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INSTITUTIONAL STRUCTURE OF LABOUR MARKETS
IN THE BALTIC STATES
Abstract
Labour markets of the former command economies of Central and Eastern Europe
have gone through profound transformation since the start of political, economic and social
reforms. Until 1990, enterprises had been largely protected against the impact of the world
markets through centrally organised production and distribution and the dominance of
producers in the home market. In addition, labour markets were also strongly regulated so
that workers enjoyed very high employment security and job stability. The opening up of the
national economies of transition countries to global competition has forced domestic
enterprises to adjust their inputs (including labour), production technology and outputs to
market demand.
The restructuring of the Baltic societies has involved fundamental changes in the
institutional structure of the labour market including the elaboration of relevant laws and
the formation of relevant institutions, such as government agencies, independent trade unions
and employers’ organizations.
Within the government the elaboration and execution of social policies, including
labour and income policy, is regulated by various agencies whose structure differs in the
three Baltic States. Independent trade union organizations, which are inevitable labour
market institutions, represent and protect the economic and social interests of employees and
pursue the establishment of legal order, using democratic methods. Employers’ organizations
are forming and actively developing and looking for their place and role in society.
Therefore, labour market in the Baltic States will be reviewed and evaluated from the
following comparative perspectives:
1) institutions of labour administration;
2) employers’ organisations;
3) trade unions.
Keywords: labour market, institutions, transition economies, sustainable employment, the
Baltic States.
Introduction
The restructuring of the Baltic societies has involved fundamental changes in the
institutional structure of the labour market including the elaboration of relevant laws and the
formation of relevant institutions, such as government agencies, employers’ organizations and
independent trade unions.
The aim of the paper is to review the institutional structure of labour market in the
three Baltic States from the comparative perspective In order to achieve this scientific goal,
the methodological framework is proposed as shown in Figure 1.
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BALTIC STATES

ESTONIA

LATVIA

LITHUANIA

LEVEL 1: Institutions of labour administration
 Governing ministries
 Labour inspection institutions
 Employment offices
 National labour agencies







LEVEL 2: Legal framework of labour market
Employment contracts
Remuneration
Working and captive time
Termination of employment
Terms of expatriates

LEVEL 3: Employers’ organisations

LEVEL 4: Trade unions

Figure 1. Methodological framework of the current study on institutional structure of labour
markets in the Baltic States
Within the government the elaboration and execution of social policies, including
labour and income policy, is regulated by various agencies whose structure differs in the three
Baltic States. Independent trade union organizations, which are inevitable labour market
institutions, represent and protect the economic and social interests of employees and pursue
the establishment of legal order, using democratic methods. Employers’ organizations are
forming and actively developing and looking for their place and role in society.
LEVEL 1: Institutions of Labour Administration
The evolution of labour market institutions has occurred in conjunction with changes
in the labour market. Labour market issues in general are the concern of different state
ministries which direct the activities of the network of state and regional labour market
institutions subordinated to them. Although the functions of these institutions are the same in
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Estonia, Latvia and Lithuania, there are some differences in their structural framework.
The governing labour market institution in Estonia is the Ministry of Social Affairs
(formed on February 1, 1993). Its main tasks include planning social policies and solving
social problems in the following principal spheres:
• protection of people’s health and health care;
• employment and income policies;
• social security and social insurance.
The Labour Market Board and Labour Inspection work under the jurisdiction of the
Ministry of Social Affairs. The agency closest to the labour market and influencing it the most
is the Estonian National Labour Market Board (established in April 1991). Its main tasks are:
• to administer labour mediation services bringing together employees and employers
(including parties outside the Republic of Estonia);
• to administer vocational planning and counselling services which help the labour force
adjust to the structural changes taking place in the national economy;
• to coordinate advanced training and retraining programmes designed to enhance and
develop the labour potential of the population;
• to organize unemployment registration, regulate the payment of benefits to the
unemployed and supervise the entire process.
The network of government institutions overseeing the labour market has been
recently reorganized. Until 1993, regional employment offices were under the jurisdiction of
county and town governments in Estonia. On January 1, 1993, the formation of a unified
system of local employment offices began in cooperation with local authorities. Since May 1,
1994 local employment offices have been subordinated to the Ministry of Social Affairs. The
goal of the unified system is to take labour mediation services closer to the clients and create a
consolidated system of statistics to simplify the collection of information on the regional
labour market situation.
In Latvia the Ministry of Welfare (formed in November 1991) is the state agency
which plans and implements social policies in the following main spheres:
• health care;
• social security and social insurance;
• labour market and employment policies.
Under the jurisdiction of the Ministry of Welfare operate the National Employment
Service, the Employability Centre and the Labour Inspection and Tripartite Working
Environment Council. Latvian employment policies are implemented by the National
Employment Service, whose main functions are:
• placement and vocational guidance activities;
• providing information on vacancies and rendering assistance for job placement;
• intermediary functions for staff training, re-qualification and improvement of
qualifications;
• arranging dialogues between employers and employees in order to prevent the growth
of unemployment;
• analysing and forecasting labour market conditions;
• elaborating and implementing state and regional employment programmes;
• organizing and participating in socially useful works;
• registering the unemployed and providing them with social security.
The main tasks of the Employability Centre are:
• to give advice to students to help them choose appropriate professions;
• to arrange professional consultations with the unemployed or persons who want to
change professions, offering retraining and helping them adapt to the new job;
• to solve problems associated with the rehabilitation of the handicapped;
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to help introduce career guidance programmes in schools and other educational
institutions;
• to promote contemporary professional personnel selection methods and tools in
enterprises and other organizations;
• to spread information about new career guidance and vocational consultation
techniques and help implement them;
• to take part in the career guidance services offered by the employment and educational
systems.
In Lithuania the government has authorized the Ministry of Social Security and
Labour (formed in 1994) to form and implement social security and labour market policies.
Under the jurisdiction of this ministry are the Labour Exchange (March 1991), the National
Adult Vocational Training and Counselling Center (July 1992) and the State Labour
Inspection (December 1992).
The main functions of the Labour Exchange are to:
• analyze the supply of and demand for labour in order to forecast possible changes in
the labour market and prepare state and local employment programmes;
• register job vacancies and unemployed persons and manage the financial resources of
the Employment Fund;
• bring together job-seekers and job vacancies;
• arrange programmes for training, retraining and re-qualification;
• operate an international labour exchange;
• conduct international relations.
The National Adult Vocational Training and Counselling Centre consists of national
and territorial centres and is responsible for the development of the vocational training
system.
Labour inspection institutions were founded in Estonia in 1992 and in Latvia and
Lithuania in 1993. Their main tasks are to inspect labour relations and working conditions in
enterprises, monitor the observance of labour laws and advise employers and employees on
labour laws, work-place safety, etc. Subunits of the Labour Inspection have been established
in regions all over the three Baltic States.
The employment offices of the three countries have so far implemented mostly passive
labour market policies, limiting themselves to registering jobseekers and the unemployed and
paying benefits to them. Unemployment training programmes have been only a minor activity
in 1992 and 1993. The share of more proactive labour market policies has been growing
yearly and in 1994 the employment offices established numerous advanced training and
retraining courses, regional training centres, teacher training programmes, including some
employment training financed with foreign aid, etc.
The national labour agencies in the Baltic States are assisted by the International
Labour Organization (ILO). ILO representative bodies are operating in the three countries.
The ILO Estonian Council, the Latvian National Tripartite Consultation Council and the
Tripartite Committee in Lithuania were all founded to disseminate ILO principles in the Baltic
states. These bodies make proposals on the ratification of labour market conventions and start
their implementation.
Latvia (joining in 1919) and Estonia and Lithuania (in 1921) were members of the ILO
until 1940. After that their membership terminated. In June 1992, Estonia, Latvia and
Lithuania were readmitted to the ILO. This means that ILO principles will importantly affect
the future social development of the Baltic states. Trade unions are working in this direction.
Efforts are aimed at making national labour laws conform to ILO conventions.
In 1994 a bureau of the ILO was founded within the Estonian Ministry of Social
Affairs. Its task is to intermediate ILO materials, principles and conventions, prepare
•
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materials for the ILO Estonian Council, exchange information with ILO headquarters, and
forward information from Estonia.
The Latvian National Tripartite Consultation Council was founded in December 1993,
when the protocol between the Latvian Confederation of Employers, the Labour Department
and the Latvian Free Trade Unions was signed. The main task of the National Tripartite
Consultation Board is to coordinate the cooperation of employers, the government and
employees in order to work out a joint approach for solving economic problems in Latvia. It
also seeks to promote the ratification of ILO conventions.
The Estonian Parliament has ratified (March 1994) three ILO conventions: c.87
“Freedom of Association and Protection of the Right of Organization”; c.98 “Right to
Organize and Collective Bargaining”; and c.144 “Tripartite Consultations (international
labour standards)”. A number of other conventions have been prepared for ratification.
Moreover, the Estonian government has reaffirmed its willingness to comply with the
conventions ratified between 1922 and 1938 (21 conventions). This action means that Estonia
is going to fulfil the provisions of these conventions.
The Latvian Parliament (Saeima) has ratified 44 ILO conventions (1, 3, 59, 1119, 24,
81, 87, 98, 100, 105106, 108, 111, 115, 119120, 122, 129, 131132, 135, 142, 144, 148, 151,
154155, 158, 160, 173).
Between 1921 and 1940 Lithuania ratified 7 ILO conventions (1, 4, 6, 14, 19, 24, 17)
and in 1994 another 23 ILO conventions, including the basic ones: 87, 98, 135, 144, 154.
However, the basic conventions are officially ratified only when Lithuanian laws conform to
international standards.
LEVEL 2: Legal Framework of the Baltic Labour Market
The legal framework of labour markets of the three Baltic States is evaluated from the
perspective of the following criteria:
1) employment contracts,
2) remuneration,
3) working and captive time,
4) termination of employment, and
5) terms of expatriates.
In order to find touching points in each category of the legal framework of labour
market, specific parameters were determined as indicated in Figure 2, which serve as a
methodological background to research and compare Estonia, Latvia and Lithuania in their
achievements to adhere to the EU labour market conditions.
Employment contracts. In the three Baltic States the definition of employment
contracts pertain the same meaning of an agreement between an employee and an employer
under which the employee undertakes to do work for the employer in subordination to the
management and supervision of the employer, and the employer undertakes to provide
remuneration and the working conditions prescribed in the agreement between the parties, a
collective agreement, law or administrative legislation. All three Baltic countries adopted the
EU regulations on employment contacts, for example, Latvia on 1 January, 2002 and
Lithuania on 1 January, 2003. When comparing the duration of labour contracts, it is also
adhered to the EU regulations, where they may be concluded for an unlimited or a fixed
period of up to five years. Obviously, certain conditions are discussed and presented in labour
Code, such as (in Lithuanian Labour Code) (Table 1): employment contract for additional
work and secondary work; employment contract with home-workers; employment contract on
the supply of services.
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LEGAL FRAMEWORK OF THE LABOUR MARKET

