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A
key priority for the European Commission is to create equality for men and women

throughout Europe. AFAEMME, Association of Organizations of Mediterranean

Business Women (Barcelona) was awarded by the European Commission, in part-

nership with important organizations in Central and Eastern Europe - KARAT

Coalition, WAD - Women’s Alliance for Development (Bulgaria) and SEGE, Greek

association of Women Entrepreneurs (Greece) to implement a unique project “Labour Market And

Entrepreneurship Overcoming Gender Stereotypes”.

The main objectives of this project are:

to improve the understanding of the issues underlying gender equality and equal

opportunities in the fields of employment and entrepreneurship in this area of Europe

to strengthen gender equality and businesswomen organizations and their active partnership

in influencing decision makers on social and economic policy

and to improve the general economic status of women. 

The project includes the elaboration of 12 national reports  from Cyprus, Malta, Poland, Latvia,

Estonia, Lithuania, Czech Republic, Slovakia, Slovenia, Hungary, Bulgaria and Romania.Which report

the obstacles experienced by women in business and assess the impact of EU Employment Strategy

on the situation of women in the new ten EU Members states and two candidate countries with case

studies of a typical businesswoman in those countries relating to gender stereotypes in the labour

market and entrepreneurship, with a final global report containing concrete policy recommendations

addressed to European Commission and national governments. The publication is launched at a large

scale European conference in Brussels in February 2006.

This report contains the national study from Lithuania

Context
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As Lithuania was one of the first countries in Central

and Eastern Europe to create a law that regulates

equal opportunities (Law on Equal Opportunities for

Women and Men, adopted in 1998 by the Seimas -

Parliament), it can be said that Lithuania is a leading country in

this region. The Lithuanian Constitution declares the equality

of all people before the law and the Labour Code prohibits

gender discrimination and has adapted its rules to the

European laws. One of the most important programmes adop-

ted by the Government about gender equality was the

National Programme on Equal Opportunities for Women and

Men 2003-2004. It is a complex programme that covers the

implementation of concrete measures aimed at improving

gender equality. The Government is working hand in hand

with social partners and non-governmental organizations for

its implementation.

There is a large number of Institutions that are responsible for

the implementation of equal opportunities for women and

men in the areas of employment and social security. The Inter-

Ministerial Commission on Equal Opportunities of Women and

Men is the main body responsible for gender mainstreaming

policies. The Commission is accountable to the Minister of

Social Security and Labour, and the Equal Opportunities

Ombudsman can monitor its activities.

Gender mainstreaming is still a new issue within Lithuanian

society as well as amongst decision-makers. Even if various

programme and rules promoting gender equality exist, efforts

to implement gender perspectives in all fields of life need to

continue.The participation of women in economic activities

has increased since 1995. However, we are still far from a

balanced situation. Gender segregation in the workplace

remains unchanged. Women are more often employed in ser-

vice oriented sphere of economy and less in industrial produc-

tion. The position of Lithuanian women is lower in the work-

place hierarchy, and in the pyramid of employment they

constitute the majority in the base of the pyramid. Even if the

system of free economic market in theory provides equal

opportunities for all citizens to seek economic independence,

in practice it is not true. 

There are cases of all types of discrimination. Though women

continue to dominate in the public sector, they have started to

enter "men's" fields, such as finance, supply of power, gas

and water.Most women of working age remain employed. The

discrimination in the labour market, however, is influenced by

the belief of employers, colleagues and society as a whole, that

women's place is at home. The stereotypes of "proper" male

and female roles enforce and strengthen the gender segrega-

tion in working place and the consequences of this phenome-

non. It is still believed, that public work belongs to a man,

while private sphere is reserved for women. This was noted as

one of the main concerns by the CEDAW Committee in 2000.

The Social Security is a right of all people in Lithuania irrespec-

tive of their gender. The main Social Security rights are gua-

ranteed by the Constitution of the Republic of Lithuania. "The

state takes care of the families that raise and nurture children

at home and provides support to them as applicable by law."

This legislation also provides benefits to mothers before and

after the birth of a child, favourable work conditions and other

concessions. The social security system is funded through con-

tributions by employers and employees. 

The Laws on Social Security in Lithuania detail the remit of the

Constitution and includes Law on the Principles of the State

Social Protection System, Law on Guaranteed Income, Law on

the State Social Insurance, Law on the State Social Insurance

Pensions, Law on the Social Pensions, Law on the State

Benefits for the Families Raising Children, Law on the Social

Services and others.Women entrepreneurs encounter discrimi-

nation at all the stages of establishing of their business.

Different surveys indicate that women in business are mostly

not treated as equal business partners and have to overcome

more difficulties than men. Women are committed to partici-

pate in entrepreneurship, but facilities are needed to provide

them with advice and information. Lack of credit, particularly

for start-ups, is a major

obstacle.

5
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Prohibition of gender discrimination
According to Art.186 (3) of the Labour Code, men and women

shall get equal pay for equal or equivalent work. Art.188 (3) of

the Labour Code states that when applying the work classifi-

cation system for determining the wages, the same criteria

shall be equally applied to both men and women and the

system must be worked out in such a way as to avoid any dis-

crimination on the grounds of sex. If an employee loses a cer-

tain payment related to labour relations due to experienced

discrimination, he or she has the right to appeal to the institu-

tion examining labour disputes and to demand to abolish or to

change the discriminating legal norm or the agreement provi-

sion, to obligate to do a duty in kind, and to recover experien-

ced material damage. In such case non-material damage can

be recovered as well, the court determines the amount of it. 

In 1998 the Seimas (Parliament) adopted the Law on Equal

Opportunities for Women and Men. This law was one of

the first laws regulating equal opportunities in Central and

Eastern Europe. For that main reason, Lithuania can be seen as

a leading country in this region. The Law prohibits both direct

and indirect discrimination against men and women and esta-

blishes a legal obligation for state and private institutions to

implement gender equality principles in employment, educa-

tion, science, etc. The amendments to the Law of 2002 exten-

ded the scope of the application of the afore-mentioned Law

establishing that equal opportunities for women and men have

to be guaranteed and implemented in the field of consumers'

rights. In addition to a prohibition of giving priority to one of

the sexes in employment and education, in advertisements

employers were obliged not to ask job seekers about their age,

marital status, private life and family plans. The Law on Equal

Opportunities for Women and Men is not applied to family

and private life. 

The following cases are not considered to be discriminatory by

law: 

> special protection of women during pregnancy, childbirth

and nursing; 

> compulsory military service prescribed by the law exclusively

for men; 

> different retirement age for women and men; 

> requirements for safety at work applicable to women aimed

at protecting women's health related to their physiological

characteristics; 

> specific work which can be performed only by a person of a

particular sex; 

> special temporary measures foreseen in the laws, which are

applied to accelerate the implementation of de facto equality

between women and men and are to be cancelled when equal

opportunities for women and men are realized; 

> different rules and conditions when implementing specific

punishments.

Women and men are guaranteed equal rights in accordance

with the EU-law. Lithuania applied the equal opportunities

directives and decisions of the Court to access the European

Union and transitional periods or derogations were not reques-

ted. Problems other than equal opportunities, such as the eco-

nomic and social situation, are highlighted. Nevertheless, the

state is dedicated to change the current situation and to

enhance the participation of women in society and to introdu-

ce equal opportunity policies. The major work to be done yet

is to treat equality matters with seriousness and overcome the

prevailing ironic views and to make people aware of which

measures they can take in sexual discriminations and harass-

ments matters. Lithuania has also ratified almost all of the

main international acts which ban gender discrimination. One

of the main one when we speak about gender equality is the

Convention on the Elimination of all Forms of Discrimination

against Women (CEDAW), which was ratified by Lithuania in

1995.

