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Stockholm: Future Success
Growth Through Innovation & People
Attracting and retaining international talent
during digitisation and pandemic

This report is a strategic document describing what the City of Stockholm can do to attract and retain
highly talented individuals from around the world. Consequently, it focuses on actions and measures
that the City is responsible for and has the ability to influence.
Measures beyond the control of the City, such as national taxes and policies, are not covered in the
scope of this report.
The report provides workable solutions to the question: What are the possible next steps the City of
Stockholm should take to attract and retain international top talent?
Information for this report was gathered via interview studies, case reviews and on-site attendance of
relevant facilities and events in other cities.

This report has been produced by Invest Stockholm, a subsidiary of Stockholm Business Region AB.
Researched and drafted by Patrick Walsh, Invest Stockholm.
Visionary contributor to the report was Anna Gissler, Invest Stockholm.
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Attracting and retaining international talent
during digitisation and pandemic
1.0 Introduction
1.1 Objective
Trustworthy. Visionary. Free. These words reflect how Stockholm sees its place in the world. They echo
the very essence of the city, traits that have been passed down from one generation to the next,
crystallising in the DNA of Sweden’s capital.
As a result of these positive characteristics, Stockholm has long been ranked globally among the top
five cities with the best reputation. One core feature that has led to this ranking has been the city’s
ability to innovate, create and recreate over many decades.
Thus, the innovative success stories are vast. From the invention of the pacemaker to the world’s
leading app for streaming music, Stockholm has become one of the top cities for innovation, in a world
of innovative business.
Stockholm is now being touted as being the ‘impact capital of the world’ due to inherent values the
city has held for many decades regarding sustainability. The city and its people continue to lead the
way on this increasingly important matter, with the world now taking notice.
However, despite ‘The Capital of Scandinavia’ being listed among the top cities across a wide array of
factors, City RepTrak 2018 gave the city a low score on familiarisation and awareness. So, although
Stockholm stands out from the crowd, it does so as a little-known player, in an increasingly noisy world.
To maintain Stockholm’s reputation and enhance awareness of the city across the globe, it is essential
that innovative output is increased, and success stories are shared with the world.
In order to achieve this, it is imperative that the city continues to attract the next generation of
international top talent to study, work and start businesses in Stockholm.
However, when it comes to the attraction, development and the retention of highly educated and
highly talented individuals, with a specialised skillset, Stockholm is not alone in its desire for luring these
people.
This is an issue that has been highly prioritised by forward thinking cities and regions across the globe, as
they creatively invest and hotly contest one another to attract highly talented individuals to secure
future economic growth.

“Talent, not capital, will be the key factor linking innovation, competitiveness and growth in the
21st century.”
– World Economic Forum, The Human Capital Report 2015
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For multinational corporations, gaining access to talent has progressively become the most important
decision-making factor when deciding on the establishment of new regional headquarters.5
Despite the population of Europe rapidly increasing, the availability of highly talented individuals is
declining across the continent. This is in addition to the fact that since 2010 the number of talented
individuals entering the labour market has been lower than the number from the “baby boomer”
generation that are retiring.
Many countries are suffering because they have an abundance of graduates and workers possessing
limited competences required to meet current market demands. The harsh reality can no longer be
ignored: our education systems have not been structured towards the employability of the graduates.
Thus, as economies around the globe have transformed into knowledge societies, there has been an
increasing dependency on international top talent to enable the next phases of productivity and
growth. Yet there is a mismatch between what universities are teaching and the skills required by
employers.
To put this in perspective, experts estimate that approximately twenty percent of Russian and twentyfive percent of Indian professionals are considered unemployable by multinational corporations due to
the unequal standards of today’s education systems.51
Being one of the world’s most technologically advanced societies, Sweden has long had a need to
develop, educate and attract highly talented individuals who find solutions to increasingly complex
tasks.
The latest statistics indicate that 19.6 percent of those employed in Stockholm are in roles considered to
be knowledge intensive. Recent successes within this ‘unicorn factory’ dictate that the demand on
attracting international top talent to fill these roles will continue to rise.50
As early as 1997, McKinsey’s Steven Hankin predicted that insufficient numbers of top talent would be
available to replace the “baby boomers” retiring from service in developed economies. Hankin then
coined the phrase “war for talent” referring to the fierce competition that would arise between
corporations and economies to attract, develop and retain highly talented individuals.
As many people have said before, "The war for talent is fierce," but what they have failed to mention is
that the war has ended.
It is over. The battle was quietly won by the talent pool.
The intelligent and skilled people of this world now call the shots on who they will work with, how they
will work and on what projects they want to work. Importantly, they are also increasingly selective
about where they want to work.

“Fifteen years ago, 80 percent of people said they chose the company before the city. Today, 64
percent choose the city before they choose the company or the job”.
– Charles Landry, Author, Cities of Ambition, et al
In addition, it is important to note that cities are becoming more well-known than countries. The
Empires of the 19th century are gone. The countries that dominated the 20th century are losing prestige.
Neither China, India nor America will monopolise this new world, because the 21st century will be the
era of The City.
These islands of self-governance will be the seat of economic growth and political strength. The
leading cities of the world already shape national politics, more than is the reverse. When we look at
Stockholm: Future Success. Growth Through Innovation & People
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economic power, the world’s top forty cities contribute to two-thirds of the global economy and most
of its innovation. This is the reason why international top talent is migrating towards the cities.
Thus, the objective of this report is to provide insight into ways that Stockholm can continue to compete
with these leading cities, and ultimately outshine them, through the attraction and retention of the
world’s most highly talented individuals.

1.2 Digitisation and Pandemic
For centuries the small towns around of Stockholm were sustained by woodcutters. In the evenings,
these woodcutters would come together with the other villagers to share tales of the day and break
bread.
Every morning each woodcutter would sharpen his axe and venture out into the forest alone. If
necessary, the woodcutter could check in via radio contact, otherwise they only returned when they
had cleared enough forest.
The digital organisation is like this.
Each employee works alone in their individual place of work, toiling until they complete the set task. At
set points across the year, the company invites team members to come together in a single location,
using this time to impart insight, set goals, upskill and share the modern-day equivalent of woodcutter
stories. Once the meet up is complete, they each venture back to their workstation and get on with
the task at hand, solo yet connected.
All around the world, this is how people in most trades have worked for millennia, be that goat herders
alone in the mountains or a graduate sitting in a Södermalm café, building a start-up from the laptop
on her knee.
Being alone in the completion of the most immediate task yet connected with others working towards
a common objective is the historical norm for humans.
With the advent of a global network of rapid internet connection, it was inevitable the world would
return to this nature of working. With the COVID-19 pandemic this became more evident than ever.

"Stone Age. Bronze Age. Iron Age. We define entire epics of humanity by the technology they use."
– Reed Hastings, Netflix CEO

The old saying that “nothing can happen for decades, and then decades can happen in weeks” is apt
in this case, as the response to the spread of the coronavirus has pulled the future forward.
The global spread of the virus did not so much change the trajectory of how we work, it just
accelerated the inevitable – we are simply moving towards that which was already coming, but at a
much faster pace.
As a society we were progressing to a world which was more digital, more sterile and more remote. We
would have arrived here in ten years, but, in the space of ten days the world went into lockdown and
within ten weeks the populace settled into the ‘new normal’ of working.
Stockholm: Future Success. Growth Through Innovation & People
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Remarkably this happened simultaneously in every city, town and village across the globe and the
populace complied in unison.
It was the industrial revolution that brought the progressive idea of people working together in a single
building, in physical proximity to many others, away from the home. We can now more clearly
understand that the notion of the physical workplace with many employees under a single roof is the
anomaly.
Working remotely, solitary to the task at hand, with a connection to a wider network is what is natural
and sustainable. With increased digitisation and the return to remote teamwork, it will become more
apparent that this is not a new challenge to overcome but a business advantage to strive to realise.
Through educated foresight by Stockholm and great investment in the dark fibre network, this city has
established a competitive advantage in confronting this challenge. By untying the idea of physicality,
we open the world to a tsunami of possibilities, and we democratise opportunity.
Location, location, location
There is not an insistence that talent will take on projects from any location in the world. Talent must
spend the night somewhere and inevitably they would like that to be in a region that aligns with what
they hold dear. They want to live in a location that ticks as many of the boxes on their ‘lifestyle wish list’
as possible.
They prefer to advance their career and find work in proximity to the environment they live. A city with
surroundings that are pleasant and built on values they align with is preferable, because working by the
beach on a small island can tend to lose its appeal after some time.
The statistics show that despite the digitisation of our planet and the resulting hyper-connectivity, twothirds of highly talented individuals choose the city before they choose the company or the job. Many
want to work in relative proximity to the place that they live.
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Advances in communication technology have vastly impacted working practices. The slog of the daily
commute to and from a city centre workplace is no longer necessary, and it does not make good
business sense.
Team members can complete their daily task, fully connected to their team, without leaving their home
or neighbourhood. Work is no longer directly associated with a fixed location, and connection requires
only a Wi-Fi router.
Post-Pandemic: The Early Indicators
Paradoxically, the location of an organisation’s headquarters is increasingly important. The bright lights
of the cities have never been as magnetic and the changing geopolitical nature of our world following
the COVID-19 pandemic has accelerated the pace of change.
Early patterns show that instead of the pandemic pushing talent away, they are now more attracted to
relocating to the cities that can match their economic, cultural and lifestyle values in this fast changing
and turbulent world.
However, the era of the mega city may be over.55 Early indicators suggest the COVID-19 pandemic will
see talent increasingly shun the megacities and move to cities that are more sustainable and with
fewer inhabitants. Evidence coming out of Copenhagen suggests the Nordic cities are ideally placed
in this regard.
Having considered the importance of having highly talented people help kickstart the economy when
the pandemic subsided, Denmark launched a talent attraction campaign on 11 March 2020, one
week after nationwide restrictions were imposed.
Within six weeks of the ‘IT Tech Campaign’ going live, a positive response had 22,624
candidates (unique visitors) visiting the campaign website with over 650 applications received. In
addition, more than 2,900 candidates signed up to receive information on finding a job in country’s
tech industry.
This further highlights the level of importance attached to ensuring Stockholm has a finely tuned talent
strategy as part of the City’s plan to kickstart the economy as the world comes out of lockdown and
we begin to more fully understand what the ‘new normal’ will look like.

