogni*on process, combining language and adapta*on training, 
workplace integra*on, and professional registra*on: 
 

“’Anerkennung’ [Recogni*on] is the registra*on process there, so there is training for that. 
They go to Germany through Triple Win only a.er passing the B1 exam. Normally, if they 
go through private employers, they have to pass B2 level. When going through Triple Win, 
they go with B1, then write the B2 exam and pass at the des*na*on. The hospital's duty 
and language training happens simultaneously almost every day. During this period, they 
receive payment.” (L4S_IND-DE_prac_04) 

 
Recogni*on here is embedded within employment and training rather than func*oning as a 
purely pre-departure administra*ve process. Those persons who are recruited are typically 
employed ini*ally as assistant nurses, receive a (lower) salary during the adapta*on phase, and 
progress to full registra*on (and equal payment as na*onal nurses) upon comple*on of required 
language and recogni*on evalua*on and training. However, recogni*on outcomes are not 
uniform across Germany. Due to Germany’s federal structure, recogni*on requirements and 
evalua*ons vary by state authori*es – including opaque structures and high individual or 
organiza*onal leeway.13 As further explained in the same interview: 
 

“They have to pass the B2 and then they have to pass the ‘Anerkennung’ [recogni*on] 
exam. Recruits from Triple Win go to 10 to 15 states in Germany. Some states don't have 

 
13 More on the recogniCon (Anerkennung) processes can be found here: hRps://www.anerkennung-in-
deutschland.de/html/en/index.php (last accessed 05 June 2026) 
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this exam. In some states, based on their qualifica*on and experience, if employer feels 
that their nursing skills are matching, they will be allowed to register. Their recogni*on 
will not be a problem. But otherwise, to become a registered nurse, one has to pass the 
recogni*on exam.” (L4S_IND-DE_prac_04) 

 
Ques*ons of recogni*on are in Germany under debate. The German parliament passed a 
corresponding law to accelerate the recognition procedures for foreign healthcare professional 
qualifications on 26 March 2026. The new regulations are scheduled to come into force on 1 
November 2026 (BMG 2026). Notably for this corridor, the law applies to doctors, dentists, 
pharmacists and midwives, and does not extend to nursing, the occupation that accounts for the 
largest share of Indian health worker mobility to Germany. 

Important new regulations are: 

• Direct knowledge test will become the standard procedure for the recognition of 
doctors, dentists, and pharmacists who acquired their professional qualifications in a 
third country. Document-based equivalence assessment will then only be an option.  

• Particularly for the medical field, it is clarified that the knowledge test is a professional 
licensing examination: The knowledge test should not focus on any deficiencies, but 
rather establish the same standards for everyone. 

• Federal states will have the option of assessing language skills of applicants from third 
countries even before they receive their professional qualification.  

• Midwives from third countries will have a choice: They can waive the document-based 
equivalence assessment and directly complete a knowledge test or an adaptation 
course. 

• Electronic transmission (e.g., data exchange between authorities) and electronic form 
(e.g., waiving the requirement for approval) should be permissible as alternatives to 
written transmission and form. 

• States will be enabled to clarify and review existing procedures for granting a license to 
practice a profession. 

• In exceptional cases, doctors and dentists may be granted a license to practice medicine 
indefinitely. 

For nursing, change has come through a separate legisla*ve track. The Pflegefachassistenzgesetz, 
adopted in October 2025 and taking effect largely from January 2027, replaces 27 differing state-
level nursing assistant qualifica*ons with a single federal training and introduces a uniform 
recogni*on route for foreign qualifica*ons based on a knowledge test or adapta*on course rather 
than a full equivalence assessment14. For fully qualified nurses, third-country applicants can 
already waive the equivalence assessment and proceed directly to a knowledge test or adapta*on 
course under the Pflegeberufegesetz.  

 
 

 
14 h#ps://www.bmbfsA.bund.de/bmbfsA/ministerium/gesetze/gesetz-ueber-die-einfuehrung-einer-
bundeseinheitlichen-pflegefachassistenzausbildung-und-zur-aenderung-weiterer-gesetze-242496  
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In other voca?onal or technical occupa?ons 
In contrast to healthcare, recogni*on in voca*onal and technical occupa*ons is far more 
fragmented and remains limited in scale. Recogni*on in these pathways is typically pursued 
through project-based and employer-linked ini*a*ves, such as the Hand-in-Hand programme. 
Here, recogni*on is *ghtly integrated with employer-specific demand and mediated by 
professional bodies. 
 

“In the case of voca*onal programs such as Hand in Hand we also have FOSA15 as a 
coopera*on partner in our project. We have a colleague there who is our contact person 
and she has also supported us intensively in curricula research in order to iden*fy which 
degrees are poten*ally recognisable at all. Of course, this is not all that makes up a 
recogni*on procedure, but it is a very big milestone.” (L4S_IN-DE_prac_05) 

 
The structured approach significantly reduces the risk of outright non-recogni*on and skills 
waste/underu*liza*on. As the interviewee further notes, there are very few problems in the 
project in terms of people simply not being eligible for recogni*on or their qualifica*ons not 
matching requirements. However, par*al equivalence remains a recurring outcome, requiring 
adapta*on measures that can be difficult to implement in prac*ce (L4S_IN-DE_prac_05). 
 
Recogni*on procedures conducted by IHK FOSA take an average of four months, which is 
considered lengthy but manageable within structured projects, as recogni*on can run in parallel 
with language training: 
 

“Such a recogni*on procedure at the FOSA Chamber of Industry and Commerce takes an 
average of four months. Of course, that's a long *me. For many of the actors in our project, 
however, this is not such a big problem, because the people are only learning German 
anyway. This means that during the *me they are in the third country anyway, siRng in 
their language courses, the recogni*on procedure runs in the background.” (L4S_IN-
DE_prac_05) 

 
Unlike for 17 countries and selected professional qualifica*ons, for qualifica*ons acquired in 
India, there is not yet a framework for an equivalence assessment in accordance with the German 
Professional Qualifica*ons Assessment Act (BQFG) that can be applied for at IHK FOSA 
(hMps://www.ihk-fosa.de/en/laender). Thus, the equivalence assessment remains an en*rely 
individual procedure – o.en costly, lengthy, opaque, bureaucra*c, and to a large degree 
incomprehensible to both migrants and employers. 

 
15 IHK FOSA is the recogniCon body for foreign qualificaCons comparable to industry and commerce 
professions (for 250 reference professions). As a naConwide competence center of 76 chambers of 
industry and commerce in Germany, it carries out the recogniCon procedure based upon the 
Professional QualificaCons Assessment Act (BQFG). Link:  hRps://www.ihk-fosa.de/ (last accessed: 
05.06.2026). 
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Expecta?on gaps 
While German government representa*ves officially priori*se strategic, quality-controlled 
placement, employers and recruiters and Indian government representa*ves – but also German 
government representa*ves behind closed doors – o.en frame migra*on in terms of scale and 
volume, leading to misunderstandings around recruitment and recogni*on *melines and 
procedural rigidity. 
 
