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Cyprus: Industrial relations profile  

Facts and figures 
Area: 9,251 square kilometres  

Population: 803,147 (2010)  

Languages: Greek and Turkish  

Capital: Nicosia  

Currency: Euro  

Economic background 

GDP per capita (2010) 

(in purchasing power standards, index: EU27=100) 

99.0  

 

Real GDP growth (% change on previous year) (2010) 1.1%  

Inflation rate 

 

2.6% (2010) 

3.5% (2011) 

(harmonised index of consumer 

prices)  

Average monthly labour costs, in €  €2,312 (2008)  

€2,300 (2010)* 

Average labour productivity (% change on previous 
year) (2011) 

0.0%  

Gross annual earnings, in € (2010) €24,544  

Gender pay gap (2010) 21%  

Employment rate (15–64 years) (2011) 68.1%  

Female employment rate (15–64 years) (2011) 61.6%  

Unemployment rate (15–64 years) (2011) 7.8%  

Monthly minimum wage €855 upon hiring and €909 after six 

months of employment** 

Sources: Eurostat; *estimated by INEK/PEO; ** for seven out of nine occupational 
categories (see the Minimum wages section for details) 

Industrial relations characteristics, pay and working time  

 

Trade union density (%) 

(Trade union members as a percentage of all employees in 
dependent employment) 

50%* 

 

Employer organisation density (%)  

(Percentage of employees employed by companies that 
are members of an employer organisation) 

n.a.  

Collective bargaining coverage (%) n.a. 

http://www.inek.org.cy/
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(Percentage of employees covered by collective 
agreements) 

Number of working days lost through industrial action 
per 1,000 employees (2011) 

n.a.  

Collectively agreed pay increase (%)  

(annual average 2010–2011)) 

1–1.5% (depending on the 

industry)** 

 

Actual pay increase (%)  

 

5.1% (2009) 

-0.4% (2010) 

2.0% (2011) 

-0.8% (2012 estimate)  

 

Collectively agreed weekly working hours 38  

Actual weekly working hours  

 

n.a.  

* estimate based on Trade Union Registrar; **estimate INEK/PEO 

 

Background 

Economic and political context 

Cyprus became politically independent from British rule in 1960. During the years that followed 

Cyprus’ independence, the Cypriot economy witnessed a rapid and sustainable socioeconomic 

development that came to an abrupt end as a result of the Turkish invasion in 1974.  

On 15 July 1974, the military junta ruling Greece together with Greek Cypriot nationalists aiming 

for the unification of Cyprus with Greece carried out a coup against the democratically elected 

government of Cyprus. Using this criminal act as a pretext, Turkey invaded Cyprus in a two-

phase invasion and, despite calls by the United Nations (UN) Security Council, Turkey occupied 

36.2% of the sovereign territory of the Republic of Cyprus and expelled from their homes more 

than 160,000 Greek Cypriots. In 1983, in the occupied northern part of the island, the so-called 

Turkish Republic of Northern Cyprus was proclaimed. However, internationally, it was 

considered as an illegal act and only recognised by Turkey. It should be mentioned that since 

February 2009 extensive negotiations have been taking place between the leaders of the two 

communities, with the aim of finding a final solution to the Cyprus problem and thus ending the 

division of the island. 

As regards industrial relations in particular, an important development was the partial restoration 

of freedom of movement between the Greek Cypriot and Turkish Cypriot communities. This 

occurred on 23 April 2003, bringing about a significant increase in the employment of Turkish 

Cypriots in the southern part of the island that is under the effective control of the Republic of 

Cyprus. A referendum was then held a year later on 24 April 2004 on the ‘Annual Plan’ – a plan 

for the reunification of the divided island drawn up by associates of the then UN Secretary 

General, Kofi Annan. The Turkish Cypriot community voted in favour of the plan (64.9% in 

favour and 35.1% against), while the Greek Cypriot community voted against it (75.8% against 

and 24.2% in favour). Thus, in May 2004, as Cyprus became a full member of the European 

Union (EU), the mutually expressed desire for Cyprus to join the EU as a reunified island could 

http://www.inek.org.cy/
http://www.un.org/
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not be fulfilled. As a result, the ‘acquis communautaire’ or EU body of law is currently suspended 

in the northern part of the island.  

As far as the country’s government is concerned, Cyprus is a presidential republic. During 2011, 

Cyprus’s government headed by the President of the Republic Demetris Christofias continued its 

fourth five-year term. However, following a large-scale accident at the military basis in Mari in 

July 2011, which caused extensive damage to the main energy-generating units (CY1202029Q), 

the Cyprus Democratic Party (DIKO) resigned from the cabinet leaving the government coalition 

more fragile than ever. As a result, out of the five political parties that initially supported the 

present government, only two are currently left in the coalition: the Progressive Party of the 

Working People of Cyprus (AKEL) and the United Democrats (EDI). It is worth mentioning that 

the Movement of Social Democrats (EDEK) resigned from the cabinet in February 2010, because 

of the party’s total disagreement with President Christofias’ national strategy (CY1004019Q). In 

the above context, it is not surprising that the results of both the parliamentary and the municipal 

elections show a shift to the right. During the parliamentary elections held on 22 May 2011, the 

Democratic Rally of Cyprus (DISY) has narrowly won with 34.27%, increasing its share of the 

vote by 3.75% compared with the previous poll in 2006. The ruling party AKEL, although it 

managed to increase its share of the vote by 1.36%, trailed behind DISY with 32.67%. Similarly, 

during the municipal elections held on 18 December 2011, 26 out of the 38 candidates supported 

by DISY won seats compared to nine candidates supported by AKEL. Various analysts agree that 

a decisive factor in the shift to the right is the economic crisis and the unprecedented rise in 

unemployment, as well as the government’s decision to narrow the privileges enjoyed by civil 

servants.  

