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Employing a Foreigner
in a Lithuanian Company

Introduction

As a member of the European Union and NATO,
Lithuania is a partner in political, economic, social,
and cultural relations with other countries. Lithu-
ania’s strength and progress is very much based on
the country’s long-standing cooperation with the
Scandinavian states and with the other countries
of the Baltic Sea Region. Danish, Swedish, German,
Russian, Finnish, and Norwegian businesses have
been the biggest investors in Lithuania. They, along
with Polish companies, have also been among Lithu-
ania’s most important foreign trade partners.

Employment and alien stay or residence conditions
are important factors to consider when assessing
new opportunities in the Lithuanian economy. This
article commences by surveying the employment cli-
mate in Lithuania, then provides an overview of the
applicable regulatory framework in relation to the
conditions for entitlement to, and the procedures for
obtaining, residence and work permits for foreign-
ers’ legitimate stay, residence and work in Lithuania,
and finally discusses employment regulations, as
well as presenting actual employment and foreign
national residency related issues and statistics.

1. Overview of the Employmen
Climate in Lithuania

In the expanded European Union, the Republic of
Lithuania (hereinafter, ‘Lithuania’), together with the
two other Baltic states — Latvia and Estonia — offers
the cheapest labour force. Average monthly wages
in Lithuania’s manufacturing sector amount to about
EUR 500-600 per month — significantly lower than
in the high-income European Union (hereinafter,
‘EU’) member states (source: Lithuanian Department
of Statistics). However, low labour costs provide
no competitive advantage unless labour productiv-
ity is at a high level. Few years ago Lithuania was
among leading EU countries in the pace of pro-
ductivity growth. Meanwhile, a sensible stagnation
in labour market and employment regulation in
Lithuania has appeared recently. Naturally, one of
the main reasons is a worldwide financial and eco-
nomical crisis, which caused a decrease of produc-
tion, trade and export and an increase of number
of dismissed employees and unemployment rate.
However, there is also a problem in employment
regulation in Lithuania as the rules of Lithuanian
Labour Code are too strict, complicated and unfa-
vourable for the business development. There is a
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lack of space of negotiation between employee and
employer, because most of the rules, for example,
working time, are strictly regulated by the Labour
Code of the Republic of Lithuania (hereinafter, the
‘Labour Code’). In the course of an economic crisis,
simplification and flexibility of employment regula-
tion would lessen pressure for employers and, most
importantly, employees. Under such circumstances
flexibility in the labour market was vital as never be-
fore, reminding that other countries predominantly
launch reforms to increase flexibility when the situa-
tion in the labour market becomes especially acute.
It is suggested not to apply specific provisions of the
Labour Code when employers and employees are
able to agree individually or collectively. For instance,
it is recommended that employers and employees
were allowed to agree individually on various as-
pects of working time — the duration of working
day and working week, overtime work, vacations
or the terms of firing. In addition, labour market
participants should be allowed to agree collectively
and not to comply with the Labour Code’s rules
regarding the introduction of summary recording
of working time, payment for overtime work, night
work or work on national holidays. Finally, the pro-
cedures of concluding labour contracts should be
simplified. It is conceded that complicated dismissal
procedures — variuos restrictions of dismissal, long
terms of notice, large amounts of compensations
— make a negative effect by impeding an establish-
ment of new job positions. It is especially relevant
in the course of an economic crisis, when employers
are not confident about their economic future and
are avoiding long-term obligations.

In the present decade, Lithuanian labour legislation
has undergone important changes. A new Labour
Code came into effect in January 2003. The Labour
Code replaced a number of separate laws on specific
employment issues. Some superfluous rules, such as
a list of detailed grounds for terminating a contract,
have been abolished. Nevertheless, the codification
of labour laws did not essentially change the nature
of the pre-existing extensive and detailed regula-
tions. It left little room for negotiation between the
parties to an employment contract, which is the
major flaw of strict regulation.

For example, the law stipulates that employment
contracts must be concluded in written form, in
accordance with a model set by government resolu-
tion. Fixed-term contracts are prohibited if the work
is of a permanent nature, except in cases designated



Lithuanian business law topics

by laws or collective agreements. Employers must
register each employee with the local department
of the State Social Security Board on the day the
employment contract is concluded. The law sets
detailed grounds for the special purpose leave and
forbids unpaid leave on grounds not specified in the
law or in a collective agreement.

One measure aimed at ensuring the flexibility of the
labour market is part-time employment. Flexible mar-
kets allow numerous, voluntary part-time jobs which
are filled as second jobs of those already employed
elsewhere, or those unable to find full-time em-
ployment. In 2003, 9.6% of all people employed in

Table 1. Part-Time Employment

Lithuania were employed part-time (Table 1) (source:
Eurostat). In 2008 this figure decreased to 6.7 %.
While this indicator is adequate among the com-
pared countries (but much lower than the 16-45%
seen in more developed EU countries), more than
half of those with part-time jobs were so employed
involuntarily. There is little flexibility left to a job-
seeker if an employer insists, for cost-saving reasons,
on part-time employment only. This also serves as
an indirect indication that full-time employment may
be viewed by employers as being unattractive, and
therefore to be avoided where possible through the
use of various alternative employment forms.

