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INTRODUCTION

Decent Work is the type of work to which all
of us aspire. It is done under conditions
where people are gainfully employed (and
there exist adequate income and
employment opportunities); the social
protection system (labour protection and
social security) is fully developed and
accessible to all; social dialogue and
tripartism are promoted and encouraged;
and rights at work, as specified in ILO
Declaration on Fundamental Principles and
Rights at Work and Core ILO Conventions,
are practised, promoted and respected.

Wagelndicator Foundation has been
working since late 2007 to raise awareness
of workplace rights through a unique tool,
i.e., Decent Work Check. The Decent Work
Check considers different work aspects
deemed necessary in attaining “decent
work”. The work makes the abstract
Conventions and legal texts tangible and
measurable in practice.

The Decent Work Check employs a double
comparison system. It first compares
national laws with international labour
standards and scores the national
regulations (happy or sad face). If national
regulations in a country are not consistent
with ILO conventions, it receives a sad face,
and its score decreases (and vice versa). It
then allows workers to compare their on-
ground situation with national regulations.
Finally, workers can compare their personal
score with the national score and see
whether their working conditions are
consistent with national and international
labour standards. The Check is based on de
jure labour provisions, as found in the
labour legislation.

A Decent Work Check is beneficial both for
employees and employers. It gives them
knowledge, which is the first step towards
any improvement. It informs employees of
their workplace rights while enlightening
employers about their obligations. Decent
Work Check is also helpful for researchers,
labour rights organisations conducting
surveys on the situation of rights at work
and the general public wanting to know
more about the world of work. For example,
Wagelndicator teams worldwide have
found out that workers, small employers
and even labour inspectors are not,
sometimes, fully aware of the labour law.
When you are informed - being a worker,
self-employed, = employee, employer,
policymaker, or labour inspector - there is
a greater possibility that you ask for your
rights (as a worker), you comply with rules
(as an employer), and you strive to enforce
these (as a labour inspector).

The work is relevant to the challenges
posed to the future of work, especially the
effective enforcement of legislation in
financially constrained states, a rise in
precarious employment and analysis of the
impact of regulatory regimes

The text in this document was last updated in February 2025. For the most recent and updated text on Employment & Labour Legislation in
Lithuania in Lithuanian, please refer to: https://mysalary.lt/
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MAJOR LEGISLATION ON
EMPLOYMENT AND LABOL

Principles and  Procedure of
Determination of the Minimal
Remuneration for Work

Labour Code 2016

Law on Sickness and Maternity Social
Insurance 2000

Law on Occupational Safety and
Health 2003

Regulation of the Supply of Workers
with Personal Protective Equipment
(2007)

Law on State Labour Inspectorate,
2003

Law on Social Insurance of
Occupational Accidents and
Occupational Diseases 1999, last
amended in 2014

Law on State Social Insurance
Pensions 1994, last amended in 2012

Social Insurance Unemployment Law
2005

Constitution of Lithuania 1992, last
amended in 2006

Equal Opportunities Act for Women
and Men 1998, last amended in 2012

Equal Opportunities Act 2003, last
amended in 2008

Criminal Code 1968, last amended in
2014

Law on Trade Unions 1991, last
amended in 2013

The text in this document was last updated in February 2025. For the most recent and updated text on Employment & Labour Legislation in
Lithuania in Lithuanian, please refer to: https://mysalary.lt/
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01/13NVORK & WAGES

ILO Conventions

Minimum wage: Convention 131 (1970)
Regular pay & wage protection: Conventions 95 (1949) and 117(1962)

Lithuania has ratified the Convention 131 only.
Summary of Provisions under ILO Conventions

The minimum wage must cover the living expenses of the employee and their family members.
Moreover, it must relate reasonably to the general level of wages earned and the living
standard of other social groups. Wages must be paid regularly on a daily, weekly, fortnightly or
monthly basis.

The text in this document was last updated in February 2025. For the most recent and updated text on Employment & Labour Legislation in
Lithuania in Lithuanian, please refer to: https://mysalary.lt/
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1 Principles and Procedure of
Determination of the Minimal
Remuneration for Work

9 Labour Code 2016

Minimum wage in Lithuania is set by the
Government on the recommendation of the
Tripartite Council which is composed of
representatives from Government (four
relevant  ministries), employer and
employee representatives (four members
each) and three independent experts. Upon
the recommendation of the Tripartite
Council, the Government may establish
different minimum rates of hourly pay and
monthly wage for different sectors of
economy, regions or categories of
employees. Minimum wage is set while
taking into account the wage level in the
previous year, average wage level in the
country, need of workers and their families,
cost of living/Consumer Price Index,
economic development, productivity, size
of the private sector, level of employment
and the capacity of the employers to pay.
Under the amended Labour Code 2017,
minimum wage can be paid only for
unskilled labour.

Minimum wage can also be set through
collective bargaining, provided thatitis not
lower than the minimum wage set by the
government.

Compliance with provisions of Labour Code
is the responsibility of the State Labour
Inspectorate. Trade union also has the
responsibility to play a role in
implementation of the minimum wage
rates. In the case of non-payment of
minimum wage (set by government or

under collective agreement), a fine is
imposed on the employer. Such sanctions
are part of the Lithuanian Administrative
Violations Code.

Sources: §8 & 12 of Principles and
Procedure of Determination of the Minimal
Remuneration for Work; §141 of Labour
Code 2016; 8§99 of the Code of
Administrative Offenses of the Republic of
Lithuania No. X11-1869, 2017

A wage is defined as remuneration for work
performed by an employee under a
contract of employment. A wage comprises
the basic salary and all additional
payments directly paid by the employer to
an employee for the work performed. The
wage of an employee depends upon the
amount and quality of work, the results of
the activities by the enterprise,
establishment or organisation as well as
the labour demand and supply on the
labour market.