Legal context 

The present system of industrial relations in Cyprus has been substantially consolidated after 

independence and the establishment of the Republic of Cyprus. In particular, in 1960, when 

Cyprus was declared an independent republic, the industrial relations system developed on the 

basis of two fundamental principles, voluntarism and tripartite cooperation. Based on the same 

principles, collective bargaining has traditionally played a leading role in regulating industrial 

relations, and legislation has constituted a secondary tool for their regulation. Along the same 

lines, state intervention generally in industrial relations and particularly in the formulation of 

terms and conditions of employment is limited to a minimum.  

In this framework, the role of the state is an advisory one, and it intervenes, as also laid down in 

the Industrial Relations Code (IRC), through the Mediation Service of the Ministry of Labour and 

Social Insurance, in cases where difficulties are encountered in achieving agreement in the direct 

bipartite bargaining between the employer organisations and the trade unions. However, there are 

exceptions where the state regulates by legislation minimum standards of basic terms and 

conditions of employment, such as the minimum wage and working time for specific occupations 

or sectors of economic activity – for example, the retail sector. Furthermore, with the 

enforcement of the EU acquis in the area of labour law, legislation now regulates a significant 

number of terms of employment, in some cases providing for more favourable terms than those 

provided for in the collective agreements – for example, those relating to annual leave. In this 

context, the basic core of labour legislation is the result of Cyprus’ obligation to harmonise its 

legislation with the European acquis. 

The most important legislative development during 2011 was the introduction of a series of 

amendments for the purpose of harmonising national legislation with European legislation. In 

particular, Law 106(I)/2011 was passed for the purpose of harmonising national legislation with 

European Directive 2009/38/EC ‘on the establishment of a European Works Council or a 

procedure in Community-scale undertakings and Community-scale groups of undertakings for the 

purposes of informing and consulting employees’. Given that the relevant law entered into force 

http://www.eurofound.europa.eu/areas/industrialrelations/dictionary/definitions/ACQUISCOMMUNAUTAIRE.htm
http://www.diko.org.cy/
http://www.akel.org.cy/
http://www.edi.org.cy/
http://www.edek.org.cy/
http://www.disy.org.cy/
http://www.eurofound.europa.eu/areas/industrialrelations/dictionary/definitions/COLLECTIVEBARGAINING.htm
http://www.eurofound.europa.eu/areas/industrialrelations/dictionary/definitions/COLLECTIVEAGREEMENTS.htm
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on 29 July 2011, the date of its publication in the Official Gazette of the Republic, an assessment 

of its effectiveness is not yet possible.  

During 2011, the Department of Labour Relations of the Ministry of Labour and Social Insurance 

(MLSI) prepared amending legislation in line with the provisions of the new Council Directive 

2010/18/EU implementing the revised Framework Agreement on parental leave. The main 

amendments relate to the increase of the length of parental leave from 13 to 18 weeks for each 

child, as well as employees’ protection against less favourable treatment.  

Main industrial relations trends 

Prompted by Cyprus’ EU membership, a discussion has begun on industrial relations and how 

they take shape. In this context, in November 2010, after more than four years of social dialogue 

(CY0607019I, CY0602104F) the government submitted to the social partners a draft bill on 

modernising industrial relations. The draft bill includes a number of provisions that seek to 

strengthen rights to bargain collectively and to give trade union representatives access to 

workplaces, while still respecting employers’ rights. For this purpose, the Ministry of Labour and 

Social Insurance (MLSI), carried out a meticulous study of existing legislation, guided mainly by 

a clarification and full understanding of the rights emanating from the ratification of specific 

International Labour Organization’s (ILO) Conventions, as interpreted by the competent ILO 

committee (the Committee on Freedom of Association). On this basis, the ministry feels obliged 

to amend the laws ratifying Conventions 98 and 135 to strengthen the fundamental rights ensured 

by the two conventions. Although the social partners have not yet commented on the ministry’s 

proposal, all parties agree that any legislative amendments are by no means intended to alter the 

underlying philosophy of the existing industrial relations system, the basis of which remains free 

collective bargaining and tripartite cooperation (CY1011019I).  

Main actors  
In Cyprus, apart from employer organisations and trade unions, no other actors are involved in 

collective bargaining. The government plays an advisory role and is not directly involved in 

collective bargaining, apart from in the public sector where it is one of the negotiating parties.  

Trade unions 

As far as trade unions are concerned, since 1960 the Cyprus trade union movement both in the 

private and the semi-public sector has been firmly established and well organised both in terms of 

direction and structure.  

As far as density is concerned, although in Cyprus the rate of trade union density remains at 

relatively high levels compared with European averages, since 1990 there has been a gradual 

decline of over 18 percentage points in union density. More specifically, the rate of union density 

fell from 76.16% in 1990 to 51% in 2008. Although exact figures after 2008 are not available, the 

Trade Union Registrar estimates that in 2011 union density dropped below 50%.  