Legal framework
The Constitution of Lithuania, the European Union Law prohibits gender discrimination. Art.29 (1) of the Lithuanian

Constitution declares the equality of all people before the law, the court, and other State institutions and offices. Art.29

(2) states that a person may not have his or her rights restricted in any way or be granted any privileges on the basis of

his or her sex, race, nationality, language, origin, social status, religion, convictions or opinions. Following this constitu-

tional provision the Labour Code lays down the principle of equality of all individuals. The Labour Code broadens the list

of grounds of prohibited discrimination establishing the equality irrespective of the gender, sexual orientation, race,

nationality, language, origin, citizenship and social status, religion, marital and family status, age, convictions or opinions,

membership in political party or public organization as well as factors unrelated to the employee's professional qualities.
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By accepting the Convention, States commit themselves to

undertake a series of measures to end all forms of discrimina-

tion against women. Countries that have ratified the

Convention are legally bound to put its provisions into practi-

ce. 

The State of Lithuania is an independent democratic republic

with the principles of a free market, the rule of law and demo-

cracy firmly established. A multiparty system has taken root,

free and independent elections have become a norm, the

Constitution and the laws are adhered to, human rights are

respected, national minorities enjoy broad rights, and the mass

media enjoy freedom.

Lithuania is party to the main human rights documents, both

global and regional (i.e., Council of Europe). As to the imple-

mentation of the norms established in legal documents, it

should be noted first of all that the system of coordination bet-

ween international and domestic law which has been chosen

by Lithuania is based on the principle that international treaties

are transformed in the State's legal system - i.e., are incorpo-

rated into it. The Constitution of Lithuania (part 3, art. 138) sti-

pulates that the international treaties ratified by the Seimas are

a constituent part of the domestic legal system. Following the

laws of Lithuania, the act of ratification grants a particular

international legal document powers superior to those of the

laws of Lithuania.

However, since international treaties do not usually define

ways of implementation of rights, legal responsibility for viola-

tions, terms of reference of appropriate national institutions

etc., national laws are applied in order to implement the

human rights established in these (ratified) treaties.

As was noted above, international treaties (conventions) rati-

fied by the Seimas become an integral part of national law.

This means that there are no obstacles for a direct application

of the provisions of those treaties in the courts of Lithuania and

other legal institutions.It should be noted that there is no spe-

cial institution entrusted with the supervision of the process of

human rights' enforcement in Lithuania. Nevertheless, it is one

of the goals of the Government's policy to guarantee human

rights. Therefore, the supervision of human rights' enforce-

ment in Lithuania is pursued by governmental institutions, the

Ministry of Justice, in particular, and certain special institutions,

like the Department of Regional Problems and National

Minorities, Children's Rights Protection Service and others. In

the most recent remarks by the CEDAW Committee to the

government of Lithuania (2000)1 it is important to note that

one of the main concerns was "the persistence of traditional

stereotypes regarding the role of men and women in the

family, in employment and in society which perpetuate discri-

mination against women. The Committee is also concerned

about the lack of targeted educational programmes, mass

media campaigns and temporary special measures in educa-

tion, employment and politics to eliminate these stereotypes. It

is also concerned that provisions in the current draft Code of

Advertising Ethics may not be sufficient to address the issue

that advertisements utilize and support traditional sex-role ste-

reotypes".

The National Programme on Equal Opportunities for

Women and Men 2003-2004 adopted by the Government in

2003 is a complex programme, covering the implementation

of concrete different measures aimed at improving gender

equality in employment, education and science, politics and

decision making, combating violence against women and traf-

ficking of women, health protection and the environment. The

Programme includes means to overcome stereotypes, raising

awareness and others. The implementation of area-spe-

cific measures is assigned to competent

ministries. Each of them has already

undertaken certain activities,

mostly in cooperation

with NGO's. 

1 - http://www.un.org/womenwatch/daw/cedaw/cedaw23/Lithuania%20as%20adopted.html
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LPSS - Lithuanian Trade Union Unification: It is governed

by the Board of Representatives delegated by affiliated

branch trade unions. The objective of the LPSS is to unify

and co-ordinate actions of trade unions defending rights and

legitimate interests of their members, to seek social justice and

economic welfare as well as represent the unified trade unions

in relation with the Government, employers and other state

authorities.  http://www.lpss.lt

Joint trade union commissions:

> The Commission on Violations of Trade Union .Rights

> The Committee on Integration into EU

> The Commission on Cooperation of Trade Unions LDF -    

Lithuanian Labour Federation: 

LPSK/LTUC - Lithuanian Trade Union Confederation:

http://www.lpsk.lt/en

LPPS (LDS) - Lithuanian Trade Union "Solidarumas"

http://www.ldf.lt

Social partners and non-governmental
organizations
The majority of the biggest trade unions have Women's coun-

cils. Women's councils play an important role in the imple-

mentation of equal opportunities and equal treatment provi-

sions in the labour market, ensuring awareness raising on the

issue and promoting the rights of women in the employment

area and education. 

There are more then 80 women's NGO's and one male crisis

centre in Lithuania, which in their daily work draw the atten-

tion of society to the needs and problems of women. Carrying

out projects on equal opportunities in such fields as employ-

ment, education, politics and decision-making, combating vio-

lence against women and trafficking in women, the NGOs

positively influence the development of a gender-equal

society. We can mention some of most active NGOs working

on the promotion of gender equality issues: Women's

Information Centre www.lygus.lt , Equality Advancement

Centre www.gap.lt ; Kaunas Women's Employment

Information Centre www.muic.lt , Elderly Women Activities

Centre, Social Innovation Fund, Alytus Women Crises Centre,

Kretinga Women Information and Training Centre. In 2000 the

Social Innovation Fund initiated the establishment of the infor-

mal NGOs Coalition for the Protection of Women's Human

Rights in Lithuania. The aim of the Coalition is to unite the

NGOs in Lithuania in order to put equal rights for men and

women into practice. Today the Coalition unites 61 NGOs. The

Social Innovation Fund has been approved as the co-ordinator

of the Coalition. 

National Consultative Women's Forum was established in

2003 at the Parliamentary Commission on Family and Child

Affairs. The Forum aims at a dialogue between women (orga-

nized and not organized) and the policy makers. The Forum

has elected its Board which works permanently and has perio-

dic Forum meetings with free participation. The Forum organi-

zes discussions on "hot" issues; it has proclaimed the Vision of

the Development of Lithuanian Egalitarian Society.

Gender equality machinery
Parliamentary Commission for Family and Child Affairs has

been functioning since 1996. The Commission actively partici-

pates in the decision-making procedure by initiating and con-

sidering laws or their amendments, which concern: the rights

of women and child, family policy and others in that way con-

tributing to gender equality initiatives within the parliament.

Group of Women Parliamentarians comprises all women par-

liamentarians representing each of the parliamentary factions.

The aim of this informal group is to promote women's and

gender equality issues in parliamentary activities and in society

at large. 

Parliamentary Human Rights Committee has been officially

appointed to work on gender equality legislation in the process

of its initiation and consideration. It has already registered

amendments to the Law on Equal Opportunities as well as

other legal acts which were successfully passed by the mem-

bers of parliament. 

The Office of Equal Opportunities Ombudsman (functions

since 1999) is one of the key institutions within the gender

equality machinery. The Constitution provides equal rights for

men and women; however, women continued to face discri-

mination. The Office of the Ombudsman for Equal

Opportunities of Women and Men was established in May

2000, and the Parliament appointed lawyer Ausrine

Burneikiene as ombudsman. The Ombudsman's Office is an

independent agency, accountable to the Parliament, which

oversees the implementation of the law and investigates com-

plaints concerning violations of gender discrimination and

sexual harassment. The ombudsman also has some enforce-

ment powers in this regard, and the new Criminal Code con-

tains criminal sanctions for discrimination or harassment. In

cooperation with other office staff, the Ombudsperson super-

vises mass media in order to eliminate discriminatory adverti-

sements. The Ombudsperson does not treat one gender as in

any way superior or better in regard to the other. Additionally,

COUNTRY REPORT FOR LITHUANIA 
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Ombudsperson may participate at the interviews for a job and

admission tests at educational institutions as an observer. Until

2003, the Equal Opportunities Ombudsman had investigated

218 complaints and conducted 53 investigations on its own

initiative. Statistics by gender vary each year. On average,

more complaints are submitted by women, though men are

active as well. 