Wages must be paid to employees at least
twice a month or once a month on the
request of an employee. Labour Code
requires that wages be paid in cash. All the
employees must be given pay slips by the
employer indicating gross pay, take-home
pay and deductions, as well as the duration
of the time worked by the employee,
specifying the duration of overtime work.
The specific time periods, place and
procedure of wage payment is specified in
collective agreement or contract of
employment.

A deduction in wages may be made only in
accordance with the law (to recover debt,
advance loan, etc.). The total amount of
deductions from the wage should not

The text in this document was last updated in February 2025. For the most recent and updated text on Employment & Labour Legislation in
Lithuania in Lithuanian, please refer to: https://mysalary.lt/
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exceed 20% of the minimum monthly wage
established by the Government in the
normal cases. In certain cases, up to 50%
deductions are allowed.

Sources: §139, 140, 144-150 of Labour Code
2016

The text in this document was last updated in February 2025. For the most recent and updated text on Employment & Labour Legislation in
Lithuania in Lithuanian, please refer to: https://mysalary.lt/
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02/13COMPENSATION ANL
WORKING HOURS

ILO Conventions

Compensation overtime: Convention 01 (1919)
Night work: Convention 171 (1990)

Lithuania has ratified both the Conventions 01 and 171.

Summary of Provisions under ILO Conventions

Working overtime is to be avoided. Whenever it is unavoidable, extra compensation is at stake
-minimally the basic hourly wage plus all additional benefits you are entitled to. In accordance
with ILO Convention 1, the overtime pay rate should not be less than one and a quarter-time
(125%) of the regular rate.

Night work means all work which is performed during a period of not less than seven (07)
consecutive hours, including the interval from midnight to 5 a.m. A night worker is a worker
whose work requires the performance of a substantial number of hours of night work which
exceeds a specified limit (at least 3 hours). Convention 171 requires that night workers be
compensated with reduced working time or higher pay or similar benefits. Similar provisions
fare found in the Night Work Recommendation No. 178 of 1990.

If a worker has to work on a national/religious holiday or a weekly rest day, he/she should be
entitled to compensation. Not necessarily in the same week, provided that the right to a paid
compensation is not.

If a worker has to work during the weekend, they should thereby acquire the right to a rest
period of 24 uninterrupted hours instead. Not necessarily in the weekend, but at least in the
following week. Similarly, if a worker has to work on a public holiday, they must be given a
compensatory holiday. A higher rate of pay for working on a public holiday or a weekly rest day
does not take away the right to a holiday/ rest.

The text in this document was last updated in February 2025. For the most recent and updated text on Employment & Labour Legislation in
Lithuania in Lithuanian, please refer to: https://mysalary.lt/
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M Labour Code 2016

The normal working hours are 8 hours a day
and 40 hours a week. The maximum
working hours including overtime should
not exceed 48 hours over a 7-day period. For
workers employed in more than one
workplace or having an additional job
contract in the same workplace, the daily
working time (including breaks to rest and
to eat) may not exceed 12 hours. Labour
Code earlier did not have any provision
regarding flexible working schedule. Under
the amended Labour Code 2017, flexible
working schedules are allowed where an
employee may set the work schedule.

The duration of working hours of the
specific categories of employees (of health
care, care (custody), child care institutions,
energy, specialized communications
services and  specialized  accident
containment services as well as other
services that operate in uninterrupted
regime/standby duty (the list approved by
the Government) as well as of persons on
duty in premises may be up to 24 hours per
day. The working time of such employees
must not exceed 48 hours per seven-day
period and the rest period between working
days must not be shorter than 24 hours.

There is also provision for shorter working
hours for certain categories of workers
which include young workers (under 18
years of age), workers engaged in the
dangerous or harmful working
environment where the concentrations of
hazardous factors exceed the permissible
marginal amounts, night workers, and
workers whose work involves heavy
emotional or mental strain. In these cases,
the weekly work time should not exceed 36
hours per week. It is pertinent to mention
here that decreased working hours do not
mean reduced pay. These workers are paid
wages equal to (and sometimes even higher
than) those of other workers.

Overtime work is the work in excess of
general working hours (40 hours a week, 36
hours a week, working time fixed for part-
time workers and 12 hours a day/48 hours a
week in the case of summary recording of
working time). Employers can assign
overtime work only in exceptional cases
and that is also subject to the written
request or consent of an employee.

An employer may assign overtime work in
the following exceptional cases: work is
necessary for national defence and for
preventing accidents or dangers; work is
needed for the public at large, also when
eliminating incidental and unexpected
consequences as a result of accidents,
natural disasters; in order to finish the work
which could not have been finished during
the working time in the present technical
production conditions because of an
unforeseen or accidental obstacle, if
production materials may get spoiled or
work equipment may break down as a
result of an interruption in work; work is
related to repairs and renovation of
mechanisms or equipment, if many workers
would have to interrupt their work due to
the breakdown of the said mechanisms and

The text in this document was last updated in February 2025. For the most recent and updated text on Employment & Labour Legislation in
Lithuania in Lithuanian, please refer to: https://mysalary.lt/
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equipment; another shift worker fails to
arrive at the workstation, if working process
may be impeded because of this; in such
cases the administration must
immediately, but not later than in the
middle of the shift replace the shift worker
by another employee; to perform loading
and unloading operations and related
transportation work, when it is necessary to
vacate  warehouses  of  transport
enterprises, as well as to load and unload
means of transportation in order to avoid
the accumulation of freight in dispatch and
destination points and idle vehicle time;
and in other cases as provided for in the
collective agreement.

