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Preface 

 

Over the last decades, online job portals have become important features of the job market. The 

Internet offers a rich source of live and real-time labour market information for almost all of occupa-

tions. It can provide insight on job-specific skills required in particular occupations in different re-

gions, combined with information on the characteristics of the job offered – i.e. much more than is 

available using conventional sources. However, consistent and comparative information on the use 

of the internet and online job market by job-seekers and employers in Europe is rather scarce.  

To tap the potential of online labour market information, Cedefop started to investigate the possibil-

ity to develop a system for gathering and analysing data from online job portals in the EU to com-

plement the centre’s toolkit of skills intelligence instruments. While this is feasible, drawing mean-

ingful conclusions from these data requires a good understanding of the features of national online 

job markets. Therefore, Cedefop has mapped the landscape of the online job market in all EU 

Member States. This publication presents one of the background country reports developed in the 

project - ‘Real–time labour market information on skills requirements: Setting up the EU system for 

online vacancy analysis’ (AO/DSL/VKVET-GRUSSO/Real–time LMI 2/009/16). Its findings will in-

form the cross country comparison published in the upcoming synthesis report.  

The work was undertaken by a consortium of external contractors: CRISP (Milano/IT), Tabulaex 

(Milano/IT) and IWAK (Frankfurt/DE) and their network of country experts (see annex 1 for detailed 

list) and closely supervised by Cedefop. It presents authors’ analysis of the landscape of the online 

job portal market in the country using a methodology developed for the purpose of the project. 
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Introduction 

With the project “Real-time Labour Market Information on Skill Requirements: Setting up the EU 

System for Online Vacancy Analysis”, Cedefop explores online job-vacancies (OJVs) as a new 

source of real-time Labour Market Information. By crawling the most important online job-portals of 

the 28 EU Member States, Cedefop will further its understanding of the changing skills demand in 

different sectors and occupations. A systematic overview of the online job-portal landscape in each 

of the 28 EU Member States will identify the most relevant online job-portals and provide context 

for the data scraped from them. With the Landscaping Activity, Cedefop seeks to acquire insights 

into the structure of online job-portal markets and the extent to which online job-portals are used in 

recruitment and job-search. Furthermore, it aims to better understand which factors cause variation 

in the formats and content of OJVs in different countries. 

This Country Report was compiled between April and October 2017 and constitutes a first over-

view of the online job-portal landscape in Cyprus. It is based on desk research of available data 

sources in Cyprus (e.g. public data, academic research and publications of interest groups) and 

expert opinions. Chapter 1 describes the methodology used for compiling the report in terms of the 

relevant search paths and data sources. Chapter 2 gives an overview of the main drivers for the 

use of online job-portals in recruitment and job-search, while Chapter 3 concentrates on the char-

acteristics of the online job-portal market and lists the most important players. Moreover, it seeks to 

understand to what extent OJVs published on the online job-portals provide adequate information 

on the developments in the Cypriot labour market in terms of the number of vacancies and repre-

sentation of sectors/occupations. Furthermore, it elaborates on the legal and regulatory framework 

guiding the activities of the job-portal owners and employers, highlights the differences between 

the public versus private online job-portals and delineates their relationships with one another. 

Chapter 4 covers the use of online job-portals in recruitment and job-search. It focuses on the dif-

ferences in the behaviour of employers and job-seekers across sectors, occupations, qualification 

levels and regions. Chapter 5 presents the most important online job-portals in Cyprus for web-

crawling and describes a step by step process of the OJV drafting and posting on select private 

and public online job-portals. Chapter 6 concludes the Country Report by describing the main fea-

tures of OJVs in Cyprus in terms of format and content. In particular, it explores to what extent 

OJVs contain information pertaining to hard and soft skills required for the job, how these skills are 

characterised and what they reveal about the nature of the job.  
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 1.Methodology 

1.1. Search Paths 
The desk research was carried by two officers in the Human Resource Development Authority of 

Cyprus, Stelios Mytides and Constantinos Panayiotou, during the period between April 2017 and 

June 2017. The desk research involved searches in Google and Google Scholar, both to find any 

relevant research studies or documents on this issue and to identify the job-portals that operate in 

Cyprus. The systematic Google search involved the terms “Job Vacancies in Cyprus”, “Jobs in Cy-

prus”, “Work in Cyprus” and “Job Adverts in Cyprus” in Greek, as shown in the table below. The 

number of hits ranged from 62,000, in the case of “Job Vacancies in Cyprus”, to 657,000, in the 

case of “Jobs in Cyprus”. 

Search 1 

Search term «Κενές Θέσεις Εργασίας στην Κύ-
προ» 

Job Vacancies in Cyprus 

Number of results per search term 62,200 

Search 2 
Search term «Θέσεις Εργασίας στην Κύπρο» Jobs in Cyprus 

Number of results per search term 657,000 

Search 3 
Search term «Εργασία στην Κύπρο» Work in Cyprus 

Number of results per search term 285,000 

Search 4 
Search term «Αγγελίες εργασίας στην Κύπρο» Job adverts in Cyprus 

Number of results per search term 620,000 

 

The results of the desk research clearly showed that the available data and information on the OJV 

market in Cyprus are limited and that there are no available research studies on the subject. This 

was confirmed by the experts during the interviews. Therefore, it was necessary to mainly rely on 

the expert opinions expressed during the interviews. However, these views and opinions are con-

sidered as sufficient, as the experts interviewed are aware of this market, and they accurately re-

flect the situation in Cyprus, which is a small country. 

