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1. Introduction 
 

Since 2022, refugees from Ukraine have been arriving in Hungary in significant numbers in search of 
safety and livelihood opportunities. One of the key pillars of permanent settlement and livelihood is 
access to work and integration into the labour market. The situation on the Hungarian labour market, 
language barriers (Hungarian is the working language), market processes and the specific characteristics 
of support mechanisms together pose significant obstacles for Ukrainian refugees. The aim of this 
research was to explore how Ukrainian refugees gain access to employment, the extent to which 
Hungarian labour market opportunities and conditions match the skills and needs of Ukrainian refugees, 
and what practices help or hinder employability and labour market integration.  

The study focuses on three fundamental research questions: 

1. What are the most significant barriers to employment for Ukrainian refugees? 

2. What responses exist at the institutional and employer levels? 

3. Which employment support models are the most effective and inclusive? 

 

Methodology 

Our research is based on a mixed methodology: 

• Desk research/secondary data analysis on the macro-level characteristics of the labour market 
system. 

• Public interest data request. 

• Online survey (CAWI) among refugees, presenting their labour market experiences and needs. 
The sample size was N=156. 

• Focus group study exploring the perspectives and practices of municipal, civil society and church 
actors. 

• Interviews presenting good practices, summarising the lessons learned from successful labour 
market support models. 

The link to our online quantitative survey questionnaire conducted among Ukrainian temporary 
protected refugees was shared by aid organisations among their clients. In light of this, it is necessary to 
note that the sample does not represent the population of Ukrainian TPs residing in Hungary,2 but 

 
2 Currently, there is no data available on the total composition of temporary protected refugees residing in 
Hungary, their place of residence, or the distribution of dual citizens. Accordingly, no representative survey has 
been conducted (nor could have been conducted) among the target group in previous years. 
The number of Ukrainian refugees who have been in Hungary for a longer period of time has been constantly 
changing since the beginning of the war. It is not possible to give an exact figure, only an estimate, which suggests 
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rather the clientele of individual aid organisations. In this sense, the research is a classic Needs 
Assessment Survey, which focuses on those who are already in the civil care system.3 

 

The report 

Our analysis links the data sources used in our research in a thematic way: it explores systemic barriers, 
presents the solutions applied by different actors, and identifies practical examples that facilitate the 
employment and longer-term integration of Ukrainian refugees. The aim of the report is to provide 
policy makers, service providers and researchers with a clear picture of how the ecosystem supporting 
the labour market integration of Ukrainian refugees currently works in Hungary and where systemic 
reinforcement is needed. 

 

Brief reference to the EU context  

In March 2022, the EU activated the Temporary Protection Directive (2001/55/EC), granting people 
fleeing Ukraine immediate access to residence and employment across Member States. While the 
directive established a common legal framework for labour market access, its implementation and the 
broader economic context have resulted in highly uneven employment opportunities for beneficiaries of 
temporary protection across the EU. 

During 2023–2024, tightening labour market conditions, rising living costs and increasing competition 
for low-skilled jobs further shaped the employment prospects of Ukrainian refugees. In this context, 
access to stable and adequate employment has become a key factor influencing both labour market 
participation and onward mobility. 

Projects funded under the European Social Fund Plus (ESF+) have played an important role in supporting 
labour market integration through targeted employment services, skills development and activation 
measures. This report presents the findings of a comprehensive research project conducted within the 
framework of the SMART UA project, focusing on the employment trajectories and labour market 
constraints of Ukrainian refugees in Hungary. 

 

Terminology note 

In this report, different terms are used to describe people who fled Ukraine following the Russian 
invasion in 2022. These terms are applied deliberately, depending on the analytical or legal context. 

 
that the size of the group could be between 80,000 and 100,000 people (TPs, dual nationals, unregistered 
Ukrainian citizens who arrived after 24 February 2022).  
3 Needs assessment is a tool that collects information about the differences between the current and desired 
states of a group or community, helping to identify problems, prioritise resources, and design effective 
programmes, training programmes or policies by asking those affected about their basic needs and existing 
resources.  
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The term “refugees” is used in a broad, analytical sense to refer to all persons who left Ukraine as a 
result of the war and are currently residing in Hungary. This includes beneficiaries of temporary 
protection (TPs) as well as Ukrainian–Hungarian dual citizens. 

Where legal status, rights, access to employment, social benefits or administrative procedures are 
discussed, the report uses the term “beneficiaries of temporary protection” in line with EU and 
Hungarian legislation. 

The term “third-country nationals” is used in its legal sense to describe non-EU citizens, while more 
specific terms (e.g. “Asian third-country workers”) are applied where relevant to labour market 
competition and employer practices. 

 

Ethical and data protection framework 

The research was conducted in accordance with the GDPR, with transparent data management.  

 

 

2. Analysis of employment demand  
 

Overview of labour demand 

 

In recent years, the Hungarian labour market has been characterised by persistent labour shortages 
alongside a highly segmented employment structure. According to a 2024 analysis by Periféria Policy 
and Research Center the number of foreign nationals in Hungary exceeded 250,000, of whom 
approximately 40 per cent reside in the country for employment purposes.4 Between 2019 and 2024, 
the number of workers from outside the European Union – so-called third-country nationals – increased 
particularly rapidly, by 92 per cent, while the presence of EU workers stagnated or declined.5 

The same analysis highlights that a significant share (around 30%) of third-country workers are 
registered in labour market services (TEÁOR N78), a category that reflects the form of employment 
rather than the actual sector of economic activity. Labour demand is shaped by several mutually 
reinforcing factors, including unfavourable demographic trends – such as low fertility, population ageing 
and emigration – the expansion of manufacturing and logistics investments, and the growing reliance on 

 
4 Periféria Policy and Research Center (2024): Foreign workers in Hungary – facts and labour market challenges.  
5 In this report, the term “third-country workers” refers to non-EU nationals employed in Hungary, including 
workers recruited from countries outside the EU primarily for employment purposes. 
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labour intermediation and temporary agency work,6 which offer flexibility but often entail precarious 
employment conditions. 

Since 2022, labour demand has also been influenced by the Russian–Ukrainian war, refugee movements, 
and fluctuations in the industrial cycle. While the overall number of third-country workers has continued 
to increase, the number of Ukrainian workers has declined by approximately one quarter, partly due to 
onward migration and partly as a result of the downturn in domestic industrial production in 2024. From 
the perspective of this research, demand for refugees and workers from Ukraine is twofold: in the short 
term, it is concentrated in low- and medium-skilled occupations, while in the medium to long term, 
employment opportunities related to the green transition and the digitalisation of the economy are 
expected to gain prominence. 

 

Sectoral trends and occupational needs 

 

The demand for third-country workers, including refugees from Ukraine, is concentrated primarily in a 
limited number of labour-intensive sectors. Manufacturing — particularly the automotive, electronics 
and metal industries — remains the largest area of employment, closely linked to logistics and certain 
service activities. 

Demand also fluctuates over time. Many sectors, especially manufacturing, logistics and hospitality, 
experience seasonal or cyclical peaks, which primarily increase the need for semi-skilled and low-skilled 
manual labour. As a result, the majority of available positions fall within FEOR7 categories 8–9, requiring 
low or medium levels of qualification. At the same time, there is a smaller but stable demand in 
engineering, technical, IT and care-related occupations, which typically require higher qualifications and 
stronger language skills. 

Labour demand also varies significantly by region. In Budapest and Pest County, employment is 
dominated by the service and logistics sectors, while in the industrialised regions of western Hungary – 
including Győr-Moson-Sopron, Komárom-Esztergom and Fejér counties – manufacturing plays a central 
role. In these regions, large numbers of foreign workers are employed through temporary employment 
agencies, with demand concentrated primarily in production- and warehousing-related positions. 

The care sector – particularly elderly care, home-based care and social services – also faces a persistent 
and structural labour shortage, further exacerbated by population ageing in Hungary. Although the 
current employment of Ukrainian refugees in this sector remains limited, long-term demand is 
substantial, and some refugee women possess relevant formal or informal experience. However, entry 

 
6 In this report, “temporary agency work” refers to employment mediated by temporary employment agencies, 
corresponding to the Hungarian term munkaerő-kölcsönzés. 
7 Unified Classification System for Occupations 
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into the sector is constrained by strict language requirements, the need for the recognition of 
qualifications, and limited familiarity with the regulatory and professional standards of the care sector. 

 

Employers' preferences and limitations 

 

We learned about employers’ preferences and constraints regarding the employment of Ukrainian 
refugees primarily through the experiences of support organisations. These experiences suggest that 
employers tend to be both open and cautious: while labour shortages make many companies interested 
in employing refugees, a range of considerations influence their recruitment decisions. 

Among employers’ preferences, language skills play a particularly important role. Most companies, 
especially in the service sector, expect at least a basic knowledge of Hungarian, which significantly limits 
the range of available positions. In addition, some employers express concerns about reliability, as 
Ukrainian workers are often perceived as changing jobs frequently and being less committed to long-
term employment. Many of the positions available to refugees are multi-shift, seasonal or temporary, 
which in practice often conflicts with their life circumstances, such as childcare responsibilities, mobility 
constraints or housing insecurity. Employers also value adaptability to workplace culture and soft skills; 
without these, refugees often find it difficult to move out of basic manual jobs. 

Among employer-side constraints, administrative uncertainty plays a key role. For many companies, 
procedures related to reporting obligations, social security registration and documentation linked to 
refugee status are unclear, which acts as a deterrent. This is compounded by language barriers and 
differences in work culture. Due to the complex intermediation chains involved in temporary agency 
work, refugees are often uncertain about their own employment situation, which contributes to labour 
turnover. The economic uncertainty and hiring freezes observed in 2024 have further narrowed 
employment opportunities, while competition from domestic workers and other third-country nationals 
has intensified. In occupations requiring higher qualifications, the lack of formal recognition of 
qualifications represents an additional barrier, which in many cases prevents refugees from effectively 
entering these positions. 

 

 

3. Supply analysis 
 

Demographic characteristics 

 



 

 

 

 
 

 

 
Co-funded by the European Union. Views and opinions expressed are, however, those of the author(s) only and do 

not necessarily reflect those of the European Union or the European Social Fund Agency. Neither the European 
Union nor the Granting Authority can be held responsible for them. 

9 

To understand Ukrainian refugees’ access to employment and to interpret the challenges, needs and 
possible solutions, it is essential to know the respondents’ demographic and household background. It is 
important to state at the outset, however, that—as noted in the methodology section—the sample is 
not representative of the entire population of Ukrainian refugees residing in Hungary; rather, it 
describes the clientele of individual support organisations. 

Slightly more than half of respondents are in the 35–54 age group, 28 per cent are aged 18–34, while 18 
per cent are over 54. This suggests that the majority have likely left behind an already established 
livelihood in Ukraine and are in mid-life, of typical family breadwinner age. The gender distribution is 
heavily skewed towards women: 94 per cent of respondents are women. 

The majority of our respondents – two-thirds – live in Budapest, which is related to the concentration of 
aid organisations and opportunities there. However, a sufficient number of refugees from both eastern 
and western Hungary were included in our sample. 

Based on the sample's educational background, those with higher education are clearly 
overrepresented: 48 per cent of respondents have a degree, and a further 24 per cent have a secondary 
school leaving certificate. Those with secondary education without a secondary school leaving certificate 
represent only 7 per cent, while those with primary education or lower represent 21 per cent. Overall, 
these proportions do not reflect the educational attainment of all refugees from Ukraine to Hungary, 
but rather indicate that those who have sought help from aid organizations tend to be relatively highly 
educated.8 

Based on their length of stay, three-quarters of respondents have been living in Hungary for more than 
three years; the majority of them arrived in the spring of 2022, in the first months after the outbreak of 
the war. On the one hand, this corresponds to the temporal distribution of the influx, and on the other 
hand, it suggests that a large proportion of those TPs receiving assistance today are still in need of 
organisational assistance in resolving their labour market situation three years after their arrival. 

In terms of legal status, 62 per cent of the sample are Ukrainian citizens receiving temporary protection. 
The proportion of Ukrainian-Hungarian dual citizens is 27 per cent, which is slightly lower than what we 
might expect in the case of the diaspora. A further 11 per cent have a residence or settlement permit. 

There is considerable uncertainty regarding medium- and long-term stays in Hungary. Five per cent of 
the sample plans to stay for up to five years, 32 per cent plans to stay for more than five years, 8 per 
cent would stay until the end of the war, while 55 per cent of respondents were unable to assess their 
future plans at all. This uncertainty also has a significant impact on housing decisions and commitments. 

Only 8 per cent of respondents are single. Households with two to three members account for more 
than 50 per cent of the sample, while those with more than three members represent nearly 40 per 
cent. The average household size among refugee respondents is 3.5 persons. 

 
 

8 Furthermore, the dominance of high educational attainment may also be reinforced by the online questionnaire 
as a research tool in our sample: we assume that those with higher educational attainment were more likely to 
complete the questionnaire than those with lower educational attainment. 
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1. table General characteristics of respondents 

  
Age group of 
respondents 

18-34 28% 
35-54 54% 

Over 54 18% 
Gender of 

respondent 
Female 94% 

Male 6% 
Highest level of 

education 
Primary or lower 21% 

Secondary education without 
matriculation 7% 

Secondary education with school 
leaving certificate 24% 

Higher 48% 
Length of stay in 

Hungary 
Up to 3 years 23% 

More than 3 years (arrived after 24 
February 2022) 77% 

Active earner in the 
household  

There is a person who receives a 
regular income 47% 

No one has a regular income 53% 
Area of residence Budapest and Pest County 68% 

Pest County 6% 
Eastern Hungary 10% 

Western Hungary 16% 
Household size 1 person 8% 

2 persons 24% 
3 persons 24% 
4 persons 22% 

5 or more persons 22% 
Source: our own survey, 2025. 