1.3 Agility, communication and connectivity
Traditionally the more politically dependable a region is perceived, the more appealing it is. This
becomes more apparent during times of crisis and instability. Evidently, we have seen this pattern
revealed in various talent attraction reports over the past decade and following the COVID-19
pandemic it will become increasingly clear.
Delving into the 2018 Global Talent Competitiveness Index to study the winning formula, it is fair to
deduce that Stockholm is in a great position to attract international top talent.
It is evident that those leading the index are mostly small countries like Luxembourg and Singapore,
which are city states, who along with other small states such as Denmark, Switzerland and the
Netherlands, account for half of the top ten.
Small countries are winning because of that reason: their size allows them to be more agile and
reactive. They can manoeuvre around bureaucracy and red tape with efficiency and speed. They
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can sense the forthcoming hurdles to development and growth, and they can innovate and overcome
the challenges with greater ease than the bigger, slower nations.
Sweden, Finland and Norway take up the other spots in the top ten of the 2018 Global Talent
Competitiveness Index along with the United Kingdom and the United States. Furthermore, when we
expand our view, three very striking factors towards being successful in attracting and retaining
international top talent become apparent when examining the top twenty-five most successful
countries:
-

Effective communication:
o Countries with a high proficiency in English appear more welcoming to international
top talent, as this is deemed one less barrier to entry.
Agility and innovative problem solving:
o It is evident that small nations who can connect an array of actors with efficiency to
fulfil a specific value proposition will be most effective in this regard.
Connectivity:
o Investment in advanced fibre network to enhance connectivity allows for increasing eservices for residents and enterprise, lowering the barrier to innovative capabilities.

Sweden ranks highly in all cases, with a high proficiency in English and a higher than average agility for
manoeuvrability,10 combined with the second fastest internet download speeds on the planet.10
Indeed, Stockholm as a highly regarded city is ideally placed to thrive based on these attributes and, in
fact, it can be argued that the capital now shines brighter than the nation from which it is was
spawned.
We have been here before. Over a thousand years ago European city-states emerged as the cogs of
the commercial expansion of the day, capitalising on trading routes that enabled the fruition of the Silk
Road.
世界多样性是人类社会的基本特征，也是我 们今天看到的生动活泼的世界的关键条件

Diversity in the world is a basic characteristic of human society, and also the key condition for a lively
and dynamic world as we see today.
– Hu Jintao

Today the renewed importance of cites and their industrial prowess in the knowledge age is enabling a
regeneration, and postmodern equivalent, of what could become the equivalent of a global
Hanseatic League of cities working together in collaboration. As important to success as highly
talented individuals with innovative ability were at that time, they are vastly more important now, as the
competition is not only European, but global.
A study of the 2019 Global Talent Competitiveness Index confirms agility, ease of communication and
connectivity as being contributors to the winning formula in talent attraction, with nearly two thirds of
the top thirty cities meeting most, if not all, of these criteria.
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1.4 What is “top talent”?
Top talent is considered by many to be the new currency of economic development. In addition, it is
believed talent attraction will soon be considered more important than project attraction for the
success of cities and regions.6
This is a big prediction and it places a large emphasis on the importance of forward-thinking economies
in attracting top talent. Thus, it is important that we now attempt to grasp what is considered “top
talent” by the market.
To define such an abstract term, it can be beneficial to turn to both the qualitative and the
quantitative to comprehend a concept such as “top talent.”
When we consider the numbers first and delve into the various reports written around the impact of top
talent, we can see that the value of these individuals is staggering. And rightly so. The impact they
have on their team, the organisation and even the society in which they choose to work is enormous.
Thus, what follows are some guideline numbers from various reputable sources across the globe, which
will be further elaborated on in this report:
– Superior talent is “up to eight times more productive” in complex occupations.7
– Each new high-tech job in a city, “creates five additional jobs in skilled and unskilled occupations.8
– By 2030 the talent shortage “could result in about $8.5 trillion in unrealized annual revenues.”6
– “Failure to attract and retain top talent” was the number-one issue in the Conference Board’s 2016
survey of global CEOs.7

– There will be “a global human talent shortage of more than 85 million people by 2030.”6
– The average international talent with accompanying family contributes approximately EUR 27,000 to
the economy per annum after all societal costs taken into account.53
– Retaining current talents for an additional six months can yield additional economic benefits for the
city of approximately EUR 8.57 million.52
This quantitative selection derives from the fact that governments, CEO’s and thought leaders believe
the biggest threat to future productivity and success is the availability of, and access to, top talent.

These statistics will be further discussed later in the report, but it is safe to deduce from these statistics
that a city’s ability to attract international top talent over the coming years will be fundamental to its
economic growth.
“Many newly successful cities on the global stage have sought to make themselves attractive to
businesses based on price and infrastructure subsidies. Those competitive advantages can work in the
short term, but they tend to be transitory. For cities to have sustained success, they must compete for
the grand prize: intellectual capital and talent.”
– Michael Bloomberg, former Mayor of New York

But again, what is “top talent”? Let’s examine this from a qualitative perspective.
To some degree, the structure of what defines “top talent” is subjective, depending on the needs,
leadership and goals of a team or organisation. It is said that within thirty seconds of meeting a person
considered a “top talent” they will be recognisable in this regard. However, let’s elaborate further.
If we consider the characteristics of the most talented people we have encountered, it may be safe to
say that they all demonstrate some core fundamentals. In addition to a solid emotionally maturity, top
talent will possess competence, curiosity, commitment, creativity and competitiveness in their nature.
Stockholm: Future Success. Growth Through Innovation & People
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It is these characteristics that have allowed them to become high achievers, educationally and
professionally.
The paradox is that identifying “top talent” is not at all subjective. When top talent gets to work, it is
easily recognisable to most people.

What do these numbers mean in real terms?
Above we touched on a few headline quantitative factors that in a line show the importance of highly
talented individuals. Now let’s dig down further and gain a deeper understanding of the true value
and output of top talent, based on reports from experts in the field.
“Failure to attract and retain top talent” was the number-one issue in the Conference Board’s 2016
survey of global CEOs. They ranked the talent attraction issue ahead of economic growth and
competitive intensity. It was noted that in roles with increased complexity, this issue will grow
expediential as highly experienced “baby boomers” retire and more sophisticated skills are required to
meet technological demands.
When we consider that the McKinsey Global Survey has reported that top talent is up to eight times
more productive, we begin to better understand the concerns of global CEOs.

“These highly talented individuals provide a productivity supercharge for organizations. A recent study
of more than 600,000 researchers, entertainers, politicians, and athletes found that high performers are
400 percent more productive than average ones. Studies of businesses not only show similar results but
also reveal that the gap rises with a job’s complexity. In highly complex occupations—the informationand interaction-intensive work of managers, software developers, and the like—high performers are an
astounding 800 percent more productive.”
– McKinsey Global Survey, 2017
Let’s hypothesise that a fast-growing start-up in Stockholm is working on a mission critical business
project that is estimated to take 30 months to complete. If this team was able to remove 20 percent of
the average talent working on the projects and replace them with top talent, how much quicker would
they achieve the goal of completing the project?
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If the top talent was 400 percent more productive, they could complete the project in less than 18
months instead of the estimated 30 months projected.
If the replacements were 800 percent more productive, they would save more than 24 months,
meaning it would take less than six months to finalise.
To look at it another way, if a competing start-up in Helsinki hired that 20 percent of top talent to work
on comparable efforts, the Finnish team could beat the Stockholm team to market even if their project
started two years later.
That is the vast competitive advantage that derives from a team’s ability to attract top talent in place
of average talent.
But how does it look when we compare the top one percent to the bottom one percent of talented
individuals? Well, the results around productivity output are staggering.
“For unskilled and semiskilled jobs, the top one percent are three times more productive; for jobs of
middling complexity (say, technicians and supervisors), twelve times more. One person in the top one
percent is worth twelve in the bottom one percent. For high-complexity jobs, the differential is so big it
can’t be quantified.”
– McKinsey Global Survey, 2017
In addition to the direct impact that these highly talented individuals have, there is the indirect knockon effect that they create by choosing to live and work in a specific city that is deemed to sufficiently
meet their needs.
The quantified and qualified overview outlined above should help to crystallise how important the
attraction and retention of international top talent can be to a city. Thus, the question that the City of
Stockholm should be asking is:
What can we do to attract and retain these highly talented individuals?
By answering this question, it will help clarify the structures that should be formed to help Stockholm
provide an enhanced value proposition for the attraction and retention of international top talent.

1.5 Good for society, good for business
An important element of this report was gaining an understanding of the value of highly talented
individuals to society at large. Attempting to put an accurate value on the contribution of each
international talent is an essential exercise.
“Indeed, my research shows that for each new high-tech job in a city, five additional jobs are
ultimately created outside of the high-tech sector in that city, both in skilled occupations (lawyers,
teachers, nurses) and unskilled ones (waiters, hairdressers, carpenters).”
– Enrico Moretti, The New Geography of Jobs
As Sweden does not have current statistics in this regard, we found that Danish Universities have
compiled statistics as recently as 2017 and placed a figure on the value of talent and the importance
of attraction and retention efforts for society. The findings were as follows:
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Attraction of new talent into society
-

-

Top international talent provides a favourable net return on investment to society:
o

Research revealed that the average single international talent has a yearly net
contribution of approximately EUR 19,000 to public finances.53

o

In addition, the average international talent with an accompanying family contributes
approximately EUR 27,000 to the economy per annum. Societal costs taken into
account here include welfare benefits, day care, education and health care for each
international talent and accompanying family members.53

International students provide a significant net societal contribution:
o

-

Analysis by Damvad Analytics found that for a period of eight years after graduation,
an average international student contributes EUR 104,000 to society, after deductions
for education, health and social services are considered.53

Educating international students is a good business:
o

Research found that annual government finances can be increased by EUR 105 million
if they attract 1,000 more students a year. When broken down into a more bitesize
example, it means that for every 25 international students a city can retain in work for
an additional year, the local economy will benefit by nearly EUR 2.6 million.53

Retention of existing talent within society
-

Retaining talents longer is good business practice:
o

-

In 2012 Frank Jensen, Lord Mayor of Copenhagen, declared if it was possible to retain
the international talents residing in the city for an additional six months, it would yield
economic benefits of approximately EUR 8.57 million for the City.52

International university students are profitable:
o

Damvad Analytics identified a total of 5,046 international graduates from Master's
programs during the period 2007-2011 and found that the contribution to society by
the graduates' during the period was almost EUR 536 million.53

When it comes to the attraction and retention of top international talent it is evident that when looked
at from a strictly societal perspective that proactive steps should be taken to attract talent into
Stockholm and retain each international talent for longer.
The economic impact of top international talent is very favourable to society and increased efforts
should be undertaken to facilitate their attraction and retention into Sweden.
In addition, when considering the contributions of domestic talent, a two-tier strategy should be
considered. Since they have received a world class education within Sweden, then it is preferable that
efforts are made to retain them so the society can obtain a return on that investment from a strictly
financial perspective.
However, paradoxically there is much to be gained from domestic talent moving abroad to enhance
their skillset and obtain a more rounded global education in the ways of the world. It is vital to ensure
that structures are in place to induce local talent to return to Sweden after several years enhancing
their skillset internationally.
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1.6 Will robots save the day?
Thankfully, the technology that these highly talented individuals have created, also enables them to
gain a better understanding of their value in the market. Via LinkedIn and other platforms, recruitment
agents and, indeed, competing organisations can easily discover, screen and contact top talent
directly.
This has categorically influenced the “war for talent” being won by the talent, themselves. These
individuals are now empowered with the channels to offer their services and education to the market
in ways previously unimagined.
These platforms create new opportunities for employers and employees but have also enabled
intensified competitive challenges. This combined with easier global mobility has led to increased
restlessness in employees who are highly talented.
“The rise in the number of international migrants reflects the increasing importance of international
migration, which has become an integral part of our economies and societies. Well-managed
migration brings important benefits to countries of origin and destination, as well as to migrants and
their families,”
– Mr. Wu Hongbo, UN Under-Secretary-General for Economic and Social Affairs, the importance of
international migration.
This situation may ultimately be beneficial for talented individuals and forward-thinking economies.
However, this may prove to be highly troubling for companies, cities and economies that fail to offer
compelling employee value propositions.
Conversely, the cities that do not develop structures to attract and retain top talent have nothing to
worry about, right? Apparently, corporations that are unable to attract highly talented individuals will
soon avail of advanced AI enabled robots to fill the roles. Well, unfortunately that may not be the
case.
That “robots are eventually going to take your job” is one of the most wrongly repeated prophecies of
the past decade. As it turns out, this will generally not be the case and should be considered wrong
thinking.
A recent Korn Ferry international study performed a sweeping analysis, and on a country-by-country
basis they found that the biggest issue was not that robots will be taking all the jobs, but that already
there are not enough humans to take them.
In addition, the Korn Ferry study found that “by 2030, there will be a global human talent shortage of
more than 85 million people, or roughly equivalent to the population of Germany. Left unchecked, in
2030 that talent shortage could result in about $8.5 trillion in unrealized annual revenues.”
The numbers are staggering, both in terms of lost revenue around the globe, and in terms of
insufficiently qualified employees coming into the workforce.