An employee's overtime work must not
exceed four hours in two consecutive days
and 120 hours per year. A different annual
duration of overtime hours can be set under
a collective agreement which should not
exceed 180 hours per year. Work, in excess
of general working hours, of administrative
officials is not considered overtime work.
Under the amended Labour Code 2017, the
overtime limits are changed as following: 8
hours per 7 consecutive days; 12 hours in 7
consecutive days given employee’s consent
in writing; and 180 hours per year unless
longer hours are approved under a
collective  agreement. The average
maximum working hours inclusive of
overtime cannot exceed 48 hours per week
over a 3-month period.

Overtime is paid at least 150% of the
average wage per hour. Under the
amended Labour Code 2017, Overtime rate
for night workers is set as at least double
(200%) the normal rate.

In line with the Law No. XIlI-2341, it is the
duty of an employer to record deviation
from normal working time, which includes
overtime, night work, work on public

holidays. Employers are further required to
keep record of the working time of the
employees.

Source: §111-121 & 144 of Labour Code
2016; §35 &56 of Law No. Xll-2341;
https://www.e-
tar.lt/portal/legalAct.html?documentid=ac
337310af9d11e984 51fa7b5933515d

Night work is the work performed between
20:00 to 06:00, when at least three working
hours are performed during this interval of
time. Working time at night is reduced by
one hour. Thus, the daily working hours for
night workers are 7 hours per day. The
working time is not reduced at night in case
of continuous production, as well as in
cases where an employee has been
expressly recruited to perform work at
night. Under a 2020 reform in the Labour
Code, the working hours for night workers
whose work involve special hazards or
physical work may not work more than 8
hours in a 24-hour period.

Employees working at night may receive
free health assessmentsin accordance with
the procedure by the Government, and also
on their request. Night work is prohibited
for employees who have been found to be
unfit for night work by a healthcare
institution. If it is established that work at
night has harmed or may cause harm to the
employee’s health, the employer must, on
the basis of the conclusion of a healthcare
institution, transfer the employee to
perform day work only.

Night work is paid at the rate of at least 150
% of the employee’s wage (basic salary plus
all additional payments).

The text in this document was last updated in February 2025. For the most recent and updated text on Employment & Labour Legislation in
Lithuania in Lithuanian, please refer to: https://mysalary.lt/
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Source: §117, 120 and 144 of Labour Code
2016

Compensatory Holidays / Rest Days

In extraordinary circumstances, workers
may perform work on weekly rest day or
public holiday. It is compensated for by
granting to the employee another rest day
during the month or by adding that day to
his annual leave and paying his average
wage for these days.

Sources: §144 of Labour Code 2016

Weekend / Public Holiday Work
Compensation

A worker may be required to work on a
weekly rest day or public holiday, which is
not provided under the work schedule. In
such circumstances, he/she is entitled to
double the usual salary for that day, i.e.,
he/she is entitled to 200% of the normal
wage for working on a weekly rest day and
a public holiday. If a worker has to work
overtime on a public holiday, the
compensation is 250% of the normal rate.

Sources: §144 of Labour Code 2016

The text in this document was last updated in February 2025. For the most recent and updated text on Employment & Labour Legislation in

Lithuania in Lithuanian, please refer to: https://mysalary.lt/
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03/13 ANNUAL LEAVE
HOLIDAYS

ILOConventions

Convention 132 (1970) on Holidays with Pay Convention
Conventions 14 (1921), 47 (1935) and 106 (1957) for weekly rest days.
In addition, for several industries, different Conventions apply.

Lithuania has ratified the Conventions 14 and 47 only.

Summary of Provisions under ILO Conventions

An employee is entitled to at least 21 consecutive days of paid annual leave, excluding
national and religious holidays. Collective agreements must provide at least one day of
annual leave on full remuneration for every 17 days the employee worked or was entitled to
be paid.

A worker should be entitled to paid leave during national and officially recognized public
holidays.

Workers should enjoy a rest period of at least twenty-four consecutive hours every 7 days, i.e.,
a week.

The text in this document was last updated in February 2025. For the most recent and updated text on Employment & Labour Legislation in
Lithuania in Lithuanian, please refer to: https://mysalary.lt/
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M Labour Code 2016

Annual leave is granted to the employees
for rest and rehabilitation of working
capacity, whereby his job (position) and the
average wage are retained.

The Labour Code provides annual leave of
28 calendar days to the workers on
completion of an uninterrupted service of
six months. Under the amended Labour
Code 2017, annual leave is changed to 20
working days (for those working 5 days a
week) and 24 working days (those working
6 days a week). The part-time employees
are also eligible for annual leave of at least
28 calendar days. Annual leave is
independent of public holidays.

The annual leave is 35 calendar days for the
employees under eighteen years of age,
employees who are alone raising a child
under fourteen years of age or a disabled
child under eighteen years of age; disabled
persons and other persons specified by
different laws.

Annual leave can be extended to 58 days for
a list of categories of employees including
employees whose work involves greater
nervous, emotional and intellectual strain
and professional risk, as well as to those
employees who work in specific working
conditions. Government approves a list of
categories of employees who are eligible for
extended leave and thus specifying the
duration of such extended leave for each
category of employees.

There is also provision for additional leave
which is granted to the employees working
under the conditions deviating from the
normal working conditions; employees
with long uninterrupted employment at the
same workplace (seniority); and employees
for a specific character of work.
Government is responsible for deciding the
duration of additional annual leave, the
terms and conditions as well as the
procedure for providing it.