1999 | 2000 | 2001 | 2002 | 2003 | 2004 | 2005 | 2006 | 2007 | 2008
Belgium 184 | 189 | 185 | 191 | 205 | 214 | 220 | 222 | 221 | 226
Bulgaria : : 3.2 2.5 2.3 2.4 2.1 2.0 1.7 2.3
EEZSEE“C 5.6 5.3 49 49 5.0 49 49 5.0 5.0 49
Denmark 216 | 213 | 201 | 200 | 213 | 222 | 220 | 236 | 241 | 246
Germany 190 | 194 | 203 | 208 | 217 | 223 | 2400 | 258 | 260 | 259
Estonia 8.1 8.1 8.2 7.7 8.5 8.0 7.8 7.8 8.2 7.2
Greece 5.8 45 4.0 44 43 46 5.0 5.7 5.6 5.6
Spain 8.0 7.9 80 | 80 8.2 87 | 1249 120 | 118 | 120
France 171 | 167 | 163 | 164 | 166 | 168 | 172 | 172 | 173 | 169
Ireland 164 | 164 | 165 | 165 | 169 | 168 : : 180 | 186
Italy 7.9 8.4 8.4 8.6 85 | 1270 | 128 | 133 | 136 | 143
Cyprus 6.5 8.4 8.4 7.2 8.9 8.6 8.9 7.7 7.3 7.8
Latvia 1221 | 113 | 103 | 97 | 103 | 104 | 83 6.5 6.4 6.3
Lithuania 102 | 99 | 108 | 96 8.4 7.1 9.9 8.6 6.7
Luxembourg 98 | 104 | 104 | 107 | 134 | 164 | 174 | 171 | 178 | 180
Hungary 3.8 35 36 36 4.4 47 4.1 4.0 4.1 46
Malta : 6.8 7.4 8.3 9.2 8.7 96 | 100 | 109 | 115
Netherlands 307 | 415 | 422 | 439 | 450 | 455 | 461 | 462 | 468 | 473
Austria 164 | 163 | 182 | 190 | 187 | 198® | 211 | 218 | 226 | 233
Poland 105 | 105 | 103 | 108 | 105 | 108 | 108 | 98 9.2 8.5
Portugal 1m0 | 109 | 11 | 12 | 17 | 13 | 12 | 113 | 121 | 119
Romania 159 | 165 | 166 | 11.8® | 115 | 106 | 102 | 97 9.7 9.9
Slovenia 6.1 6.5 6.1 6.1 6.2 9.3 9.0 9.2 9.3 9.0
Slovakia 2.1 2.1 23 1.9 2.4 2.7 25 2.8 2.6 2.7
Finland 121 | 123 | 122 | 128 | 130 | 135 | 137 | 140 | 141 | 133
Sweden 197 | 195 | 211 | 215 | 229 | 236 | 2479 | 251 | 250 | 266
E;’;‘lm 2469 | 251 | 250 | 253 | 256 | 257 | 252 | 253 | 252 | 253
Iceland 220 | 222 | 222 | 171 | 217 | 205
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According to the Labour Code, employees may
be represented and protected by trade unions or
by worker councils. A worker council should be
an institution formed from representatives of all
employees. A trade union, however, can be es-
tablished by a proportion of all employees in an
enterprise. Nevertheless, the priority to negotiate
with an employer has been handed over to trade
unions. The trade unions are active in only about
5% of all private enterprises, but the other repre-
sentative institution is in practice unavailable for the
workers — the adoption of a special law regulating
the formation and status of worker councils was
delayed (it came into effect in November 2004,
and was later amended in December 2005 and
June 2008). As a result, the conditions favour the
creation of trade unions and expansion of their
activities.

Under the Labour Code, collective agreements have
become a prerequisite for almost every company.
Both parties to individual employment contracts
cannot exercise fully their rights and maintain their
interest. Without a collective agreement, employ-
ees cannot receive unpaid leave on grounds not

Table 2. Hiring and Firing

specified in the Labour Code, or conclude fixed-term
employment contracts even if they wish so. An em-
ployer can enter into an agreement on full material
liability with the employees only if those positions
are mentioned in the collective agreement. Since
the difficulties inherent in the process of making
collective agreements are aggravated by the lack
of worker councils, the legal requirements have
not as yet been fully complied with. In practice, the
State Labour Inspectorate does not yet apply strict
sanctions, since the problem has been caused by
legislative deficiency.

Lithuania maintains levels of hiring, firing, and ri-
gidity of employment which are about the average
of the European and Central Asian countries, and
somewhat lower than the high income Organiza-
tion for Economic Cooperation and Development
(hereinafter, ‘OECD’) countries (Table 2) (source:
Doing Business in 2005). It is, however, well behind
the leader in the region — Slovakia. It fares better
than the two averages in terms of the cost of firing
expressed in number of weeks — 34 weeks versus
the average of 38 weeks in Europe and Central Asia
Region and 40 weeks in the OECD countries.

Region Difficulty Rigidity of Difficulty Rigidity Firing Costs
or Economy of Hiring Index Hours Index of Firing Index C ETnp(::iment (weeks)
Slovakia Republic 0 20 10 10 17
Czech Republic 44 20 20 28 22
Poland 1 60 30 34 25
OECD: High income 26 50 26 34 40
Hungary 1" 80 30 40 34
Europe & Central Asia 31 51 42 41 38
Lithuania 33 60 30 41 34
Estonia 11 80 40 44 33
Latvia 78 20 50 49 42
Slovenia 28 80 50 53 47
Portugal 33 80 60 58 98
Greece 78 80 40 66 133
Spain 67 80 60 69 68

In the process of harmonisation of national legisla-
tion with the EU requirements, conditions more
beneficial for employees than EU law strictly re-
quires were frequently established. For example, the
Lithuanian Labour Code sets higher requirements for
night shift work than the EU directives. Although this
type of regulation is not prohibited by the EU, and
may even provide additional security for workers,
it can become a competitive disadvantage in the
developing global market. In conjunction with other
issues (including boosting the level of the minimum
wage, high standards for safety and health at work,

© Bernotas & Dominas Glimstedt, 2009

and other examples of strict regulation) it may result,
in the short-term, in less attractive conditions for
foreign and domestic investment.

EU membership has a direct impact on the Lithuanian
labour market. According to various pre-membership
forecasts, up to 3% of the overall labour force may
move to Western European countries. A correspond-
ing trend emerged during the first months of the EU
membership. Evidence suggests that in Vilnius, for
instance, during the period 2004-2007, there were
many more job openings in the Labour Exchange

5
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than there were registered unemployed persons. The
most acute shortage of workforce appeared in the
transportation and construction sectors, especially
for highly skilled blue-collar workers. Companies
were seriously considering bringing workers in from
other countries, such as Belarus, Russia, Ukraine —
where labour was still cheaper than in Lithuania. In
practice, there were cases when Lithuanian com-
panies, for example in the construction and trans-
portation sectors, brought in workers from Belarus
on tourist visas in order to avoid the foreign worker
quota limits and the bureaucracy involved in hir-
ing the workers and obtaining temporary residence
permits for them.

However, the worldwide financial and economical
crisis has made a significant impact on the Lithuanian
labour market. Beginning with the second quarter of
2008, the number of unemployed has been intensely
increasing (unemployment rate has risen from 4.5%
to 13.6%) (source: Lithuanian Department of Statis-
tics). Proportionately, the number of job vacancies
has decreased more than 4 times (from 25853 in the
third quarter of 2008 to 5918 in the second quarter
of 2009) (source: Eurostat).

Mobility of the labour force is an important ingredi-
ent in a healthy investment climate. While there is a
fair amount of mobility among white-collar workers
in the larger cities in Lithuania, the evidence suggests
that Lithuanians find it easier to move to Ireland or
other promising foreign destinations than to another
location in Lithuania. This, however, is not specific to
Lithuania; in most countries in the region, internal
mobility is very low. This already hampers companies’
ability to find the workers they need. The internal
mobility in Lithuania should improve with time; sup-
ported, among other things, by the development of
the real estate market.

