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Astract  The relationship between international migration and human capital is central to any research on migration and economic development. It is also of vital im-portance to labour markets, particularly for countries with high rates of emigration or immigration (Collyer et al., 2013 ). The extensive desk review process was contributed by the interviews held with different ex-perts and practitioners from different EU member states – Germany, Spain, the Netherlands, Malta be-tween May – June 2014.  The findings suggest a demand for policy measures to support migrants in order to ensure a more efficient job and skills-matching process. Instruments are needed to facilitate third-country nationals’ integra-tion into labour market. The public-private partner-ship development is discussed as an instrument for the integration.  Other policy measures related to edu-cation and skills enhancements are required, targeted training, apprenticeship and mentorship schemes are 

recommended to be developed. At the same time, more attention should be paid to the recognition mechanisms of qualifications and skills, which might decrease the underutiliza-tion of skills not only for highly educated indi-viduals, but also for those with medium educa-tion levels and vocational education and train-ing (VET) qualifications. Thus, development of the mechanisms on skills enhancement, recruit-ment, placement of TCNs through the public-private partnership will foster integration of third-country nationals into labour market. The specific policy actions are needed in the areas of employment including the process of obtaining the work permit, skills and labour market inte-gration of migrants to decrease the costs and in-crease the benefits of migration.  
Introduction In the global economy labour and skill shortages are often relieved through crossing national borders, especially given the facts of demo-graphic challenges and structural changes in the economy and employment in the EU member states. The importance of foreign workers and skills has been largely acknowledged by mem-ber states and different integration policies are being developed. Most recently the Europe 2020 strategy has emphasized the highest im-portance of migration and integration in reach-ing strategic targets, such as high employment rate, combat against poverty, and the flagship initiative “New Skills and New Jobs” (Europe 2020). In order to reach the set goals and man-age to secure skills that are in demand in the EU economy, there is a need for developing flexible legal admission channels for third country na-tionals (TCNs) in certain occupations and sec-tors, as well as for fostering effective integration schemes for those already residing in the EU. It 
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seems that there is also a necessary political will to move in this direction, as claimed by Cecilia Malm-ström, the European Commissioner for Home Affairs in 2012: "If we want to fully benefit from the potential of migration, we need to continue to work with deter-mination on a long-term, well-managed legal migra-tion policy and effective integration policies. Europe is facing a long-term demographic challenge and a rap-idly changing labour market. In order for us to remain economically competitive, we need to attract workers, in particular high-skilled workers, from third coun-tries" (European Commission, 2012).   In order to improve labour market integration of mi-grants and to decrease chances of underutilization of their skills, specific policy interventions for support-ing migrants are being developed by various EU coun-tries. These policies usually include institutional ar-rangements, for instance, bilateral or multilateral agreements on skills recognition, and labour migra-tion management. In terms of addressing labour mar-ket development objectives, such policies can be di-vided into two main categories:  1. Support to TCNs from an employment perspec-tive:  a) Job matching process, which includes recruit-ment services, consultancy, job search and other similar services; b) Organization of pre-departure and orienta-tion sessions and other relevant trainings for migrants. Those should include information on availability of support services such as consultations, orientation sessions on their rights and obligations in the country. 2. Support to TCNs from the skills recognition and development perspective:  c) Assessment, certification, validation and recognition of skills and qualifications of TCNs; d) Support to initiatives for migrants’ skills en-hancement in order to meet the demand of the labour market, including vocational edu-cation, apprenticeships and mentorship schemes; e) Improvement of the TCN skills use in order to reduce underutilization of migrants’ skills.  The paper discusses the existing policy interventions, laws and regulations on integration of the third coun-try nationals, as well as international experiences of public-private partnerships with regard to TCNs inte-gration into the labour market. The paper starts with an overview of the Maltese case, continues with the discussion of the EU Directives, laws and regulations 

applied by the Maltese authorities, and a comparative analysis of similar policies of other EU member states based on the MIPEX findings.  The second part of the paper discusses the interna-tional experiences of public-private partnerships in Germany, Spain and the Netherlands. The paper con-cludes with a list of recommendations for future ac-tions.     
