MODERNISING THE LITHUANIAN CIVIL SERVICE

Jan-Hinrik Meyer-Sahling, University of Nottingham
Vitalis Nakrošis, Vilnius University

February 2009

TABLE OF CONTENTS
Introduction ..................................................................................................................................................... 3
1. Lithuania in comparison to the other new member states since their accession to the EU........................ 6
2.

Civil service reform in Lithuania: the role of the EU and national factors ............................................... 8

3.

Formal-legal basis of the civil service and its management in Lithuania ............................................... 12

4.

Scope, structure, size of the Lithuanian civil service.............................................................................. 16

5. Recruitment, appointment and dismissal of civil servants ........................................................................ 21
6. Career prospects in the civil service........................................................................................................... 25
7. Rights and obligations, anti-corruption and integrity framework ............................................................. 31
8. Salary system ............................................................................................................................................. 35
9. Training and education of the civil servants .............................................................................................. 43
10. Challenges for Lithuania’s civil service ..................................................................................................... 49
11. Civil service reform trends in the old EU member ................................................................................... 52
12. Alternatives and recommendations for the reform of the civil service in Lithuania ............................... 55
LITERATURE .................................................................................................................................................... 67

2

Introduction
Background
After their accession to the EU many new EU member states gradually dismantled the civil service
legislation or horizontal civil service management systems that were established before EU
membership.1 Lithuania constitutes an important exception from the negative trends of human
resource management in Central and Eastern Europe. Over the last few years, Lithuania has
become a regional frontrunner in the area of civil service reform. It is claimed that the career model
of the civil service has been successfully introduced and maintained in Lithuania after EU
accession.
Lithuania‘s progress in the area of human resource management was assessed favourably by the
World Bank in its 2006 report. According to this source, Lithuania‘s progress was rated as
‘substantially achieved’ or one level below that.2 According to the 2009 SIGMA report3, Lithuania
achieved the highest fit with the European principles of public administration and continued the
civil service reforms after its accession to the EU.
Despite Lithuania’s progress, there are a number of weaknesses to be addressed in the Lithuanian
civil service. Also, the Lithuanian civil service faces certain political and socio-economic
challenges. A main political challenge is to deliver better results with less money, implying the
need for a more efficient and effective public administration and civil service.
Main objectives of the project
The main objective of this report is to inform the 2013 Strategy for Public Administration
Development, specifically, the preparation of the new government programme in the area of the
civil service reform. The report develops recommendations for the reform of the Lithuanian civil
service on the basis of the insights gained in the OECD/SIGMA project on the post-accession
sustainability of civil service reform in Central and Eastern Europe and empirical research
conducted in 2007 and 2008. The report is based on the initiative of the Civil Service Department at
the Ministry of Interior of the Government of Lithuania.
The project has four specific objectives:
-

analyse the recent developments and the status quo of civil service governance in Lituania.
This includes an examination of the formal-legal framework and the actual practice of civil
service management;

-

examine the current and future contextual challenges for Lithuania’s civil service. Important
challenges for civil service reform arise from processes of globalisation and
Europeanisation, the reform of the public sector, a changing labour market, social and
demographic change of Lithuanian society, and a dynamic political context;

-

compare the trajectory of the Lithuanian civil service to that of other countries of East
Central Europe that joined the European Union in 2004. The comparison is based on the

1

World Bank (2006). Report on Strategic Planning and Policy Management in Lithuania and Latvia. October.
http://www.lrv.lt/strateginis/Pasaulio%20banko%20studija.pdf
2
Ibid.
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Meyer-Sahling, J.-H. (2009) Post-Accession Sustainability of Civil Service Reform in Central and Eastern Europe.
Paris: OECD-SIGMA Publications.
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assumption that the seven other new member states are most comparable to the Lituanian
case and face most similar challenges;
-

elaborate the reform trends and measures that aim at the modernisation of the civil service
in both new and old member states of the EU;

-

make recommendations for the modernisation of the Lithuanian civil service that take into
account the Lithuanian administrative tradition and recent historical reform developments,
the changing political, economic, social and international context of reform, and the
regional and international civil service reform trends in Europe. The recommendations pay
particular attention to areas such as the
o
o
o
o
o
o
o
o
o

Design and implementation of the civil service reform;
Formal-legal basis of the civil service;
Size, scope, and structure of the civil service;
Management of the civil service;
Recruitment, selection and dismissal;
Career planning and development, including performance appraisal;
Anti-corruption and integrity framework.
Salary system, motivation and incentive management;
Training and education.