The decisions of the Ombudsperson in cases of discrimination

on grounds of sex include the right to refer the material of the

complaints to the pre-trial investigation bodies; to address the

institutions with a recommendation to discontinue the viola-

tions of the Act on Equal Opportunities for Women and Men.

The Ombudsperson was granted with a right to investigate

administrative cases and impose administrative sanctions for

the violations of the Act on Equal Opportunities for Women

and Men, which is one of the most important effective tools

of the Lithuanian gender equality policy. The Equal

Opportunities Ombudsperson2 is appointed by the parliament

for a four year term. The number of employees (currently

seven persons) will increase (as the consequence of the Act on

Equal Treatment coming into force on January 1, 2005); the-

refore the Office has to structure its activities as to ensure

effective implementation of the new tasks. 

All natural and legal persons have a right to file complaints to

the Ombudsman's Office by post, e-mail or fax. If the com-

plaint is received by word of mouth or the indications of vio-

lating equal rights are found in the print or electronic media or

other sources of information, the Equal Opportunities

Ombudsman may initiate investigation on his or her own

initiative.The existence of the Ombudsperson's institution is of

an undeniable importance since it provides victims of discrimi-

nations with an easily accessible and relatively speedy remedy.

As set by the Act on Equal Opportunities of Women and Men,

the complaint must be investigated and the complainant must

be given a reply within one month of receipt of the complaint.

If necessary, the Equal Opportunities Ombudsperson may

extend the time limit of investigation for up to two months.

The complainant must be duly notified about this.

Moreover, the Ombudsperson does not provide information

on the investigation of a complaint to mass media or other

sources without the consent of the complainant. This together

with a right given to the Ombudsperson to investigate anony-

mous complaints if this is considered necessary, should encou-

rage seeking help by those victims of discrimination, who fear

publicity. It is worth mentioning, that a number of victims cho-

ose to turn to mass media themselves in order to raise public

discussions on the issue.

The Office provides no mediation services. Nevertheless, it for-

wards the complaints which are not in its competence to the

appropirate competent institutions. The Office provides no

legal representation for victims of discrimination, but it can

give legal advice to persons who experience gender discrimi-

nation.

The recommendations of the Equal Opportunities Ombudsperson

have a binding character, and persons obstructing the

Ombudsperson to exercise his or her duties are held liable

under the law and face administrative sanctions. The majority

of the decisions of the Ombudsperson were duly implemented

by the public institutions as well as private companies so far. It

was first in 2004 that the decision of the Ombudsperson was

appealed at the court by the chief of a private company that

was obliged to discontinue discriminatory commercial on TV

and other public places and to pay administrative fine to the

state budget. 

In 2003, the majority of decisions of the Ombudsperson con-

cerned recommendations to repeal a legal act relating to that

(29 percent of all the cases handled). In 22 percent of the

cases the Ombudsperson gave a notice for the committed vio-

lation, recommended to discontinue the actions violating

equal opportunities in nine percent, imposed administrative

sanctions in six percent of the cases. Finally, 18 percent of

complaints were dismissed because of not being well-groun-

ded. In the first ten months of 2004, eleven violators of the

principle of equal treatment as set in the Act on Equal

Opportunities of Women and Men were sanctioned with

administrative fines.

One of the advisors to the Prime Minister is Advisor on

Family, Children, Youth, Gender Equality Issues and Relevant

NGOs. Normally the person in this position has considerable

experience of working on gender issues and is actively invol-

ved in gender equality initiatives. 

In 2001 the Minister of Social Security and Labour was entrus-

ted with the co-ordination of gender equality issues in all

spheres, implying that this person has been actually acting as

the Minister of Gender Equality. Moreover, all ministries in

Lithuania are responsible for the implementation of gender

equality issues in the area of their particular competence

through preparation and carrying a national programme on

2 - The sorce of the information on the Ombudsperson : Open Society Institutute 2005.
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equal opportunities as well as international and local projects.

Ministry of Social Security and Labour is responsible for the

implementation of equal opportunities for women and men in

the areas of employment and social security. The main activi-

ties of the ministry in the field of gender equality include the

drafting of legislation, implementation of relevant laws and

other legal acts aimed at ensuring equal opportunities for

women and men. 

In 2001 the Minister of Social Security and Labour was com-

missioned to coordinate gender equality issues in all spheres

implying that this person is in fact acting as the Minister of

Gender Equality. Moreover, all ministries in Lithuania are res-

ponsible for implementation of gender equality issues in the

area of their particular competence through preparation and

carrying out of national program on equal opportunities as

well as international and local projects.

The Ministry of Social Security and Labour is responsible

for the implementation of equal opportunities for women and

men in the areas of employment and social security. Main acti-

vities of the ministry in the field of gender equality include

drafting of legislation, implementation of relevant laws and

other legal acts, aimed at ensuring equal opportunities for

women and men. It is also answerable for the overall coordi-

nation of the activities carried out on the governmental level,

preparation of national reports to a number international orga-

nizations as well as raising public awareness on the issue.

Social partnership is of particular importance to the ministry

and has been facilitated throughout the last years, although it

may still be lagging behind the expected level. The Division of

Labour Market and Equal Opportunities within the ministry

was authorized to coordinate the gender equality activities of

the ministry. One has to mention here that by employing only

one person working on gender equality, the Division does not

have necessary human resources.

Inter-Ministerial Commission on Equal Opportunities of

women and Men consists of representatives of all ministries

and the Statistics Department. The Commission is the main

body responsible for gender mainstreaming policies. The

Commission is accountable to the Minister of Social Security

and Labour, and its activities can be monitored by the Equal

Opportunities Ombudsman. It co-ordinates the implementa-

tion of the National Programme on Equal Opportunities for

Women and Men as well as other gender-related measures at

ministerial level. Within its area of competence the

Commission can submit proposals and recommendations con-

cerning gender equality to the Government. The ministry of

Education and Science has the obligation to ensure teaching of

human rights at schools. Since 1997 the Department of

Statistics under the Government has been compiling, analysing

and publishing statistical data on gender. The annual publica-

tion "Women and Men in Lithuania" has been published

annually since 1997. Gender-segregated statistical data provi-

ded to all the state institutions and made known to the public,

allows to identify gender equality problems in different fields

and to take appropriate measures to combat inequalities. In

2004, the Department started to prepare a list of statistical

indices that would explicitly reflect the problematic gender

areas in Lithuania. The structure of the Department includes

ten County Statistical Boards, which collect statistical data on

the county level and send to the central agency. 

County Boards are given funding to collect the data according

to the indices provided by the Department; therefore they

would find it difficult to collect data on specific indices relevant

specifically to their county. All the extra surveys are done when

ordered and financed. This leads to a lack of municipality-spe-

cific gender segregated data and makes it difficult for the

municipalities to target gender problems. Unfortunately, muni-

cipalities are not too active in implementing gender policies.  

The gender equality work at municipal level has only been star-

ted. Nevertheless, the Vilnius municipality has already appoin-

ted one of its employees to execute tasks in the field of gen-

der equality. A number of municipalities have taken part in

projects in the field of equal opportunities.

Priorities of the Programme for the Advancement of Women:

> Freedoms of speech and press (specifically related to the

rights or women)

> Guarantee equal rights for men and women

> New economics structures: changes in the social guarantee-

's systems

> Changes in the status of women 

Challenges to gender equality 
Institutions working in the field of gender equality implement

policies and projects of mutual interest. They are also respon-

sible for separate segments of the equal opportunities policy;

therefore there is an objective need for them to cooperate.

There is a need to strengthen social dialogue in the field and

implement more training on various aspects of gender equality

in all the Lithuanian administrative districts. 

