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Abstract

The paper deals with temporary work as a new form
of employment in Lithuania. After the scientific literature
and document analysis, systematization and comparison,
there is presented a temporary work concept as well as its
legal regulation in Lithuania and the European Union. The
research reveals the results of the survey of temporary wor-
kers employed through temporary work agency.
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Introduction

The relevance and the main issues of the re-
search

In the European Union documents, according
to the European Parliament and Council Directive
2008/104/EC, temporary work is treated as a form
of employment, involving the activities of its passive
market participants and contributing significantly to
the growth of a country’s economic indicators. This
service and its significant growth are associated with
the labour market liberalization, when seeking to en-
sure the flexibility of business, prompt service, and
responsiveness to volatile market changes the Europe-
an Union countries effectively included in their busi-
ness environment the employees of temporary work
services.

Lithuania has no law regulating temporary
work and the activities of temporary work agencies.
So far, the activities of temporary work agencies are
carried out according to the Lithuanian Labour Code.
However, in 2011 a temporary work law project has
already been drafted and handed to the Parliament for
consideration. It is expected that in December a law
on temporary work conditions will appear in Lithua-
nia, which will affect the first steps of practical im-
plementation of this form. What is more, temporary
work topic has been little analysed by Lithuanian re-
searchers.

The practical aspect of the research pro-
blem manifests through a lack of temporary work ex-
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perience and documentary and legal regulation in Lit-
huania and absence of control on institutions that will
design temporary work, and the fact that it is an un-
formed, undeveloped, unknown service on the Lithu-
anian market.

Temporary work agency services can signifi-
cantly contribute to positive improvements in the la-
bour market, especially with seasonal businesses and
those that respond flexibly and adapt to the effects of
globalization on business. In addition, this service is
relevant to low-skilled individuals, and thereby it re-
duces unemployment.

Scientific aspects regarding temporary work
in a broader theoretical context are analyzed in vario-
us works. For example, David and Houseman (2009)
highlight that temporary work is an alternative and su-
itable method for getting working experience. Druc-
ker (2006) notes that this form of employment con-
tributes to the company’s ability to quickly adapt to
changing market needs. Meanwhile Bartkus and Jure-
vicius (2007) note that for temporary work players hi-
re of temporary workers is an effective business stra-
tegy in which one company (the lessee of services) en-
trusts carrying out of certain activities to another (ser-
vice provider) which specializes in these activities.
Judickiene (2008) finds that temporary work is defi-
ned as a phenomenon the functions of which inclu-
de employee selection, relations related to employee
work records, labour contracts, etc. However, these
scientific works are not practically adapted in Lithua-
nian market conditions.

Research subject: temporary work as a new
form of employment.

Research aim: to carry out an analysis of situ-
ation with temporary work as a new form of employ-
ment in Lithuania.

Research objectives:

1. After completion of analysis of scientific li-

terature to explore the theoretical aspects of
temporary work.



2. To define the legal regulation of tempora-
ry work in the European Union and Lithua-
nia.

. To analyse the results of the survey on tem-
porary workers employed through a tempo-
rary work agency.

Research methods:

Scientific literature and document analysis,
systematization, comparison, generalization. Empiri-
cal investigation methods: quantitative and qualitati-
ve document analysis, interpretation. A questionnaire
survey was prepared. Its questions were formulated
based on the scientific literature, document analysis,
and qualitative research results. The results are given
by quantitative and qualitative data analysis.

Theoretical aspects of temporary work

Flexibility in the labour market is a necessary
condition for competition that helps to address the is-
sues of unemployment, which means new jobs and
the emergence of new forms of employment and to-
gether with appearance of temporary work it makes
the use of human resources more efficient (Gimeno
and Benavides, 2002).

Work through a temporary work agency is an
employment form based on trilateral relationship that
involves a temporary employee, a temporary employ-
ment agency, and a service user: a consumer (see Fi-
gure 1).

Temporarv emplovment agencv |

Temporary

Service user
(consumer)

>

employee

Fig. 1. Temporary employment services linkages
Source: More work opportunities for more people, EUROCIETT, 2007.

Christian Gobel (2006) found a link between a
temporary work agency, a staff working under a tem-
porary contract, and a temporary work user. Link bet-
ween the user and service companies are the work of
temporary employees, while the relationship betwe-
en a temporary worker and a temporary work agen-
cy are availability of free work places. Finally, the re-
lationship between a worker and a temporary work
service user (consumer) is temporary worker’s perfor-
mance of work tasks designated by the consumer.

In his study, Christian Gobel (2006) discussed
the key factors leading to temporary work which is
strongly influenced by the existence of this form of
employment and its attractiveness among the users.
Time and administrative cost reduction are highly im-
portant to users of this service who seek to minimize
the time and resources necessary to get better service.
Time reducing for recruitment of human resources is
no longer a function of corporate staff specialists, as
it is performed by a temporary work agency which
provides skilled staff and enables managers to assign
time to other, direct functions of their work. Increased
work volume and seasonality are particularly impor-
tant issues requiring adjustment of the number of em-
ployees thus contributing to reduction of the compa-
ny’s financial costs. Demand for temporary workers
is increased by illness or vacation of employees of
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temporary employment service users, during which a
temporary worker may be hired to assist.

Temporary work contracts are any fixed term
contracts concluded for a period of less than two
months (Nekrosius, 2008).

Article 113 of the Labour Code of the Repub-
lic of Lithuania explains the concept of a temporary
work contract and defines it:

1. Temporary work contracts are work con-
tracts concluded for a period not exceeding
two months.

2. Temporary work contractbasis (the circums-

tances under which a temporary work con-
tract may be awarded), details of contract
amendment and termination as well as tem-
porary workers’ work and rest time are set
by the government (Labour Code, 2005).

Activities of temporary work agencies are ba-
sed on temporary work services to job seekers and
prospective users who are interested in doing a short-
term job (Arrowsmith, 2009).

Meanwhile temporary work contracts are gene-
rally for people who are struggling to integrate into
the labour market, students or people who have lost
their job unexpectedly (Krisciuniene, 2011).

Table 1 presents advantages and disadvanta-
ges of this flexible employment form from temporary
work user and temporary employee perspective.



Advantages and disadvantages of temporary work

Table 1

Advantages of temporary work Disadvantages of temporary work

v" lower direct costs of personnel; v need to further strengthen the
Ea v dealing with fluctuations in demand supervision of staff;
= for personnel; v' no guarantee of quality of temporary
'; v’ substitution of unproductive workers; workers;
2 | v opportunity for a trial period of the | v/ negative impact on motivation of the
:E‘ employee; permanent staff;
5 | v time, reduction of administrative | v' temporary employees are not very
g' work. loyal to the company granting a
& temporary job.
g | v favorable to workers who need | v' does not give a sense of security and
2 | flexible working conditions; stability;
2 | v easier for young people entering the | v low career prospects;
an labor market to gain experience; v temporary workers do not feel being
£ | v temporary employee may work in a | full members of the team;
g number of temporary work user | v different pay system.
? companies, and is ensured continuous
S supply of such jobs.