Based on the available statistics as provided by the Trade Union Registrar for both union density 

and union membership, the decrease in the rate of union density is a result of the large increase in 

the number of non-union members in relation to the number of union members. In the same 

period, the total number of trade union members showed a steady and substantial increase of 

around 35%; however, the increase in non-union members was around 350%. It should be noted 

that these data refer exclusively to paid employment and do not take into account other categories 

of workers such as self-employed persons. The steadily declining rate of trade union density is 

largely due to a decrease in employment in sectors of the economy with a long tradition of union 

membership, and a corresponding increase in employment in sectors where workers are 

traditionally not organised in unions, while the loss in union density as a result of the declining 

http://www.mlsi.gov.cy/
http://www.eurofound.europa.eu/eiro/2006/07/articles/CY0607019I.htm
http://www.eurofound.europa.eu/eiro/2006/02/feature/CY0602104F.htm
http://www.ilo.org/
http://www.eurofound.europa.eu/eiro/2010/11/articles/cy1011019i.htm
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employment in specific sub-sectors of the manufacturing, such as the clothing and footwear 

industries has proved to be irreversible. Another reason for the steady decline of union density is 

the unions’ inability either to organise specific sectors of economic activity (such as the 

wholesale and retail trade) or specific categories of workers (such as new labour market entrants). 

In the same context, apart from the alienation of young people from the trade union movement, 

unions mention growing hostility on the part of employers, mainly in expanding sectors (for 

example, cleaning activities, security, the IT sector, etc.).  

 

Main trade union organisations 

The main national trade unions are the following:  

 Democratic Labour Federation of Cyprus (DΕΟΚ) with 9,407 members; 

 Pancyprian Federation of Independent Trade Unions (PΟΑS), an independent group of small 

trade unions organising workers in smaller enterprises and the British Sovereign Bases of the 

island (164 members in 2007); 

 PEO, which remains the largest trade union with 83,132 members; 

 Cyprus Workers’ Confederation (SΕΚ) with 70,322 members.  

 In the banking sector, the Cyprus Union of Bank Employees (ΕΤΥΚ) with 10,671 members 

dominates, with a strong position in terms of membership, collective bargaining coverage and 

bargaining power.  

 In the public or state sector, four trade unions bargain independently with the government, 

with little, if any, cooperation and coordination among them: 

 Pancyprian Public Employees Trade Union (PΑSΥDΥ), representing the civil servants and by 

far the biggest and strongest trade union in terms of membership and power in the public 

sector, with 19,962 members; 

 Pancyprian Organisation of Greek Teachers (PΟΕD), representing primary school teachers, 

with 5,174 members; 

 Organisation of Greek Secondary Education Teachers (ΟΕLΜΕΚ), representing secondary 

school teachers, with 5,643 members; 

 Organisation of Greek Technical Education Teachers (ΟLΤΕΚ), representing teachers in 

technical schools (number of members not available).  

Data on union membership are provided by the Trade Union Registrar, based on the latest 

available data, with 2008 as the reference year.  

PEO is the oldest trade union in Cyprus and is particularly dominant among blue-collar workers, 

as well as semi-skilled and skilled workers. However, in recent times, it has become more active 

in all sectors of economic activity and among all occupations. On the other hand, as Sparsis 

(1998) highlights, SEK grew in stature to challenge PEO within its traditional sphere of influence 

and during the 1960s and 1970s brought the trade unions in public utilities under its umbrella. 

Finally, DEOK, although small in terms of membership, is rather influential in terms of 

bargaining power.  

It should be noted that, in Cyprus, there is a tradition of pluralism in trade unionism, as well as 

strong ideological links between some (if not all) trade unions and political parties, as in the case 

of the left-wing Progressive Party for the Working People (ΑΚΕL). However, despite ideological 

and political differences or different affiliations, the trade unions in the private and the semi-

public sector fully coordinate with each other. Moreover, they have been particularly effective in 

their common approach to promoting the rights and interests of their members.  

http://www.deok.org.cy/
http://www.sek.org.cy/
http://www.etyk.org.cy/
http://www.pasydy.org/
http://www.poed.com.cy/
http://www.oelmek.org/dnn/
http://www.oltek.org.cy/index.php/-mainmenu-27/7/10---.html
http://www.akel.org.cy/
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Trends in trade union developments  

At organisational level, there were no notable developments during 2011 regarding the 

organisation and the role of the social partners. According to data provided by the Trade Union 

Registrar, among the three trade unions that were established in 2011, only one had more than 50 

members, the Union of Academic Staff of the Cyprus University of Technology with 107 

members.  

It is worth mentioning that the amendment of the legislation on trade unions that was introduced 

to the House of Representatives in October 2009 is still pending (CY0912049I, CY1004019Q). 

Employer organisations 

There are no data available regarding the employers’ organisational density.  

As far as employer organisations are concerned, to date, the structure, organisation and operation 

of the employer organisations in Cyprus have not been studied and examined in a systematic way. 

Most references in this regard are contained in papers that either examine issues of labour law and 

industrial relations in general, or approach the issue of the organisation of employer organisations 

historically.  