We sought to map a general overview of the online job-portal market in Cyprus and to understand 

its role in the local labour market. More specifically, we focused on issues concerning the structure 

of the OJV market, the extent to which and the ways that OJVs are used by employers searching 

for personnel and by individuals searching for jobs, as well as the factors that drive the use of 

OJVs by employers and job-seekers.  

Thus, during the process of collecting all relevant information, we approached the research ques-

tions from the three methodological angles of expert interviews, desk research and data analysis. 
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1.2. Data Sources 

1.2.1. Public Data/Academic Research and Research/Surveys of Interest 

Groups 
Statistical data is available from the Job Vacancies Survey and the Human Resources Develop-

ment Authority (HRDA) study “Employment Needs Forecasts in the Cyprus Economy 2017-2027”. 

The Job Vacancies Survey is a quarterly survey conducted by the Statistical Service of Cyprus. It 

provides data on the number of job vacancies and the number of occupied posts. The survey co-

vers all economic sectors defined by NACE Rev. 2. Regarding the employment forecasts in Cy-

prus, the HRDA provides 10-year forecasts of employment needs on a regular basis, approximate-

ly every two to three years, depending on the developments in the Cyprus economy. Forecasts are 

provided for 52 economic sectors and 309 occupations, which cover the entire spectrum of the Cy-

prus labour market. 

Unfortunately, interest groups in Cyprus have not carried out any research or surveys on the sub-

ject of online job-portals or OJVs. 

1.2.2. Expert Opinions 
The selection of the experts interviewed was based on the guidance note, which required at least 

four interviews to be undertaken with representatives of the Statistical Service of Cyprus, the Pub-

lic Employment Service (PES), the corporate HR perspective and OJV portal owners. The ques-

tionnaire translated in Greek (along with the English version) together with Cedefop’s letter of sup-

port were sent to identified key stakeholders, who were asked to either complete it or arrange for 

an interview with a HRDA Officer. We have interviewed in person or received a completed ques-

tionnaire from the following:  

• Statistical Service of Cyprus (Officer responsible for the Job Vacancies Survey); 

• Public Employment Service of Cyprus (Officer in PES); 

• Corporate HR perspective (the two most important employers’ associations were covered: 

Cyprus Employers and Industrialists Federation and Cyprus Chamber of Commerce and 

Industry); 

• OJV portal owners (the three most important job-portals based on desk research and ex-

perts’ feedback are “Ergodotisi”, “Aggelies Ergasias” and “Jobs in Cyprus”). 

We also contacted the Cyprus Human Resource Management Association (CyHRMA) and two ad-

ditional owners of smaller job-portals (Cyprus Recruiter and Anergos Jobs), but unfortunately they 

did not complete the questionnaire, despite repeated calls and reminders. It should be stressed 

though, that this did not affect the landscaping activity in Cyprus, as all key stakeholders were in-

terviewed.  

The experts from the Statistical Service of Cyprus, the Public Employment Service and the Em-

ployers’ Associations, who completed the questionnaire, had good knowledge of the OJV market in 

Cyprus and provided succinct and relevant responses. Regarding the OJV portals, the answers 

were provided from the owners or the administrators, thus securing the validity and completeness 

of their responses. 

Overall, the information contained in the country report for Cyprus presents an accurate picture of 

the current status of online job-portals in Cyprus (see Table 2 for the main sources of information). 
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Table 1: Overview of the different sources used in the Landscaping Activity (1) 

Type of source Title/year Provider Information on Quality 

Share of existing 
vacancies on 
online job-portals 
(PES/private) 

Use of OJVs per sec-
tor/occupation/qualification 
level/region 

Skills require-
ments in OJVs 

 

Source 3: 

Expert opinions 

Expert Opinions 2017 

Public Employment Ser-
vice 

Yes  Yes High 

Employers and Industri-
alists Federation 

  Yes High 

Chamber of Commerce 
and Industry 

 Yes  Medium 

Private job-portal owners Yes Yes Yes High 

Source: Mourizides (2017). 

                                                
(
1
) Sources 1-2 (public data/academic research and research/surveys of interest groups) did not provide information on the share of existing vacancies on online 
job-portals, use of OJVs per sector/occupation/qualification level/region or skills requirements of OJVs. 



   
AO/DSL/VKVET-GRUSSO/Real–time LMI 2/009/16 

 
  

9 

 2.Labour Market Dynamics and Impact on the 

Online Job-portal Market  

Cyprus has an open, free-market, flexible and predominantly service-based economy. Since its in-

dependence in 1960, Cyprus has experienced strong economic growth, and nearly full employment 

conditions characterised by high employment and relatively low unemployment. During the period 

between 2000 and 2008, the Cyprus economy exhibited high growth rates, reaching an average of 

3.8% per year. However, during the period between 2009 and 2014, the Cyprus economy experi-

enced the negative effects of the economic crisis, causing the economy to contract by 2.4% in 

2012, 5.9% in 2013 and 2.5% in 2014. This contraction resulted in a deterioration of the labour 

market, adversely affecting employment and increasing unemployment to exceptionally high levels 

(16.1% in 2014) (Vocational Education and Training in Europe – Cyprus, Cedefop ReferNet VET in 

Europe Reports, 2016). 

Since 2015, the Cyprus economy has been emerging from the profound economic crisis and is on 

a recovery path, recording growth of 1.6% in 2015 and 2.8% in 2016. Additionally, in March 2016, 

Cyprus exited the Economic Adjustment Programme, which had been signed in April 2013 by the 

Government of Cyprus with the European Commission, the European Central Bank and the Inter-

national Monetary Fund (Europe 2020 – Cyprus National Reform Programme 2017). 