Selected criteria

Employment
contracts

Remuneration

Working and
captive time

Termination of
employment

Terms of
expatriates

Selected parameters
Definition
Duration of labour contracts
Executing contracts
Probation contracts

Monthly minimum wage
Overtime pay per hour
Work on holidays and rest days
Payment frequency

Duration of a working week
Length of a working week
Overtime hours
Vacation period
Maternity leave
Form of termination
Notification of termination
Terms and conditions of terminating a contract
Compensations
Permits
Short-term employment
Conditions for EU citizens

Figure 2. Selected criteria and parameters in the studied legal framework of labour markets in
the Baltic States
When executing contracts, it is essential that employment contracts must be
concluded in a written form, unless they are concluded for a period not exceeding two weeks.
When analysing the legislation of probation contracts in the Baltic States, some differences
were observed. For example, in Estonia, employment contracts may prescribe a probation
period of no more than four months (Table 1). But in case of Latvia and Lithuania, this period
is maximum three months.
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Table 1. Employment contracts in the Baltic States
Parameters
Definition

Duration of
labour
contracts

Estonia
According to
Estonian labour law,
an employment
contract is an
agreement between
an employee and an
employer under
which the employee
undertakes to do
work for the
employer in
subordination to the
management and
supervision of the
employer, and the
employer undertakes
to provide
remuneration and the
working conditions
prescribed in the
agreement between
the parties, a
collective
agreement, law or
administrative
legislation.
Employment
contracts in Estonia
may be concluded
for an unlimited or
a fixed period of up
to five years.

Latvia
A new Labour code took
effect as of 1 June 2002.
It balances employers
and employees rights in
accordance with EU
directives, International
Labour Organisation
treaties and requirements
of the European Social
Charter.

