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LEGAL FRAMEWORK — CYPRUS



Asylum Seekers Employment Opportunities
Asylum seekers have access to the labour market  nine (9) months  following the date of submission of 

their application for international protection.



The Recruitment of Asylum Seekers



Beneficiaries of Subsidiary Protection & Refugees
Employment rights granted upon receiving official status in Cyprus





GOVERNANCE

Procedural Gaps at State Level
Systemic barriers limiting effective migration governance and integration policy

GAP 01 — Coordination & 
Inter-ministerial Approach

• Multiple ministries 

handle migrant 

issues with minimal 

collaboration

• No unified 

cross-departmental 

framework or shared 

accountability

GAP 02 — Bureaucratic 
Administrative Model

• Slow, rigid, 

process-driven 

system with limited 

flexibility

• Low adaptability to 

evolving migration 

realities

GAP 03 — Weak Feedback 
Mechanisms

• Ineffective 

communication loops 

hinder responsive 

policymaking

• No systems for early 

adaptation to user 

needs or technology

GAP 04 — Insufficient 
Migratory Data & Planning

• No comprehensive 

data on migration 

patterns or 

immigrant profiles

• Missing employment, 

residence & 

education statistics

• No updated national 

integration plan in 

place



Survey Findings – TCN & Company Perspectives
TCN obstacles: language barriers, complex processes, lack of vacancies
Company concerns: bureaucracy, legal confusion, cultural differences and 

language barrier
Common need: mentorship, training, legal clarity, strategies

Employers request simpler hiring support and faster government response

Recommendations: strengthen communication and system navigation



Difficulty in integrating TCNs into 
the overall culture of the 

organization

Limited access to 
information or support 

from government 
structure

Limited access to information or support from government structures

Lack of basic professional skills or qualifications

Difficulty in integrating TCNs into the overall culture of the organization

High staff turnover/attrition rate

Difficulty in integrating TCNs into the overall culture of the organization

Psychological effects (e.g. anxiety, insecurity) that affect performance

NONE



Difficulties in 
collaboration due to 

different ways of 
communication

Misunderstandings in social 
or professional behaviours

Different perception of the role of the 
supervisor and hierarchical relationships

Difficulties in collaboration due to different 
ways of communication

Perceptions of time (e.g., accuracy, 
consistency, work pace) that create conflicts

Different levels of personal initiative or 
responsibility

Misunderstandings in social or 
professional behaviors 

Lack of familiarity with occupational 
health and safety practices

NONE



There were no obvious 
challenges, but underlying 

biases are identified

Tensions or conflicts arose between 
employees of different backgrounds

Difficulty accepting employees of a different 
colour or ethnic identity from the existing team

Gender-related perceptions or prejudices influenced 
the distribution of responsibilities or acceptance

There have been incidents of discrimination 
or derogatory comments in the workplace

Difficulties in integrating migrant 
women into working environments

There were no obvious challenges, but 
underlying biases are identified

NONE



Difficulty communicating 
due to language barrier

Cultural differences in perceptions 
of work, collaboration and 

responsibility

NONE

Difficulty communicating due to 
language barrier

Limited understanding of company 
values/practices from the HR perspective

Lack of time or resources for induction 
training and integration

Difficulty understanding the hierarchy, 
roles, or internal structure of the company

Cultural differences in perceptions of 
work, collaboration and responsibility

Absence of a systematic integration 
program for new employees





Graduate Pathway for TCN Integration
A structured four-phase journey from participant selection 

through to labor market placement



Graduate Pathway for TCN Integration



Key Causes of Training Dropout

TOP DROPOUT CAUSE

40%+
Unmet expectations or difficulty

Mismatch between expected and actual course content, or 
material that proves too challenging.

PERSONAL PRESSURES — ~18–19%

Family, health & caregiving issues

Force withdrawal from training

ECONOMIC PULL — IMMEDIATE

Job market demand

Overrides training commitment

01 — Family & Personal Issues

Caregiving responsibilities 
and health challenges that 
make regular attendance 
impossible

02 — Low or No Financial 
Support

Inadequate wages or stipends 
during training worsen 
poverty risk and force early 
exit



Structural & Logistical Barriers Facing Participants





PROGRAMME OUTCOMES

Capacity Building & Strategic Partnerships

31
Capacity Building on MEIC 
Methodology

Practitioners trained on the MEIC 
methodology to strengthen 
evidence-based approaches to migrant 
employment and integration.

15
Diversity Management Workshop

Companies participated in targeted 
workshops on inclusive workplace 
practices, cultural awareness and 
diversity management strategies.

33
Upskilling for Social & Labour 
Service Operators

Frontline service operators upskilled to 
better support TCN beneficiaries 
navigating social and labour market 
systems.