Main employer organisations 

The five largest employer organisations in Cyprus are: 

 Cyprus Employers’ and Industrialists’ Federation (ΟΕΒ); 

 Cyprus Federation of the Associations of Building Contractors (OSEOK); 

 Cyprus Association of Bank Employers (ΚΕSΤ); 

 Pancyprian Association of Hoteliers (PΑSΥXΕ); 

 Cyprus Chamber of Commerce and Industry (CCCI) 

Of these, however, the most representative employer organisations are OEB and CCCI, which are 

regarded as the main national employer associations in Cyprus that work as umbrella 

organisations representing the whole spectrum of enterprises in all sectors of economic activity. 

These include industry, construction, services, trade, agriculture and private education. In this 

context, both OSEOK and KEST are registered members of OEB and are active at the sectoral 

level as the main negotiating bodies for their members. In contrast, PΑSΥXΕ, following a recent 

disagreement with OEB, has joined CCCI. 

Trends in employer organisation development 

Regarding the organisation and development of employer organisations, in 2011 OEB had 62 

professional/industrial associations directly associated with it, covering the whole spectrum of the 

Cypriot economy, in sectors such as manufacturing, services, semi-public sector, banking, not-

for-profit sector, construction and agriculture, and a total of over 4,500 members, accounting for 

over 60% of Cyprus private sector employees. The majority of its members are small and medium 

sized enterprises, which are considered to be the backbone of the Cypriot economy. 

According to data provided by CCCI for 2011, CCCI through its five local chambers in Nicosia, 

Larnaca, Limassol, Pafos and Famagusta districts currently has 12,000 companies and 144 

professional associations as affiliated members that employ 75% of the private sector workforce. 

It should be mentioned, however, that due to its nature as the Cyprus Chamber of Commerce and 

Industry many individual enterprises that belong to CCCI are also members of OEB. In this 

context, strictly in terms of representation in collective bargaining, CCCI’s affiliated members 

employ less than 35% of the private sector workforce. Finally, it should also be mentioned that 

organisations with a mixed representation of interests exist in Cyprus. The largest of these 

http://www.eurofound.europa.eu/eiro/2009/12/articles/cy0912049i.htm
http://www.oeb.org.cy/
http://www.oseok.org.cy/
http://www.ccci.org.cy/
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organisations is the Pancyprian Professional Small Shopkeepers’ Federation (POVEK). POVEK 

has about 8,000 members, of which about 60% are employers active in technical occupations, 

clothing, recreation centres and petrol stations.  

The Pancyprian Association of Small Businesses (PASYME) was established in 2011 with 600 

registered members. It is worth mentioning that PASYME is the second employer organisation in 

Cyprus after POVEK which provides a mixed representation of business interests. In this context, 

PASYME aims at challenging POVEK within its traditional sphere of influence and claim a more 

active role in the industrial relations.  

Industrial relations  

Collective bargaining 

The concept of collective bargaining at the national level, setting minimum terms and conditions 

of a binding nature for all employees, does not exist in Cyprus. In this context, collective 

bargaining is regarded as mostly decentralised, with the largest number of agreements concluded 

at enterprise level. In practice, however, given that a level is defined as dominant with regard to 

the percentages of workers whose pay is set on that particular level, it is difficult to say which 

level predominates, mainly with regard to the percentages of workers whose pay is set on each 

level (sectoral level or enterprise level). In other words, despite the numerical preponderance of 

the enterprise level (single-employer bargaining), the sectoral level (multi-employer bargaining) 

is regarded as just as important, if not more important as far as coverage is concerned. For 

instance, the sectoral agreement in the construction industry covers about 25,000 employees; the 

sectoral agreement in hotel industry covers about 16,000 employees and the sectoral agreement in 

the banking sector covers over 9,000 employees. Approximately 450 enterprise agreements are 

currently in place (Department of Labour Relations of the Ministry of Labour and Social 

Insurance). The lack of evidence regarding the exact number of agreements signed each year is 

due to the failure of both employer organisations and trade unions to fulfil their obligation under 

the IRC and to submit the relevant data to the Ministry of Labour and Social Insurance. 

Levels of collective bargaining 

 National level 
(Intersectoral) 

Sectoral 
level 

Company 
level 

Principal or dominant level   √ √ 

Important but not dominant level    

Existing level  √ √ 

 

The right to collective bargaining is guaranteed and safeguarded by the Constitution of 1960. In 

particular, Article 26(2) of the Constitution provides that:  

a law may provide for collective labour agreements of obligatory 

fulfilment by employers and workers with adequate protection of the 

rights of any person, whether or not represented at the conclusion of such 

agreement.  

In the absence of relevant law, however, the collective agreements concluded thus far are 

considered ‘gentlemen’s agreements’. This implies that the regulatory part of the agreements – 

terms regulating pay and working conditions issues, along with other issues arising from the 

provision of labour – has no direct or obligatory effect on workers. In practice, the system of free 

http://www.povek.com/en/
http://www.pasyme.org/
http://www.eurofound.europa.eu/areas/industrialrelations/dictionary/definitions/PAY.htm
http://www.eurofound.europa.eu/areas/industrialrelations/dictionary/definitions/WORKINGCONDITIONS.htm
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collective bargaining developed in the framework of the IRC applies to both the private and the 

semi-public sector. The system is considered a gentleman’s agreement freely negotiated and 

signed by the social partners on 25 April 1977. The social partners include the Ministry of Labour 

and Social Insurance on behalf of the government, PEO and SEK on behalf of the trade unions 

and OEB on behalf of the employer organisations. The IRC is associated with the philosophy of 

tripartite cooperation in that the three parties accept, in principle, the existence, irrespective of 

their own objectives, of common ground for cooperation in the general interests of the country.  