Lithuania
The fundamental legal act
regulating labour relations
is the Labour Code
effective as of 1 January
2003. The Labour Code set
terms and conditions of
employment contracts,
working and rest time,
remuneration, liability, etc.
Individual labour contracts
cannot establish less
favourable conditions than
those prescribed by the
Code.

n/a

The Lithuanian Labour
Code provides for the
following types of
employment contracts:
• employment contract
concluded for an
indefinite period of time;
• fixed-term, temporary
and seasonal
employment contract;
• employment contract for
additional work and
secondary work;
• employment contract
with home-workers;
• employment contract on
the supply of services.
Generally, employment
contracts are concluded for
indefinite period of time. A
fixed-term employment
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contracts
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contract may be concluded
for a certain period of time
or for the period of
performance of certain
work, but cannot exceed a
five year term.
The labour contract may be
Employment
Employees and
contracts must be
employers can agree
concluded for an indefinite
concluded in written upon that law which shall period of time, except for
temporary work. If directors
form unless
be applied to
concluded for a
employment relations. If of a company are employed
based upon labour
period not exceeding an employee and
two weeks.
employer do not choose
contracts, it must be
an applicable law, the
concluded for a definite
period of time. The period
laws of Latvia or a state
where the employee
of the labour contract
performs his work, or the concluded for a definite
laws of the country of the period of time cannot be
more than two years
place of location of the
employer, or the laws of (including the extensions of
the term).
the country to which
legal labour relations are
closely connected, must
apply.
Employment
When concluding a
Parties to an employment
contracts may
labour contract, a trial
contract may also agree on
prescribe a probation period of maximum
other terms, i.e. a probation
period of no more
three months may be
period of up to three
than four months.
established for the
months, confidentiality
purpose of determining
obligations, etc.
whether an employee
corresponds with the
performance of work
entrusted.

Source: compiled and structured by the authors from KPMG (2005, p. 85 – 93).
Remuneration. This criterion of the Baltic labour market is viewed from four
perspectives. Firstly, the monthly minimum wage is the highest in Estonia, comprising of
158 EUR per month, while Latvia has the lowest one – 115 EUR per month (Table 2).
Secondly, overtime pay per hour is the highest in Latvia, where an additional payment of no
less than 100% of hourly or daily salary rate, while in Estonia and Lithuania overtime pay is
only 50% of the original rate. Thirdly, work on holidays and rest days is unanimously
determined in the Baltic States as compensated by at least double remuneration, or, in the
Lithuanian case – upon employees’ request by giving an additional rest day. And, finally,
payment frequency in Latvia and Lithuania is determined as being payable twice a month,
unless employer and employee have agreed that the wage will be paid once a month; while in
Estonia, wages must be paid at least once a month.
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Table 2. Remuneration in the Baltic States
Parameters
Monthly
minimum wage
Overtime pay
per hour
Work on
holidays and
rest days

Payment
frequency

Estonia
EEK 2,480 (ca 158
EUR)
(from January, 2004)
50%
of the employee's
average hourly wage

Latvia
LVL 80 (ca 115 EUR)

Lithuania
LTL 500 (ca EUR 145)
(from 1 May, 2004)

an additional payment at least 1.5 times of the
of no less than 100% of
average
that hourly or daily
monthly/hourly
salary rate
remuneration
Work performed on a
Unscheduled work
n/a
public holiday is
during rest days or
remunerated at least
holidays shall be
double the normal rate,
compensated by at
regardless of whether
least double
such work is scheduled
remuneration, or upon
or unscheduled.
employees’ request by
giving an additional
rest day.
Wages must be paid at Wages must be paid
Wages must be paid
least once a month.
twice a month, unless twice a month, unless
employer and
employer and
employee have agreed employee have agreed
that the wage will be
that the wage will be
paid once a month.
paid once a month.

Source: compiled and structured by the authors from KPMG (2005, p. 85 – 93).
Working and captive time. This factor is illustrated by at least six parameters.
Duration of a working day is a European standard, where the typical working week consists
of five working days from Monday to Friday (Table 3). Some exceptions exist, for example,
in the education sector, the working week in Lithuania is considered a six-day working week.
In Latvia, universities even work on Sundays to cope with the flows of extramural and
evening students. Length of a working week is calculated in working hours, and in this case
all three Baltic States adhere to the EU standard of 40 hours working week.
Table 3. Working and Captive Time in the Baltic States
Parameters
Duration of a
working week
(days)
Length of a
working week
(hours)

Estonia
The typical working
week consists of five
working days from
Monday to Friday.
The general national
standard for working
time of employees is
eight hours per day or 40
hours per week; the
duration of one shift may
not exceed 12 hours.

Latvia
The typical working
week consists of five
working days from
Monday to Friday.
The regular daily work
time cannot exceed
eight hours and the
regular weekly work
time is 40 hours.

Lithuania
The typical working
week consists of five
working days from
Monday to Friday.
Normal working hours
are 40 hours per week.
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Overtime
hours

Working time together
with overtime shall not
exceed an average of 48
hours per week during a
four-month recording
period.

The overtime work
cannot exceed 144
hours during the fourmonth period.

Generally, working
hours including
overtime may not
exceed 48 hours during
a 7-day period.
Overtime may not
exceed 4 hours within
two days and 120
hours per year.

Vacation
period

The duration of annual
paid vacation is 28
calendar days.

Maternity
leave

1) A woman has the right
to commence pregnancy
and maternity leave at
least 70 calendar days
before the estimated date
of delivery.
2) A woman is entitled to
a pregnancy and
maternity leave of 140
calendar days.

Each employee is
entitled to a paid
annual vacation. Such
vacation, excluding
holidays, cannot be
less than four calendar
weeks.
Women are entitled to
pregnancy and
maternity leave of 112
calendar days.

Childcare

1) A mother or father of
a child may be granted
childcare leave at his or
her request for raising a
child of up to three years
of age.
2) A father has a right for
additional child care
leave of 14 calendar days
during the pregnancy
leave or maternity leave
of the mother or within
two months after the
birth of the child.

An employee is
entitled to 28 calendar
days of annual paid
vacation after he/she
has worked at a
company for six
months.
1) A woman has the
right to commence
pregnancy and
maternity leave at least
60 calendar days
before the estimated
date of delivery.
2) A woman is entitled
to a pregnancy and
maternity leave of 120
calendar days.
A mother or father of a
child may be granted
childcare leave at his
or her request for
raising a child of up to
three years of age.

Paternity leave can be
granted to a father for
a period of 10 days.
Such leave must be
granted not later than
two months after the
birth of a child.