Local level initiatives mainly come from NGOs, and not from

local municipalities themselves. There are no structural units

responsible for the implementation of the gender equality

principal at local level, apart from within the Vilnius municipa-
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lity. The local women's NGO's are nevertheless trying to fill the

gap, but they are not strong enough since they do not have

sufficient funding from local or national authorities. It is also

very important to continue efforts to raise public awareness on

the issues, legal tools available and encouraging people to

address public authorities in cases of discrimination. During

previous elections to Parliament, the number of women parlia-

mentarians has decreased.Gender mainstreaming is still quite

a new issue in Lithuanian society as well as amongst decision-

makers, and this has to be tackled by the responsible institu-

tions. The National Programme on Equal Opportunities is a

great example in this regard, but efforts to implemented gen-

der perspective in all fields of life need to continue. In 2003, in

Lithuania the economic activity rate of women was lower than

that of men, i.e. the economic activity level of women was

66.5%, and that of men - 73.1% (table below). In 2001, the

economic activity level of women was 65.8% and 65.7% in

2002. After the decline of the economic activity level of

women in 2001-2002, in 2003 the economic activity of

women increased, however, it did not reach the respective

activity level of 2000, i.e. 67.1%.

However, not all women aged 15-64 years belonged to the

employed group of the population. In 2000, the employment

rate for both women and men was lower than their activity

rate and reached 58.4% and 63.7% respectively. In 2003,

women's employment rate reached 58.4% compared to

57.1% in 2002, and was the highest since 2000 (57.7%).

11

Issues for women employees
Situation of women in 
the labour market

In 2003, in Lithuania the number of women exceeded 1/2 of

the population: it accounted for 53.3% (114 women per 100

men). Since 1990 this indicator has changed slightly: it increa-

sed insignificantly, though gradually from 1990 (52.7%) to

2002 (53.3%), and continued unchanged since 2002. 

The figure in Lithuania and the European Union-15 (hereinaf-

ter - EU15) is very similar: in 2003 the EU women accounted

for 51% of the total population, and in Lithuania - 53.3%. The

difference in the number of the pension age women and that 

of men was rather significant, i.e. in 2003 women accounted 

for 68.8% of the total number of the pension age population. 

Analysis of the ratio of working age women and men in

Lithuania shows that in 2003 working age women accounted

for 49.7% of the total working age population. Analysis of

the Lithuanian and EU indicators provided in the following

table shows that although the share of women in the total

population of the EU was lower than the respective indi-

cator in Lithuania, the share of working age women in the

total number of the working age population was larger.

SHARE OF WOMEN IN LITHUANIA AND THE EU IN 2003, %

Indicador Lithuania EU

Share of women in the total population 53.3 51

Share of working age women in the total number of the
working age population

49.7 49.9

Sources: Women and Men in Lithuania in 2003. - Statistics Department at the Government of the Republic of Lithuania, Vilnius, 2004; European
Labour Force Survey Principal Results 2003. - Eurostat, 2004.
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Analysis of the employment rate by age groups of Lithuanian

and EU women reveals an interesting trend. Employment of EU

women in the 15-24 year age group was higher compared to

the Lithuanian situation by 18.2%, employment of Lithuanian

women in the 25-54 year age group was higher by 10.2%

compared to the EU. This may be explained by the fact that EU

women enter the labour market at a younger age (the econo-

mic activity of 15-24 year aged women in the EU accounts for

43.6%, in Lithuania - 25.8%) and start their family life later

than Lithuanian women. Comparison of the employment indi-

cators of Lithuanian and EU women shows that the employ-

ment indicator of Lithuanian women exceeds the average EU

indicator. The highest employment level of women in 2003

was in Sweden (71.5%), Denmark (70.5%), Holland (65.8%)

12
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LABOUR FORCE ACTIVITY RATE BY AGE GROUPS IN 2000-2003, %

Age 2000 2002 2003

Groups Women Men Women Men Women Men

15 - 64 67.1 74.2 65.7 73.2 66.5 73.1

15 - 24 30.6 41.7 26.7 34.5 25.9 34

25 - 49 88.5 90.8 87.2 91.4 87.5 91.2

50 - 64 51.9 66.2 52.9 68.6 57.1 70

65 + 6.1 10.3 3 7.3 3.3 8.3

Source: Women and Men in Lithuania in 2003. - Statistics Department at the Government of the Republic of Lithuania, Vilnius, 2004.

and United Kingdom (65.3%). These four countries have alre-

ady achieved the employment level target (60%) established in

the Lisbon Strategy for 2010. By comparison in 2003, the

lowest employment level was in the following EU member sta-

tes: Italy (42.7%), Greece (43.9%) and Spain (46.0%).In 2003,

the unemployment rate of men (12.7%) was higher than that

of women (12.2%), as shown in the following table. Although

the difference is not very high, the preceding analysis of the

EMPLOYMENT RATE BY AGE GROUPS IN LITHUANIA AND EU IN 2003, %

Age Lithuania EU

Groups Men Women Men Women

15 - 64 64 58.4 72.5 56

15 - 24 26.3 18.5 42.5 36.7

25 - 54 79.8 78 86.5 67.8

55 - 64 55.3 36.7 51.6 32.2

64 + 8.1 3 ... ...

Source: Employment in Europe 2004. - Eurostat, 2004
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activity and employment rates explain this situation. Although

women have almost the same unemployment rate as men, they

have higher probabilities of having withdrawn from the labour

force altogether and have less chances of being employed. It is

in fact the youngest women which face much higher unem-

ployment than men (but also have the lowest activity and

employment rates).

Significant differentiation of the employment rate is noticed in

different age groups. As shown in the following table, the hig-

hest employment rate for women was in the age group of 25-

54 years (in the previous table this is reflected in the age group

25-49). In 2003, the women employment

rate throughout all age groups was

lower than the employment rate of

men.

UNEMPLOYMENT RATE BY AGE GROUPS, %

2000 2002 2003

Women Men Women Men Women Men

Total 13.9 18.8 12.9 14.6 12.2 12.7

15 - 24 27.4 31.9 22.9 23.1 28.1 22.5

25 - 49 13.3 17.7 12.3 13.4 10.2 11.8

50 - 64 11.5 15.5 11.6 15.2 12.5 11.3

65 + 0.6 4.8 0.5 ... 8.9 2.7

Source: Women and Men in Lithuania in 2003.- Statistics Department at the Government of the Republic of Lithuania, Vilnius, 2004.

Finally, it is important to note that unemployment has drop-

ped significantly between 2000 and 2003 in the case of men,

but that women's unemployment has done so less rapidly. The

analysis by age groups shows that in the case of men all age

groups have experienced a drop in the rate, whereas in the

case of women there has been a more erratic pattern where

in some cases the unemployment rate has dropped and risen

again (for the youngest women), in others it has increase

throughout the period (older age groups), and only in the case

of women aged 25-49 the rate has dropped more steadily.



14

COUNTRY REPORT FOR LITHUANIA

EMPLOYED POPULATION BY SECTOR IN 2003

Sector Women Men Distribution by sex (%)

Thous % Thous % Women Male

Public sector 259.4 36.4 144.5 19.9 64.2 35.8

Private sector 452.4 63.6 581.7 80.1 43.7 56.3

Source: Women and Men in Lithuania in 2003. - Statistics Department at the Government of the Republic of Lithuania, Vilnius, 2004

Analysis of employment of women by sectors since 2001

shows that the comparative share of women in the public sec-

tor declines gradually: 43.2% of all working women were

engaged in it in 2001, and 36.4% - in 2003. Furthermore, the

expanding market economy and privatisation is strongly affec-

ting professional gender segregation. The level of occupatio-

nal segregation in Lithuania is higher than for example in the

United States according to some analysis measuring the level

of occupational sex segregation that was carried out. The

numbers of women employed decreased by 17%. Women

concentrated in a smaller number of occupations than men.