Source: compiled by the author with reference to http://www.helium.com/items/107611-the-pros-and-cons-of-temporary-

employment and http://www.ciett.org

Results of a study by a temporary work agen-
cy Randstad Representation in Belgium shows that
only about 10% of temporary workers get back to the
ranks of the unemployed after working as tempora-
ry workers. On the other hand, more and more com-
panies are forced to compete and hire temporary wor-
kers with flexible temporary work contracts. Increa-
sing of the numbers of temporary workers is mainly
a consequence of the changing needs of employers
(the European job mobility portal, “New temporary
work”, 2000).

Andrew Clark (2005) found a positive relations-
hip between the temporary workers’ employment and
productivity. He systematically examined the finan-
cial implications of the increasing reliance on tempo-
rary staff time and productivity. Studies have shown
that productive work increases a company’s profitabi-
lity and employee job satisfaction.

Obloj (2010) agrees that using the services of
temporary work agencies, companies can reduce costs
and also transfer human resource management, moti-
vation, job retention issues to service provider. Accor-
ding to Foote and Folta (2002), temporary work ser-
vices allow a company to avoid the sunk costs of per-
manent staff recruitment.

Some employers are more inclined to seek ser-
vices of temporary work agencies in order to main-
tain the existing number of employees with flexibili-
ty to increase or decrease it, while other employers
are focused on the functional flexibility: the ability of
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workers to perform various tasks (Kalleberg, 2000).

Although temporary work has positive effects
such as an opportunity to employ the unemployed
market participants, the disabled, students, people
with children, but also it brings a potential threat for
permanent workers to feel insecure in their work envi-
ronment and for temporary staff to feel second-class
participants (Goebl, 2006). This is shown by lower
wages paid to temporary workers compared to perma-
nent staff doing the same job, and limited career op-
portunities.

Temporary work has been dealt with by foreign
authors such as Jong and Witte (2008), who emphasi-
zed that the form of temporary work may eventual-
ly become a negative factor for both natural and le-
gal persons. Especially bearing in mind that due to ra-
pid market, technological, and other changes compa-
nies seeking to work successfully and profitably must
quickly adapt to future and current changes (Kalle-
berg, 2000).

Witte, Naswal (2003) found that commitment
oftemporary workers to the company was not associa-
ted with a greater or lesser sense of job security than
of permanent employees. However, Pearce (1998) be-
lieves that a temporary worker is less committed to
employer than a permanent worker is.

To sum up, the services of temporary work
agencies are: flexible in adaptation to different seaso-
nal fluctuations in business activity; increase labour
productivity; promote competitiveness; help compa-



nies to effectively respond and adapt to economic cyc-
les; provide temporary workers with continuous sup-
ply of jobs.

The role of temporary work services can be as-
sociated with the mediation in job search, staff expe-
rience acquisition, accumulation, and incorporation
into labour market, vocational training and flexible
adaptation to the changing demand on the market.

Legal regulation of temporary work.
European Union temporary work regulatory
framework.

Temporary work services in the world have
existed for decades, they originated in 1920 in the
United States of America. It should be noted that in
most of the EU countries (the United Kingdom, Fran-
ce, the Netherlands, Sweden, Poland, Spain and ot-
hers) with the exception of France temporary work is
regulated by special laws (temporary work in France
was initially governed by court decisions and nowada-
ys by laws, statutes, and the Labour Code).

Legal framework of temporary work in the Eu-
ropean Union member states contains the following
general rules:

1. Mandatory state licensing of temporary bu-
sinesses is in force in all countries which allow hired
work. Regulatory and supervisory functions are set
by the government and (or) public administration. Li-
censing provides that organizations could operate un-
der bona fide (good faith) in the labour market. In cer-
tain circumstances the license may be suspended or
cancelled (revoked).

2. Contracts with temporary workers of tempo-
rary work agencies must be in writing and contain
all the statutory requisites. E.g., France established
fixed-term contracts for the staff of temporary work
agencies, which may be extended once, but such con-
tracts shall be not longer than 24 months. In Spain
such contracts may be fixed and open-ended, but they
must be registered in the state employment service.

3. In many countries contracts could be awar-
ded for temporary workers only in cases specified by
law. E.g. temporary work agencies in Spain can of-
fer temporary work services to users under such con-
ditions:

a) specific temporary work the completion da-
te of which cannot be accurately determi-
ned;
immediate and random orders which are
normal part of their business;
temporary employees can replace perma-
nent workers;
work places that require a permanent staff
member until a permanent employee will
be found. Temporary agencies are not entit-

b)

¢)

d)
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led to transfer the temporary worker to each
other.

4. The maximum period of employee work at
a temporary work user is set (in the Republic of Fran-
ce: no more than 6 months, in exceptional cases: up
to 24 months; in Spain and Netherlands: no more than
6 months). In Spain temporary work user administ-
ration must inform the representative body of the te-
am working on the recruitment of temporary workers
and give valid reasons for the need to hire such a wor-
ker. If a temporary employee beyond the period stipu-
lated in the contract between a temporary work agen-
cy and a temporary employee continues working for
a temporary work user, the contract becomes open-
ended, not subject to restrictions that prevent tempo-
rary workers from becoming permanent employees
of a temporary work user. In Belgium it is laid down
that if a temporary employee does not work due to
lack of work orders for the temporary work user, his
work record does not break if downtime does not ex-
ceed one week.

5. Temporary workers and permanent staff
must be paid equally, they are subject to special com-
pensation payments (for unstable employment, unu-
sed vacation) as well.

6. Temporary workers cannot be sent to do ha-
zardous work (with higher occupational risk) as well
as to replace striking workers of a work user.

7. Temporary workers must obey the tempora-
ry work users’ internal rules that must be applied to
such workers without disregard to any job security
and health regulation laws. (Source: Law on the Con-
cept of Hired Labour of the Republic of Lithuania).

Legal status of temporary work agencies and
legal and social status of temporary workers greatly
differ in different countries of the European Union.
With regard to the labour markets and labour rela-
tions the European Parliament and the Council adop-
ted a directive No. 2008/104/EC on temporary agen-
cy workers that set up a system to protect temporary
workers’ rights. Member States must create all the ne-
cessary conditions to achieve the goals of this direc-
tive.

Temporary work legal relations are regulated
by the European Parliament and Council Directive
96/71/EC of 16 December 1996. This Directive estab-
lishes that it is applicable in cases where a tempora-
ry work agency hires an employee to user firm estab-
lished or operating in their territory provided that the
temporary work user firm or placement agency and
the employee are bound by employment. Member
States shall ensure that, irrespective of what law is ap-
plicable to the employment relationship, the compa-
ny posting workers provides workers posted to their
territory with the conditions of employment.