Law allows splitting of annual leave and it
may, at the request of the employee, be
taken in instalments but it may not be
shorter than 14 calendar days. By the
agreement between the parties, the annual
leaves can be extended by an appropriate
number of days (if worker was unable to
take leave for reasons specified under the
law) and the unused portion of annual leave
is carried forward to some other time. As a
rule, annual leaves should be granted in the
same year but at the request or with the
consent of the employee, unused leaves
can be transferred and added to the next
year's annual leave.

Employees receive an average wage during
the term of annual leave. Workers receive
the payment for annual leave at least 3 days
before its commencement. Under the
amended Labour Code 2017, payment for
annual leave must be made no later than
the last working days before the
commencement of annual leave. Workers
cannot receive compensation in lieu of
annual leave except in case of contract
termination before worker could avail
annual leave. Law however restricts
availing of compensation for unused leave
to the maximum of three years. Workers can
also receive compensation in lieu of leave if
they do not want to go on annual leave.

The text in this document was last updated in February 2025. For the most recent and updated text on Employment & Labour Legislation in
Lithuania in Lithuanian, please refer to: https://mysalary.lt/
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The Resolution No. 496 has introduced the
concept of additional annual leave for the
workers who have completed ten years of
service at the same workplace. The workers
who have worked for more than ten years at
the same workplace are granted three days
of extra annual leave. One extra day of
annual leave is added for each five
subsequent years of service at the same
workplace. The workers who are working in
high occupational risk environment are
entitled to take additional leave of two to
five days depending upon high risk working
environment.

Labour Code stipulates an unpaid leave of
up to ten working days per year at the
request of the employee and with the
consent of the employer, as well as other
unpaid leave granted as specified in Article
137 (1) of the Labour Code.

Source: §126-130 and 138 of Labour Code
2016; Resolution No. 496 of 21 June 2017

In Lithuania, there are 14 public holidays.
These are both of religious and memorial
nature. These holidays are New Year's Day
(January 01); Day of Re-establishment of
the State of Lithuania (February 16); Day of
Re-establishment of Lithuania's
Independence (March 11); Easter and
Easter Monday (Western Church); the
International Labour Day (May 1); Mothers'
Day (first Sunday in May); Fathers' Day (First
Sunday of June); Dew (Rasos) and St John’s
Day (June 24); Day of the State (Coronation
of King Mindaugas) (July 6); Assumption
Day (August 15); All Saints’ Day (November
1); Christmas Eve’s Day (December 24); and
Christmas days (December 25 and 26).

Earlier, the Labour Code required
shortening of working time by 1 hours on
the eve of public holidays. Under the
amended Labour Code 2017, shortening of
working hours is not possible on the eve of
public holidays.

Sources: §123 of Labour Code 2016

The Labour Code provides two weekly rest
days (Saturday and Sunday) to workers
engaged in a five-day work week. In cases
where the nature of the production
demands 06 working days, only one-day
weekly rest is allowed, provided that the
weekly rest day has duration of at least 35
consecutive hours.

In general, Saturday and Sunday are the
weekly rest days for workers employed in a
five-day week and Sunday for workers
employed in a six-day week.

Workers are entitled to a rest break of at
least 30 minutes (maximum two hours) for
rest and eating. Rest breaks should be
provided not later than after working 5
hours. During the lunch break, worker may
leave the workplace. The daily rest period is
at least 11 consecutive hours.

The special breaks will be given to the
worker who is working outdoors in
occupational risk, working in heavy
physical, work outside in very high or low
temperatures and heavy work involving
high levels of mental stress. The purpose of
breaks is to increase productivity, capacity
and protect worker from fatigue or
overwork, reducing the potential for
harmful and or hazardous work impact of
environmental factors.

Sources: §14, 122 and 124 of Labour Code
2016: Resolution No. 160 of 2003

The text in this document was last updated in February 2025. For the most recent and updated text on Employment & Labour Legislation in
Lithuania in Lithuanian, please refer to: https://mysalary.lt/
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04/13CONTRACTS &
DISMISSALS

ILO Conventions

Convention 158 (1982) on employment termination

Lithuania has not ratified the Convention 158.

Summary of Provisions under ILO Convention

The questions under this section measure the security or even flexibility or precariousness of
an employment relationship. Although these are not clearly mentioned in a single convention
(severance pay and notice requirements are provided in the Termination of Employment
Convention No. 158) however, the best practices in the field require that employees be
provided with a written contract of employment; workers on fixed-term contracts should not
be hired for tasks of permanent nature; a reasonable probation period (ideally lower than or
equal to 6 months) may be followed to assess the suitability of an employee; a period of notice
must be specified in an employment contract before severing the employment relationship;
and workers be paid severance allowance on termination of employment relationship.

A contract of employment may be oral or written; however, workers should be provided with a
written statement of employment at the start of their employment.

Fixed Term Contract workers must not be hired for permanent tasks as it leads to precarious
employment.

A reasonable probation period must be allowed for workers to learn new skills. During this
period, a newly hired employee may be fired without any negative consequences.

Depending on the length of service an employee has, an employer may require a reasonable
notice period before severing the employment relationship.

Employers may be required to pay a severance allowance on termination of employment (due
to redundancy or any other reason except for lack of capacity or misconduct).

The text in this document was last updated in February 2025. For the most recent and updated text on Employment & Labour Legislation in
Lithuania in Lithuanian, please refer to: https://mysalary.lt/
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9 Labour Code 2016

Labour Code defines an employment
contract as an agreement between an
employee and an employer whereby the
employee undertakes to perform work of a
certain profession, specialty, qualification
or to perform specific duties in accordance
with the work regulations established at the
workplace, whereas the employer
undertakes to provide the employee with
the work specified in the contract, to pay
him/her the agreed wage and to ensure
working conditions as set in labour laws,
other regulatory acts, the collective
agreement and by agreement between the
parties.