“Attracting a scientist or software engineer to a city triggers a multiplier effect, increasing employment
and salaries for those who provide local services.”
– Enrico Moretti, The New Geography of Jobs
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In a world where surgeons remove tumours using robots on other continents, where advanced software
negotiates corporate mergers and where taxis are ordered and arrive without drivers, should Stockholm
invest so much in attracting the next generation of international top talent to do the work?

Considering that across the developed nations there has been a trend which has seen human capital
being replaced with computers or other technological replacements since the 1970s, this is an
important question to ask.
In 2013, Michael A. Osborne and Carl Benedikt Frey of Oxford University predicted that approximately
“half of U.S. jobs could be done by machines within 20 years.” 49
However paradoxically, the emerging reality is that there appears to be a strong case that humans are
essential to the future of work around the globe. In fact, experts now state that humans are
indispensable.
Now with the enhanced importance of innovation, creativity and knowledge it is becoming
increasingly clear that it is talented human beings, not technological advancement or capital
resources, who hold the key to marrying innovation and growth most competitively over the coming
decades.
“Work shouldn’t be a race between humans and machines, but a part of life that helps people
recognize their full potential.” Says Klaus Schwab, founder and executive chairman of the World
Economic Forum.
To be completely blunt about its importance, experts have declared that human talent simply becomes
increasingly valuable as the technology develops.
It will not be artificial intelligence software that will brainstorm the new ideas, drive inspired teams to
success and create the offering that allows for the protection of our Earth. That will be done by
talented human beings, working together in teams.
That will be the case on the vineyards of California, the all-female boardrooms in Riyadh, the upscale
restaurants of Nur-Sultan and in every other workplace where manufacturing and service is offered.
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And that includes the start-up hubs of Stockholm, where international teams of young diversified talent
sit around their laptops solving global megatrends, thus contributing to the bettering of our world.

1.7 Limitation of scope
This report is a strategic document that describes what the City of Stockholm can do to attract and
retain highly talented individuals from around the world. Consequently, it focuses on actions and
measures that the City is responsible for and has the ability to influence.
Measures beyond the control of the City, such as national taxes and policies, are not covered in the
scope of this report. These measures are important of course, and the City of Stockholm should work
closely with people and organisations at a national level to share insights.
An exception in this respect is Section 3.0 of this report. Here insight has been provided into a number
pressing issues that require consideration at a national governmental level. These areas would be
highly beneficial to the attraction and retention of international top talent across Sweden as a whole.
The input and feedback collected from highly talented individuals that have moved to Stockholm is
presented in Appendix 1 and provides suggestions and insights on measures that may be beyond the
control of the City of Stockholm.
To obtain insight for this report we gathered information via an interview study, case reviews and on-site
attendance of relevant facilities and events that have proved to be successful in other cities. It was
deemed that more interaction with the target group would provide more efficient, impactful insights,
policies and methods.
Interview Study
To supplement the information obtained for this report, interviews were conducted directly with 22
respondents. They were all international talent who live in Stockholm and were chosen because they
moved to the city for work (or study at doctoral level or above).
We also interviewed companies with many international employees to understand the issues they
encountered in international recruitment and their views on Stockholm's attractiveness. Furthermore,
we interviewed recruiters based in Stockholm with the mandate of bringing talent into the city and
foreign based recruiters attempting to place talent into the city.
The interviews were semi-structured, meaning they were based on an interview guide but that subjects
were given space and safety to share interesting side-tracks as they emerged during the interview. The
interviews were all conducted in person, with each taking an average of 90 minutes each.
Respondents
Below is a summary of the persons interviewed for this study. These people arrived in Stockholm from all
the inhabitable continents of the Earth and have been interviewed based on this and the cross range
of factors they bring to the study, to ensure a fair coverage of opinions and insight from around the
globe.
In total, 22 highly talented individuals were interviewed, twelve women and ten men, aged between 24
and 52 years old. They all arrived in the city within the past five years with the newest arriving in the city
four months prior to their interview for this report. Their job titles and area of expertise are as varied as
the countries they arrived from.
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Country of Emigration*
India
Argentina
Brazil
Pakistan
USA
Syria
Hungary
Ireland
England
Mexico
China
Australia
The Netherlands
Ireland
Canada
Poland
England
USA
Norway
Egypt
Serbia
New Zealand

Organisation
Auracloud
Stockholm University
Telia
Sellbranch
SthlmTech
Akktarr
Apoteket
Sigmar
The Local
Next
Result
Enterprise Ireland
Software AG
Google
Klarna
Unionen
SAGE Publishing
Diversify Foundation
Almi
Now Interact
Akktarr
Twitter

* Respondent migrated to Stockholm from listed country but may be the citizen of another country.

To look at the situation in a broad manner, there are two groups of international highly talented
individuals that arrive in the city:
-

Those who do not require a work or residency permit. They are EU citizens or have already
obtained a permit for free movement within the EU. They may or may not already have
employment organised when they arrive in the city.
Highly talented individuals who have been hired from outside of the EU and brought to
Stockholm by an employer after undergoing an interview process.

For the purpose of this report we will assume that both groups of top talent will benefit significantly from
the strategic recommendations outlined below.
Case reviews
Many reports have been drafted and books published around the subject matter of talent attraction,
retention and development. It was important to read as many of these reports as possible to gain an
understanding of the global approach to this problem and a best in class perspective.
Site Visits
When possible, we benefited from on-site attendance of facilities and events that have proved to be
successful in other cities, regarding the attraction, onboarding and retention of highly talented
individuals.
We visited the new International House facility in Helsinki which offered great insight on what may work
and be replicated in International House Stockholm. In addition, we attended Slush to meet with
various country representatives that are tasked with attracting top talent to their respective cites.
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City Visits
It was deemed necessary to travel to London to gain insight into their success in attracting international
top talent to the city. As the world leader in employing highly talented individuals (in 2016 London had
1.71 million workers employed in high value sectors, compared to 1.16 million in New York) there was
much to gain.45
A visit to London & Partners to meet with their Head of Talent Attraction proved very fruitful and
worthwhile. The Directors there provided insight into their success strategies to date and how, despite
the hysterical levels of media attention surrounding Brexit, London is working to ramp up its value
proposition to attract increasing numbers of international top talent.
Valuable Future Visits
Due to the tight timeframe of 16 weeks allocated to the completion of the report, it was not viable to
visit other cities and regions that are deemed to be leaders in the field of talent attraction. It would
have been highly beneficial to take this research outside of Northern Europe and meet with cities such
as Singapore, Boston and Zurich, for example.
Alternatively, in order to gain a more clustered international perspective it could be beneficial to
attend a global event such as Mobile World Congress in Barcelona, CES in Las Vegas, or Web Summit in
Lisbon, where most forward-thinking cities will be actively promoting themselves and their value
proposition to the world’s most qualified and sought after international top talent.
A More Clearly Defined Role
The City of Stockholm have allocated resources to researching, understanding and ensuring that this
great city can attract and retain international top talent.
In this context, the City of Stockholm plays a central role. But exactly how Stockholm should act to
consolidate and strengthen its position as a world-leading destination for highly talented individuals is
not clearly defined.
The purpose of this report is to address that issue and provide workable solutions to the question: What
are possible next steps the City of Stockholm should take to attract and retain international top talent?
The report has been produced by Stockholm Business Region AB via its subsidiary Invest Stockholm.
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Suggested steps Stockholm should take to
attract and retain top talent
2.0 Findings
This report is a strategic document that describes what the City of Stockholm can do to attract and
retain international top talent, analysing the current situation and possible next steps for Stockholm.
Consequently, it focuses on actions and measures that the City is responsible for and what falls within its
sphere of influence.
Invest Stockholm maintains close dialogue with international talent, local business leaders and start-ups
to understand current needs and requirements. Through interviews and questionnaires, along with
studies of relevant reports, Invest Stockholm has identified five areas the City of Stockholm can focus
efforts in order to help Stockholm attract and retain top talent from around the world. They can be
summarised in the following five headings:

1. Talent Host
2. Spouse Care
3. Annual International Talent Conference
4. Fast Track Onboarding
5. Life-Stage Talents
This list has intentionally been restricted to the five most fundamental areas that the City of Stockholm
should prioritise, as ‘low hanging fruits’ if you will. These have been highlighted from research as the
most pressing areas that the City can influence and enable with the least restriction.
There are other areas that will become crucial in enabling Stockholm to attract and retain the next
generation of top talent, however for that to be possible, the introduction of the five areas listed above
would provide for a smoother transition.
In addition to this, Section 3.0 details an additional five areas that would be highly beneficial in
enabling Stockholm to attract and retain international top talent, however these discussion points fall
outside the scope of the City of Stockholm and would be considered national opportunities that
require intervention at a governmental level.
However, from the perspective of that which can be directly influenced by the City of Stockholm, in the
following subsections we provide deeper insight into these suggestions.