Temporary work legal relationships are regula-
ted on the EU level by the Council Directive 91/383/
EEC of 25 June 1991 supplementing the measures to
encourage improvements of conditions of temporary
work for workers with components of health and safe-
ty at work (OJ 2004, Special Edition, Chapter 5, Volu-
me 1, p. 418). This concept is consistent with the pro-
visions of this Directive and the relevant provisions
of this Directive will be transposed into national law
of Lithuania. Internationally the temporary work le-
gal relations are regulated by Article 1 of Private Em-
ployment Agencies Convention of 1997, where on pa-
ge 1 the concept of private temporary employment
agencies is enshrined, where a private temporary em-
ployment agency is defined as a natural or legal per-
son independent of the public authorities and provi-
ding one or more temporary services to labour mar-
ket. Paragraph 1 of this Convention refers to condi-
tions based on the principle that public authorities re-
tain final control on: labour market policy and public
funds for the implementation of that policy, its use,
or use of control. The Convention shall apply to laws
or regulations or other means consistent with national
practice, such as court decisions, arbitration awards,
or collective agreements. Conditions to ensure the im-
plementation of this Convention shall be created by
the Labour Inspectorate or other competent state aut-
horities. Breach of this Convention shall be provided
as well as effective application of appropriate reme-
dies and penalties in certain cases.

Lithuanian temporary work regulatory fra-
mework.

In Western European countries temporary
work services have been provided for twenty years
while in Lithuania they have been practiced for about
eight years. In the Netherlands and the Great Britain
3-5% of all hired employees are in temporary work
services. While in Lithuania such employees constitu-
te only 0.4%. The majority of temporary workers are
in the industry and the manufacturing sectors.

Temporary work rudiments in Lithuania emer-
ged after establishment of large branches of interna-
tional companies began. The first case when a Lithu-
anian company proclaimed on the internet as a pro-
vider of temporary work services was in Klaipeda
in 1995. At the beginning, many companies that star-
ted to provide temporary work services in Lithuania
a few years ago with a limited regulation on staff for
temporary work and legal uncertainties over the mar-
ket of that time were analysing such services. Current-
ly Lithuania has over 30 agencies providing tempora-
ry work services and nearly half of them belong to in-
ternational undertakings.

One of the most important laws after ratifica-
tion of which Lithuania recognized the need to intro-
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duce a temporary law is the International Labour Or-
ganization’s Convention No. 181 on private tempora-
ry work agencies of 3 June 1997 (ratified by Lithua-
nia in 2004). In this Convention the legal definition of
a temporary work agency is as follows: a natural or a
legal person independent of the authorities which pro-
vides human resources recruitment services so that
they would be transferred to a third party that may
be a natural or a legal person who assigns them tasks
and supervises how they are being done.

On 23 February 2010 a draft Law on Tempo-
rary Work was presented for approval to the autho-
rities and the public of the Republic of Lithuania.
The draft law was prepared according to the program
of the Government of the Republic of Lithuania for
2008-2012 on implementation of measures adopted
by the Government of the Republic of Lithuania by
Resolution No. 189 (Official Gazette, 2009, No. 33-
1268), paragraph 617 of 25 February 2009: to prepa-
re a temporary work law of the Republic of Lithuania
according to European Parliament and Council Direc-
tive 2008/104/EC of 19 November 2008 on tempora-
ry work agency provisions. The new version of law
on temporary work will contain updated definitions
of Labour Hire and The Hire Agreement. Now this
concept is named as: Temporary Work and Tempora-
ry Work Contracts. The purpose of this Directive is to
ensure the protection of temporary workers and to im-
prove the quality of work of temporary agencies by en-
suring that temporary workers are covered by the Di-
rective’s Article 5 on the principle of equal treatment
and the temporary work agency is recognized by em-
ployers while at the same time taking into account
the need for proper management system for tempo-
rary working through temporary work agencies in or-
der effectively contribute to job creation and flexible
forms of working (Bagdanskis, Usonis, 2008). The
Directive covers three categories: a temporary wor-
ker, a temporary work agency, and a user of tempora-
ry work service. The Directive aims to introduce the
principle of equal treatment for temporary workers
as well as the basic working and employment condi-
tions for them after their appointment to the establis-
hment of temporary work, at least to those that would
apply as if they were employed directly by the compa-
nies. The application of this principle in the tempora-
ry work user undertaking should be observed in accor-
dance with the applicable rules, regulations and admi-
nistrative provisions.

Temporary work contract structure should con-
sist of the temporary work contracts with temporary
workers, which are governed by the Labour Code,
and the temporary work contract with the company
that hired a specialist, which is governed by the rules
of the Civil Code. Considering the prospects of regu-
lation of temporary work for the social partners in Lit-



huania it is important to identify agreement and proce-
dural issues. It is important to define the restrictions
and responsibilities. Having received improper quali-
ty of service a user of temporary work service can se-
ek to find a replacement employee.

Lithuania has other temporary work legisla-
tions as well:

v" Resolution No. 678 “On Approval of Rules

for Selection of Career Civil Servants Clai-
ming to Be Temporarily Transferred to a Po-
sition in an International Organization or
Institution, or the European Union Institu-
tion or Body” of the Government of the Re-
public of Lithuania of 2 June 2004.
Resolution No. 741 “On Approval of Proce-
dures of Consideration of Requests Of Pub-
lic Servants to Allow Them to Do Another
Work and Making and Cancelling of Deci-
sions on Permission for Civil Servants to
Do Another Work” of the Government of
Lithuania of 24 July 2006.
Resolution No. 1211 “On Support for Lit-
huanians of the Commonwealth of Indepen-
dent States and the Eastern European Coun-
tries Who Are Coming to the Republic of Lit-
huania to Study at State Vocational and Hig-
her Schools as Well as for Lithuanian Edu-
cation and Culture Employees Travelling to
the Mentioned Countries to Work at Lithua-
nian Education Establishments and Commu-
nities” of the Government of the Republic
of Lithuania of 18 October 1996 (New reso-
lution version from 2006, 22 February) — if
the departure to work is not longer than one
year, they retain their previous workplace.
The Government of Lithuania has prepared
the competitions for Lithuanian teachers,
tutors, cultural and art workers going to fo-
reign countries to work in Lithuanian edu-
cational, cultural institutions, universities
and to study philology at Baltic and Lithua-
nian community centres and organizations,
for reimbursement for fees for services pro-
vided by the establishment and award of be-
nefits and payment for the funding arrange-
ments, approved by the Lithuanian Minis-
ter of Education and Culture by the Order
No. ISAK-845/IV-178 of 4 May 2006.

According to the Law on Temporary Work the-
re should be a restriction not to hire staff to replace
striking workers or own employees who were dismis-
sed from work due to certain economic reasons (be-
cause of manufacturing reduction, etc.). What is mo-
re, it should not be allowed to hire workers for dange-
rous work. After adoption of special laws regulating
temporary work the relevant parts of the existing le-
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gislation (Labour Code, Administrative Code) will be
replaced with other legislation regulating implemen-
tation of temporary work.

The draft of the Law on Temporary Work was
based on the research carried out by the Labour and
Social Research Institute in 2004 and titled “Oppor-
tunities for Legal Regulation Of Operations Of Tem-
porary Work Agencies in Lithuania and Its Effect On
the Labour Market”. It examined the legal practice of
Great Britain, France, the Netherlands, Sweden, Po-
land and other countries.