One of the main factors affecting a country’s inter-
national competitiveness is the quality of its labour
force and its ability to retrain, develop, and achieve
higher productivity levels. McKinsey Global Institute
study, for instance, provides an example of unedu-
cated Mexican workers working in the US construc-
tion companies who achieve as high productivity as
any other US worker, although such a feat would
be impossible in their native Mexico. Japanese car
manufacturers, known for their top-level processes

and labour productivity, can achieve similar levels of
productivity in all the countries in which they oper-
ate, be it Japan, the US, or a developing country
like India. This indicates the overarching importance
of management and modern production processes
in maintaining business competitiveness (source:
McKinsey Global Institute studly).

Naturally, it all starts from the education of the
population. It is hard to underestimate the impor-
tance of education on the employment climate, and
ultimately, on a country’s productivity, innovative
insight, and prosperity.

Quality of education is a crucial factor for the Lithu-
anian economy due to three major reasons:

(i)  Atpresent, employers face difficulties in finding
suitable employees, even though the unem-
ployment rate is rather high (at over 11% in
2004, and up to 13,6% in the second quarter
of 2009).

(ii)  Foreign direct investment is made where the hu-
man resources available are capable of adapting
to new standards and requirements.

(iii)  Currently, most economic activities in Lithuania

are labour intensive. At the same time, Lithuania

needs to move up along the quality line in the
global goods and services market —which is only
possible by raising the quality of education.

Unlike in many other countries, access to education
is sufficient in Lithuania (though the opposite is
often claimed publicly). Enrolment levels in tertiary
education are among the highest in the world and
markedly exceed the OECD average: in 2008, even
79% of secondary school graduates were enrolled
in tertiary education in Lithuania, while the OECD
average was around 45%. The number of students
per 1000 inhabitants in Lithuania was 43 in 2001,
and reached 60 in 2007, while the EU-15 average
in 1999 was 33, and remains stable in 2007 - 34.
Enrolment in tertiary education in Lithuania contin-
ues to increase. Financing of education is high in
proportion to total government expenditure and
as compared with other countries (Table 3) (source:
Eurostat), but it is relatively low on a per-student
basis. In 2006, public expenditure on education ac-
counted for 4.84% of GDP.

© Bernotas & Dominas Glimstedt, 2009
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Table 3. Public Spending on Education

1999 2000 2001 2002 2003 2004 2005 2006
EU (27 countries) 4869 4.88© 4990 5.10© 5.14 © 5.06 © 5.04 © 5.05 ©
Belgium 6.00 @ 6.110 6.05 @ 5.99 @ 5.95 0 6.0 0
Bulgaria 4.02 3.97 3.78 4.03 423 4.51 4.51 424
Czech Republic 3.97 3.97 4.09 4.32 4.51 4.37 4.26 4.61
Denmark 8110 8290 8.44 0 8.44 0 8.33 8.43 830" 7.980
Germany 4.51 4.46 4.49 4.70 4.70 4.59 4.53 4.41
Estonia 6.74 0 6.10® 5.28 5.48 5.31 4.94 4.92 4.80
Greece 3.259 3.390 3.50 0 3.57 3.58 0 3.820 4.00
Spain 4.38 4.28 4.23 4.25 4.28 4.25 4.23 4.28
France 5.810 6.03 5.94 5.88 5.90 5.79 5.65 5.58
Ireland 3.34 4.28 4.27 4.29 4.39 4.70 4.75 4.86
Italy 4.47 4.55 4.86 4.62 4.74 4.58 4.43 4.73
Cyprus 5360 5.350 5,931 6.55 @ 7.290 6.70 © 6.92 0 7.020
Latvia 5.77 5.64 5.64 5.71 5.32 5.07 5.06 5.07
Lithuania 6.37 5.90 5.89 5.84 5.16 © 5.19 @ 4.900 4.840
Luxembourg 3.740 3.790 3.770 3.860 3.780 3.410
Hungary 4.66 4.42 5.01 5.38 5.86 5.43 5.46 5.41
Malta 4.43 4.49 4.46 4.38 4.70 4.82 6.76 ©
Netherlands 4.90 4.96 5.06 5.15 5.42 5.46 5.48 5.46
Austria 5.86 5.74 5.79 5.72 5.57 5.52 5.46 5.44
Poland 4799 4.890 5420 5410 5.35 @ 5410 5.47 0 5.250
Portugal 5.430 5.42 0 5.61 0 5.54 0 5.57 @ 5.29 0 5.39 0 5.250
Romania 3.37 2.86 3.25 3.51 3.45 3.28 3.48
Slovenia 5.89 5.78 5.82 5.76 5.74 5.72
Slovakia 4180 3.930 4.000 4300 4300 4190 3.850 3.790
Finland 6.08 5.89 6.04 6.21 6.42 6.42 6.32 6.14
Sweden 7.30 7.21 7.12 7.43 7.30 7.18 6.97 6.85
United Kingdom 4470 4460 4.57 0 5.110 5.24 0 5.16 ® 5.37 0 5.48 0
Iceland 5.78 ® 5.810 6.24 0 6.79 0 7.700 7.48 0 7.59 0 7.55 0

The content of education has changed markedly
since the Soviet times, but the methods of teach-
ing have changed much less so. Study programmes
tend to cover more specific areas and include fewer
general programmes, even at the universities. A lack
of functional education, observed in other new EU
member countries, is characteristic of Lithuania as
well. Universities still fail to teach students how to
learn, how to make decisions, how to cope with
uncertainties and changing circumstances, how
to work in a group and how to acquire other skills
necessary for the new world economy and infor-
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mation society. These qualities cannot be acquired
by simple administrative provision, given that the
current generation of teachers lack such abilities
themselves or abstain from exercising new forms of
teaching because the system does not accept them.
In order to change the quality of education, teach-
ers have to be motivated to invest in the quality of
teaching. On the other hand, students have to be
motivated to demand a good quality of education,
which is often not the case today. Such motivation
could be created by financial and organisational
means.



According to a survey on employment of recent
graduates, only 45% of university and college gradu-
ates consider their speciality as reflecting market
needs (26% of those polled considered it more as
reflecting market needs than not) (source: Institute of
Labour and Social Research). On top of that, life-long
learning is still not a popular concept in Lithuania, re-
ducing the flexibility of university graduates to adapt

to the market requirements by continuously learning
new skills (Table 4) (source: Eurostat). Lithuania, with
3.8% in 2003, ranked fourth last among all 25 EU
countries - and far below the EU leaders such as
Sweden with over 32% - by the proportion of the
adult population in education or training. Although in
2008 numbers reached 4.9%, this is still more almost
than 5% lower than the EU average of 9.6%.