The parties to a contract of employment
must agree on the following substantive
terms: the employee's place of work (a
company, branch etc.), the work to be
performed or position and remuneration.
The contract of employment may not
establish the terms on working conditions
that are less favourable to the employee
than those provided by the Labour Code,
laws, other regulatory acts and the
collective agreement.

Employment contracts must be in written
form and in accordance with the model
form established by the law. However, if an
employee has actually started work
pursuant to a verbal agreement with the
employer, the employment contract is
considered to be concluded and must be
executed in written form. The employer is
required to register each employment
contract or any amendments in the
registration book of employment contracts

within the company. A written employment
contract is drawn up in duplicate and
employer is required to hand over this
second copy of contract along with an
identity card (work certificate) to the
employee before actual commencement of
work. The model form of employment
contract and identity card is determined by
the Government. An employment contract
which is not in the written form or which
lacks the features of an employment as
specified above (lack of necessary
information) is considered an illegal
contract.

Under the EU Directive 2019/1152 on
transparent and predictable working
conditions, the Labour Code is amended.
There are additional aspects of the
employment relationship  which the
employee must be informed of in written
form prior to the commencement of work.
These include, among others, the following:
the duration and conditions of the
probation period; the procedure for the
termination of the employment contract;
the procedure for determining and
payment of overtime and, if applicable, the
procedure for adapting work schedules
(shifts); the right to training services, if
granted by the employer.

Sources: §32-34 and 41-44 of Labour Code
2016

Employment contracts may be concluded
for an indefinite period of time or for a fixed
period of time if work is of temporary
nature. The Labour Code explicitly
stipulates that normally a contract of
employment is concluded for an indefinite
period of time (open-ended employment
contract).

The text in this document was last updated in February 2025. For the most recent and updated text on Employment & Labour Legislation in
Lithuania in Lithuanian, please refer to: https://mysalary.lt/
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The law prohibits concluding a fixed-term
employment contract if the work is of
permanent nature exceptin the cases when
this is provided by laws or collective
agreements. Under the 2017 amended
Labour Code, fixed term contract for
permanent positions can be concluded
however these should not exceed 20% of
the total employment contracts concluded
by the company.

A fixed-term contract of employment may
be concluded for a certain period of time or
for the period of the performance of certain
work but not more than 5 years. A seasonal
contract of employment is concluded for
the performance of seasonal work that due
to natural and climatic conditions is not
performed all year round but during certain
periods (seasons) not exceeding 8 months
(in the period of 12 successive months) and
is entered to the list of types of seasonal
work. A temporary contract of employment
is a contract concluded for a period not
exceeding 2 months. The Government
establishes the list of types of seasonal
work, the circumstances under which a
temporary employment contract may be
concluded and other peculiarities of both
types of contracts of employment.

If the term of a contract of employment has
expired, whereas employment relations are
actually continuing and neither of the
parties has, prior to the expiry of the term,
requested to terminate the contract, it is
considered extended for an indefinite
period of time. Similarly, if a new fixed term
contract is signed within one month of the
expiry of an earlier fixed term contract,
employment contract is deemed to have
been concluded for an indefinite period.

Now, the types of employment contract
enumerated under the Labour Code include
indefinite term employment contract; fixed

term employment contract; temporary
work employment contract; zero-hour
employment  contract;  employment
contract for project work; job sharing
employment  contract; employment
contract  with  several  employers;
apprenticeship employment contract; and
seasonal work employment contract.

Under the earlier provisions, the maximum
length of fixed term contract was 5 years
however under the amended Labour Code,
the maximum duration has been reduced to
2 years. There are still several exceptions to
the limit and where the limit is set as 5
years.

Article 41(4) of the Labour Code, amended
in 2020, allows employers to conclude
(unlimited number fixed-term contracts
with the employee, if such worker is
temporarily filling a vacant post, which
should be filled by way of public
competition.

Sources: §66-110 of Labour Code 2016

On conclusion of an employment contract,
parties may agree on a trial period to judge
the employee suitability for work and work
suitability for an employee.
Probationary/trial period may not last
longer than 3 months. Employee's absence
from work is not included in the
probationary period.

Under the EU Directive 2019/1152 on
transparent and predictable working
conditions, the Labour Code is amended. If
a fixed-term employment contract is
concluded for a period shorter than 6
months, the probation period must be

The text in this document was last updated in February 2025. For the most recent and updated text on Employment & Labour Legislation in
Lithuania in Lithuanian, please refer to: https://mysalary.lt/
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proportional to the term of the contract,
respectively shorter than three months.

Either party may terminate the
employment contract during probationary
period after giving a written notice of 3
working days in advance. If employee is not
satisfied with the results of the trial period,
he/she is entitled to terminate the
employment contract during the trial
period by giving the employer written
notice of 3 working days in advance.

Law does not differentiate between the job
types and a single type of probationary
period is applied for all types of work
although parties have the option to agree
on a shorter period.

Probationary period is not required in the
case of workers under 18 years of age,
workers hired to a post by competition or
election or who have passed a qualification
examination for a post; workers who are
transferred by agreement between the
employers and in other cases specified by
the Law.

Source: §36 of Labour Code 2016

An employment contract is terminated on
the grounds established under the law; on
liquidation of employer without legal
successor; on death of an employee; and if
the whereabouts of employer or his
representatives cannot be determined. An
employment contract may also be
terminated by agreement between the
parties.