Economic growth from 2015 through 2017 has been driven by very strong tourism performance, 

improved labour market conditions and gradual recovery of investment. Tourist arrivals in 2016 

reached a record number, exhibiting a growth rate of about 20% compared to 2015. The resilience 

of the professional services (legal, financial, accounting) sector, was also a positive factor. On the 

expenditure side, the main growth driver was private consumption, with positive contribution from 

net exports and investment. The shipping sector is also of vital importance for the Cyprus econo-

my, as it offers enormous political, economic and social benefits to the country. Moreover, signifi-

cant new investments are in the pipeline; projects involving marinas and casino resorts are ex-

pected to have a positive impact on the growth potential of Cyprus.  

Cyprus has a small and flexible labour market, which is geographically isolated from continental 

Europe. Most enterprises are very small; as of 2015, 93.3% were 1-9 persons, 5.7% were 10-49 

persons and 1.0% were 50+ persons. The employment rate of the population between 20 and 64 

years of age decreased considerably during the period of economic crisis, reaching its lowest level 

of 67.2% in 2013, while it increased slightly thereafter, to 67.9%, in 2015. The unemployment rate 

of the population 15+ years increased to unprecedented levels, reaching 16.1% in 2014. However, 

in 2015, the unemployment rate decreased for the first time since 2008 to 15.0%, but it remains 

high. The population of Cyprus is characterised by a high level of educational attainment (40.5% of 

the population between 25 and 64 years of age had completed tertiary education as of 2015). 

There is a strong cultural trend among the Cypriot population in favour of general secondary edu-

cation followed by higher education.  

The improvement of the labour market is also reflected in the job vacancies. Since 2013, according 

to the Job Vacancies Survey, which is conducted by the Statistical Service of Cyprus, there has 

been a continuous increase in the number of job vacancies, from 1,030 in 2013 to 3,339 in 2016, 

and in the total job vacancy rate, from 0.4% in 2013 to 1.0% in 2016 (JVS 2013-2016). The largest 
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share of job vacancies in 2016 were in accommodation and food service activities (980 or 2.6%), in 

wholesale and retail trade and repair of motor vehicles and motorcycles (570 or 0.9%), in profes-

sional, scientific and technical activities (426 or 1.7%) and in manufacturing (325 or 1.2%).  

According to the HRDA’s employment needs forecasts for the period between 2017 and 2027, total 

employment is forecasted to exhibit an upward trend, recovering from the adverse consequences 

of the economic crisis. Annual employment demand will reach 15,800 persons, with an average 

annual growth of 3.8%.  

Among the economic sectors with most job openings, seven belong to the tertiary sector and one 

to the secondary sector. This reflects the Cypriot economy’s dependence on services.  

Table 2: Economic sectors with the highest employment demand during 2017-2027  

NACE Rev. 2 
Job openings 

(persons per year)  
Share on total  

employment (2015) 

G47 Retail trade  1,797  11.2%  

I56 Food and beverage service activities  1,588  5.1%  

P Education  1,224  8.0%  

Q Health and social work activities  1,131  5.1%  

F Construction  1,084  7.1%  

M69 Legal and accounting activities  934  4.3%  

I55 Accommodation  882  3.1%  

G46 Wholesale trade  858  5.3%  

Source: HRDA, Forecasts of Employment Needs in the Cyprus Economy 2017-2027. 

Among the occupational groups with most job openings, three groups belong to the high-level oc-

cupations (ISCO-08: 1-3), four groups to the middle level occupations (ISCO-08: 4-8) and two 

groups to lower level occupations (ISCO-08: 9).  

Table 3: Occupational groups with the highest employment demand during 2017-2027  

ISCO-08  
Employment demand  

(persons per year)  
Share on total  

employment (2015) 

51 Personal service workers  1,556  6.3%  

52 Salespersons  1,537  9.0%  

33 
Business and administration associate 
professionals  

1,066  9.5%  

91 Cleaners and helpers  995  8.6%  

41 General and keyboard clerks  826  4.7%  

23 Teaching professionals 725  6.4%  

71 Building and related trades workers  724  4.5%  

94 Food preparation assistants  705  1.5%  

26 Legal, social and cultural professionals  695  2.6%  

Source: HRDA, Forecasts of Employment Needs in the Cyprus Economy 2017-2027. 
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All the aforementioned economic developments and labour market changes are expected to have 

a positive impact on the OJV market in Cyprus. The number of employers posting online job va-

cancies in their search for staff and the number of individuals using the Internet in job search is es-

timated to exhibit an upward trend. All interviewed  key stakeholders of the OJV market in Cyprus 

also envisaged this upward trend.  

In particular, the improvement in the economic climate and the expected robust growth of the Cy-

prus economy in the coming years will create more job openings in economic sectors and occupa-

tions. New jobs – expansion demand - together with the jobs needed due to replacement demand, 

will lead to an increase of job vacancies in the economy and thus intensify the online posting of job 

vacancies by employers. 

Moreover, according to job-portal owners and findings from the desk research we conducted, the 

vast majority of jobs posted online refer to tertiary and secondary sectors as well as high and mid-

dle level occupations. Based on HRDA’s projections that the tertiary and secondary sectors and 

high and middle level occupations will exhibit most job openings, together with the fact that em-

ployees in these groups are more familiar with the use of Information and Communication Tech-

nologies, there is expected to be an increase in the number of jobs posted online by employers 

and a rise in the number of employees searching for jobs on job-portals.  

