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INTRODUCTION

Menedék - Hungarian Association for Migrants has 
been assisting the social integration of foreigners in 
Hungary since 1995. With the help of our comprehen-
sive service system, we help thousands of refugees and 
other foreigners to fi nd their new home in Hungary. In 
addition to directly assisting foreigners, it is important 
for us that the host society has an open and accepting
attitude towards them since this is the key to our successful 
co-existence.

We have paid particular attention to the labour market 
integration of foreigners coming to Hungary for years, 
during which we have made contacts with several 
employers. Thanks to them, we are aware of consid-
erations raised by employers and they have discussed 
their doubts and shared their experiences with us.

In our information material, we seek to cover the main 
issues they raised and to reply to their questions. On 
the basis of their feedback, the barriers to employing 
foreigners are in most cases are caused by lack of 
information, fear of the unknown and misbeliefs. Our 
publication was designed as guidance that treats this 
issue in its complexity: we give an insight to topics 
characterising foreigners who intend to settle in 
Hungary and that are relevant from a work perspective; 
we summarise the legislation on the employment of 
foreigners, and share employer experience, as well as 
give practical advice for working with foreigners.

We hope that our compilation will provide genuine 
assistance and our colleagues are ready to reply to any 
remaining questions.
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Despite tha fact that we face migration-related news, 
news on assumed or actual economic, political or 
cultural issues caused by migration on a daily basis, 
this phenomenon isn’t new at all. Indeed, migration 
affects us all: there are only a very few people in the 
world without anybody in their family or ancestors 
who decided to start a new live in another country.

Nearly one-third of migrants living in the European Union 
originate from other EU countries. Many of them come 
from non-EU but European countries, and a smaller 
proportion comes from another continent. The volume 
of migration varies in the Member States. In the Eastern 
EU Member States, the proportion of foreigners is lower 
than in the Western countries, in some of which 10 per-
cent of the population are migrants.

In Hungary the proportion of migrants is low compared 
to Western European countries; foreigners living in the 
country make up two percent of the population.

Before the change of regime, the emigration of 
Hungarian citizens was the main trend, from this 
period mainly students and workers from the former 
communist countries came to Hungary. Their number 
is relatively low and they came mainly from the 
former Soviet Union, Mongolia, Vietnam and some of 
the Latin American countries.

In the early 90s, upon the change of regime a migra-
tion process started in Hungary, and by now nearly 
215,000 foreign citizens live in Hungary. Migrants 
come to Hungary from various parts of the world, from 
nearly 150 countries. The highest number of non-EU 
migrants came from China (approximately 20,000 
people); furthermore, many Vietnamese, Turks and 
foreigners from other Middle Eastern countries live 
here. Migration can be generally held to be an urban 
phenomenon: most migrants who moved to Hungary 
for work, family or educational purposes live primarily 
in Budapest, the county towns and university towns

.

WHO ARE MIGRANTS? 
WHAT FOREIGNERS LIVE IN HUNGARY? 
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Similarly to other EU Member States, granting a residence permit or permanent 
residence permit is conditional upon having secure subsistence i.e. only those in 
employment and earning a regular income, with established housing and health 
insurance can get it. (With the exception of foreigners who are benefi ciaries of 
international protection i.e. refugees, benefi ciaries of subsidiary protection and 
persons tolerated to stay. Later on we will talk about them in more detail.) This is 
not only a condition for obtaining the entitlement to stay but also for keeping it: if 
the fi nancial situation of a foreigner worsens signifi cantly then even a permanent 
residence permit can be withdrawn. According to the statistics, in the foreign 
population living in Hungary the proportion of young, working age, employed and 
highly qualifi ed people is much higher than amongst Hungarian citizens.

MIGRATION MEANS THE 
MOVEMENT OF INDIVIDUALS, 
FAMILIES OR COMMUNITIES, 
CHANGING THEIR PLACE OF 
RESIDENCE BY CROSSING 
ADMINISTRATIVE BORDERS FOR 
A LONGER PERIOD OF TIME, 
MANY TIMES WITH THE INTEN-
TION OF PERMANENT ESTAB-
LISHMENT.
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In 2014 and 2015 nearly one-third of residence permits 
were issued for the purposes of income generation 
in Hungary. The working and entrepreneurial spirit is 
thus high in foreigners coming to Hungary. This fact 
corresponds to international research, which highlights 
how determination and the desire for advancement are 
strong in migrants, and these are primarily what drives 
people across borders and continents.

The issues of voluntary and forced migration come up 
frequently in literature analysing international migration. 
The above-mentioned types belong to the voluntary 
category. Forced migration is when people must leave 
their homes due to war, persecution, serious economic 

or ecological issues and disasters. However, it is 
important to note that differentiating between voluntary 
and forced migration is diffi cult in many aspects, since 
migration is a highly complex social phenomenon; the 
underlying individual and collective decisions, as well 
as physical and psychological pressures, form a compli-
cated matrix. Even apparently autonomous decisions can 
have numerous pressing forces in their background and 
there is freedom to decide, even for those in the most 
vulnerable and hopeless situations. Indeed, in many 
cases ‘force’ does not really manifests itself in leaving but 
in staying at home.



REFUGEE MEANS ANY PER-
SON WHO, OWING TO A WELL-
FOUNDED FEAR OF BEING 
PERSECUTED FOR REASONS OF 
RACE, RELIGION, NATIONALITY, 
MEMBERSHIP OF A PARTICULAR 
SOCIAL GROUP OR POLITICAL 
OPINION, IS UNABLE OR, DUE 
TO SUCH FEAR, IS UNWILLING 
TO RETURN TO THAT COUNTRY. 
RECOGNISED REFUGEES HOLD 
NEARLY IDENTICAL RIGHTS TO 
THOSE OF HUNGARIAN CITIZENS.