At sectoral level, direct negotiations are always held between the two sides of industry, in most 

cases between PEO and SEK on behalf of the employees and the OEB on behalf of the 

employers. On the other hand, collective agreements at enterprise level are drawn up and 

negotiated usually directly between the trade union representatives and the employer, but in a 

number of cases with the assistance of the company’s affiliated employer organisation. 

As far as collective bargaining coverage is concerned, there is a significant gap in knowledge. As 

a result, any available data are fragmented and derive from various sources, while the methods by 

which they are collected and processed are unknown. In this context, it is problematic to cite any 

specific data. For instance, according to 2002 data, bargaining coverage was estimated at about 

63%. However, this figure also included the broader public sector, where the proportion of 

coverage reaches almost 100%. In any case, according to data from the Cyprus Labour Institute 

(ΙΝΕK-PEO) with respect to the trend of collective agreements during the period 2006–2009 in 

selected sectors of economic activity, coverage of collective agreements has shown a tendency to 

fall. Even more worrying is the fact that this decline is occurring in sectors of the economy with 

relatively high rates of collective agreement coverage, such as hotels and restaurants as well as 

the construction industry.  

According to PEO and SEK, the fall in trade union coverage is an overall problem related to a 

growing move towards the deregulation of labour relations, where the constant increase in the 

number of non-Cypriot workers – the most vulnerable category of workers – has resulted in the 

greater use of such workers as a cheap, casual form of labour, with the resulting consequences 

that this entails. In the sector of hotels and restaurants for instance, according to estimates by the 

Federation of Hotel Industry Employees (OYXEB), affiliated to SEK (known more recently by 

the name Hotel, Catering and Restaurant Employees Federation (OEXEKA-SEK)) and the Union 

of Hotel and Recreational Establishment Employees of Cyprus (SYXKA), affiliated to PEO, both 

the sectoral collective labour agreement in the restaurants and that in hotels are violated by almost 

all enterprises, but in most cases the violation is partial rather than universal. Partial violation 

either means that not all the provisions of the agreement are enforced, or that only a small portion 

of the staff are covered, usually the permanent staff that are union members.   

At all levels, collective agreements cover both organised and unorganised employees. In practice, 

however, almost entirely due to the lack of control mechanisms and the arising breach of 

collective agreements, unorganised labour is seldom covered by collective agreements. When it 

comes to extension procedures, in Cyprus there is no mechanism, set either by law or collective 

agreement, providing for the extension of collective agreements. However, given the fall in 

bargaining coverage, trade unions are currently discussing the creation of a mechanism for 

extending collective agreements (CY0607019I, CY0602104F). 

 

Main trends in collective bargaining 

Articulation between the two bargaining levels is rather weak. As a result, bargaining on the 

sectoral level does not constitute the basis for setting pay on a more specific level, i.e. that of the 

enterprise. This does not mean, however, that there have not been cases – mainly in medium-

sized and large enterprises – where minimum wages on the industry level are used as the starting 

http://www.eurofound.europa.eu/eiro/2006/07/articles/CY0607019I.htm
http://www.eurofound.europa.eu/eiro/2006/02/feature/CY0602104F.htm
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point, resulting in higher pay being laid down on the enterprise level. In other words, although 

there is no operational coordination between the different levels of bargaining, in few sectors of 

economic activity, such as hotels, metalworking and the construction industry, collective 

bargaining also constitutes the basis for setting pay in the other sectors of economic activity, 

either at sub-sectoral or company level, making these sectors ‘atypically’ considered as pace 

making-sectors.  

Other issues in collective agreements 

In practice, the content of collective agreements is fairly limited, despite the fact that collective 

bargaining in the Cypriot system of industrial relations has traditionally played a primary role in 

regulating terms and conditions of employment. Although no study has been conducted with 

regard to the content of collective agreements at both sectoral and company levels, it appears that 

at these levels the agreements do not appear to take into account, in setting the terms and 

conditions of employment, factors such as gender, age, training and/or retraining, mobility and 

stress at work. Taking equal opportunities between men and women as an example, it could be 

said that there is no connection with the collective bargaining process (CY0809019I).  

Nevertheless, according to the Department of Labour Relations, particular sectoral collective 

agreements, like those in the hotels, restaurants and catering sector and the banking sector, and 

other industry-wide agreements, also regulate other aspects pertaining to much more specific 

details of the functioning of the companies involved. In general, however, the agenda of 

negotiations mainly includes economic issues – for example, the cost of living allowance (ATA), 

wages and benefits – and traditional bargaining on working conditions covers working hours and 

annual leave.  

Industrial disputes 

According to official data provided by the Department of Labour Relations of the Ministry of 

Labour and Social Insurance, in 2011 the number of strikes increased to 14, from four in 2010 

(according to the revised data provided by the same source for the year 2010). The number of 

workers involved also rose, from 200 employees in 2010 to 1,499 employees in 2011, while the 

number of working days lost to strike action increased from 200 days lost in 2010 to 4,712 days 

lost in 2011. As regards the distribution of strikes by sector of economic activity, the same source 

reports that out of the 14 strikes, six took place in services, four in the construction industry, one 

in the hotel industry, one in the commerce sector, one in manufacturing, and one in mines. 