 

In terms of household composition, the most common form is the classic nuclear family: wife–husband 
with child(ren) (29%). This is followed by the mother–child(ren) combination (24%). People living alone 
account for 8 per cent. The fourth and fifth most common types are the three-generation households – 
wife-husband, child(ren) and parent(s) –, and the wife–husband two-person households (6–6%). These 
five household types together cover nearly three-quarters of the sample, while a number of other 
relative–acquaintance combinations also occur with lesser frequency. 

When examining households by the age of children, 68 per cent of respondents who live with children (n 
= 113) have at least one child under the age of 11, while 73 per cent have a child aged 10 or older. More 
specifically, 25 per cent live with children aged 0–3, 28 per cent with children aged 4–6, and 41 per cent 
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with children aged 7–10. Among older age groups, 38 per cent live with children aged 11–14, 36 per cent 
with children aged 15–18, and 37 per cent with children over the age of 18. Taken together, these 
figures indicate that for a substantial share of respondents, finding, taking up and sustaining 
employment may be challenging due to childcare and caregiving responsibilities. 

 

This can be supplemented and, in some cases, supported by our qualitative data: based on the general 
observations of experts, the proportion of women and households with young children is significant 
among the refugee population, which stems from the specific pattern of war migration and 
fundamentally determines the conditions of employment and mobility opportunities.  

 

2. table Household composition combinations 
 

Respondents (living alone) 8% 
Respondent and child(ren) 24% 
Respondent and parent(s) 4% 

Respondent, child(ren), parent(s) 4% 
Respondent, parent(s), other relative 4% 

Respondents, children, other relatives 3% 
Respondents, other relatives 1% 

Respondent and other person 1% 
Respondent, child(ren), other person 1% 

Wife-husband 6% 
Spouse and child(ren) 29% 

Spouse, child(ren), parent(s) 6% 
Spouse, child(ren), other relatives 4% 

Spouse, child(ren), parent(s), other relative 2% 
Spouse, some relative 1% 

Source: our own survey, 2025. 

 

With regard to health status, 40 per cent of respondents indicated that they had a health problem or 
illness that prevented them from performing everyday activities. In 24% of households, there is a person 
who needs daily assistance due to their health condition; this fact directly affects employment 
opportunities through the burden of care. 

We cannot compare the socio-demographic characteristics of the sample with official statistics, as there 
is currently no data available on the composition, place of residence and distribution of dual citizens 
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among beneficiaries of temporary protection residing in Hungary. However, two non-representative 
surveys conducted in recent years provide some insight into the context:9 

• On behalf of UNHCR, TÁRKI conducted a Multi-Sector Needs Assessment (MSNA) questionnaire 
survey in the summer of 2023. The survey reached N=682 people during face-to-face interviews. The 
majority of respondents in this survey were under 60 years of age (92%; of which 41% were aged 18-
34 and 51% were aged 35-59). Their survey found that four-tenths of respondents had a higher 
education degree, while 45 per cent had some form of secondary education. Two-thirds (67 per cent) 
of Ukrainian refugees who responded were women, and one-third (33 per cent) were men. 

• At the end of 2023, Szociometrum conducted an online questionnaire survey (specifically related to 
their housing situation) among N=460 Ukrainian refugees on behalf of the International Red Cross. 
Almost all respondents in their survey were women (95%). Twenty-three per cent of the sample had 
primary education or less, 8 per cent had secondary education without a school-leaving certificate, 
33 per cent had a school-leaving certificate, and 36 per cent had higher education.10 The family 
composition of refugees arriving in Hungary was determined by mother and child/children 
combinations: more than 80 per cent of respondents fell into this category. Six per cent of 
respondents lived alone.11 

The latter study, conducted two years ago, also measured the intention to stay in Hungary in the 
medium and long term, and uncertainty was identified then as well: 12 per cent planned to stay for a 
maximum of two years, 36 per cent for longer than that, while 52 per cent of respondents were 
unable to assess their future plans at all (almost the same proportion as in our current 2025 data 
collection). 

In the sample of the present study, the proportion of those with higher education is higher, two-parent 
households are more common, and the concentration in Budapest is particularly high. On the one hand, 
this indicates that there are a significant number of households with higher human capital among the 
clientele of support organisations. 

 

 
9 The number of Ukrainian refugees who have been in Hungary for a longer period of time has been constantly 
changing since the start of the war. Due to various complicating factors, it is not possible to give an exact figure, 
only an estimate, which suggests that their group may number between 80,000 and 120,000 people (refugees, 
dual citizens, unregistered Ukrainian citizens who arrived after 24 February 2022).  
10 This meant that both those with higher education and those with the lowest level of education were 
overrepresented among the refugees. 
11 The above data confirm the presence of a refugee group with a different composition than that observed in 
Hungary and other EU Member States. The difference is particularly striking in terms of the percentage of 
graduates and mothers with children, but it is also evident in the number of people with a better financial 
background. (In Western Europe, it is not uncommon for more than 60-70 per cent of beneficiaries of temporary 
protection to have a higher education degree (for example, in Germany, the largest host country, the figure is 76 
per cent – Brücker et al, 2023). 
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Labour force profile 

 

Forty per cent of those included in the sample are currently employed. Based on the responses, the 
employment rate shows an inverse correlation with educational attainment: the rate is 55 per cent 
among those with the lowest level of education, while it is only 35 per cent among those with the 
highest level of education. This pattern suggests that higher educational attainment alone does not 
automatically confer an advantage in labour market integration; in fact, in some cases it can actually 
slow down job placement, especially if the formal recognition of qualifications and the conditions for 
access to regulated professions are not met. 

Not only qualifications but also age have a significant impact on the labour market activity of those 
included in the sample. Forty-six per cent of respondents aged 35–54 are in work, compared with 41 per 
cent of younger people and only 22 per cent of those over 54. The lower employment rate among older 
people can be explained in part by health reasons and in part by the difficulties of reintegrating into the 
labour market. 

There is also a marked difference by legal status of residence. Nearly 60 per cent of dual citizens in the 
sample are employed; although the number of individuals in this group does not reach the minimum 
required for statistical analysis, the observed pattern is indicative. By contrast, the employment rate 
among respondents receiving temporary protection is 36 per cent. This difference appears to be driven 
less by legal status itself than by differences in Hungarian language proficiency, familiarity with the 
institutional environment, and access to labour market networks. While dual citizens typically have 
strong Hungarian language skills and find it easier to navigate the world of work, language barriers 
significantly limit the range of realistically available job opportunities for those receiving temporary 
protection. 

In our sample, employed refugees are mainly concentrated in three sectors: services, manufacturing and 
healthcare. Education, agriculture and construction were also mentioned on an ad hoc basis.  

The small sample size does not allow for a more detailed analysis of the sectoral distribution by age or 
educational attainment, but it can be noted that women with basic educational attainment are likely to 
be oriented towards low-entry-threshold, physical jobs in the service sector (e.g. cleaning, kitchen 
assistant work, simple catering tasks). 

The majority of respondents are not working: 60 per cent of them are economically inactive. Almost half 
of this group12 are unemployed job seekers, therefore they want to work; a quarter are homemakers, 
while those on maternity leave and pensioners each account for 15-15 per cent. Nearly 10 per cent of 
the inactive population receives disability benefits or has a health problem that directly hinders their 
employment and, in some cases, may also weaken the labour market position of other working-age 
members of the household. This suggests that a significant proportion of inactivity is not voluntary, but 
is linked to structural and life circumstances. 

 
12 We asked respondents why they were not working. They could give more than one reason for this. 
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Respondents who are currently unemployed but seeking work are primarily looking for jobs that allow 
them to balance family responsibilities, such as caring for children or elderly relatives, with work (40%). 
In addition, it is important for them that the job matches their qualifications and previous experience 
(30%) and that they are formally employed with an appropriate salary (30%). These preferences indicate 
that, in addition to a willingness to work, there is a demand on the supply side for high-quality and 
flexible forms of employment. 

The patterns emerging from the survey results are confirmed by our qualitative data: according to 
support organisations, many Ukrainian refugees have informal or fragmented work experience, which 
makes it difficult for them to enter the formal Hungarian labour market. Mobility constraints, such as 
the lack of a car or stable transport options, further narrow the range of jobs that are actually available.  
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Recognition of qualifications 

 

The extent to which and the conditions under which the host country recognises previously acquired 
qualifications and (professional) skills is of particular importance for the labour market placement of 
refugees. The recognition of qualifications not only determines the range of jobs available, but also has a 
direct impact on the quality of employment, income prospects and the chances of longer-term labour 
market integration.13  

Just under a fifth of those in our sample have applied for recognition of their qualifications and 
professional skills. The majority of those who initiated the procedure received a positive decision: 
overall, 15 per cent had their qualifications recognised. This proportion is higher among dual citizens, 
which can be explained in part by the fact that in their case, formal licensing procedures are not 
required in all fields, and their qualifications are more easily adaptable to the Hungarian institutional 
and labour market environment. 

The majority of respondents, regardless of whether they are currently working or not, had not yet 
applied for recognition of their qualifications at the time of the survey, or considered that it was not 
necessary (66%). In addition, 15 per cent indicated that they did not have any qualifications or 
professional skills that would be relevant for recognition. 

 

3. table Recognition of qualifications and skills 
 

Recognised 15% 
Not recognised 3% 

Did not request/was not yet necessary 66% 
No qualifications/education 15% 

Source: our own survey, 2025. 

 

We also asked employed respondents (n=63) about the extent to which their current job matches their 
qualifications and previous work experience.  

 
13 In Hungary, the recognition of qualifications obtained abroad (including Ukraine) is governed by Act C of 2001. 
Beneficiaries of temporary protection and beneficiaries of temporary protection are entitled to work without a 
work permit, but the official recognition of their qualifications is not automatic and is subject to a separate 
procedure with the competent authority (in the case of higher education qualifications, this is the Education 
Authority). In addition to the recognition of qualifications, further professional licences or aptitude requirements 
may be necessary in order to practise regulated professions. Hungarian-Ukrainian dual nationals are considered 
Hungarian citizens and are subject to the general Hungarian rules on the recognition of qualifications obtained 
abroad. 
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Approximately four-tenths of respondents believe that their current job fully or partially matches their 
qualifications and experience; that is, they are either working in positions directly related to their 
qualifications or are at least able to make use of some of their skills and knowledge at work. 

By contrast, another four-tenths report that their current job does not require any formal qualifications 
or prior experience. A further 10 per cent indicate that their job requires a lower level of qualification 
than they possess, while the remaining 10 per cent are unable to clearly assess the match between their 
qualifications and their current position. 

A quarter of economically active respondents participate in some form of course, training or education 
alongside their work, including programmes within the public education system.14 Almost all 
respondents engaged in training or further education hold a higher education degree, suggesting that 
strategies of adaptation and retraining, as well as efforts to improve long-term labour market prospects, 
are more prevalent among the highly educated. 

According to a 2024 study by Periféria Policy and Research Center based on macro-level data, 19,873 
Ukrainian citizens were engaged in gainful employment in Hungary, making them the largest group of 
third-country workers. Prior to the war, their number had been close to 30,000, based on data from the 
Hungarian Central Statistical Office. The composition of this group indicates a clear shift in gender 
patterns: between 2019 and 2024, the number of Ukrainian women employed in jobs not requiring 
professional qualifications increased by 53 per cent, while the number of men declined by 12 per cent. 
This trend can be partly explained by the absence of men of conscription age and by broader migration 
dynamics. 

The vast majority of Ukrainian workers are employed in occupations requiring low or medium 
qualifications: nine out of ten work in positions classified as FEOR categories 8–9, primarily in 
manufacturing sectors such as the automotive, electronics and metal industries. The study also 
highlights a high rate of attrition in industrial jobs, particularly among women, many of whom find it 
difficult to cope with shift work or physically demanding tasks and therefore move into service-sector 
employment. 

These findings provide important context for the demographic data presented in the survey, highlighting 
how refugees’ life situations, previous employment trajectories and gender composition are closely 
linked to their current labour market opportunities and constraints. 

 

 Employment barriers and facilitating factors 

 

According to the experience of support organisations, the employment of Ukrainian refugees is most 
affected by language and administrative barriers. TAJ administration,15 changes in residence status, 
opening a bank account and registering a place of residence are often lengthy and uncertain processes, 

 
14 Due to the small sample size, the results are only indicative. 
15 Administrative process of obtaining a TAJ number, which is Hungary’s personal social security identifier. 
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which can delay employment and deter employers. These administrative uncertainties can increase the 
transaction costs of employment and reduce the demand for refugee workers, especially in sectors that 
rely on rapid recruitment. 