Analytical framework and methodology
Conceptually, this report assesses the extent to which Lithuania’s civil service corresponds to the
so-called ‘principles for a European Administrative Space’. The ‘principles of European public
administration’, which were developed by SIGMA, are based on the career model of the civil
service and are divided in four groups, including (i) reliability and legal predictability, (ii) openness
and transparency, (iii) legal accountability, and (iv) efficiency and effectiveness. Each group is
supplemented by a range of additional of principles, for instance, the principles of legal certainty,
impartiality, political neutrality, professional integrity, proportionality etc. The report assesses the
fit of Lithuania with these principles in different areas of its civil service system.
In addition, an alternative civil service model has been developed by the authors of this report that
puts greater emphasis on principles of managerial flexibility and transparency. The model takes
into account the next generation of civil service reform measures but stays explicitly within the
parameters of the European principles of administration. Based on this approach, the report
proposes a number of short-term and medium-term recommendations for the reform of the civil
service in Lithuania. Throughout the report contrasts (i) recommendations that emphasise the
consolidation and stabilisation of the status quo and hence the achievements to date with (ii)
recommendations that emphasise a moderate managerialisation of the civil service as proposed in
the alternative civil service model.
The study draws on the 2009 SIGMA report “Post-Accession Sustainability of Civil Service
Reforms in Central and Eastern Europe” which was prepared by Jan-Hinrik Meyer-Sahling at the
end of 2008. A Lithuanian input was provided by Vitalis Nakrošis. The comparative analysis of the
civil service systems in Central and Eastern Europe is based on the SIGMA report.
One of the main sources of information, which is used in this study, is a survey of the Lithuanian
civil servants. This survey was carried out in 2008 on behalf of SIGMA in Central and Eastern
European countries. In Lithuania, 188 Lithuanian civil servants from the Government Office and
some ministries answered the survey in full, 226 – answered parts of the survey. This survey was
4

based on approximately 80 questions, asking the respondents to ‘agree’ or ‘disagree’ with simple
statements that reflect the personal day-to-day experience and preferences of employees in the
ministerial bureaucracy.
Second, the data from a separate survey of Lithuanian public administration experts (nine replies)
was used in this study. This survey concentrated on officials with managerial responsibilities in the
ministerial bureaucracy (rather than the entire civil service), seeking to identify current patterns of
managing the senior bureaucracy and the direction of change since accession in 2004. This survey
consisted of 25 questions.
Third, the study relies on about 11 interviews with the Lithuanian experts or civil servants
organised during the mission of Jan-Hinrik Meyer-Sahling to Vilnius at the beginning of 2008.
Preliminary findings of this study were discussed with the Civil Service Department of the Ministry
of the Interior at the beginning of 2009. Finally, the study relies on the analysis of the civil service
legislation, annual reports on the implementation of the Civil Service Law, other legislation
(prepared by the Civil Service Department under the Ministry of the Interior), and other secondary
sources.
The main result of the project is presented here as a study on the status of the Lithuanian civil
service and guidelines for its modernisation. The study is divided in 12 sections. The first two
sections present the Lithuanian civil service in the context of other new EU member states. The
third section deals with the legal basis of the Lithuanian civil service and its management. The
fourth section outlines the scope, structure and size of the Lithuanian civil service. Sections five to
nine address the main functions of the civil service: recruitment, career management, rights and
obligations, salaries, training and education. The tenth section presents main contextual challenges
for the Lithuanian civil service. Section eleven discusses recent civil service reform trends in EU
member states. The final section presents alternatives and recommendations for the modernisation
and reform of the civil service in Lithuania.
A Lithuanian summary was produced in addition to the main report in English.
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1. Lithuania in comparison to the other new member states since their
accession to the EU
Recent research by SIGMA shows that Lithuania has become a regional frontrunner in the area of
civil service governance. When assessed against the European principles of public administration,
Lithuania is currently the only country that reaches a relatively high fit with the European
principles. More generally, the new member states from Central and Eastern Europe can be divided
into three groups (see Table No. 1). In addition to Lithuania, the first group includes Latvia and
Estonia. Latvia and Estonia also reach a relatively high degree of fit with the European principles
of administration. The second group includes Hungary and Slovenia. Both countries reach an
intermediate degree of fit with the European principles of administration. Finally, the third group
comprises Poland, Slovakia and the Czech Republic. All three countries reach a relatively low
degree of fit with the European principles of administration.
Table No. 1. Fit with European Principles of Public Administration: Comparison across Countries
Medium to low
High fit
Med to high fit
Medium fit
Low fit
fit
Lithuania

Latvia

Hungary

Poland

Estonia

Slovenia

Slovakia

Czech Republic

Source: Adapted from SIGMA report, 2009.