Background Malta has a long-lasting history of being a destination country for many migrants. Since 2002 the number of migrants arriving to Malta has increased. Their profile is quite diverse: on one hand, there are asylum seekers arriving to its shores on weathered boats, and on the other, migrants both from within the EU and from third-countries come to Malta to find a job. The total population of Malta has almost doubled over the cen-tury, and today Malta has a population of 421,364 (Na-tional Statistics Office, 2013). Malta is one of the small-est European countries with the highest population density (ECRI 2013). While the actual number of for-eign nationals and asylum seekers is quite low, it is high in comparison with Malta’s population. This makes Malta the EU country with the highest propor-tion of asylum applications (4.9 applications per 1000 inhabitants), followed by Sweden with 4.7 applica-tions per 1000 inhabitants. Malta is ranked eighth in the world and top one among the EU member coun-tries for the number of refugees, with 20 refugees per 1000 inhabitants (UNHCR 2013). Though Malta is a destination country for many migrants who intend to find a job there, according to the MIPEX findings, it is behind most countries in improving its integration policy, and many non-EU nationals with a right to live in Malta, do not have equal rights to work and access the local labour market.       
The goal of the research and 
research questions The aim of the paper is to provide an in-depth policy analysis and subsequent recommendations in order to advance the integration of third-country nationals into the labour market in Malta. It will discuss the current policy, regulatory, and institutional frameworks for la-bour market integration in Malta, as well as provide examples of best practices available within the EU. To reach this goal the following research questions are addressed:  
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• What are the Maltese’s policy, regulatory, and in-stitutional frameworks for labour market integra-tion of third country nationals?  
• What are the practices of public-private partner-ship (PPP) in Malta? How to strengthen PPP in or-der to improve mechanisms that match TCN job-seekers and the labour market needs?  
• How could responsible recruitment practices be strengthened through public-private partner-ship?  
• How can apprenticeships and mentorship schemes be applied to advance labour market in-tegration of TCNs?  
• How could public-private entities improve the procedures for recognition of qualifications, in de-signing language or introduction courses?  
• What policy measures could be implemented to improve PPP in order to advance labour market integration of TCNs?  
Methodology  For two months a comparative analysis of the policies and regulations for integration of TCNs within the EU has been conducted. The analysis was based in an ex-tensive desk review of relevant laws, regulations and policies; identification of the key stakeholders from public, private and civil society sectors in Malta and other EU member countries (Germany, Sweden, Spain, the Netherlands). The findings were consolidated with the data from the semi-structured interviews.  The assistance with the project was provided by the International Organization for Migration in Malta, which helped contact the stakeholders in Malta, as well as by International Center for Human Develop-ment in Armenia, which facilitated the process of get-ting in touch with the stakeholders from other EU member countries. The stakeholder group comprised state authorities, private sector representatives, spe-cifically private employment agencies and non-gov-ernmental organizations. Identified representatives were contacted through emails or phone calls. One of the largest limitations in this research was communi-cation and participation of the stakeholders in Malta. Though emails and follow-up calls were made, in many cases partial or no responses followed, which defi-nitely affected the findings of the research it terms of having far more limited perspectives on the Maltese case.      