Analysis of temporary work realities: the ca-
se of JSC “X”
The research method.

For collection of primary data for empirical
analysis one of the quantitative research methods —
a questionnaire survey — was used. It contains ques-
tions to reveal the opportunities for temporary work
and how they are evaluated by temporary workers
and what their attitude to their status is. The question-
naire consists of a group of interrelated questions to
be answered by the respondents. The questionnaire
contains 23 questions which are arranged in separa-
te blocks:

e Demographics are identified in the first
block of questions (1-4);

Temporary work importance and sources —
the second block of questions (5-8).
Temporary work advantages and disadvan-
tages — the third block of questions (9-15);
Opinion of temporary workers of JSC “X”
about their jobs and overall evaluation of
temporary work — the fourth block of ques-
tions (15-23).

The questionnaire was designed with reference
to theoretical sources and studies by Lithuanian and
foreign authors on temporary work. The questionnai-
re included closed- and open-ended questions. Open-
ended questions were designed to disclose the perso-
nal opinion of the respondents. Closed-ended ques-
tions were designed to reveal the accuracy of the in-
formation. The alternative answers were designed us-
ing the Likert 5-point scale, where 5 points denotes
complete agreement with the statement, and 1 point
indicates complete disagreement. An anonymous qu-
estionnaire method was chosen as it leads to objecti-
ve responses. It also enabled the JSC “X” employees
to openly give their views. The questionnaire consis-
ted of three main component parts:

v" Introductory paragraph that named the ob-
jective of the study, the importance of the
survey, as well as the instruction for filling
in the anonymous questionnaire;

v Demographic questions where respondents
were asked to indicate their gender, age,
education and monthly income;



v The main part where the open- and closed-
ended questions help to identify the reasons
why workers of JSC “X” chose temporary
work, and advantages and disadvantages of
temporary work.

The questionnaire survey at JSC ”X” was ma-
de in April of 2011. The total number of the respon-
dents to the survey was 110. It was decided to inter-
view all the employees of JSC “X”. 110 questionnai-
res were distributed and 100 were returned comple-
ted. 10 people did not participate in the survey becau-
se they were ill. 92.59% returned fully completed qu-
estionnaires.

In summary the aim of the applied survey in-
strument was achieved and the data obtained was in-
terpreted in a meaningful and useful way so as to enab-
le JSC ”X” to improve its activities and services.

Analysis of the findings

71 men and 29 women participated in the sur-
vey. Of JSC “X” employees 71% are men and 29%
are women. Such a significant male dominance in the
enterprise impacts existing temporary work particula-
rities because mostly the work is physical and requi-
ring technical skills, for example: loading, truck dri-
ving, etc. 33% of workers have secondary education,
21% — further education, 10% — uncompleted higher
education, 27% have received their bachelor’s and
9% — master’s degree. Distribution of respondents
by their education is different but two groups of wor-
kers are dominant: the first — with high school educa-
tion, the second — with higher education (bachelor’s
degree). Casquel and Cunyat (2004) have found that
highly skilled workers fill permanent job positions
more often than less skilled workers or those with
smaller work experience. In this case the results show
that workers’ education has no significant impact on
their choice of temporary work.

By age the respondents fell into four groups:
under 25 years of age, from 26 to 36 years, from 37
to 49 years, and over 50 years. The distribution of the
respondents reveals that 40 respondents are under 25,
19 from 26 to 36 years, 16 from 37 to 49 years and 25
are older than 50 years. At JSC “X” there are 24 men
and 16 women under 25. At the company there are
2 women and 23 men above 50 years. The smallest
number of employees at the company is in the age
group of 37-49 years (7 women and 9 men).

It can be seen that men as temporary emplo-
yees fill more positions than women and especially
young people under 25 years of age. Distribution of
employees participating in the study shows that JSC
“X” is dominated by males with higher (bachelor’s)
degree and under 25 years of age and men with secon-
dary education and over 50 years of age. Similarly,
the majority of women in the study are with underg-

33

raduate education and up to 25 years. We can see the
labour market situation that it is difficult to succes-
sfully integrate for young people under 25 years of
age and for individuals older than 50 years who pre-
fer temporary work offered by temporary work agen-
cies.

Another demographic indicator for respon-
dents was related with their monthly income. Mont-
hly earnings of a half of the participating employees
are up to 500 LTL. Meanwhile 36 workers receive in-
come ranging from 501 to 1000 LTL, 5 — from 1001
to 1500 LTL, and revenues of 9 employees exceed
1501 LTL. Monthly income of most women and men
working at JSC “X” is up to 500 LTL (17 women and
33 men). The highest monthly income was earned by
7 men and 2 women and exceeded 1501 LTL. The
income of up to 500 LTL may be due to temporary
work offers, the duration of which is sometimes a
short period of time which results in low income. Mo-
reover, this factor may be related to the situation that
various temporary workers are generally offered uns-
killed jobs.

The survey involved four different business
sectors that use temporary work services of JSC “X””:
manufacturing, services, wholesale and/or retail and
mixed sector. By their field of activity, the users of
temporary work services are: 64 industrial enterpri-
ses, 19 mixed (industrial and commercial), 15 servi-
ce and 1 wholesale and / or retail enterprise. Table 2
provides respondents’ distribution by work location,
sector, and gender.

Distribution of temporary workers in different
sectors and companies by place of work / responsibi-
lities indicates that the workers at JSC “X” are most-
ly helpers (83). There are 8 other workers at the com-
pany, there also are 8 specialists and 1 leader. By gen-
der: men (64) and women (19) mostly work in indust-
rial companies. The data obtained show that the wor-
kers at JSC “X” who take jobs that do not require spe-
cial skills or education are in helpers positions that
cover a variety of instant work. Meanwhile worker-
oriented work is defined by a particular work assig-
ned to a temporary worker to be done during an unde-
fined time. Users of temporary work services of JSC
“X” are companies that are interested in hiring sup-
port staff.

The research carried out by American Manage-
ment Association showed that in 1995 more than a
half of the production companies that assigned tasks
to temporary workers used temporary work agencies’
services in their production processes. Recently tem-
porary work covers a relatively wide range of acti-
vities, but the main ones are three: information tech-
nology (IT) Outsourcing, Business Process Manage-
ment Outsourcing (BPO), and outsourcing of produc-
tion.



Table 2

Respondents’ distribution by work location, sector, and gender

Place 01: vs:o.r!(/ Activity of the company Gender
responsibilities Women Men Total
Industrial enterprise - 2 2
Providing services 4 - 4
Workers Wholesale and/or retail 1 - 1
Mixed (industrial and commercial) 1 - 1
Workers total: 6 2 8
Industrial enterprise 14 46 60
Helpers Providing services 2 3 5
Wholesale and/or retail 1 - 1
Mixed (industrial and commercial) 2 15 17
Support staff total: 19 64 83
Industrial enterprises 2 - 2
Specialists Providing services 2 3 5
Mixed (industrial and commercial) - 1 1
Specialists total: 4 4 8
Heads | Providing services - 1 1
Heads total: - 1 1
Total: 29 71 100

Source: own research

In order to identify the most important rea-
sons why staff of JSC “X” chose to become tempora-
ry workers the questionnaire included a question in
which respondents had to indicate the reasons influ-
encing this choice. For 53 temporary workers tempo-
rary work is an additional opportunity to earn, whi-
le 30 people have encountered great difficulties with
the search for a permanent job and for 17 temporary
work is an opportunity to gain work experience. The
study results show that in most cases the reason to un-
dertake a temporary work is additional opportunity to
earn money, followed with people in problems with
finding a permanent job.