In the case of redundancy, the employment
contract can be terminated with one
month's notice and, if the employment

relationship lasted for less than one year,
two weeks' notice. These notice periods are
doubled for workers with less than five
years left until retirement age and tripled
for workers raising a child under the age of
fourteen and workers raising a disabled
child under the age of eighteen, as well as
for pregnant workers, disabled workers and
workers with there are less than two years
left until retirement age.

Earlier, a contract of employment could be
terminated on mutual agreement after
serving 7 calendar days’ notice to accept
the offer of termination. The period is now
changed to 5 working days.

Notice period is regulated under the Labour
Code and its duration depends on the
status of an employee. The contract
termination notice is two months (in
general cases) to four months (in certain
cases) and is delivered in writing. The four-
month notice is served to employees who
will be entitled to full old-age pensionin not
more than five years; persons under 18
years of age; disabled persons or
employees raising children under 14 years
of age.

Contract termination notice must include
reasons for dismissal from work and
motivations for the termination of the
employment contract, the date of
dismissal, and the procedure for settling
accounts with the employee being
dismissed.

During notice period, workers are granted
at least 10% of their average working hours
to search for the new job. Time off can be
adjusted by the mutual agreement and
employee remains entitled to his average
wage.

The text in this document was last updated in February 2025. For the most recent and updated text on Employment & Labour Legislation in
Lithuania in Lithuanian, please refer to: https://mysalary.lt/
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An employee may terminate an indefinite
contract of employment as well as a fixed-
term employment contract prior to its
expiry by giving the employer written notice
thereof at least 14 working days in advance.
Under the amended Labour Code, the
notice period is changed to 20 calendar
days. In this case the employer must
execute the termination of the employment
contract and settle accounts with the
employee. A collective agreement may set a
different notice period which should not
exceed one month.

In some cases, an employee may terminate
an indefinite contract of employment by
giving notice of at least 3 days in advance.
This is the case if the request to terminate
the employment contract is justified by the
employee’sillness or disability or where the
employer fails to fulfill the obligations
under the employment contract, laws or
the collective agreement or there is long-
lasting idle time at the employee’s
workstation. In such cases, the notice
period has been extended from 3 to 5 days.
An  employee may terminate an
employment contract after serving 14 days
notice if he/she has become entitled to full
old age pension while working in that
enterprise.

An employee may withdraw an application
to terminate the contract within three days
of its submission. Thereafter, it can be done
only with employer's consent.

There is no clear provision on whether an
employee receives compensation in lieu of
notice. An employee may not be served
notice of termination on the ground of
membership in a trade wunion or
involvement in the activities of a trade
union beyond the working time or, with the
consent of the employer, also during
working time; performance of the functions

of an employees’ representative at present
or in the past; participation in the
proceedings against the employer charged
with violations of laws, other regulatory
acts or the collective agreement, as well as
application to administrative bodies;
gender, sexual orientation, race,
nationality, language, origin, citizenship
and social status, belief, marital and family
status, convictions or views, membership in
political parties and public organisations;
age; and absence from work when an
employee is performing military or other
duties and obligations of the citizen of the
Republic of Lithuania in the cases
established by laws.

Labour Code has been amended in 2017.
From 1 July 2017, employers may terminate
an employment contract without worker’s
fault due to the following reasons: worker
fails to meet the agreed targets; worker’s
function is no longer required; employer
ceases its business activity; refusal of the
employee to continue employment after
business transfer; and the refusal of
employee to change the terms of
employment, workplace, etc. In these
cases, the standards notice period is now
established as one month. If the length of
employment is less than one year, required
employment termination notice is 2 weeks.

In cases other than those specified above,
employment contact may be terminated by
the employer after serving a 3-buisness-
days written notice and paying the worker a
severance pay of at least 6 months.
However, pregnant workers and employees
on maternity, paternity or child care leave
cannot be dismissed on this basis. An
employment contract of indefinite duration
and a fixed-term employment contract may
be terminated by written notice of
employment to the employer at least
twenty calendar days in advance.

The text in this document was last updated in February 2025. For the most recent and updated text on Employment & Labour Legislation in
Lithuania in Lithuanian, please refer to: https://mysalary.lt/
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These notice periods are increases three
times in the following cases: employees
raising a child under 14 years of age;
employees raising a disabled child under 18
years of age; disabled employees; and for
those employees who will be entitled to
old-age/retirement pension in 2 years.

Notice period is doubled for workers who
will be entitled to pension in 5 years.

There used to be no notice period for
termination of fixed term contracts.
However, under the amended Labour Code,
the notice period is 5 working days if the
employment lasted more than one year and
10 working days if the employment lasted
more than three years.

Source: §53-65 of Labour Code 2016

Upon the termination of the employment
contract, the dismissed employee is paid a
severance pay in the amount of his average
monthly wage which depends on the length
of his/her service in the enterprise.
Employees are entitled to severance pay for
individual (no-fault) dismissal and on
liquidation of employer: one month's
average wage for less than 1 years of
service; two months' average wage for 1-3
years of service; three months' wage for 3-5
years of service; four months' average wage
for 5-10 years of service; five months'
average wage for 10-20 years of service; and
six months' average wage for over 20 years
of service.

Severance payment is not made if an
employee terminates an employment
contract of hisown accord or termination of
an employment contract on its expiry or

termination by agreement. Other than
above mentioned cases, severance pay is
two months' wages unless otherwise
provided under the law or collective
agreement.