The strong position of Lithuania relative to the other new member states is evident for most areas
of civil service governance. Lithuania reaches a high degree of fit in areas such as the quality of the
legal basis of the civil service, the capacity and quality of the central management structures
responsible for the coordination and control of civil service policy, and the system of open
competition. Lithuania also stands out as the only country in the region with a relatively well
functioning system of examinations and candidate selection, whereas most other countries show
weaknesses especially with regard to the quality of the examinations in the context of the system of
recruitment and selection. In addition, Lithuania belongs to the best regional performers in the area
of training policy. Training contents and strategy as well as the capacity of the institutional
infrastructure for the planning and delivery of training policy meet high standards when assessed
against the European principles of administration.
Lithuania’s civil service reaches a medium to high degree of fit in areas such as senior civil service
management, the system of civil servants’ rights, duties and anti-corruption, and the system for
performance evaluation of civil servants. The research shows room for improvement in these areas
of civil service governance. Yet Lithuania nonetheless performs better in these areas than most
other new member states. The salary system, finally, reaches no more than an intermediate degree
of fit with the European principles of administration. Yet salary systems remain a challenging area
of civil service governance in Central and Eastern Europe. Despite major reform investment in
many new member states over the last years, problems of misfit with the European principles of
administration persist. The difficulties largely stem from a relatively high degree of discretion built
into salary systems, a major lack of uniformity across institutions and a low degree of predictability
and transparency of salaries.
The status of Lithuania as a regional frontrunner has been reinforced during the post-accession
period. After their accession to the EU, the new member states embarked on very different reform
pathways. The three Baltic States, especially Lithuania and Latvia, stand out as the two countries
that constructively continued pre-accession reforms. By contrast, Slovakia, Poland and the Czech
Republic reversed many of the pre-accession reforms. At the same time, both Hungary and
Slovenia engaged in major reform efforts but so far these reforms have not necessarily enhanced
6

the degree of fit with the European principles of administration, as the outcomes of these reform
initiative remain contested and uncertain.
The overall positive evaluation of Lithuania in comparison to the other new member states does not
mean that there is no room for the strengthening of the civil service system. It cannot be taken for
granted that the relatively high degree of fit with the European standards of administration will
necessarily persist in the future. Lithuania’s civil service cannot be classified as consolidated but
remains vulnerable. In particular, risks of re-politicisation should not be underestimated. The
formation of a new government coalition and the years to come will test the resilience of the
Lithuanian civil service system. Moreover, further investment in the civil service is necessary in
order to meet the challenges that emerge from the international, economic and social context of
public administration in Lithuania. Accordingly, the next sections examines in more detail the
status quo of various areas of civil service governance and explores options for the modernisation
of Lithuania’s civil service to be ready for the challenges that are lying ahead.
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2. Civil service reform in Lithuania: the role of the EU and
national factors
2.1. The role of the EU on the reform of the civil service
From about 1996 public management reforms became driven primarily by Lithuania’s accession to
the EU. The EU dominated public management reforms through various means: access to different
states of the accession process, monitoring the process of accession, the provision of legal and
institutional templates, EU financial assistance, etc. The European Commission outlined the main
requirements for the civil service in its Opinion of 1997 (impartiality, professionalism, a training
system, etc.) and monitored them in its subsequent Progress Reports (1998-2003).
There was a fear that slow progress to meet the EU requirements in the civil service area would
delay the start of EU membership negotiations with Lithuania (with the first group of more
advanced applicants). It was even decided not to postpone the adoption of the Law on Civil Service
in the Seimas until the autumn of 1999 due to the planned announcement of the Commission’s
Regular Report in September, 1999. This fear became less important when in its 1999 Regular
Report the European Commission concluded that Lithuania fulfils the Copenhagen political criteria
and the official negotiations started in the beginning of 2000. Therefore, the main sanction of the
EU was the prospect of delayed EU membership in the first phase of EU accession process.
According to the opinion of the Lithuanian civil service experts, the EU had an important effect on
the civil service reform in Lithuania, especially with regard to encouraging and informing the
development of civil service programmes as well as forcing Lithuania to adopt a civil service law.
However, the EU’s influence was rather small with regard to stabilising the senior ranks of the
ministerial bureaucracy as well as improving the salary position of senior officials in the ministerial
bureaucracy (see Table No. 2 below).
Table No. 2. Active involvement of the EU before and after accession (in %)
I
I agree
Neutral
strongly
agree