According to qualitative findings, among women with young children caregiving responsibilities 
constitute the main barrier to employment. Multi-shift schedules, long working hours (8–12 hours per 
day), and weekend work are difficult to reconcile with childcare, leading to a substantial narrowing of 
potential job opportunities. Mobility constraints and poor accessibility of large industrial zones further 
reduce the range of jobs that can realistically be taken up. Taken together, caregiving and mobility 
constraints may constitute structural barriers that shape labour market participation not as a matter of 
individual choice, but as one constrained by life circumstances. 

The results of the quantitative research confirm the experts' opinions: according to respondents, three 
factors make it most difficult for refugees in Ukraine to find employment: language barriers, mentioned 
by 59% of respondents; poor working conditions, such as low pay, long working hours and job insecurity 
(56%); and lack of assistance in finding work (53%). These factors do not act separately, but reinforce 
each other in terms of labour market participation. 

Language barriers are naturally more pronounced among respondents of Ukrainian nationality, 70% of 
whom agreed with this statement, compared to 40% of dual nationals. The latter is noteworthy because 
they speak Hungarian in principle, so in their case the language barrier may not only refer to basic 
language skills, but also to a lack of workplace and technical language skills. 

With regard to labour market entry, a further major challenge is the lack of recognition of qualifications 
(44%), as well as the lack of appropriate qualifications (40%). The lack of computer skills also emerges as 
an additional barrier (41%). Taken together, these factors contribute to the concentration of a 
significant share of refugees in less stable jobs requiring lower levels of qualification. 

Job search is also hindered by circumstances such as health problems (42%), transport-related 
difficulties—particularly the distance to the workplace (41%)—and the lack of childcare (34%). These 
circumstances affect a substantial proportion of the refugee population and place particular constraints 
on women’s participation in the labour market. 

 

4. table Factors hindering job search  
 

Lack of language skills  59% 
Poor working conditions 56% 

Lack of assistance in job search 53% 
Lack of recognition of qualifications 44% 

Health problems 42% 
Lack of computer skills 41% 

Transport difficulties / distance to workplace 41% 
Lack of appropriate qualifications 40% 
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Lack of work experience in Hungary 37% 
Lack of childcare  34% 

Discrimination by employers  21% 
Source: our own survey, 2025. 

 

Complementing the findings of our survey, the Periféria study also points out that the situation of 
Ukrainian workers in the Hungarian labour market has gradually become more uncertain since 2022. In 
many cases, multi-shift and physically demanding industrial positions proved difficult to reconcile with 
refugees’ family responsibilities, which led to increasing labour turnover. As a consequence, some 
employers began to perceive Ukrainian workers as unreliable, and the study reports instances in which 
agency workers were dismissed without justification or through forced mutual termination agreements 
(such cases appeared only occasionally in our own quantitative data). At the same time, targeted 
recruitment of workers from other, more distant third countries—primarily Southeast Asia—began. 
Owing to their geographical distance, longer-term contractual arrangements and fewer family 
responsibilities, these workers were perceived by employers as a more stable workforce. This process 
further increased the vulnerability of Ukrainian refugees within employment chains based on temporary 
agency work. 

Based on qualitative fieldwork, there is a strong demand among Ukrainian refugees for flexible forms of 
employment that are more compatible with family obligations. This is also supported by our quantitative 
data: four-tenths of respondents looking for work or planning to change jobs are looking for a job that 
allows them to balance family responsibilities, such as caring for children or the elderly, with work, and 
provides some form of childcare (22%). 

Additional facilitating factors would be personalised civil society services, such as job search assistance 
(46%), career guidance (31%), and tools to support integration into the workplace, such as training and 
mentoring (24%). Language training is of particular importance (48%), as is the supportive role of 
intermediary organisations, such as legal advice (15%) or mediation with employers (12%). These 
services can play a key role in bridging the trust and information gaps between employers and refugee 
workers. 

 

Participation of household members 

 

Extending the analysis of economic activity to the full household context represented by the 
respondents, it can be observed that 47 per cent of households in the sample include at least one 
employed person. In this respect as well, the results confirm an inverse pattern by educational 
attainment: the higher the respondent’s level of education, the lower the likelihood that the household 
includes an active earner. 
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While 60 per cent of households of respondents with primary education or lower include at least one 
active earner, this proportion is only 40 per cent among households of respondents with higher 
education. 

 

Future labour potential 

 

The longer-term labour market potential of Ukrainian refugees is primarily determined by opportunities 
for language learning, access to retraining, and stability of residence and livelihood. These factors 
influence not only individual employment opportunities, but also the predictability and sustainability of 
refugees' presence in the labour market. 

Refugees with higher qualifications could potentially enter expanding sectors such as the green 
economy, the technology sector or the care and nursing sector. However, this requires the recognition 
of qualifications and the acquisition of a higher level of language proficiency necessary for workplace 
and professional language use. 

According to the interviews, many refugees demonstrate strong motivation to retrain and expand their 
skills. Actual participation, however, is often hindered by caregiving responsibilities, housing insecurity 
and mobility constraints. These factors particularly limit access to education and training opportunities 
for women with young children. 

Against this background, the future development of labour supply depends at least as much on 
improvements in institutional conditions—such as the expansion of flexible training formats, part-time 
and hybrid learning opportunities, and childcare provision—as it does on individual motivation and 
resources. Creating a more stable environment for residence and livelihood is therefore crucial not only 
from a social policy perspective, but also from a labour market perspective. 

 

 

4. Analysis of skills gaps 
 

 Qualifications 

 

There is often a significant mismatch between the qualifications previously acquired by refugees and the 
job opportunities available in Hungary. According to the experience of support organisations, many 
refugees arrive with secondary or higher education qualifications—for example in education, health 
care, economics or engineering—but, due to the lack of formal recognition of their qualifications, 
typically have access only to low-skilled, simple manual jobs. 
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Findings from focus group discussions suggest that this barrier is not solely administrative in nature. In 
many cases, the content and requirements of Ukrainian education and training systems do not fully 
correspond to Hungarian professional standards, which further restrict access to skilled employment. 

Barely one-fifth of respondents in the sample had applied for the recognition of their qualifications or 
professional skills. Among those who initiated the procedure, the majority received a positive decision: 
overall, 15 per cent of respondents had their qualifications formally recognised. This proportion is higher 
among dual citizens, which can partly be explained by the fact that formal licensing procedures are not 
required in all fields in their case, and their qualifications are more easily aligned with the Hungarian 
institutional and labour market context. 

The majority of respondents—regardless of their current employment status—had not applied for 
recognition of their qualifications at the time of the survey, or considered it unnecessary (66%). In 
addition, 15 per cent indicated that they did not possess qualifications or professional skills relevant for 
recognition. This suggests that the recognition of qualifications is often not a prerequisite for short-term 
labour market entry (and certainly not for informal employment), but that in the longer term it limits 
access to more stable and higher value-added forms of employment. 

 

Occupation and qualifications 

 

In many cases, refugees’ previous work experience—whether in administration, education, services or 
skilled trades—cannot be directly transferred to the Hungarian labour market. For most, manufacturing, 
logistics and cleaning represent the main realistic entry points, resulting in occupational transitions that 
often involve downward mobility. This process may lead not only to income loss, but also to the partial 
devaluation of previously acquired human capital. 

Qualitative findings point to a substantial gap between the types of jobs preferred by refugees—such as 
office-based, professional or child-friendly positions—and those typically offered by employers. Limited 
Hungarian language skills and insecure residence status further narrow access to higher value-added 
employment, thereby reinforcing concentration in low-skilled jobs. 

Among women, an additional, gender-specific barrier emerges. Many have relevant experience in the 
beauty sector, for example as beauticians or manicurists; however, as beneficiaries of temporary 
protection they are not permitted to become self-employed and therefore cannot legally pursue 
entrepreneurial activities. According to focus group discussions, this legal constraint often pushes them 
into informal or grey-economy work, which does not provide social security coverage or legal 
protection, and where income is unstable. This situation further increases vulnerability and hampers 
entry into the formal labour market over the longer term. 

According to quantitative survey data, employed refugees (n = 63) are primarily concentrated in three 
sectors: services, industrial manufacturing and health care. Four-tenths of economically active 
respondents report that their current job is fully or partially aligned with their qualifications and 
previous work experience. By contrast, a further 40 per cent indicate that their job does not require any 
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formal qualifications or prior experience, while 10 per cent report that their position requires a lower 
level of qualification than they possess. 

Macro-level analysis by the Periféria Policy and Research Center shows that between 2019 and 2024 the 
number of Ukrainian women employed in jobs not requiring professional qualifications increased by 53 
per cent, while the number of men declined by 12 per cent. The vast majority of Ukrainian workers are 
employed in occupations requiring low or medium levels of qualification: nine out of ten work in 
positions classified as FEOR categories 8–9, mainly in manufacturing sectors such as the automotive, 
electronics and metal industries. 

 

Lack of digital skills 

 

With regard to labour market entry, barriers extend beyond the recognition of qualifications and the 
lack of appropriate qualifications to include insufficient digital skills: 40 per cent of respondents 
identified a lack of computer skills as an obstacle. Together with the factors discussed above, this 
contributes to the concentration of a significant share of refugees in less stable jobs requiring lower 
levels of qualification. 

 

The impact of demand in the green economy 

 

Labour demand in the green economy is distinctive in that it simultaneously relies on high-level 
expertise and on a broad range of occupations with relatively low entry thresholds. In sectors related to 
the sustainability transition—particularly renewable energy, energy efficiency investments, waste 
management, sustainable agriculture and the circular economy—labour demand is largely linked to 
practical, technical and operational tasks. In these occupations, formal higher education qualifications 
are often not a prerequisite; greater importance is attached to trainability, physical capacity for work, 
and familiarity with basic occupational safety and environmental protection rules. 

At the same time, the innovation and planning segments of the green economy require a highly skilled 
workforce. In engineering, IT, project management and sustainability-related expert positions, 
expectations extend beyond specialist knowledge to include digital competence, professional language 
use and the ability to think in complex systems. The two labour segments, however, are not sharply 
separated: many green economy occupations are transitional in nature and offer opportunities to 
complement traditional industrial, construction or service-sector experience with additional “green” 
skills. 

From the employer perspective, general expectations include a willingness to learn, adaptability and 
basic digital skills. In the rapidly evolving technological and regulatory environment of the green 
economy, continuous skills development is often more important than previously acquired formal 
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qualifications. In addition, transversal skills—such as the ability to work in teams, compliance with rules 
and work discipline—play a particularly important role, especially in project-based, temporary or 
geographically bound forms of employment. 

Nevertheless, on the basis of current empirical data, it is difficult to interpret the green economy as a 
realistically accessible labour market opportunity for the broader group of Ukrainian refugees. The 
majority of respondents primarily concentrate their limited resources on short-term labour market 
survival and securing basic livelihoods. Moreover, even in the lower-entry-threshold segments of the 
green economy, knowledge of Hungarian and, in many cases, basic digital skills are typically required—
competencies that, as shown in earlier chapters of this study, a significant proportion of refugees 
aspiring to work currently lack. 

It can therefore be assumed that only a relatively small group of refugees possess the qualifications and 
skills required to fill positions in engineering, IT, project management or sustainability-related expert 
roles. 

 

 

5. Competitiveness analysis 
 

The aim of the competitiveness analysis is to explore how the labour supply of Ukrainian refugees fits 
into the structure of the Hungarian labour market and how it compares to different domestic and 
foreign employee groups. The employment prospects of Ukrainian refugees are determined not only by 
their skills and qualifications, but also by the labour market regime in which employers, intermediaries, 
wages and legal conditions together shape the conditions of competition. 

 

The situation of employers and employer behaviour 

 

The employment of Ukrainian refugees is mainly concentrated in sectors where there is a demand for a 
large number of workers who can be recruited quickly, such as manufacturing, logistics, cleaning and 
hospitality. Employers' openness is best explained by the persistent labour shortage and the demand for 
flexible forms of employment. Temporary agency work plays a key role in this system: it reduces the 
administrative burden on companies, enables rapid workforce expansion, and alters the distribution of 
labour law responsibilities. According to the experience of some support organisations, the vast majority 
of foreign workers come into contact with the Hungarian labour market through intermediaries already 
in their country of origin. At the same time, the opacity of agency employment chains can create 
uncertainty for workers and lead to coordination difficulties between companies and intermediaries. 
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Employers are also cautious about employing Ukrainian refugees. Language barriers, fears of staff 
turnover and the administrative peculiarities of temporary protected status (social security 
administration, legal status registration)16 are all deterrents. According to the Periféria study and 
fieldwork experience, after 2022, the assessment of Ukrainian labour became ambivalent: due to the 
mobility of workers and rapid job changes, many companies consider other third-country groups to be 
more stable. 

 

Wage levels and benefit structures 

 

Ukrainian refugees predominantly enter the Hungarian labour market in low-paid manual positions, 
where wages are typically aligned with the statutory minimum wage or the guaranteed minimum wage. 
Although wages in Hungary are nominally higher than those in Ukraine, many refugees nonetheless 
experience earning opportunities as disappointing. This is primarily due to accounts from peers who 
have moved on to Western Europe, as well as to deteriorating living conditions resulting from inflation 
in Hungary.17 This perception is reinforced by data from a 2023 UNHCR–TÁRKI survey, which found that 
average per capita income among refugees amounted to only HUF 144,000—significantly below the 
national average net income (Bernát & Tomka, 2023). The deterioration in perceived real wages plays a 
substantial role in labour turnover, which employers tend to interpret as a risk factor. 