Another factor that will positively affect the OJV market is the increasing penetration of Information 

and Communication Technologies in enterprises, households and the population in general. The 

percentage of enterprises providing website advertisement of job vacancies or online job applica-

tion (13% in 2010 and 23% in 2016) and of individuals using the Internet for job search or sending 

an application (5% in 2007 and 13% in 2015) has been exhibiting a remarkable increase. This 

trend will drive more employers to post job vacancies on their company websites and in job-portals 

and inevitably motivate more individuals to use the job-portals. This information is supported by the 

results of the EUROSTAT ICT Survey of Households and Individuals (downloaded on 29 May 

2017).  
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 3.Context and Characteristics of the Online Job-

portal Market 

As previously stated, the available data and information on the OJV market in Cyprus is limited, 

and there are no available research studies on the subject. There are no data to corroborate the 

use of OJVs based on company size, but based on the employers’ feedback it appears that enter-

prises in the tertiary and secondary sector favour the use of OJVs, while enterprises in the primary 

sector, which predominantly employ individuals with lower level qualification, usually use the ser-

vices of private employment services to find staff.  

Based on the expert feedback and the outcomes of the desk research, it appears that job-portals 

that focus on specific economic sectors or post OJVs for specific occupational categories are not 

economically viable, due to the small market size of Cyprus.  

Internet penetration and individual use of the Internet in Cyprus is considerably lower than the EU 

average, but improvements have been observed. Specifically, the number of households that have 

Internet access has increased twofold during the last decade, rising from 32% in 2005 to 74% in 

2016, in line with the EU trend. Similarly, the number of individuals who have never used the Inter-

net has decreased drastically during the last decade, falling from 64% in 2005 to 23% in 2016, 

which is still relatively high compared to the EU-28 average (14%) (EUROSTAT ICT Survey of 

Households and Individuals (downloaded on 29 May 2017)). 

The increase in Internet usage can also be seen from the number of individuals using the Internet 

to look for a job or send a job application, which has increased from 3% in 2007 to 13% in 2015 

(JVS 2010-2015). As expected, individuals with high or medium formal education are more likely to 

use the Internet to look for a job or send a job application than individuals with no or low formal ed-

ucation, likely due to the latter’s difficulties using technology or the limited number of OJVs for low-

er level occupations. The unemployed are the group most likely to use the Internet to look for a job 

or send a job application compared to other groups (i.e. employed, students, manual labourers). 

Internet usage in Cyprus does not appear to be affected by geographical location, due to the small 

size of the country.  

3.1. PES Online Job-portal(s) 

3.1.1. Legal/Regulatory Framework 
There is no legal/regulatory framework for the operation of job-portals in Cyprus. However, anti-

discrimination legislation is in place, of both a direct and an indirect nature, regarding employees 

on the grounds of racial or ethnic origin, religion, beliefs, age and sexual orientation. Furthermore, 

Article 28 of the Cyprus Constitution states that every person is equal before the law; it prohibits 

any kind of discrimination against any person on the ground of his/her community, race, religion, 

language, sex, political or other convictions, national or social descent, birth, colour, wealth, social 

class, or on any ground whatsoever, unless there is an express provision to the contrary in the 

Constitution. Pregnant workers are also protected by a series of laws and regulations. 
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3.1.2. Organisational Structure of the PES Online Job-portal(s) 
The website owner of the PES is the Department of Labour of the Ministry of Labour, Welfare and 

Social Insurance. The portal provides services to both job-seekers and employers. The Portal does 

not have a name and is referred to as the Online System of the Department of Labour. In addition 

to job search, it offers job seeker services, including registration and access to one’s previous job 

applications. It also offers services for employers, covering employer registration, registration of job 

vacancies, access to those vacancies and the ability to search for candidates. It also offers a CV 

‘bank’. Most services are only available upon logging into the portal. There are four types of user 

accounts: employer account, employer account for CV ‘bank’ only, job seeker account, and candi-

date account for CV “bank” only. 

  

3.1.3. Focus of the PES Online Job-portal(s) 
The OJVs posted on the PES portal are mostly related to lower level occupations, such as domes-

tic helpers or agricultural labourers. This is in part a response to the obligation that employers 

wishing to employ non-EU nationals must first publish a vacancy through the PES and EURES, 

thereby making it available to European citizens for a period of at least six weeks. If no interest is 

shown, then the employer can receive job permits to employ non-EU nationals. Domestic helpers 

and agricultural labourers are occupations where there is often expected to be more interest from 

third country nationals. 

3.1.4. Outreach of the PES Online Job-portal(s) 
There were 2,189 job vacancies available on the website of the Public Employment Service (PES) 

on 1 June 2017.  Compared to the job vacancies that were notified to the Statistical Service of Cy-

prus for the Job Vacancies Survey for May (3,300 vacancies), the share of vacancies reported to 

the PES reaches around 66% of the reported vacancies. However, it must be noted that the Job 

Vacancies Survey does not cover all sectors, and thus, the share of the PES-reported vacancies 

compared to all vacancies across Cyprus must be somewhat lower.  

3.1.5. Posting of PES Vacancies on EURES 
Job vacancies that are posted by employers directly to the PES online job-portal are automatically 

uploaded to the EURES portal. However, employers that visit the PES offices in person or that 

send a fax to notify the PES about job vacancies also have the option of withholding the vacancy 

from the PES job-portal. In such cases, the PES keeps the vacancy information on its internal net-

work only. Because the vacancy is not on the PES portal, it is also withheld from the EURES por-

tal. Most of the employers, according to the PES, request that their vacancies not be uploaded to 

the EURES website, as there are currently many unemployed persons in Cyprus, and they do not 

wish to receive an excessive number of CVs from applicants. Therefore, while the number of OJVs 

on the PES portal matches the number of OJVs from Cyprus on the EURES portal, the actual 

number of vacancies reported to the PES is higher. By contrast, according to feedback from the 

employers’ associations, the posting of OJVs to EURES is considered important to them, as it in-

creases the exposure of the vacancies on a European level, especially because the acquisition of 

appropriately qualified local personnel is difficult for some occupations. 
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3.2. Private Online Job-portals 

3.2.1. Legal/Regulatory Framework 
There is no legal/regulatory framework for the operation of job-portals in Cyprus. The only relevant 

law is the law governing the operation of private employment agencies (Law 126(I)/2012), which 

prohibits them from posting vacancies, which directly or indirectly refer to any form of discrimina-

tion. The ‘Fighting Racial and other Discriminations Law’ (Law. 42(I)/2004), which prohibits any 

form of discrimination (racial, religious, gender, age etc.) in employment selection is also relevant.  