Source: compiled and structured by the authors from KPMG (2005, p. 87 – 93).
Overtime hours should not exceed 48 hours as a EU standard. But in Latvia,
additional condition is that the overtime work cannot exceed 144 hours during the four-month
period. Tougher regulations exist in Lithuania, where overtime may not exceed 4 hours within
two days and 120 hours per year.
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In Lithuania captive time is specified for certain categories of employees, such as:
Case 1: Annually 35 days of paid vacation shall be granted to certain categories of
employees as follows:
• employees under 18 years of age;
• employees who, as single parents, are raising a child before he has reached the age of
fourteen, or a disabled child before he has reached the age of sixteen;
• disabled persons.
Case 2: Extended annual leave up to 58 calendar days shall be granted to certain
categories of employees whose work involves greater nervous, emotional and intellectual
strain and professional risk (e.g. school and university teaching staff), as well as to those
employees who work in special working conditions.
Case 3: Employees having more than a 10-year work record in a company are entitled
to an additional three annual paid vacation days.
Vacation period in business organisations and civil services is 28 calendar days
(Table 3). But in the education sector, in Lithuania for example, the duration of annual paid
vacation is 58 days. In Lithuania, another limitation to having annual paid vacation exists:
he/she should have worked for an organisation for at least 6 months. Maternity leave is
regulated differently in the three Baltic States. In Estonia a woman has the right to commence
pregnancy and maternity leave at least 70 calendar days before the estimated date of delivery,
while a woman is entitled to a pregnancy and maternity leave of 140 calendar days. In Latvia,
a pregnancy and maternity leave is much shorter (by 28 days), where women are entitled to
pregnancy and maternity leave of 112 calendar days. In the case of Lithuania, we can state
that it claims a middle position by averaging a woman’s right to commence pregnancy and
maternity leave at least 60 calendar days before the estimated date of delivery by entitling a
woman to a pregnancy and maternity leave of 120 calendar days. Nevertheless, it can be
stated that the conditions for women having a child is at prime in Estonia.
Childcare is viewed, firstly, who take scare of newborn babies and takes a leave from
work: mother or father. In this respect, all Baltic States present equal paternal opportunities
for raring offspring. In Estonia and Lithuania, a father can opt for raring a child up to three
years, and real life cases prove that this right was taken by a number of fathers in Lithuania.
Regarding the presence of such provisions, the Baltic States’ labour legislations resemble that
of the EU countries. In Estonia, a father has a right for additional child care leave of 14
calendar days during the pregnancy leave or maternity leave of the mother or within two
months after the birth of the child. In Latvia, paternity leave can be granted to a father for a
period of 10 days. Such leave must be granted not later than two months after the birth of a
child.
Termination of employment in this paper is reviewed from the point of view of the
form of termination, notification of termination, terms and conditions of terminating a
contract, compensations (Table 4). The form of termination is actually identical in all three
Baltic States, where employers and employees should inform each other in writing of any
intention to terminate the labour contract. Some differences are observed in notification of
termination. The longest period for an employer to notify an employee about the termination
of a contract is up to four months. While in Latvia it is set for at least one month and in
Lithuania – for two. The notification period varies in Latvia from 10 days (employee’s
misconducts) to 1 month (lay-offs). In Lithuania the period is 2 months (4 months for minors,
parents of children, etc.).
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Table 4. Termination of Employment in the Baltic States
Parameters
Form of
termination

Notification of
termination

Terms and
conditions of
terminating a
contract

Estonia
Employers and
employees should
inform each other in
writing of any
intention to terminate
the labour contract.
1) Depending on the
basis for termination,
an employer is
obliged to notify an
employee of
termination two
weeks to four
months in advance.
2) An employee is
obliged to inform the
employer of
termination five days
to one month in
advance, depending
on whether the
employment contract
was entered into for
specified term or not
and the reason for the
termination.
Employer may
terminate fixed term
contracts prior to the
expiration of the term
as well as indefinite
term contracts on
certain grounds, such
as liquidation or
bankruptcy of the
employer, lay-offs, an
employee’s
unsuitability to do
his/her job due to
professional skills or
health reasons, an
employee’s breach of
duties, etc.

Latvia
Employers and
employees should inform
each other in writing of
any intention to terminate
the labour contract.

Lithuania
Employers and
employees should
inform each other in
writing of any intention
to terminate the labour
contract.
The employee has the
The legislation also
right, a month in
provides for some
advance, to give a notice additional
to the employer regarding requirements, such as
termination of an
advance notice of two
employment contract in
months (in certain
writing, unless a shorter
cases four months),
period for giving notice is priority to stay at work,
established in the labour
etc., which must be
contract or in the
adhered to if
collective agreement.
terminating an
employment contract.

1) An employer is
obliged to justify the
need to terminate the
labour contract in writing
to the employee.
1) The giving of notice to
the labour contract with
the proviso that the legal
labour relations will be
terminated if the
employee will not agree
to continue them in
compliance with those
changes in the labour
contract offered by the
employer is permissible if
it is justified by
employee’s behaviour,
his abilities or by the
performance of
economical,

1) It is prohibited to
terminate an
employment contract
with a pregnant woman
or with an employee
having a child under
three years of age,
unless the employee is
at fault.
2) Employment may
not be terminated when
the employee is ill or
on vacation.
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organisational,
technological or similar
undertakings within a
company.
1) An employer is
Compensations 1) An employer is
responsible for paying responsible for paying the
the final severance
final severance pay on
pay on the day of
the day of termination.
termination.
2) Depending on the
grounds for
termination, an
employer may be
required to pay
compensation to
employees up to four
months’ average
wage.

1) The requirement to
pay leave
compensation as well
as the compensation
amount depends on the
particular reason for
the termination. 2) If
the employment
contract is terminated
due to the employee’s
fault, no leave
compensation is to be
paid. If the employee is
not at fault, leave
compensation may
vary from one to six
average monthly
salaries depending on
the work record of the
employee.

Source: compiled and structured by the authors from KPMG (2005, p. 85 – 93).
Table 5. Terms of Expatriates in the Baltic States
Parameters
Permits

Estonia
In order to work in
Estonia, a citizen of
foreign nation needs to
obtain a permanent
residence permit or,
besides a temporary
residence permit, a
working permit.

Latvia
Foreigners subject to
immigration controls
must obtain work
permits in order to
work in Latvia. A
permit is issued only
for a particular job
with a particular
employer and may be
for a limited period.
Application may then
be made to extend the
permit. The validity
period of the work
permit depends on the
status and citizenship
of a person applying
for it.

Lithuania
Expatriates may work
in Lithuania under an
employment contract
provided they have
obtained work permits.
Work permits are
issued by the State
Labour Exchange. The
whole procedure of
issuing a work permit
takes about one month
after the relevant
documents are
submitted to the State
Labour Exchange.
Expatriates,
irrespective of whether
they are from the EU
or not, must also have
a temporary residence
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Short-term
employment

For short-term
employment, not
exceeding a period of six
months in a year, a work
permit is not required.
This will apply to
foreigners who stay in
Estonia either on the basis
of a visa or on a visa-free
basis.

An expatriate may not
stay in Latvia without
a residence permit for
a period exceeding 90
days in any given six
month period.

Conditions
for the EU
citizens

A citizen of the European
Union may stay in Estonia
without a residence permit
for employment up to
three months as of the date
of his or her arrival in
Estonia, also if he or she is
employed in Estonia or
engaged in business in
Estonia, if he or she is a
seasonal worker in Estonia
or for up to six months for
the purpose of seeking
employment if he or she
has registered the
employment seeking
pursuant to the procedure
provided for in the
Employment Service Act.