Table 4. Life-long learning, share of adult population in education and training

1999 2000 2001 2002 2003 2004 2005 2006 2007 2008
EU
(27 countries) 7.1@ 7.1@ 7.2 8.5® 9.3 9.8 9.7 9.5 9.6 ®
EU
(25 countries) 7.5€ 7.5€ 7.6 90® 9.8 10.3 10.2 10.0 10.1 ®
(E1U5 countries) 82© 8.0@ 8.0© 8.1 9.8 ® 10.7 11.3 11.2 10.9 11.0®
Belgium 69w 6.20 6.4 6.0 7.0 8.6® 83 7.5® 7.2 6.8
Bulgaria 1.4 1.2 1.3 1.3 1.3 1.3 1.3 1.4
EZSEch 56 510 | 58 5.6 5.6 57 | 780
Denmark 19.8 19.4© 18.4 18.0 242 ® 25.6 27.4 29.2 29.2 30.2
Germany 5.5 5.2 5.2 5.8 6.00 7.40 7.7 7.5 7.8 7.9
Estonia 6.5 6.5 5.4 5.4 6.7 6.4 5.9 6.5 7.0 9.8l
Greece 1.3 1.0 1.2 1.1 26® 1.8 1.9 1.9 2.1 2.9
Spain 5.0 AT @ 4.4 4.4 4.7 4.7 0.5 10.4 10.4 10.4
France 2.6 2.8 2.7 2.7 71 ) 7.1 7.1 7.6 7.4 7.2
Ireland 5.5 5.8 6.1 7.4 7.3 7.6 10.2 @
Italy 5.5 480 4.5 4.4 4.5 ©.3 5.8 6.1 6.2 6.3
Cyprus 2.6 3.1 3.4 3.7 790 9.3 5.9 7.1 8.4 8.5
Latvia 7.3 7.8 8.4 7.9 6.9 7.1 6.8
Lithuania 3.9 2.8 3.5 3.0® 3.8 590 6.0 4.9 53 49
Luxembourg 53 4.8 53 7.7 6.5® 9.8 8.5 8.2 7.0 8.5
Hungary 2.9 2.9 2.7 29 450 4.0 3.9 3.8 3.6 3.1
Malta 4.5 4.6 4.4 4.2 430 53 5.4 6.0 6.2
Netherlands 13.6 15.5 15.9 15.8 16.4 © 16.4 15.9 15.6 16.6 17.0
Austria 9.1 8.3 8.2 7.5 8.6 ® 11.6/¢ 12.9 13.1 12.8 13.2
Poland 4.3 4.2 4.4 5.0 4.9 4.7 5.1 4.7
Portugal 3.4 34 33 2.9 3.2 430 4.1 42® 44® 53®
Romania 0.8 0.9 1.0 1.0 1.1 1.4 1.6 1.3 1.3 1.5
Slovenia 7.3 8.4 13.3® 16.2 15.3 15.0 14.8 13.9
Slovakia 8.5 3.7 ® 43 4.6 4.1 3.9 3.3
Finland 17.6 17.5® 17.2 17.3 2240 22.8 22.5 23.1 234 23.1
Sweden 25.8 21.6 17.5© | 184 31.81¢ 32.1 33.4 € 1132L0/€ 1139 A€
Eir:;iﬁ)m 19.2 205® 20.9 213 272 29.0 27.6 26.7 20.0® 19.9
Iceland 20.2 23.5 235 24.0 2950 24.2 25.7 27.9 27.0 25.1

8 © Bernotas & Dominas Glimstedt, 2009
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2. Regulatory Framework:
Requirements and Procedures
for Obtaining a Residence Permit

2.1. Registration procedures

A permit to live in Lithuania entitles a foreigner to
choose a place of residence in the country, to change
it, to leave Lithuania and to return to it while the
permit is still valid. A foreigner’s freedom of move-
ment can only be legally restricted when there is a
threat to national security and public order. By law,
foreigners must provide information on, and declare
their place of residence. The main legislation gov-
erning these matters is the Law on the Legal Status
of Aliens, which came into effect in April 2004, the
Order of the Minister of Interior Affairs on the Rules
of Issue of Temporary Residence Permits and Evalu-
ation of Fake Marriage, which came into effect in
October 2005; and the Law on Declaration of Place
of Residence, which came into effect in July 1999
(with later amendments).

Foreign citizens in possession of a residence permit
for Lithuania, and non-citizens living in Lithuania,
must declare their place of residence when chang-
ing their place of residence in Lithuania and leaving
Lithuania for a period of more than six months.
Foreigners should declare their place of residence
to the Migration Office no later than seven business
days from the commencement of the declaration
obligation.

Lithuanian institutions or employers must provide
the following information in respect of foreigners
to the Migration Department within seven days in
the cases noted below:

(i) Employer: of the annulment of an employment
contract with a foreigner with a permit to live
temporarily in Lithuania.

(i)  State Tax Inspectorate: of a foreigner with a
permit to live temporarily in Lithuania who has
ceased industrial, commercial or other work-
related activities in Lithuania.

(iii) Educational institution: of a foreigner with a
permit to live temporarily in Lithuania who has
been expelled or who has withdrawn from
studies.

(iv) Institution of law and order: of a foreigner
who has committed a crime or any other legal
offence.

(v) Court: of a foreigner who has been convicted
of a crime he or she committed, or fined for an
administrative offence.

(vi) Civil registry office: of changes in a foreigner’s
civil status.

© Bernotas & Dominas Glimstedt, 2009

2.2. Residence permit

According to the applicable laws of Lithuania, for-
eigners intending to live in Lithuania either tempo-
rarily or permanently must obtain a permit to live
in Lithuania. Two kinds of permit may be issued: a
permit to live temporarily in Lithuania, or a permit
to live permanently in Lithuania. A permit to live in
Lithuania is issued to foreigners regardless of their
age. For foreigners under the age of 16 wishing to
live in Lithuania, their parents or other legal guard-
ians may apply on their behalf. A citizen of an EU
Member State who has entered the Republic of
Lithuania for residence for a time period in excess
of three months within half a year shall be issued a
certificate, of the form established by the Minister
of the Interior, confirming his right of residence in
the Republic of Lithuania (hereinafter — the 'Cer-
tificate’).