A Germany-side stakeholder captured this tension as the following: 
 

“The Indian recruiters call me they want to serve thousands of Indians all at the same *me 
you know […] There is also an expecta*on gap on that side. Of course it must be very, very 
difficult for people in India to understand that on the one hand Germany is desperately 
seeking skilled labour, but on the other hand they seem to be very reluctant and there is this 
whole bureaucra*c process which every single person has to undergo, especially regarding 
the recogni*on process of the qualifica*ons.” (L4S_IN-DE_prac_02) 

 
5) Implementa?on: Matching 

Fieldwork evidence highlights that mismatches, rather than shortages o.en cons*tute a major 
barrier to successful placement, par*cularly outside the healthcare sector. Although the 
Migra*on and Mobility Partnership Agreement (MMPA) does not specify opera*onal measures 
for improving matching, recent policy ini*a*ves indicate growing recogni*on of this issue 
Germany’s Skilled Labour Strategy for India16, launched in October 2024, explicitly foregrounds 
improved matching of Indian skilled workers with German companies. The strategy emphasises 
expanded German language training (including online provision), stronger partnerships with 
Indian higher educa*on and voca*onal ins*tu*ons, and enhanced informa*on outreach on 
regular migra*on channels. At the implementa*on level, matching remains largely employer-
/demand-driven, with German companies playing a decisive role in defining skills requirements 
and selec*on or tes*ng criteria. Intermediaries, whether public, semi-public, or private, primarily 
facilitate the process by evalua*ng/classifying, pre-screening candidates, coordina*ng 
interviews, and aligning qualifica*on expecta*ons. But final hiring decisions rest with employers. 
 
Sectoral varia?on in matching outcomes 
Matching is compara*vely straighxorward in healthcare, par*cularly nursing, where job tasks, 
professional hierarchies, and work rou*nes are rela*vely standardised across seRngs – reflec*ng 
healthcare professionals as essen*al part of a global skilled workforce besides jobs like teaching, 
architecture, or engineering. As a result, recruiters and employers are able to assess suitability 

 
16 hRps://www.bmas.de/EN/Services/PublicaCons/a798e-skilled-labour-strategy-india.html (last 
accessed 05 June 2026) 
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with greater confidence and clarity, and skills acquired in India are more easily transferred to the 
German labor market context. 
 
In contrast, matching in voca*onal and technical occupa*ons is significantly more complex. 
Employers require highly specific skills and experiences, and even minor devia*ons or gaps can 
render a candidate unsuitable. This level of professional or occupa*onal specificity makes the 
matching demanding and significantly narrows the pool of candidates who can be matched 
successfully. The high employer/occupa*on-specificity of skills makes skills matching dependent 
on similar labor market and educa*on and training systems developments. Post-colonial legacies 
may pose a structural advantage here, but do not apply to the India-Germany corridor context. 
 
A prac**oner of recrui*ng program in non-tradi*onal voca*onal occupa*ons explained: 
 

“The professions that we are looking at do require a very specific match. For example, if 
you have an electrician that has experience in, say, working in a manufacturer for pharma 
products, you can't take that electrician and put him or her into solar panels, because the 
experience just wouldn't match. […] It's much easier for professionals like nurses.” 
(L4S_IN-DE_prac_02) 

 
Selec?on processes and employer expecta?ons 
Responsibility for matching is asymmetrically distributed along the corridor. While Indian 
intermediaries invest heavily in candidate prepara*on through language and preparatory 
training, documenta*on, and orienta*on, ul*mate control over selec*on and contrac*ng lies 
with German intermediaries and employers. Employment or appren*ceship contracts are 
typically issued only a.er recogni*on prospects and language levels are deemed sa*sfactory, 
further extending *melines. Intermediaries (as noted in the Hand-in-Hand project) o.en curate 
(and sustain) a pool of candidates aligned to an*cipated varying employer demand, but 
interviews reveal that not all prepared or wai*ng candidates are ul*mately placed. As one 
interviewee noted: 
 

“It's part of our challenges. It means we have a pool where we won't place everyone. 
There are candidates that we might be preparing for Germany, for whom we can't find a 
company.” (L4S_IN-DE_prac_02) 

 
Addi*onally, German companies are frequently described as risk-averse, seeking candidates who 
meet highly specific technical, linguis*c, and experien*al requirements before making an offer. 
Par*al matches are o.en rejected, even despite labour shortages: 
 

“German companies always have really, really, really high expecta*ons. […] There are 
companies that say, okay, this person would be 90% match, but I need a 100% match. And 
unless it's 100%, I wouldn't be hiring this person.” (L4S_IN-DE_prac_02) 
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German migra*on and recogni*on frameworks require candidates to hold at least a state-
recognised qualifica*on, typically of two years’ dura*on, before prac*cal work experiences can 
be formally assessed even for technical and voca*onal jobs. As one interviewee explained: 
 

“They s*ll need to have a base qualifica*on that is at least two years and from a state 
recognized ins*tute. […] It's not that we have somebody who is completely unskilled and 
learn everything on the job and then can go to Germany.” (L4S_IN-DE_prac_02) 

 
This requirement excludes a substan*al segment of India’s informal and semi-formal workforce, 
even where prac*cal skills are strong – and would be prac*cally provable –, reinforcing the 
selec*ve nature of the recruitment along the India-Germany corridor. The importance of skills 
training and recogni*on harmoniza*on and joint efforts along these lines were pointed out, for 
instance, in the following interview: 
 

“The voca*onal courses provided have been structured for [Indian] domes*c purposes. 
There is a need to revamp these courses to fit interna*onal standards. When looking at 
the Philippines, they have a stronger recogni*on process due to their programs fiRng the 
interna*onal standards. In India’s case when we have countries such as Germany looking 
for recruits, they are very specific about training the recruits in their way. Which means 
mostly there is an overlap and the person undergoes addi*onal training. This is because 
the industry standards and requirements of India and Germany are very different.“ 
(L4S_IND-DE_prac_05) 

 
Despite these systemic challenges, the corridor exhibits emerging efforts toward skills 
development and recogni*on harmonisa*on. In healthcare, ini*a*ves such as the GIZ-led Global 
Skills Partnerships (GSP) project, funded by Germany’s Federal Ministry of Health (BMG), aim to 
strengthen skills alignment by developing and implemen*ng joint nursing curricula between 
German and Indian ins*tu*ons. The objec*ve is to enable facilitated and accelerated recogni*on 
and smoother matching by ensuring that training outcomes are mutually intelligible and 
deployable (Ullmann & Schwenken, 2026). But as observed in the earlier sec*ons, matching and 
recogni*on is a much more complex challenge when it comes to voca*onal jobs beyond 
healthcare. Pioneer programs in demanded voca*onal occupa*ons, such as metalworking, skilled 
trades, or electrical engineering, however, may be a first step. 
 
6) Implementa?on: Migra?on and mobility 

The Migra*on and Mobility Partnership Agreement (MMPA) provides the overarching framework 
for facilita*ng regular migra*on, recogni*on, and return coopera*on between India and 
Germany. More recently, Germany’s Skilled Labour Strategy for India established a separate sub-
working group on labour migra*on, decoupling labour mobility from return policy discussions 
and signalling a more pragma*c but engaged approach to long-term skills mobility partnerships. 
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Importantly, the priority partnership strategy explicitly acknowledges the central role of the 
private sector in facilita*ng migra*on, a recogni*on largely absent from earlier bilateral 
instruments, and iden*fies its regula*on as an area for future coopera*on. Interview evidence 
suggests that this acknowledgement reflects an empirical reality as private actors have been 
rapidly expanding within the corridor and have become indispensable in naviga*ng complex 
mobility processes at scale and distance. 
Government-to-government (G2G) programmes such as Triple Win and Hand-in-Hand provide 
highly structured and ethically grounded/engaged mobility pathways. These programmes 
typically involve coordinated support for recruitment, documenta*on, visa applica*ons, pre-
departure training and orienta*on, and post-arrival integra*on/onboarding, with costs largely 
borne by employers or the German government. However, their long *melines and limited intake 
volumes have constrained aMrac*veness and scalability. Migra*on through G2G pathways o.en 
takes 12–18 months, reflec*ng the cumula*ve dura*on of strong public coordina*on, language 
training, recogni*on procedures, and visa processing. While these *melines ensure high 
compliance and protec*on, they also create opportunity costs for both employers facing labour 
shortages and migrants seeking faster mobility. 
 