Refugees

The news in Hungary mainly reports on refugees since while earlier their rate 
was negligible in migratory movements affecting the European Union, in recent 
years people mainly coming from the Middle-East and other Asian and African 
countries sought refuge in extreme numbers in EU Member States. This mi-
gratory process is unprecedented since World War II, and poses numerous 
policy challenges to European societies, therefore it demands conscious and 
coordinated management effort at European level.

In 1989, Hungary was the fi rst in the Eastern European area to become part 
of the international refugee protection scheme by acceeding to the Geneva 
Convention on the status of refugees. At the end of the 80s, mostly Hungarian-
speaking Romanian citizens formed the fi rst great wave of refugees who fl ed 
to Hungary on political and economic grounds. Between 1991 and 1997, citizens 
of the former Yugoslavia came in great numbers, fl eeing from the Balkan war. 
Subsequently the number of refugees decreased signifi cantly, until – as a result 
of the recent years’ migratory fl ows – Hungary as a country on the Schengen 
border gained a signifi cant role in the reception of refugees arriving through the 
southern and eastern borders, as well as in the related administrative tasks and 
border protection.

The protection of refugees is assisted by and regulated in global and regional 
legal agreements. The question of whether a refugee’s fears are founded, i.e. 
whether he/she is entitled to protection in Hungary, is decided by the Immigration 
and Asylum Offi ce (IAO) in a complex asylum procedure.

5



In the past three years the number of recognitions can be considered constant 
(around 500/year), irrespective of the increased number of asylum applications. 
Mainly Syrians, Afghans and Iranians are granted protection currently in our country.

The number of refugees and beneficiaries of subsidiary protection living 
in Hungary is low; the number of beneficiaries of international protection is 
around 3,000. In our experience, most of them make great efforts to find 
peace and a new home in our country. However, supportive and open attitudes 
from the host society are essential to this, since successful integration is in the 
interest and responsibility of both parties.

Migration is in essence a social phenomenon that offers both opportunities 
and challenges to the host country. The conditions for co-existence between 
different cultures therefore need to be treated consciously. It is important that 
both parties can present, understand and coordinate their own interests and 
criteria, as well as have continuous consultation and a desire for consensus. 

PEOPLE NOT RECOGNISED AS 
REFUGEES BUT A GENUINE RISK 
EXISTS THAT THEY WOULD BE 
SUBJECTED TO SERIOUS HARM 
IF SENT BACK (E.G. CAPITAL 
PUNISHMENT, INHUMAN OR 
DEGRADING TREATMENT) ARE 
ENTITLED TO SUBSIDIARY 
PROTECTION STATUS. THEIR 
LEGAL SITUATION IS SIMILAR 
TO THAT OF REFUGEES, APART 
FROM A FEW DETAILS.

6
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Levente Rókus, Prolicht Kft.

„AS SOON AS THEY SAW SAMI’S EXPERTISE AND 
DILIGENCE, THE COLLEAGUES OPENED UP TOWARDS 
HIM. OUR EMPLOYEES FORM A RATHER CLOSED 
COMMUNITY BUT IF THEY CAN SEE THAT THE NEW 
WORKER WANTS TO WORK AND DOES HIS PART OF 
THE WORK, THEY WILL ACCEPT HIM, IRRESPECTIVE 
OF NATIONALITY OR THE COLOUR OF HIS SKIN.”

PERTISE AND 
ED UP TOWAR

HER CLOSED 



INTERCULTURAL COMPETENCE 
MEANS THE SKILL AND SET 
OF SKILLS ALLOWING US 
TO COOPERATE EFFECTIVELY 
WITH PEOPLE WITH 
A DIFFERENT ETHNIC, 
CULTURAL, POLITICAL, 
ECONOMIC OR RELIGIOUS 
BACKGROUND. 
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What difficulties can refugees face in Hungary?
Refugees and benefi ciaries of subsidiary protection hold nearly identical rights 
as those of Hungarian citizens, and so they can use the same healthcare, 
education, and social systems as Hungarians. However, access to these is far 
from easy; there are numerous challenges along the road.

       Although most refugees speak several languages (some speak excellent 
English or other languages used in Europe), the acquisition of Hungarian 
language skills, which are essential to get along, is a time-consuming and 
effort-intensive process. Without speaking any Hungarian it is diffi cult to fi nd 
a proper job that matches their expertise and skills. Hungarian language training 
is basically provided by civil organisations. Most refugees and benefi ciaries 
of subsidiary protection hold no settled and supportive social relationships. 
They have to fi nd their place in a society completely alien to them, being 
separated from their families and friends, and to represent and enforce their 
own interests. Unlike other migrants, they are not able to stay in touch actively 
with their families and cannot return to their homeland as their life would be 
in peril.

       They do not know how local support systems and public authorities operate; 
therefore, it is more diffi cult for them to get along. Unfortunately, in many 
cases the professionals in the support system are also not prepared to work 
with them; as such, the lack of information and intercultural competences 
needed to deal with their case, and the rejection an unknown situation 
makes their situation exponentially more diffi cult.
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Samatar Hassan Mohamed, Prolicht Kft.

„HUNGARIANS ARE GOOD TO WORK WITH. IF YOU 
UNDERSTAND EACH OTHER, THERE WON’T BE 
ANY MAJOR ISSUE. BUT IF YOU DO NOT SPEAK 
THE LANGUAGE, IT IS CERTAIN THAT YOU CAN’T 
WORK WITH THEM.” 