In certain cases
citizens of other EU
member states can
stay in Latvia for a
period longer than 90
days without having to
obtain a residence
permit (such cases
include seasonal
workers, frontier
workers, and job
seekers). A residence
permit can be obtained
on a number of
grounds, the primary
reason being to work
in Latvia.
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permit to stay in
Lithuania for the
purposes of work.
Nationals of the EU
member states shall be
relieved from the
obligation to be in
possession of residence
permit if the person
intends to stay in
Lithuania for a period
not exceeding three
months in any
calendar half-year
from the first day of
entry to Lithuania.
The procedure for
issuing a temporary
residence permit takes
one month for
expatriates from EU
member states and
three months in other
cases.
However, work permits
are not required for
citizens of the EU
member states, the
temporary residence
permit may be issued
for a maximum of five
years.

Source: compiled and structured by the authors from KPMG (2005, p. 88 – 93).
In Estonia the notification period varies from 2 weeks (long-term incapacity for work)
to 4 months (lay-off of workers who have continuously worked for the employer over 10
years). The compensation for the termination varies in Latvia from 1 to 4 months, the average
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wage depending on the employee’s work experience with the present employer (according to
the Labour Code valid until 1 June 2002, the compensation was no less than 1 month’s
average pay and the notification period was 1 month).
Terms and conditions of terminating a contract (Table 4) in the three Baltic States
follow the European practice and the employer may terminate fixed term contracts prior to the
expiration of the term as well as indefinite term contracts on certain grounds, such as
liquidation or bankruptcy of the employer, lay-offs, an employee’s unsuitability to do his/her
job due to professional skills or health reasons, an employee’s breach of duties, etc. it has
been discovered that in Lithuania it is prohibited to terminate an employment contract with a
pregnant woman or with an employee having a child under three years of age, unless the
employee is at fault. In Lithuania, employment may not be terminated when the employee is
ill or on vacation. Therefore, when some civil servants and employees of governmental bodies
“suddenly” get sick of escape to the distant exotic island, when they are forced to resign or
undergo an impeachment.
Perception of compensations is quite unanimous in the Baltic States, stating that an
employer is responsible for paying the final severance pay on the day of termination (Table
4). Additionally, in Estonia, depending on the grounds for termination, an employer may be
required to pay compensation to employees up to four months’ average wage. In Lithuania,
this amount could even go higher – up to six months’ average wage.
Terms of Expatriates in the three Baltic States are evaluated from the following
perspectives: permits, short-term employment and conditions for EU citizens (Table 5).
Permits. In order to work in any of the Baltic States, a citizen of foreign nation has to obtain a
permanent residence permit or, besides a temporary residence permit, a working permit.
Short-term employment. For short-term employment, not exceeding a period of six months
in a year, a work permit is not required. This will apply to foreigners who stay in Estonia,
Latvia or Lithuania either on the basis of a visa or on a visa-free basis. Conditions for the
EU citizens. A citizen of the European Union may stay in Estonia, Latvia or Lithuania
without a residence permit for employment up to three months as of the date of his or her
arrival in the country, also if he or she is employed in a Baltic State (or engaged in business,
is a seasonal worker in this country; or for up to six months for the purpose of seeking
employment if he or she has registered the employment seeking pursuant to the procedure
provided for in the Employment Service Act). In Lithuania another regulation exists for a
long-term residence for the EU citizens, namely the temporary residence permit may be
issued for a maximum of five years.
LEVEL 3: Employers’ Organizations
Employers’ organizations are a new phenomenon of the transition period. The
employers are the least organized social group, and this has caused some problems in tripartite
negotiations. Their organizations are still developing and they are looking for their place and
role in tripartite cooperation.
The Estonian employers’ unions should be organized as social partners in the near
future. The Confederation of Estonian Industry (CEI, founded in 1991) is the central
organization participating in the tripartite negotiations. At the beginning of 1994, there were
13 branch associations and unions belonging to the CEI as well as some private companies.
The CEI unites about 200 mostly state-owned enterprises. The number of members is
increasing.
Enterprises belonging to the CEI have experienced an intensive process of
privatization and production restructuring. Public, collective and private enterprises have been
set up. This promotes the flexibility of the CEI and helps to solve dynamic social and