In contrast, private channels have gained prominence by offering faster, more customised and 
client-friendly mobility solu*ons – o.en with appealing, par*cipa*on and transparency oriented 
digital tools, including the gamifica*on of mobility decisions to reduce dropout and demo*va*on 
over *me. Employers are drawn to these channels for their ability to respond quickly to demand, 
while migrants are aMracted by promises of shorter *melines and likewise comprehensive 
seMlement support. One private recruiter specialising in healthcare migra*on described the 
extent to which mobility facilita*on has expanded beyond mere placement: 
 

“We have, meanwhile, na*onal onboarding capabili*es in Germany available. We have 
with the largest real estate company in Germany, a contract that we get affordable living 
space on demand to their normal terms. […] Our special focus is really taking care.” 
(L4S_IN-DE_prac_04) 

 
Further, private actors increasingly posi*on themselves as mobility and integra*on managers, 
coordina*ng housing, family reunifica*on/forma*on, childcare, social events and networking, 
and even spousal employment (L4S_IN-DE_prac_04). Such services go well beyond the mandates 
of public recruitment programmes and directly address the migrant’s priori*es related to 
wellbeing, seMlement and personal life. At the same *me, these arrangements o.en involve high 
costs, either borne by employers or indirectly shi.ed to migrants through service fees, raising 
ques*ons about access and par*cipa*on equity and regulatory oversight. 
 
Visa processing and mobility infrastructure 
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Visa processing cons*tutes another major boMleneck within the corridor. German visas in India 
are processed through VFS Global17, the authorised service provider for the German Embassy. 
VFS centres are unevenly located and concentrated in 17 urban centres such as Delhi, Mumbai, 
Chennai, Bengaluru, and Kolkata. For migrants from smaller towns and remote areas, this spa*al 
concentra*on increases travel costs and logis*cal burdens (similar to the insufficient coverage of 
official German language training and examina*on centres across India). With rising migra*on 
flows to European des*na*ons, the exis*ng visa infrastructure is struggling to keep pace. Long 
wai*ng periods for appointments and approvals frequently extend *melines, compounding 
delays already generated by language training and recogni*on processes. 
The German Skilled Immigra*on Act has aimed at significantly accelera*ng and op*mizing the 
migra*on-related bureaucra*c processes and expanding migra*on-related infrastructures, 
including foreign representa*ons, authori*es and support structures. In the India-Germany 
corridor, state investments were made, for instance, to beMer manage high numbers of visa 
applica*ons. Yet, several stakeholders have complained about the insufficient personnel 
resources in German foreign representa*ons. 
 
Long-term mobility 
Ques*ons of permanent residency and family reunifica*on/forma*on play a central role in 
shaping mobility decisions. For many migrants, Germany turned into an increasingly aMrac*ve 
des*na*on because of the liberalized long-term seMlement regula*ons for skilled workers. 
Professional recogni*on is a prerequisite for family reunifica*on/forma*on, making the 
sequencing of language exams, recogni*on, and visa status cri*cal. Private recruiters explicitly 
leverage seMlement aspira*ons by offering integrated mobility packages that an*cipate family 
migra*on and secondary employment (L4S_IND-DE_prac_04). While such services enhance 
migrant sa*sfac*on and reten*on, they deepen the corridor’s reliance on the private sector. 
 
7) Implementa?on: Integra?on, reten?on, circula?on, return 

For migrants arriving through government-to-government (G2G) programmes, integra*on 
support is rela*vely structured during the ini*al phase. Programmes such as Triple Win provide 
coordinated and substan*al on-boarding counselling that includes accommoda*on, con*nued 
language training, workplace orienta*on, and assistance with recogni*on and administra*ve 
registra*on. As highlighted by an India-side implementa*on actor, integra*on is closely linked to 
the recogni*on process and unfolds alongside employment: 
 

“GIZ will arrange for it. They will pay for the accommoda*on and rent, which will be later 
deducted from the recruit’s salary. Once they are recruited by NORKA [Kerala’s state-run 
recruitment agency], everything is free un*l they reach the des*na*on country. They only 
have to pay for the transla*on of their cer*ficates through IGCC [Indo-German Chamber 

 
17 h#ps://visa.vfsglobal.com/ind/en/deu 
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of Commerce]. Now that is also changing to make sure no money is paid by the recruit by 
working out a reimbursement.” (L4S_IND-DE_prac_04) 

 
This model allows migrants, par*cularly nurses, to integrate gradually into the workplace while 
con*nuing language acquisi*on and professional adapta*on. However, such structured support 
is *mely confined to the ini*al employment phase and depends heavily on employer engagement 
and regional prac*ces within Germany’s federal system. 
 
Beyond G2G pathways, private recruitment and civil or private on-boarding/welcoming agencies 
have emerged as central actors in shaping integra*on and reten*on outcomes. Welcoming 
Centres, regional points of contact, advisory services, and informa*on centres for companies as 
well as for interna*onal migrant workers have been established across Germany. 
Data evidence suggests that private recruiters increasingly posi*on integra*on support as a 
strategic tool to improve reten*on and reduce dropout or onward migra*on risk. A private 
recruiter specialising in healthcare migra*on described this ‘caring approach’: 
 

“When a nurse comes and we know her husband and the child comes a year later, first 
thing is we register her for a kindergarten slot. We make sure that the apartment is 
furnished… We make sure that the husband gets a proper place and a job when he comes.” 
(L4S_IN-DE_prac_04) 

 
Such prac*ces directly address key determinants of reten*on (housing security, family stability, 
and social integra*on), areas where public integra*on systems are o.en overstretched. 
 
Language proficiency remains an important factor not only for workplace performance but also 
for social and cultural integra*on. Even migrants who meet formal language requirements 
frequently struggle with dialects, workplace communica*on, and everyday interac*ons, 
par*cularly in smaller towns and rural areas. Interview evidence also points to growing awareness 
of an*-migrant sen*ment and racism in Germany (see also NaDiRa 2026). These social and 
poli*cal dimensions of integra*on influence migrants’ sense of belonging and long-term 
seMlement decisions, even when employment condi*ons are stable or aMrac*ve. An Indian 
intermediary interviewed noted that: 
 

“An*-migrant sen*ments are growing. Many Malayalees don’t realise this. We conduct 
sessions to make them aware… One person’s misconduct can affect the reputa*on of the 
en*re batch.” (L4S_IND-DE_prac_04) 

 
Reten?on and limited circularity 
Reten*on is a growing concern for German employers, par*cularly given the high costs associated 
with recruitment, language and adapta*on training, and recogni*on. Once migrants obtain full 
recogni*on and stable residence status, workplace change and intra-Germany mobility becomes 
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possible, allowing trainees and workers to switch employers or regions. While this enhances 
migrant agency, it also weakens employer mo*va*on to interna*onally recruit and lowers 
incen*ves to invest into further training a.er arrival. 
 