RK WITH. IF YOU 
E WON’T BE 

O NOT SPEAK 



Many are able to get recognition for their existing 
expertise, as well as their professional experience 
in their homeland, only after years of hard work 
in Hungary; it is therefore typical that refugees 
and beneficiaries of subsidiary protection leave 
their old profession or switch to a new one.

Recently, the host society’s xenophobic and 
rejective behaviour towards migrants makes their 
everyday life even more difficult. However, this 
discriminative and negative attitude is not only 
experienced by newcomer refugees but also those 
who have been living in Hungary for years or even 
those born here or have acquired Hungarian 
citizenship.

10
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Gyula Gaál and dr. Emese Gaál, PROMES’95 Bt.

„IF AN ISSUE BREAKS OUT, HELP IS NEEDED, AND NOT ONLY IN INTERPRETING. AT FIRST I WAS JUST SMILING WHEN YOU 
SAID THAT YOU HAVE INTERCULTURAL MEDIATORS. BUT INDEED THIS IS THE CASE, THAT SOMEBODY MUST EXPLAIN TO 
ME WHAT’S WRONG WITH THAT PERSON. ACCORDING TO MY SET OF VALUES, NOTHING HAS HAPPENED THAT WOULD 
JUSTIFY HIS HURT FEELINGS. SOMEBODY SHOULD TRANSLATE TO HIM WHY WE THINK THAT WE HAVE NOT HURT HIM 
AND SOMEBODY SHOULD EXPLAIN TO US WHY HE WAS HURT IN ORDER TO BE ABLE TO SETTLE IT.”

HEN YMILING
MUST EXPLAI



Every person is entitled to leave his homeland and/
or to seek refuge from persecution; however, host 
countries can set themselves any detailed rules on 
who can stay there and under what conditions, on the 
status they receive and the rights and entitlements 
implied in this status.

As it is apparent already from the earlier summary, 
foreigners can basically reside in Hungary on two 
grounds. The more general ground is when some-
body moves here on his own initiative, for personal or 
professional reasons. The other, smaller segment of 
people coming to Hungary are forced to set off. Some 
need special permission to work and some don’t. 
Hence, before employing him/her, it is important to 
consider the situation of the foreigner selected.

The premise is that the framework of employment 
is set by the effective Hungarian labour, work health 
and safety and social insurance legislation. Below we 
deal with those further factors that can arise at the 
employer due to the employee’s non-Hungarian citi-
zenship. We review the statuses and permits that give 
a right or permission to reside in Hungary through 
examples, by highlighting the features relevant for 
employment purposes.

Family member of a Hungarian citizen
The legislation provides preferential treatment to 
third-country national family member of a Hungarian 
citizen in several aspects, and their situation in the 
labour market is the easiest of all foreigners living in 
Hungary.

LEGISLATION ON EMPLOYMENT OF FOREIGNERS

12



THIRD COUNTRY NATIONALS 
MEAN ANY PERSON NOT HAVING 
THE RIGHT OF FREE MOVEMENT 
AND RESIDENCE (I.E. NON-EU 
CITIZENS), AS WELL AS STATE-
LESS PERSONS.
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They can be aware of their options via their Hungarian citizen family member.

The legal environment is favourable for them, since under the law they are persons holding the right of free 
movement and residence, so no separate authorisation is required for them.

Their employment is subject to notifi cation (the necessary form can be downloaded from the website of the 
National Employment Service under http://kmrmk.afsz.hu/engine.aspx?page=kmrmk_nyomtatvany) QR code

This notification can by mailed by the employer.

The time needed for this notification is 10 minutes at most, and no costs are involved.

The employment can start at the same time with the notification.

For certain positions the law requires mandatory Hungarian citizenship.

During his holiday in Cuba, István gets to know a Cuban girl and their relation-
ship becomes more serious. At first, after a successful visa application, the 
girls visits Hungary, then István travels again to Cuba. Then they decide to get 
married. After the marriage the Cuban girl can travel to Hungary without holding 
a visa, as a family member of a Hungarian citizen.

THE FOLLOWING QUALIFY AS FAMILY MEMBER OF A HUNGARIAN CITIZEN:
– a foreign spouse or partner, 
– his foreigner child below the age of 21 or dependent on the Hungarian citizen,
– a relative on the ascending line of the foreign spouse (parent, grandparent, etc.).



Taking up employment is permitted for those 
coming from EEA states and hold registration 
certificates issued by the Immigration and Asylum 
Office. 

Their employment is subject to notification; the 
form can be downloaded from here: 
http://kmrmk.afsz.hu/engine.aspx?page=kmrmk_nyomtatvany 
(form: QR code)

This notification can by mailed by the employer.

The time needed for this notification is 10 minutes 
at most, and no costs are involved.

The employment can start at the same time with 
the notification.

For certain positions the law requires mandatory 
Hungarian citizenship.

 

EEA citizens and their family members
Hungary is a member of the European Union, and this 
implies obligations, in addition to numerous advantages. 
One of these obligations is that the Hungarian 
labour market has to be open for citizens of the 
European Economic Area (EEA) and their next of kin.

Johann is a Norwegian man. His company relocates 
him to Hatvan for the quality assurance of a project 
implemented there. Johann’s wife Laura is a Ghanaian 
citizen and accompanies Johann to Hungary. She finds 
a job advert where a keeper is wanted at a dog shelter. 
Since Laura is the next of kin of an EEA citizen, she 
can apply for this job without a specific permit, where 
she can do all day long what she loves most, caring 
for dogs.