The level of occupational sex segregation differs in the private

and the public sectors. Private sector employees who face a

newly competitive business environment may, for example,

associate higher non-wage costs with women because of their

family responsibilities. The emergence of the private sector

may have strengthened gender discrimination in the workpla-

ce. The data of Labour Force survey conducted by the

Lithuanian department of Statistics indicated that during the

period of 1994-1998, the share of women in the top of occu-

pations has decreased. The share of women amongst the

legislators, senior officials and governors has decreased form

39.6 % to 34.1 %. Women are a majority among the public

servants.The economic reforms and the processes of privatisa-

tion in Lithuania have resulted in an extensive "flow" of

employees from the state sector to the private sector. In the

periods of 1990-1997 the total number of people employed in

the state enterprises, institutions and organizations has decre-

ased from 1,332.9 thousand to 518.8 thousand, a decline of

almost 60%. In contrast, the numbers of people employed in

private enterprises have almost doubled from 564.7 thousand

to 1,117.7 thousand. At the beginning of the 1998, the share

of the private sector in terms of the national employment

structure comprised almost 2/3 (68.3%), in comparison with

34.5% in 1991. It should be noted that more than half

(around 58%) employees from the state sector were women,

meanwhile men were more active in the private sector (their

share comprised 57%). There are few reasons behind the slo-

wer feminisation of the private sector. Women traditionally

employed in education, health care, social work systems. The

Conditions of work/quality 
of employment

Participation of women in economic activities has greatly

increased since 1995. In 1998 women made up to 48.5%

among the total number of the employed population. Similar

to many other countries feminisation of certain branches of

the economy is observed in Lithuania as well, however, hori-

zontal and vertical gender segregation remains unchanged.

Women are more often employed in the services and less

often in industry. Speaking about the vertical segregation it

should be noted that the position of Lithuanian women in the 

work place is lower in the hierarchy then that of men, and that

in the pyramid of employment women constitute the majority

at the base of the pyramid. Moving up to the top, the number

of women decreases and only a few of them are in the most pres-

tigious occupations. Analysis of the distribution of employed in the

public and private sectors in the table below shows that the num-

ber of women employed in the public sector exceeds that of men

in the public sector. In 2003, the number of women engaged in the

public sector exceeded 1.8 times that of men.
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analysis of statistical data from Lithuania in comparison with

several countries of Western Europe and Scandinavian coun-

tries indicated that irrespective of the type of economy, spe-

cialisation of males and females in the employment domain

was closely interrelated with the traditional gender roles in

society and family. Women predominate social services (i.e.

education and health care) and men dominate the industrial

sector (i.e. construction, transport, some branches of industry).

Women and men are positioned differently in the hierarchy of

the labour market and perform work pertaining to different

status which leads to the vertical gender biased occupational

segregation. Though women continue to dominate in the

public sector, education, health care and other "female" acti-

vities in particular, the decreasing share of women engaged in

the public sector and statistical data show that they have star-

ted to enter "men" fields, such as financial mediation, supply

of power, gas and water, etc.(table below). 2003, 64% of all

employed women were engaged in the service sector, and

only 21.6% in industries and 14,4% in agriculture, while

in the EU-15 in 2003 84.4% of women worked in the ser-

vices sector, 12.5% in industry and only 3,1% in agricul-

ture.

THE SHARE OF EMPLOYED WOMEN IN THE TOTAL EMPLOYED POPULATION BY
TYPES OF ECONOMIC ACTIVITIES IN 2001-2003, %

Economic activities   
Share of women in the total employed
population

2001 2002 2003

Total 50.4 49.7 49.5

Agriculture,hunting,forestry and fishery 37.9 39.5 40.2

Industry 51.5 49.8 50.4

Supply of electricity, gas and water 16.9 15.4 26.3

Construction 8.2 9.7 10.1

Wholesale and retail trade; repair of motor
vehicles, motorcycles, individual and 
household appliances

50.3 50.9 52

Hotels and restaurants 76.4 77.7 81.3

Transport, warehouses and remote
communication

29.5 27.5 24.3

Financial mediation 49.4 60.8 64.8

Real estate, rent and other business activities 48 51.2 49.9

Public administration and defence, mandatory
social insurance

44.1 49.7 39.8

Education 79.8 78.6 79.3

Health care and social work 87.2 85.1 85.6

Other municipal, social and individual services 68 58.4 61.4

Activities of private households that 
hire people

40.5 48.8 59.7

Sources: Women and Men in Lithuania in 2001.- Statistics Department at the Government of the Republic of Lithuania, Vilnius, 2002;Women and
Men in Lithuania 2002. - Statistics Department at the Government of the Republic of Lithuania, Vilnius, 2003; Women and Men in Lithuania in
2003.- Statistics Department at the Government of the Republic of Lithuania, Vilnius, 2004.



Access to training

Education and practical skills have a major impact on the busi-

ness establishment and professional image of a manager.

Review of the statistical data shows that women have the

same educational basis for being a good manager (in 2001,

13, 5% of women and 11,5% of men had the University

degrees).It is obvious that the number of women with

University level of education is larger; however, it does not

guarantee better career opportunities for them. The following

table clearly shows that the population in Lithuania as a whole

has, on average, secondary education or higher. Although

these figures are not disaggregated by sex, it is a fact that

women's education average is higher.
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POPULATION BY EDUCATIONAL ATTAINMENT
(aged 10 years and older)

Total
Per 1,000

inhabitants

Higher 388,462 126

Higher non university
(including technicum)

594,862 193

Secondary 835,699 272

Basic 460,996 150

Primary 640,661 208

Document updated: 2003. 03 .18, 11:03.

On the other hand, the following table shows the type of jobs

that men and women actually have. Women's position in

Lithuania is better than that of the average in the EU as more

women are in highly qualified non-physical jobs and also in

qualified physical jobs, whereas women in the EU concentrate

in low-qualified non-physical jobs.

EMPLOYED POPULATION IN LITHUANIA AND THE EU, 
BY WORK NATURE IN 2003, %

Work nature Lithuania EU

Highly qualified non-physical
job

40.1 23.7 37.5 36.8

Low qualified non-physical job 22.4 9 42.5 15.2

Qualified physical job 26.4 56.8 8.9 39.6

Source: European Labour Force Survey Principal Results 2003. - Eurostat, 2004.
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The main obstacles in the work place as far as equal opportu-

nities for women are concerned are:

> Stereotypical attitudes in society and in media regarding the

roles of men and women. The Equal Opportunities Office has

submitted proposals on the implementation of the Law on

Advertising and amendments to the Equal Opportunities Law

to include the sphere of consumer's protection. 

> Uncertainty about equal opportunities. Information, dialo-

gue and raising the public awareness are of great importance.

Employers, trade unions, social partners, judges and others

must be educated about equal opportunities and what they 

mean. Employees must know their rights in the labour market

and employers must be aware of what legal sanctions they will

face in case of failure to comply with the principal of equal

treatment. 

> Problems with acquiring correct comparable statistics.

Negative phenomena, such as domestic violence, violence

against women, prostitution and trafficking, are a hotbed for

other forms of discriminations. 

> Men usually do not partake in the struggle for equal

opportunities. Steps are to be taken to engage more men

in the spheres traditionally dominated by women. To

avoid violence against women, a Men's Crisis and

Information Center was instituted .last year. 

> Women are not represented in greater extent in

political decision-making processes. After the elec-

tions held in 2000 women MPs constituted 11%

and women in municipality councils 18%. During

last Parliamentary elections (held in 2004) number

of women MP's has doubled and now stands at

21%. This was an outcome of the joined outcome

of women NGOs efforts and mass media cam-

paigns. 

The wage-gap

Official policy specifies equal pay for equal work. Women

make up about one-half of the employed population, and

in the first quarter of the year, they received on average

82.2 percent of what male employees received as a wage.

Women are underrepresented significantly in some profes-

sions, business, and the managerial sector as a whole. 

Significant inequalities in society based on gender continued,

and conservative views about the role of women persisted. In

1999 the Ministry of Education and Science abolished prefe-

rential university entrance criteria; since then the equal oppor-

tunities ombudsman has followed closely admission examina-

tions to universities and found no violation of equal opportu-

nity.