From a skills circula*on and development perspec*ve, our data suggest that circular migra*on is 
not a dominant aspira*on among Indian migrants in Germany. According to survey evidence from 
the German Employment Agency’s research ins*tute (IAB), a majority of Indian migrants intend 
to stay permanently, and 37% have already acquired German ci*zenship (Adunts et al. 2024: 10). 
The preference for long-term seMlement is reinforced by access to family reunifica*on/forma*on, 
social security, and stable employment, making return or circular mobility less aMrac*ve. 
 
Return migra*on occupies a marginal posi*on within the India-Germany corridor. The return of 
persons required to leave Germany is regulated under the MMPA, but India is not a major country 
of origin for asylum-related returns, and sucreturn numbers have declined over *me. Also, 
reintegra*on support for skilled professionals in India is extremely limited. Apart from voluntary 
return assistance schemes funded by Germany, such as REAG/GARP, there are virtually no 
structured reintegra*on measures provided by the Indian state. Returnees o.en face 
reintegra*on without ins*tu*onal support, despite having acquired demanded skills and 
experiences abroad or may contribute to local skills transfer and invests. 
 
8) The role of technologies 

Technological developments play a suppor*ve but non-transforma*ve role in shaping the India-
Germany migra*on skill corridor. Rather than replacing migra*on through automa*on or remote 
work, digital tools primarily func*on to facilitate recruitment, screening, skilling, recogni*on, and 
mobility coordina*on across geographical distance. Interview evidence suggests that technology 
has shaped how migra*on is organised and governed, while leaving underlying structural 
dependencies on physical mobility largely intact. 
 
Digitalisa?on of skilling and language training 
Technology has become central to ini*al outreach and candidate sourcing. Online job portals, 
digital adver*sements, social media, and project websites are now primary entry points through 
which Indian candidates first engage with Germany-oriented migra*on pathways. A German-side 
project coordinator described how digital structures recruitment funnels: 
 

“We work in Hand in hand with a lot of online adver*sements. So, we have kind of mock 
adver*sements on Indian job portals. And through that, most of the applica*ons we catch. 
We also have a website on the IGCC [Indo-German Chamber of Commerce] where people 
can inform themselves.” (L4S_IN-DE_prac_01) 

 
Stakeholders also noted that high digital visibility does not necessarily translate into suitable 
candidates, as online informa*on events o.en aMract large numbers of applicants with limited 
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alignment to programme requirements. Technology thus expands reach but simultaneously 
requires systema*c filtering, reinforcing selec*vity rather than broadening access. 
 
Visible impact of technology is in the domain of language training, where online and hybrid 
learning formats have expanded rapidly in response to growing demand for German language 
cer*fica*on. As reflected in policy documents such as Germany’s Skilled Labour Strategy for India, 
online courses are increasingly promoted as a way to scale up language training capacity, also in 
India. Digital tools allow language learning to occur asynchrony and alongside employment or 
voca*onal training, par*cularly in voca*onal pathways where candidates cannot afford to leave 
work. In prac*ce, however, fieldwork evidence indicates that digitalisa*on has not eliminated 
boMlenecks, par*cularly with respect to quality assurance and exam access: Private and public 
actors alike rely on digital plaxorms to deliver preparatory content, but skills cer*fica*on remains 
*ed to formal examina*ons conducted by recognised bodies on-site. As one implementa*on 
actor noted in the context of recogni*on procedures running alongside language training: 
 

“Such a recogni*on procedure at the IHK FOSA at the chamber of industry and commerce 
takes an average of four months. […] During the *me they are in the third country anyway, 
siRng in their language courses, the recogni*on procedure runs in the background.” 
(L4S_IN-DE_prac_05) 

 
Technology in recruitment and matching 
Digital tools have also transformed recruitment and matching processes, par*cularly through 
online interviews, digital document screening, and remote coordina*on between Indian 
intermediaries and German employers. These tools have increased efficiency, user-/client-
friendliness and reduced transac*on costs, making it easier for employers to assess candidates 
across borders and for candidates to remain mo*vated, informed and ac*vely par*cipa*ng. 
 
Technology plays a more targeted role in matching candidates with employers, par*cularly 
through digital profiling and online interviews. Once candidates pass ini*al screening rounds, 
profiles are uploaded onto employer-facing plaxorms, allowing German companies to assess 
candidates remotely before issuing interview invita*ons: 
 

“Once they are approved, their profile gets published on the website of the DIHK 
[German Chamber of Commerce and Industry] and German companies can see it and 
can base around the profile and decide whether they want to invite them for an 
interview.” (L4S_IN-DE_prac_01) 

 
Recogni*on processes have also benefited from digitalisa*on, especially through remote 
creden*al evalua*on and online coordina*on with professional bodies such as IHK FOSA. Digital 
submission of documents and online communica*on with recogni*on authori*es have improved 
transparency and predictability for employers, intermediaries and migrants. However, interviews 
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emphasise that formal recogni*on decisions remain ins*tu*onally bounded and difficult or 
contested to automat. Par*al equivalences and adapta*on requirements, common outcomes in 
voca*onal recogni*on, s*ll require human assessment and employer involvement. Technology, 
in this sense, supports administra*ve efficiency but does not (fully) replace regulatory discre*on 
or professional judgement. 
 
Across interviews, there is liMle evidence that automa*on or remote work is perceived as a 
subs*tute for migra*on in the sectors central to the corridor. In healthcare, physical presence and 
affec*ve work remain indispensable. In voca*onal or technical occupa*ons, on-site work 
experiences and integra*on into German workplaces remain essen*al. Technology, therefore, 
func*ons as a complement to migra*on, not an alterna*ve. 
 
9) Partnership/Program monitoring evalua?on 

Monitoring and evalua*on (M&E) of partnerships and programmes within the India-Germany 
migra*on skill corridor remains largely decentralised, actor-/programme-specific, and outcome-
oriented, rather than embedded within a unified bilateral evalua*on framework. While the 
Migra*on and Mobility Partnership Agreement (MMPA) provides an overarching bilateral poli*cal 
structure, it does not establish binding indicators or *melines for assessing the performance of 
individual programmes or agreements. 
 
At the programme level, German public ins*tu*ons, such as BA/ZAV, GIZ, or IHK play the primary 
role in monitoring implementa*on. Monitoring typically focuses on process indicators (e.g. 
number of candidates reached, recruited, or par*cipated; language levels achieved, recogni*on 
outcomes; dropout rates) and immediate outputs, rather than longer-term outcomes such as 
reten*on, career progression, or reintegra*on or circula*on. From the interviews on the Indian 
side, it was evident that there was no long-term follow-up from the public or private-led programs 
about the well-being or employment status once the recruits were placed in Germany. Indian 
public ins*tu*ons, including NSDC Interna*onal (Na*onal Skill Development Corpora*on) and 
subna*onal actors like NORKA Roots, are primarily involved in opera*onal repor*ng rather than 
independent and comprehensive program or corridor evalua*on. Their monitoring func*ons 
focus on candidate mobilisa*on, compliance with ethical recruitment standards, repor*ng 
misconduct/fraud, and coordina*on with German partners. Formal joint evalua*ons between 
Indian and German ins*tu*ons remain limited and untransparent. 
 