Benefits such as meal allowances, travel allowances and workers' accommodation are important 
elements of competitiveness. However, employment tied to workers' accommodation increases 
vulnerability: if the employment relationship ends, housing is immediately at risk. 

 

Training and further education channels 

 

 
16 Related to this issue is the fact that several employers recommended that their employees apply for a work 
residence permit rather than asylum, and it are unclear whether this was a conscious strategy or simply because 
the permit-based employment system was more routine for employers. What is certain is that, in the case of those 
with work residence permits, the termination of their employment could also result in the loss of their right of 
residence, increasing their dependence on their employer, which significantly increased their dependence and 
limited their freedom of movement. (Gazdag, V. (2024). Language use habits and attitudes of internal Ukrainian 
refugees residing in Hungary. Acta Academiae Beregsasiensis, Philologica, 2024(2), 30–52.) 
17 According to experts, the situation is further complicated by the fact that with the arrival of family members, 
many are no longer able to reconcile their multi-shift, overtime-heavy work schedule with their daily lives, which 
causes a significant drop in income, while the cost of living rises significantly. 
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The competitiveness of refugees depends to a large extent on access to training opportunities. Although 
state adult education programmes are theoretically available, in practice they are not really accessible 
to beneficiaries of temporary protection, mainly due to language requirements and institutional 
practices. Language, digital and vocational training courses that are open to refugees and actually work 
are mainly provided by civil society and international organisations. However, these services are 
typically grant-based and temporary: access to training is mostly tied to the project period and is only 
available to participants involved in the programmes. This significantly limits coverage and continuity, 
especially for those who arrive later or who are unable to adapt to the project logic due to their work 
schedule. Although some organisations offer language training in a more flexible form and there are also 
isolated municipal initiatives18 , these do not constitute a systemic solution. 

Based on our fieldwork experience, the training provided by employers is primarily introductory in 
nature and typically limited to the skills required for simple physical jobs. These training courses are 
rarely linked to longer-term competence development or career advancement opportunities, especially 
in the case of temporary agency workers.  

According to support organisations, the lack of training in occupational safety, contract interpretation 
and legal awareness is a structural problem, as refugees often do not understand their employment 
contracts, do not receive adequate occupational safety training and are unaware of their rights. This 
knowledge is not related to professional qualifications, but to basic information necessary for 
employment, yet it is rarely provided in the form of organised training. The gap is partly filled by 
individual counselling or group information sessions provided by civil organisations. 

 

Labour market competition and segmentation 

 

Ukrainian refugees primarily compete with other domestic and foreign workers in low value-added 
segments of the labour market. In industrial regions characterised by the large-scale use of temporary 
agency work—particularly in Győr-Moson-Sopron, Komárom-Esztergom and Fejér counties—direct 
competition has emerged with Asian third-country workers, whom many employers perceive as a more 
stable workforce due to their longer-term availability and lower turnover. By contrast, in the capital city 
competition is more pronounced with domestic workers, mainly in lower-prestige positions within the 
service sector (Periféria, 2024). 

The presence of the informal economy—particularly in hospitality, construction and the beauty 
industry—may offer some refugees an alternative means of livelihood, but it also entails significant legal 
and social risks. According to qualitative findings, the seasonal and project-based nature of work in the 

 
18 For example, in Erzsébetváros, Budapest, the local government provides free Hungarian as a foreign language 
courses to foreigners living in the district.  
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construction sector, combined with the relatively lower importance of language skills, has long provided 
opportunities for cross-border workers. Following the outbreak of the war, these pre-existing migration 
patterns have largely persisted, and a substantial share of employment continues to remain outside 
official statistics. 

For Ukrainian refugee women, the beauty industry—alongside hospitality—can serve as an alternative 
source of income; however, such work typically does not provide social security coverage or legal 
protection and, in the longer term, tends to worsen their position in the labour market. 19 

Owing to the highly segmented structure of the Hungarian labour market, Ukrainian refugees often find 
themselves concentrated in its most vulnerable segments, characterised by atypical contracts, multi-
shift work schedules and limited opportunities for advancement. Mobility constraints—such as lack of 
access to a car, high and unstable housing costs, and employment tied to workers’ hostels—further 
restrict both geographical and occupational mobility, resulting in pronounced regional differences in 
labour market competitiveness. 

 

 

6. Barriers to labour market access and retention 
 

Lack of language skills 

 

We examined language skills from several aspects and at several levels. The results of the survey and 
qualitative fieldwork experience both show that lack of language skills is one of the most significant 
barriers to the labour market integration of Ukrainian refugees, which can significantly affect not only 
entry but also job retention. Two-thirds of the respondents to the quantitative survey clearly indicated 
that if they learned Hungarian well, they would be able to take on work that matched their qualifications 
and experience. This finding suggests that language skills can be considered a primary condition for 
occupational fit and advancement. 

According to qualitative fieldwork experience, language training is difficult for many refugees to access 
in terms of time and space, which can perpetuate language disadvantages in the long term and hinder 
mobility within the labour market. According to reports from support organisations, language difficulties 
cause particular problems during training, health and safety training and day-to-day work organisation, 
increasing the risk of errors and conflicts. The lack of language support, especially interpreting, 
significantly hinders successful integration and the sustainability of employment. 

 
19 In the beauty industry, the domestic labour market is typically dominated by self-employment, which is not 
available to those with refugee status. As a result, these activities are often forced into the grey zone. 
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The role of language skills varies from sector to sector. While language requirements are typically lower 
in manufacturing and logistics due to the standardised nature of the tasks, at least a basic knowledge of 
Hungarian is a prerequisite for entry into the service and care sectors, especially institutional care. This 
difference contributes to refugees with language barriers being concentrated in lower-prestige, physical 
jobs. 

The qualitative results also point to the fact that opportunities for language learning are significantly 
limited by multi-shift work schedules and the lack of childcare.  

 

Recognition of qualifications and skills 

 

Both survey results and qualitative sources indicate that, alongside limited Hungarian language skills, the 
restricted recognition of previously acquired qualifications and professional experience may hinder the 
labour market integration of Ukrainian refugees. According to the quantitative survey, half of 
respondents consider it important to have a job that matches their qualifications, yet only 22 per cent 
believe that finding such a position is easy. Consistent with this, more than 40 per cent of respondents 
reported that the lack of recognition of qualifications already constitutes a challenge at the point of 
labour market entry. Taken together, these findings point to a persistent tension between aspirations 
for occupational matching and the realistically available employment opportunities. 

Based on the experience of support organisations, the limited recognition of qualifications is not merely 
an administrative issue. In many cases, previously acquired qualifications do not fully align with 
Hungarian professional standards, creating barriers to entry—particularly in health care, education and 
other regulated professions. As a result, even refugees with higher levels of qualification are often 
compelled to accept jobs that do not utilise their existing competences, leading to downward 
professional mobility over the longer term. 

 

Childcare and family responsibilities 

 

Based on qualitative findings, the lack of childcare constitutes one of the most significant barriers to 
labour market participation among Ukrainian refugees, particularly women. For women living in 
households with young children, employment is often possible only to a limited extent—or not at all—
especially when jobs require shift work, inflexible working hours or weekend work. Insufficient or 
uncertain access to childcare frequently forces those affected to rely on casual or informal employment, 
which undermines labour market stability in the longer term. 
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Survey results reinforce these findings: more than 60 per cent of respondents agreed that balancing 
work and family responsibilities is difficult. In addition, around 40 per cent of respondents who are 
seeking employment or planning to change jobs indicated that they are looking for positions that allow 
for a better balance between work and family life, while 22 per cent specifically expressed a preference 
for jobs that offer some form of childcare support. 

 

Accessibility of workplaces 

 

Based on fieldwork experience, transport and mobility constraints also constitute a barrier to 
employment for Ukrainian refugees, particularly in rural areas. Industrial parks and logistics centres are 
often difficult to access by public transport, and shift schedules frequently do not align with public 
transport timetables. As a result, the lack of access to a car or a driving licence renders many job 
opportunities inaccessible from the outset. 

These qualitative observations are supported by survey findings: 41 per cent of respondents reported 
that distance to the workplace and transport-related difficulties directly hinder their entry into the 
labour market or their ability to take up specific jobs. 
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Prejudice and social distance 

 

Based on qualitative sources, the labour market integration of Ukrainian refugees is hindered less by 
direct discrimination than by indirect mechanisms of exclusion and negative assumptions. According to 
the experience of support organisations, these obstacles stem from multiple sources and manifest in 
different ways in employers’ decision-making. One key factor is caution rooted in a lack of information. 
Some employers perceive the employment of workers benefiting from temporary protection as overly 
complex and automatically treat language barriers as grounds for exclusion. As a result, uncertainty 
often limits the range of positions available to refugees already at the job advertisement stage, without 
being based on actual experience. 

Discriminatory attitudes may also arise from negative experiences—either direct or indirect. Both the 
information shared by support organisations and the relevant literature (Periféria, 2024) suggest that 
some employers view Ukrainian workers as unreliable or prone to leaving, particularly in the period 
following 2022, when onward migration to Western Europe was common. Taken together, these 
generalisations undermine the labour market prospects of Ukrainian refugees and weaken their 
competitive position vis-à-vis other third-country groups. 

Cultural differences—such as differing attitudes towards work schedules, hierarchy or communication—
may further contribute to negative employer perceptions, especially in the absence of mediation or 
adequate workplace support. While these factors may not constitute discrimination in a legal sense, 
they can nonetheless create persistent barriers that restrict the labour market opportunities of 
Ukrainian refugees. 

Quantitative survey results confirm this duality. While 40 per cent of respondents reported that 
employers are generally open to employing Ukrainian refugees, nearly one-fifth of job seekers and those 
planning to change jobs also indicated that they are specifically seeking workplaces where they will not 
face discrimination on the basis of their origin or background. This suggests that, despite perceived 
openness, experiences of discrimination remain present in everyday labour market interactions. 

 

Legal and administrative barriers 

 

Most barriers related to legal status do not stem from explicit legal prohibitions, but rather from a lack 
of information and administrative uncertainty. Fieldwork experience shows that many employers are 
unfamiliar with the rules governing the employment of persons with temporary protection, as well as 
the related administrative procedures, such as the steps involved and the time required for social 
security registration. As a result, some companies prefer to rely on earlier, more familiar employment 
arrangements, or refrain from employing beneficiaries of temporary protection altogether because they 
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perceive the process as overly complex. Although civil organisations often provide administrative 
support, this assistance is not systematic and is not available to all employers. Addressing information 
gaps on the employer side is therefore a key factor in improving access to employment. 

In some cases, however, genuine legal barriers also exist. Persons with temporary protection in Hungary 
are not permitted to become self-employed or to establish a business, which places those with relevant 
experience at a disadvantage in sectors where work is typically organised in the form of self-
employment. Among Ukrainian women who are clients of support organisations, it is common to find 
prior experience in the beauty industry—for example as beauticians or manicurists—but under 
temporary protection they cannot legally continue these activities as self-employed workers. Fieldwork 
experience indicates that this restriction often pushes those affected into informal or grey-economy 
employment, where work does not provide social security coverage or legal protection, and income is 
unstable. This situation further increases vulnerability and makes re-entry into the formal labour market 
more difficult over the longer term. 

 

 

7. Support mechanisms 
 

State employment tools and incentives 

 

The Hungarian state has primarily used indirect, cost-based support instruments to encourage the 
employment of Ukrainian refugees. The state incentive available to employers was established by 
Government Decrees 96/2022. (III. 10.) and 109/2022. (III. 12.), which allowed companies employing 
Ukrainian refugees to claim housing and travel cost support. The support was not wage-related, but 
served to cover part of the costs associated with employment, thus indirectly reducing the burden on 
employers, especially in the industrial and logistics sectors, where providing worker accommodation is 
common practice.  

Furthermore, no general, automatic wage or contribution subsidies were introduced that would have 
been specifically linked to the employment of Ukrainian refugees. State incentives for employment were 
therefore based on ad hoc, cost-based and time-limited measures, which were primarily relevant in 
segments that fit the operational logic of employers. The limitations of state intervention are well 
illustrated by the National Employment Fund's (OFA) programme announced in 2024 entitled 
"Encouraging the employment of people arriving from Ukraine", which in principle provided support to 
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employers for language training and childcare.20 However, only two applicants received support from 
the programme's HUF 360 million budget, using less than 5 per cent of the funds.21 The reason for the 
extremely low take-up is unknown.  

The National Employment Service formally played a role in the labour market integration of Ukrainian 
refugees: registration, the determination of jobseeker status, and access to related subsistence-level 
allowances were all channelled through this institution. However, during the course of the research, no 
publicly available aggregated data could be identified on how many refugees were actually reached by 
these instruments or to what extent they contributed to employment outcomes. 

This lack of transparency is illustrated by the fact that the research team was unable to obtain 
information from the National Employment Service on housing-related or subsistence support for 
beneficiaries of temporary protection through a public-interest data request. No institutional channel 
could be identified through which such a request could be fulfilled. As a result, it was not possible to 
determine how many refugees were affected by each form of state support. This is not merely a data 
availability issue, but also highlights the limited institutional capacity to monitor the impact of state 
employment measures. 