Although there are no data available on the reasons for industrial action, the experience from 

various sectors of economic activity shows that most industrial actions concern either the failure 

to reach a collective agreement, or the violation of collective agreements. Similarly, despite the 

long tradition of tripartite cooperation, strike activity at sectoral level reflects to a great extent the 

breakdown of negotiations at the stage of direct bargaining, as well as the stage of mediation. In 

any event, during the past decade the MLSI has played an important role in maintaining industrial 

peace, by providing mediation services for the renewal of collective agreements. In this context, it 

is worth mentioning that during the same period a dwindling number sectoral collective 

agreements were concluded at the direct bargaining stage, resulting serious delays in the renewal 

of agreements. Last but not least, figures on strike activity during 2011 reveal a changing pattern 

in terms of the relationship between strike action and the economic crisis. In this context, 

although during the first years of the crisis there was a drop in strike activity, probably as a result 

of rising unemployment, the rates rose significantly during 2011. Given that austerity measures 

are affecting public employees in particular, this rise, at least for the time being, is attributed 

mainly to the public sector. Specifically, In December 2011, thousands of Cypriot public servants 

participated in a number of strikes called by PASYDY in protest against a proposed two-year 

salary freeze and new austerity measures. Specifically, PASYDY called for a three-hour warning 

http://www.eurofound.europa.eu/areas/industrialrelations/dictionary/definitions/STRESSATWORK.htm
http://www.eurofound.europa.eu/areas/industrialrelations/dictionary/definitions/EQUALOPPORTUNITIES.htm
http://www.eurofound.europa.eu/eiro/2008/09/articles/CY0809019I.htm
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strike on 13 December 2011, a three-hour strike on 14 December 2011 and a 12-hour strike on 15 

December 2011. As noted by the media, it was the first time for a decade that all the unions in the 

public and semi-public sector – state offices, schools, hospitals, telecommunications, electricity, 

etc. – went out on strike. In this context, it is estimated that the number of strikes will rise 

dramatically in 2012, while the strikes in the public and broader public sector, whose motives are 

political as well as financial and mainly concern the impending changes in relation to the rights of 

workers in these sectors, are expected to be followed by strikes in the private sector. 

Tripartite concertation 

In the present industrial relations system, although the law does not institutionalise bodies of 

social dialogue, social dialogue in Cyprus is firmly established. In other words, a long tradition of 

social dialogue exists in Cyprus, where the implementation of almost all proposals and policies 

regarding industrial relations was and remains the result of social dialogue between the 

government, the employer organisations and the trade unions. On a practical level, cooperation 

between the three parties is achieved through the operation of technical committees and other 

bodies of tripartite representation, but mainly through the representation of the stakeholders in the 

Labour Advisory Board (LAB) within the Ministry of Labour and Social Insurance, which is 

considered as the most important mechanism of tripartite representation. Tripartite bodies like the 

LAB regularly assign specific subjects to the tripartite technical committees, according to their 

specific area of expertise, working together according to their assigned terms of reference.  

A weakness of the present system, as put forward by a number of trade unions (mainly single-

sector trade unions such as ETYK) is that until now representation has been limited to a small 

number of organisations. Specifically, on behalf of the employers there are three representatives 

from CCCI and three from OEB, while on behalf of the trade unions there is one representative 

from DEOK, three representatives from PEO, and three representatives from SEK. As a result, 

the rest of the trade unions are practically excluded from the official bodies of tripartite 

representation. Depending, however, on the issue in question, representatives from other trade 

unions or employer organisations might be invited on an ad hoc basis, but mainly participating as 

observers. Overall, tripartite social dialogue at sectoral level is almost nonexistent. According to 

information provided by the various trade unions, affiliated either to PEO or SEK, due to the lack 

of relevant structures at sectoral level, the unions are not generally involved or consulted either in 

relation to sectoral government policy, or to its employment impacts. In this context, union 

representatives participate, albeit unofficially, as the case may be in the competent parliamentary 

committees and also in the framework of ad hoc meetings at the competent ministries.  

In the same context, the social partners participate in almost all policymaking organisations, such 

as the Human Resources Development Authority (HRDA). This participation allows for an 

important and timely intervention in labour and social policy issues, while it is clear that almost 

all social and labour issues are the subject of social dialogue – such as the adoption of the EU 

acquis. It should be noted, however, that there is a relatively limited social dialogue agenda and a 

lack of initiative on behalf of the social partners to expand into new areas, including economic 

and monetary issues. To date, important programmes such as the National Action Plan for 

Employment (NAP) 2004–2006 and the National Lisbon (Reform) Programme 2005–2008 were 

not the result of social dialogue. In particular, although the Cypriot government has asked the 

employers and trade unions to present their own proposals, the timetable for doing so was 

extremely limited as it did not provide the social partners with enough preparation time or the 

government with adequate time to evaluate their proposals. 

Workplace representation 

Cyprus has a weak tradition in terms of the existing structures for employee representation at 

the establishment level. In this framework, the main representation structures to date refer to the 

http://www.hrdauth.org.cy/
http://www.eurofound.europa.eu/areas/industrialrelations/dictionary/definitions/EMPLOYEEREPRESENTATION.htm
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trade union representation and safety committees, while recently established structures such as 

the European Works Councils (EWCs) do not seem particularly viable. In particular, experience 

relating to the establishment and operation of EWCs so far, generates questions not only on the 

extent to which undertakings respond in going forward to set up EWCs but also in meeting their 

obligations on the basis of the provisions of the existing legislation (Law 143(I)/2003 and Law 

106(I)/2011).  