2.1 Talent Host
Highly talented individuals who relocated to Stockholm have reported that they found the initial
months in the city to be lonely and difficult to navigate. A Talent Host Program would solve
many of the problems that newcomers have highlighted. It would match highly talented
individuals who have been in Stockholm for less than 36 months, with local volunteer Talent Hosts
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who are fluent in Swedish and are familiar and comfortable with the intricacies of the city and
local job market.
Organised meetings between newcomers and volunteer Talent Hosts would provide a platform
that allows for mutual learning and understanding between Stockholmers, new and established,
and enable newcomers to have a softer introduction into their new lives in the city.
The volunteer Talent Hosts benefit through learning first-hand about the culture and life path of
newcomers. They will understand the importance of welcoming highly talented individuals into
the city and how everyone in Sweden will reap the long-term benefits of these newcomers
feeling welcomed during their initial settling-in period.
The Talent Host Program could offer two types of volunteer hosts that newcomers can be
matched with.
Career Host
This volunteer will enable newcomers to gain insight and direction into the job market and
educational system in Stockholm. The Career Host and new arrivals will be matched based
on common professional or educational background.
Culture Host
This volunteer will introduce newcomers to the local community and the various islands and
urban areas that contribute to Stockholm’s cultural essence. The Culture Host and
newcomers will be matched based on common interests.
The Talent Host Program could run for six months for each newcomer. A team would organise
the program and prepare the volunteer and newcomer for the meeting, suggesting relevant
and fun activities. They would also correspond with the pair throughout the duration.
It is suggested that the Talent Host and the newcomer commit to meeting one to two times
every month over the six-month period and possibly complete set assignments prior to meetings.
A suggestion would be to have two monthly events the Talent Host would attend along with the
newcomer.
Feedback from interviews has detailed that Swedes can be difficult to connect with socially
because they already have their established social circles of family, friends and interests.
However, when newcomers settle in the city, they state that their newfound family and friends
are one of the main reasons why they wish to remain in the city. A Canadian lady working for
Klarna stated that "my Stockholm friends are some of the best people I have ever met.”
During interviews, each highly talented individual stated that, particularly upon first arrival, they
were actively looking for opportunities to meet Stockholmers. One frustration was that many of
the networking events are aimed only at immigrants, or rarely had Swedish people in
attendance, unless in a professional capacity.
Most of highly talented individuals interviewed stated that they mostly found their social circles
with non-Swedish people and in fact, in many cases, with people from their home country.
However, all reported having positive relationships with local Swedish people via work, although
most of these friendships did not overflow into a non-professional capacity.
The concept of the Talent Host Program can become a helpful way for newcomers to gain
insight into Stockholm life and even help them with applying for jobs if required.
In additional to increasing talent retention levels for the City, having a Talent Host can save a
newcomer precious time and enable them to integrate faster. Ultimately it will help them to find
a warm welcome in this great city and maybe a new friend for life.
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2.2 Spouse Care
In March 2018 the City of Stockholm launched 'A Woman's Place' initiative that has generated
over 10 million social impressions and attracted more than 100 companies, including unicorns
King, Spotify and Klarna, to the initiative. In 2020 it may be possible to take this program further
with ‘Spouse Care’, making Stockholm the city were all spouses are welcomed and encouraged
to thrive.
Spouse Care is envisioned as a career event attracting highly skilled international spouses and
partners who have recently moved to Stockholm. It is designed to provide companies,
universities and advisers with an opportunity to meet accompanying spouses or partners of
international specialists and talents working in Stockholm.
Exhibitors would have open positions and be searching for international talent with the event
providing a unique opportunity to mingle, network and obtain information about working life in
Stockholm.
Many spouses who arrive in Stockholm are as equally or higher qualified as their partner and the
objective of the Spouse Care fair is to provide companies and start-ups with the possibility to
meet desirable candidates among a demographic of highly skilled accompanying spouses who
wish to further their career in Stockholm.

The Spouse Career Fair in Copenhagen is an event that attracts highly skilled international
spouses and partners residing in the city. Its success is based on bringing together companies,
universities and career counsellors under one roof to provide spouses and partners with the
opportunity to get closer to employment in Denmark.
Not only was the Spouse Career Fair in Copenhagen developed for highly skilled international
spouses and partners, but the companies and organisations involved were required to have
existing, open positions. This opens the path to a new job for spouses and partners and gives
businesses valuable facetime with an educated pool of international talents.
If imported talent is going to thrive in Stockholm, it is imperative that the spouses find their place
in the city and that they feel part of the society. It is often the case that the highly talented
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individuals can settle in more easily, due to having work colleagues and other factors, but it can
be more difficult for the spouse.
If the accompanying spouse cannot find their place in the society, often through obtaining a
job, then it becomes unsustainable for either to remain in Stockholm. In an internal survey
carried out by Stockholm Academic Forum, among its international members, they found that;
“81% of talent would leave Stockholm if their spouse did not get a job.”
It can be such a long and difficult process for Swedish employers to attract highly talented
individuals from their home country or established base, yet that hard work can be undone if the
accompanying spouses have problems finding employment.
So, to possibly lose four out of five of the highly talented individuals who have already made the
move, simply due to spouses not settling in the city, could be disastrous.
From interviews conducted for the purpose of this report, three quarters of those who had an
accompanying spouse, stated it was a major cause of stress that their partner could not find
work, and all of them stated that the issue contributed to discussions in the home about moving
away from Stockholm.
Implementing a Spouse Care program will have a direct impact on increasing talent retention
levels within the city, as it should not be the case that Stockholm is losing highly talented
individuals due to an issue that can be solved via a simple solution.
It is imperative that what may be considered to be a small, insignificant issue is elevated and
perceived as a major problem that requires the introduction of solutions that can be easily
initiated.

2.3 Annual International Talent Conference
Many of the highly talented individuals that arrive in Stockholm will consider themselves citizens of the
world and as a result they tend to be more adaptable to new surroundings. However, it is important
not to neglect that they still have local needs. Whether they are a new arrival to the city or long-term
resident, there is always a lot more to learn about life in Stockholm.
This desire for information and insight changes with the life-stage of the highly talented individual. From
obtaining a personnummer, ﬁnding a home, job or school for your kids, to choosing an accountant,
legal advisor or simply finding out about social events, there is always a need to obtain new, relevant
information.
Amsterdam has greatly benefited from holding an annual International Talent Conference for
newcomers in the city. A similar free one-day event designed to connect and support the international
community in Stockholm, either physically or digitally, would work well in the city as it would enable
them to, among other things;
– Learn how to navigate life in Stockholm like a local at free workshops and presentations.
– Find the businesses and services that fill their needs, in a single location.
– Connect with other highly talented individuals, organisations and the international community.
To be organised separately from the Spouse Care fair, the main objective of the International Talent
Conference would be to help recent arrivals learn how to thrive and develop across all areas of life in
Stockholm with advice from experts on careers, education, health, housing and other topics at free
workshops and presentations.
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Industry insiders would be on hand to share local know-how on how things really work in Stockholm in
order to help attendees gain as much as possible from their time in the city.
It is vital that the City of Stockholm explores ways to work with local businesses, entrepreneurs and
business organisations, as suppliers of innovative solutions in attracting talent to the city and get buy-in
on what exactly the unified message should be at events such as an annual International Talent
Conference. Such a yearly event will directly impact on attraction and retention levels of talent within
the City.
The City of Stockholm already works within a pre-existing platform that would enable this, being the
Stockholm International Business Meeting. Although only consisting of Chambers of Commerce from
eight nations currently, this platform could lay the foundation for kicking off the annual International
Talent Conference and inviting other organisations with reach to the international talent within the city.

2.4 Fast Track Onboarding
Companies bringing highly talented individuals to Sweden are often surprised when confronted
by the rules and the time frames involved for relocating potential employees to work in
Stockholm. A distinct lack of knowledge around this area can lead to unnecessary frustration
and delays. Yet a lack of compliance can be much worse and lead to preventable
deportation.
At an individual level, when it comes to attracting international top talent, the onboarding
practicalities of moving to Sweden is one of the biggest complaints that international talents
have spoken off in interviews. The difficulty in obtaining work and residence permits, finding
schools and a place to live, registering with local authorities, obtaining health care and joining
language courses can be a source of major frustration.
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Some large private organisations such as Ericsson and Stockholm University have entered
agreements with the Swedish Migration Board to reduce processing times from up to 24 months
to as little as five days. Many other larger organisations make use of third-party services when
onboarding international talent, still many Small and Medium Enterprises (SME’s) and start-ups
are not aware that relocation services exist.
However, there are onboarding services available to start-ups and SME’s that can guide
international talent through the entire relocation process to enable a soft landing in Stockholm.
Ultimately, the goal is to enable talent to avail of a smooth and successful beginning in their new
hometown.
From market research, prices start at circa 10,000 SEK for the fast track service for getting work
and residency permits in Sweden. It costs around 50,000 SEK for a Platinum Service, suitable for
Executive Relocation, which includes everything from legal permits and a deluxe home finding
service to local orientation and a personal relocation assistant for a family of four, taking care of
all paperwork and processing for these highly talented individuals and their families.
When considering the cost of a highly talented individual over the duration of their working
contract with an organisation, the cost of the onboarding services is quite minimal when
compared to the return on this investment of having these people in the team.
It is important that these services be more widely communicated to start-ups, SME’s and other
organisations working to attract international top talent.
It would be highly beneficial for all if fast track immigration services offered through certified
immigration specialists were utilised more regularly for highly talent individuals and their families.
These providers ensure that processing times for first time applications are regularly fifty percent
faster than via the standard application route. When it comes to work visa extensions, the time
savings are even greater.
The reason for such vast time saving when using fast track immigration services is due to the
guarantee of accuracy. Many of the long delays in onboarding are a result of simple mistakes
made by companies or individuals in the application process. Such mistakes as submitting
incomplete information in applications can typically lead to multiplying the processing times at
the Swedish Migration Agency.
In an efficient system, it may be valuable to aim at an onboarding time frame of thirty-days for
highly talented individuals coming to work for companies in Stockholm. Using a thirty-day
onboarding target as a Key Performance Indicator would provide a useful benchmark and
would positively impact on the initial perception of Stockholm for highly talented individuals.
What the City of Stockholm can do, in addition, is highlight the availability of these services via a media
campaign aimed particularly at SME’s and start-ups. It may also be valuable to list a few chosen
suppliers on a dedicated webpage designed to help ease this most frustrating of matters for
international top talent and their employers. Such a measure will have a direct impact on talent
attraction and retention levels.
At the national level it is suggested that a discussion be held around the possibility of introducing
a digital visa and permit system to create efficiencies and reduce aggravation.
As that suggestion falls outside the scope of this report, the focus should be on reducing the vast
levels of frustration that current exists among highly talented individuals arriving in Stockholm, by
increasing awareness of the most efficient structures that are currently on offer.
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2.5 Life-Stage Talents
For many years the finance industry, when analysing customer attraction, has considered the
individuals ‘life-stage’ over their ‘lifestyle.’ This approach takes account of individuals needs as they
progress through each stage of life and how people can differ as they mature, and their desires evolve.
With other city’s competing over the lifestyle they can offer to highly talented individuals, life-staging
takes a more holistic view and aims to become more all-encompassing. If the City should consider lifestaging as part of the strategy to attract highly talented individuals into the city, Stockholm can
confidently offer the best in class structures to certain important demographics.
Two specific demographics that Stockholm could target are as follows:
Third-levellers
Talent aged 18 – 24 who are entering third level or post-graduate education.
Pre-family talents
Talent aged 28 – 35 with the desire to start a family in the coming five years.
A push should be made to attract Third-levellers, as with the city influencing their world view during
these formative years, they are more likely to be retained post-graduation as the city nurtures and
develops their talent within the various start-up and business ecosystems that Stockholm already offers.
In a meeting with Directors at London & Partners it was stated that the strategy of attracting Thirdlevellers is widely used by London to increase the number of highly talented individuals in the city. They
stated that “56 percent of Londoners have a degree” and the positive result was both national and
multinational corporations relocating to London to gain access to the talent pool.
In fact, London see this demographic as being so important to the future success of the city that they
are in the process of launching a two-year visa, with no salary cap or salary floor, for all international
students graduating from United Kingdom universities.
Sweden was offering a standard six-month visa to graduates, which in effect pushed these highly
talented individuals out of the country at a time when it was essential to retain them. Thankfully since 1
January 2020 this visa has been increased to a period of one year.
When targeting Third-levellers to relocate to Stockholm the understanding of how they see themselves
in society is valuable. Nordic values such as openness, sustainability and acceptance have hit the
zeitgeist and closely align with the beliefs of ‘Gen Z’ and ‘millennials.’
Projecting a global purpose that Stockholm holds dear is a smart branding strategy, as these values will
align strongly with the belief systems of this demographic.
It is vital to promote collaboration between academic institutions and SME’s, start-ups, public sector
organisations and established companies to ensure Stockholm can project a career path of growth
and development for highly talented Third-levellers upon graduation.
Pre-family talents are a demographic deemed to be in a transition phase of life. They are looking to
the next stage of their family and career development and it is hard to imagine a city in the world
better placed than Stockholm to offer these international top talents the work-life balance they require
with a young family. This has been further solidified with the global success of the ‘A Woman’s Place’
campaign launched in 2018.
This means that talent may move jobs when they begin having a family, but within the life-stage model,
the different transition stages of their career may keep them in a female and family friendly city such as
Stockholm, and thus retain them for longer.
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िविवधतामेंएकतापर् पत् करने की हमारी कष् मता हमारी सभय् ता कीसनु द्