Based on our findings, profit-oriented employment agencies and temporary employment agencies have 
played a more prominent role in the employment of Ukrainian refugees than traditional public 
employment services. Operating on a commercial basis, these actors cover their costs primarily through 
placement fees paid by employers and through charges for additional services provided to workers, such 
as accommodation and administrative assistance. Their role has become particularly significant in 
industry, logistics and certain service sectors. 

Evidence from the mapping phase suggests that these intermediaries became involved in the 
employment of refugees—especially in industrial and logistics sectors—partly through state incentives 
and partly through informal links to government actors. While the exact mechanisms remain opaque, 
their growing role has resulted in state employment policy being implemented de facto through an 
intermediary layer. This has facilitated the rapid recruitment of labour, while at the same time 
increasing workers’ vulnerability. 22 

 
20 OFA Nonprofit Kft. (2024): Call for proposals – Programme to encourage the employment of people arriving from 
Ukraine. Available at: https://ofa.hu/uploads/documents/Ukran_program/01_Palyazati_felhivas_Ukran-
program_1031.pdf 
21 OFA call for proposals database, successful proposals: UKR/2024-2 and UKR/2024-3. 
22 Among the actors identified during the mapping phase were larger labour service providers that specialise 
specifically in placing Ukrainian citizens and refugees from Ukraine. One of the most prominent of these is 
Prohuman, which, under a contract signed with the Ministry of Foreign Affairs and Trade in 2022, used significant 
state funds to set up the Safe in Hungary programme, as well as the associated online platform and Ukrainian-
language customer service. The company was also present at the registration and information point operating in 
the BOK Hall, and claims to have registered several thousand interested parties, hundreds of whom have been 
placed in jobs. 

https://ofa.hu/uploads/documents/Ukran_program/01_Palyazati_felhivas_Ukran-program_1031.pdf?utm_source=chatgpt.com
https://ofa.hu/uploads/documents/Ukran_program/01_Palyazati_felhivas_Ukran-program_1031.pdf?utm_source=chatgpt.com
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In practice, many services that would, in principle, fall within the remit of the public employment 
system—such as labour market counselling, language support and administrative assistance—have been 
transferred to civil society and church-based organisations. These interventions, however, are typically 
project-based and time-limited, and therefore do not constitute a stable or systemic state solution. The 
following subchapter provides a detailed overview of the role of civil society actors. 

 

Interventions by civil society and church organisations 

 

Based on the research findings, civil society and church organisations play a decisive role in the labour 
market integration of Ukrainian refugees. These actors provide services that are partially or entirely 
lacking within the state employment system. Their labour market interventions are not uniform: 
organisations differ both in their target groups and in the scope of services they provide. Some work 
specifically with persons benefiting from temporary protection, while others involve a broader group of 
Ukrainian refugees, including dual citizens, in their programmes. 

The client base of these organisations is heterogeneous. Alongside individuals with low levels of 
education who face exclusion from the labour market, there is also a substantial group of refugees with 
secondary or higher education qualifications who require support, primarily due to language barriers. 
This diversity of needs poses a challenge to service provision, to which most organisations are only able 
to adapt to a limited extent. 

The financial basis for labour market services provided by civil society and church organisations is largely 
ensured through the EU co-financed Asylum, Migration and Integration Fund (AMIF). This funding 
framework makes it possible to operate complex programmes that integrate labour market services—
such as job search assistance, administrative support, language training and psychosocial services—
whose beneficiaries are typically limited to persons with temporary protection status. 

In addition, some organisations rely on other international funding sources, including EU and church-
based grants, usually on a smaller and ad hoc basis. These resources support activities such as language 
courses, soft skills development, and basic IT training or short vocational programmes. As a result, the 
scope, intensity and duration of services are strongly shaped by project cycles, which are available only 
for limited periods and to a restricted number of clients. This project-based operating model means that 
labour market support is often fragmented: individuals who fall within the timeframe and administrative 
criteria of a given project may access more comprehensive services, while a significant share of needs 
remains structurally unmet. 

Among the practices identified, only one organisation has developed a comprehensive model capable of 
addressing this diversity of support needs. This organisation operates a dedicated labour market 
advisory office alongside its general client services and provides targeted, personalised assistance to 
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clients with different profiles.23 Not coincidentally, the operation of this office does not depend on 
project-based funding but is financed directly by the church. 

Women—particularly mothers with young children—are overrepresented among the clients of support 
organisations. This clearly defined group has specific needs and requires flexible, tailored labour market 
support not only because of language limitations but also due to care responsibilities. Their life situation 
fundamentally shapes which services are realistically accessible to them and which interventions prove 
effective. 

At the same time, project-based funding represents a significant capacity constraint for organisations. 
Typically, there are insufficient numbers of social workers or labour market advisers,24 while a 
substantial share of staff time is absorbed by administrative tasks. In this context, solutions that can 
partially relieve the workload of professionals are of particular importance. Personalised, longer-term 
mentoring—complementing social work and allowing for more flexible responses to clients’ everyday 
situations—was identified in the practice of only one organisation. 

Fieldwork experience also points to close professional cooperation and informal coordination among 
civil society and church actors: organisations regularly refer clients to one another and exchange good 
practices. By contrast, cooperation with state actors remains limited, ad hoc and not systematically 
integrated into labour market integration processes. As a result, civil society organisations carry out a 
range of functions—labour market counselling, language support and administrative assistance—that in 
other contexts would typically fall within the remit of public employment services. 

 

Employer initiatives 

 

Based on the available qualitative evidence, employer-initiated measures specifically aimed at the 
labour market integration of refugees remain limited and typically do not take the form of independent 
or systemic programmes. During the research, employers proved difficult to reach; as a result, 
information on employer practices is largely derived from the experiences of support organisations. 

Government incentives described above—particularly housing and travel subsidies, as well as the OFA 
programme—have enabled some employers to provide additional forms of support. However, no data 
are available on the scale or coverage of these measures. Most in-house training initiatives remain 
confined to semi-skilled manual positions and do not involve longer-term career progression or 
structured skills development pathways. 

 
23 The labour market advisory office operated by the Hungarian Lutheran Diaconia typically provides a complex 
service, which includes employment counselling, job placement and career guidance, supplemented by 
administrative assistance (social security number, tax number, bank account), language support, and mediation 
and liaison with employers. The operation of the office is described in detail in the Good Practices section. 
24 It is important to mention that almost all of the support organisations employ Ukrainian-speaking professionals 
who facilitate work with Ukrainian refugees not only in terms of language but also in terms of culture. 
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Based on fieldwork experience, language-related assistance appears to be the most common integration 
tool used by employers. Some companies provide interpreting support at key stages of the employment 
process, and several good practices were identified in which employers cooperate with support 
organisations.25 These pragmatic solutions help reduce the risk of misunderstandings and can contribute 
to more stable employment relationships. 

Overall, employer initiatives tend to consist of ad hoc, operationally tailored measures rather than 
forming a coherent and comprehensive integration framework. 

 

Needs and gaps in support 

 

Slightly more than half of respondents in the quantitative sample (55%) reported having received some 
form of labour market assistance since arriving in Hungary. This proportion should be interpreted in light 
of the fact that the majority of respondents have been residing in the country for more than three years, 
which has provided relatively extended opportunities to access available support. 

In terms of the types of assistance received Hungarian language courses—primarily organised by civil 
society or church organisations—were the most common form of support, reported by approximately 
one third of respondents. This is consistent with findings presented in earlier chapters, which highlight 
language proficiency as a key prerequisite for labour market entry, job retention and the effective 
assertion of interests. Nearly 20 per cent of respondents reported receiving job placement or job search 
assistance, while around 10 per cent participated in career counselling or organised training. Other 
forms of support appeared only sporadically and cannot be considered statistically significant. 

Access to language training varies considerably by labour market status. Only 15 per cent of respondents 
currently in employment reported participation in language courses, compared with 45 per cent of 
those not in employment. This suggests that some employed respondents were able to enter the labour 
market through jobs with lower language requirements, while those not in work may view language 
learning as a primary pathway to employment. 

Educational attainment is also associated with participation in language training. Participation rates rise 
with higher levels of education: 12 per cent among those with basic education, 30 per cent among those 
with secondary education and 45 per cent among those with higher education. At the same time, this 
relationship should be interpreted with caution, as employment rates are higher among respondents 
with lower levels of education, which may limit their ability to participate in training and partially distort 
the observed correlation. 

 
25 In addition to the model of the labour market office of the Hungarian Lutheran Diaconia mentioned above, we 
would also like to mention the anti-exploitation practices of the Menedék Association, which are also discussed in 
detail in the chapter on good practices.  
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Three-tenths of respondents indicated that they had not received any labour market-related support, 
while a further 15 per cent did not consider themselves eligible due to age, family circumstances or 
health conditions. Those not receiving support are overrepresented among the economically active, 
suggesting that labour market participation in itself does not guarantee access to support services and 
may, in practice, reduce opportunities to engage with them due to time and organisational constraints. 

Although childcare-related difficulties were frequently mentioned in connection with employment, none 
of the respondents reported having received childcare assistance. This does not necessarily imply a 
complete absence of such services, but rather suggests that they are rare, sporadic and insufficiently 
accessible. 

In terms of current needs, respondents most frequently identified the same two areas that also 
dominated the support received. Almost half (48%) indicated a need for Hungarian language courses to 
find or retain employment, while 46 per cent expressed a need for assistance with job searching. Two-
thirds of those who had previously participated in language training would continue learning, indicating 
that demand for language support reflects both the need for continued skill development and unmet 
demand among new entrants. 

Respondents with higher education qualifications are overrepresented among those requesting 
language courses, likely reflecting aspirations for employment commensurate with their qualifications, 
which typically require higher levels of language proficiency. Conversely, fewer respondents with basic 
education identified language training as a future need. This may be explained by higher employment 
rates in this group, the lower language requirements of the jobs they hold, or—in some cases—by 
limited literacy skills that pose barriers to participation in formal language courses. 

Beyond language and job search assistance, around 30 per cent of respondents indicated a need for 
support in the recognition of qualifications and skills, as well as career guidance. Less than 20 per cent 
expressed demand for workplace-related support such as mentoring, mediation or integration 
assistance. Notably, 20 per cent of respondents reported a need for childcare solutions, highlighting a 
significant gap between expressed needs and services received. In addition, one quarter of respondents 
indicated a need for translation or interpreting services, while 15 per cent identified a need for legal 
advice. 
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5. table Future support considered most necessary for finding or keeping a job  
 

Language course 48% 
 Help with job search 46% 

 Support for recognition of qualifications/skills 33% 
 Career guidance counselling 31% 

 Support for integration into the workplace (training, 
mentoring) 24% 

 Translation/interpretation services 24% 
 Information services 22% 

 Childcare provision 22% 
 Social work/mentoring support 18% 

 Training or retraining 16% 
 Legal advice (contracts, procedures) 15% 

 Mediation with the employer  12% 
 No support needed 1% 

Not know yet 8% 
Source: our own survey, 2025. 

 

 

8. SWOT analysis 
 

The labour market integration of Ukrainian refugees in Hungary involves both substantial potential and a 
pronounced risk of becoming “stuck” in entry-level employment. The relatively high levels of human 
capital observed in the sample, along with strong motivation to work and household-level income-
generating capacity, constitute a favourable starting point. At the same time, language and 
administrative barriers, the limited recognition of qualifications, deficits in digital skills, as well as care-
related and mobility constraints continue to channel a significant share of respondents towards low-
prestige and unstable segments of the labour market. 

On the opportunity side, structural labour shortages—particularly in manufacturing—may offer 
pathways for advancement. These opportunities, however, are threatened by vulnerability associated 
with temporary agency work, intensifying competition with other third-country worker groups, 
industrial labour demand exposed to economic cycles, and a gradual shift towards informal forms of 
employment. 

Overall, our SWOT analysis suggests that in the absence of systemic and coordinated interventions, 
refugees’ labour market participation is likely to remain concentrated in entry-level segments. By 
contrast, sustainable integration appears to depend primarily on improved access to language learning, 
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the availability of childcare solutions, and the targeted reduction of employer-side administrative 
uncertainty. 

The following SWOT analysis presents these dynamics across four dimensions, highlighting in detail the 
strengths, weaknesses, opportunities and threats embedded in the current system. 
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Strengths 

The following factors are already present and support the labour market opportunities and integration 
of Ukrainian refugees, albeit to a limited extent: 

• High concentration of human capital: Individuals with secondary and higher education are 
overrepresented in the quantitative research sample, providing a potential basis for higher-
quality employment and subsequent occupational mobility. 

• Motivation to work and “quality” preferences: There is strong demand among job seekers for 
registered, predictable employment that matches prior experience and is compatible with 
family life, which may support longer-term labour market integration. 

• Demonstrable household-level income-generating capacity: A significant proportion of 
households include at least one person with a regular income, reducing the risk of complete 
economic exclusion. 

• Learning and adaptation strategies among the more highly educated: Some respondents in 
employment participate in training and learning activities, indicating efforts towards skills 
development and potential career transitions. 

 

Weaknesses 

The following internal and systemic shortcomings currently constrain labour market participation: 

• Systemic effects of language barriers: Limited language skills simultaneously narrow entry 
channels, hinder workplace integration and restrict opportunities for advancement. 

• Low convertibility of qualifications: Difficulties in aligning formal qualifications and their content 
with domestic requirements often result in downward professional mobility. 