Similarly, on national information and consultation structures it is not surprising that trade union 

officers not only do play a part in the establishment of information and consultation 

arrangements, but actually are the key players, the official employee representatives for 

information and consultation purposes. In this context, in the opinion of the Department of 

Labour Relations at the Ministry of Labour and Social Insurance, the reason that Law 78(I)/2005 

makes no provision for the manner of electing employee representatives for the purpose of 

information and consultation is mainly that employees are currently represented by trade unions. 

Apart, however, from its limited scope arising from the provisions of the law 78(I)/2005 itself, the 

social partners took no initiative to take forward its practical implementation, while serious 

questions arise regarding their willingness to actively promote the establishment of I&C bodies in 

the future, especially when the Ministry itself does not consider the promotion of the 

establishment of I&C bodies among its first priorities. As the Ministry points out, between the 

transitional provisions of law 78(I)/2005 and the one-year extension that the Ministry gave for its 

full implementation (December 2009), the Ministry had neither the means nor the time to 

promote the implementation of the specific law. In the framework of its mediating role, however, 

the Ministry encourages the social partners to promote the establishment of I&C bodies. As a 

result, a number of collective agreements both at sectoral and enterprise level have now 

incorporated a special clause that refers to social partners’ intention to establish I&C bodies 

according to the provisions of the law. However, this initiative has not yet resulted in any 

practical and meaningful measures. At the same time, although the social partners agree that the 

adoption of Law 78(I)/2005 is important insofar as it lays down employees’ right to information 

and consultation per se on a whole range of important issues, they are not motivated to introduce 

I&C arrangements, as in their opinion I&C rights are safeguarded by the industrial relations 

system itself. 

According to the IRC, both employers and trade unions recognise the right of employers and 

employees to organise freely and to join organisations of their own choice without any 

interference or victimisation from either side. As far as representativeness is concerned, in 

accordance with Trade Union Law (Law 71/1965) as amended up to 1996, a minimum of 21 

employees are required for setting up a trade union. Moreover, the trade union should be 

registered with the Trade Union Registrar. Safety committees exist in establishments with 10 or 

more employees, as provided by the legislation on health and safety at work (Law 89(I)/1996) 

and the relevant regulations on safety committees (Regulatory Administrative Act 134/1997).  

Main channels of employee representation 

 Works council type 

(WC) 

Trade union  

(TU) 

1 Most important body  √ 

2 Alternative body   

Employee rights 

The main institution to ensure the enforcement of employee rights in Cyprus is the labour 

inspectorates. So far, however, there is no unified body of labour inspectors for the purposes of 

http://www.eurofound.europa.eu/areas/industrialrelations/dictionary/definitions/europeanworkscouncils.htm
http://www.eurofound.europa.eu/areas/industrialrelations/dictionary/definitions/REPRESENTATIVENESS.htm
http://www.eurofound.europa.eu/areas/industrialrelations/dictionary/definitions/HEALTHANDSAFETY.htm


cy1209019q_2013_04_15_13_31_20_116 Eva Soumeli 12/14 

 

coordinating inspection activities. The labour inspectorates report to separate departments of the 

Ministry of Labour and Social Insurance according to the specialisation, jurisdiction and 

competences of each department. The Labour Inspection Department is responsible, among other 

things, for ensuring adequate levels of workplace health and safety for all workers, irrespective of 

their employment status. On the practical level, the sector is staffed by 25 front-line inspectors, in 

the sense that they are charged exclusively with responsibility for inspections in workplaces; they 

cover all four districts of Cyprus, on a permanent basis and in accordance with the needs of each 

district. Thus in the district with the greatest needs a team of 12 inspectors may operate, and a 

two-person team in the smallest district. Nationwide, another 15 inspectors are employed in a 

supporting role, and they cover as many specialisations as possible, from works doctor to 

chemical engineer.  

It should be noted that the Labour Inspectorate Department was set up in 2002 in the context of 

ILO Convention 81. As also mentioned above, however, it is not a unified body of inspectors but 

covers the area of workplace health and safety exclusively.  

The Department of Labour Relations, which is responsible for, among other things, promoting 

and implementing the labour legislation governing terms and conditions of employment, at 

present provides for a total of 19 inspectors who are responsible for monitoring enterprises for 

compliance with all relevant laws. On the practical level however, of the 19 approved inspectors’ 

eight positions have remained vacant due to a lack of funds. This makes the work of the 

department even more difficult.  

Since 2009, the practice of labour inspection teams has come under the Department of Labour 

Relations; these are teams that operate in the form of multidisciplinary bodies staffed by three 

labour inspectors from three different departments: the Industrial Relations Department, the 

Labour Department and the Social Insurance Services. This is an initiative of the Ministry of 

Labour, in the framework of combating the phenomenon of illegal and undeclared work, which is 

part of a wider package of measures announced in autumn 2008 (CY0901039i).  