Interview evidence suggests that short-term and des*na*on-oriented indicators dominate 
evalua*on prac*ces of recruitment agreements and skills mobility partnerships. For many 
German actors, success is ini*ally measured by whether a programme successfully places 
candidates without major dropouts or legal complica*ons. Smooth program realiza*on becomes 
a success itself. One German implementa*on actor explained how recogni*on and matching 
outcomes are treated as key milestones: 
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“We have very few problems in the project in terms of saying, okay, the people are 
simply not eligible for recogni*on or their qualifica*ons do not match our requirements. 
[…] This is s*ll very important to the companies.” (L4S_IN-DE_prac_05) 

 
A recurring theme across the corridor is the treatment of programmes such as Triple Win and 
Hand in Hand for Interna*onal Talents as high standard demonstra*on pilots rather than scalable 
solu*ons. Stakeholders emphasized their role in tes*ng new corridors, jointly finding solu*ons to 
occurring barriers. While these programmes are frequently cited as good prac*ce models for 
ethical recruitment and structured pathways for skilled migra*on and recogni*on, interviewees 
acknowledged that their replica*on by the private sector has been limited so far. 
 

“The goal of the Hand-in-hand project was never to bring like hundreds or thousands of 
people to Germany. We are below the target. But the idea of the project is to understand 
where the Skilled Migra*on Act is working well and where it has some holes or some 
blockages or boMlenecks. We also had a few candidates from the last phase that we 
supported with the German classes. We were not able to place them, but they managed 
to place themselves and they s*ll reached Germany. From our project perspec*ve, it's of 
course a failure because they dropped out, but from the skilled migrant perspec*ve, it's a 
win.” (L4S_IN-DE_prac_01) 

 
From the German government perspec*ve, success officially lies less in volume and more in risk 
minimisa*on and reputa*onal assurance. From the Indian government perspec*ve, however, 
limited scale raises ques*ons about whether such programmes meaningfully address labour 
market pressures or migra*on aspira*ons. The limited nature and symbolic func*on of building 
a posi*ve des*na*on reputa*on of such programmes was par*cularly evident when gauging the 
percep*on of these programmes from private players: 
 

“The Triple Win agreement, first of all, it's a very good project. And for us, and also for the 
general public, it means awareness. So, it's caused a lot of awareness, and that's a good 
thing. [...] Their triple win has only three states in India.” (L4S_IN-DE_prac_04) 

 
Divergent no?ons of success across the corridor 
Across the corridor, actors apply dis*nct and some*mes incompa*ble success metrics. German 
public actors priori*se compliance, legal certainty, and ethical recruitment, while German 
employers priori*se speed, skills level and fit, and reten*on. Indian intermediaries, on the other 
hand, o.en assess success through candidate placement numbers and con*nuity of demand, 
whereas migrants evaluate programmes based on *melines, migra*on and integra*on support, 
seMlement and professional and personal development prospects, and family 
reunifica*on/forma*on outcomes. 
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State-led partnerships and skilling programmes in the India-Germany corridor can be 
characterised as ins*tu*onally effec*ve, bilaterally governed and expanding but quan*ta*vely 
limited. They succeed in establishing trust, demonstra*ng ethical recruitment models, and 
refining coordina*on across recruitment, skilling, and recogni*on. However, they fall short in 
addressing scale, speed, skills development/circula*on, and inclusivity, dimensions that many 
Indian labor market and educa*on actors and also German employers consider central to success. 
Public skills mobility partnerships are most o.en deemed a success by German public ins*tu*ons 
(also due to the high state investments) and risk-averse employers (benefiRng from structured 
programs and support), while being viewed as insufficient or slow by private recruiters. Migrants 
usually regard state programs as aMrac*ve opportunity for safe and legal migra*on and 
appreciate the extensive migra*on and integra*on support, but complaint about long *melines 
and matching insecurity despite high personal invests. Return and reintegra*on outcomes are 
rarely integrated into evalua*on frameworks, further narrowing the scope of assessment. An 
excep*on are Global Skills Partnerships (GSPs) that ac*vely address skills 
development/investment at the origin and skills circula*on through program alumnis. 
 
10) Consequences and effects 

One of the most salient effects of the corridor is the unequal distribu*on of costs and gains. 
German employers benefit from access to (usually already) skilled labour in shortage occupa*ons, 
o.en with reduced long-term training costs once migrants are fully recognised. For the German 
state, regulated skilled migra*on helps mi*gate demographic pressures and economic 
transforma*ons while maintaining control over entry, recogni*on, and seMlement. 
 
For Indian migrants, the benefits are more differen*ated. Those who successfully navigate state-
led or structured recruitment pathways gain access to rela*vely secure employment/training, 
social protec*on, personal and professional development opportuni*es, and long-term 
seMlement prospects. However, these benefits are con*ngent on mee*ng high entry thresholds, 
par*cularly in investments in language proficiency and formal qualifica*ons. The financial and 
temporal costs of migra*on prepara*on, including language training, cer*fica*on, and foregone 
income, are borne primarily by migrants themselves, except in limited public-led ethical 
recruitment schemes. From the Indian state’s perspec*ve, while outward mobility relieves some 
domes*c labour pressures and generates remiMances, it also raises concerns about selec*ve 
ouxlows of demanded skilled labor (poten*al), des*na*on-specific educa*on and training 
systems (conflic*ng with na*onal educa*on and training curriculum) – par*cularly given exis*ng 
workforce shortages within India’s public health system. 
 
Public programmes such as Triple Win are widely recognised for adhering to interna*onal 
standards of fair recruitment18, including the ‘Employer pays principle’. However, interview 

 
18 Such as “IRIS: Ethical Recruitment”, which is IOM's flagship iniCaCve to promote ethical recruitment of 
migrant workers. It has been created by IOM and a coaliCon of partners from government, 
civil society and the private sector. 
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evidence reveals that ethical recruitment is o.en accompanied by high selec*vity, favouring 
candidates with stronger educa*onal backgrounds, language skills and work/training mo*va*on. 
A private recruiter contrasted this explicitly: 
 

“They [Triple Win nursing] pick the stronger ones. They look at their English-speaking 
capabili*es, look at their school grades and their nursing school grades. They pick up a 
certain elite.” (L4S_IN-DE_prac_04) 

 
This indirect ‘elite selec*on’ – facilitated through seemingly ethical and development-oriented 
programs – has important consequences. While it ensures smoother integra*on and higher 
reten*on, it also narrows access to migra*on opportuni*es for less suitable/qualified groups and 
reinforces social stra*fica*on within the nursing profession and labor markets in India. In 
contrast, we observed cases where private recruiters that saw a field advantage and strategically 
posi*oned themselves as providing opportuni*es to candidates who ‘fall outside’ these elite 
criteria: 
 

“We want to provide a chance to the obviously less qualified… So obviously the weaker 
candidates or the less mo*vated candidates. We discuss with them to take them more 
into the areas of elderly care.” (L4S_IN-DE_prac_04) 

 
This bifurca*on produces a dual migra*on channel: One that is to large parts ethically robust but 
highly selec*ve at the same *me, and another that is more inclusive in volume terms but o.en 
shi.s costs and risks onto migrants, with minimal oversight. The consequence is not simply ethical 
versus unethical recruitment, but rather differen*ated recruitment and inclusion, where access 
to skilled mobility with beMer jobs, wages, and long-term prospects is unevenly distributed. 
 
Further, the scale of public-ini*ated programmes such as Triple Win remains limited. Only around 
670 nurses have been recruited over three years, all from Kerala. While the German Federal 
Employment Agency (BA) has posi*oned Triple Win as a trail pioneer for fair recruitment, it is 
difficult to empirically demonstrate that emerging private agencies have likewise adopted these 
standards as a result. Instead, interview evidence suggests that market compe**on (between 
private and public actors as well as among the private sector) has intensified, with private actors 
shaping norms around speed, volume, and customised/client-oriented mobility packages rather 
than ethical benchmarks and skills development/circula*on concerns. To scale up skilled 
migra*on in an ethical manner the infrastructure, par*cularly in terms of visa, language and 
preparatory training, needs to be ready, German investments into the local skills development 
must be transparent and significant, and the German economy needs to shi. the mindset from 
‘fast employability’ towards ‘onward training’ of interna*onal workers. 
 