रताऔरपरीकष् होगी।

Our ability to reach unity in diversity will be the beauty and the test of our civilisation.
– Mahatma Gandhi
To take account of each demographics needs at their stage of life the campaigns should undertake
solid research on where the confirmed life-stage talents currently reside. Data should then be collated
that shows a high probability that they are willing to relocate to Stockholm. With the relevant highly
talented individuals identified, a campaign to create awareness of the city should be rolled out on the
digital platforms where they are active.
The life-stage model is more holistic and aims to manage the talents desire to fulfil various demands at
different stages of their working life whereas the lifestyle approach aims to provide offerings that suit
their lifestyle in the short term. This targeted approach is designed to increase talent attraction for the
city, within the aforementioned demographics.
It should be noted that highly talented individuals are often opportunity driven and curious. It is
expected that by their nature they are eager to move around in order to further their careers and add
to their life story.
Stockholm should take a positive approach when international top talent chose to spend three to five
years of their lives in the city, before moving on. It is important to ensure they leave happy, as
ambassadors of Stockholm, as that is sure to enhance the possibility of creating new business
opportunities and a flow of new talent into the city.
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3.0 Areas to be Considered at National Level
During the research process several other notable suggestions have surfaced that fall outside the
scope of what Invest Stockholm can influence. They are nonetheless equally as fundamental to the
future success of Stockholm as a desired location for highly talented individuals from around the world.
It is important to note here that the suggestions listed below have already been implemented with
great success by other cities in northern Europe that are competing directly with Stockholm on the issue
of talent attraction.

1. International House
2. Digital Work Permit
3. Storytelling 2020
4. Connect to Stockholm
5. Diaspora Outreach
These five considerations have been highlighted in a separate section of the report because they can
help Stockholm, and indeed Sweden in general, keep up with other forward-thinking cities and regions
around the world.
Stockholm is a city that is highly regarded internationally, as is the country of Sweden. Thus, it is crucial
to ensure that the region continues to keep pace with the other leading cities and nations of the world
and meet the expectations of those who show interest in the country.
When considering that the English language digital news publisher, TheLocal.se, has more than one
million unique visitors each month who reside outside of Sweden, yet pay attention to what is
happening here, we gain some insight into the level of interest that exists.
Further, a 2019 survey conducted by TheLocal.se provides further insight into the intentions of those
readers, as it found that “30 percent are interested in relocating to Sweden in the next twelve months”.
Hence, due to those sitting among this readership, deemed international top talent, with a desire to
move to Sweden, this additional section has been included in this report, focused on talent attraction.

3.1 International House
Arriving to a new city in a foreign country can be overwhelming, and talent can feel isolated and
alone when they do not have a central contact point. To allow for a more seamless transition it would
be highly beneficial for Stockholm to follow Helsinki, Amsterdam, Copenhagen and many other capital
cities and open an International House, in a strategic central location.
A soft-landing safe space, an International House offers a physical entity for those new to the city,
helping them to settle in and feel welcomed and wanted in their new hometown. As well as servicing
the administrative needs of the talent, the space should be used to help them grow professionally,
further their career and feel a sense of belonging.
Research with the target group has concluded that contact with public authorities can currently
create confusion and uncertainty among newcomers. Due to the number of different contact points
within the authorities, it is often the case that different sources can provide different, and even
contradictory, information. This has the impact of lowering moral and is a source of frustration for
newcomers.
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In the current guise, there are geographical barriers to obtaining information and access to services as
the various local authority offices are dotted around the various neighbourhoods of Stockholm. This
makes the ecosystem difficult to navigate for those new to the city.
In addition, following the suggested restrictions on travel due to the coronavirus outbreak it would be
preferable not to have international talent zigzagging across the city when a single location is
preferable.
Helsinki have placed most of the relevant authorities under the same roof for talent, and within the
same city block for immigrants. The goal should be to provide a similarly modern administrative onestop service centre for those arriving in Stockholm.
To enable a soft-landing for international top talent arriving in Copenhagen, Talent Bridge supported
the development and growth of International House Copenhagen at every step and simultaneously
launched the MovetoDKapp, to help newly arrived talent access a checklist of all that is required to
integrate into Danish society.
An entry point to working and settling in Stockholm, International House should offer a warm welcome
to newcomers, with the physical building providing a wide range of information and public authority
services to meet the needs of newly arrived international top talent, namely;
-

A service desk with administrative assistance regarding working and living conditions, work
permits, housing, banking, taxation, social services, language training and childcare.
Café with a kitchen that can also be used for cooking-club activities.
Meeting facilities for introductory courses, activities, after-work meetings, etcetera.
Activity room.

It would be beneficial to have one or more Swedish banks represented within International House, as
banking accessibility has been reported as often being an issue for new arrivals to the city.
In addition to this, International House should also offer free advisory and counselling services to
employers and start-ups on issues related to attracting talent from the global workforce, and insight on
effective retention of both talent and graduates.

3.2 Digital Work Permit
Megatrends are as erratic as they are complex. They are a constant disruptor as they create new ways
of enhancing society and changing our lives. With a global reach, they drive change, ensuring
significant long-term alterations as they renew every aspect of our ways. A megatrend is the kernel of
a strategic, transformational development that ultimately leaves a dramatic impact on our daily lives
and society at large.
The solutions to these megatrends live inside the minds of young women and men around the world.
The economies and societies that enable these solutions to be nurtured and come to fruition will
significantly benefit, both culturally and financially.
New Zealand has recognised this and implemented a series of immigration procedures focused on
targeted highly talented individuals who bring value to wider society. The most innovative of these
initiatives is the global impact visa, introduced to attract solvers of global megatrends to this small
island country in the Pacific Ocean.
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It would be wise for the country of Sweden to consider a similar implementation. A move that proves it
is a nation open to attracting highly talented individuals, who are working on solutions to global
megatrends, into the business ecosystem and developing them.
It is recommended that for these highly talented, and in-demand, individuals that a 15-minute digital
work permit is introduced.
In a nod to providing the country with a competitive ecosystem, this would go some way to showing
the world that Sweden is open for business and wants to provide solutions to the world’s biggest
problems and trends, enabling talent to come to the world’s leading ‘impact city’ and thrive.
The Netherlands are launching a 20-minute digital work permit this year for the exact same reason: to
attract international talent. This is in addition to the highly skilled migrant permit that already operates
in the Netherlands.
This initiative is designed to allow Dutch employers to quickly organise work permits for highly skilled
international employees and attract talented foreign professionals to the Netherlands and retain them.
This allows employers in the Netherlands to hire highly talented individuals without having to prove that
there are no suitable Dutch or EU candidates.
In August 2019, a trial visa scheme aimed at helping tech companies lure skilled technology workers to
Australia was made permanent after the federal government deemed the pilot successful. The
program, renamed the ‘global talent – employer sponsored program,’ gives businesses the ability to
sponsor highly-skilled overseas workers.
Estonia is another nation has made great strides in creating a buzz around visa offerings. Many other
countries are in the process of introducing similar quick response talent visas. Sweden should follow suit
in this regard or risk falling further behind.
Modern digital services should be provided for highly talented individuals researching Stockholm as the
location from which to solve one of the global megatrends. A digital work permit that can provide a
quick turnaround using algorithms from input data would help combat the flood of negative publicity
that Sweden has received in the global media around deportations, as well as opening the door for
much needed talent to work in the great city of Stockholm.
In addition, it would be beneficial to extend the visa to allow for an orientation year for highly
educated migrants in Sweden. This is a permit for non-EU / EAA citizens who graduated at Master’s or
PhD level from a top 150 university worldwide (as per QS World University Rankings) in the last three
years.
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This visa would allow talented graduates who studied outside Sweden the opportunity to apply for
the highly educated orientation year, to spend a year in Sweden looking for work. Once they find
employment, their employer would be required to apply for a highly skilled migrant work permit. If
graduates fail to find employment within a year, they will have to leave Sweden again.
For all international students graduating from Swedish universities it would be wise to replicate the
United Kingdom strategy to retain highly qualified students and launch a two-year visa, with no salary
cap or salary floor.
At a time when it is crucial to retain highly talented individuals, Sweden has been offering a standard
six-month visa to graduates. This has resulted in top talent relocating to develop businesses in other
countries after Sweden has invested time, finance and expertise in providing them with a world class
education.
Fortunately, from 1 January 2020 Sweden has increased the graduate visa from six-months to a period
of one year. This step is widely welcomed by the business community in Sweden and it is hoped that
discussions can be held around increasing this term to two years for graduates, in line with other
forward-thinking nations.