Respondents’ choice to work for a temporary
work agency also has an impact on their monthly in-
come levels. Monthly revenues are grouped into four
categories: up to 500 LTL, from 501 to 1000 LTL,
from 1001 to 1501 LTL, and above 1501 LTL. 24 em-
ployees whose monthly income was the smallest and
did not exceed 500 LTL chose temporary work for
additional opportunities to earn money. 16 employe-
es whose monthly income ranged from 501 LTL to
1000 LTL did so to gain an additional opportunity to
earn and the same number of employees were doing
this kind of work because of the difficulties with per-
manent job search.

More than half of the workers (53) from tempo-
rary work agency JSC “X” saw temporary work as a
work secondment and 30 employees opted for the sta-
tus of temporary workers because of the difficulties
with a permanent job search.
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Analysing the factors influencing the choice
and its dependence on the age of employees it is se-
en that this work is treated as an opportunity to gain
work experience by 12 workers under 25 years, 4 wor-
kers of 26 to 36 years, 1 worker from 37 to 49 years
and 1 worker who is over 50 years.

The results obtained show that the reasons for
the choice of temporary work in different age groups
are: for young people under 25 years — an additional
opportunity to earn (13) and they are also doing such
job because they have faced a difficulty with search
for a permanent job (13). For the majority of the res-
pondents (9) in the group from 26 to 36 years as well
as from 37 to 49 years (12) temporary work is an ad-
ditional opportunity to earn money. Employees who
are over 50 years chose temporary work because of
the difficulties with the search for a permanent job
(14).

The comparison of the reasons of employees
of JSC “X” for the choice of temporary work with
the opinion of David and Houseman and Houseman
(2009) indicates a partial agreement that temporary
work is a right way to gain work experience.

The workers of JSC “X” were asked a closed-
ended question: “Where did you hear about tempora-
ry work through a temporary work agency?”. The re-
sults show that most employees (40) heard about tem-
porary work through persons employed by a tempora-
ry work agency and their friends (24). Fewer emplo-
yees (19) doing temporary work looked online and
17 got to know about this new work form at the La-



bour Exchange. It can be argued that the major sour-
ce of information about temporary work is tempora-
ry workers.

The study also sought to determine whether
the employees of JSC “X” are satisfied with their
work. 40 employees expressed a neutral position on
this aspect. 36 were dissatisfied and 9 were very dis-
satisfied. 14 respondents were satisfied and 1 was ve-
ry satisfied with their work. Job evaluation by tempo-
rary workers is as follows: 40% — neutral, 36% — dis-
satisfied, 14% — satisfied, 9% — very dissatisfied, and
1% — very satisfied.

Overall satisfaction of JSC “X” workers with
the temporary work is evaluated positively. More
than half of the workers (52) are satisfied and 28 wor-
kers have neutral position. 12 respondents are dissatis-
fied, 6 are very dissatisfied, and 2 are very satisfied.
It can be argued that company’s results depend on
job satisfaction. According to Bagdonavicius (2006),
over time workers’ needs change, so does their moti-
vation, therefore a wider range of economic and mo-
ral indicators is necessary to increase their job satis-
faction. Consequently, to provide great services JSC
“X” must turn its attention to employee satisfaction
and take all the necessary measures to increase it.

Workers’ satisfaction with temporary work by
their gender shows that most men (40) and women

(12) are satisfied with this form of work. 10 women
and 18 men have a neutral position. One woman and
11 men are dissatisfied with temporary work. The ma-
jority of both men and women are satisfied with tem-
porary work.

According to Aronsson (1999), studies show
that temporary workers are passive because job ins-
tability does not give people a sense of security and
does not stimulate their individual abilities at work
either.

The study aimed to reveal the duration of jobs
received by temporary workers of JSC “X”. Propo-
sals for duration of up to 1 month were given to 48
employees, 44 employees were offered to work for
1 to 3 months, 5 employees for 4 to 12 months, and
3 employees for more than 12 months. According to
the respondents’ distribution by gender most men
(34) received job offers for 1 to 3 months and 32 ma-
les received job offers for up to one month. Meanw-
hile the majority of women (16) received jobs for up
to 1 month and 10 women from 1 to 3 months. Re-
sults show that men receive job offers for longer term
than women. Women are offered short-term work of-
fers with the term shorter than a month and men get
temporary work offers for up to three months (see Fi-
gure 2).
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Fig. 2. Duration of job offers received by temporary workers of JSC “X”
Source: our drawing based on survey data

Gagliarducci (2005) found that the time wor-
ked in a temporary worker position increases access
to permanent job offers and it is expected that tempo-
rary workers who worked for a longer period will get

a permanent job offer (see Figure 3).

Industrial firms provided 33 temporary wor-
kers with jobs for 1 to 3 months, 31 employees we-
re employed for a period of up to 1 month. Mixed (in-



dustrial and commercial) enterprises used temporary
employees for a short period of time — about 1 month
(14). Overall, the data shows that most of the tempora-
ry workers are hired for a period of 3 months.

Answers to the question “Is it important for
you that people would think about temporary work
positively?” by workers of JSC “X” are: 35 employe-
es indicated it is particularly important for them, 24
had no opinion regarding this question, for 19 it is ve-
ry important and for 16 it does not matter what peop-
le think about temporary work.

Analysis of the answers by gender shows that
26 men consider temporary work being extremely im-
portant, 24 of them have no opinion, for 12 it is very
important and for 9 it is not important. For 9 women
it is extremely important, for 7 good opinion about
temporary work is very important, for 7 it is not im-
portant and 6 do not have opinion on the question “Is
it important for you that people would think about the
temporary work positively?”. It can be argued that a
positive opinion about the company is an important
tool to enhance employee commitment and loyalty
to it and to increase job satisfaction and the organiza-
tion’s reputation.

The third block of questions required to identi-
fy benefits and drawbacks of temporary work at JSC

“X”. Ranked answers of temporary workers are: a
temporary worker working well can get noticed and
recruited for a permanent job — 39 (39%), possibility
for young people without work experience to easier
integrate into labour market and to gain experience —
27 (27%), employees can test themselves in various
fields — 15 (15%), gives workers flexible working con-
ditions and convenient work schedule — 12 (12%),
this is an opportunity for students and senior citizens
to work — 7 (7%). Almost a half of the respondents
surveyed in the research expect that through tempo-
rary work they will receive permanent work offer. In
a study by Mcginnity and Mertens (2004) about 40%
of temporary workers have been offered a permanent
job (see Figure 3).