Institutional Structure of Labour Markets in the Baltic States

49

economic problems on a tripartite basis.
The following employers’ and business associations cooperate with the CEI:
• the Estonian Association of Construction Entrepreneurs,
• the Association of Construction Material Producers of Estonia,
• the Estonian Hotel and Restaurant Association,
• the Estonian Agricultural Producers Central Union,
• the Association Estonian Forest and the Estonian Association of International
Companies.
The Estonian Small Business Association (ESBA, founded in 1988) is made up of
small, private enterprises. This organization offers training and consulting services for
entrepreneurs, exhibitions, trade fairs and other events. The ESBA represents about 600 small
enterprises. The ESBA operates as a social partner in tripartite negotiations fighting on the
national level to create a favourable external environment for small businesses.
The Estonian Chamber of Commerce and Industry (ECCI) is the legal successor of the
ECCI founded in 1925 and it represented about 700 enterprises in 1994. The activities of the
ECCI are aimed at trade (domestic and international), entrepreneurship and representing the
interests of its members. The ECCI actually functions as a service organization of employers.
However, it has not yet played a significant role as a social partner.
In Latvia employers are united in the Employers’ Confederation of Latvia (ECL,
founded in July 1993), which has 12 members from all over the country, and who participate
in the National Tripartite Consultation Council. The founders of ECL are the Central
Employers’ Association of Latvia and the Union of Private Employers/Owners of Latvia. The
aim of the ECL is to unite Latvian employers’ organizations for common efforts, to promote
their cooperation, to solve social problems of the day by means of dialogue with the trade
unions, and to represent employers in Latvia and in international organizations.
There are three large associations of employers in Lithuania which can be regarded as
social partners:
• the Lithuanian Industrialists’ Confederation,
• the Lithuanian Entrepreneurs’ Association and
• the Lithuanian Private Capital Alliance.
While the first organization wishes to solve dynamic social and economic problems on
a tripartite basis, the other two are important partners for the government at the national level
rather than for trade unions, because trade unions do not exist in small and medium-size
enterprises.
The Lithuanian Industrialists’ Confederation represents the associations of industries
and territorial associations of industrialists. The confederation also represents unassociated
enterprises. The members of the confederations are mostly large state-owned or privatized
enterprises and there are about 800 members. Their main activities are representing the
members before government agencies and in tripartite councils.
The Lithuanian Entrepreneurs’ Association unites about 4,000 small and mediumsized private enterprises, commercials firms, individual entrepreneurs and handicraftsmen.
The main activities are representing entrepreneurs before governmental institutions; providing
assistance in arranging development and production programmes for small and medium-sized
enterprises, establishing business clubs, information centres, consulting companies, etc.;
consulting with members on legal, economic, financial, and international business relation
issues; and helping to arrange exhibitions, trade fairs and other events.
The Lithuanian Private Capital Alliance is made up of associated private capital
structures (associations, business clubs, unions, and funds) of regions and private companies.
The main activities are: representing private capital and employers in governmental
structures; coordinating the activity of private capital associated structures; initiating new
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laws and revising existing ones; arranging meetings and discussion about economic issues;
and establishing funds for financing future programmes.
The Chamber of Industry and Trade in Lithuania has become a specialized service
organization for employers, developing international trade and information relations.
The main characteristics of the Lithuanian employers’ organizations are that they are
most actively involved in providing services for their members, the active dialogue with
which they engage the government to prepare laws and represent their members and the
comparatively weak dialogue that they have with trade unions. Representatives of the three
employers’ organizations actively participate in the tripartite councils and commissions.
Employers’ organizations are quickly developing in all three countries, trying to define
their place and role in tripartite cooperation. Complicated problems can be solved when social
partners closely cooperate. Such cooperation is necessary for reforming the national economy
and social life in general in light of the shift towards a market economy in the Baltic States.
LEVEL 4: Trade Unions
According to the Constitutions of the Baltic States, employees can freely join trade
unions and they enjoy the right to form trade union organizations in their enterprises. Trade
unions have been mainly active in three spheres in the Baltic States:
• participation in the elaboration of laws;
• tripartite negotiations with the government and employers;
• consulting with members; offering workshops, etc.
The first steps towards democratic processes in the trade union movement have been
taken, but even though there are laws regulating labour relations and the trade union
movement in general, there are still some serious shortcomings in providing security for
employees. The following problems have occurred: labour laws have been disregarded;
employers have taken arbitrary actions; the trade union organizations are weak; and labour
disputes have been resolved slowly. Another problem is also the unwarranted legal status of
the employees in the reorganization process of state enterprises. Currently trade unions unite
about 40% of the labour force in Estonia and Lithuania and 30% in Latvia.
Trade union reform began in Estonia in 1988-1989, when the new Trade Union Law
(December 1989) was adopted. Although the law was adopted in the Soviet period by the
Estonian SSR Supreme Council, it is still in force. This law established the independence of
trade unions, the freedom to join trade unions and other generally recognized principles of
international law. The Trade Union Laws of Latvia and Lithuania were adopted in 1991.
The major trade union organization in Estonia has been the Central Federation of
Trade Unions (EATU), which was formed at a congress in 1990 and which unites about 25
trade union federations. EATU mainly represents the interests of industrial, service, trade,
public and agricultural employees. At the end of 1993 the federations of higher schools,
scientists, cultural, educational and public health workers seceded from the central federation,
forming a separate central organization the Estonian Employees' Unions' Association
(EEUA). In tripartite negotiations over a general social security agreement a position was
taken that officials from both the EATU and the EEUA will represent employees in such
negotiations. These organizations represent the majority of trade union members. The
tripartite agreements concluded on the state level cover the entire labour force and in some
issues even the whole population or a particular subgroup.
In the process of trade union reform, foundations were laid for the Estonian
Confederation of Free Trade Unions (taxidrivers and some other groups of employees), but
their activity has remained passive. Moreover, trade unions of some institutions and
enterprises have not formed a union. Employees of private enterprises and most small
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enterprises lack their own trade union organizations. Present owners, farmers, pensioners and,
in many instances, enterprise managements (employers) have dropped out of the trade unions.
Table 6. Trade Unions in the Baltic States
Parameters
Membership

Estonia
According to Estonian
Trade Unions Act
employees have the right
to be members of trade
unions of their workplace
or other trade unions.

Structural
requirements

A trade union may be
founded by at least five
employees, a federation
of trade unions may be
founded by at least five
trade unions.

Functions

Latvia
n/a

Latvian Trade Union
Law states that a
trade union can be
formed if it consists
of at least 50
employees of a
particular enterprise,
or at least 25% of
employees working
for a particular
enterprise, profession
or industry.
Trade unions have the
Trade unions have
right to represent their
the right to represent
members in collective
their members in
labour relations and in
collective labour
personal labour relations relations and in
on the basis of
personal labour
authorisations from the
relations on the basis
members. Unions may,
of authorisations
for example, conclude
from the members.
collective agreements
Unions may for
with employers,
example conclude
represent their members
collective
in state institutions and in agreements with
courts.
employer, represent
their members in
labour dispute
resolution bodies,
etc.

Lithuania
Trade unions may be
established on the basis
of professional,
territorial and other
principles. Citizens and
permanent residents of
the Republic of
Lithuania working
under employment
contracts may be
members of trade
unions.
There must be at least
30 founders of a trade
union or the number of
the founders may not
be less than one-fifth
(at least three
employees) of all the
employees in a
company.

Trade unions have the
right to negotiate
collective agreements.
They may also
organise strikes and
participate in solving
individual and
collective labour
disputes.

Source: compiled and structured by the authors from KPMG (2005, p. 89 – 93).
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The Free Trade Union (formed in May 1990) is the largest trade union in Latvia and
unites trade unions from 31 branches of the economy. It represents the interests of industrial,
agricultural, trade, service and public sector employees. Moreover, in Latvia there is no clear
compatibility between branch and territorial structures. The production declines
accompanying the economic transition have diminished the role of trade unions. Actually,
trade unions do not exist in the small business sector because, according to the Law On Trade
Unions, they can only be registered if they organize at least 50 members or 25% of all
employees of the enterprise. There are also regional trade union coordination centres whose
main function is to foster cooperation with local governments to solve problems affecting all
trade union members in this territory.
In Lithuania, 65 trade unions and their associations have been registered. The
government recognizes five main associations with which it engages in social dialogue on the
national level. The Lithuanian Free Trade Union Confederation is the largest trade union
association with territorial organizations and branch federations. It is followed by the Union
of Lithuanian Workers, the Lithuanian Trade Union Association, the Lithuanian Labour
Federation and the Centre of Lithuanian Trade Unions. The above-mentioned associations
include medical, transportation, construction, railway, agricultural and trade workers, teachers
and civil servants. But it is difficult to identify trade unions on the branch level.
Moreover, in Lithuania as well as in Latvia, there is no clear compatibility between
branch and territorial structures (Table 6). The distribution of responsibilities and their role in
the process of social partnership are not clear either. The actual problem is the recognition of
trade unions at the enterprise level. Trade unions do not exist in the small business sector.
Therefore, the situation is not characterized by stable collective agreements. Trade unions in
Lithuania are very active at the national level but their role in collective bargaining is still
small.
Similar to other economic and political structures in the three countries, trade unions
are also constantly changing and moving towards reformation and reorganization.
Conclusions
1. The governing labour market institution in Estonia is the Ministry of Social Affairs
(formed on February 1, 1993), in Latvia – the Ministry of Welfare (formed in
November 1991), and in Lithuania – the Ministry of Social Security and Labour
(formed in 1994).
2. The main functions of Labour Ministries in the three Baltic States comprise of a)
protection of people’s health and health care; b) employment and income policies; c)
social security and social insurance.
3. The national labour agencies in the Baltic States are assisted by the International
Labour Organization (ILO).
4. The legal framework of labour markets of the three Baltic States was evaluated from
the perspective of the following criteria: a) employment contracts, b) remuneration, c)
working and captive time, d) termination of employment, and e) terms of expatriates.
It was concluded in nearly all cases, that labour conditions, terms and regulations
mainly comply with the EU requirements and bears only minor differences amongst
Estonia, Latvia and Lithuania. For example:
4.1 In Estonia, employment contracts may prescribe a probation period of no more
than four months. But in case of Latvia and Lithuania, this period is maximum
three months.
4.2 The monthly minimum wage is the highest in Estonia, comprising of 158 EUR per
month, while Latvia has the lowest one – 115 EUR per month.
4.3 Overtime pay per hour is the highest in Latvia, where an additional payment of no