However, EU citizen can obtain a Certificate only if
one meets at least one of the following grounds:

(i) is an employee or a self-employed person;

(i) is in possession of adequate means of subsis-
tence for himself/herself and for his/her family
members, where the family members arrive
together with him/her or join him/her, for resi-
dence in the Republic of Lithuania and has a
valid document evidencing health insurance
coverage;

(iii) is a student, intern, participant in in-service
training or vocational training courses, is in pos-
session of adequate means of subsistence for
himself/herself and for his/her family members,
where the family members arrive together with
him/her or join him/her, for residence in the
Republic of Lithuania and has a valid document
evidencing health insurance coverage;

(iv) is a family member of the citizen of the EU
Member State who arrives together with him/
her or joins him/her.

To obtain a Certificate, EU citizen should apply to
the migration office, in the territory of which he/she
wishes to declare his/her place or residence or seeks
to be registered as a person without having a place
of residence. The migration office, will examine the
application and will make a decision within five busi-
ness days from the day of lodging the application.
The Certificate is valid for five years from the issuance
day or for the predictable period of residence of the
EU citizen in Lithuania if this period is shorter than
five years. Foreigners who are EU citizens will be
issued with a permanent permit if: they have been
lawfully residing in the Republic of Lithuania for the
last five years or entered the Republic of Lithuania
for residence together with a citizen of the Republic
of Lithuania as his/her family member.
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To obtain a residence permit, non-EU citizens should
apply to a diplomatic representative or consulate of
Lithuania in their country of permanent residence
when applying for the first time. A foreigner who
is lawfully staying in the territory of the Republic
of Lithuania may lodge an application to issue a
residence permit, including one lodged for the first
time, with the Migration Department, however the
lodging of such an application shall not entitle the
foreigner to stay in the territory of the Republic of
Lithuania before his application has been examined
and a decision on the issue has been made. For the
replacement of the residence permit the non-EU
citizens must apply to the Migration Department. ap-
plication for the issue or replacement of a residence
permit must be examined:

(i) regarding the issue of a temporary residence
permit, when the alien holds a long-term resi-
dence permit issued by an EU Member State
- not later than within four months from the
day of lodging an application with the relevant
institution;

(i) regarding the issue of a temporary residence
permit, except for the previously specified case
- not later than within six month;

(iii) regarding the issue of a permanent residence

permit - not later than within six months;

(iv) regarding the replacement of a temporary
residence permit - not later than within two
months. Temporary permits for non-EU citizens

are issued for up to one year.

In 2008, Lithuania admitted 9300 foreign nationals,
which represents a 1.9 times increase as compared
with 2001. On average, there were 2.8 foreign na-
tionals per 1000 nationals (as compared to 1.4 in
2001). The total number of immigrants to Lithuania
during the last 16 years was 104,750. The largest
flows of immigrants originated from the United
Kingdom, the Russian Federation, Germany, US,
and Belarus.

3. Regulatory Framework:
Requirements and Procedures
for Recruitment

3.1. Work permit

A foreigner who intends to work in the Republic of
Lithuania must obtain a work permit. A foreign na-
tional is relieved of the obligation to acquire a work
permit in the Republic of Lithuania if he or she:

(i) is a national of an EU Member State;

(i) holds a permanent residence permit in the Re-
public of Lithuania;

(i) holds a temporary residence permit in the

Republic of Lithuania issued on the following

grounds: (a) he or she retained the right to
citizenship of the Republic of Lithuania accord-
ing to the procedure laid down in the Law on
Citizenship; (b) he or she is a person of Lithu-
anian origin; (c) he or she is party to a family
reunification; (d) he or she is in foster care or
has been appointed as a guardian; (e) according
to the procedure laid down by the laws, the
foreign national in question has been granted
subsidiary or temporary protection by or refuge
in the Republic of Lithuania.

Work permits are issued to foreign nationals and
revoked by the Labour Exchange under the Min-
istry of Social Security and Labour of the Republic
of Lithuania. A foreign national’s application for a
work permit in the Republic of Lithuania must be
examined within two months (one month in the
case of temporary employment) from the date of
receipt of the application at the Lithuanian Labour
Exchange. A foreign national must obtain a work
permit before entering the Republic of Lithuania.
Issue of work permits to foreign nationals depends
on the market demand for labour in the Republic
of Lithuania. The work permit may be issued to a
foreign national if there is no specialist in Lithuania
meeting the employer’s qualification requirements.
The work permit is issued for a period of up to two
years, and specifies the job (position) and the com-
pany, institution or organisation where the foreign
national will be employed. A foreign national who
enters the Republic of Lithuania to take up seasonal
employment obtains a work permit valid for up to six
months during a single year starting from the first
day of entry into the Republic of Lithuania. A foreign
national may take up employment in the Republic of
Lithuania under an employment contract or, if the
foreign national’s permanent place of employment
is in another country, he or she may be placed for
temporary employment in the Republic of Lithuania.
A foreign national’s wage may not be lower than
that paid to a resident of the Republic of Lithuania
performing work of the same kind.

A foreign national from one of the EU Member
States may enter Lithuania and stay there for up to
three months during a period of six calendar months
calculated from the first day of entry into Lithuania.
If a national of an EU Member State intends to live
and work under an employment contract, engage in
other lawful activities, or provide or receive services
work in the Republic of Lithuania for a period longer
than three months during any period of six calendar
months, he or she must obtain the Certificate for
a national of an EU Member State to reside in the
Republic of Lithuania.

EU citizens and their families intending to work in
Lithuania under an employment contract do not
need to obtain a work permit. They can participate in
selection procedures and find work under the same
conditions as Lithuanian citizens. However, those
wishing to work in the civil service, law enforcement
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institutions and a number of other areas must be
Lithuanian citizens.

3.2. Recognition of
diplomas and qualifications

Recognition of diplomas and qualifications is gov-
erned both by EU legislation and by the national laws
of Lithuania. Government Resolution No. 60 regulat-
ing the evaluation and recognition of qualifications
gained in foreign states, came into effect in January
2005 and regulates the following:

(i) Tertiary education qualifications are evaluated
by the Centre for Quality Assessment, which
also provides relevant information, consultation
and recommendations.

(i)  Tertiary education qualifications are recognised
by the Ministry of Education and Science, based
on the evaluation by the Centre for Quality As-
sessment in Tertiary Education.

(ili) The Centre for Quality Assessment evaluates,
and the Ministry of Education and Science
also recognises, other qualifications obtained
abroad.

When trying to find work or engage in a correspond-
ing professional activity, recognition of qualifica-
tions depends on whether the profession is regu-
lated. Professions are regulated when the worker
may endanger the life or health of others, or inflict
material or moral damage. A profession is regu-
lated where the law requires that those wishing to
undertake that particular professional activity can
demonstrate that they are sufficiently qualified. The
State appoints competent institutions to decide on
the recognition of qualifications. If a profession is
not formally regulated, this means that the person
holding the qualification does not need to have it
formally recognised.