German employers and ins*tu*ons retain gatekeeping power through recogni*on regimes, 
language requirements, and visa procedures. Visa hierarchies privilege regulated labour 
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migra*on over other forms of mobility, while Germany’s federal structure introduces addi*onal 
layers of varia*on. At the same *me, inter-regional and inter-na*onal compe**on shapes 
corridor dynamics. India is posi*oned as one of several poten*al source countries, reducing its 
bargaining power despite high demand for labour. Migrants, in turn, compare Germany with 
alterna*ve des*na*ons such as the UK, Canada, or Australia, weighing language difficulty, 
seMlement prospects, and perceived discrimina*on. Colonial legacies play a subtler role, 
influencing language hierarchies (English versus German), creden*al recogni*on norms, and 
percep*ons of ‘quality’ training. 
 
The India-Germany corridor has produced qualified skilled migra*on flow successes and 
persistent contradic*ons. It has demonstrated that fair and regulated recruitment of professional 
workers and trainees is possible, par*cularly in healthcare, but at the cost of limited scale, elite 
selec*on, and open ques*ons in terms of skills development and brain drain. The private sector 
has expanded access and speed but o.en externalises costs and risks. From a migra*on skill 
corridor perspec*ve, the corridor’s long-term effec*veness will depend on whether ethical 
standards can be mainstreamed beyond public-led pilots, whether recogni*on and matching can 
be broadened without dilu*ng quality, and whether origin-country interests, par*cularly around 
regional skill sustainability, are more fully integrated into policy design, prac*ce and monitoring. 
 
11) Summary of key points 

Recent developments along the India-Germany corridor reveal a migra*on system shaped less by 
spontaneous labour flows and more by carefully managed ins*tu*onal experimenta*on. Rather 
than expanding rapidly in scale, the corridor has evolved through close partnership, various 
public-led programmes, sector-specific ini*a*ves, and incremental regulatory adjustments aimed 
at aligning labour demand with controlled mobility pathways. This has produced a corridor that 
priori*ses process integrity, skills valida*on, and risk management, even as it con*nues to face 
persistent challenges related to volume, speed, skills development/return, and inclusivity. 
 
Across the corridor, the health sector, par*cularly nursing, has emerged as the most stabilised 
segment, benefiRng from rela*vely standardised training systems and clearer recogni*on 
pathways. In contrast, voca*onal and technical occupa*ons remain characterised by fragmented 
recruitment and matching processes, driven by highly specific employer demands and limited 
transferability of Indian voca*onal qualifica*ons to the German dual system. Across sectors, 
German language acquisi*on emerges as the single most significant boMleneck shaping access, 
selec*vity, and dropout rates. 
 
Within the corridor, government-to-government (G2G) programmes func*on primarily as pilot 
ini*a*ves and norma*ve benchmarks, rather than scalable recruitment mechanisms. Their value 
lies less in numerical impact and more in demonstra*ng how ethical and development-oriented 
recruitment, structured recogni*on, and coordinated skilling can be opera*onalised across 
borders. By tes*ng ins*tu*onal arrangements and seRng procedural standards, these 
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programmes serve as a reference model for the private sector, raising awareness of regulated 
migra*on pathways without an explicit mandate or capacity to expand at scale. 
 
Governance within the corridor is marked by a mul*-level and mul*-stakeholder configura*on, 
where na*onal and subna*onal public ins*tu*ons, employers, intermediaries, and private 
recruitment agencies each play dis*nct but overlapping roles. Subna*onal actors on the Indian 
side, most notably in Kerala (NORKA) and Telangana (TOMCOM), have assumed outsized 
importance in maintaining ethical recruitment channels, while private agencies increasingly fill 
gaps le. by slower and bureaucra*c public programmes. This dual mobility structure has 
improved adap*veness and responsiveness but has also introduced uneven standards, ethical 
challenges, unequal access, and cost distribu*ons. 
 
Extended language training periods and wai*ng *mes, o.en exceeding one year, require 
candidates to absorb high financial and opportunity costs. This dispropor*onately excludes lower-
income/class aspirants, who are more likely to rely on faster – but less regulated – private 
recruitment channels and who are, thus, more exposed to exploita*on, fraud, and insecurity. 
 
Matching and recogni*on processes further reinforce selec*vity within the corridor. While 
structured projects enable smoother transi*ons for a limited number of ‘high poten*als’, par*al 
recogni*on and prolonged adapta*on phases remain common, par*cularly outside the health 
sector. Integra*on and reten*on are shaped primarily by employer prac*ces and private or civil 
onboarding arrangements rather than by formal bilateral mechanisms, while skills development, 
return and circular migra*on remain marginal considera*ons, as most Indian migrants view 
Germany as a long-term des*na*on and the Indian government priori*es remiMances as major 
economic development strategy. 
 
12) Good prac?ces 

Ethical recruitment through structured public programs: Programmes such as Triple Win 
exemplify how ethical recruitment standards, including the ‘Employer pays principle’, transparent 
selec*on, and protec*on against exploita*on, can be opera*onalised across borders. By 
embedding recruitment within a coordinated mutual framework involving public employment 
agencies, subna*onal intermediaries, and employers, the program reduces risks for migrants 
while enhancing trust among des*na*on-country actors. Although strongly limited in scale, such 
public skills mobility partnership programmes func*on as a benchmark, shaping expecta*ons 
around fair recruitment and demonstra*ng viable alterna*ves to purely market-driven models. 
 
Integrated skilling and recogni?on pathways: Another good prac*ce can be the systemic 
integra*on of language training, recogni*on, and employment rather than trea*ng these features 
as sequen*al or isolated processes. In the programs Triple Win and Hand-in-Hand, recogni*on 
procedures run parallel to language acquisi*on, enabling candidates to progress toward full 
professional status while already embedded in employment or training contexts. This approach 
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reduces uncertainty for employers, shortens effec*ve migra*on *melines, and improves 
reten*on outcomes. It can be seen as an example wherein recogni*on is seen as a managed 
transi*on phase. It needs to be noted, however, that there are cases also within public 
programmes where employers do not put in enough efforts to support recogni*on, but try to 
benefit from the wage differen*al of interna*onal professionals being employed as assistant. 
 
Subna?onal intermedia?on and trust-based governance: The prominent role of subna*onal 
ins*tu*ons represents another good prac*ce. Such ins*tu*ons bridge governance gaps between 
na*onal policy frameworks and local implementa*on reali*es. Their familiarity with migrant and 
diaspora communi*es, combined with ins*tu*onal credibility on the German side, enhances 
compliance with ethical standards and reduces reputa*onal risk. This subna*onal engagement 
demonstrates how decentralised governance can be op*mized, especially in contexts where 
centralised recruitment systems face capacity constraints. 
 
Sector-/occupa?on-specific programs for strategic workforce planning: The India-Germany 
corridor is increasingly shaped by recruitment in specific sectors/occupa*ons. Investments into 
atypical sectors or occupa*ons for skilled migra*on are par*cularly noteworthy as they open new 
migra*on opportuni*es for a large, medium-skilled popula*on cohort which had no 
formal/structured channel of mobility yet. Hand in Hand for Interna*onal Talents extends state-
led recruitment into voca*onal and technical fields such as electronics, mechatronics and 
automa*on, metalworking, hospitality, catering, and IT, while the APAL pilot targets voca*onal 
trainees and supports in industrial-technical professions or skilled trades. 
 