Labour Code has been amended in 2017.
From 1 July 2017, the severance pay is two
average monthly salaries for those with one
or more years of service. If the length of
service is less than one year, severance pay
is equivalent to half of his average monthly
salary. Other than this amount, the
dismissed employees also receive
severance pay through a special state fund
where the amount of severance pay
depends on the continuous length of
employment. This payment is as follows:
one-month average salary when the length
of employment is 5-10 years; two months’
average salary when the length of
employment is 10-20 years; and three
months’ average salary when the length of
employment is 20 or more years.

There used to be no compensation on
termination of fixed term contracts
however under the amended Labour Code,
workers are now entitled to one average
monthly salary if the length of fixed term
contract exceeds two years.

An employer has, with certain exception,
the right to terminate the employment
contract with an employee for reasons
other than those specified in the Labour
Code, by giving three working days 'notice
and paying a severance equal to at least six
months' average salary. However, this
provision cannot be used to terminate an
employment contract on the basis of
prohibited grounds of discrimination.

Source: §56-62 & 69 of Labour Code 2016

The text in this document was last updated in February 2025. For the most recent and updated text on Employment & Labour Legislation in
Lithuania in Lithuanian, please refer to: https://mysalary.lt/
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05/13FAMILY
RESPONSIBILITIES

ILO Conventions

Convention 156: Workers with Family Responsibilities Convention (1981) Recommendation
165: Workers with Family Responsibilities (1981)

Lithuania has ratified the Convention 156 only.

Summary of Provisions under ILO Convention

Paternity leave is for new fathers around the time of childbirth and is usually of shorter
duration.

Recommendation (No. 165) provides for parental leave as an option available to either parent
to take a long leave of absence (paid or unpaid) without resigning from work. Parental leave is
usually taken once the maternity and paternity leave have been exhausted. For working
parents, laws may define the portion of parental leave that has to be compulsorily taken by
fathers or mothers.

Flexible Work Option for Parents / Work-Life Balance Recommendation 165 asks employers to
look into the measures for improving general working conditions through flexible work
arrangements.

The text in this document was last updated in February 2025. For the most recent and updated text on Employment & Labour Legislation in
Lithuania in Lithuanian, please refer to: https://mysalary.lt/
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9 Labour Code 2016
1 Law on Sickness and Maternity Social
Insurance 2000

New fathers are granted a paternity leave of
30 calendar days on the birth of a child. The
leave can be divided into two parts only and
taken at any time after the birth of the child
till the child turns one year. In order to be
entitled for paternity benefit, a person must
be insured for maternity and sickness social
insurance and has a period of maternity
social security of at least 6 months in the
previous 24 months.

Paternity benefit is paid for the period of
paternity leave (day of childbirth until the
child is one month old). During the term of
paternity leave, workers are entitled to
77.58% of their average income.

Sources: §133 of Labour Code 2016; §19-21
of Law on Sickness and Maternity Social
Insurance 2000

Parental leave is granted to the
parents/guardian of a child up to his third
birthday, provided that the employee
should inform the employer in written
(giving 14 days’ notice) that he is intending
to avail the leave or is returning to work. In
case of adoption, parental leave of 3
months is granted. Parental leave is a
family entitlement. Parental leave may be
taken as a single period or distributed in
portions. Each parent (adoptive parent,
guardian) is entitled, at any time before the

child reaches the age of 18 or 24 months, to
take a non-transferable two-month part of
the parental leave. This non-transferable
leave may be taken by each parent
(adoptive parent, guardian) either in whole
orin parts, alternately with the other parent
(adoptive parent, guardian). However, it
cannot be taken at the same time.
Depending on the different durations of
parental leave in law, the amount of child
care allowance varies.

The parental benefit is paid for a maximum
term of two years. The last period of leave
until the child is three years of age is
unpaid. The parental benefit is 100% of the
net earnings until child is 12 months old if
the benefitis availed for one year. If parents
choose to avail parental benefit for two
years, it is 70% of the net earnings until the
child is 12 months old and 40% of the net
earnings until the child is 24 months. There
is also a ceiling on payment of parental
benefit which is equal to 3.2 times the
average insured monthly income, currently
LT4,761.65(€1,379).

Although the parental leave is a family
entitlement, the parental benefit is paid to
one of the parents only. The benefit is paid
by Social Insurance which is financed with
the contributions of the employers and the
insured workers.

Sources: §134 of Labour Code 2016; §22-24
of Law on Sickness and Maternity Social
Insurance 2000

There is a provision for part-time work for
parents. An employer is required to give
part-time option to a worker (subject to
availability), by agreement between the

The text in this document was last updated in February 2025. For the most recent and updated text on Employment & Labour Legislation in
Lithuania in Lithuanian, please refer to: https://mysalary.lt/
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employee and the employer; at the request
of the employee due to his health status
according to a conclusion of a health care
institution; on the request of a pregnant
woman, a woman who has recently given
birth, a breast-feeding woman, an
employee raising a child under three years
of age, as well as an employee who is alone
raising a child under fourteen years of age
or a disabled child under eighteen years of
age; at the request of an employee under
eighteen years of age; at the request of a
disabled person on recommendation of the
Disability and Working Capacity
Assessment Office; and at the request of an
employee nursing a sick family member
according to a conclusion of a health care
institution.

Employees raising a disabled child under
eighteen years of age or two children under
twelve years of age are granted an
additional rest day per month (or have their
weekly working time shortened by two
hours), and employees raising three or
more children under twelve years of age is
entitled to two additional rest days per
month (or have their weekly working time
shortened by four hours accordingly) and
paid their average wage.

The amended Labour Code 2017 has
provisions  regarding flexible  work.
Similarly, it allows working from home to
pregnant women, women who recently
gave birth, employees taking care of
childrenunder 3 years of age, single parents
raising a child under 14 years of age or a
disabled child under 18 years of age.
Employers are required to allow these
workers to work from home at least one-

fifth of their total working time unless it
involves excessive costs to the employer.