3.3. Conclusion of
employment contracts

All jobs undertaken in companies, institutions and
organisations on the basis of an agreement with an
employer or an authorised representative of the lat-
ter must be formalised in an employment contract.
This rule does not apply to jobs carried out under an
author’s publishing contract. For citizens of foreign
states and non-citizens who, in accordance with
established rules, have come temporarily to work in
Lithuania, employment regulations are determined
by international agreements and by the Lithuanian
government. In every employment contract, the
parties must agree on the essential conditions of the
contract: the employee’s place of work (including
enterprise, establishment, organisation, structural
subdivision), and job functions, i.e. on work of a
certain profession, speciality, qualification, or spe-
cific duties.
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Other conditions may be defined in employment
laws and collective agreements, with respect to dif-
ferent types of employment contract, to which the
parties agree when concluding the contract. In every
employment contract, the parties must agree on
the conditions of remuneration for work (including
the system of remuneration for work, the amount
payable in respect of wages, and the payment pro-
cedure). However, the remuneration for the work
should not be considered as an essential condition
of the employment contract, without which the con-
tact will be deemed invalid. Even if the parties to a
contract do not agree on the specific remuneration,
but the work has been executed, the constitutional
principle (Article 48 of the Constitution) requires that
each individual shall have the right to receive fair pay
for work. The parties can also agree on other em-
ployment conditions in the contract, provided these
are not forbidden by employment laws, other acts of
law or a collective contract; for example, the joining
of professions, material responsibility, and so on.

The employment contract must be concluded in
writing using a standard form. Written contracts are
drawn up in duplicate. One of the signed copies is
given to the employee, the other remains with the
employer. The employer is responsible for the proper
conclusion of the employment contract.

3.4, Content and performance of
employment contracts

Once a fixed-term employment contract has expired,
a new employment contract will be concluded where
both the employer and the employee agree to this.
When concluding an employment contract, both
parties can agree to a trial period. The conditions of
the trial period must be defined in the contract, and
it cannot generally be for a period longer than three
months. However, in certain cases defined in law,
where the employer wishes to ascertain whether
the employee is suitable for the job in question, a
longer trial period may be agreed, though this may
not exceed six months.

If an employer decides that an employee’s perfor-
mance was unsatisfactory during the latter’s trial
period, he or she may dismiss the employee before
the end of the trial period by giving three days’ notice
in writing, without having to pay any severance pay.
An employer can terminate an employment contract
by giving the employee two months’ —and in certain
cases provided for in the Labour Code, four months’ —
notice in writing. The employer can amend the terms
of the employer contract if the production situation
justifies this. In order to do so, the employer must
have the prior written consent of the employee, ex-
cept where temporary changes in working conditions
under special circumstances are concerned.

An employer may change the conditions of remu-
neration for work without the written consent of
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an employee only when remuneration for a specific
sector of the economy, enterprise or category of
employees is changed, either by law, government
resolutions, or under the applicable collective agree-
ment. In the event of changes in the conditions
under which remuneration is paid, wages cannot
be reduced without the written consent of the em-
ployee. Where new payment conditions are estab-
lished, the employer must notify the employees in
writing at least one month before the conditions
become effective.

3.5. Non-standard types of employment

Under the Labour Code,
employment contracts can be:

(i)  non-term;

(i)  fixed-term —i.e. concluded for a limited period
or for the duration of a particular job, but not
for longer than five years;

(iii) temporary — concluded for no more than two
months;

(iv) seasonal — concluded for the performance
of seasonal work, which due to natural and
climatic conditions is not performed all year
round, but only in certain periods (seasons)
not exceeding eight months (in a period of 12
successive months), and is entered on the list
of types of seasonal work;

(v) secondary job — legislation permitting, an em-
ployee in a second job can agree to take on
extra duties in the same workplace or to do
additional work at another workplace;

(vi) for home workers — it can be stated in the
employment contract that the employee will
do the job agreed in the contract at home;

(vii) for housekeeping — a contract is concluded

whereby the employee pledges to provide the

employer with personal housekeeping ser-
vices;

(viii) other — e.g. probationary, employee ex-
change.

3.6. Remuneration

Remuneration covers the main salary and any ad-
ditional earnings, paid in various ways directly by an
employer to an employee for the work performed.
Men and women receive equal pay for the same job
or for jobs of equal value.

On the advice of the Tripartite Council, the govern-
ment sets @ minimum hourly rate and a minimum
monthly salary, and is able to set the minimum hourly
rates and minimum monthly salaries at different
levels for separate branches of the economy, regions
or groups of workers. An employee’s hourly rate or
monthly salary cannot be lower than the minimum
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levels established. In collective agreements, the mini-
mum remuneration can be set at a higher level.

For overtime and night shifts, employees are paid at
least 1.5 times the hourly rate or monthly salary. For
unscheduled work on a day off or holiday, employ-
ees are paid at least double or, if they prefer, com-
pensated by receiving another day off that month,
or an extra day’s annual leave. For scheduled work
on a holiday, employees are paid at least twice the
hourly or daily rate.

As of 1 January 2008, the minimum monthly sal-
ary in Lithuania rose to LTL 800 per month, and
the minimum hourly pay rose to LTL 4.85. The
current state-supported income rose to LTL 350.
According to survey results, average gross monthly
earnings in the country’s economy, including in-
dividual enterprises, in the first quarter of 2008
were LTL 2151.74; it has been constantly growing
during last few years and has risen by 100% as
compared with the first quarter of 2004. In the
public sector, they totalled LTL 2334.9 in the first
quarter of 2008; while in the private sector the
figure was LTL 2058.3 (source: Lithuanian Depart-
ment of Statistics). However, influenced by the
worldwide financial and economical crisis, an in-
crease of the average gross monthly earnings has
been discontinued, and the average gross monthly
earnings in Lithuania almost hasn’t changed since
the first quarter of 2008 till the second quarter of
2009: during the period of 18 months it has risen
by 1% only.