13) Recommenda?ons for prac??oners and policy 
• A central policy lesson emerging from the India-Germany corridor is the structural importance 

of the private sector in ini*a*ng, shaping and sustaining contemporary migra*on flows. 
Despite the strong presence of state-led programmes, private actors account for a substan*al 
share of actual mobility, par*cularly due to their ability to operate at scale and speed to 
specific labour demand and supply. Effec*ve regula*on of private recruitment agencies 
should therefore be elevated as top priority within the Joint Working Group under the MMPA. 
While ini*a*ves such as the German quality seal ‘Fair Recruitment Healthcare Germany’ have 
set exemplary benchmarks, these standards are not directly transferable to Indian 
recruitment markets nor applicable across sectors. 
 

• Rather than relying solely on G2G schemes and agreements, awareness-building among 
prospec*ve migrants should be strengthened. Targeted informa*on campaigns, implemented 
through trusted ins*tu*ons, can help migrants iden*fy transparent and ethical recruitment 
programs and avoid exploita*ve fee structures. Such efforts are par*cularly important given 
the limited enforcement capacity of public regulatory bodies and the con*nued reluctance of 
both states to substan*ally and de facto *ghten controls over private recruitment agencies 
within the corridor. 
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• An increased focus on subna*onal ins*tu*ons that adhere to ethical standards and operate 

closer to migrant communi*es. Expanding such partnerships could enable the gradual 
diffusion of fair recruitment norms at the regional level, even in the absence of 
comprehensive na*onal reforms. Even rela*vely small ini*a*ves highlighted in interviews 
with subna*onal ins*tu*ons underscore the importance of dissemina*ng informa*on on new 
pathways and programmes, such as the Opportunity Card in local and state languages. Such 
targeted communica*on significantly broadens awareness and access, an outcome that is 
difficult to achieve through na*onally-/centrally driven campaigns and dissemina*on efforts 
alone (L4S_IN_prac_06). 
 

• Another emerging policy concern, largely absent from formal corridor frameworks, is student 
migra*on. Indian students increasingly rely on private agents and private universi*es or 
colleges, o.en paying substan*al fees, only to discover that some degrees lack recogni*on or 
any real labour market value in Germany. This calls for stronger bilateral transparency 
mechanisms, including publicly accessible informa*on on recognised ins*tu*ons, accredited 
programmes, and post-study labour market pathways. Student and voca*onal training 
migra*on need to be further linked to debates and regula*ons on skilled labor as they 
cons*tute the most significant and increasingly aMrac*ve alterna*ve to the persistent skills 
recogni*on issue. 
 

• Improved skilled mobility data collec*on and sharing are also essen*al. Current sta*s*cs 
provide limited insight into onward mobility of Indian na*onals within the EU, obscuring 
paMerns of reten*on, secondary migra*on, and skills u*lisa*on. Enhanced data coopera*on 
between India, Germany, and EU ins*tu*ons would support evidence-based policy-making, 
corridor evalua*on and skills development predic*ons. 
 

• Finally, addressing affordability/financial barriers to mobility programs is cri*cal. Extended 
language training and long wai*ng periods in G2G pathways dispropor*onately exclude 
lower-income/class migrants, pushing them toward riskier private channels. Introducing low-
interest educa*on or migra*on-prepara*on loans, coupled with fee caps and stronger 
oversight of private recruiters, would help reconcile ethical recruitment principles with 
accessibility and scale. 

 

Data and Sources 
This corridor report is based upon interviews conducted in 2025. For the migra*on skill corridor 
India-Germany, 36 interviews were conducted by the Link4Skills India-Germany team. These 
interviews include at the policy level decision-makers, poli*cians, execu*ves or employees of 
administra*ons, ministries, ins*tu*ons or agencies at various governmental levels and 
prac**oners and stakeholders at the implementa*on level, including public or private 
employment/recruitment agencies, language or professional training centers, implemen*ng 
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ins*tu*ons and organiza*ons, professional chambers, trade unions, welfare and civil society 
organiza*ons, migrant communi*es and returnee associa*ons, and employers/companies. This 
data has been complemented with documents, sta*s*cs and studies. 
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List of interviews  
Germany 

No. Data name Organiza)on or 
ins)tu)on 

Actor group Place Number of 
interviewed 
persons 

01 L4S_DE_prac_01 Language school PracCConer Osnabrück 1 
02 L4S_DE_prac_02 Hospital PracCConer Lingen 2 
03 L4S_DE_prac_03 Hospital PracCConer Osnabrück 1 
04 L4S_DE_prac_04 German Competence 

Centre for 
Interna)onal Skilled 
Workers in the Health 
and Nursing 
Professions (DKF) 

PracCConer Berlin / Online 1 

05 L4S_DE_prac_05 Network IQ – 
Integra)on through 
Qualifica)on 

PracCConer Osnabrück 1 

06 L4S_DE_prac_06 Local public 
employment agency 
(BA) 

PracCConer Online 1 

07 L4S_DE_prac_07 Voca)onal school PracCConer Osnabrück 1 
08 L4S_DE_prac_08 Voca)onal school PracCConer Osnabrück 1 
09 L4S_DE_prac_09 German 

Confedera)on of 
Skilled CraYs (ZDH) 

PracCConer Berlin / Online 1 

10 L4S_DE_prac_10 Welcome Center PracCConer Online 2 
11 L4S_DE_pol_11 Federal Employment 

Agency (BA) 
Policy-maker Nürnberg / 

Online 
2 

12 L4S_DE_prac_12 Federal Employment 
Agency (BA), regional 
office Lower-Saxony 

PracCConer Online 1 

13 L4S_DE_pol_13 Federal Ministry for 
Economic 
Coopera)on and 
Development (BMZ) 

Policy-maker Berlin / Online 1 
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14 L4S_DE_prac_14 High-tech training and 
educa)on network 

PracCConer Berlin / Online 1 

15 L4S_DE_pol_15 Federal Ministry of 
Labour and Social 
Affairs (BMAS) 

Policy-maker Berlin / Online 1 

16 L4S_DE_prac_16 Private recrui)ng 
agency 

PracCConer Online 1 

17 L4S_DE_pol_17 Federal Ministry of 
Health (BMG) 

Policy-maker Berlin / 
Osnabrück 

2 

18 L4S_DE_prac_18 Hospital PracCConer Online 1 
19 L4S_DE_prac_19 German interna)onal 

coopera)on and 
development 
organiza)on (GIZ) 

PracCConer Online 1 

 
India 

N
o. 

