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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.

Ke­y­words: temporary work, temporary work agen-
cy, temporary worker, temporary work contract, law on 
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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-

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

3. 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).

Temporary employment agency

Servi­ce u­ser 
(consu­mer)

Temporary 
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 

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 contract basi­s (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.
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Table 1
Advantage­s­ and di­s­advantage­s­ of te­mporary work

 lower di­rect costs of personnel; 
 deali­ng wi­th flu­ctu­ati­ons i­n demand 

for personnel; 
 su­bsti­tu­ti­on of u­nprodu­cti­ve workers; 
 opportu­ni­ty for a tri­al peri­od of the 

employee; 
 ti­me, redu­cti­on of admi­ni­strati­ve 

work. 

Advantage­s­ of te­mporary work Di­s­advantage­s­ of te­mporary work 
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 need to fu­rther strengthen the 
su­pervi­si­on of staff; 

 no gu­arantee of qu­ali­ty of temporary 
workers; 

 negati­ve i­mpact on moti­vati­on of the 
permanent staff; 

 temporary employees are not very 
loyal to the company granti­ng a 
temporary job. 

 favorable to workers who need 
flexi­ble worki­ng condi­ti­ons; 
 easi­er for you­ng people enteri­ng the 
labor market to gai­n experi­ence; 
 temporary employee may work i­n a 
nu­mber of temporary work u­ser 
compani­es, and i­s ensu­red conti­nu­ou­s 
su­pply of su­ch jobs. 

 does not gi­ve a sense of secu­ri­ty and 
stabi­li­ty; 
 low career prospects; 
 temporary workers do not feel bei­ng 
fu­ll members of the team; 
 di­fferent pay system. 

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”, 2006).

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 

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 
of temporary 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-
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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;

b)  i­mmedi­ate and random orders whi­ch are 
normal part of thei­r bu­si­ness;

c)  temporary employees can replace perma-
nent workers;

d)  work places that requ­i­re a permanent staff 
member u­nti­l a permanent employee wi­ll 
be fou­nd. Temporary agenci­es are not enti­t-

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.
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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-

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-
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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:

	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-

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:

•	 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:

	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;

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

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.
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Table 2

Re­s­ponde­nts­’ di­s­tri­buti­on by work locati­on, s­e­ctor, and ge­nde­r

Place­ of work / 
re­s­pons­i­bi­li­ti­e­s­ Acti­vi­ty of the­ company Ge­nde­r

Wome­n Me­n Total

Workers

Indu­stri­al enterpri­se - 2 2
Provi­di­ng servi­ces 4 - 4
Wholesale and/or retai­l 1 - 1
Mi­xed (i­ndu­stri­al and commerci­al) 1 - 1

Worke­rs­ total: 6 2 8

Helpers

Indu­stri­al enterpri­se 14 46 60
Provi­di­ng servi­ces 2 3 5
Wholesale and/or retai­l 1 - 1
Mi­xed (i­ndu­stri­al and commerci­al) 2 15 17

Support s­taff total: 19 64 83

Speci­ali­sts
Indu­stri­al enterpri­ses 2 - 2
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.

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-
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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).

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-
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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:

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 

ou­t work contracts and relati­onshi­ps that can be termi­-
nated at any ti­me wi­thou­t explanati­on, 8 note that the-
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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).

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-

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 
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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.

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 Kru­e ger (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 
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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:

	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 

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 
a form 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:

	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-
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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-

arch easi­er for workers and for employers, i­t wi­ll pro-
vi­de more opportu­ni­ti­es to find the necessary speci­a-
li­st.
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Lai­ki­nojo įdarbi­ni­mo kai­p naujos­ darbo formos­ Li­e­tuvoje­ s­i­tuaci­jos­ anali­zė 