14
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Holders of a residence permit
A residence permit can be applied for third country 
nationals who intend to stay in the territory of Hungary 
for longer than 90 days and are able to certify the 
source of their income, their housing and their full 
health insurance (sickness insurance covering all 
risks). Residence entitlement can be applied for under 
several titles (e.g. residence permit for studies, resi-
dence permit for healthcare, residence permit issued 
for family unification).

John from Nigeria studies at a university. He gets to 
know the sales manager of a Hungarian hotel chain. 
The manager sees him as a promising young man, 
John could be an excellent link to tourists com-
ing from Nigeria to Hungary, either on business or 
for leisure, and therefore the hotel chain would 
like to employ him after he finishes his studies.
In its labour demand claim submitted to the (district 
office of the county/Capital) Government Office, this 
hotel chain sets the conditions of knowledge of the 
Nigerian market, as well as the Igbo or Yoruba lan-
guages for the position. John submits his application 
for a residence permit for work purposes, together 
with a leniency application, to the Immigration and 
Asylum Office (IAO), which grants permission for the 
submission in Budapest, since the start of the work is 
urgent for the employer and it can also be important 
for the national economy. Then the IAO requests the 
Government Office, which confirms under a special-
ised authority procedure that no Hungarian or EEA 
citizen is able to fill that position and therefore John 
can take it. Then the IAO issues the permit for John, 
who will be able to stay and work in that position in 
Hungary for two years.
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A residence permit for the 
purpose of work is suitable 
as a basis for employment for 
a third country national.
A specialist authority 
procedure must be performed 
in any case, in which the 
Government Offi ce exam-
ines whether there are any 
suitable Hungarian or EEA 
national employees available 
for that position.
It is useful to specify the 
labour demand in detail, in 
particular in respect of the 
language competencies or 
other special skills required.
In the course of this specialist 
authority procedure, a per-
mission for employment can 
be granted for two years; as 
such, the residence permit 
may not be issued for a 
longer period either.

EMPLOYMENT CAN ONLY BE TAKEN UP IF HOLDING A RESIDENCE PERMIT 
FOR WORK, A SEASONAL WORK VISA OR A RESIDENCE PERMIT FOR STUD-
IES, AS WELL AS AN EU BLUE CARD.

–    residence permit for the purpose of studies: lawful work is subject to 
temporal limitations, during term for up to 24 hours weekly, and outside 
term up to 90 days per year or 66 full time working days.

–    residence permit for the purpose of seasonal work: it is linked to a 
specific employment, it can be issued for a maximum of six months but it 
is aligned to the duration of the employment.

–    residence permit for the purpose of work: it is linked to a specific employ-
ment; it can be issued for a maximum of three years but it is aligned to the 
duration of employment.

–    EU Blue Card: it can be issued in the context of highly skilled employment 
of third country nationals with a tertiary level qualifi cation. After the expiry 
of two years, the holder of an EU Blue Card will be entitled to take up highly 
skilled employment in other EU Member States in a simplifi ed manner. 
The EU Blue Card can be issued for up to a four year period.
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If the third country national in question already holds:
     – a residence permit issued for family reunification purposes,
     – an EU Blue Card,
     – a residence permit issued for income generation purposes,
     – a residence permit issued for research,
     – a residence permit issued for seasonal work,
     – a residence permit for intra-company relocation, or
     – a long-term mobility permit,
 then the so-called single residence procedure applies to the new permit, under which the future employer is 
responsible for notifying its labour demand to the Government Offi ce and to conclude a preliminary agreement 
with the prospective employee. 

The residence permit and its renewal is applied for by the relevant person at the Immigration and Asylum Offi ce.

This permit may be applied for from the country of the foreigner’s habitual residence via the Hungarian 
consular system. If the affected third country national is already in Hungary, then the procedure may also be 
initiated from Hungary, subject to requesting leniency.

The service fee for the procedure initiated from abroad is 60 EUR, and for the procedure initiated from 
Hungary 18,000 HUF. These costs are to be borne by the applicant worker. This procedure involves no cost for 
the employer.

The procedure is lengthy; it might take up to 70 days, so this needs to be kept in mind.

Forms can be downloaded for each type of permit from the website of IAO, under the “Residence in Hungary”. 
http://www.bmbah.hu (QR code on the left)
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People holding long-term 
and permanent residence entitlement
This category includes several permits and statuses:
–    national permanent residence permit,
–    temporary permanent residence permit,
–    EC long-term residence permit,
–    permanent residence card (this can be issued for 

EEA nationals and their family members who stay 
for longer than five years)

–    settled status (not issued any longer)
–    immigrant status (not issued any longer)

John is a national of Côte d’Ivoire. He has worked for 
five years as waiter in an Africa-style cafe, under a 
residence permit for the pursuit of a professional or 
trade activity. Since his housing, income and health-
care is secured and he has been residing in Hungary 
for more than three years, John, thinking of his 
future, therefore applied for a national permit for a 
permanent residency, since later on this allows for the 
application for citizenship. Holding the new permit, 
John’s stay is not so closely linked to his job any 
more. If John finds a better job or plans to start his 
own business; there are no more major obstacles to 
it. If he finds a new job, he needs no new permit, the 
employer just needs to make a notification.

All the above residence permits can be obtained 
on the basis of a long-term stay in Hungary, and so 
people holding these permits probably know their 
social and economic options. This relative integration 
can be an advantage to the employer.