Statistical data show that wages in the activity sectors with a

higher women employment level are lower compared to the

sectors where mostly men are employed. This correla-

tion is shown in the following table.
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AVERAGE MONTHLY WAGES OF WOMEN AND MEN (LTL) AND THE SHARE OF
WOMEN IN THE TOTAL EMPLOYED POPULATION (%) BY ECONOMIC ACTIVITIES

IN 2004-2005

Women´s wages Share of women Men´s wages

Agriculture, hunting and
forestry

900.4 6.54 1,023.9

Fishing 973.7 0.01 1,139.3

Mining and quarrying;
manufacturing   

1,027.2 8.80 1,336.7

Electricity, gas and water supply 1,561.8 0.45 1,816.3

Construction 1,166.7 0.69 1,123.9

Wholesale and retail trade;
repair of motor vehicles,
motorcycles and personal and
household goods

1,047.4 8.08 1,315.8

Hotels and restaurants 771.6 1.83 1,227

Transport, storage and
communication

1,343 1.65 1,405.4

Financial intermediation 2,186.1 0.72 3,829.7

Real estate, renting and
business activities

1,313.2 1.77 1,590.4

Public administration and
defence; compulsory social
security

1,866.8 2.27 1,986

Education 1,123 7.68 1,152.9

Health and social work 996.6 5.74 1,220.7

Other community, social and
personal service activities

1,021.8 2.53 1,213.4

Source: Women and Men in Lithuania in 2003.- Statistics Department at the Government of the Republic of Lithuania, Vilnius, 2004
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The table above shows that the average monthly wages
were lowest nearly in all economic activities where women
predominate. Furthermore, in the following two tables
below, the ratios of women's average wage to that of men
is shown for the whole economy and separately for the pri-

vate and the public sector and the actual average wages.
As opposed to many of the outcomes for women in the
public sector in other EU countries, the wage gap is much
worse for women in the public sector and it seems to be
deteriorating further at a grater rata than in the private sector.

WOMEN'S EARNINGS AS PERCENTAGE OF MEN'S, %

Whole economy Public sector Private sector

2000 81.7 77 84.5

2002 81.2 74.9 85

2003 80.9 75.2 83.8

Source: Women and Men in Lithuania in 2003.- Statistics Department at the Government of the Republic of Lithuania, Vilnius, 2004

AVERAGE MONTHLY GROSS EARNINGS BY ECONOMIC SECTOR
( Sole proprietorship are excluded (LTL)

Whole economy Public sector Private sector

Year Women Men Women Men Women Men

2000 956 1,170 980 1,272 918 1,087

2002 1,010 1,244 1,018 1,360 998 1,174

2003 1,050 1,297 1,065 1,416 1,029 1,228

Data:http://www.std.lt/web/main.php?parent=755&module=755&action=page&id=151&print=y
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Reconciliation of work and 
family life

A survey made in Lithuania (in 1997 by the Women Study

Centre of Vilnius University) shows the public opinion, that if

there is lack of working places, it is easier for men to get work,

than women.The employers are more likely to hire men in

more prestigious and better-paid professions. Similarly to

other post-communist countries, in Lithuania the idea of

'returning' woman back to the family or to her home is popu-

lar. In certain way, this is a natural reaction to negative conse-

quence of paid employment of women and related with it

"double burden" where working women continue to be res-

ponsible for majority of domestic duties. As an interim conclu

sion, we can say that as long as women will consider their

duties at home and childcare a priority, they will carry "double 

burden of occupation" and receive lower payment for their

work, as compared with men. 

One of the main obstacles for women to join labour market on

better conditions is the lack of reliable and accessible system

of child care. Besides that, the discriminatory situation in the

labour market is influenced by the belief of employers, collea-

gues and society, that women's place is at home. The stere-

otypes of "proper" male and female roles are enforced and

strengthened by the gender segregation in the working place

and the consequences of this phenomenon. It is still believed,

that public sphere belongs to a man, while the private or

home sphere is the domain of women. 

On the other hand, the Social Security legislation ensures that

social protection is a right of all people in Lithuania irrespecti-

ve to their gender. The main Social Security rights are guaran-

teed by the Constitution of the Republic of Lithuania. "The

state takes care of the families that raise and nurture children

at home and provides support to them as applicable by law."

This legislation also provides benefits to mothers before and

after the birth of child, favourable work conditions and other

concessions.The social security system is funded by contribu-

tions by employees. The Laws on Social Security in Lithuania

details the remit of the Constitution and includes Law on the

Principles of the State Social Protection System, Law on

Guaranteed Income, Law on the State Social Insurance, Law

on the State Social Insurance Pensions, Law on the Social

Pensions, Law on the State Benefits for the Families Raising

Children, Law on the Social Services and others. In the follo-

wing section a description of the various types of benefits that

can be identified as supporting women in the reconciliation of

work and family life are described. The possible effects (nega-

tive or positive) that they can have on women's decisions to

participate in the labour market are analysed in a separate sec-

tion below.

Benefits
Sickness and maternity insurance is compulsory for permanent 

residents in Lithuania who work and receive remuneration for

their work. The self-employed and other persons can voluntary

choose this kind of insurance.

Maternity (Paternity) Benefit
Maternity leave is usually associated with women, but mater-

nity benefits can be paid either to the mother or the father

who is insured by the state social sickness and maternity insu-

rance. Women are entitled to maternity benefits for 70 calen-

dar days before the birth of their child and 56 days after giving

birth, they receive 100% of the compensated wage. When

this period has expired, either one of the parents on the child

care leave in accordance with the Law on Vocation receives

the benefit until the child is one year old. The benefit is 60%

of the compensated wage, but cannot be less than the appro-

ved minimum wage. If the recipient of the maternity benefit is

dismissed from work during these periods due to the liquida-

tion of the enterprise or organisation, the payment of the

maternity benefit is continued, but not if the person is in

receipt of severance pay. Working mothers are protected

under the Law on Employment Contract, as the employer can-

not on his own initiative cease the contract with pregnant

women and mothers raising their children under 3 years old.

When there are job cuts in the employee numbers, women

have the priority to remain at work. The pregnant women and

women with children under 14 years of age or those with a

disabled child under 16 years of age have the right not work

a full day. Women who are pregnant or those women rai-

sing/caring for children are also eligible for benefits.Other gua-

rantees to pregnant women, women after the confinement

and breast-feeding mothers, employees raising a child until he

or she has reached the age of 3 as well as to employees who

are raising as single parents a child until he or she has reached

the age of 14 or a child with disabilities until he or she has rea-

ched the age of 16, are as follows:

> Assignation for overtime work upon their consent only

(Art.150 (4) of the Labour Code); 

> Assignation for a business trip upon their consent only

(Art.220 (3) of the Labour Code); 

> Assignation for stand-by duty at the enterprise or at home

upon their consent only (Art.155 (4) of the Labour Code); 

> Assignation to work during annual holidays upon their con-

sent only (Art.162 (2) of the Labour Code);
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> Right to demand to set the part-time work (Art.146 (1) of

the Labour Code); 

> Right to chose the time of annual holiday after 6 m o n t h s

of uninterrupted work (Art.169 (4) of the Labour Code).

Maternity Grant to Women in Full Time
Education
Families raising children can get different kinds of benefits

from the state and local authorities. Pregnant women who

undertake regular studies during the day and are not eligible

for the state social insurance maternity benefit have the right

to a maternity grant, this is paid for 70 days before due date

of birth and amount to 75 % MLS.

Child Birth Grant
Every mother is entitled to a single grant, this amount to 6

MLS when she gives birth to a child (except in case of baby

being placed for adoption or state care). In case of mother's

death or removal of parental rights, the grant is paid to the

father of the baby or another person who has care of the

baby.

Family Benefit
A Family that is not eligible for a maternity grant is given family

benefit from the date of birth of the child until the child is

three years old, this amounts to 75 % MLS monthly. Families

who are entitled to maternity benefit also receive this benefit

of the same amount, except that it is paid during the period

when the child is one years old until the child is three.

Child Care Benefit
The child care benefit of 4 MLS is paid out to persons, families

or non-governmental care institutions for every orphan taken

care of, or child deprived of parents' care in case one does not

get any other support from the state of any kind.