• Digital skills deficits at entry: Insufficient computer skills function as an independent barrier to 
labour market entry, particularly into formal employment. 

• Life situation–related constraints (especially among women and households with young 
children): Limited access to childcare and the incompatibility of multi-shift work schedules 
substantially reduce the range of jobs that can realistically be taken up. 

• Mobility constraints and spatial access barriers: Limited access to industrial parks and logistics 
centres restricts job opportunities, especially in rural areas. 

• Fragmented and project-based support system: Access to labour market support is often uneven 
and unsystematic, with childcare-related assistance being particularly limited. 
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Opportunities 

The following factors can be interpreted as external opportunities that may, under certain conditions, 
improve labour market integration: 

• Persistent labour shortages in key sectors: Structural demand in manufacturing, logistics and 
selected service sectors may provide entry points into employment. 

• Medium- and long-term labour demand in the care sector: Growing labour shortages may create 
a more stable demand base over time, provided that language requirements and qualification-
related barriers to entry can be addressed. 

• Development of targeted integration programmes: Combined interventions—including language 
training (general and occupation-specific), workplace socialisation and mentoring—may 
contribute to improved labour market integration and reduced staff turnover. 

• Expansion of qualification recognition and partial recognition pathways: Accelerated or modular 
equivalency procedures, skills-based entry routes and supplementary training may help reduce 
the loss of previously acquired qualifications. 

• Introduction of flexible training formats (hybrid, evening or part-time): Such formats may 
improve access to training, particularly for women with young children, and support longer-term 
labour market integration. 

• Reducing information gaps among employers: Clear, standardised communication regarding 
administrative procedures related to the employment of persons with temporary protection 
may increase employer openness. 

 

Threats 

The following factors represent external risks that may negatively affect labour market integration 
outcomes: 

• • Segmented labour market and the risk of entrapment in low-prestige segments: Continued 
concentration in semi-skilled and simple manual jobs with limited prospects for advancement 
may persist over time. 

• Dominance of temporary agency work and associated vulnerability: The opacity of agency 
chains, short-term contracts and uncertain employment arrangements may weaken job security 
and reinforce labour market instability and turnover. 

• Competition with other third-country worker groups: Employer perceptions regarding stability 
and longer-term availability may shift labour demand towards other groups. 

• Macroeconomic fluctuations and hiring freezes: In the event of an industrial downturn, workers 
employed in flexible arrangements—particularly through temporary employment agencies—
may be among the first to lose their jobs. 
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• Persistence of language and administrative barriers: If a predictable and accessible support 
infrastructure is not developed, language deficits and administrative uncertainty are likely to 
continue limiting both labour market entry and job retention. 

• Risk of a shift towards informal employment: Especially in sectors where access to legal forms of 
work (such as self-employment) is restricted, increasing exposure to legal and social policy risks.  
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9. Policy and legislative overview 
 

The labour market situation of Ukrainian refugees in Hungary is shaped by policy and legal frameworks 
that are primarily rooted in a humanitarian protection logic and provide only limited long-term 
instruments to support sustainable labour market integration. Below, we outline the key legislative 
provisions that are directly relevant to employment and related social entitlements. 

 

Legal status and access to employment 

• Act LXXX of 2007 on Asylum.  
Defines the legal framework of international protection in Hungary, including the institution of 
temporary protection and the associated basic rights and obligations, among them access to 
employment. 

• Government Decree 86/2022 (III. 7.) on the temporary protection of persons arriving from 
Ukraine. 
Introduced in response to the Russian–Ukrainian war, this decree regulates the legal status, 
residence conditions and access to employment of persons benefiting from temporary 
protection in Hungary. 

 

Employment-related legislation 

• Act I of 2012 on the Labour Code. 
Establishes the general rules of employment in Hungary. These provisions also apply to persons 
with temporary protection and dual citizens, in conjunction with specific rules applicable to 
foreign nationals. 

• Act LXXV of 2006 on Simplified Employment. 
Allows for casual and seasonal employment and is frequently used as an entry channel into the 
labour market for persons with temporary protection. 

• Act CV of 2019 on the Entry and Residence of Third-Country Nationals.  
Although beneficiaries of temporary protection have a distinct legal status, certain 
administrative aspects of employment are linked to the broader regulatory logic of this Act. 

 

Social security and subsistence support 

• Act LXXX of 1997 on Social Security Benefits. 
Regulates social security entitlements and obligations related to employment, including the 
issuance of a social security number and the establishment of insured status. 

• Decree 30/2022 (II. 28.) of the Ministry of Interior on subsistence support for persons under 
temporary protection. 
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Provides subsistence allowances for beneficiaries of temporary protection who are not gainfully 
employed, specifying monthly amounts for adults (HUF 22,000) and children (HUF 13,000), as 
well as eligibility and payment conditions. 
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Family-related benefits 

• Act LXXXIV of 1998 on family support 
Grants access to certain elements of the Hungarian family support system for beneficiaries of 
temporary protection, including family allowance and basic child-related benefits (e.g. school 
attendance allowances). 

 

Recognition of qualifications and training 

• Government Decree 445/2013 (XI. 28.) on the recognition of foreign certificates and diplomas. 
Regulates procedures for the recognition of foreign qualifications and professional credentials, a 
key issue for labour market integration. 

• Act LXXVII of 2013 on Adult Education. 
• Defines the institutional framework for adult education and training programmes. In principle, 

this framework is accessible to refugees, but in practice access is often limited by administrative, 
linguistic and financial barriers. 

 

 

10. Conclusion 
 

Overall, the findings of the study suggest that the integration of Ukrainian refugees into the Hungarian 
labour market is both a realistic possibility and a structurally fragmented process. On the demand side, 
the Hungarian labour market continues to be characterised by persistent labour shortages and strong 
segmentation. Manufacturing, logistics, selected service sectors and care-related occupations are 
particularly capable of absorbing foreign labour. At the same time, demand for Ukrainian refugees 
remains concentrated primarily in semi-skilled jobs requiring low to medium qualifications (FEOR 8–9). 
In the medium to long term, however, positions requiring higher levels of competence—driven by the 
green transition and digitalisation—are expected to gain importance. 

Although employers generally appear open to employing refugees, actual employment opportunities are 
constrained by language requirements, concerns about staff turnover, and uncertainty surrounding 
administrative procedures, particularly those related to social security and documentation. The 
widespread use of temporary agency work facilitates rapid labour market entry, but at the same time 
increases vulnerability and undermines employment stability. 

On the supply side, labour market participation cannot be fully understood without taking into account 
the demographic and household context. The quantitative sample is overwhelmingly female (94%), with 
a substantial share living in households with young children, and three quarters having resided in 
Hungary for more than three years. The proportion of respondents with higher education qualifications 
is relatively high (48%), indicating the presence of considerable human capital among the clientele of 
support organisations. Nevertheless, only 40 per cent of respondents are economically active. Notably, 
employment rates are inversely related to educational attainment: they are higher among those with 
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lower levels of education and lower among those holding a degree. This pattern suggests that higher 
qualifications do not automatically translate into labour market advantage, particularly when 
recognition procedures and access to regulated professions are limited. 

Among those in employment, full-time work is predominant (60%), but part-time and casual 
employment are also significant (both around 20%), reflecting life situation–related constraints. One of 
the most consistent findings of the research is that barriers to labour market entry and retention tend to 
reinforce one another rather than operate in isolation. Language barriers (59%), unfavourable working 
conditions such as low pay and long working hours (56%), and the lack of job search assistance (53%) are 
among the most frequently cited obstacles. These are closely linked to the lack of recognition of 
qualifications (44%), health-related constraints (42%), insufficient digital skills (41%), transport 
difficulties (41%) and the lack of childcare (34%). 

Taken together, these findings indicate that many refugees face multiple, overlapping barriers, which 
significantly narrow the range of jobs they can realistically take up. This is further reinforced by the fact 
that 40 per cent of job seekers explicitly seek employment compatible with family responsibilities, while 
22 per cent of job seekers or those planning to change jobs also expect some form of childcare 
provision. 

An assessment of the support system shows that civil society and church organisations de facto 
compensate for the limited, indirect and ad hoc role of the state in labour market integration. Slightly 
more than half of respondents (55%) reported receiving some form of labour market assistance, most 
commonly Hungarian language courses (around one third). Current needs, however, are even more 
pronounced: nearly half of respondents indicated a need for language training (48%) and job search 
assistance (46%), while one fifth expressed a need for childcare-related support. This points to both 
capacity limitations and continuity gaps within the system, as project-based funding often results in 
temporary services with limited coverage that are unable to respond consistently to integration needs. 

Overall, the employment of Ukrainian refugees in Hungary currently relies largely on short-term, 
pragmatic solutions, such as temporary agency work, semi-skilled employment, multi-shift schedules 
and cost-reducing arrangements for employers. The conditions required for more sustainable 
integration—Hungarian language acquisition, digital skills development, recognition of qualifications, 
access to childcare, and clear and predictable administrative procedures for employers—are only 
partially in place. At the same time, the labour market potential of the group is evident, given their 
qualifications and strong motivation to work and learn. The central question, therefore, is not whether 
labour supply exists, but whether the gap between labour market demand and the available resources 
of Ukrainian refugees can be reduced. The implications are not only social-policy related, but also 
economic: maintaining current patterns risks trapping a substantial share of refugees in low value-added 
and unstable employment, whereas targeted support and more predictable frameworks could enable 
upward mobility and longer-term labour market retention. 
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11. Good practices 
 

Introduction - Three good practices for the labour market integration of refugees from 
Ukraine 

 

Objective and focus 

The objective of presenting good practices is to identify and analyse Hungarian models that have 
demonstrably contributed to the labour market integration, employability and employment stability of 
Ukrainian refugees. Rather than providing a comprehensive overview of the entire support system, this 
section focuses on selected initiatives that are indicative due to their effectiveness, innovative character, 
replicability, or their role in addressing structural gaps in existing provision. 

The three selected good practices represent distinct professional approaches—labour law prevention 
and legal protection (Menedék Association – SAFEmployment), integrated labour market counselling 
and job placement (Hungarian Evangelical Diakonia), and childcare support for women with young 
children (Hungarian Interchurch Aid). Despite these differences, all three initiatives share a common 
feature: by building on their organisational capacities, they are able to achieve tangible and measurable 
impacts on refugees’ employment opportunities and the sustainability of their labour market 
participation. 

The following chapters present these models using a uniform analytical structure, covering the 
organisational profile, access and admission procedures, the functioning and outcomes of the model, 
forms of refugee involvement, sustainability and financing arrangements, and the potential for 
adaptation and replication. 

 

Sources and selection 

The identification of good practices in the field of labour market integration was based on several 
interrelated sources and phases of data collection. The first step consisted of comprehensive desk 
research reviewing employment-related, labour market integration and labour rights protection services 
operating in Hungary, with a particular focus on programmes targeting Ukrainian refugees. This phase 
provided the contextual and institutional background for subsequent fieldwork. 

This was followed by a mapping phase conducted in the summer of 2025, during which information was 
collected on employment and employment-support services currently implemented by relevant 
organisations. At this stage, organisations were also invited to identify elements of their activities that 
they themselves considered to represent good practices, which were later examined in greater depth. 
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The third pillar of the selection process was a focus group discussion held in autumn 2025, in which 
participating organisations jointly reflected on their experiences, compared their approaches and 
identified interventions that most effectively enhance refugees’ employability and the long-term 
sustainability of employment. 
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Based on these sources, three mutually reinforcing good practices were selected: 

 

1. Menedék Association’s SAFEmployment model for the prevention of workplace exploitation; 

2. Lutheran Diaconia’s integrated labour market service, combining counselling and job placement; 

3. The Hungarian Interchurch Aid’s childcare service supporting labour market participation among 
women with young children. 

 

The final step in the selection process involved targeted, in-depth data collection. Separate interviews 
were conducted with each organisation, focusing specifically on the functioning, sustainability, impact 
and replicability of the respective models. 

Taken together, the three selected practices address key dimensions of labour market integration: 
labour law security and the prevention of exploitation, direct job placement and cooperation with 
employers, and the management of family-related and psychosocial burdens that often constitute 
barriers to employment. 

 

Good practice 1 – The Menedék Association's service for preventing labour market 
exploitation 

 

Organisation profile 

Menedék – Migrant Support Association has been working in Hungary for more than 30 years to support 
the social and labour market integration of third-country nationals. Its activities include intercultural 
mediation, psychosocial support, legal information provision, and assistance with employment-related 
administrative procedures. Following the outbreak of the war in 2022, the organisation rapidly 
integrated Ukrainian refugees into its target groups. 

SAFEmployment Hungary was developed on the basis of this long-standing professional experience, with 
the specific aim of preventing workplace abuse and labour exploitation. The initiative addresses an area 
in which no targeted civil society intervention had previously existed in Hungary. 

The programme is implemented by a multidisciplinary team of lawyers, social workers and labour 
market advisers. It supports clients who typically have limited Hungarian language skills, restricted 
access to information, and a vulnerable position in the labour market. The pilot programme applies a 
low-threshold, rapid-response approach that prioritises trust-building and is tailored to the needs of this 
particularly exposed client group. 
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Accessibility and inclusion 

One of the key strengths of the SAFEmployment model lies in its low entry threshold in a field where 
refugee workers often lack effective legal or institutional protection. Access to the service does not 
require prior verification of legal status, extensive documentation or lengthy registration procedures. 
Clients typically approach Menedék when they are already facing an acute employment-related problem 
and require immediate, clear and accessible assistance. 