3.7. Working time

In Lithuania, working time cannot exceed 40 hours
per week. Working time includes the following:

(i)  the time actually taken to do any work, hours
of duty on call at home and at the place of
work;

(i) time expended on business errands or business
trip to another locality;

(iii) the time necessary to prepare and arrange
a workstation, work equipment, safety mea-
sures;

(iv) rest breaks, included in working time in ac-
cordance with statutory acts;

(v) the time taken to carry out mandatory check-
ups;

(vi) astudy programme, qualification improvement
in a workplace or training centres,;

(vii)

the time of suspension from work, if the em-
ployee suspended is obliged to comply with the
order established in his or her workplace;

(viii) periods of inactivity;

(ix) other periods of time set by laws and regula-
tions.
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Working hours should not exceed eight hours per
day. The maximum number of working hours over
seven days, including overtime, should not exceed
48 hours. For certain categories of workers, including
doctors, nurses, carers, workers in children’s homes,
energy and other services who are on duty without
a break, working hours can be up to 24 hours a
day. The average working time of such workers
over a period of seven days cannot exceed 48 hours,
and the time off between working days cannot be
shorter than 24 hours. For workers employed in
more than one workplace or doing two or more
jobs in the same workplace, a working day, includ-
ing breaks, cannot exceed 12 hours. For workers
whose job involves significant mental or emotional
stress, the procedure for the shortening of working
time is determined by the government.

It is illegal for an employee to be allocated two con-
secutive shifts. Where possible, employees raising
a child under the age of 14 have priority when it
comes to choosing shifts. Overtime is usually illegal.
An employer can only assign overtime in exceptional
circumstances. An employee’s overtime should not
exceed four hours over one day (shift) and 120
hours over an entire year. Collective agreements
may stipulate other overtime periods that should
not exceed 180 hours over an entire year.

3.8. Annual leave

Annual leave in Lithuania can be minimal, extended,
or additional. Annual leave is not reduced for part-
time workers. Remuneration for annual leave is paid
no later than three calendar days before the start
of annual leave. The minimum annual leave is 28
calendar days. Employees under the age of 18, single
parents with a child under the age of 14 or a disabled
child under the age of 18, disabled employees and
others, as defined in law, are entitled to annual leave
of 35 calendar days.

Some categories of workers whose job involves sig-
nificant emotional and mental stress and occupa-
tional hazards, and workers with specific working
conditions, receive extended annual leave of up to
58 calendar days. Additional annual leave must be
granted for working in conditions that deviate from
the norm, for prolonged uninterrupted service in a
workplace, and for doing specific types of job. The
government determines the duration of additional
annual leave and the conditions and rules under
which it is granted. Employment contracts, collective
agreements or work regulations allow additional
annual leave which is longer in duration or different
from those described.

Annual leave for the first working year shall be grant-
ed, as arule, after six months of uninterrupted work
at the enterprise. For the second and subsequent
working years annual leave shall be granted at any
time of the working year in accordance with the
schedule for granting annual leave. The procedure
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for making the schedule shall be stipulated in a col-
lective agreement and, where such an agreement
is not made, the schedule for annual leave shall
be made by the mutual agreement of the parties.
Annual leave can be split into parts at the request
of the employee. One of these must be at least 14
calendar days long.

3.9. End of employment

An employment contract ends if it has been termi-
nated in accordance with the law, if an employer
has gone into liquidation without a legal successor,
and if an employee has retired or died. One party
to the employment contract may make a written
proposal to the other party to terminate the con-
tract with the mutual agreement of both parties.
If the latter agrees to the proposal, he or she has
seven days to inform the proposing party of his or
agreement to the termination of the contract. An
employee may terminate an open-ended employ-
ment contract, as well as a fixed-term employment
contract before its expiry date, by giving his or her
employer at least 14 days’ written notice. The no-
tice period may differ for a collective agreement,
but cannot exceed one month. An employee may
terminate an open-ended employment contract, as
well as a fixed-term employment contract before its
expiry date, by giving his or her employer at least
three days’ written notice, if the request to termi-
nate the contract is due to an illness or disability
suffered by the employee which makes it difficult
to do his or her job properly, or other important
causes defined in the collective agreement, or if
his employer has not met the obligations of the
employment contract, or has infringed laws or a
collective agreement.

An employee may terminate an open-ended employ-
ment contract by giving his or her employer at least
three days’ notice if he or she is already entitled to
receive, or is receiving, a full old-age pension. An
employee may terminate an open-ended employ-
ment contract, as well as a fixed-term employment
contract concluded for longer than six months, if
(i) the time spent idle during working hours at the
employee’s workplace, and through no fault of the
employee, lasts for more than 30 consecutive days;
or if (i) it totals more than 60 days over the past 12
months; similarly if (i) for more than two consecu-
tive months, he or she has not been paid in full.
An employer may only terminate an open-ended
employment contract for substantial cause, giving
the employee two months’ (and in certain cases
provided for in the Labour Code, four months’)
written notice. An employee who has not commit-
ted an offence may still be dismissed if he or she
is not willing to be transferred to another position.
Only circumstances associated with an employee’s
qualifications, vocational abilities, and behaviour
at work may be deemed to be legitimate grounds
for dismissal.
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Employment contracts for employees with less than
five years to work before they are entitled to receive
a full old-age pension, for those under the age of
18, for the disabled and for employees raising chil-
dren under the age of 14, may only be terminated
in exceptional circumstances, where the employee
would fundamentally damage the interests of the
employer were he or she to remain in that job.

Once a pregnant employee has presented her
employer with a medical certificate regarding the
pregnancy, her employment contract can only be
terminated one month after the end of her maternity
leave, save for a few exceptions provided for in the
Labour Code.

If an employee is negligent in carrying out his or her
work duties, or otherwise violates labour discipline,
and disciplinary action has been taken against him
or her at any stage in the preceding 12 months,
then the employer has the right to terminate the
employment contract without giving the employee
prior notice. The same applies when an employee
is guilty of deliberate negligence.

Employees finish their working activities when they
retire. In Lithuania, the pensionable age differs for
men and women. The pensionable age for men is
62 years and 6 months, and the pensionable age
for women is 60.

3.10. Protection against
sexual harassment

Victims of sexual harassment are protected under
Lithuanian laws. Article 21 of the Constitution of
Lithuania declares a person’s right to inviolability,
reinforcing one of the most important, basic human
rights. Article 29 of the Constitution of Lithuania de-
clares that a person’s rights cannot be restricted, nor
can he or she be granted privileges on the grounds
of sex, race, nationality, language, origin, social posi-
tion, religion, beliefs or views. Sexual discrimination
includes sexual harassment.

The Office of the Equal Opportunities Ombudsman
offers advice on how to respond to the harasser, the
type of evidence that should be collected, and how
to stop harassment. If the claimant is unsure about
filing a complaint with the Office of the Equal Op-
portunities Ombudsman, the Office’s staff will offer
advice and, if necessary, help with filing an official
complaint on sexual harassment.