A 2022 amendment, based on the 2019 EU
Directive on work-life balance (2019/1158),
has increased the list of cases in which the
employer must allow the employee to work
remotely unless it can be demonstrated
that this would entail unreasonable costs
due to production necessity or the
particularities of the organisation of the
work is extended to include:

a. employees raising a child under eight
years of age

b. upon the employee’s request based on
his/her health status, disability or the need
to care for a family member or a person
living with the employee.

Such employees are entitled to work
remotely full time.

In 2022, the Labour Code also has allowed
for an employee to be entitled to unpaid
leave for a period recommended by a
healthcare institution when taking care of a
sick member of the family or household.

The employer must grant time off if the
employee's request is related to a family
emergency in the event of sickness or
accident in which the employee is required
to be directly present.

Sources: §40, 52 116 and 137 of Labour
Code 2016

The text in this document was last updated in February 2025. For the most recent and updated text on Employment & Labour Legislation in
Lithuania in Lithuanian, please refer to: https://mysalary.lt/
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06/13MATERNITY & WORK

ILO Conventions

An earlier Convention (103 from 1952) prescribed at least 12 weeks maternity leave, 6 weeks
before and 6 weeks after birth. However, a later convention (No. 183 from year 2000) requires
that maternity leave be at least 14 weeks of which a period of six weeks compulsory leave
should be after childbirth.

Lithuania has ratified the Convention 183 only.

Summary of Provisions under ILO Convention

Aworker should be entitled to medical and midwife care during pregnancy and maternity leave
without additional cost.

During pregnancy and while breastfeeding, a worker should be exempt from work that might
bring harm to you or your baby.

The total maternity leave should last at least 14 weeks.

During maternity leave, a worker’s income should amount to at least two-thirds of your
preceding salary.

During pregnancy and maternity leave, a worker should be protected from dismissal or any
other discriminatory treatment.

Workers have the right to return to the same or equivalent position after availing maternity
leave.

After childbirth and re-joining work, a worker must be allowed paid nursing breaks for breast-
feeding the child.

The text in this document was last updated in February 2025. For the most recent and updated text on Employment & Labour Legislation in
Lithuania in Lithuanian, please refer to: https://mysalary.lt/
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I Labour Code 2016

Health care and insurance is provided by
regional units of the State Social Insurance
Fund Board. Maternity benefits include
medical care, hospital or maternity clinic
care, care provided by paediatricians or
family doctors, drugs and appliances, etc. A
person must be insured to have access to
health care otherwise they have to pay for
the treatment themselves. The compulsory
sickness insurance covers the cost of
curative medical assistance, medical
rehabilitation, nursing care, and health
examinations for individuals.

The medical care is generally provided free
of charge to the insured persons. However,
there is a price list for healthcare services
that must be financed from an insured
person's own resources.

Women workers have the right to special
protection in an employment relationship
due to pregnancy and parenthood. A
pregnant worker, a recent mother and a
breastfeeding woman worker must be
provided with safe and healthy conditions
at work. These workers have the right to
choose full time or part time work. It is
prohibited to employ these women workers
for a work that is hazardous to their own
health or that of their child(ren). The list of
hazardous working conditions for these
workers is determined by the Government.

An employer has to make a risk assessment
to evaluate risks for these workers. On
assessment of such risk, employer must

make necessary measures to ensure that
above risk is eliminated. If dangerous
factors cannot be eliminated from the
workplace, employer should make sure
that these women workers should have the
least exposure of such risks.

If such exposure to risks cannot be avoided,
employer must transfer these women
workers to another job in the enterprise. On
transfer, a woman worker should not
receive pay less than what she received in
her earlier job. If even transfer to another
job is not possible, the woman worker, on
her own consent, may be granted unpaid
leave until her child is one year of age and
she is paid for this period the maternity
insurance contributions as specified by the
law.

Women workers (pregnant, recent mothers
and breastfeeding women workers) may
not be required to do overtime work. These
workers may be engaged in night work,
work on weekly rest days and public
holidays only with their own consent.

Sources: §114, 146 & 278 of Labour Code
2016

Women workers have the right to maternity
leave as guaranteed under the Labour
Code. Maternity leave is 126 consecutive
days (18 weeks). Of these 126 days, 70 days
is the pre-natal leave while 56 days is post-
natal leave. Post-natal leave may be
extended to 70 days in case of multiple or
difficult births (caesarian).

Adoptive parents/guardians have right to
maternity leave from the date of
adoption/guardianship until the child is 70
days old.

The text in this document was last updated in February 2025. For the most recent and updated text on Employment & Labour Legislation in
Lithuania in Lithuanian, please refer to: https://mysalary.lt/
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Sources: §132 of Labour Code 2016

State Social Insurance Fund pays the
allowance provided for in the Law on
Sickness and Maternity Social Insurance
during the period of maternity leaves.

Pregnant women with sickness and
maternity social insurance record of at least
3 months during the last 12 months or at
least 6 months during the last 24 months
are granted full payment during maternity
leave. Exceptions from these qualifying
conditions apply for insured persons under
26 years of age. During the term of
maternity leave, workers are entitled to
their full pay up to a ceiling of 3.2 times
average insured monthly income, currently
LT4,761.6 (€1,379). The maternity benefit is
funded from the Social Insurance Fund
which is financed by the contributions from
workers and employers.

Sources: §132 of Labour Code 2016; §16-22

of Law on Sickness and Maternity Social
Insurance

An employment contract with a pregnant

Sources:

Sources:

Sources:

Code 2016

Code 2016
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