MoUs Signed & Territorial Cluster Group Sessions

8 Memoranda of Understanding formalised with key partners. 4 Territorial Cluster Group 
sessions held, covering: Labour Market Dynamics · Policy & Governance · Best Practices & 
Innovations · Future Directions

8
MoUs

4
Sessions



STAKEHOLDER ENGAGEMENT

Territorial Cluster Working Group
Stakeholders Engaged

01 Hospitality sector

02 Tourist industry

03 Courier & cleaning services

04 VET institutions

05 Cyprus Chamber of Commerce & Industry

06 Cyprus Employers & Industrialists Federation

07 Recruitment agencies

Group Sessions

Multi-stakeholder workshops for collective discussion and 
alignment

Bilateral Meetings

One-to-one sessions for in-depth scouting and targeted 
needs assessment

Online Discussions

Remote consultations for flexible, continuous stakeholder 
engagement





INTEGRATION CHALLENGES

Difficulties Faced by TCNs in Cyprus

TCNs
IN CYPRUS

02
Legal & administrative 
hurdles

Unconscious bias & social 
exclusion

03
04

Language barriers

01
Limited professional 
networks

05
Unrecognised skills & 
qualifications

TCNs
IN CYPRUS



POLICY GAP — ASYLUM SEEKERS

Why the 9-Month Work Ban Lasts Much Longer in Practice

Compounding delays push total exclusion from the labour market well beyond the legal threshold

CAUSE 01 — LEGAL

Asylum Processing Delays

Legal target is 6 months — in 
practice 15 to 21 months, with 
appeals extending the wait even 
further.

15–21
months average processing time

CAUSE 02 — ADMINISTRATIVE

Administrative Barriers

System errors block rejected 
applicants for weeks or months. 
Approvals are fragmented across 
Migration, Labour and Social 
Insurance departments.

3 bodies
in fragmented approval process

CAUSE 03 — 2025 RULE

Physical Residence Card 
Requirement

New 2025 rule mandates physical 
residence cards for social insurance 
registration — creating onboarding 
chaos and further delays for new 
arrivals.

2025
new rule adding further barriers



IMPACT ANALYSIS

Consequences of the Work Ban — Who Bears the Cost
FOR TCNS

Income Gaps & Social Exclusion

• Income gaps drive 
instability, debt and family 
separation

• Pushed into informal 
economy — exploitation in 
domestic & agriculture

• No time or capacity for 
upskilling or language 
learning

• Unemployment triggers 
mental strain and social 
isolation

HUMAN COST

FOR EMPLOYERS

Persistent Workforce Gaps

• Off-season shortages 
persist with no reliable 
talent pipeline

• Reluctant to invest in 
training due to permit 
uncertainty

BUSINESS COST

SYSTEMIC LINK

Low-Skill Trap Perpetuated

• Post-9mo. asylum seekers 
funneled into low-skill roles

• Shortages in care & IT 
remain unaddressed 
despite available workforce

STRUCTURAL COST

FOR TCNS FOR EMPLOYERS SYSTEMIC LINK

Low-Skill Trap Perpetuated







PROFESSIONALS & INSTITUTIONS

Needs for Change
NEED 01

Enhancing Cultural Competence

Expand practitioners' and 
organisations' knowledge, resources 
and services to better address the 
needs of diverse racial and ethnic 
communities.

AWARENESS & CAPACITY

NEED 02

Implementing Conflict Resolution 
Strategies

Integrate effective conflict resolution 
techniques to manage cultural and 
interpersonal challenges within 
professional and institutional 
settings.

MEDIATION & DIALOGUE

NEED 03

Continuous Professional Training

Provide ongoing training for 
professionals working with migrants 
to improve service quality and 
support smoother, more sustainable 
integration outcomes.

LEARNING & DEVELOPMENT



EDUCATION & VET

Increasing Educational Opportunities

PILLAR 01

Local Authorities

Institutional actions to create accessible, structured and 
culturally sensitive support frameworks for TCN learners.

• Establish daily support and advisory mechanisms for 
TCN families

• Provide afternoon activities and homework support 
clubs

• Offer multilevel Greek and English language courses
• Introduce Cypriot culture and civilisation courses

INSTITUTIONAL ACTION

PILLAR 02

Beneficiaries
Community-led actions that leverage migrant knowledge and 
networks to strengthen inclusion and preserve cultural 
identity.

• Act as mediators between TCN families and schools
• Engage long-term migrant residents as mentors for 

new arrivals
• Organise native language lessons to preserve cultural 

identity

COMMUNITY ACTION



EDUCATION & VET — MULTI-LEVEL APPROACH

Increasing Educational & VET Opportunities
LEVEL 01 — MINISTERIAL

Ministerial Level

Systemic policy redesign for national 
integration

• Redesign Greek language education for 
migrants year-round

• Support adult education initiatives
• Mandatory language courses upon 

arrival
• Recognition of prior experiential 

learning
• VET policy scheme for migrants based 

on market needs and cultural 
sensitivity

LEVEL 02 — CIVIL SOCIETY

Voluntary Organisations

Community-driven support filling 
institutional gaps

• Establish advisory and assistance 
mechanisms

• Advocate for Greek language education 
for all migrants

• Support school enrolment for migrant 
children upon arrival

• Set up homework clubs in mixed 
groups with local children

LEVEL 03 — DEPARTMENTAL

Public Services

Operational tools, monitoring and 
frontline delivery

• Quality assurance & monitoring for 
migrant learning

• Develop a multilingual virtual 
information platform

• Train teachers in Greek as a second 
language

• Utilise refugee teachers and teaching 
assistants

• Monitor migrant registration and 
dropout rates

• Set up summer school induction 
courses



Contact: biriukova.y@codecacy.org
spaneas.s@codecacy.org

 amil@codecacy.org

CODECA – Center for Social Cohesion, 
Development and Care 
11 Andrea Dimitriou Street
Agios Dometios, P.C. 2369
Nicosia, Cyprus

Tel: +357 22042083
Email: amil@codecacy.org 
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