3.3 Storytelling 2020
Kompetensutvisning was a new word that unfortunately entered the Swedish lexicon in 2017. Meaning
the "expulsion of a person who has the skills required in the labour market," the word appeared
alongside some more recognisable entries such as Expresskidnappning, #metoo and Alternativa Fakta,
giving an insight into the year that was for Sweden.
Unfortunately, Sweden has been on the wrong end of an array of negative media reports around
highly talented individuals being deported from the country due to various minor errors in areas such as
application forms or underutilising holiday entitlement.
Forbes Magazine ran an article in January 2019 that quoted deportee, Farzad Ban, as saying,
"I thought Sweden was my home, and I got deported from there twice, even though I started a business,
paid millions in taxes and even hired people in Sweden myself. I contributed as much as I could during
my time there, but two deportations left a really bad taste in my mouth, in terms of how far away they
are from humanity."
The risk, of how a highly talented individual can be treated in their adopted city, is that stories like these
have been too often widely reported in highly respectable media outlets across the globe at a time
when the competition for international top talent is heating-up.
In early 2018, legislation passed intended to forgive small unintentional mistakes. Since then, the new
Swedish coalition government have briefly detailed fixing the problem in Article 21 of the four-party
coalition's joint agreement. So, in principle the problem of Kompetensutvisning will be addressed,
although it is not clear at the time of writing this report when this will happen.
It would be wise for the country of Sweden to counteract these unsavoury media reports with a move
that indicated this is a nation open to bringing the best talent into the business ecosystem and then
retaining and developing them.
Being blunt, it is time to disregard how highly we, in Sweden, hold Stockholm’s “cool factor.” What
really matters here is how the city is perceived by the international top talent. In fact, many believe
Sweden to be a country in the alps that is famous for making watches and chocolates. This is an
unfortunate reality.
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If these highly talented individuals are unaware of the existence of Stockholm or do not know where it is
located, it does not matter what other lists the city is on, the branding will have been fruitless.
Awareness is key in this regard. As well as this being a national issue, there is an onus on each of the
Swedish cities to individually create a brand that is alluring to international talent.
If Stockholm is to be successful in attracting highly talented individuals to the city then it is important
that the storytelling is upgraded to hit the right note with the target market of international top talent.
This storytelling must be strong enough to catch the attention of those who are unaware of Stockholm,
and the city’s place in this modern world.
Storytelling is a credible marketing tool. However, research shows that many of the characteristics the
City is currently promoting are not appealing to international top talent.
For example, many of the highly talented individuals that relocated to Stockholm may see the provision
of the universal social system as a negative for the city, in terms of their individual life-stages. Millennials,
in particular, may see it as something that they must pay for through increased taxation, but they do
not, and may not ever, benefit from.
Stockholm should consider a fresh approach to telling the story of the city and embark upon a
rebranding effort to define a dynamic and innovative brand that captures the city’s unique qualities.
It is suggested the story be upgraded and be effectively managed and communicated to enhance
Stockholm’s attractiveness as a global centre of international innovation, freedom, vision and, of
course, talent. Importantly, it should be delivered in a systematic and targeted manner to particular
demographics, based on their desires.
To date the city has maintained a reputation as an innovative force across many industries for many
decades. How Stockholm is perceived by the global business community will ultimately be crucial to
the future success of the city and Sweden in general.
The Invest Stockholm Initiative “Move to Stockholm” launched a website with a talent guide, which
collects information relevant for people who are interested in moving to Stockholm and working with
tech-related jobs. In addition, there is a Twitter account, @movetostockholm, curated by a different
company each week, and the “Grab a Chair” campaign that highlights the values that Stockholm
stands for, all with the purpose of attracting international top talent.
This initiative was launched when entrepreneurs expressed a desire for these types of joint campaigns,
were Invest Stockholm and start-ups work together to market and promote Stockholm’s strong start-up
scene. For highly talented individuals who are considering moving here with their family, it is seen as
essential that there exists a variety of companies with varying degrees of maturity, as options for
employment.

اﻟﻜﺜﻲ ﻣﻨﺎﻟﺰھﻮرا ﺧﻠﻤﺘﻠﻔﺔﺗﺸﻜﻞ ب ﻗﺔ
A lot of different flowers make a bouquet.
– Old proverb of Muslim origin

It is recommended that the City continues along the same lines, but with slight adjustments in the
marketing and promotion of attracting talent to come and work in the city.
From research it appears that the “Move to Stockholm” message has stagnated, and the City could
benefit from updating this initiative. Maybe being more specific would be advantageous, with an
updated campaign consisting of, possibly, “Work in Stockholm” being one suggestion.
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With more focus on “work” it would show open positions exist within the city and Stockholm wants to
attract the best people to fill these roles. A more coherent, aligned and focused approach to
launching Stockholm by building on the city’s strengths and international reputation in proactive,
engaging and creative ways could be highly beneficial.
In regards marketing Stockholm to top international talent, a slightly different approach that highlights
the uniqueness of working in the city with a focus on strengths, aspirations and values could help
significantly.
The publishing of success stories around talent in the city, insights on the ease of access to the job
market and education, as well as faster and more effective ways of getting a work visa and permit
would be welcomed by the international community.
A unique feature of these highly talented individuals is their openness to change and new ways of living
and working. Thus, basing communication around storytelling is preferable.
The world is changing fast and business reflects this, as trends come and go, and some sectors are
more relevant than others. Therefore, we should, again, have a close dialogue with business leaders,
entrepreneurs and international top talent to ensure a timely insight of current needs to continuously
adapt the campaigns. In short, being flexible in communications with these extremely intelligent
individuals is key.

3.4 Connect to Stockholm
National and regional governments are increasingly introducing diaspora strategies and recognising
the value of their global community in contributing to their home economies without the need to return
home. Innovative programmes designed to reach out, identify and engage with their citizens around
the globe have enabled ‘brain drain’ to become ‘brain circulation’ and may possibly lead to ‘brain
gain.’
Stockholm has a diaspora that spans the globe and holds the city fondly within their hearts. The
Stockholm diaspora is a great, but an underutilised, resource.
As other cities have built bridges with great success, notably Dublin, Taipei and Tel Aviv, it’s time to
recognise that Stockholm has a formidable, well connected and talented resource in the Swedish
diaspora that can help in the city’s future economic growth.
Connect to Stockholm is envisioned as a crowdsourcing strategy designed to create in excess of 2,500
new jobs over the next five years. A possible first phase of Connect to Stockholm would ask individuals
to use their contacts, family, friends and business connections to identify and make introductions
between Connect to Stockholm and highly talented individuals that are interested in obtaining
international experience within their chosen field.
As an example, any individual who makes an introduction that leads to a highly talented individual
being hired in Stockholm would receive the, comparatively small, sum of SEK15,000 per job, up to a
maximum of 100 jobs, with the reward being paid by the hiring company. A similar strategy has been
highly successful in Dublin.
In addition to the benefits to the employers of being directly connected with international top talent,
there is also another very important element of this approach.
This Connect to Stockholm strategy works in alignment with indicator 10.7.1 of the UN Sustainable
Development Goals on reducing recruitment costs borne by an employee in the country of destination.
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UN statistics state that it in 2018 it was costing $4 Billion in recruitment costs for every 1 million migrants,
with the cost being borne by the employees.36 This is exorbitant and highly regressive, and a program
like this can go some way towards achieving this important Sustainable Development Goal.
The Swedish diaspora is quite staggering in size and depth. Between 1846 and 1930, roughly 1.3 million
people, about twenty percent of the Swedish population, left the country. The Swedish
diaspora consists of emigrants and their descendants, especially those that maintain some of the
customs of their Swedish culture.
Swedes have set up communities around the world, with some of the more notable Swedish
communities flourishing in the USA, Canada, Australia, New Zealand, Spain, Portugal, Argentina, Brazil,
Ireland and the United Kingdom.
World diaspora statistics are equally impressive. Approximately one person in 33 in the world is an
international migrant and the number of people who have settled in a country other than their own
reached 244 million in 2015 for the world as a whole, a 41 percent increase compared to 2000,
according to new data presented by the United Nations.
“Trends in International Migrant Stock: The 2015 Revision,” shows that the number of international
migrants has grown faster than the world’s population. As a result, the share of migrants in the global
population reached 3.3 percent in 2015, up from 2.8 percent in 2000.”
– The new UN dataset
There is already great potential in improving the use of technology to engage Swedish people
abroad. The opportunities to increase connections with Sweden in many of the diaspora locations are
vast, as Swedes are some of the most mobile and connected emigrants in the world.
They are already using social media to maintain contact with each other around the world, but
importantly they are not only consuming and experiencing Swedish culture but also increasingly
contributing to it. With the global COVID-19 pandemic came further proof of this fact.
It should be noted that the largest group of immigrants into Sweden in the first six months of 2019 were,
in fact, repatriating Swedes.11 Despite this, Sweden currently does not have a Minister of Diaspora
Affairs in the government. This topic is further considered later in the report.
What is missing is the ability to connect with the Swedish diaspora around the globe. A digital structure
as a central point, backed by a strong political will to make this successful, would be a strong first step
in this regard. The benefits to be reaped from such a strategy, in this increasingly mobile world, could
be vastly beneficial for Stockholm.

3.5 Diaspora Outreach
Wherever they have gone in the world, the Swedish people have left their mark and made a positive
contribution to the communities in which they now call home.
This small Nordic nation is respected and endeared the world over, due to the many millions around the
world who are Swedish by birth, by descent or by affiliation. These people are the Swedish diaspora
and they are an important part of the story of this great, yet humble, country.
The many Swedish communities dotted around the world are the result of a long history of emigration
which for many was not considered a matter of choice. Now Swedish society is vastly different from it
was when these people left over the past 200 years.
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The great city of Stockholm is once again creating opportunities for talented people from around the
world and the city should be actively reaching out a hand to the Swedish diaspora for these people to
return home.
The current government is investing time and resources in building Sweden’s reputation internationally
as a global leader in business, a technological innovator and a place for all. However, the government
can do more to directly target that segment of the global population that hold Sweden in its hearts:
The Swedish diaspora.
Therefore, it is crucial to start the discussion around the creation of a Minister of Diaspora Affairs for
Sweden.
There are many reasons why it is so important to embrace Sweden’s diaspora, from creating cultural
connections to creating opportunities for investment and jobs.
One country benefiting handsomely from this approach is Ireland. This small island nation of 5 million
people introduced a Minister of State for the Diaspora following the economic crash of 2008 and it has
since benefited vastly from its people dotted across the globe.
"Our key focus for this year is to ensure that more people – throughout the country – start to benefit
through more jobs or improved income. We also want people to be able to come home. I want to see
them playing their part in the rebuilding of our economy, bringing home their experience to take up
some of the jobs that are now being created."
– The Irish Tánaiste
The Tánaiste continued, “It is important that we maintain and develop the connections that we have
with those who are Irish, of Irish ancestry and those who share our cultural identity and heritage. So, I
am pleased to see that communications is a core theme in this Policy and we must ensure that we are
proactive in reaching out to the Irish abroad to strengthen our relationship.”
Several new initiatives were outlined for the Irish diaspora. They included a new Global Irish Media Fund
to encourage and support media coverage of the diaspora and emigration experience and an alumni
challenge fund to provide seed-funding to new collaborative initiatives by Irish institutions to target their
Irish and non-Irish graduates working internationally.
To place a value on what a well-connected diaspora can contribute to its home nation, let’s consider
that according to a study by the firm Ernst & Young in 2016, the Birthright program, which provides trips
to Israel for young Jews from across the world, contributed over $1.1 billion to the Israeli economy.27 It is
important to emphasise that this is the value of only one specific diaspora program out of the many
that exist to provide value to the home nation.
Sweden could introduce a Diaspora Policy that similarly puts in place a range of initiatives that will
improve how the country connects with the Swedish abroad and promote opportunities for those
highly talented individuals who wish to come back.
The introduction of a first ever comprehensive statement of Sweden’s Diaspora Policy would ensure
that this great country continually builds upon and strengthens its links with the diaspora at all levels
across government.
The Swedish nation cherishes its special affinity with people of Swedish ancestry living abroad who
share its cultural identity and heritage. With a Minister of Diaspora Affairs in place, Sweden could
develop a vision for a vibrant, diverse global Swedish community, connected to Sweden and to each
other.
However, if the political will to create a Minister of Diaspora Affairs is not forthcoming at a national level,
it is suggested that the Mayor of Stockholm should consider opening the position of Vice Mayor of
Stockholm for Diaspora Affairs. This is a discussion that should begin in earnest.
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4.0 Summary
Invest Stockholm was commissioned to write a strategy on what the City of Stockholm can do to attract
and retain international top talent, analysing both the current environment and possible next steps for
Stockholm as we enter the ‘new normal.’
In this proposal, we have considered how the City of Stockholm has previously worked to help local
businesses attract and retain highly talented individuals and how the work could be developed and
improved.
The proposals are primarily based on input from highly talented individuals who have moved to the city
(see Appendix 1), but also considers other appropriate reports (see Appendix 3), experiences and
observations from working with the sector.
Additional data points (see Appendix 2) were garnered from LinkedIn, covering a timeframe from
January 2018 to January 2020, to gain insight into the movement and nature of international top talent
into and out of Stockholm, using unfiltered data to provide a non-biased view on the market.
From these findings we can now conclude that if Stockholm is to further enhance its reputation as a
leading destination for highly talented individuals, there are a range of issues the City should focus on
solving to keep up with, and hopefully surpass, the increased level of competition from other
established and developing capital cities around the globe.
Examples of proposals raised in this report are:

– Introduce a Talent Host Program to help newcomers settle in the city
– Make efforts to facilitate the spouses of talented individuals in obtaining work that is worthy of their
skillset and education
– Work closely with local start-up and Small and Medium Enterprises (SME’s) to increase comfort around
the hiring of international top talent
– Enable systems to allow for 30-day onboarding that provide for permits and the registration of talent
with the various local authorities
– Promote collaborations between the City of Stockholm and the diaspora around the world that
engages them to further the international promotion of the city
– Update the storytelling efforts designed to attract highly talented individuals to Stockholm to ensure
the city is appealing to the needs of the targeted demographic
– Make the marketing towards international talent more distinct and demographically targeted, with
life-staging used, as a selling point, over lifestyle
– Promote collaborations between academic institutions and SME’s, start-ups, public sector
organisations and established companies to ensure a clear career path of development for highly
talented individuals upon graduation
– Introduce an annual International Talent Conference designed to support, connect and give voice to
the international community in Stockholm
– The City should explore ways to work with local businesses and entrepreneurs as suppliers of
innovative solutions in attracting talent to Stockholm

Stockholm: Future Success. Growth Through Innovation & People

36

– Communicate Stockholm’s unique position as a global leader in digitalisation and connectivity and
share ways the city is uniquely placed to enable healthy and efficient remote working and a balanced
lifestyle during and after events such as the COVID-19 pandemic
– Open International House Stockholm in a strategic central location as an entry point to working and
settling in the city
– Make efforts to introduce a Digital Work Permit that, using technology, can provide a response to
highly talented individuals within 15 minutes
– Evaluate the benefits of having a Minister of Diaspora Affairs at government level to connect with the
Swedish diaspora around the globe. Otherwise it would be wise and financially beneficial to consider
the creation of the position of Vice Mayor of Stockholm for Diaspora Affairs
– More e-services should be offered to talented people researching the city and setting up here
– Continuously increase and develop knowledge of the needs of the local business ecosystem

In this modern world, change happens rapidly as technological advancement, working patterns and
innovation is disrupted quicker than ever before. Consequently, the information and proposals
detailed in this report can quickly become obsolete. It is therefore necessary that the City of Stockholm
works in an agile way with these issues so that these recommendations can be adapted to meet the
needs and current trends of the market.
However we propose a more holistic, long-term approach that is in the best interests of the business
community and international top talent as a whole, constantly working to create an optimal
environment for the human beings who create the innovative solutions and enable an environment
that allows for collaboration in all its forms.
The City of Stockholm excellently positioned to become a more attractive destination for the next
generation of international top talent. With increased cooperation and collaboration, an open
approach and more targeted efforts, the City of Stockholm can achieve exactly that. Furthermore, it is
essential that we move forward in the manner that reflects Stockholm’s place in the world:
Trustworthy. Visionary. Free.
In times of great change, it is these timeless Nordic values that will ultimately attract the most highly
talented individuals from around the world to come and work in the great city of Stockholm.
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Appendices

Appendix 1: The thoughts of the highly talented individuals
Invest Stockholm has been in close dialogue with highly talented individuals from around the globe to
answer the question on how Stockholm can become a more attractive destination for the next
generation of international top talent.
Towards the end of 2019, highly talented individuals who had relocated to Stockholm from around the
world contributed to a fact-finding mission structured to gain their insights via personal interviews and
questionnaires.
The success of Stockholm results largely from the fact that the City has been actively working on many
fronts to enhance the value proposition of the city on a global level. But as is the desire from
Stockholmers to maintain the highest of standards for their city, there will always be room for
improvement.
For example, structures could be put in place to enable a softer landing for new talent arriving in the
city, by helping them navigate the administrative burden and connecting them with locals who can
act as hosts during their initial months.
There is also tremendous opportunity to be gained by enabling the spouses of top talents to find jobs by
connecting them to companies and organisations in Stockholm.
A general recommendation expressed in this report is that it is important to create the preconditions for
international top talent to overcome the challenges themselves, rather than attempting to solve
everything for them. They are highly intelligent and resourceful people after all, and with their global
perspective most do not require much to reach a level of satisfaction.
Consequently, the degree of satisfaction that Stockholm provides for these highly talented individuals
and their families will naturally influence how long they chose to remain in the city. As this is an
increasingly highly sought-after demographic it is vital that the City of Stockholm understands and
solves the pain-points which ultimately may be responsible for them leaving the city.
During the interviews all highly talented individuals were given to opportunity to talk in more detail
around those areas where they were least satisfied with Stockholm. In this regard the initial problems
revolved around the loneliness and the administrative burden.
One of the main areas of dissatisfaction, despite their unique skill set and intelligence, is they believe
there is a reluctance for Swedish employers to hire international top talent and their spouses. Thus,
despite them having vast business expertise, many felt they encountered a level of professional
discrimination since arriving.
This is a grave finding and may lead to negative shockwaves reverberating around the global talent
community and have a disastrous impact on Stockholm’s reputation. It would be a slight on the hard
work done by many people in the city if even one highly talented individual was to leave as a result of
this belief.
However, from research, the vast majority of those questioned stated that they would recommend
Stockholm to people from their home country, as a place to relocate. In addition, on a sliding scale
where they could rank Stockholm out of ten (were a ‘seven’ was not an option), the average score
was a very positive ‘eight.’
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So, with the insights provided from the international top talent we begin to see a relatively uniform
picture of their wishes from these conversations. The proposals can be summarized in the following five
headings:

1. SME Acceptance of International Talent
2. Housing
3. Support
4. Social System
5. Personnummer
The next five subsections clarify these headings. Note that the suggestions and proposals do not come
from the City but rather from the highly talented individuals who have moved to Stockholm. Also note
that the suggestions and proposals are not linked to any budget and should not be mistaken for
commitments from the City.

1. SME Acceptance of International Talent
From research with international top talent there appears to be a belief in the market that “Swedish
companies don’t hire immigrants.” It is a big statement, and it is more worrying that so many of the
respondents believe it to be accurate.
Looking closer at this statement, it appears inaccurate at the extremities of the market, as there is a lot
of evidence that both start-ups and large companies actively hire from abroad.
Talent from outside of Sweden, particularly from developing nations can be very appealing to start-ups,
as due to financial constraints, they can hire talented individuals for slightly less that what a Swedish
talent may require.
Similarly, the large organisations such as Klarna, Ericsson, ABB, Spotify and others are always on the
lookout for top talent. Due to the small talent pool in Sweden, these organisations have for many years
hired talent from around the world to move to Sweden and become central members of their teams.
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Where we may see some evidence of the fact that “Swedish companies don’t hire immigrants” would
be within the Small and Medium Enterprise (SME) sector of the economy. It is within this segment that
there is a perception that it is either too complicated or too risky to hire highly talented individuals from
outside of Sweden.
This derives from the fact that there is a knowledge gap regarding the requirements for bringing
international talent into the country. In addition, there has been numerous negative stories reported in
the media regarding talented individuals being deported for minor mistakes in applications for
residence and permits.
This is highly unfortunate as it is the SME segment of the Stockholm economy that would possibly benefit
most from attracting educated, experienced and highly talented international individuals into their
teams.
The solution here is quite simple and it has two strands.
Firstly, the structures, as detailed in this report should be implemented, allowing for a more seamless
hiring and integration process for international talent. Secondly, an outreach programme should be
launched highlighting the benefits of attracting highly talented individuals from around the globe to
work in these growing businesses.
“Proactive and innovative communication with foreign talent and start-ups can not only avoid
kompetensutvisning, but also provide a clear path for all involved on 'how to do it right.' This would be
a much-welcomed part of integration work in Sweden, overall." Matthew Kriteman, Diversify Foundation
With the SME segment of the economy being as important to the future success of Stockholm as startups and large companies, increased effort should be made to enable them to attract and onboard
more highly educated and experienced international talent to these businesses.

2. Housing
The availability of housing has been widely discussed as being the primary constraint on the continued
growth of Stockholm. However, during discussions with the target group it seems that the housing issue
is not as big a problem as it was in the past.
It was still an area that received some grumbles of discontent, but most respondents were happy with
their current living arrangements and despite some issues with finding their initial place to live, they
generally worked within the boundaries of, what they see as, a very unique system and found a
residence.
Some highly talented individuals who arrived here without a permanent place to stay believe that it
would be beneficial for the City to provide some form of fixed term or semi-permanent lodging that
enables newcomers to get settled in the city and set up within the “system.”
In addition, they believe the regulations restricting the renting of city apartments should be amended
to enable more properties to come onto the market and thus increase the availability of rentals. This
increase in supply would ease the level of demand and hence the rental rates would predictably
reduce, in accordance with free market principles.