The majority of cases relate to everyday forms of labour exploitation, including wage withholding, 
unpaid overtime, unclear or misleading contracts, threatening or manipulative employer practices, 
denial of leave, or false promises made by labour brokers. In such situations, Ukrainian refugees often 
find themselves isolated within the labour market. Language barriers severely limit their access to 
information, and many are not aware that they have been subjected to deception or violations of their 
rights. 

The accessibility of the programme is enhanced by several interrelated factors: 

• Rapid response and direct communication: Menedék’s experts receive enquiries via telephone, 
online channels and in person. Priority is given to immediate interpretation of the situation and 
the identification of concrete, practical steps. 

• Native-language support: Ukrainian- and Russian-speaking staff play a crucial role in creating a 
safe environment in which clients feel able to share their experiences, concerns and details of 
workplace exploitation. 

• Flexible client pathways: SAFEmployment does not operate as a purely administrative service. 
Support often begins with an informal conversation, after which professionals determine the 
appropriate course of action based on the severity of the case. This may include mediation, the 
provision of legal information, contacting the employer or intermediary, visiting the workplace, 
or—where necessary—supporting exit strategies. 

• Safe, non-judgemental approach: Labour market exploitation is frequently accompanied by 
feelings of shame, guilt or fear. A core principle of Menedék’s practice is to support clients 
experiencing stress, threat or trauma in a non-judgemental and collaborative manner. 

As a result of this inclusive and flexible approach, the model is able to reach client groups who would 
otherwise remain outside formal support systems—either because they are reluctant to speak about 
workplace exploitation or because they do not recognise that their experiences constitute violations of 
their rights.  

 

Involvement of refugees  
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Within the SAFEmployment model, the involvement of refugees is not treated as a separate component 
but is embedded in the everyday functioning of the service. The support process is built on continuous 
dialogue: clients describe their workplace situation in detail, articulate the difficulties they face, and 
identify the options they themselves consider feasible. Decisions are always made by the clients; 
Menedék staff provide legal, practical and labour market-related information and support clients in 
understanding the implications of different courses of action. 

A further key element of involvement is that the programme consciously draws on the experiences 
shared by refugees. Casework provides ongoing learning opportunities for staff, who identify recurring 
patterns of abuse and incorporate these insights into methodological development, awareness-raising 
materials and prevention-oriented communication. 

The organisation’s work is also supported by Ukrainian refugee employees who were previously clients 
of the service. Their role focuses primarily on practical and communicative support: they assist with 
native-language procedures, help clarify cultural misunderstandings, and their presence facilitates trust 
and access to the service. 

Overall, involvement at Menedék functions as an integral part of the service logic. Refugees actively 
shape their own case management and, through feedback and shared experiences, contribute to the 
continuous development of the programme. 

 

Preventing labour market exploitation in practice 

The SAFEmployment Hungary pilot responds to situations in which refugee workers are particularly 
vulnerable, including wage withholding, forced overtime, unjustified dismissal, misleading or non-
existent contracts, and violations of occupational safety regulations. Any intervention begins with a 
detailed clarification of the case: Menedék staff work with clients to reconstruct what happened, what 
information was provided, what documents were signed and which consequences are feared. Given that 
contracts and internal regulations are almost exclusively available in Hungarian, translation and 
interpretation by professionals is often a crucial element of this process. 

During consultations, staff outline several possible scenarios and explain the relevant legal framework, 
risks and realistic options in a clear and accessible manner. Experience from the pilot shows that clients 
do not necessarily seek formal legal redress; many primarily wish to exit a harmful situation safely and 
secure employment with a more reliable employer. Menedék therefore also supports practical next 
steps, such as identifying new job opportunities, reviewing job offers, flagging warning signs, and—
where necessary—referring clients to specialised legal service providers. 

The pilot also fulfils an important preventive function. Menedék regularly receives information and 
informal signals regarding unreliable employment agencies or risky recruitment schemes. These 
warnings are discussed with clients at an early stage. Staff assist in interpreting recruitment offers and 
employment contracts and explicitly draw attention to risk indicators, such as unrealistically high wages, 
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requests for advance payments, or practices whereby intermediaries attempt to exert control over 
residence permit renewals. 

Dialogue with employers constitutes another key element of the pilot. Menedék organises targeted 
workshops that deliberately avoid framing discussions in terms of “exploitation”, instead focusing on the 
legal employment of foreign workers, clarification of occupational safety obligations and the reduction 
of intercultural misunderstandings. This contributes to structural prevention by reducing the likelihood 
of conflicts, misunderstandings and crisis situations. 

Taken together, the pilot serves a dual purpose: it provides rapid and secure assistance in addressing 
existing cases of exploitation, while also actively preventing future abuses through accessible 
information, contract review and support for informed decision-making. Based on Menedék’s 
experience, the greatest impact is achieved through trust-based relationships, multilingual access and 
immediate response; without these elements, many cases would likely escalate before effective support 
could be mobilised. 

 

Results and impacts 

Although the SAFEmployment Hungary pilot originally aimed to handle approximately 40 complex cases, 
its actual impact proved to be considerably broader. Awareness of the programme increased rapidly, 
and an increasing number of civil society, church-based and charitable organisations began referring 
clients to Menedék. This pattern clearly indicates that the initiative addressed a previously unmet gap 
within the labour market support system. 

One of the most significant outcomes of the pilot was its ability to reach groups of workers who had 
previously remained largely invisible to support services. These included individuals living in workers’ 
hostels, employed through closed labour supply chains, or working in isolated factory environments. In 
such contexts, access to reliable information is typically limited and the risk of exploitation is high. 
Experience showed that a single successful intervention often led to multiple additional cases emerging 
from the same workplace or accommodation setting. 

Cooperation with employers also produced tangible results. While systemic change cannot be expected 
in the short term, several cases resulted in clarified misunderstandings, resolved disputes or the 
payment of previously withheld wages. Field experience suggests that a substantial share of irregular 
practices stemmed from a lack of information rather than deliberate abuse. Employers often responded 
positively to Menedék’s pragmatic and non-confrontational approach. 

Reaching temporary employment agencies proved more challenging, as these actors are frequently 
embedded in opaque and informal structures. Nevertheless, successful interventions did occur. In one 
case, an agency ultimately paid outstanding wages owed to workers; in another, a stable working 
relationship was established after it became clear that the reported issue resulted from insufficient 
information rather than intentional misconduct. 
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“A woman was working in a factory in Pécs and had to leave due to downsizing, which also meant losing 
her accommodation, as it was provided by her employer. In her distress, she contacted Menedék. The 
social worker contacted the agency, which arranged another job for her that also included 
accommodation. During this process, it emerged that her husband had not received his wages either, 
and a single phone call was sufficient to resolve the issue. We have frequently observed that 
communication gaps and language barriers are at the root of such problems.” 

Beyond individual case resolution, the pilot also contributed to increased awareness of labour market 
exploitation as a systemic issue. Knowledge and field experience generated through the programme 
informed the work of other actors, including international and national institutions, leading to greater 
institutional attention to this area. This suggests the potential for more coordinated and institutionalised 
responses to labour market exploitation in the future. 
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Funding and sustainability 

The launch of the SAFEmployment Hungary pilot was made possible through rapid and flexible funding 
provided by the UK-based donor Choose Love. This support enabled Menedék to initiate a targeted 
intervention in May 2022, focusing specifically on the prevention and handling of labour market 
exploitation affecting Ukrainian refugees. The programme was subsequently continued in cooperation 
with the International Organization for Migration (IOM), which further strengthened its professional 
framework and broadened its client base. 

Following the conclusion of the pilot phase and the end of this cooperation, Menedék’s social workers 
have continued to address cases of workplace exploitation as part of their regular social work practice. 
However, several targeted elements developed within the pilot—such as multilingual information 
materials, employer-focused workshops and a dedicated preventive approach—are currently not 
sustainable. This is primarily due to the absence of a stable and targeted funding framework. Existing 
funding schemes (for example, AMIF+) do not specifically support interventions aimed at the prevention 
of labour market exploitation. 

To Menedék’s knowledge, no other domestic civil society organisation currently operates a similarly 
targeted programme in this field, leaving coverage fragmented and incomplete. Experience from the 
pilot indicates that the methods developed—multilingual legal and occupational safety information, 
rapid-response case management and mediation with employers—would be effective over the longer 
term. However, their sustainability would depend on the availability of predictable and dedicated 
funding. 

 

Adaptability 

The SAFEmployment Hungary pilot incorporates several elements that could be adopted relatively easily 
by other civil society or church-based organisations. Multilingual labour law information materials 
developed during the project—such as concise, practice-oriented posters and leaflets—can be reused 
and distributed in factories, accommodation facilities or community spaces with minimal resources. 
Similarly, telephone- and online-based counselling services can be operated with limited capacity while 
remaining effective in reaching highly isolated workers. 

Practical experience from the pilot suggests that, in many cases, even short and targeted mediation or 
the clear provision of information is sufficient to resolve misunderstandings or address rights violations. 
This mediation-based approach can be applied without formal legal representation, provided that a 
designated and appropriately trained professional is available. 

The short workshops organised for employers also represent a format that can be readily integrated into 
the activities of other organisations. By focusing on practical guidance rather than control or criticism, 
these sessions have generally been well received. Taken together, the pilot methodology can be 
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understood as a compact and flexible toolkit that could be incorporated into existing social work 
practices, even in the absence of a stand-alone project. 

At the same time, the primary constraint on replicability remains the lack of targeted funding. At 
present, there is no dedicated grant scheme in Hungary that would support the prevention of workplace 
exploitation as an independent programme. As a result, the long-term replication and scaling of the 
model would require the establishment of stable and targeted funding mechanisms.  
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Good practice 2 – The Labour Market Office of the Hungarian Lutheran Diaconia 

 

Organisational profile 

The Lutheran Diaconia is the social service organisation of the Evangelical Church in Hungary and has 
been providing integration and support services for refugees for several decades. In response to the 
increased needs following 2022, the organisation established its Labour Market Office in 2023, 
recognising that the majority of Ukrainian refugees living in Hungary face significant linguistic, 
administrative and psychosocial barriers that prevent independent entry into the labour market. 

Lutheran Diaconia’s key strengths include its stable institutional background, the multidisciplinary 
experience of its social workers, and the relationship of trust it has already built with refugee 
communities. The office serves a highly heterogeneous clientele, ranging from individuals with low 
levels of formal education to highly qualified professionals who are compelled to change careers. Given 
this diversity, the core principle of the service is personalised and flexible support. 

On the employer side, the Labour Market Office responds to a long-standing gap. Many employers are 
open to hiring Ukrainian refugees but remain uncertain about the legal framework and the practical 
application of special regulations. The office therefore functions both as an entry point for refugees and 
as a professional support structure for employers. 

 

Accessibility 

The Labour Market Office operates with a low entry threshold, which is particularly important for clients 
who are unfamiliar with the Hungarian labour market, lack Hungarian language skills, or are distrustful 
of formal institutions due to past experiences. No prior documentation, registration or administrative 
prerequisites are required. Most clients access the service through referrals, community networks or 
other Lutheran Diaconia services. 

The welcoming approach of the office is built on several elements. Social workers and labour market 
advisers begin with an individual situation assessment, taking into account language proficiency, 
education, family responsibilities, health status and psychosocial stress. Particular attention is given to 
women with young children, for whom inflexible working hours and the lack of childcare often represent 
the main barriers to employment. 

Accessibility is further enhanced by the presence of Ukrainian-speaking staff members, many of whom 
are former clients. Acting as cultural and linguistic mediators, they reduce institutional distance and 
facilitate trust-building. 

Flexible opening hours and rapid response allow clients to receive support at critical moments—such as 
job loss, urgent administrative issues or job transitions. This form of practical accessibility is especially 
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important for individuals living in unstable housing or family situations who are unable to commit to 
regular, pre-scheduled appointments. 
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Involvement of refugees 

Refugee involvement within the Labour Market Office does not take the form of a formal participation 
model, but is embedded in everyday social work practice based on continuous dialogue and shared 
decision-making. All key steps—job search, employer selection, entry into training or job changes—are 
taken by clients themselves, while social workers provide professional guidance, information and 
support in weighing realistic options. 

Involvement is further strengthened by the employment of Ukrainian refugees within the Diaconia 
team, who contribute directly to service delivery and help bridge linguistic and cultural gaps. 

Client feedback also plays a role in shaping the service. Experiences related to employers, recruitment 
challenges and workplace communication or safety concerns are systematically reflected upon and used 
to refine practices, including employer selection, the content of training modules and the areas where 
additional information is required. 

 

How the model works 

The primary objective of the Labour Market Office is to support clients in accessing legal and sustainable 
employment, while simultaneously assisting employers in recruiting foreign workers. The model is 
structured around three interrelated pillars. 

1. Personalised job search support 

Counselling begins with a detailed assessment of the client’s situation, including language skills, health 
status, family obligations and commuting possibilities. At this stage, setting realistic expectations is often 
essential, as many foreign qualifications are not immediately recognised in Hungary and labour market 
entry frequently occurs through temporary or semi-skilled positions. 