I
disagree

I
strongly
disagree

Before accession
1. Encouraged and informed the development
of civil service programmes

44,4

55,6

0

0

0

2. Forced my country to adopt a civil service
law

55,6

22,2

22,2

0

0

3. Strengthened the position of central civil
service offices/agencies/commissions

22,2

66,7

11,1

0

0

4. Stabilised (reduced the turnover) in the
senior ranks of the ministerial bureaucracy

11,1

44,4

33,3

11,1

0

5. Increased the professional skill levels of
senior officials in the ministerial bureaucracy

11,1

55,6

33,3

0

0

6. Helped to improve the salary position of
senior officials in the ministerial bureaucracy

11,1

33,3

33,3

22,2

0

After accession
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7. The governments of Lithuania have
experienced a decline in interest in civil service
reform

0

0

55,6

44,4

0

Source: Survey of the 9 Lithuanian civil service experts, 2007.

The EU contributed to the civil service reform through the provision of advice and financial
assistance (see Table No. 3 below). A first important source of advice was the PHARE project on
administrative reform in Lithuania, which was implemented in the period of 1997-1998. This
project supported the preparation of the 1999 Civil Service Law in Lithuania. Another training
project “Strengthening Public Administration Services” was implemented in the period of 20002002. This project was conditional on the approval of the draft Law on Civil Service before the end
of 1999, seeking a full commitment from individual trainees and trained-trainers to continue service
for a minimum period of five years, providing the necessary facilities and counterpart support for
the project implementation. Moreover, the project “Improvement of Public Service Management”,
which was implemented in the period of 2003-2005, strengthened the capacity of the Civil Service
Department in Lithuania.
Table No. 3. Main PHARE projects in the area of civil service, Lithuania
No.
Project title
1.
PHARE project on administrative reform in Lithuania
2.
PHARE project “Strengthening Public Administration Services”
3.
PHARE project “Improvement of Public Service Management”
Source: designed by the authors.

Period of implementation
1997-1998
2000-2002
2003-2005

The EU played a less significant and a more indirect role in the development of the post-2004 civil
service reform programme in the post-accession period. However, advice and assistance continued
after EU membership. In addition to the PHARE projects, a number of seminars were organised in
Lithuania with the assistance of the OECD/SIGMA in 2006.
Also, since 2004 Lithuania became involved in the formal EU decision-making process (including
meetings in the European Council’s groups concerning the management of personnel) as well as
intergovernmental co-operation among the EU member states (the network of EUPAN). This
involvement allows Lithuania’s representatives learning from the experience of the EU member
states and the EU institutions in the area of human resource management.
Finally, a new source of the EU role in the civil service area is related to the assistance of the
European Social Fund in the programming period of 2007-2013. The European Commission
influenced the content of the fourth priority of the 2007-2013 ESF Operational Programme
(administrative capacities and public administration efficiency) through its comments.
2.2. Main civil service reform initiatives and programmes: the new challenge of a more efficient
government
The Lithuanian experts disagree that there was a decline in interest in civil service reform in the
post-accession phase (see Table No. 2 above). The background of the post-2004 civil service
reform was dominated by the implementation of the 2002 Law on Civil Service (plugging various
legal gaps) and changing socio-economic environment of the civil service (including decreasing
popularity of the civil service).
Since 2004 the main civil service reform initiatives concerned the selection, appraisal,
remuneration and training of civil servants. Compared with the pre-accession period, when the
9