Benefit to Families Raising Three or More
Children
Women raising three or more children up to the age of 16

years old and older children who continue their studies recei-

ve a monthly benefit of 1 MLS, if the income of the family is

less than the three Government-approved incomes. For the

fourth child and subsequent children the benefit is increased

by 0.3 MLS and paid irrespective of income. This benefit can

be paid to the father in case the mother is missing, unable to

care for her children due to illness or is deprived of the mater-

nity rights. Low-income families are eligible for social benefit

and heating compensation which are means tested. Social

Benefit is paid to families in which persons with working capa-

city earn very low income or do not work for the justifiable

reasons. This benefit is not provided for the families and per-

sons with the working capacity and able to work but refuse to

work and is not active job seekers.

The investigation of living conditions of the recipients of social

benefit has revealed the following as the most commonly clai-

ming benefit (and those whose income is the lowest):

> unmarried women raising children and unable to work; they

often live with their

> parents or somebody else;

> divorced women who do not receive alimony for their chil-

dren;

> families with many children, where the woman usually recei-

ves the benefits and the man receives a minimum wage or

does not work at all.

The social benefits as well as other social payments are very

important source of income for women raising children.

Though we usually talk about the equal status of every person

according to the law, women employees distinguish themsel-

ves by exceptional psychophysical qualities that is why they

need additional labour guarantees. 

Legislative statements regulating labour relations grant addi-

tional guarantees:

> to pregnant women

> to women, who have recently given birth

> to breastfeeding mothers

> and in some cases to women, raising a child under 3 years

old or an older one.

The employer, who accepted a woman for a job, has to not

only defined her work in the agreement and pay the agreed

payment, but also to ensure safe and healthy working condi-

tions as well. This includes working environment, nature, wor-

king and rest time, directly influencing the feelings, working

capacity security and health of the employee. Special attention

is paid on pregnant, breastfeeding mothers and mothers who

have recently given birth. These women belong to the excep-

tional risk group.

Having determined the possible effects, the employer must

take precautions to eliminate following risks:

1) if a pregnant woman, a woman who recently given birth or

breastfeeding woman has job, defined in the list of forbidden 
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jobs, she must be moved to another post before  pregnancy

and child birth leave.

2) if a pregnant woman, a woman who recently given birth or

breastfeeding woman is affected by dangerous factors, the

measures should be taken to eliminate them.

If it is not possible to eliminate these factors, the employer has

to implement measures for improving working conditions, so

that a pregnant woman, a woman who recently given birth or

breastfeeding woman will not experience the effect of these

factors.

Guarantees for women cancelling 
working agreement
It has to be mentioned that enterprises, institutions, and

organizations can enact local standard legislative statements.

Triangular agreements and collective agreements defining

additional guarantees for working women can be signed as

well, provided that they do not deteriorate the situation of

working women as compared to the guarantees stated in

Labour Code and other standard legislative statements.

Impact of the tax-benefit system on
women employees and employers

The different benefits and guarantees for working women as

described in the preceding section have a series of effects on

women themselves and on employer's willingness to hire or

retain them as workers. According to various studies on the

impact of the tax-benefit system on various aspects of wome-

n's position in the labour market, it can be said that in

Lithuania there are benefits which promote the hiring and

retention of women, while there are others which motivate

the employer to avoid employing women or to seek that they

do not return to work after child birth. Further, some of these

benefits can clearly increase the probability that women them-

selves will choose to remain at home given the family income

and the lack of needed social services (mainly, but not exclusi-

vely, affordable, quality child care and also, in some cases,

affordable quality services for dependent adults).In addition to

the apparently strong stereotypes existing about women's

place in society in Lithuania, the present mix of benefits which

give incentives to women to remain at home after child-birth

and up to the age of three of the child, with a low number of

quality child-care facilities may seem to fit more a pro-natalist 

policy rather than a policy conducive to increasing women's

participation in the labour market. However, the fact is that

fertility rates in Lithuania have plummeted from 1.94 in 1992

to 1.25 in 20033 . The mix of uncertainty in the labour market,

with decreasing levels of social expenditure, and the nega-

tive effects of the benefit system, can be the main cause for

this situation, as in other EU countries (particularly those of the

Mediterranean)4 .It is also important to mention the effects of

other benefits such as retirement pensions. The right to recei-

ve the old age pension is guaranteed to all persons of retire-

ment age, the amount of social insurance paid is dependent

on the amount of years served and satisfying some other

requirements. 

Women in Lithuania could retire five years earlier than men.

Since 1995, however, the pension age margin has been incre-

ased by two months annually for both women and men. This

will continue until it will reach 60 years for women and 62

years 6 months for men. Nevertheless, the increase of the pen-

sion age margin is more rapid for women for whom 4 months

are added annually (for men it is only 2 months).The old age

pension is paid monthly until the death of the pensioner and

two months after the death as a funeral benefit. 

The amount of pension benefit entitlement is not related to

the wealth of the pensioner or number of dependent persons.

Working pensioners receive the full benefit of the old age pen-

sion when they are 65 years old. These changes in age, taking

into account the need to finance pensions as fertility rate

drops and longer lives. In this respect it its important to keep

in mind the fact that other changes to the pension system,

such as privatisation and individualisation, can also be affec-

ting more negatively those persons with lower wages (on ave-

rage more women).

3 - Eurostat. ttp://epp.eurostat.cec.eu.int/portal/page?_pageid=1996,39140985&_dad=portal&_schema=PORTAL&screen=detailref&language=en&pro-

duct=Yearlies_new_population&root=Yearlies_new_population/C/C1/C12/cab12048

COUNTRY REPORT FOR LITHUANIA
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4 - For a recent review of the impact of the tax-benefit system on women's labour market outcomes and on the reconciliation of work and family life,

see the European Parliament report "Social Security Systems in the EU and their impact on reconciliation of work and family life", prepared by

Almenara Estudios Económicos y Sociales, 2004.

Stereotype of working women

Since the change of the system from the soviet to a

democratic one the involvement of women in the eco-

nomy continues to be very high. A social stereotype of

a working woman reflects this, although traditionally for a ste-

reotype it is lightly one sided.

A stereotype of a working woman show her as well educated,

extremely busy workaholic, constantly preoccupied with her

work, and hence not have time for her private life (i.e. she

does not have one). She has no time for social activities; she 

also does not have a family. Such description makes it clear

that society thinks of a working woman, as a woman who

works in a high, well paid position, such as a manager, lawyer,

business woman, governmental officer, etc. This stereotype is

only partly correct. It is true, that most of the working women

in such positions do have a high level of education and devo-

te most of their time to their professional duties. At the same

time however, these women are usually are most successful in

managing their personal and family life as well. This feature of

a working woman is not reflected in the social stereotype. 

The system of free economic market provides, in theory,

equal opportunities for all citizens to seek economic

independence; however, in practice it is not always

true. There are cases, when women are discriminated on the

basis of sex in job-seeking. Therefore, more and more women

are willing to start their own business and gain economic inde-

pendence this way. 

Moreover, women recruit other women more willingly and

create jobs not only for themselves, but also for other women,

filling in at the same time the existing niches on the free mar-

ket.According to the data of the Statistics Department women

ran approximately 29% of businesses in 1998. Men traditio-

nally are much more active in starting up a company but the 

activity of women in this respect has been improving in the

course of recent years. In 1997, only 28.8% of newly establis-

hed companies were managed by women, in 2001 this figure

reached 40%. In 2003, as the following table shows, only 

12.9% of all employed

women were emplo-

yers and self-emplo-

y e d . ( c o m p a r e d

with 20% of men

in the same situa-

tion). 

The major share of

women . . ( 82 .9%)

were employees. Also

it is important to note the

higher share of family wor-

kers among women, this is particu-

larly important in a country such as Lithuania with a high per-

centage of people dedicated to agriculture. Indeed, the num-

ber of men who are also family workers represents almost 3%

of all male workers while the percentage for women is just

above 4%.