3. Support
When discussing how Stockholm could become a more welcoming location for top international talent,
many of those questioned stated the desire to feel part of the community. They requested the
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opportunity to overcome the administrative burden quicker and have the prospect to meet new
people. Many felt like they were outsiders in their new hometown upon arrival.
One way to solve this would be the provision of a go-to digital platform, whether an app or a website,
that provides all the information they require in a central location. Newcomers want better information
that helps them to establish themselves in Stockholm by understanding how to get a foothold in the city
and attend meetups.
This digital platform should afford all information in a manner that simplifies the process of settling in
Stockholm, providing a checklist of practicalities that save time and energy. Importantly this
information must be in the international language of English.
Respondents have mentioned how they needed a Swedish speaking person to help them complete
many of the official tasks. One talent mentioned his surprise at receiving initial letters from the Swedish
tax agency, bank, pension authority, etcetera and all correspondence being in Swedish. Many have
stated that they found it difficult to find exhaustive information in English, upon arrival.
An all-in-one digital platform showing a step-by-step guide on relocating to Stockholm, should also
outline visas, housing, jobs, meet-ups, banking, education, gym membership, coworking spaces,
healthcare, SFI and more.
There are various digital guides available, but according to the international talent, they are poorly
adapted, and many are outdated. A single digital platform in English that can be used as a point of
reference is highly desired.

4. Social Welfare System
By far the most common area highlighted as a positive by the respondents was the natural beauty of
Stockholm. This is seen as a big reason why they relocated to Sweden, and crucially it is a major reason
for them choosing to remain. Many state that what they liked most was that Stockholm is a uniquely
beautiful city within a clean, well-kept environment that is close to nature.
Something that may come as a surprise is that many highlighted the social welfare system as being
what most falls below their expectations. Before arriving, they considered Sweden to have a welfare
system that was well-developed and accessible to all on a timely basis, and thus placed high value on
it. However, many have reported it as being below the standard of their home country. One
respondent from Mexico stated that “the healthcare and schools are better in Mexico and the level of
safety in Stockholm is not good anymore.”
Not all respondents had this belief, but there was certainly a sense that many highly talented individuals
who moved to the city were not as impressed with the social welfare system as they had expected.
Considering that this was an important factor that weighed heavily on their decision to move to
Stockholm this may be an area to research further among those who have relocated to the city.

5. Personnummer
There is a fair amount of frustration around the topic of the Swedish social security number. Newcomers
to Stockholm are surprised by the fundamental importance of the personnummer within the society.
However, respondents report great difficulties in obtaining a social security number.
Many highly talented individuals that have relocated to the city have said that it is not possible to fully
function within Swedish society, without having a registered social security number.
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Despite this, the Swedish Tax Agency only provide a personnummer to those who can show they will
remain in the country for a year or more, otherwise, newcomers are referred to apply for the, lesser
known, coordination number.
However, this is not sufficient in many cases, as many basic sections of society, such as gym
membership, require would-be members to have a permanent social security number.
An entrepreneur who arrived in Sweden stated that it “was so easy” for him to obtain a personnummer
as he arrived as a refugee. However, another respondent said his wife “waited for her personnummer
for nearly four years” and remarked how that issue alone was a good reason for them to actively
consider the possibility of relocating to the United Kingdom or Ireland.
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Appendix 2: Other relevant data points
To gain an understanding of the nature and movement of international top talent into and out of
Stockholm, the expertise of Sigmar Recruitment was utilised. As an international team of recruitment
consultants headquartered in Ireland who have successfully placed many highly talented individuals
into roles in Stockholm, they were deemed well placed to provide a non-biased view on the market.
The statistics outlined below were garnered from LinkedIn and cover a timeframe from January 2018 to
January 2020. This information was kept separate from the context of the main body of the report and
was considered as supplementary data when writing this report.
For the record, this data covers all roles from CTO to Level One Support staff. However, please note
that it only tracks people who moved for a job, so those people who moved to Stockholm then found a
job later will be outside the scope of this data.
In addition, it will also exclude intercompany transfers. For example, a highly talented individual
working in India for Ericsson who makes the move to work for Ericsson in Stockholm will not have been
tracked.
The findings derived from this data are detailed below.

What is the break down between talent* moving to Stockholm from inside and outside of Sweden?
•
•

Moving to Stockholm from outside Sweden
Moving to Stockholm from inside Sweden

78%
22%

*This only includes people who transferred for a job. Data looked to ignore students.

Where are those international talents moving FROM to get to Stockholm?
Top locations they arrive from are as follows:
1.
2.
3.

India
Brazil
Germany

Where are those international talents moving TO after they leave Stockholm?
When leaving Stockholm, they predominantly move to the following:
1.
2.
3.

Berlin
India
Amsterdam
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What are the most popular job titles that talent are taking when moving to Stockholm?
The most popular job titles that talent take are as follows:
1.
2.
3.

Engineer – Java
Engineer – JavaScript
QA Engineer

Which Stockholm based companies are responsible for hiring the most talent moving in?
During the two-year period, the companies that hired the most talent are as follows:
1.
2.
3.

Klarna
Spotify
King

What is the breakdown between male talent and female talent moving to Stockholm?
•
•

Male talent moving into Stockholm
Female talent moving into Stockholm

83%
17%

* It was not possible to quantify specifics on this to include a talent moving with their spouse. For example, if the husband
gets a job as a Java engineer and moved to the city, and the wife then got a C# role – This scenario data does not allow
for a breakdown on who made the first step.

What is the qualification breakdown of immigrants?
The most popular qualifications / areas of study of the talent moving in are as follows:
1.
2.
3.

Computer Science
Electrical & Electronics Engineering
Mathematics

What country OR city does the talent moving to Stockholm complete their highest level of education?
This is hard to quantify. For example, a person relocating from Germany would not always be
German, as they may be a Brazilian living in Germany. From our own records, South Americans
have the lowest completion rate of education from job seekers – People from India would
have the highest.

What are the most popular languages that the talent moving to Stockholm can speak?
1.
2.

English
Hindi
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How long does the talent remain in Stockholm?
The data set for this report only reflects a short period and thus only accounts for a two-year
time frame. So, it does not account for the “success” stories who never relocate, also it does
not account for the fact that Stockholm is becoming more popular as a tech location so the
number of international top talents remaining will increase dramatically.
However, of those who left in the last two years, please note this data may have captured
those who overlapped the timeframe, so it is possible they have been in Stockholm for five
years but left during this window. This data only reflects those that left.
1.
2.
3.
4.
5.

0 to 6 months
6-12 months
12 – 18 months
18 – 24 months
24+ months

18%
7%
43%
21%
11%

How long does talent moving to Stockholm stay in their first job before moving to another?

The average appears to be 22 months
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Appendix 3: Rankings, links and additional sources of
information
1.0

Rankings

There are many publications that rank cities in terms of start-ups, innovation, and ecosystems. Invest
Stockholm follows these rankings closely and, in many cases, assisted with information. However, it must
be mentioned that the City of Stockholm never pay to be included in rankings, and always refer to
third-party sources in terms of statistics and quantitative data.
With that said, it is important to highlight several relevant publications where Stockholm is ranked as a
world leading city for talent attractiveness.

1.1

2019 Global Talent Competitiveness Index

The Global Talent Competitiveness Index (GTCI) is computed as the simple arithmetic average of
scores registered across six pillars. The report continues to become more visible around the world and
has become the global benchmark for issues related to talent competitiveness and the future of work.
With 2019 being the sixth year, the GTCI addressed the topic of Entrepreneurial Talent and Global
Competitiveness highlighting the ways in which large and small firms, nations, and cities can foster
entrepreneurial talent in the era of digital transformation.
The top-ranked city in 2019 was Washington, DC, followed by the Nordic cities of Copenhagen and
Oslo in 2nd and 3rd place, respectively, and Helsinki, 7th. Unfortunately, Stockholm was one of the
cities that dropped out of the top 10 during the period, and now sits at 11th position for 2019. In 2018
Stockholm was in 2nd place behind Zurich.

1.2

2019 IMD World Talent Ranking

The IMD publication evaluates the extent to which economies develop, attract, and retain highly skilled
professionals. The 2019 index assessed 63 economies and evaluated three factors.
The Investment & Development factor measures the resources committed to cultivating home grown
human capital. The Appeal factor evaluates the extent to which a country attracts local and foreign
talent. Finally, the Readiness factor quantifies the quality of the skills and competencies that are
available in a country.
Sweden advanced to 3rd position (from 8th) as a result of improvements across all factors: it moved up
to 7th in Investment and Development, to 3rd in Appeal and 9th in Readiness. These improvements
originate from its performance in several indicators including the total public expenditure on education
(as percentage of GDP) and the private sector’s prioritization of talent attraction and retention (5th in
both), and 4th in the fair administration of justice.
Implementation of apprenticeships and student mobility (inbound) are low (30th and 29th respectively)
and so is PISA educational assessment (25th) and the availability of skilled labour (23rd) in Sweden.
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1.3

IESE Cities in Motion Index 2019

The University of Navarra published an index in May 2019, where 174 cities – 79 of them capitals
– representing 80 countries, are ranked in nine different categories. They are all related to better
understanding the different factors that allow cities to improve their competitiveness, ensure their
sustainability and enhance the quality of life of their inhabitants.
These categories, with Stockholm’s ranking out of 174, in brackets, are: Governance (24),
Urban planning (48), Technology (14), Environment (5), International outreach (24), Social cohesion (60),
Mobility and Transportation (21), Human capital (58) and Economy (18).
The top-ranked city this year was London, followed by New York and Amsterdam. Stockholm is ranked
in 13th position in this report, with access to human capital being a major reason why the city was
outside the top ten. The report is in its sixth year.

2. Links
2.1

Coworking spaces

Epicenter

https://epicenterstockholm.com

WeWork

https://www.wework.com/en-GB/l/stockholm

Sup46

http://sup46.com

THINGS

http://www.thingstockholm.com

Impact Hub

https://stockholm.impacthub.net

A House

http://www.ahousestockholm.com

Norrsken House

https://www.norrskenhouse.org

The Park

https://thepark.se

2.2

Reports

The Global Talent Competitiveness Index 2019
https://www.insead.edu/sites/default/files/assets/dept/globalindices/docs/GTCI-2019-Report.pdf
IMD World Talent Ranking 2019
https://www.imd.org/wcc/world-competitiveness-center-rankings/world-talent-ranking-2019/
IESE Cities in Motion Index 2019
https://citiesinmotion.iese.edu/indicecim/?lang=en
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2.3

Meetups and events

Littlebearabroad

https://littlebearabroad.com

STHLM Tech Meetup

https://sthlmtechmeetup.confetti.events

2.4

The City of Stockholm

Invest Stockholm: Move to Stockholm:
http://www.investstockholm.com/move-to-stockholm
The Talent Guide:
http://www.investstockholm.com/move-to-stockholm/the-talent-guide
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4. Additional information
This report has been produced by Invest Stockholm, a subsidiary of Stockholm Business Region AB.
All copyright is reserved by Patrick Walsh, save that copyright in relation to passages within Section 3.0
of the report are reserved to Invest Stockholm. The author of the report is Patrick Walsh.
For further information or any questions, please contact: patrick.walsh@stockholm.se
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