Pay and working time developments 

Minimum wage 

Cyprus does not stipulate a minimum wage at national level that must be observed in collective 

bargaining at various specific levels – sectoral or company. Nevertheless, based on existing 

legislation Chapter 183 of the Minimum Wages Law (see Cypriot contribution (45Kb MS Word 

doc) to the EIRO comparative study on Minimum wages in Europe in 2005), national minimum 

wages and salaries apply to nine specific occupations: sales staff, clerical workers, auxiliary 

healthcare staff, auxiliary staff in nursery schools, in crèches and in schools, security guards, 

caretakers and cleaners. As regards the amount of minimum pay, the level of minimum wages is 

set annually by the government in consultation with the social partners, with the minimum fixed 

at a monthly rate and enforced by a decree of the Council of Ministers. According to the most 

recent Order (No. 172/2011) that is effective retroactively from 1 April 2011, the minimum 

monthly salary for the new job entrants in seven of the nine occupational categories – excepting 

cleaners and security guards – is set at €855, up from €835 in 2010, while for employees who 

have worked for the same employer for six consecutive months, the minimum wage is set at €909 

compared with €887 in 2010. For the occupational category of cleaners the minimum hourly rate 

is set at €4.48 and €4.76 for employees who have worked for the same employer for six 

consecutive months, while the minimum hourly rate for the occupational category of security 

guards is set at €4.81 and €5.12 accordingly. It should be mentioned that minimum rates apply to 

all new entrants, irrespective of age.  

http://www.eurofound.europa.eu/eiro/2005/07/word/cy0504101s.doc
http://www.eurofound.europa.eu/eiro/2005/07/word/cy0504101s.doc
http://www.eurofound.europa.eu/eiro/2005/07/word/cy0504101s.doc
http://www.eurofound.europa.eu/eiro/2005/07/study/index.htm
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The 2011 increase in minimum wages as provided for by existing legislation was made part of the 

work of the Labour Advisory Board and has reignited a debate over readjusting minimum wages. 

In this context, the government’s decision to further minimum wages increase sparked strong 

opposition from employers, while a small proportion of workers have demanded even bigger 

increases, along with greater coverage for more occupations, and other benefits as well. More 

specifically, in view of the global financial crisis, the Cyprus Chamber of Commerce and Industry 

(CCCI) demanded that no further increases be made to the minimum wage, since it has in fact 

been increased by a total of 28% over the last four years, and relevant interventions have also 

been made in the framework of free collective bargaining. 

However, a small proportion of workers are demanding even bigger increases for a wider range of 

occupations. In particular, the Democratic Labour Federation of Cyprus (DEOK) is of the opinion 

that the amount of the minimum wage and all salaries should be increased and maintained at 60% 

of the national median wage. As regards the scope of the existing legislation, DEOK has 

proposed the following: 

 the minimum wage should cover all occupations, in all sectors of the economy where there is 

no sectoral or enterprise-level labour agreement; 

 the decree should include other minimum benefits, such as pay indexation, the right to 

sickness leave, coverage of medical care and inclusion of workers in welfare funds. 

In the government’s view, the decree on increasing the minimum wage protects the most 

vulnerable groups, the majority of whom are young men and women employed in jobs not 

covered by collective labour agreements (CY1105029I).  

Pay developments 

Although neither employers nor workers follow a strictly determined formula when calculating 

wage demands for collective bargaining purposes, they usually take into account the following: i) 

labour productivity and ii) implementation of the system of pay indexation (see Cypriot 

contribution (43.5Kb MS Word doc) to the EIRO comparative study on National-level tripartism 

and EMU in the new EU Member States and candidate countries in 2004). In accordance with the 

present system of calculating the cost of living allowance (COLA), workers’ total earnings at the 

end of each six-month period are readjusted on the basis of the percentage change in the 

Consumer Price Index (CPI) for the preceding six-month period. The COLA increase for 2011 

was 2.6% and for 2010 it was 2.3%.  

Due to the financial and economic crisis collectively agreed pay increases have been moderate; 

this is the policy followed by the trade unions since 2010. As a result, apart from a general 

tendency of lower levels of agreed pay increases compared with 2010, 2011 was characterised by 

pay freezes or the abstention from collective bargaining. In this context, most agreements both at 

the sectoral and the enterprise levels were either put on hold or reached a deadlock both at the 

stage of direct negotiations and the stage of mediation.   

No substantial changes are noted in relation to the gender pay gap. According to the latest 

Eurostat data the gender pay gap stood at 21% in 2009 and 2010 (CY1204019Q). 

Working time 

No substantial changes were noted in relation to working time arrangements in 2011, with the 

current average collectively agreed normal weekly working time remaining at 38 hours 

(CY1204029Q).  

In the area of new forms of work, the most significant development refers to the banking sector. 

In particular, the sectoral agreement that is valid until the end of 2010 provides for the extent of 

the system of outsourcing. More specifically, according to Article 8 of the agreement, the list of 

http://www.eurofound.europa.eu/eiro/2004/03/word/cy0310102s.doc
http://www.eurofound.europa.eu/eiro/2004/03/word/cy0310102s.doc
http://www.eurofound.europa.eu/eiro/2004/03/word/cy0310102s.doc
http://www.eurofound.europa.eu/eiro/2004/03/study/index.htm
http://www.eurofound.europa.eu/eiro/2004/03/study/index.htm
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existing services which may be outsourced is to be extended to areas including scanning, blue-

collar work, research at the Registrar of Companies, the safekeeping of files and introduction of 

new technology (CY0807049i).  
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