Additionally, according to the representative of the PES, job-portals are obliged to delete any pri-

vate data stored in their database after two years. 

3.2.2. Dominant Online Job-Portals and Their Business Models 
Based on the outcomes of the desk research and the feedback from the expert interviews, the fol-

lowing private job-portals have been identified as the dominant job-portals in Cyprus: 

• Ergodotisi (2); 

• Aggelies Ergasias (3); 

• Jobs in Cyprus (4). 

The first two job-portals that have been identified as dominant appear on the first page of all the 

relevant Google searches for job-portals in Cyprus; they have been confirmed during the expert in-

terviews as two of the most important, and furthermore, they include many OJVs that are updated 

on a daily basis. The third private job-portal also appears on the first page of all the relevant 

Google searches for job-portals in Cyprus and has been confirmed during the expert interviews as 

one of the most important portals despite the relatively smaller number of posted OJVs compared 

to the other two private job-portals. 

All three of these job-portals are operated by private, for-profit enterprises. The first two are availa-

ble in Greek and in English, while the third is only available in Greek. The job search feature is 

available for free, but the posting of a job vacancy by an employer is subject to a charge based on 

a selection of services for most sites. On Ergodotisi, a single ad costs EUR 37, and the price de-

creases with the purchase of additional ads. For example, two to four ads cost EUR 31 each, while 

five to ten cost EUR 25 each. Additional branding options are available for a fee, based on person-

al consultation. The Aggeliesergasias site offers a free ad when employers register with the site. 

Additional ads are EUR 10 each. Jobsincyprus offers free job posting for employers and appears to 

profit via commercial advertisements on the website. The search fields available on the first two 

job-portals are location and occupational categories, broadly defined by the portal operators and 

selected by the employer when drafting the vacancy.  

3.2.3. Focus of the Private Online Job-portals 
The private online job-portals do not focus on specific sectors or occupations.  However, they do 

primarily cater to middle to high level occupations. Private job-portals don’t use the official ISCO or 

NACE classifications for occupations and economic sectors, respectively. Rather, they rely on their 

own classifications, which they have created by grouping together related occupations or sectors 

based on past OJV postings. By contrast, the PES job-portal uses the official ISCO–08 and NACE 

– Rev2 classifications, making the information on the PES comparable with other official statistics 

                                                
(
2
) https://www.ergodotisi.com. 

(
3
) https://www.aggeliesergasias.com/el/jobs-in-cyprus. 

(
4
) http://jobsincyprus.eu/. 
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3.2.4. Outreach of the Private Online Job-portals 
The number of OJVs posted on the three dominant job-portals in mid-May, about 1,700 (Egodotisi), 

1,200 (Aggelies Ergasias) and 270 (Jobs in Cyprus) represent 51%, 36% and 8%, respectively, of 

the new job vacancies for May (3,300) as reported to the Statistical Service of Cyprus for the Job 

Vacancy Survey. 

3.3. Co-operation between Public and Private Online Job- 

portals 
We have not been made aware of any formal links or cooperation between the PES and private 

portals. It is worth noting, however, that some of the private job-portals have been publishing or 

providing links on their websites to vacancies posted from public administration organisations. But 

at the moment there is no formal cooperation between the PES and private job-portals in Cyprus.  

The results showed that the PES online portal had around 2,200 job vacancies, whereas the domi-

nant three private portals hosted around 3,200 job vacancies combined. Although there might be 

some duplication of PES jobs on private portals and some employers may choose to post jobs to 

both the PES and private channels, we can assume that the share of vacancies on the PES portal 

corresponds to roughly 40 to 50% of the total number of OJVs. 

3.4. Role of other Recruitment and Job-search Channels 
Employers in Cyprus use different methods when searching for personnel, depending on the level 

of the job as well as the required qualifications. They sometimes use more traditional methods, like 

publishing the job vacancy in print newspapers and using private employment agencies, personal 

contacts and “word of mouth” tactics, or they post a vacancy online (e.g. PES portal, private job-

portals, social network media) or advertise the job vacancy on their company website.  

In particular, for managerial or other high-qualified positions, employers often prefer to use “head 

hunting” in order to minimise the risk of hiring someone who will not be competent enough to satis-

fy the needs of the position. It should be noted though, that in recent years there has been an in-

creasing trend towards posting these positions on job-portals and on the company’s website, too. 

For mid-level occupations, employers usually prefer to post vacancies on job-portals. This method 

has exhibited an upward trend, because of the advantages offered by the use of the Internet (free 

or lower cost to publish a vacancy and the ability to withdraw or modify existing vacancies) com-

pared to the other traditional methods. Employers in Cyprus usually use the services of public or 

private employment agencies to find lower skilled workers, as job-seekers in these occupations 

may have difficulties using the Internet.  