European and maltese legal 
framework  

The EU framework There are a number of directives that the EU has de-veloped with the purpose of increasing the mobility of TCNs in the labour market. Such directives regulate the mobility of highly qualified employees, scientific researchers, individuals undertaking studies and ex-change programmes, and finally the directives provide overall general regulation for the EU member states. This part provides overview on the directives issued by the EC on the migration management and integra-tion processes. Specifically, the Council Directive 2011/98/EU regu-lates a single application procedure for a single permit for third-country nationals to reside and work in the territory of a Member State. It also defines a common set of rights for third-country workers legally residing in a Member State. There are only five member states - Austria, Portugal, Lithuania, Latvia and Belgium - which have implemented this Directive, whereas the deadline of implementation was 25/12/2013. Another Council Directive 2009/50/EC of 25 May 2009, regulates the conditions of entry and residence of TCNs for the purpose of highly qualified employ-ment. This directive creates the European Blue Card that sets out the conditions and rights of residence in the issuing as well as in other Member States. Since mobility of researchers is a key element in gain-ing knowledge, as well as its transfer, the Council Di-rective 2005/71/EC of 12 October 2005 regulates the specific procedure for admitting the third-country na-tionals for the purposes of scientific research. One of the objectives of the EU in the field of education is to promote Europe as a world center of excellence for study and vocational training. Promoting the mo-bility of third-country nationals within the EU for the purpose of academic studies is a key factor in this strategy. The Council Directive 2004/114/EC of 13 December 2004, regulates the conditions of admission of TCNs for the purposes of study, pupil/student ex-change, and unremunerated training of voluntary ser-vice.  Finally, the Council Regulation (EC) No 1030/2002 of 13 June 2002 lays down the general and uniform for-mat for residence permits for third-country nationals.    
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Maltese framework  The 1970 Immigration Act to restrict, control and reg-ulate immigration into Malta and to make provision for matters ancillary thereto (Immigration Act, Chap-ter 217 of the Laws of Malta) is the main instrument on immigration in the country. It also regulates, inter alia, the border control, detention, expulsion, and the issuing of residence permits. This law has been amended several times. In 2011 Malta transposed the EU directives on highly qualified employment regula-tions for the third-country regulations into the Mal-tese law. Also in 2011, Minimum Standards on Sanc-tions and Measures against the employers and illegally residing TCNs was accepted.  However, there is still a lack of clear policies with re-gard to third country nationals, such as integration policies or anti-discrimination policies. The legislative framework and procedures remain complex and quite unclear, and Malta is still under the obligation to im-plement the Directive on Single Permit for TCNs. Mi-grant workers that are already granted permit and in-tegrated into the Maltese labour market can provide workforce required in the labour market as well as possibly increase Malta’s productivity. However, con-cerns arise in regard to the public policy discourse in Malta, which mainly addresses regular migration, put-ting aside the issue of utilizing and widening opportu-nities for legalization of the stay and work of irregular migrants currently available in the labour market, which would eventually relieve labour shortages of the market.  According to the Immigration Act (2004) the third country nationals should obtain work permit or em-ployment license, in order to be able to enter the la-bour market in Malta. The key institution which is re-sponsible for subsequent procedures is the Employ-ment and Training Corporation (ETC), a public corpo-ration, which has been set up by an Act of Parliament in 1990. The primary responsibilities of the corpora-tion are to provide a public employment service, man-age the vocational training schemes financed by the state, as well as maintain labour market information. Since August, 2005 ETC has started processing appli-cations for employment licenses of foreigners, in order for them to be legally employed in Malta (ETC). At the same time, third country nationals are not allowed to apply for a work permit, and therefore, it is the em-ployers’ responsibility to apply for one.  Malta is one of the countries among the member states that uses EU law 2003/86 EC which restricts access of the family members of the third country nationals who 

have already been granted a work permit for employ-ment or self-employment. Since 2007 they have had to pass labour market assessment, as well as obtain work permit.  Decision making on work permit may be perceived as arbitrary, with no clear guidelines that give the appli-cant the certainty. For example, the ETC has all the rights to cancel or change the granted work permit at any time. The results of the labour market assessment test may affect the decision making process as well.  Malta restricts also access of TCNs and their family members to public employment services and unem-ployment benefits. In order to qualify to apply for a self-employment status TCNs should meet some crite-ria, which include investment of min. € 100,000, the sound business plan, as well as at least one highly skilled innovator. At the same time rental contracts and/ or salaries or any other fees related to the busi-ness plan cannot be paid from that minimum invest-ment amount.  It should also commit to recruitment of at least three EU/EEA nationals within 18 months.  Migrants and Maltese nationals have the same work-ing conditions and access to trade unions, with one distinction only which applied to the migrants: if a work permit is granted to a migrant for a specific workplace, in case of intending to change or lose the job, the process of obtaining the work permit should start all over again. In contrast, in Sweden once resi-