Data name Organiza)on or 
ins)tu)on 

Actor group Place Number of 
interviewed 
persons 

01 L4S_IN_prac_01 Governmental 
industrial training 
ins)tute 

PracCConer Kerala 1 

02 L4S_IN_prac_02 Jeyamata industrial 
training ins)tute 

PracCConer Kerala 1 

03 L4S_IN_exp_02 Marian engineering 
college 

Expert Kerala 1 

04 L4S_IN_prac_03 Barton Hill 
governmental college 

PracCConer Kerala 1 

05 L4S_IN_prac_06 NORKA ( Non-
Residents Kerala 
Associa)on) 

PracCConer Kerala 1 

06 L4S_IN_prac_07 Kerala Academy of Skill 
Excellence 

PracCConer Kerala 1 

07 L4S_IN_prac_08 Interna)onal Labor 
Organiza)on (ILO) 

PracCConer Delhi 1 

08 L4S_IN_prac_10 Confedera)on of 
Indian Industry (CII) 

PracCConer Kerala 1 

 
India-Germany 

No. Data name Organiza)on or 
ins)tu)on 

Actor group Place Number of 
interviewed 
persons 

01 L4S_IN-DE_prac_01 Indo-German 
Chamber of 
Commerce (AHK) 

PracCConer Mumbai / 
Online 

1 

02 L4S_IN-DE_prac_02 Federal Ins)tute for 
Voca)onal Educa)on 
and Training (BIBB) 

PracCConer Online 1 

03 L4S_IN-DE_prac_03 Goethe-Ins)tut 
(Language school) 

PracCConer Osnabrück 7 



35 

04 L4S_IN-DE_prac_04 Private recrui)ng 
agency in healthcare 

PracCConer Online 2 

05 L4S_IN-DE_prac_05 Associa)on of 
German Chambers of 
Industry and 
Commerce (DIHK) 

PracCConer Online 1 

06 L4S_IND-
DE_prac_04 

NORKA recruitment PracCConer Kerala 1 

07 L4S_IND-
DE_prac_05 

Na)onal Skill 
Development Center 
(NSDC) Interna)onal 

PracCConer Delhi 1 

08 L4S_IN-DE_prac_12 Norka Language 
Center 

PracCConer Kerala 1 

09 L4S_IN-DE_prac_09 German 
interna)onal 
coopera)on and 
development 
organiza)on (GIZ) 

PracCConer Delhi 1 

 
 

Key informa,on 

 
Emerging vs. established 
corridor? 

Indian perspec?ve: Emerging but strategically priori*zed (especially 
post-2020; Germany seen as structured, ethical alterna*ve to 
UK/GCC). 
German perspec?ve: Remerging, rapidly ins*tu*onalizing, increasing 
in scale and highly strategic; India designated as ‘priority partner’ 
with country-specific Skilled Labor Strategy and one of the 13 focus 
countries under Germany’s Skilled Labour Strategy (2024). India as 
top na*onality among labor migrants  and foreign students in 
Germany. 

How relevant are formal 
state-led skill 
partnerships/agreements? 

A mul*tude of na*onal, federal and ministerial state-led partnerships 
and agreements have been signed recently. The Mobility and 
Migra*on Partnership (MMP) reflects the formal grounding and a 
strong top-down approach to (re-)ini*ate the rela*onship. Bilateral 
agreements are seemingly an important door opener and gesture for 
private actors on both sides to invest in skill mobility coopera*ons. 
G2G-agreements are o.en also required by the Indian side before 
German state actors can ini*a*ve agreements with private partners 
(important prerequisite). Several sector/occupa*on-specific 
programs (such as Triple Win and Hand in Hand for Interna*onal 
Talents) have been ini*ated. 
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Who is dominant - private 
vs. public actors? 
 

Both public and private are relevant within the corridor. There is a 
boom of German and Indian private actors ac*ve on the ground in 
India to establish (fair) recruitment partnerships.  
There are sectoral differences: 
Health sector: Public and private actors; Since 2021, India is no 
longer on the WHO list for recrui*ng in the healthcare sector. Since 
then, a “run” to the Indian healthcare market is observable – also 
from various other global or regional des*na*on countries. 
STEM sector: Self-organized and led by employers and private actors. 
Voca?onal trades: Least established, small numbers, growing G2G 
involvement. 

Degree of dynamism 
within the corridor 
(intensive dynamics, ups-
downs, sta*c, etc.)? 
 

Highly dynamic, not much regulated or difficult to regulate due to 
many public and private actors on both sides; highly booming and 
expanding field – also high number of actors from other global or 
regional des*na*on countries; but with opera*onal boMlenecks. 

What general percep?ons 
do involved actors have 
about (to-be/skilled) 
migra?on (posi*ve, 
nega*ve, etc.)? Is it a 
poli?cally or publicly 
controversial topic or 
accepted? 

India views skilled migra*on to Germany posi*vely. Germany is 
perceived as an ethical and regulated des*na*on with high standards 
but strict language requirements. Growing far-right discourse creates 
contextual tension; the ministerial level emphasizes ‘export’ of (to-
be) skilled migrants as important economic and developmental 
factor; on the public side: highly normalized and increasingly 
accepted as social mobility strategy. 
For Germany skilled migra*on is increasingly accepted as an 
economic necessity, and India is viewed as long-term, reliable and 
trusxul partner for a source of skilled labour in key sectors. India 
stands for high-quality and desired migrants, high expecta*ons of 
inflow of various migra*on types (higher educa*on, voca*onal 
training, specialists, and from various sectors/occupa*ons); 
Industrious/professionaliza*on, but also cultural and integra*on 
issues have been men*oned as barriers by German actors. 

What is the major skilled 
migra?on type (study, 
voca*onal or language 
training, non-formal 
skilled, job search, etc.)? 
Any trends? 
 

The corridor is increasingly diversified in terms of sector and 
migra*on type. This structure gives prospect for corridor flexibility 
and sustainability. 
Health sector: Highly structured (Triple Win and ürivate players). 
STEM sector: Employer-driven, intra-corporate transfer (ICT), Blue 
Card/self-placement, self-organized. 
Voca?onal training migra?on (electricians, technical trades): 
Emerging. 
Study migra?on : Increasingly important. 
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In addi*on, adapta*on/adjustment measures migra*on, job search 
migra*on, and family reunifica*on/forma*on migra*on are relevant. 

Where does skilling mainly 
take place (origin or 
des*na*on, both)? 

Mainly in India, but increasing number of higher educa*on and 
voca*onal training migrants (yet, s*ll small in number). 
Mixed Model- Major skilling (language and base professional 
qualifica*on) at origin, but recogini*on and on the job skilling 
happens in the des*na*on. 
In case of college or university degree, recogni*on is less of an issue, 
but for healthcare and other sectors recogni*on plays a role as 
barrier. 

What skill 
sectors/occupa?ons 
primarily shape the 
corridor? Any 
new(er)/emerging 
occupa?ons (e.g. digital 
health, green tech)? 

Highly diversified/heterogenous: STEM/IT (established), healthcare 
(nursing and elderly care, especially since 2021 a.er removal from 
WHO list - established), as well as ini*a*ves in voca*onal training, 
industry, commerce, skills trades, including green tech (emerging).  

What skill level shapes the 
corridor (high, medium, 
low)?  

Since the 2000s, the number of high-skilled migrants were highest. 
Recently, medium-skilled (voca*onal trained) migra*on is increasing. 

How do dynamics in one 
corridor affect other 
corridors (e.g. compe**on 
for talents; diaspora 
networks reinforcing 
secondary migra*on)?  

Reduced UK intake and visa norms, leading to a shi. to Germany 
(Healthcare and, in case of students as well). 
The WHO-lis*ng in the healthcare sector has global and regional 
impact on the corridor ac*vi*es. There is a global and regional “run” 
and compe**on on Indian healthcare workers. 
Diaspora networks influence the migra*on flow. 
Germany highly invested into the partnership with India, yet, it also 
established partnerships with a mul*tude of other states worldwide 
– but also in the South Asian region. India is seen as priority partner 
due to its size and worker/educa*on quality, but other 
countries/partnerships are simultaneously pursued. 

 
 