Institutional Structure of Labour Markets in the Baltic States

53

less than 100% of hourly or daily salary rate, while in Estonia and Lithuania
overtime pay is only 50% of the original rate.
4.4 Overtime hours should not exceed 48 hours as a EU standard. But in Latvia,
additional condition is that the overtime work cannot exceed 144 hours during the
four-month period. Tougher regulations exist in Lithuania, where overtime may
not exceed 4 hours within two days and 120 hours per year.
4.5 Maternity leave is regulated differently in the three Baltic States. In Estonia a
woman has the right to commence pregnancy and maternity leave at least 70
calendar days before the estimated date of delivery, while a woman is entitled to a
pregnancy and maternity leave of 140 calendar days. In Latvia, a pregnancy and
maternity leave is much shorter (by 28 days), where women are entitled to
pregnancy and maternity leave of 112 calendar days. In the case of Lithuania, we
can state that it claims a middle position by averaging a woman’s right to
commence pregnancy and maternity leave at least 60 calendar days before the
estimated date of delivery by entitling a woman to a pregnancy and maternity
leave of 120 calendar days. Nevertheless, it can be stated that the conditions for
women having a child is at prime in Estonia.
4.6 The notification period varies in Latvia from 10 days (employee’s misconducts) to
1 month (lay-offs). In Lithuania the period is 2 months (4 months for minors,
parents of children, etc.). In Estonia the notification period varies from 2 weeks
(long-term incapacity for work) to 4 months (lay-off of workers who have
continuously worked for the employer over 10 years).
4.7 In Estonia, a father has a right for additional childcare leave of 14 calendar days
during the pregnancy leave or maternity leave of the mother or within two months
after the birth of the child. In Latvia, paternity leave can be granted to a father for a
period of 10 days. Such leave must be granted not later than two months after the
birth of a child.
4.8 In Lithuania, the compensation varies from 1 to 12 average monthly wages,
depending on the reason of termination and the length of work record with the
present employer. In Estonia the compensation for termination varies from 1 to 4months’ average wage.
5. The Estonian employers’ unions are presented as The Confederation of Estonian
Industry (CEI, founded in 1991), in Latvia employers are united in the Employers’
Confederation of Latvia (ECL, founded in July 1993), and in Lithuania there are three
large associations of employers, which can be regarded as social partners: a) the
Lithuanian Industrialists’ Confederation, b) the Lithuanian Entrepreneurs’ Association
and c) the Lithuanian Private Capital Alliance.
6. The major trade union organization in Estonia has been the Central Federation of
Trade Unions (EATU), which was formed at a congress in 1990 and which unites
about 25 trade union federations. The Free Trade Union (formed in May 1990) is the
largest trade union in Latvia and unites trade unions from 31 branches of the economy.
The Lithuanian Free Trade Union Confederation is the largest trade union association
with territorial organizations and branch federations. In Lithuania, 65 trade unions and
their associations have been registered.
REFERENCES:
1. Acting Locally for Employment. Findings of the Preparatory Measures for a Local
Commitment to Employment 2001. (2002). Summary report. – June.
2. Butler, John. (20020. The Role and Function of Partnership Companies in the Irish Local

54

Dainora Grundey

Development System. A Local Perspective – International Conference on Employment
Partnerships, Hämeenlinna, Finland, 27-28 June.
3. Campbell, Mike. (2003). Local Employment Development in the European Union:
Agenda and Lessons. – European Forum on local Development and Employment; “Acting
together at local level: more and better jobs, better governance”.
4. Cavestany, Fernando Barreiro. (2003). Employment Strategy and Local Action Plans: A
new approach for territorial cohesion and job generation. – European Forum on local
Development and Employment; “Acting together at local level: more and better jobs,
better governance”.
5. Commission Recommendation on the Broad Guidelines of the Economic Policies of the
Member States and the Community (for the 2003-2005 period) – Brussels, 8.4.2003;
COM (2003) 170 final.
6. Commission Staff Working Paper. (2003). Supporting document to the Communication
“Progress in implementation of the Joint Assessment Papers on employment policies in
candidate countries” – Brussels, 18.22003, SEC.
7. Communication from the Commission to the Council, the European Parliament, the
European Economic and Social Committee and the Committee of the Regions. Progress
on the implementation of the Joint Assessment Papers on employment policies in
candidate countries Brussels, 30.01.2003 COM (2003) 37 final.
8. Communication from the Commission to the Council, the European Parliament and the
Economic and Social Committee on European Social Fund Support for the European
Employment Strategy. – Commission of the European Communities, Brussels,
23.01.2001, com (2001) 16 final/2.
9. Communication from the Commission. (2002). Consultation Document: Towards a
Reinforced Culture of Consultation and Dialogue - Proposal for General Principles and
Minimum Standards for Consultation of Interested Parties by the Commission –
Commission of the European Communities, Brussels, 5.6.2002, COM(2002) 277 final.
10. Communication from the Commission. (2002). Towards a Reinforced Culture of
Consultation and Dialogue - General Principles and Minimum Standards for Consultation
of Interested Parties by the Commission. – Commission of the European Communities,
Brussels, 11.12.2002 COM(2002) 704 final.
11. Concept of Reforming the Provision of Social Services. (2002). – Approved by decree of
the Government of the Republic of Lithuania, No. 171 of 6 February.
12. Concept of the Institutional System of Administration of the EU Structural Funds in
Lithuania.
–
http://www.finmin.lt/notes_images/web/stotis_inf.nsf/0/F81903AEB8A7B07BC2256D3
C00206409/$File/konc5-strat-0528_galutineT(0724)1.doc
13. Decentralisation of Employment Policies and New Forms of Governance: Tackling the
Challenge of Accountability. (2003). – Ministry of Economy, Labour and Social Policy –
Warsaw, Poland.
14. Decree of the Government of the Republic of Lithuania of 10 February 1998 No. 169
“On the order of public works performance”.
15. Employment, activity and long-term unemployment rates from the 2002 Spring
Community LFS, Eurostat.
16. Enlargement of the European Union. (2002). Guide to the Negotiations. Chapter by
Chapter. – European Commission, Directorate-General Enlargement, Information &
Interinstitutional Relations, April.
17. Entrepreneurship and Local Economic Development.(2003). Programme and policy
recommendations. – OECD.
18. Eurocities Submission to the European Commission. A Response to the Com. (2000). 196