dents obtain a permit (usually issued for at least 1 year), 
the labour market does not put any differentiation be-
tween Swedes and EU/non-EU nationals.  In general, the Swedish approach to migrant integra-tion is more comprehensive. The workers also get ac-cess to study grants, which are available even for childcare within the family. Almost all newcomers are being informed of their rights and obligations under the labour law of Sweden (Swedish Migration Board). Information dissemination is mostly done through specific programmes, trade unions, and NGOs. Most in-formation is accessible through the multilingual web-sites. The newcomers, besides being provided with their rights and obligations, take also orientation courses, such as introduction to the country and its traditions, language courses, as well as housing and family initiatives and new civic projects on integration of the migrants.  Another example is Portugal, where workers and their families, regardless of their nationality, have equal le-gal opportunities to change their jobs, serve the public, or start their own business. They are provided equal general support in finding jobs and have equal rights 
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when it comes to job vacancies. The National Immi-grant Support Centre’s Legal Aid for Immigrants Office provides consultation on the rights of and support to workers in cases of exploitation.  Finally, in Spain all residents, whatever their national-ity is, have the same legal opportunities to get into la-bour market. The migrants have equal access to public, private and self-employment activities. All residents, Spaniards, EU/non-EU citizens are allowed to use gen-eral education and training services, and have to pass the same procedures on recognition of foreign qualifi-cations. Since 2009 Immigration Law, migrant’s family members (spouses, adult children) are allowed to en-ter the labour market and have the same opportunities and rights (MIPEX Malta).  
Public-private partnership in 
regards to third-country 
nationals’ Integration into labour 
market  This chapter is divided into two sub blocks. The first block focuses on the international experience of the public-private partnerships developed in different countries, particularly the existing systems in Ger-many, Spain and the Netherlands.  The roles of the au-thorities, intermediaries such as private employment agencies in terms of implementing the integration pro-grams for the third country nationals are discussed. The second part goes through the process of recogni-tion of qualifications of the TCNs, as well as accessibil-ity to the trainings, seminars, vocational education in-cluding the apprenticeship and mentorship schemes.   Complexity of the labour market, constantly changing requirements, labour migration and work conditions, as well as the budgetary limits of the governments have created opportunities for the private sector rep-resentatives, specifically for the private employment agencies (PrEAs) to enhance their role in the market. These agencies usually have more capacities to react to the labour market changes and provide effective, flexible solutions. Thus, collaboration between the Public Employment Service (PES) and PrEAs is usually required in order to overcome the challenges raised in the labour market and develop effective mechanisms for the integration of third-country nationals.  In general, countries incorporate different PPP types, depending on the institutional framework, the nature of the Active Labour Market Policy (ALMP), as well as market conditions (Tergeist, Grubb, 2006). According 

to the literature dealing with the PPPs, there are sev-eral common factors that have been proved to be suc-cessful for those involved in labour market, such as:  
• Full confidence among the members of the part-nership: The aims and objectives of the partner-ship must be clearly defined, and the monitoring and reporting mechanisms should be in place. Along with all these the risk identification and measurement mechanisms should be developed and shared among the members of the partner-ship. These steps lead to the responsible partici-pation among the members;  
• Availability of resources: Resources should be available and guaranteed for the members of the partnership in order to implement projects;  
• Public awareness raising and obtaining public support of labour market projects, as well as com-mitment by the leading politicians to the activities throughout those projects;  
• Monitoring mechanisms: Partners should be ac-countable for their performance of responsibili-ties, and accountability mechanisms should be controlled by all the members of partnership. At the same time, periodically new activities should be taken into account in order to meet the demand of the market. The internal control and accounta-bility of the partners usually foster new processes and develop grounds for the improvement of the partnership performance.  Besides the above-mentioned factors, in order to de-velop an effective project it is also important to have clearly defined target groups, understand their needs and the challenges they face while trying to access la-bour market services. Aside from the job recruitment process, there is a rising demand for education and skills development.  International experience in collaboration between public and private sectors is discussed on the exam-ples of the EU member-states – Germany, Spain, the Netherlands. Each of the counties has developed its own model of PPP, which is specific to the country and local labour market.   