Issues for women entrepreneurs

Labour Market and Entrepreneurship overcoming Gender Stereotypes
A Transnational Action Plan Promoted by Business Women

and Gender Equality Organisations
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EMPLOYED POPULATION BY EMPLOYMENT STATUS IN 2003

Total (thousand) Distribution by sex (%)

Female Male Female Male

Total 711.8 726.2 49.5 50.5

Employed 589.9 554.8 51.5 48.5

Employers and self-employed 91.6 151.2 37.7 62.3

Family workers 30.3 20.2 60 40

Source: Women and Men in Lithuania in 2003.- Statistics Department at the Government of the Republic of Lithuania, Vilnius, 2004

Nowadays women have started to enter the conventionally

male business world more enthusiastically. Although currently

both men and women are legally provided with equal oppor-

tunities to start up their business, the key business players con-

tinue to be men. In 2003, in Lithuania self-employed women

accounted for around 38% of the total self-employed popula-

tion. In the EU this indicator accounts for 32%.

The main reasons determining a lower level of women's

participation in business:

> Outdated stereotype approach towards a woman's

social role; 

> Difficult compatibility of the family and business;

> Lack of self-confidence;

> Lack of specific knowledge necessary to run busi-

ness, etc. 

Regardless the above provisions, the situation of

women in business is improving. In 2001, the

Statistics Department at the Government of the

Republic of Lithuania together with the Ministry of

Economy of the Republic of Lithuania carried out the

survey of business environment for small and medium-

sized enterprises which shows that the number of women

managers in companies is increasing. In 2000, in Lithuania

the share of women managers accounted for only 29,2%,

while in 2001 already 40% as the following graph shows.
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In the following graph, it is shown that in all age groups the
share of men managers is higher. This difference is obvious
in the age group of 21 - 30. The biggest number of women
managers is in the age group of 41 - 60 years. In 2003 the

biggest share of women-managers in the EU was in France
(women-managers accounted for 36%), Great Britain (32%)
and Spain (32%), and the smallest share - in Italy (20%),
Denmark (21%) and Luxemburg.

Managers of newly established enterprises
by size in 2001,(% total number of companies different years = 100)

Distribution of entrepreneurs by sex and age in 2001 (%)
(total number of entrepreneurs in a respective age group = 100)

Source: Small and Medium-Size Business in Lithuania and Central Europe - Vilnius, Satistical survey,2002

Source: Small and Medium-Size Business in Lithuania and Central Europe - Vilnius, Satistical survey,2002
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Only 21-24% of entrepreneurs in all age groups are women.

The situation regarding women entrepreneurs in Lithuania

and the EU is very similar. In all age groups (25-39 years, 40-

49 years, and 50+ years) the number of women entrepre-

neurs is smaller than that of men entrepreneurs. In the EU

the biggest number of women entrepreneurs is in the age

group of 50+ years (5,5% of the total number of the age

group employed women). This number is slightly lower,

4.5%, in the age group of 40-49 years and 3% in the age

group of 25-39 years.

Lithuanian women entrepreneurs develop their activities

mainly in the following areas: sewing, hairdresser's salons

and the barber's, beauty salons, small restaurants and cafes,

private dentist surgeries and private clinics, sports clubs, etc.

According to the survey Women and Entrepreneurship in

Lithuania, report by Ruta Aidis (January 1998) based on inter-

views with women, one of the major outcomes is that the

majority of the women entrepreneurs (71%) have encounte-

red discrimination, 82% feel that it is more difficult for

women to be entrepreneurs, whereas 49% feel that they are

more vulnerable. Also the study brought forward the negati-

ve entrepreneurial image of women and the limited sources

of capital, particularly for start-ups.

Another pilot survey report by UNDP, Businesswomen in

Lithuania, indicates that women in business are mostly not

treated as equal business partners and have to overcome

more difficulties than men. This report also shows that spe-

cial advise, training and support on financial issues is needed.

It is also noted in this report that this type of support is not

very widespread and is not very affordable.Women are com-

mitted to entrepreneurship, but facilities are needed to pro-

vide advice and information. Credit, particularly for start-ups,

is a major consideration. Although small loan are said to be

available there is certain paucity in higher range of money. It

can be explained by unwillingness of the banks to extend

their loans to small business since there is no difference for

the banks in costs of servicing small and nig loans. The

Mission Report by John Allen and Atena Duicu (UNDP-RBEC)5

points out that although various organisations are active in

the field of gender and/or business on the one hand and cre-

dit for small and medium-sized business on the other, there

is clearly a need for an organisation combining training/advi-

sory facilities and a credit scheme, particularly focussed on

women. 

Various initiatives are developed by selected women's NGOs.

WEINC (Kaunas Women's Employment and Information

Centre) has started a mobile service ("Consultancy Center on

the Wheels") with the aim of advice rural women in the

region around Kaunas. The mobile service is going through

towns and villages, talking to women that are interested in

starting a new business. Based on success of other rural cre-

dit unions, LFWA (Lithuanian Farm Women's Association) has

established a women's credit union.

Since 1995, more than 29 credit unions have been founded.

The women credit union is assisted by SDID (the Canadian

Société de Développement International Desjardins). SDID

will reimburse the costs when the credit unions has gained

"critical mass" and it also gives a term deposit at the start to

ease the early development of the credit union. The credit

unions operate according to the Law on Credit Unions, which

gives stringent regulations on the foundation, the organisa-

tion and the functioning of credit unions. It is the Central

Bank of Lithuania who licenses, supervises and monitors

them.

5 - For both UNDP reports see Wanted: Women in Business project summary at http://www.undp.lt/files/pdf/Economic/Lit99Q12.pdf 

Stereotype of 
self-employed/entrepreneurs

The stereotype of a self-employed/entrepreneur is similar

to the stereotype of a working woman, but with more

distinct "single woman" elements. Such approach

comes from a long patriarchal societal thinking. People see

female entrepreneurs/self-employed as women who most

likely failed in their marital/family life, do not have a husband

who would provide for them and this is why they need to

think of a way to support themselves. Even though this stere-

otype is slowly changing, the professional skill, knowledge,

capacity and potential of such women do not receive the

attention they should. 
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Case Studies

Case study 1: Audrone, the working
woman

Audrone works as an assistant manager at a private enterpri-

se. She is married and has two children of ages 14 and 5. She

works a regular week of 5 working days. Since she is an

employed staff of the enterprise, and not an owner, she has to

strictly abide the working schedule. Her working day starts at

8 A.M., and ends at 5 P.M. Before work, Audrone drops both

of her children off at school, then goes to her office. Audrone

uses her lunch break to pick her youngest daughter from scho-

ol and drives her to her after-school activity. Then she goes

back to the office to finish up the rest of the working day.

Audrone agrees that there are at least once a week occasions

when she has to work overtime. She is very happy that her

oldest son is of an age where he can look after his younger sis-

ter, so she does not have to worry so much about leaving her

children alone during the overtime hours. Her husband works

in another town and commutes every day, so he also gets

home quite late. Audrone is quite satisfied with her job, becau-

se it pays well and has career opportunities, but she agrees

that it takes up a lot of time that she would rather spend with

her family. Over all, she finds the timetable and the lifestyle a

bit stressful, because she is very worried about her children.

She wishes her spouse was more involved in child care, but she

also understands that her husband also needs to work and

advance his career. After all, both Audrone and her husband

work for the better future of their children.

Case study 2: Zita, an 
entrepreneur

Zita, together with her husband owns a small factory

that manufactures uniforms for restaurants, cafes, etc..

As Zita said herself, she had this business for over 15

years most of which she has spent "working like crazy",

taking all the orders, working over time, paying extra for

the over time of her workers and hardly making the ends

meet. Several years ago she became involved in a large

international project for women entrepreneurs from the

Baltic States. She met a woman from Sweden who was invol-

ved in the similar type of business. A trip to Sweden to visit the

business of a newly met friend was one of the most valuable

lessons of her life. There she learned that quality of her work

and of the clients can make a big difference in the business

and in the earning. 

She realized that taking in al the orders does not always help

out the business. Zita started looking for clients, which need

and were worth the quality that Zita's factory could provide.

And things started to change. Now Zita is very happy with the

way things are developing in her company. She has clients

from all over Europe and is a very successful business woman.

Zita says that shifting the quantitative approach towards the

quality has improved not only her business, but made a lot of

positive changes in her personal and family

life too. 