Advisers work with clients to identify suitable opportunities and, where necessary, engage with 
employers in advance. Support remains client-led: Diaconia accompanies, informs and assists in planning 
next steps. Job placement is often the result of several job search cycles, with the aim of securing stable 
and sustainable employment. 

2. Active communication with employers 

Cooperation with employers is largely built on personal contacts and previous positive experiences. 
Successful placements tend to generate repeated cooperation. 

“When, after much effort, we place someone with a company and the cooperation works well, employers 
realise that a lack of Hungarian language skills does not mean a lack of competence. They also see that 
communication barriers can be overcome—for example through translation tools or colleague support. A 
single positive experience often makes employers more open.” 
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The office currently cooperates with approximately 20–30 employers, mainly in manufacturing, 
hospitality and catering. Advisers support employers with administrative procedures and mediate in 
case of misunderstandings. They often accompany clients to interviews, assist with interpretation and 
administration, attend medical examinations and training, and remain available during probation 
periods if needed. 

Case experience highlights the importance of comprehensive support, particularly in navigating 
administrative misunderstandings related to documentation and registration. 

3. Short, flexible training courses 

The office organises short, practical training modules—such as basic IT skills, language support or job 
interview preparation—to facilitate labour market entry. These courses are delivered in small groups 
and are designed to accommodate family and care responsibilities. 

For many clients, Hungarian workplace norms, expectations and schedules are unfamiliar. Short 
workshops and information sessions address these gaps, covering everyday communication, legal and 
administrative obligations, and workplace culture. Psychological support is also provided where 
necessary, particularly for those affected by war-related trauma or prolonged uncertainty. 

 

Results and impacts 

The placement rate of the Labour Market Office is approximately 20–25 per cent. While this may appear 
modest, it reflects the specific circumstances of the target group, including language barriers, fluctuating 
motivation, unrealistic expectations and unstable living conditions. Notably, around half of those who 
secure employment remain in the same job after one year, which represents a strong outcome for this 
population. 

From the employer perspective, success is reflected in repeated cooperation based on positive 
placement experiences. 

 

Funding and sustainability 

The service is primarily funded through American and German church-based sources and is embedded 
within Diaconia’s broader refugee integration activities, which have been in place since 2015. 
Sustainability is supported by the small scale of the team (1–2 professionals). 

In recent years, the office has increasingly functioned as a referral hub, receiving clients from various 
civil and church organisations seeking complex, multi-dimensional support. At the same time, the pool 
of legally compliant and transparent employers remains limited, constraining placement capacity. 
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Diaconia’s experience suggests that long-term sustainability would be strengthened if similar refugee-
focused labour market services were available in other locations. However, at present, no dedicated 
public or grant-based funding schemes exist to support this activity. 

 

Adaptability 

The Diaconia labour market model contains several elements that are readily transferable, including 
detailed pre-assessment, personalised follow-up and active, two-way communication with employers. 
These components require limited infrastructure but are central to supporting sustainable employment. 

The model’s effectiveness depends on the ability to work with a manageable caseload, a condition that 
could be replicated by other providers with sufficient capacity. Flexible, needs-based training formats 
are also adaptable. 

At the same time, the model cannot be replicated mechanically. Effective implementation requires 
professional integration, a stable employer network and predictable long-term funding. Where these 
conditions are met, the approach has strong potential for adaptation in other locations or with other 
target groups. 

 

 

Good practice 3 – The Hungarian Interchurch Aid’s childcare centre 

 

Organization profile 

The Hungarian Interchurch Aid is one of Hungary’s largest charitable organisations and has been 
providing humanitarian and social services for more than three decades. Its refugee-related activities 
have expanded steadily since 2015, and following the outbreak of the war in 2022, the organisation 
established its Ukrainian Refugee Support Centre. Its work focuses on comprehensive support for 
vulnerable groups, particularly mothers with children, combining social work, psychological support, 
education and community-based interventions. 

Most Ukrainian refugees arriving in spring 2022 came with young children and without extended family 
support. For many mothers, employment, administrative procedures and childcare had to be managed 
simultaneously, while adapting to the Hungarian nursery system was often perceived as uncertain and 
intimidating. 

The childcare centre initially emerged as a grassroots community initiative: a private individual offered 
premises free of charge, and Ukrainian nursery teachers organised daily operations. In spring 2022, the 
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Aid Organisation integrated the centre into its formal refugee programme, thereby creating a stable 
institutional framework for a culturally sensitive childcare model. 

 

Accessibility 

The childcare centre operated as a low-threshold service, open on weekdays from 8:00 a.m. to 4:30 
p.m., typically caring for 20–25 children per day, with daily attendance varying. Admission was not 
subject to strict conditions: families could use the service without prior registration or extensive 
documentation. This was particularly important for those living in precarious housing situations, facing 
language barriers or feeling unprepared to enrol their children immediately in public or church-run 
nurseries. 

One of the centre’s key added values was the provision of a native-language, emotionally safe 
environment. Ukrainian-speaking nursery teachers and child development professionals ensured 
effective communication and created a culturally familiar setting in which children could begin to 
process the traumas of war and displacement. For many children, this was the first community space 
since their flight where they felt safe and secure. 

Flexibility was also a major advantage for parents. Many mothers were able to take on part-time or 
casual work, attend language courses or complete administrative tasks. As such, the service functioned 
not only as childcare provision but also as an indirect facilitator of women’s labour market participation.  
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Involvement of refugees 

A distinctive strength of the childcare centre lies in the fact that it was initiated by Ukrainian refugees 
themselves. In its earliest phase, arriving mothers and teachers created an informal, community-based 
space that later became institutionalised within the Aid Organisation’s programme. From the outset, the 
model was rooted in refugee self-organisation. 

This principle of involvement was maintained during subsequent operations. Ukrainian-speaking 
teachers—many of whom had arrived as refugees—were employed as staff members, allowing them to 
continue their professional work within a secure institutional framework. Their presence strengthened 
children’s emotional well-being and increased parents’ trust in the service. 

 

How the model works 

The operation of the childcare centre combined a predictable daily rhythm with flexible attendance. 
Although arrival and departure times were not fixed, teachers followed a structured daily programme 
including free play, creative activities, storytelling and short developmental sessions. This stable routine 
helped children regain a sense of safety after prolonged uncertainty. 

The programme was delivered by three Ukrainian-speaking teachers and a Hungarian coordinator. The 
coordinator ensured organisational oversight, administrative compliance, adherence to child protection 
standards and liaison with Hungarian institutions. 

Teachers provided daily feedback to parents regarding children’s well-being, development and emerging 
difficulties. For many families, this was the first opportunity to discuss their child’s reactions to war and 
displacement with a professional. When needed, families were referred to psychological or additional 
support services offered by the Aid Organisation. 

 

Results and impacts 

The childcare centre generated tangible benefits for children, families and Ukrainian professionals alike. 
During its active period, an average of 20–25 children attended daily, gaining access to a safe, 
emotionally stable environment where they could communicate in their native language. The 
predictable routine, gentle pedagogical approach and familiar cultural setting helped reduce anxiety 
related to displacement and supported children’s reintegration into community life. 

The flexible operational model was particularly important for mothers in transitional situations who 
were uncertain about the length of their stay in Hungary and therefore hesitant to commit immediately 
to the Hungarian nursery system. The absence of rigid institutional requirements enabled them to 
manage administrative tasks, seek employment or take up work, often for the first time since arrival. 
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“It was a safe and accepting place where professionals spoke to the children in their native language. 
Many mothers were able to relax, catch their breath, take care of urgent matters or even find work for 
the first time.” 

For Ukrainian nursery teachers and child development professionals, the institutional framework 
provided stable employment, professional continuity and personal security. 

 

Funding and sustainability 

The establishment of the childcare centre was shaped by the emergency conditions following the 
outbreak of war. In the initial phase, premises were provided free of charge by a private individual, and 
Ukrainian professionals worked for symbolic remuneration financed through donations. Basic operating 
costs were covered by domestic voluntary contributions and flexible international humanitarian aid. 

While this donation-based model enabled rapid response, it proved unsustainable in the longer term. 
Stable operation later became possible through funding from the Asylum, Migration and Integration 
Fund (AMIF), which supported educational, developmental and community-based childcare activities. 

In the longer term, the Aid Organisation aims to maintain the centre as a “bridge institution”: a culturally 
safe, native-language environment that supports children while gradually facilitating families’ 
integration into the Hungarian nursery and education system. Sustainability depends on a continued 
combination of grant funding and flexible professional operation. 

 

Adaptability 

The childcare centre represents a model that can be readily adapted by other organisations, particularly 
in contexts where refugee families with young children struggle to reconcile childcare with employment 
or administrative obligations. The low-threshold design—minimal bureaucracy and flexible access—
allows families to use the service even when trust in formal childcare systems has not yet been 
established. 

One of the most transferable elements is the involvement of native-language professionals. Experience 
shows that Ukrainian-speaking educators significantly enhance children’s emotional security and 
strengthen parental confidence. This approach can be replicated in other settings where refugee 
professionals are available. 

Due to its temporary and bridging nature, the model does not create a parallel institutional system but 
facilitates transition into local kindergartens and schools. Support with enrolment, administration and 
initial adaptation substantially reduces uncertainty for families and supports longer-term integration 
into the public education system. 
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Common lessons based on the three models 

 

The three good practices presented—Menedék’s service for the prevention of workplace exploitation, 
the Lutheran Diaconia’s labour market office, and the Hungarian Interchurch Aid’s childcare centre—
address labour market integration from different perspectives. Despite these differences, several 
common patterns emerge. These lessons are relevant not only for understanding Hungarian practice, 
but also for the development of similar interventions in other contexts. 

Low-threshold access and rapid response are essential for reaching the most vulnerable groups. All 
three models are based on easily accessible entry points: flexible childcare provision, immediately 
available counselling or helplines, and informal, trust-based support. This is particularly important for 
refugee populations, who often face language barriers, limited information and mistrust towards formal 
institutions. Flexible access enables engagement with individuals who would otherwise remain excluded 
from institutional systems. 

Personalised support is a central feature of effective interventions. Lutheran Diaconia builds its work on 
detailed life situation assessments; Menedék develops tailored legal and social strategies through case 
management; and the childcare centre adapts daily operations to the concrete needs of children and 
parents. Across all models, standardised solutions are replaced by individualised responses. 

Cultural and linguistic mediation plays a key role. Although implemented in different forms, all three 
models rely on native-speaking or bilingual professionals—nursery teachers, social workers or 
mediators—to facilitate communication and reduce the risks associated with misunderstandings. 

Field-based knowledge and partnerships generate systemic value. Each model cooperates with external 
actors, including employers, educational institutions, social services and other civil organisations. 
Information gathered through direct field experience—such as employer attitudes, integration 
challenges in kindergartens, or living conditions in workers’ accommodation—provides valuable insights 
that inform service development and can also contribute to policy-level understanding. 

The primary constraint on sustainability is the lack of stable, targeted funding. In all three cases, initial 
humanitarian or project-based funding enabled rapid response but proved insufficient over time. Long-
term operation requires predictable, thematic funding, whether for labour rights protection, integrated 
labour market services or childcare provision. 

Good practices cannot be copied mechanically, but they are adaptable. None of the models depend on 
extensive infrastructure. Instead, they are grounded in shared professional principles: low thresholds, 
personalised support, native-language mediation, strong field presence and continuous dialogue with 
clients. These elements can be transferred to other organisations, particularly in settings where refugee 
integration relies on flexible responses rather than established systems. 
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Final conclusions based on good practices 

 

The three good practices operate in distinct yet complementary areas—labour rights protection, labour 
market integration and childcare—but together they illustrate how the employment of Ukrainian 
refugees in Hungary can be effectively supported. Experience suggests that success is less the result of 
large-scale systemic interventions and more closely linked to flexible, personalised and low-threshold 
approaches such as those presented here. 

First, all three initiatives respond to gaps that the state welfare and employment system is currently 
unable to address rapidly or comprehensively. Labour law vulnerability, linguistic and cultural barriers, 
and the employment constraints faced by mothers with young children require specialised expertise and 
a strong civil society presence. 

Second, the findings confirm that labour market integration cannot be treated in isolation from broader 
life circumstances. Access to employment is closely intertwined with childcare availability, housing 
stability, psychological well-being and cultural mediation. The effectiveness of the good practices lies 
precisely in their ability to address these dimensions directly or through partnerships. 

Third, the models demonstrate the unique value of civil society actors’ field-based knowledge. These 
organisations are able to reach groups that are often overlooked by formal systems, including workers in 
closed labour supply chains, mothers hesitant to engage with institutions, and individuals with limited 
language skills. 

Finally, the sustainability of such interventions remains uncertain. While humanitarian and short-term 
project funding has made these initiatives possible, the needs they address are structural rather than 
temporary. Preventing labour market exploitation, providing native-language childcare and offering 
targeted job search support are long-term requirements. Sustainable impact therefore depends on 
predictable, thematic funding that enables civil organisations to maintain continuous presence and 
further develop their professional capacities. 

Overall, the three good practices demonstrate that field-based, personalised and flexible services are 
particularly well suited to supporting the labour market integration of refugees. At the same time, they 
clearly highlight existing gaps in public provision and point towards strategic directions for longer-term 
system development. 
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