Germany From January 2003 Germany started the implementa-tion of the so-called Haltz reforms, consisting of four packages (the Hartz I to IV acts)(Krebs, Scheffel, 2013). The aim of the reforms was to improve the pol-icy regulations and increase the quality of placement services (including migrants), through development and incorporation of market mechanisms. Through measures, such as Personal Service Agencies (PSA), 
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Job Centers and mini-job model, it became possible to overcome the long-term unemployment, create new employment opportunities, as well as accelerate la-bour market flows.  The restructuring of the Federal Employment Agency into a service provider with a private management structure is one of the examples of successful public-private partnerships. The model of partnership be-tween PES and PrEAs is based on the contracting-out process (Federal Employment Agency (BA), Ger-many). PES is free to choose whether to outsource the service fully or partially, thus the public tendering has become mandatory while outsourcing the services. Since 2003, each of the local employment agencies sets up a PSA, which acts as a temporary work agency for the unemployed. The local employment office may re-fer the clients with whom they face challenges in placement, to the PSA, which in its turn receives a lump sum fee for each worker. The PSA may provide permanent placement or even temporarily lend the worker to other companies, but in case of inactivity, the PSA is obliged to provide training for the jobseeker. Overall, the PSAs combine both training measures and job search assistance. The third-country nationals can get a residence permit if they wish to un-dertake vocational training in Germany. This requires approval from the Federal Employment Agency. After the vocational training, the third-country national is allowed to stay in Germany for the period of one year in order to find a job, corresponding to the vocational training.  
Spain According to Rodriguez-Pinero (2001), the evolution of PrEAs in Spain has been short and full of challenges. The Spanish labour market has been traditionally re-stricted by strict rules, including exclusion of existence of any kind of private employment agency in the mar-ket. The ratification of the Private Employment Agen-cies Convention No. 181 of the International Labour Organization in 1999, as well as the EU strategy of pol-icy coordination obliged the government to undergo restructuring of PES in 2003, in order to increase the efficiency of the labour market and employment op-portunities. The National Employment System is com-posed of National Institute of Employment (INEM or National PES) and the public employment services of the autonomous regions. The temporary employment agencies later have been granted opportunity to trans-form into the profit-oriented private employment agencies, in order to be able to provide trainings and consultation in the selection process, as well as out-placement service have been presented. Among the 

most effective companies providing outplacement ser-vices in Spain can be mention Creade, Lee Hecht Har-rison, MOA Groupe BIS, Right Management Consult-ants and Uniconsult. They have played as a prototype for many organizations operating in Spain nowadays. They have developed collaboration between PES, re-gional governments in the placement process includ-ing placement of migrants.     
The Netherlands  Since the 2002 reform the employment services sector has remains partially privatized. PES still exist and the Ministry of Social Affairs and Employment keeps the supervisory role through its bodies, for instance the UWV Werkbedrijf (Uitvoeringsinstituut Werknemers Verzekeringen), which is the office for reintegration and unemployment benefits. Besides the placement services, it provides training opportunities, as well as consultation to the jobseekers and employers, without distinction between migrants and local representa-tives.  However, the private sector is also actively engaged in the placement services along with the State authori-ties. For example, UWV defines the criteria for tenders mostly on (re)integration projects. The tenders are be-ing announced for the private employment agencies, which on their term present the plan for the (re)inte-gration services to be provided in case of the success. The government’s expectations from engaging the pri-vate sector is that by enhancing competition, the effec-tiveness and efficiency of provided services will im-prove. The recent reforms in the country have fol-lowed the principle of giving priority to work, rather than income, through widespread market-type mech-anisms which enhance competition in employment services for jobseekers, including third country na-tionals (UWV).  