Santrau­ka

Lai­ki­nojo įdarbi­ni­mo agentū­rų tei­ki­amų paslau­-
gų paži­ni­mo tyri­mai­ yra svarbū­s verslo i­r au­kštojo moks-
lo sektori­ų atstovams, nes lei­dži­a papi­ldomai­ plėtoti­ ši­ų 
sektori­ų bendradarbi­avi­mo vei­klas. Ši­u­o atveju­ i­šryškėja 
porei­ki­s atli­kti­ lai­ki­nojo įdarbi­ni­mo kai­p nau­jos darbo 
formos Li­etu­voje si­tu­aci­jos anali­zę. Šalyje nėra įstatymo, 
regu­li­u­ojanči­o lai­ki­nojo įdarbi­ni­mo paslau­ga u­žsi­i­manči­ų 
agentū­rų vei­klą. Iki­ ši­ol vadovau­tasi­ Li­etu­vos Respu­bli­kos 
darbo kodeksu­. Tači­au­ pažymėti­na, kad jau­ 2011 m. gru­o-
dži­o mėn. Li­etu­voje įsi­gali­os Lai­ki­nojo įdarbi­ni­mo įstaty-

mas, ku­ri­s lems pi­rmu­osi­u­s ši­os darbo formos prakti­ni­u­s 
pati­rti­es ži­ngsni­u­s. 

Prakti­ni­s problemos aspektas pasi­rei­ški­a lai­ki­nojo 
įdarbi­ni­mo Li­etu­voje pati­rti­es i­r doku­menti­ni­o, tei­si­ni­o 
reglamentavi­mo stoka, i­nsti­tu­ci­jų, vykdysi­anči­ų lai­ki­nąjį 
įdarbi­ni­mą i­r kontrolę, nesu­si­formavi­mu­, nei­šplėtota, ma-
žai­ ži­noma ri­nkoje tei­ki­ama paslau­ga.

Vakarų Eu­ropos valstybėse lai­ki­nojo įdarbi­ni­mo 
paslau­gos jau­ yra tei­ki­amos api­e 20 m., Li­etu­voje jos prak-
ti­ku­ojamos api­e 8 m. Nyderlandu­ose i­r Di­dži­ojoje Bri­tani­-
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joje lai­ki­nojo įdarbi­ni­mo paslau­gas gau­na 3–5 proc. vi­sų 
samdomų darbu­otojų. Li­etu­voje ši­s procentas si­eki­a ti­k 
0,4. Dau­geli­s lai­ki­nųjų darbu­otojų yra i­š pramonės, gamy-
bos sektori­ų. 

Mokslinė laikinojo įdar­binimo p­r­oble­matika plates-
ni­ame teori­ni­ame kontekste anali­zu­ojama toki­u­ose darbu­o-
se: Au­tor i­r Hou­seman (2009) akcentu­oja, kad lai­ki­nas įdar-
bi­ni­mas yra alternatyva i­r ti­nkamas bū­das darbo pati­rči­ai­ 
įgyti­. Dru­cker (2006) atkrei­pi­a dėmesį, kad ši­ įdarbi­ni­mo 
forma pri­si­deda pri­e įmoni­ų gebėji­mo grei­tai­ pri­si­tai­kyti­ 
pri­e ki­ntanči­ų ri­nkos porei­ki­ų. Tu­o tarpu­ Bartku­s i­r Ju­revi­-
či­u­s (2007) pažymi­, kad lai­ki­nojo įdarbi­ni­mo dalyvi­ų – lai­-
ki­nųjų darbu­otojų – nu­oma yra efektyvi­ verslo strategi­ja, 
kai­ vi­ena įmonė (paslau­gos nu­omotoja) ski­ri­a ki­tai­ įmonei­ 
(paslau­gos tei­kėjai­) atli­kti­ tam ti­krą vei­klos, ku­ri­oje pasta-
roji­ speci­ali­zu­ojasi­, fu­nkci­ją. Ju­di­cki­enė (2008) konstatu­o-
ja, kad lai­ki­nas įdarbi­ni­mas api­brėži­amas kai­p rei­ški­nys, 
ku­ri­o fu­nkci­joms pri­ski­ri­ama darbu­otojų pai­eška, atranka, 
santyki­ai­, su­si­ję su­ darbu­otojo darbo apskai­ta, darbo su­tar-
tys i­r kt. Tači­au­ mi­nėti­ mokslo darbai­ nėra adaptu­oti­ prakti­-
nėms Li­etu­vos darbo sąlygoms. 