No work permit is needed. 
Their employment is subject to notification, the form can be downloaded from here: 
http://kmrmk.afsz.hu/engine.aspx?page=kmrmk_nyomtatvany (form:QR code)
This notification can by mailed by the employer.
The time needed for this notification is 10 minutes at most, and no costs are involved.
The employment can start at the same time with the notification. 
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Refugees and beneficiaries 
of subsidiary protection
Under Act LXXX of 2007 on Asylum, a refuge and benefi -
ciaries of subsidiary protection shall have the rights and 
obligations of a Hungarian citizen. Under the law, the 
only exception is the right to vote. This means that they 
can take up employment under identical conditions. 

Aziz fl ed from Afghanistan. His journey lasted a year and a 
half and he worked in several locations to be able to con-
tinue his way. Aziz was recognised by the Immigration and 
Asylum Offi ce as a benefi ciary of subsidiary protection, 
which means that he can stay and work in Hungary for 
at least three years. Aziz was not prepared that Hungary 
would be the fi rst place where he could feel safe, so he 
has only been learning Hungarian for a short time, but he 
communicates well in English, with limited vocabulary.

From a legal point of view, finding employment for 
refugees and beneficiaries of subsidiary protection is 
a lot easier than for most third country nationals. 

„PEOPLE YOU SEND TO US ARE OFTEN HIGHLY 
QUALIFIED, AND THEY CAN STILL BE MOTIVATED; 
THEY WORK WITH DEDICATION. EMPLOYING 
A REFUGEE IS AN ABSOLUTE ECONOMIC ADVANTAGE: 
STAFF TURNOVER IS MUCH LOWER. NONE OF THEM 
LEFT ON THEIR OWN INITIATIVE; THEY CAN BE 
RELIED ON IN THE LONG TERM.” 
(owner of a Budapest restaurant)

No work permit is needed. 
Their employment is subject to notification; the form can be downloaded from here: 
http://kmrmk.afsz.hu/engine.aspx?page=kmrmk_nyomtatvany (form:QR code)
This notification can by mailed by the employer.
The time needed for this notification is 10 minutes at most, and no costs are involved.
The employment can start at the same time with the notification. 

N HIGHLY
MOTIVATED; 
LOYIN



ASYLUM SEEKER MEANS ANY 
PERSON APPLYING FOR ASYLUM 
IN HUNGARY. ESSENTIALLY, THIS 
IS A TEMPORARY SITUATION 
THAT LASTS UNTIL THE 
AUTHORITY DECIDES ON 
THE ASYLUM APPLICATION.
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Asylum seekers
Said is a Syrian asylum seeker. His asylum procedure is rather lengthy. Said 
is eager to work because doing nothing has a very bad effect on him and he 
receives no financial support. Said is a professional Arabic-French-English 
interpreter. Using his international contacts, he finds a Hungarian company 
that would be able to use his language skills. As a Syrian asylum seeker, Said 
stands a good chance of receiving the status but the earliest possible start of 
his employment would be important for the company. A work permit can be 
obtained in roughly 60 days but it is still more predictable than the asylum 
procedure of an uncertain length. In the work permit, the company is able to 
justify why they need an employee like Said, and thus they can get the work 
permit and Said can take up employment. 
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They cannot be employed unless the final decision on their asylum application is not made within nine 
months.

A work permit is needed for their legal employment. The work permit can be applied for via the competent 
Government Office.

The application for a work permit can be downloaded at the bottom of this page: 
http://nfsz.munka.hu/engine.aspx?page=nfsz_nyomtatvanyok (form: QR code)

The time limit for the authorisation is 10 days.

This authorisation is initiated by the employer at the Government Office, and at the same time (or not earlier 
than 60 days before) the labour need for the same workforce needs to be submitted.

If the asylum authority finally rejects the asylum application, the work permit becomes ineffective.

In its application, the employer needs to specify the exact position in which it intends to employ that third 
country national. The Government Office examines whether the foreigner can take up that position. The most 
important issue in this examination is whether the Employment Agency of the Government Office is capable 
of sending a suitable Hungarian citizen to that position. Where no circumstance excludes the employment of 
the foreigner, the Government Office grant the authorisation. 



STATELESS PERSONS 
MEAN THOSE PEOPLE NOT 
RECOGNISED BY ANY STATE 
UNDER ITS LAW AS THEIR OWN 
CITIZENS. STATELESSNESS IS 
ESTABLISHED BY THE 
IMMIGRATION AND ASYLUM 
OFFICE IN A PROCEDURE 
INDEPENDENT FROM 
THE ASYLUM PROCEDURE.
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Stateless persons 
Annie was recognised as stateless by the IAO and she can 
hardly wait to start working. She has previous experience in 
cleaning hotels and she would like to take up a similar posi-
tion. Annie’s Hungarian skills are at a low intermediate level 
but she communicates in English at a high level. The hotel 
believes it is worth obtaining a work permit because in this 
way Annie commits herself to that job for a longer period

They need a work permit. The work permit can be applied for via the 
competent Government Office. 

The application for a work permit can be downloaded at the bottom of this 
page: http://nfsz.munka.hu/engine.aspx?page=nfsz_nyomtatvanyok (form: QR code)

The time limit for the authorisation is 10 days.

This authorisation is initiated by the employer at the Government Office, and 
at the same time (or not earlier than 60 days before) the labour need for the 
same workforce needs to be submitted there.

In its application, the employer needs to specify the exact position in which it 
intends to employ that third country national. The Government Offi ce examines 
whether the foreigner can take up that position. The most important issue in 
this examination is whether the Employment Agency of the Government Offi ce 
is capable of sending a suitable Hungarian citizen to that position. Where no 
circumstance excludes the employment of the foreigner, the Government 
Office will grant the authorisation. 
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Azimi Alireza, PROMES’95 Bt.