Skills development  The products and services provided by both public and private sector representatives are increasingly complex. Usually the demand from both employers and jobseekers sides is quite abstract, at the same time it consists of specific components which might lead to the solutions. Thus the social actors dealing with the development of products and services play a crucial role. Aside from the rough recruitment services, re-cently more and more public and private sector repre-sentatives pay attention to education and skills devel-opment of the labour force in general, which no doubt 
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has direct impact on the integration process of the third country nationals.  The state and private sector representatives are launching more and more projects and initiatives on the skills development of the labour force. Some of these target the youth, since the youth unemployment is the major issue in most of the EU member states, while there are other projects which specifically focus on the migrants and their integration issues, skills de-velopment and qualification recognition. Multiple training programs, apprenticeships, vocational educa-tion programs are being implemented by the govern-ments in collaboration with the private sector, includ-ing the intermediaries such as private employment agencies. Examples of such kind of initiatives are quite many, and for each country those are developed taking into consideration the demand of the local market.  However, despite the vast number of programs on in-tegration, and skills enhancement, there is a lack of centralized approach. Besides providing employment services, including issuance of work permits for third-country nationals, the Employment and Training Cor-poration in Malta is also responsible for vocational training schemes funded by the state. Though training and other projects are being developed and imple-mented in cooperation with different stakeholders, they are mostly ad hoc programs. Moreover, these pro-grammes are short-lived, and once funding, mostly EU funds, are dried up, they stop.  The issue of standardization becomes crucial, since the quality and standards of these projects vary due to the great number of projects being organized by dif-ferent stakeholders. The projects usually consist of language courses, job searching skills, as well as intro-duction to historical and socio-cultural aspects of the Maltese labour market (ETC). However, if the TCN is employed or the employer has already proved that he/she is the right candidate for the certain job, the TCN is not allowed to attend the state-funded training or integration programmes. In addition, the language courses are not mandatory for foreigners seeking a job in Malta. However these are highly recommended, since the lack of knowledge of the local language might cause, for instance, communication issues at the work-place and challenge the successful integration of the foreigner.     However, despite the fact of implementation of vari-ous projects on skills enhancement of the third coun-try nationals, there are also cases on underutilization of the migrant skills. Issues with skills underutilization start from the limitation on the access to the labour market, since it is only the employer, who can apply for the work permit of migrants, at the same time 

proving that there are no candidates available among Maltese first and then EU nationals. According to dif-ferent research studies, the most effective way of find-ing a job remains through personal connections, or waiting by the side of the roundabout to be picked up for a “one off” job (Nitkellmu?, 2013).  
Conclusion and recommendations 
for Malta The Maltese strict policy on employment of third country nationals makes their integration into labour marker quite challenging. The limitations with the work permit, aka the current scheme of one permit per job, creates serious issues in terms of restricting the flexibility and mobility of third-country nationals in the labour market. Moreover, several integration re-lated activities are carried out by the agency, which deals with work permits, organizes trainings, provides vocational education and implements other initiatives, along with offering recruitment services. Naturally, this kind of concentration of activities might cause a conflict of interest among the stakeholders.  Taking into consideration the current features and limitations of the Maltese labour market, several rec-ommendations are provided, which can be used as a starting point for the development of a long-term plan for integration of TCNs into the labour market while addressing market limitations. The development and implementation of an efficient and effective ALMP requires involvement and contri-bution from all stakeholders. It is recommended to de-velop a working or counselling team, which will in-volve representatives of not only state authorities, but also trade unions, employers, non-governmental or-ganizations, independent experts and practitioners. This diversity will allow the team to offer a multidi-mensional and complex approach in ALMP, which will eventually increase the efficiency of integration of mi-grants into the labour market. In order to increase the effectiveness and maximize the return from ALMP it is highly recommended to revise it on a regular basis in order to adapt to the recent changes in the market. The monitoring and evaluation mechanisms should be de-veloped, in order to keep all the stakeholders account-able for the implementation of the ALMP.  It is recommended to conduct a need assessment of all stakeholders in order to implement projects for en-hancement of their capacities for the integration sup-port of the migrants. 