3.11. Work disputes - strikes

An employment contract ends if it has been termi-
nated in accordance with the law, if an employer has
gone into liquidation without a legal successor, and
if an employee has retired or died. One party to the
employment contract may make a written proposal
to the other party to terminate the contract with
the mutual agreement of both parties. If the latter
agrees to the proposal, he or she has seven days
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to inform the proposing party of his or agreement
to the termination of the contract. An employee
may terminate a non-term employment contract,
as well as a fixed-term employment contract be-
fore its expiry date, by giving his or her employer
at least 14 days’ written notice. The notice period
may differ for a collective agreement, but cannot
exceed one month. An employee may terminate a
non-term employment contract, as well as a fixed-
term employment contract before its expiry date,
by giving his or her employer at least three days’
written notice, if the request to terminate the con-
tract is due to an illness or disability suffered by the
employee which makes it difficult to do his or her
job properly, or other important causes defined in
the collective agreement, or if his employer has not
met the obligations of the employment contract, or
has infringed laws or a collective agreement.

An employee may terminate a non-term employ-
ment contract by giving his or her employer at least
three days’ notice if he or she is already entitled
to receive, or is receiving, a full old-age pension.
An employee may terminate a non-term employ-
ment contract, as well as a fixed-term employment
contract concluded for longer than six months, if
(i) the time spent idle during working hours at the
employee’s workplace, and through no fault of the
employee, lasts for more than 30 consecutive days;
or if (i) it totals more than 60 days over the past
12 months; similarly if (iii) for more than two con-
secutive months, he or she has not been paid in
full. An employer may only terminate a non-term
employment contract for substantial cause, giving
the employee two months’ (and in certain cases
provided for in the Labour Code, four months’)
written notice. An employee who has not commit-
ted an offence may still be dismissed if he or she
is not willing to be transferred to another position.
Only circumstances associated with an employee’s
qualifications, vocational abilities, and behaviour
at work may be deemed to be legitimate grounds
for dismissal.

Employment contracts for employees with less than
five years to work before they are entitled to receive
a full old-age pension, for those under the age of
18, for the disabled and for employees raising chil-
dren under the age of 14, may only be terminated
in exceptional circumstances, where the employee
would fundamentally damage the interests of the
employer were he or she to remain in that job.

Once a pregnant employee has presented her
employer with a medical certificate regarding the
pregnancy, her employment contract can only be
terminated one month after the end of her maternity
leave, save for a few exceptions provided for in the
Labour Code.

If an employee is negligent in carrying out his or her
work duties, or otherwise violates labour discipline,
and disciplinary action has been taken against him
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or her at any stage in the preceding 12 months,
then the employer has the right to terminate the
employment contract without giving the employee
prior notice. The same applies when an employee
is guilty of deliberate negligence.

Employees finish their working activities when they
retire. In Lithuania, the pensionable age differs for
men and women. The pensionable age for men is
62 years and 6 months, and the pensionable age
for women is 60.

3.12. Protection
against sexual harassment

Victims of sexual harassment are protected under
Lithuanian laws. Article 21 of the Constitution of
Lithuania declares a person’s right to inviolability,
reinforcing one of the most important, basic human
rights. Article 29 of the Constitution of Lithuania de-
clares that a person’s rights cannot be restricted, nor
can he or she be granted privileges on the grounds
of sex, race, nationality, language, origin, social posi-
tion, religion, beliefs or views. Sexual discrimination
includes sexual harassment.

The Office of the Equal Opportunities Ombudsman
offers advice on how to respond to the harasser, the
type of evidence that should be collected, and how
to stop harassment. If the claimant is unsure about
filing a complaint with the Office of the Equal Op-
portunities Ombudsman, the Office’s staff will offer
advice and, if necessary, help with filing an official
complaint on sexual harassment.

3.13. Work disputes - strikes

Article 51 of the Constitution of Lithuania provides
that employees protecting their economic and so-
cial interests have the right to go on strike. A trade
union may decide to call a strike or threaten to do
so, depending on its established rules. The decision
to call a strike must be approved by secret ballot. In
order to call a strike in a company, two-thirds of its
employees must approve. In order to call a strike in
a section of a company, it must be approved by two-
thirds of employees in that section and more than
half of all employees in the company. An employer
must be given written warning of the strike at least
seven calendar days before it is due to begin. The
decision to strike must be reached in accordance
with the rules described.

The following are not allowed to call strikes: those
working in internal affairs, national defence and
national security, as well as medical emergency staff.

The demands of workers in these services and com-
panies are considered by the Lithuanian government.
Strikes are prohibited in natural disaster areas, as
well as in areas where a state of martial law or state
of emergency has been declared in accordance with
the procedure established by law, until the resolution
of the consequences of a natural disaster or lifting
of the state of martial law or state of emergency. It
is prohibited to declare a strike during the term of
validity of the collective agreement if the agreement
is complied with.

For striking employees, implementation of employ-
ment contracts is suspended during the strike, safe-
guarding their service record, place of work, social
maintenance and ensuring they are protected from
accidents at work. Striking employees are not paid
a salary and they are freed from their work duties.
During negotiations to end the strike, it can be agreed
that the strikers will be paid all or part of their earn-
ings. Employees who did not take part in the strike,
but who were unable to do their jobs because of it,
are paid as they would be for idle time or they may be
transferred to another job with their agreement.

CONCLUSIONS

The codification of labour laws has not changed the
nature of the pre-existing extensive and detailed
labour legislation. Clearly, it has left little room for
negotiation between the parties to an employment
contract. This is a major flaw, which adversely affects
the flexibility of the labour market and the mobility
of the labour force.

In addition, in the process of harmonisation of na-
tional legislation with the EU requirements, condi-
tions more beneficial for employees than EU law
strictly demands were frequently established. In con-
junction with other issues presented in this article,
this may have resulted in less attractive conditions
for foreign and domestic investment.

Notwithstanding the detailed labour regulations, the
immigration laws provide for rather more extensive
procedures and requirements for foreign workers,
especially for non-EU citizens, and this impedes the
flexibility of the employment climate for foreigners
working in Lithuanian companies.

Employing a Foreigner in a Lithuanian Company
Ausra Maliauskaite

tel. +370 5 2690 700,

email: a.maliauskaite @ glimsted.lt

This briefing constitutes a general guide only. It is not intended to contain legal advice:
this should be sought as appropriate in relation to the particular matter in hand. If you would
like further information on the issues outlined in this briefing, please contact Bernotas &
Dominas Glimstedt: tel: +370 5 2690 700, fax. +370 5 2690 701, vilnius@glimstedt.It
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