Ši­o strai­psni­o tyri­mo ti­ks­las­ – atli­kti­ lai­ki­nojo įdar-
bi­ni­mo kai­p nau­jos darbo formos Li­etu­voje si­tu­aci­jos ana-
li­zę. 

Tyri­mo obje­ktas­ – lai­ki­nasi­s įdarbi­ni­mas kai­p nau­-
ja darbo forma. 

Tyri­mo uždavi­ni­ai­:
1. Atli­ku­s moksli­nės li­teratū­ros anali­zę, i­šti­rti­ lai­-

ki­nojo įdarbi­ni­mo teori­ni­u­s aspektu­s.
2. Api­brėžti­ lai­ki­nojo įdarbi­ni­mo tei­si­nį reglamen-

tavi­mą Eu­ropos Sąju­ngoje i­r Li­etu­voje.
3. Atli­kti­ lai­ki­nųjų darbu­otojų, įsi­darbi­nu­si­ų per 

lai­ki­nojo įdarbi­ni­mo agentū­rą, apklau­sos rezu­l-
tatų anali­zę. 

Tyri­mo me­todai­s­ pasi­ri­nkta moksli­nės li­teratū­ros 
i­r doku­mentų anali­zė, si­stemi­ni­mas, lygi­ni­mas, api­bendri­-
ni­mas. Empi­ri­ni­am tyri­mu­i­ atli­kti­ parengtas klau­si­mynas, 
atli­kta 100 darbu­otojų, įdarbi­ntų lai­ki­nojo įdarbi­ni­mo for-
ma, anketi­nė apklau­sa.

Nu­o 2010 m. deri­namas Li­etu­vos Respu­bli­kos lai­-
ki­nojo įdarbi­ni­mo įstatymo projektas, si­eki­ant perkelti­ 
2008 m. lapkri­či­o 19 d. Eu­ropos Parlamento i­r Tarybos di­-
rektyvos 2008/104/EB dėl darbo per lai­ki­nojo įdarbi­ni­mo 
įmones nu­ostatas. Nau­joje lai­ki­nojo įdarbi­ni­mo įstatymo 
redakci­joje bu­s pakei­stos sąvokos „Darbo nu­oma“ i­r „Dar-
bo nu­omos su­tarti­s“ į sąvokas „Lai­ki­nasi­s įdarbi­ni­mas“ 

i­r „Lai­ki­nojo įdarbi­ni­mo su­tarti­s“. Nau­jojo įstatymo ti­ks-
las – u­žti­kri­nti­ lai­ki­nųjų darbu­otojų apsau­gą i­r pageri­nti­ 
darbo per lai­ki­nojo įdarbi­ni­mo įmones kokybę. Į įstatymo 
regu­li­avi­mo sri­tį patenka trys asmenų kategori­jos: lai­ki­na-
si­s darbu­otojas, lai­ki­nojo įdarbi­ni­mo agentū­ra i­r įmonė – 
lai­ki­nojo darbo nau­dotoja.