Research results by gender show that both men
(27) and women (12) agree that the main advantage
of temporary work is that temporary workers wor-
king well can get noticed and recruited for a perma-
nent job by a user of temporary work services.

The study aimed to reveal the disadvantages of
temporary work as well. Employees of JSC “X” we-
re asked to indicate the negative qualities (weaknes-
ses) of temporary work. Analyzing the distribution of
responses by gender, the disadvantages of temporary
work were named:
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Fig. 3. Advantages of temporary work at JSC “X”.
Source: our drawing based on survey data

Men: 28 of them point out that temporary work
does not give a sense of security and stability, 24 point
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out work contracts and relationships that can be termi-
nated at any time without explanation, 8 note that the-



re are no career opportunities, 7 do not feel being full
members of the organization, 4 think that a tempora-
ry worker is deprived of guarantees that a permanent
contract would ensure.

Women: 13 of them consider that temporary
work does not give a sense of security and stability, 6
think that employment contracts and employment re-

lationships can be terminated at any time without ex-
planation, 5 indicate that there are no career opportu-
nities, 3 note absence of guarantees in case of loss of
a temporary job which would be ensured by a perma-
nent contract, 2 do not feel being full members (see
Figure 4).
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Fig. 4. Disadvantages of temporary work at JSC “X”.
Source: our drawing based on survey data

Both men and women consider the lack of sen-
se of security and stability as the main negative fea-
ture of temporary work, which negatively affects the
quality of work and productivity. Temporary workers
think that in contrast to the open-ended labour con-
tracts the temporary contracts do not provide security
and sense of job stability for workers. A study carried
out by Clark and Postel-Vinay (2005) indicates that
as to relationship of contract and security, workers fe-
el more secure with open-ended contracts while tem-
porary workers feel being less secure.

To sum up, the responses of employees have
distributed as follows: no sense of security and stabi-
lity — 41 (41%), employment contract and work rela-
tions can be terminated at any time without explana-
tion — 30 (30%), working as a temporary employee it
is hard to plan a career — 13 (13%), does not feel be-
ing a full member of the organization — 9 (9%), tem-
porary job lacks guarantees that a permanent contract
would ensure — 7 (7%).

Workers of JSC “X” were asked in the ques-
tionnaire to indicate the main disadvantage of tempo-
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rary work. Studies by Addison and Surfield (2005),
Cox and Grobar (2001) revealed that temporary work
employees earn less than permanent employees. The
research revealed that most temporary workers are
young people with lower education and shorter work
experience.

Most employees see low income and lack of gu-
arantees as the foremost negative aspect of tempora-
ry work. According to Appelbaum, Bailey, Berg and
Kalleberg (2000), social exchange theory explains
the differences in attitudes and work behaviour bet-
ween temporary and permanent employees. Since so-
cial security, wages and work environment climate
provided to temporary workers is inferior to that gran-
ted to permanent staff, this contributes to negative at-
titude of temporary employees to work. These factors
may strongly affect the temporary employees’ perfor-
mance and job satisfaction.

Workers of JSC “X” were asked a question:
“How do you evaluate the temporary work in gene-
ral?” Almost a half of the respondents (45) evaluate
temporary work positively, 28 more positively than



negatively, 19 have no opinion, 6 more negatively
than positively and 2 negatively.

The results by gender revealed that the majori-
ty of women doing temporary work evaluate it more
positively than negatively (11) and most men — positi-
vely (37). The views of the respondents having been
summed-up it was concluded that temporary work is
seen by temporary workers as positive. This fact may
make an important stimulus for the development of
this service.

Workers of JSC “X” were asked a question:
“Would you choose temporary work as an alternative
to permanent work?” The question revealed the opi-
nions and views of temporary employees of JSC “X”
on prospects of temporary work. The results show
that more than a half of workers (63) will choose to
accept temporary work as an alternative to permanent
work in case they will not find work elsewhere. 32 di-
sagree and 5 accept temporary employment as an al-
ternative to permanent employment. Distribution of
answers by gender were different: women — 1 agrees,
10 disagree, 18 would accept temporary work as an
alternative to permanent employment only as needed
or when it is impossible to find work elsewhere. Mo-
re than a half of men (45) also agree to choose this op-
tion only when it is necessary, 22 would disagree and
only 4 would agree. These results are in line with the
opinion of David, Houseman and Houseman (2009)
that temporary work can be an alternative to perma-
nent employment and an option for gaining work ex-
perience.

What is more, temporary workers had to ans-
wer a question: “Do you see the perspectives in the
company?” More than a half of the workers (56) do
not see perspectives in JSC “X”, 34 currently do not
see and 10 see. Better perspectives in JSC “X” are se-
en by men. 7 of them marked answer “yes”. Meanw-
hile most women do not see such perspectives (15).
According to Petkeviciute (2006), work perspectives
are related to career and work experience process. To
sum up, workers of JSC “X” negatively evaluate per-
spectives in the temporary work company JSC “X”.
Parker (2002) found that temporary workers are not
taking part in company’s decision making process
which negatively affects their job performance and
psychological state.

For the objectives of the questionnaire it was
important to identify whether the work proposed to
employees met their expectations. More than a half
(53) of the employees of JSC “X” strongly agreed
that temporary work met their expectations, 30 em-
ployees agreed that work met their expectations and
17 them marked answer “no” which shows that the
proposed work failed to meet their expectations. For
the majority of temporary workers temporary work
met their expectations.
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The results are related to the further study on
the issue: “If once again you have to choose a job
would you contact a temporary work agency?”” Majo-
rity of the employees do not know (39), 34 agree by
selecting the answer “yes” and 27 employees would
not apply to a temporary work agency for a tempora-
ry work vacancy. Most men (29) chose a positive ans-
wer, 16 chose a negative one and 26 of them did not
know. 13 women did not know if they would return to
JSC “X” if they had to choose a temporary work pla-
ce once again. 11 of them indicated a negative respon-
se and only 5 positive. Men are more likely to work
in JSC “X” than women. Such responses may influen-
ce the distribution of temporary short-term jobs for
women and their overall evaluation of temporary em-
ployment.

It could be said that workers’ attitude to a tem-
porary work agency depends on its image. Image re-
searcher Druteikiene (2007, p. 8) argues that image
reflects the real organization’s activities: “Organi-
sation’s image helps to determine how a person be-
haves in the organization and how the organization
is perceived: as weak or as strong, closed or open,
warm or cold, immovable or flexible or how the per-
son’s disposition, his readiness to rely on what is be-
ing said, and the proper evaluation of the products
the organisation offers to buy or even willingness to
work in it would be affected”.

Generalisation

Katz and Krueger (1999) analyzed how growth
of temporary work service sector had influenced dec-
line in levels of unemployment. The results showed
that unemployment rate fell sharply in the business
sector after introduction of the temporary work ser-
vice.

It is also noteworthy that, according to studies
by Vosko (2008), “traditional” (defined as full-time,
full-time shifts throughout the year employment)
work — “traditional” form of employment around the
world — is disappearing, yielding its place to the fle-
xible employment model.