Institutional Structure of Labour Markets in the Baltic States

55

Final Document. Acting Locally for Employment. A Local Dimension for the European
Employment Strategy.
19. European Parliament resolution on the Commission communication “Strengthening the
local dimension of the European Employment Strategy” (COM(2001) 629 - C50076/2002 - 2002/2034(COS)) – Minutes of 04/07/2002.
20. Evaluation of Local Social Capital Pilot Project. Final Report. – ESF0301
21. Giguère, Sylvain. (2003). Building Effective Partnerships: Worldwide and European
Experiences. Local Partnerships in the OECD: a Tool to Improve Governance. – European
Forum on local Development and Employment; “Acting together at local level: more and
better jobs, better governance”.
22. Guide to Developing Local Employment Startegies.(2003). – Developed by Ecotec
Research and Consulting for DG Employment and Scocial Affairs of the European
Commission. – May.
23. Horttanainen, Erja. (2003). Assessing the Impact of EU Membership Example of
Finland. – EU legislation: Effectiveness and impact on national legal systems. – Unidem
Campus, Trieste, 28 January.
24. Katzourakis, George. (2002). Local action in implementing European Employment
Strategy. – International Conference on Employment Partnerships, Hämeenlinna, Finland,
27-28 June.
25. KPMG (2005). Investment in the Baltic States: A Comparative Guide. KPMG CEE Ltd.
26. Law on Local Self-Government. (1994). Nr. I-533. – Žin., 1994, Nr. 55-1049; 2003, Nr.
42-1918).
27. Local Governance and Partnerships. (2001). A Summary of the Findings of the OECD
Study on Local Partnerships. – OECD.
28. Local Partnerships for Better Governance (2001). – OECD.
29. Lodovici, Manuela Samek. (2003). Promoting Gender Equality at the Local Level. –
European Forum on local Development and Employment; “Acting together at local level:
more and better jobs, better governance”.
30. Lukkarinen, Margita. (2003). The Social Economy and Local Employment Development.
– European Forum on local Development and Employment; “Acting together at local
level: more and better jobs, better governance”.
31. National Development Plan, 2002-2004, Republic of Lithuania. – October 2001.
32. Ongoing and systematic policy dialogue with local-government associations. –
Commission working paper.
33. Opinion of the Committee of the Regions on the ‘Communication from the Commission
to the Council, the European Parliament, the Economic and Social Committee and the
Committee of the Regions — Strengthening the Local Dimension of the European
Employment Strategy’ (2002/C 192/11). – Official Journal of the European Communities.
– C 192/47
34. Opinion of the Economic and Social Committee on “Organised Civil Society and
European Governance: the Committee’s Contribution to the Drafting of the White Paper”
(2001/C 193/21). – Official Journal of the European Communities. – C 193/117.
35. Order of Minister of Internal Affairs of 2 June 2003 No. 1V-197 “On selection criteria
for provision of financial assistance to regions and municipalities in preparation of the
projects (project proposals) for assistance from EU Structural and Accession funds.
36. Order of the Minister of Interior of Lithuania of October 4 2002 No. 482 “Methodology
of the preparation and renewal of the Regional Development Plans”.
37. Order of the Ministry of social security and labour of April 24 2002 No. 59 “On the local
employment initiatives implementation order”.
38. Paas, T., Eamets, R., Masso, J., Room, M. (2003). Labour Market Flexibility and

56

Dainora Grundey

Migration in the Baltic States: Macro Evidence. –Tartu: University of Tartu.
39. Petkevicius, Algirdas. (2002). Investment Programming and Management: European
Integration and Options for Regionalization. – Regionalization for Development and
Accession to the European Union: a comparative perspective.
40. Preparation of the Single Programming Document. Material for seminars,10 October – 10
September 2002 (1. Preparation for the management of EU Structural Funds in Lithuania;
2. Structure of the Single Programming Document; 3. Coordinating preparation of
Regional and municipal development plans with the Single Programming Document
(SPD); 4. Examples of activities and eligible expenses financed from EU Structural
Funds. 5. Methodology of project preparation, application forms and samples.) –
http://www.finmin.lt/notes_images/web/stotis_inf.nsf/0/6245787CD9806B20C1256D2E0
030E55B/$File/VISA MEDZIAGA- regioniniai.doc.
41. Project Cycle Management. Handbook. – European Commission EuropeAid Co-operation
Office / General Affairs / Evaluation, March 2002. Version 2.0
42. Proposal for a Council Decision on Guidelines for the Employment Policies of the
Member States. – Brussels, 08.4.2003; COM(2003) 176 final, 2003/0068 (CNS).
43. Republic of Lithuania law on Social Services, 9 October 1996 No. I-1579, Published in:
Žin., 1996, No. 104-2367.
44. Review of the Implementation of the Guidelines on Local Development in the
Employment NAPs from 1998 to 2001 across the EU. – Synthesis Report. – April 2002.
45. Second Annual Report on the Implementation of Innovative Measures Under Article 6 of
the European Social Fund Regulation. – Presented to the ESF Committee on 17 December
2002
46. Seyfried, Erwin. (2003). Improving Governance mechanisms in the context of local
employment development. – European Forum on local Development and Employment;
“Acting together at local level: more and better jobs, better governance”.
47. Single Programming Document of Lithuania 2004-2006. Draft, March 2003.
48. State Labour Exchange official website, www.vdb.lt, referred on 12/03/2006.
49. The Committee of the Regions. (2005). The future of the European Employment Strategy
(EES) “A strategy for full employment and better jobs for al”.
50. The New Actors of Employment.(2002). Synthesis of the Pilot Action ‘Third System and
Employment’. For a Better Understanding of Employment at Local Level (1997–2000). –
European Commission. Directorate-General for Employment and Social Affairs.
51. The Programme of Increasing Employment of the Republic of Lithuania for 2001 –2004.