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Moreover, it is recommended to have long-term pro-grams developed and implemented in Malta. Unfortu-nately, the projects on integration of migrants into the labour market tend to cover shorter periods, and in most cases are funded by the EU. The integration pro-grams usually are implemented by NGOs and other stakeholders, and the dependency from external funds leads to development of ad hoc programs and no sus-tainable follow-ups once the funding dries up. There-fore, a systematized and consolidated approach is rec-ommended in order to develop long-term programs reflecting the integration needs and interests of the third country nationals. As an alternative, it can be suggested that each successive program should built on the achievement and gaps of the previous one, i.e. projects have to continue one another.  The role of intermediaries, such as employment agen-cies, in the job matching and placement of migrants re-quires a significant collaboration between the public and private sectors. These collaborations can be ex-tended to the provision of training, orientation semi-nars, vocational education and other schemes in order to increase the effectiveness of the job matching pro-cess. However, specific attention should be paid to the issue of underutilization of the TCN skills, and this should be taken into account in the job matching pro-cess.  It is also highly recommended that the roles and re-sponsibilities regarding the implementation of the in-tegration policy be clearly distributed among different agencies. These distinct agencies should be responsi-ble for the development and organization of skills en-hancement training schemes for the migrants, place-ment services and issuance of work permits. Taking into account the strict approach to granting work per-mits to the third country nationals, this kind of concen-tration of activities in one body might raise issues, such as conflict of interests among the stakeholders, and efficiency and availability of resources. Distribu-tion of responsibilities will ensure proper accountabil-ity as well.     It is commonly accepted that the role of employment agencies is the intermediation between the various ac-tors of the labour market. Therefore, employment agencies have to be ready for fast identification, adap-tation and responsiveness to the labour market changes. It is recommended for employment agencies to be flexible and develop enough capacity to timely modify their philosophy and strategy to be able to match the demand and supply of skills, rather than fo-cus on the sole objective of finding workers jobs. This can be achieved through offering a labour market 

training, which could be effective in case it is carried out in close cooperation with private companies.  It is also recommended to develop mechanisms for al-ternative work contracts, besides long-term or perma-nent contracts. The objective of these flexible con-tracts should be to improve opportunities for jobseek-ers in job finding, avoiding the risk of the shadow mar-ket development.  As it has been mentioned above, employment agencies need to be adaptable to market changes. It is equally important to have an institutionalized environment for these businesses, in order to ensure stable income for their staff, and enough capacity for protection of social and employment rights of TCNs. This approach will allow these agencies to be more competitive in the market and open to alternative and new ideas, since as small and medium businesses, their usual challenges are about incorporation of new resources and ser-vices. Thus, the employment agencies will be able to provide more flexible and efficient solutions to em-ployers if they have the necessary support through the institutionalized system.  The institutionalized environment for employment agencies will also bust counseling services to promote activities reflecting the principle of corporate social re-sponsibility, aside from providing recruitment ser-vices to companies. The multi-stakeholder collabora-tion could be mutually beneficial: it will help to raise the companies’ profile in the community, and will en-hance the reliability of relationships with the local councils. The effective job placement of the TCNs, as well as introduction of the apprenticeships programs by the organizations, can contribute to the integration of the TCNs.  The role of placement services for migrants trying to enter the labour market requires special attention. The employment agencies in collaboration with the lo-cal councils should propose tailored initiatives for tar-get groups of workers. The experience of non-govern-mental organizations can be a good reference for the development of targeted services and find solutions for the effective integration mechanisms for migrants.  
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