The results of the questionnaire survey for JSC
“X” staff show that the majority of respondents hold
support staff positions at industrial companies. The
results revealed the distribution of the clients of JSC
“X” company by sector of activity: industrial enterpri-
ses — 64%, services — 15%, engaged in wholesale and
/ or retail sales — 2% and mixed (industrial and com-
mercial) — 19%. The study shows that temporary wor-
kers are usually employed for a month, far less often
for a period ranging from 1 to 3 months.

54% of the workers of JSC “X” consider positi-
ve attitude of other people towards temporary emplo-
yment important. This opinion of the respondents is
related to the question about where the respondents



found out about temporary employment. 40 people
got to know from the employer and 24 respondents
heard from their friends.

The questionnaire included two questions as-
king employees to identify key advantages and disad-
vantages of temporary employment. Most of the em-
ployees pointed out the following advantages of tem-
porary employment: a temporary employee working
well can get noticed and employed on a permanent
basis (39) and opportunity for young people without
work experience to easier access the labour market
and gain work experience (27). The employees noted
the following disadvantages: no sense of security and
stability (41), labour contracts and employment rela-
tionships can be terminated at any time without expla-
nation (30).

Identifying the reasons why employees chose
temporary recruitment they stated the following: the
possibility to earn extra income (44), the difficulty
with search for a permanent job (34), the opportunity
to gain work experience (18), and other reasons.

The overall evaluation of temporary employ-
ment among employees was positive (52), although
56 people from JSC “X” could not see any prospects.
The answers of these respondents may be influenced
by their different experiences, needs, and values.

Conclusions

After analysis of the scientific literature and as-
sessment of the legislation the following conclusions
can be drawn:

v" Temporary work is considered being an ef-
fective tool for reducing the level of unem-
ployment which mainly resulted from the
lack of work on labour market; an opportu-
nity for businesses to be resistant and flexib-
le as well as seasonally flexible; and an abi-
lity to reduce the time needed for employ-
ee search and selection process and the em-
ployment-related administrative costs. It is
also an alternative for people looking for
work in another country because a tempora-
ry work agency helps them to integrate into
and adapt to the labour market.

Flexible form of employment gives com-
panies more effective control on human re-
sources and enables better management of
its business processes.

In Lithuania the legal framework of tempo-
rary work has already been developed, on-
ly not adopted in practice, employers cons-
tantly face many unresolved issues in the
field of temporary employment. Current-
ly, temporary work in the country is gover-
ned by Article 108 of the Labour Code of
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the Republic of Lithuania. The following re-
solutions of the Government of the Repub-
lic of Lithuania are also applicable: Reso-
lution No. 678 of 2 June 2004, Resolution
No. 741 of 24 July 2006, and Resolution
No. 1211 of 18 October 1996. In European
Union documents in accordance with the
European Parliament and Council Directive
2008/104/EC temporary work is treated as
aform of employment which involves passi-
ve market users into its activities and signifi-
cantly contributes to economic growth indi-
cators of the country.

After the survey on employees of JSC “X” and
summarizing of the results the following conclusions
can be drawn:

v' The decision of employees to choose tem-
porary work is mostly affected by such fac-
tors as the difficulty with a permanent job
search (34), additional opportunity to earn
money (44), possibility to gain work expe-
rience (18).

It was revealed that the main sources of in-
formation about temporary employment
are the temporary workers (40) and their
friends (24), which indicates that the most
common method of advertising of tempora-
ry work is word of mouth.

It was found that the survey participants
had different views on what advantages
and disadvantages of temporary work are.
Respondents indicated the main advantages
of temporary work: a temporary employee
working well can get noticed and employ-
ed on a permanent basis (39%), opportuni-
ty for young people without work experien-
ce to easier access the labour market and
gain work experience (27%), employees
can test themselves in different work envi-
ronments (15%), possibility for workers to
have flexible working conditions and con-
venient schedule (12%). The survey results
revealed the following main disadvantages
of temporary employment: no sense of se-
curity and stability (41%), employment con-
tract and labour relations can be terminated
at any time without explanation (30%), it is
hard for temporary employees to plan a ca-
reer (13%).

Distribution of respondents’ answers to the
question of whether they would contact
JSC “X” if they once again have to choose
the work place were as follows: 39 do not
know, 34 would contact and 27 would not
contact. Distribution of answers may indi-



cate that the company provides temporary
jobs for a group of people who are less de-
manded on the labour market: young peop-
le, young parents, elderly persons.
Practical significance of the research is that
the results are taken into consideration and
they are implemented by JSC “X” to impro-
ve the quality of their service. They help to
identify possible problems which may oc-
cur in the near future. The results of this
research are going to be included in admi-
nistrative staff meeting agenda where they
would be discussed and measures would be
proposed for correcting the service shortco-
mings and ensuring the benefits.

This research material can be used by the par-
ties who are interested in temporary work as a flexib-
le form of employment. It will help them to better
know this atypical but rapidly developing form of em-
ployment, its strengths and weaknesses and thus to
easier determine whether to use or not to use tempo-
rary employment.

Discussion

The temporary work concept is rather broad
and equivocal and in practice consists of different
types of employment contracts. To describe the tem-
porary work concept Lithuanian and foreign resear-
chers of temporary work use these definitions: non-
standard, atypical, flexible, adaptable, contingent la-
bour relations. Temporary work generally refers of
part time work and work on call.

In comparison to temporary work experience
of foreign countries, temporary work in Lithuania is a
new form of employment that with proper regulation
on the current job market can deliver positive results.
However, this service is not sufficiently regulated by
the Lithuanian law system and often many questions
arise for companies that face this service. Currently
in Lithuania there is no specific legislation regulating
temporary work legal relations.

The article aims to provide young people with
evaluation of temporary work service and opportuni-
ties for temporary workers employed through a tem-
porary work agency. Moreover, this research leads to
appearance of a new instrument for recruitment, se-
lection and employment of professionals, the aim of
which is to help the skilled specialists to find a su-
itable and sustainable work place. In the future deve-
loped temporary work and education sector coopera-
tion concept will become an object for a new course
of study or even a degree of specialization in human
resources process management. At the same time the
developing new business form will develop a mobili-
ty practice program for students and will make job se-
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arch easier for workers and for employers, it will pro-
vide more opportunities to find the necessary specia-
list.
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Laikinojo jdarbinimo kaip naujos darbo formos Lietuvoje situacijos analizé

Santrauka

Laikinojo idarbinimo agentiiry teikiamy paslau-
gy pazinimo tyrimai yra svarbiis verslo ir aukstojo moks-
lo sektoriy atstovams, nes leidzia papildomai plétoti Siy
sektoriy bendradarbiavimo veiklas. Siuo atveju isryskeéja
poreikis atlikti laikinojo jdarbinimo kaip naujos darbo
formos Lietuvoje situacijos analize. Salyje néra istatymo,
reguliuojancio laikinojo jdarbinimo paslauga uzsiimanéiy
agentiiry veikla. Iki §iol vadovautasi Lietuvos Respublikos
darbo kodeksu. Taciau pazymétina, kad jau 2011 m. gruo-
dzio mén. Lietuvoje jsigalios Laikinojo jdarbinimo istaty-
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mas, kuris lems pirmuosius Sios darbo formos praktinius
patirties zingsnius.