According to feedback received during expert interviews, it appears that the use of personal con-

tacts and “word of mouth” tactics in searching for personnel has diminished over the past three 

years, as job-portals and the creation of social network pages (e.g. Facebook) now provide alter-

nate channels for publishing job vacancies. The use of print newspapers has also declined due to 

relatively high cost of publishing a vacancy and the advantages that online job-portals have over 

print sources; employers can withdraw or modify existing vacancies and reach a broader audience. 

Cyprus stills lags behind the EU average in terms of the use of company websites to advertise va-

cancies, but is making good progress, with the percentage of enterprises advertising open job posi-

tions via online job applications rising from 13% in 2010 to 23% in 2016 (EUROSTAT ICT Survey 

of Households and Individuals (downloaded on 29 May 2017)).  
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3.5. Expected Trends in the Online Job-portal Market 
Bearing in mind all of the advantages of the OJV market together with the views of the key stake-

holders, it can be concluded that the use of OJVs by both employers and jobseekers will increase 

in the next five years due to the rapid development of ICT, the familiarity of more people with the 

technology, the faster and more direct access to the OJV market and the simplification of the use 

of ICT. It is also expected that the private job-portals will become more professional and more us-

er-friendly, through the addition of additional search tools and optimisation for mobile devices.  
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 4.Use OJVs in Recruitment and Job Search  

4.1. Use of OJVs in the Recruitment of Labour 
The job vacancies most frequently posted online address tertiary and secondary sectors as well as 

high- and mid-level occupations. The majority of these OJVs are tied to an actual vacancy, but 

there is also a small number of OJVs that are used for building a pool of potential future candi-

dates. This cannot be documented by any data, as there are no specific studies conducted for the 

Cyprus OJV market, but all key stakeholders, whom we interviewed, supported this view.  

In addition to this, there is no available data in Cyprus regarding the characteristics of companies 

that most frequently advertise job vacancies online. The only information available comes from the 

key stakeholders interviewed, but they support the view that most companies belong to the tertiary 

and secondary sectors. Moreover, according to the ICT Survey of Households and Individuals in 

Cyprus, as of 2015, the larger the size of enterprise, the greater the use of social media to recruit 

employees. Companies with 10-49 employees used social media for 20% of recruitment, compa-

nies with 50-249 employees used social media for 34% of recruitment, and companies with 250+ 

employees used social media for 52% of recruitment.  

The main factors influencing employers’ decision to use job-portals are the lower cost of publishing 

a job vacancy, the immediacy of advertising a vacancy and the access to a bigger share of job-

seekers. Some other factors that affect the behaviour of enterprises in favour of job-portals are the 

ability to withdraw the vacancies once they have been filled, to modify existing vacancies and to 

provide more details of the posted jobs. Additional details that can be provided include a full de-

scription of the job, such as the main duties, responsibilities and required qualifications, as well as 

more information about the enterprise itself.  

4.2. Use of OJVs in Job-search 
The number of job-seekers using the Internet when searching for a job has considerably increased 

over the last few years. This trend is more widespread among young people and people with a 

high level of education. These groups tend to be more familiar with technology, and they prefer to 

search for jobs online, as it is usually free. It also provides them access to real-time information, 

they can filter vacancies to match their qualifications or preferences, and they also have access to 

OJVs posted in other countries. Additionally, job-seekers can easily contact or send their CV to a 

prospective employer. Older people and people with a low education level, sometimes use the In-

ternet to job search, but they tend to prefer more traditional methods, such as newspapers and 

other print media.  

4.3. Expected Trends in the Use of OJVs in Recruitment and 

Job-search 
Considering the advantages that OJVs can offer, together with the views of the key stakeholders, it 

can be concluded that, as mentioned in Section 3.5., the use of OJVs by both employers and job-

seekers will increase for recruitment and job-search purposes over the next few years, due to the 
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rapid development of ICT, the familiarity of more people with the technology, easier and more di-

rect access to the OJV market and the simplification of the use of ICT.  
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 5.Identifying Online Job-portals for Web-crawling 

5.1. Documentation of the Job-portal Research Process 

5.1.1. Identifying the Online Job-portals Through Google Search 

Table 4: Grid for documenting the Google search for job-portals 

Search 1 

Search term «Κενές Θέσεις Εργασίας στην Κύ-
προ» 

Job Vacancies in Cyprus 

Number of results per search term 62,200 

Search 2 
Search term «Θέσεις Εργασίας στην Κύπρο» Jobs in Cyprus 

Number of results per search term 657,000 

Search 3 
Search term «Εργασία στην Κύπρο» Work in Cyprus 

Number of results per search term 285,000 

Search 4 
Search term «Αγγελίες εργασίας στην Κύπρο» Job adverts in Cyprus 

Number of results per search term 620,000 

Source: Mourizides (2017). 

The job-portals we suggest including in the Scraping Activity are as follows: 

• Public Employment Service website, which provides a large number of structured and de-
tailed OJVs (5); 

• Ergodotisi and Aggelies Ergasias, which are private job-portals that include a large num-
ber of OJVs that are updated on a daily basis and appear on the first page of all the rele-
vant Google searches for job-portals; 

• Jobs in Cyprus, a private job-portal suggested by the experts, which appears on the first 

page of all the relevant Google searches for job-portals, although it contains a smaller 

number of OJVs relative to the other recommended job-portals. 

5.1.2. Identifying the Online Job-portals Through Expert Interviews 
The experts also identified the job-portals indicated above as the dominant ones and the most like-

ly to yield appropriate results for the scraping activities. 

                                                
(
5
) http://www.pescps.dl.mlsi.gov.cy/CPSWeb/candidate/f006w.jsp. 
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5.1.3. Validating the Selection of Online Job-portals 
No further validation was deemed necessary, as all sources indicated that the same job-portals 

should be included in the web-crawling activity.  The size of the country clearly helped in identifying 

these job-portals. 