Taking up a job is not only important to the foreigner. 
The Hungarian economy is currently suffering from a 
labour shortage. Of course structural labour shortages 
cannot be cured by a foreign workforce alone; how-
ever, in numerous sectors, foreign workers can be a 
major help, at least in the short or medium term.

Most foreigners coming to Hungary are highly qualified 
and have usable expertise; they speak several 
languages and have a great willingness to work or to 
start a business. In addition to this, it is important to 
pay attention to topping-up their relevant expertise 
and to align it with local circumstances and expecta-
tions, and to manage the already mentioned factors 
arising from their migrant existence and to take them 
into account during the cooperation. It is particularly 
worth putting emphasis on the continuous commu-
nication and feedback between the employer and 
employee. It is essential that employee and employer 
understand each other and also get the message to 
avoid possible misunderstandings even due to minor 
cultural differences.
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WHY CAN IT BE ADVANTAGEOUS 
TO EMPLOY FOREIGNERS?
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Helga Kaszás, Eurest Étteremüzemeltető Kft.

„THE FACT THAT HE USED TO WORK IN A RESTAU-
RANT AT HOME AS A COOK MEANT DIFFERENT 
THINGS IN THAT ENVIRONMENT AND HERE, IN A 
LARGE INDUSTRIAL KITCHEN. HE HAD TO LEARN 
HOW TO OPERATE OUR MACHINERY, WHICH ALSO 
REQUIRED TIME AND ATTENTION ON OUR PART.”

IN A RESTAU-
FFERE

D HERE, IN A 



Possible misunderstandings 
of cultural origin
In the course of work, situations might come up that 
we would not even think of being problematic and 
still cause misunderstandings and bad feelings. It is 
important to know that things that are obvious for us 

are weird or completely unknown habits or expecta-
tions for people from different cultures. In most cases 
different cultural customs, standards and patterns of 
behaviour are the underlying reasons for misunder-
standings and confl icts. It is worth paying attention to 
and to recognise and understand these situations.  
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body image   attitude  ideas of family religion approach cooperation
piercing   to hygiene  roles and statuses  religious to time written or oral
tatoos, frequency tasks, roles and options  habits and being on time agreement,
different  and manner for men/women standards or late, complaining,
ideas of beauty of bathing,  in the family (eg. on dating use of time, etc. feedback, etc.
etc.  spitting and and at work, etc. dressing and
  nose blowing    behaviour) 
  in public, etc.   
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According to social psychologist Geert Hofstede, the interaction of colleagues from different cultural back-
grounds and countries should be aligned alongside the following cultural dimensions. It is important for both 
the employer and the employee to know and take these into account.

–    Power distance (small or great) — e.g. how far apart managers and subordinates are in the organisational 
hierarchy

–    Individualism or collectiviism — e.g. the ratio between individual and community within the organisation

–    Masculinity or femininity — e.g. how important family is for the employee and how the employer relates 
to it

–    Uncertainty avoidance (high or low) — e.g. how important rules are at the workplace

–    Long-term or short-term orientation — e.g. what is the average planning horizon of a workplace or of an 
employee

An up-to-date comparison of countries is accessible on the following site: 
https://geert-hofstede.com/countries.html

„BEING A TOPOGRAPHIC ENGINEER I HAD 
NEVER DREAMT OF WORKING AS A COOK 
BUT NOW I AM HAPPY WITH IT. MANY 
THINGS ARE DIFFERENT HERE BUT I 
STILL FEEL LUCKY THAT I HAVE A JOB.” 
(a 24-year-old man from Syria) 

NEER I HAD 
AS A COOK

H IT. MAN
Making cooperation smooth and effective requires 
additional effort and attention from both sides. It is 
important that these situations can be handled by 
both parties in a supportive a manner, where they 
are ready to compromise; expectations and feedback 
should also be clear.



DIVERSITY MANAGEMENT 
MEANS THE ACTIVE AND 
CONSCIOUS ESTABLISHMENT OF 
A STRATEGIC AND LEADERSHIP 
PROCESS, DURING WHICH 
INTRA-ORGANISATIONAL 
DIFFERENCES AND 
SIMILARITIES ARE ACCEPTED 
AND USED AS ADDED VALUE 
THAT IS REQUIRED FOR 
THE EFFICIENT OPERATION 
OF THAT ORGANISATION.

Employment of foreigners enriches the working community, may bring new 
experiences to the team and develops skills and capacities that can be useful 
in other fields as well. This kind of flexibility may guarantee an advantage over 
other companies.  

These days, the idea of the positive effect of a diverse work force on the 
efficiency of a business and to the achievement of its goals is becoming more 
widespread. However, for the effective application of diversity management, 
it is essential to have an appropriate corporate strategy in place and to 
consciously integrate diversity into corporate identity as a value-creating factor.

For more information on the application of diversity management see: 
http://www.idm-diversity.org/eng/index.html (QR code above)
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Momand Islamuddin, Kebab & Pizza Büfé
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HOW CAN WE HELP YOU?

Our association aims to assist the integration of mi-
grants coming to Hungary. Over the past two decades 
we have established a comprehensive service scheme 
that provides assistance in the following areas:
-   getting around in public administration
-   access to services (healthcare, education, etc.)
-   liaising with institutions
-   work and keeping employment
-   becoming familiar with the Hungarian culture, 

language and social environment
-   community development, development 

and extension of social relationships
-   integration into local communities
-   getting to know their rights and increasing their 

social and political involvement
-   legal advice, representation of interests

These services are provided to them by a trained 
professional team: social workers, legal advisors, 
psychologists and intercultural mediators.