Įstatymo nu­ostatomi­s tu­rėtų bū­ti­ drau­dži­ama nu­o-
moti­ personalą, si­eki­ant pakei­sti­ savu­s strei­ku­ojanči­u­s 
darbu­otoju­s arba darbu­otoju­s, ku­ri­e bu­vo atlei­sti­ i­š darbo 
dėl tam ti­krų ekonomi­ni­ų pri­ežasči­ų (dėl gamybos api­m-
ti­es maži­ni­mo i­r kt.). Netu­rėtų bū­ti­ lei­dži­ama nu­omoti­s 
darbu­otoju­s ypač pavoji­ngi­ems darbams atli­kti­. Pri­ėmu­s 
speci­ali­u­s lai­ki­nąjį įdarbi­ni­mą reglamentu­ojanči­u­s aktu­s, 
tu­rės bū­ti­ pakei­sti­ i­r dabar gali­ojantys tei­sės aktai­: Li­etu­-
vos Respu­bli­kos darbo kodeksas, Admi­ni­straci­ni­ų tei­sės 
pažei­di­mų kodeksas i­r su­ lai­ki­nu­oju­ įdarbi­ni­mu­ su­si­ję ju­os 
įgyvendi­nantys tei­sės aktai­. 

Pagri­ndi­ni­ai­ apklau­sos rezu­ltatai­ rodo, kad lai­ki­no-
jo įdarbi­ni­mo agentū­ros su­tei­ki­a darbo vi­etas darbo ri­nko-
je maži­au­ paklau­si­ems asmeni­ms: jau­ni­mu­i­, mažameči­u­s 
vai­ku­s au­gi­nanti­ems tėvams, senyvo amži­au­s asmeni­ms. 
Atsklei­sta, kad į lai­ki­nojo įdarbi­ni­mo agentū­ras krei­pi­asi­ 
asmenys, su­si­du­ri­antys su­ nu­olati­ni­o darbo pai­eškos su­nku­-
mai­s, dėl papi­ldomos gali­mybės u­žsi­di­rbti­, tai­p pat darbo 
pati­rči­ai­ įgyti­. Svarbi­au­si­ai­s lai­ki­nojo įdarbi­ni­mo pri­valu­-
mai­s akcentu­ojama gali­mybė su­lau­kti­ nu­olati­ni­o darbo pa-
si­ū­lymo, lengvesnė i­ntegraci­ja į darbo ri­nką i­r įvai­ri­ darbo 
pati­rti­s. Vi­s dėlto lai­ki­nojo įdarbi­ni­mo paslau­ga neu­žti­k-
ri­na lai­ki­nųjų darbu­otojų vi­so darbo u­ži­mtu­mo i­r atei­ti­es 
karjeros planų.

Tolesni­ų tyri­mų objektu­i­ anali­zu­oti­ nu­matoma i­škel-
ti­ ši­u­os klau­si­mu­s: ar gali­ lai­ki­nas įdarbi­ni­mas ti­kti­ stu­den-
tų prakti­kai­? Kai­p i­ntegru­oti­ lai­ki­nąjį įdarbi­ni­mą į stu­di­jų 
procesą? Lai­ki­nojo įdarbi­ni­mo darbo ri­nkoje i­ntegraci­jos 
į speci­ali­stų parengi­mą valdymo si­stema tampa aktu­ali­ to-
lesni­o tyri­mo tema. 

Tolesni­u­ose tyri­mu­ose bu­s plači­ai­ anali­zu­ojama spe-
ci­ali­stų parengi­mo i­r jų įdarbi­ni­mo ri­nkoje i­ntegraci­ja bei­ 
gri­ndži­ama, kai­p pageri­nti­, koki­a si­stema valdyti­ mi­nėtos 
i­ntegraci­jos kokybę. Pagri­ndži­ant speci­ali­stų parengi­mo i­r 
jų įdarbi­ni­mo ri­nkoje si­stemą, bu­s nagri­nėjama i­r ši­os si­ste-
mos įgyvendi­ni­mo strategi­ja.

Pa­gri­ndi­ni­a­i­ ž­odž­i­a­i­: lai­ki­nasi­s įdarbi­ni­mas, lai­ki­-
noji­ įdarbi­ni­mo agentū­ra, lai­ki­nasi­s darbu­otojas, lai­ki­noji­ 
darbo su­tarti­s, lai­ki­nojo įdarbi­ni­mo įstatymas.

The arti­cle has been revi­ewed.
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