5.2. Conditions for Drafting and Posting OJVs in the Selected 

Job-portals 

5.2.1. Drafting and Posting an OJV on the PES Online Job-portal 
To post an OJV on the Public Employment Service (PES) website, employers must first register for 

free and create an account, where they insert their details. Then they are able to proceed with the 

submission of an OJV. It is noted though, that if they are not registered with the Social Insurance 

Services, the local PES office must validate their account details within 15 days, otherwise their 

registration and posted OJV will be cancelled.  

There is one generic template to be filled in for all posted vacancies, which includes a large num-

ber of mandatory and optional fields, which are presented in the table below. The template is more 

structured than the one provided by a private job-portal, but it requires considerably more time to 

be filled in. There is also the option of contacting the web application support or the PES offices by 

email or by phone.  

Table 5: Overview of the fields in the PES OJV form 

Available Fields Characteristics 

Mandatory 

Job title Text box with text limit of 80 characters 

Closure Date (expiration date of the vacan-
cy) 

Date (dd/mm/yyyy) automatically calculated by the sys-
tem (five months after the posting of the vacancy) 

Description of the job Text box with text limit of 700 characters 

Experience 
Drop down list (No experience required; Up to one 
year; Up to two years; Between two to five years; More 
than five years) 

Candidate Description (short description of 
the requirements for the candidates) 

Text box with text limit of 255 characters 

Positions Available Text box with text limit of 20 characters 

Contract duration Drop-down list (Up to six months; Over six months) 

Gross monthly salary Range of values  

Contract type Drop-down list (Full-time; Part time; Trainee) 

Number of working days Text box with text limit of 20 characters 

Working schedule type Drop-down list (Standard; Night; Morning; Afternoon; 
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Available Fields Characteristics 

Flexible) 

Typical working hours Range of values 

Education level Drop-down list 

Place of employment Address 

Interview location Address 

Interviewer Name Text box with text limit of 60 characters 

Optional 

Gross weekly salary Range of values 

Shift schedule Tick box 

Overtime  Tick box 

Qualifications/Education Text box with text limit of 255 characters 

Professional Exams Text box with text limit of 255 characters 

Driving Licence List with possibility of multiple selection 

Interview Date Text box with text limit of 15 characters 

Interview Time Text box with text limit of five characters 

Source: Mourizides (2017). 

5.2.2. Drafting and Posting an OJV on a Private Online Job-portal 
To post an OJV on the private job-portal Aggelies Ergasias, the employers have two options. They 

may register for free and create an account, or they may proceed with a quick submission. The 

former allows the editing and resubmission of OJVs by the employers at any time. Then they must 

decide which pricing model and services best suits their needs (e.g. simple job post, social media 

exposure, use of company logo) (6).  

The employer then proceeds with the drafting of the OJV. There is one generic template to be filled 

out for all posted vacancies, which includes a number of mandatory and optional fields which are 

presented in the table below. The employers may also communicate with the operator by phone or 

email if they have any questions or require assistance. 

  

                                                
(
6
) These are explained in detail at https://www.aggeliesergasias.com/en/post-a-job. 
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Table 6: Overview of the fields in the Aggelies Ergasias’ OJV form 

Available Fields Characteristics 

Mandatory 

Job title Text box with text limit of 250 characters 

Occupational category 
Drop down list broadly defined by the portal operator 
based on past postings 

Location (district) of the vacancy Drop down list 

Time period that the vacancy will remain 
active 

Choice of seven, 14 or 30 days for free or 45 or 60 
days at a cost. 

Optional 

Employment type 
Drop down list (full or part time, freelance, temporary, 
internship) 

Job description Text box – no text limitation 

Contact details (email address) for re-
ceiving the applications 

Text box with text limit of 250 characters 

Company website Text box with text limit of 250 characters 

Company logo Drag and drop facility 

Source: Mourizides (2017). 

5.3. Contacting the Online Job-portal Owners  
All the identified job-portal owners have been contacted and informed about the planned scraping 

activities. However, only one private job-portal, Aggelies Ergasias, has provided a positive re-

sponse. As several months have elapsed since we contacted the job-portals, it is not clear at pre-

sent whether they will provide any collaboration or assistance in this activity. 
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 6.Format and Content of OJVs 

6.1. Legal/Regulatory Framework 
There is no legal/regulatory framework for the operation of job-portals in Cyprus, and thus, no 

regulations are in place regarding their design or influencing their format and content. As already 

stated, the only relevant law is the one governing the operation of private employment agencies 

(Law 126(I)/2012) and the ‘Fighting Racial and other Discriminations Law’ (Law. 42(I)/2004) (see 

Section 3.2.1.). 

6.2. Format of OJVs 
The factors that influence the selected format of an OJV are the requirements set by the job-portal 

owner, who defines the required fields to be completed and their presentation order, the predefined 

categories to select from (occupation, type of contract, district), and who even edits the final text to 

remove discriminatory terms (e.g. racial, religious, gender, age, picture required) before accepting 

the vacancy to be posted.  

In general, the language predominantly used in OJVs is Greek. English is mostly used in OJVs for 

higher-level occupations (e.g. managers, professionals) and economic sectors or specific jobs, 

which require fluency in English. OJVs in other languages have not been observed.  

6.3. Content of OJVs 
As already indicated in Section 6.2., the factors that influence the content of an OJV are the re-

quirements set by the job-portal owner.  