Our support work not only focuses on foreigners but 
also on support for professionals and volunteers 
potentially coming into contact with them:
-   accredited migrant-specific training (for teachers, 

social professionals, healthcare practitioners, law 
enforcement professionals, etc.)

-   exchange of expertise, peer exchanges, cooperation 
with volunteers, professionals and various institu-
tions and organisations



IF YOU WOULD LIKE TO BE 
LISTED IN OUR DATABASE AND 
BE INFORMED ON OUR FURTHER 
PROGRAMMES FOR EMPLOYERS, 
AND COOPERATE IN CLEARING 
VACANCIES, PLEASE CONTACT US 
VIA THE DEDICATED PAGE OF OUR 
WEBSITE. THE LIST OF ONLINE 
RESOURCES LISTED IN THIS PUB-
LICATION IS ALSO AVAILABLE ON 
OUR WEBSITE.
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We provide the following support services to employers of foreigners:
-  helping jobseekers into jobs, assistance in making contacts.
-  social guidance and legal advice/assistance, professional mentoring
-  exchange of professional experience
-  intercultural competence development training
-  information brochures for employers

The success of integration is determined by the 
attitude shown by members of society towards for-
eigners. The following activities assist understanding 
and cooperation between the parties:
-   community activities with the involvement of for-

eigners and Hungarians
-  public events for cultural peer exchange
-  awareness raising and information classes 
facilitating social awareness and sensitivity (e.g. in 
educational institutions).

Our association is continuously consulted on migration 
policy and we provide observations and proposals on 
it, and pursue active professional cooperation with 
numerous international organisations. We regularly 
organise joint programmes with our partners, par-
ticipate in exchanges of experiences, peer exchanges 
and forums. We pursue our goals as public benefit 
activity, as a public benefit association with no intention 
to generate a profit or wealth. Our activity is assisted 
by numerous volunteers and supporters

If you have any questions, please don’t hesitate to 
contact us. Your feedback is welcome.



EMPLOYEES
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WHEN I MADE A MISTAKE, EVERYBODY KNEW 
ABOUT IT 

Samatar Hassan Mohamed is 27 years old. He fled to 
Budapest with his wife a couple of years ago from the 
capital of Somalia. He speaks four languages, and has 
secondary level qualifications. Currently he works as 
a welder in Ferencváros at ProLicht Kft. 

How did you find this job? When did you start work-
ing here?

     I have been working here for three months. I have 
found this job with the help of Menedék. Earlier I 
worked in a drugstore and in an Internet cafe, run 
by a Somalian friend of mine. 

Was there anything unexpected that you didn’t 
expect at the very beginning?

     Everybody makes mistakes sometimes. When 
Hungarians started out and made a mistake, it was 
forgiven. When I made a mistake, everybody knew 
about it. I was a newcomer. If only foreigners work in 
a workplace then everybody is different and there-
fore it is easier to understand each other. But when 
you are alone at a Hungarian company where several 
hundred people work and you are the only foreigner, 
the beginning is not easy. I have to work just to be 
able to work. And they need time to get to know me. 

What is working with Hungarians like?

     Working with Hungarians can be good. If you under-
stand each other, there won’t be any major issues 
— you’ll get along well. But if you do not speak the 
language, it is certain that you can’t work with them.
When an Afghan boy arrived, they then came to me 
and told me that he is Muslim, you are Muslim, so 
there will be an explosion soon. There are people like 
this everywhere so I ignore them.

How can you see yourself in five years’ time?

     Earlier I was sure that I will continue to England or go 
back to Somalia, but now I think that I will stay here 
and start a business. I know many people who came 
at the same time as me and they already run their 
own business. I would like to open a nargile cafe.



SOMETIMES WE FIGHT IF I AM NOT UNDER-
STOOD 

He is 24 years old; he studied in Damascus to be a 
topographic engineer. His family fled to Saudi Ara-
bia; he arrived here three years ago. 

How did you find this job? When did you start work-
ing here? 

     After I moved from the camp to Soroksár, I came to 
the Menedék Association because I wanted to find 
a job. Júlia (a social worker – editor) helped me; 
we wrote a curriculum vitae and applied for this job 
together.

Was there anything unexpected that you didn’t ex-
pect at the very beginning?

     At fi rst I collected glasses, it was not really good, 
but then the boss came to me and told me that a 
restaurant was to be opened in a shopping mall in 
Buda, and I could be a cook there if I wanted to. At 
fi rst I had to learn how to cook. At the beginning my 
hands were aching from the heavy wok but I have 
already got used to it. After I became a cook, I’ve 
been earning a lot more. I never dreamt of working 
as a cook but now I am happy with it. Many things 
are different here but I still feel lucky that I have a job.

What is working with Hungarians like?

     It is completely normal. Sometimes we fight if I 
am not understood. There are people who are a bit 
difficult to get along with but most people are nice 
to me. I already have Hungarian friends, my work 
colleagues are already mates rather than friends.

How can you see yourself in five years’ time?

     Phew... A year ago I had completely different ideas 
for my life. When I was in Syria, I was nearly killed 
on two occasions; it was very difficult to leave 
and get here. Now I have restarted my life. By the 
time I will be 30 I will be running my own business 
for sure. My head is full of various things; now I 
am studying and try to find out what to do in the 
future. At home I used to trade in electronics, I 
might continue this here.
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EMPLOYERS
WE EMPLOY ANYBODY WHO WANTS TO WORK

Levente Rókus is Chief Operating Officer at the 
Budapest-based ProLicht Hungary Kft. The visual 
branding company develops and builds advertising 
equipment for petrol stations and car dealerships 
all over the world. The last year’s turnover of the 
Hungarian company was 7 million EUR.