Praktinis problemos aspektas pasireiskia laikinojo
idarbinimo Lietuvoje patirties ir dokumentinio, teisinio
reglamentavimo stoka, institucijy, vykdysianciy laikinaji
idarbinima ir kontrolg, nesusiformavimu, neisplétota, ma-
zai zinoma rinkoje teikiama paslauga.

Vakary Europos valstybése laikinojo idarbinimo
paslaugos jau yra teikiamos apie 20 m., Lietuvoje jos prak-
tikuojamos apie 8 m. Nyderlanduose ir Didziojoje Britani-



joje laikinojo idarbinimo paslaugas gauna 3-5 proc. visy
samdomuy darbuotoju. Lietuvoje $is procentas siekia tik
0,4. Daugelis laikinyjy darbuotojy yra i§ pramonés, gamy-
bos sektoriy.

Moksliné laikinojo idarbinimo problematika plates-
niame teoriniame kontekste analizuojama tokiuose darbuo-
se: Autor ir Houseman (2009) akcentuoja, kad laikinas idar-
binimas yra alternatyva ir tinkamas biidas darbo patir¢iai
igyti. Drucker (2006) atkreipia démesj, kad $§i jdarbinimo
forma prisideda prie imoniy gebéjimo greitai prisitaikyti
prie kintanc¢iy rinkos poreikiy. Tuo tarpu Bartkus ir Jurevi-
¢ius (2007) pazymi, kad laikinojo jdarbinimo dalyviy — lai-
kinyjy darbuotojy — nuoma yra efektyvi verslo strategija,
kai viena imoné (paslaugos nuomotoja) skiria kitai imonei
(paslaugos teikéjai) atlikti tam tikra veiklos, kurioje pasta-
roji specializuojasi, funkcija. Judickiené (2008) konstatuo-
ja, kad laikinas jdarbinimas apibréziamas kaip reiskinys,
kurio funkcijoms priskiriama darbuotoju paieska, atranka,
santykiai, susij¢ su darbuotojo darbo apskaita, darbo sutar-
tys ir kt. Ta¢iau minéti mokslo darbai néra adaptuoti prakti-
néms Lietuvos darbo salygoms.

Sio straipsnio tyrimo tikslas — atlikti laikinojo jdar-
binimo kaip naujos darbo formos Lietuvoje situacijos ana-
lize.

Tyrimo objektas — laikinasis jdarbinimas kaip nau-
ja darbo forma.

Tyrimo uzZdaviniai:

1. Atlikus mokslinés literatiros analize, istirti lai-
kinojo jdarbinimo teorinius aspektus.

2. Apibrézti laikinojo idarbinimo teisinj reglamen-
tavima Europos Sajungoje ir Lietuvoje.

3. Atlikti laikinyjy darbuotojy, isidarbinusiy per

laikinojo jdarbinimo agentiira, apklausos rezul-
taty analize.

Tyrimo metodais pasirinkta mokslinés literattiros
ir dokumenty analiz¢, sisteminimas, lyginimas, apibendri-
nimas. Empiriniam tyrimui atlikti parengtas klausimynas,
atlikta 100 darbuotojy, idarbinty laikinojo idarbinimo for-
ma, anketiné apklausa.

Nuo 2010 m. derinamas Lietuvos Respublikos lai-
kinojo idarbinimo {statymo projektas, siekiant perkelti
2008 m. lapkri¢io 19 d. Europos Parlamento ir Tarybos di-
rektyvos 2008/104/EB dél darbo per laikinojo idarbinimo
imones nuostatas. Naujoje laikinojo jdarbinimo istatymo
redakcijoje bus pakeistos savokos ,,Darbo nuoma“ ir ,,Dar-
bo nuomos sutartis® | sgvokas ,,Laikinasis jdarbinimas*
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ir ,,Laikinojo idarbinimo sutartis“. Naujojo istatymo tiks-
las — uztikrinti laikinyjy darbuotoju apsauga ir pagerinti
darbo per laikinojo idarbinimo imones kokybe. [ istatymo
reguliavimo sritj patenka trys asmeny kategorijos: laikina-
sis darbuotojas, laikinojo idarbinimo agentiira ir imoné —
laikinojo darbo naudotoja.

[statymo nuostatomis turéty biti draudziama nuo-
moti personala, siekiant pakeisti savus streikuojancéius
darbuotojus arba darbuotojus, kurie buvo atleisti i§ darbo
dél tam tikry ekonominiy priezas¢iy (dél gamybos apim-
ties mazinimo ir kt.). Neturéty buti leidziama nuomotis
darbuotojus ypa¢ pavojingiems darbams atlikti. Priémus
specialius laikingji jdarbinima reglamentuojancius aktus,
turés biiti pakeisti ir dabar galiojantys teisés aktai: Lietu-
vos Respublikos darbo kodeksas, Administraciniy teisés
pazeidimy kodeksas ir su laikinuoju {darbinimu susij¢ juos
igyvendinantys teisés aktai.

Pagrindiniai apklausos rezultatai rodo, kad laikino-
jo idarbinimo agentiiros suteikia darbo vietas darbo rinko-
je maziau paklausiems asmenims: jaunimui, mazamecius
vaikus auginantiems tévams, senyvo amziaus asmenims.
Atskleista, kad { laikinojo idarbinimo agentiiras kreipiasi
asmenys, susiduriantys su nuolatinio darbo paieskos sunku-
mais, dél papildomos galimybés uzsidirbti, taip pat darbo
patirciai igyti. Svarbiausiais laikinojo jdarbinimo privalu-
mais akcentuojama galimybé sulaukti nuolatinio darbo pa-
sitilymo, lengvesné integracija | darbo rinka ir jvairi darbo
patirtis. Vis délto laikinojo idarbinimo paslauga neuztik-
rina laikinyjy darbuotojy viso darbo uzimtumo ir ateities
karjeros plany.

Tolesniy tyrimy objektui analizuoti numatoma iskel-
ti Siuos klausimus: ar gali laikinas jdarbinimas tikti studen-
ty praktikai? Kaip integruoti laikinaji jdarbinima i studijy
procesa? Laikinojo idarbinimo darbo rinkoje integracijos
1 specialisty parengima valdymo sistema tampa aktuali to-
lesnio tyrimo tema.

Tolesniuose tyrimuose bus placiai analizuojama spe-
cialisty parengimo ir ju idarbinimo rinkoje integracija bei
grindziama, kaip pagerinti, kokia sistema valdyti minétos
integracijos kokybe. Pagrindziant specialisty parengimo ir
juidarbinimo rinkoje sistema, bus nagrinéjama ir $ios siste-
mos jgyvendinimo strategija.

Pagrindiniai odZiai: laikinasis idarbinimas, laiki-
noji idarbinimo agentiira, laikinasis darbuotojas, laikinoji
darbo sutartis, laikinojo jdarbinimo istatymas.
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