Similarly, the preferences set by an employer influence the content of an OJV. It appears that in 

some cases the employer provides more details about the posted job and the enterprise itself. In 

particular, for vacancies in the tertiary sector and for higher level occupations, employers typically 

give a full description of the job, including the main duties, responsibilities, required qualifications 

and salary, particularly for the most attractive positions, and then they provide information about 

the enterprise, especially if it is a medium-sized or large enterprise. By contrast, for vacancies in 

the secondary and primary sectors and for middle or lower-level occupations, employers usually 

provide a brief summary of the responsibilities and required qualifications. 

The core categories most often contained in the OJVs in Cyprus are the job title, the occupational 

categories (broadly defined by the job-portal operator), the district of employment and the type of 

contract (full or part-time). In some cases, the working hours as well as the salary, when these are 

attractive, are also posted.  

As noted above, enterprises that post vacancies in the tertiary sector and for higher-level occupa-

tions typically provide a full description of the job, including the main duties, responsibilities and re-

quired qualifications. These usually include references to competencies that are necessary for the 

successful applicant to carry out the required duties and perform the job’s essential functions. They 

include wordings such as:  
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• Ability to lead, multi-task and prioritise tasks;  

• Strong analytical, communication and interpersonal skills;  

• Ability to work cross-functionally and efficiently in a fast-paced environment and as an inno-

vative and resourceful team player; 

• IT literacy; 

• Ability to work independently and flexibly; 

• Ability to implement strategic initiatives.  

The competencies for each job vacancy required by the employer are determined after thorough 

analysis of the position’s duties and tasks. The inclusion of specific competencies in OJVs allows 

employers to screen potential candidates and provides job-seekers a glimpse of what the job en-

tails. Furthermore, job-seekers can use the OJV to assess which competencies are critical in the 

labour market and to participate in further education or training programmes to attain them, if nec-

essary.  

References to personality traits are more widespread, with their occurrence reported in OJVs that 

cover all economic sectors and occupational categories. This is based on the outcomes of the desk 

research and the feedback from the expert interviews. In OJVs addressing the tertiary sector and 

for high-level occupations, the personality traits are rather specific, such as ‘attention to detail’, 

‘demonstrates a team spirit’ and ‘is a dynamic and passionate individual’, as enterprises are look-

ing for specific characteristics other than academic qualifications from the potential candidates. In 

OJVs addressing the secondary sector and for medium-level occupations, the requested personali-

ty traits are rather vague; the most common are that the person should be ‘responsible’, ‘polite’, 

‘honest’, and the person should ‘have integrity’. Employers include desired personality traits in 

OJVs to inform potential candidates of the type of personality that they are ideally looking to in-

clude in their team.  

The use of “hidden code words” is very limited to non-existent in Cyprus. The interviewed experts 

did not have any information on this subject.  

OJVs typically start by including a small paragraph about the enterprise posting the vacancy, es-

pecially if it is a medium sized or large enterprise. This is followed by the responsibilities (i.e. duties 

that the person will perform) and the requirements (i.e. competences required for the position), 

which are usually provided in a list form. The employers sometimes provide details on the remu-

neration package, especially if it is attractive, and then the vacancy concludes with the posting of 

the contact details.  

It is noted that OJVs for high level occupations usually include a more detailed list of specific re-

quirements or responsibilities, while for medium-level occupations they are seldom as specific. Fur-

thermore, the inclusion of a career development opportunity section is not limited to leading enter-

prises and enterprises of the tertiary sector but can also be found in OJVs posted by secondary 

sector enterprises or medium-size enterprises. These enterprises offer career development oppor-

tunities within the enterprise and endorse a “promote from within” company philosophy.  

Moreover, for OJVs referring to high level occupations, there are specific requests for qualifica-

tions, such as a Bachelor’s degree in Economics, Finance, Accounting, Mathematics or Risk Man-

agement or other related disciplines from a reputable British university with First or Upper Second 

class honours. In some cases, it is also stated that having a Master’s degree or job-related experi-

ence is considered advantageous.  

The non-skill words used include “attention to detail”, “team spirit”’, “dynamic and passionate indi-

vidual”, “responsible”, “polite”, “honest” and “having integrity”. 
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6.4. Main Differences between the Public and Private Online 

 Job-portals 
The main difference between the job-portal of the PES and private portals is the availability of a 

large number of structured and mandatory fields to be completed by the employer when drafting an 

OJV for the PES, as shown in Tables 5 and 6. These fields include the location (district), occupa-

tion by ISCO-08 classification, years of experience, level of education by broad category, type of 

contract (full or part time or trainee) and monthly salary. The fields are then searchable by the job-

seekers, thus simplifying their search process. This number of search fields on private job-portals 

is usually restricted to two or three: primarily location (district), occupational category and type of 

contract. Information such as job description and contact information, which is mandatory for the 

PES, is voluntary on the private portals. The optional fields in the PES tend to be related to addi-

tional qualities that the candidate might need for some jobs, such as licenses, or information that 

the employer may not always want to disclose, such as salary. By contrast, on the private portals, 

optional information tends to relate to marketing content for the company, such as branding and 

extended job descriptions. Another difference is that, while private job-portals usually remove OJVs 

after a month (or sooner if an employer notifies them that the vacancy has been cancelled or filled), 

the PES portal retains the OJV unless notified by the employer.  

There are no market research studies in Cyprus to document other differences between the PES 

and private job-portals, such as their market shares or target groups. 

6.5. Expected Trends in the Format and Content of OJVs 
According to the interviewed experts, it is expected that the job-portals will exhibit a more uniform 

approach and that they will include more detailed information in the jobs posted as well as more 

searchable fields in efforts to become more user-friendly. Additionally, it is expected that job-

portals will provide job-seekers with notifications based on their profiles and/or preferences. 
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