How did you get the idea of employing refugees? 
     We simply did not have enough Hungarian appli-

cants. It can be increasingly perceived that qualified 
professionals are leaving the country and we are 
not able to find appropriate people for the work. In 
addition, we can hear everywhere that masses of 
migrants come to Hungary, and so we thought that 
there must be a valuable workforce amongst them. 
At first a German colleague employed a refugee 
Afghan designer guy in Hildesheim. He had a good 
experience and they offered jobs to several of them, 
but the administration is rather lengthy there. Here 
it is as easy as pie. Refugees can be employed in the 
same way as anybody else. In Germany it is different 
and thus the project got somewhat stuck there. 
Here language competences seem to cause some 
trouble. 

Why don’t you employ Hungarians rather than 
foreigners?
     Primarily we are after Hungarian employees due to 

the language, but if there are not enough people we 
become open to other options. This is how we got 
Sami, your Somali client. 

What challenges did you face in this commitment?
     At first I was afraid that he would be marginalised, 

but it turned out better than I expected. As soon 
as they saw Sami’s expertise and diligence, his col-
leagues opened up towards him. Our employees 
form a rather closed community but if they can see 
that the new worker wants to work and does his 
part of the work, they will accept him, regardless of 
nationality or the colour of his skin.

     The only issue is that while most refugees speak 
foreign languages at an advanced level, our em-
ployees don’t. So if the new colleague does not 
speak Hungarian, communication will be extremely 
difficult with them. I expected, and still expect, 
cultural differences, but so far nothing has happened 
that would be difficult to understand.

 



Why is it worth employing a foreigner? 
     If I look at Sami’s example, the reason is that I get 

a good and qualified professional cheaper than a 
Hungarian employee. At the same time, the salary 
demand is not the most important factor. We do 
not necessarily employ refugees because they 
are cheaper but because they really want to work. 
We increasingly face the fact that, for Hungarian 
employees, the good ones are not affordable for us 
or they have long gone abroad. Those who remain 
here are simply of no use to us. From a hundred 
people called to an interview, on average 20 
turn up. About half of them can agree on the 
remuneration. If five of them come to the trial day, 
only three of them will actually join, but we might 
not even see them anymore at all.

What are your experiences with foreigners? How do 
they work?
     They are diligent and dedicated. They are not afraid 

of work; we are able to weld a lot more aluminium. 
We already had a French worker, not a refugee, but 
I can tell the same about him. Once we manage to 
employ more foreign employees, we would like to 
organise joint meetings where they can talk about 
their culture to Hungarian employees.

IF A FOREIGNER INTEGRATES, 
IT IS ALSO A SUCCESS STORY FOR US

Dr. Emese Gaál, Manager of PROMES’95 Bt. Our 
sewing factory is ten years old this year; we produce for 
Italy, Germany and Ireland. The clothes for the world-
famous Hungarian Nanushka brand are produced 
by us.

How did you get the idea of employing refugees? 
     There is no actual training for seamstresses in 

Hungary; we have no professionals. Those who 
studied it at all, many times they don’t want to sew, 
and those who want to often don’t know how. Apart 
from being open to foreigners to begin with, we had 
to fi nd people. I don’t mind where people working 
with us come from. Once I was well shocked when 
a Roma man said “thank you” for talking to him in a 
nice way.

Why don’t you employ Hungarians rather than 
foreigners?
     Both of us (Emese’s husband, co-owner – editor) 

were brought up that it does not matter what colour 
your skin is and where you come from; ethnic matters 
have never been an issue. And when we need a 
workforce we can even be less picky. 
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What challenges did you face in this commitment?
     Our refugee employees are not as free in with how 

they use their time as our other employees. They 
have offi cial commitments that are more important 
that their work obligations. It would not be an issue 
but it has happened on several occasions that they 
failed to let us know in time that they would be late 
from work due to offi cial matters. They are also not 
very good with deadlines; they did not take seriously 
even once that some things must be ready by the set 
deadline. However, at four in the afternoon, they al-
ways stand up and leave. They are indeed very skilled 
workers but sometimes we need overtime. Then I 
have to make sure that replacements are available to 
ensure that the order will be ready on time.

    The fact that they fled on a boat and were unsure 
whether they would make it or not and our world 
seems very stable for them can play a role in this. 
It might not even occur to them that the little bit of 
information on what’s happening to them or where 
they are can rather destabilise our small micro-
community, which is stable if everybody is on board. 
They believe that it is stable without them. They 
think if we were fine without them, it is not an issue 
if they don’t show up if they please. They do not feel 
enough that they also play a role in that stability, 
since we rely on them when we organise our work

.

Why is it worth employing a foreigner? 
     What matters is the person. It is worth employing 

people who know their trade, are loyal and we are 
capable of working with. If a foreigner is capable of 
integrating then it’s a success for us.

What are your experiences with foreigners? How do 
they work?
     Language difficulties are difficult to overcome; at 

the same time they are very lovable. For example 
Alieh is a cheerful and beautiful woman; she was 
quickly accepted by the others. She is never unwilling 
and never makes even a gesture suggesting that 
she does not like what she has to do. Whether that’s 
because she is an Afghan refugee and she feels that 
she has no voice here, I really don’t know. 
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Azimi Aliyeh, PROMES’95 Bt.