reform primarily focused on recruitment (especially until 2002), these initiatives are of much
broader scope.
Since 2004 the civil service reform became part of the Public Administration Development until
2010 Strategy approved by the Government of Lithuania. One of the aims of this strategy was to
increase administrative capacities of the civil service, to improve the image of civil servants. It was
divided into three objectives: to organise systemic training of civil servants; to ensure institutional
co-operation; to simplify the procedures and rules of the civil service, implement a civil service
performance control system; to improve the image of civil servants.
The 2006-2008 Government Programme contained several priorities in the area of civil service
reform, including to
- improve the selection of civil servants and the procedures of performance evaluation for
civil servants.
- remove the protectionism in the recruitment to the civil service.
- avoid the recruitment of persons to the civil service whose assets are not justified by their
revenues.
- abolish all ‘privileges’ of civil servants;
- adopt codes of ethics for politicians, civil servants and judges with legal and moral
responsibility.
The objective of improving human resource management and strengthening administrative
capacities in the civil service was formulated in the 2007-2013 European Social Fund Operational
Programme under the Priority No. 4 “Strengthening Administrative Capacities and Increasing
Efficiency of Public Administration”. It is planned to support the management of the civil service,
training and qualification improvement as well as institutional co-operation and partnership.
Among other objectives, this priority includes the horizontal objective of increasing motivation of
civil servants and improving an incentive system in the civil service.
Controlling public spending is considered to be the main challenge in the EU member states.4
Towards the end of 2008 it became the main political challenge for the Lithuanian public
administration. For 2009 the new government proposed to cut the remuneration funding by 12 %
and other government expenditure for 15 % for all appropriation managers. At the same time, a
new government programme outlined several important reforms to be implemented in 2009. A
combination of lower funding and new reform objectives implies the challenge of a more efficient
public administration, delivering better results with less money.
According to the 2008-2012 government programme, it is planned to prepare a concept paper
concerning the development of the civil service. This concept paper should be discussed and agreed
before considering changes to the Civil Service Law. Also, it is planned to improve the
management of senior executives in the civil service, to develop a performance-based incentive
system, to partially centralise the selection of senior civil servants, and to introduce a competence
model in the civil service.
Box No. 1. Provisions of the 2008-2012 government programme concerning the civil service reform
1.10. ... prepare a concept paper for the development of the civil service.
1.11. ... define the status of persons, who occupy strategic positions ... .
1.12. Develop an effective motivational system of the civil service based on performance results.
1.13. ... introduce partally centralised selection to the civil service.
1.14. ... introduce a competence model in the civil service.
...
4

Ernst and Young. HR performance: prospects and operational approaches. 2008, 14.
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Source: The 2008-2012 government programme.

According to the 2008 SIGMA survey, 65 % of the Lithuanian civil servants strongly agree or
agree that their civil service system is in need of further fundamental reform (see Table No. 4). The
following parts of this study show that they support managerial reforms in the Lithuanian civil
service.
Table No. 4. Civil servants’ perspective on the future of civil service reform
Strongly Disagree Neutral Agree
disagree
Our civil service system is in need of
further fundamental reform
Source: The SIGMA survey, 2008.

0

4

11

31

45

Strongly
agree
20

3. Formal-legal basis of the civil service and its management in
Lithuania
3.1. Quality of the civil service law: Implemented, but unstable
The Law on Civil Service is in place Lithuania since 1999. A new edition of the Law was passed in
2002. The 2002 Law on Civil Service has been fully implemented unlike the previous law of 1999.
However, some Lithuanian institutions have not met the minimum training target of at least 1 %
from overall remuneration volume by 2007. In other new EU member states from Central and
Eastern Europe civil service laws have not been fully implemented with remaining important legal
gaps.5
Following its adoption in 1999 the Law on Civil Service was amended for 41 times (25 times after
the adoption of the 2002 Law), but many amendments were insignificant. It is also argued that it is
increasingly difficult to apply the law. The 2007 survey of the Civil Service Department indicated
that since 2002 the legal basis of the civil service has become more complicated (62 % of all
respondents agree). The provisions of the civil service positions (45 %) and recruitment (34,7 %)
are considered to be the most complicated.
According to the 2009 SIGMA report, Lithuania (together with Latvia) maintained a high level of
fit with European principles of administration6. About 74 % of the Lithuanian civil servants agree
that personnel management in the ministries should be clearly formalised in a separate civil service
law (see Figure No. 1). Support for this statement is weaker in Estonia (58 %), where the adoption
of a general civil service law based on the merit system was previously recommended by
OECD/SIGMA.7
Figure No. 1. 'It is important that personnel management in the ministries is clearly formalised in a
civil service law'.

Preference for Civil Service Law
AVERAGE

74.16

HUNGARY

89.00
87.69

SLOVENIA
SLOVAKIA

75.25
L

LITHUANIA

73.71

LATVIA

69.53
66.25

POLAND
ESTONIA
0.00

57.68
25.00

50.00

75.00

100.00

Source: The SIGMA survey, 2008.
5

Meyer-Sahling. Op. cit, 22.
Ibid.
7
OECD/SIGMA. Sustainability Challenges for the Estonian Civil Service. Paris, November, 2006.
6
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3.2. Delegation of authority and main pieces of secondary legislation
In the end of 2008 there was a number of secondary legal acts linked with the Law on Civil
Service:
- one resolution of the Parliament of Lithuania;
- one decree of the President of Lithuania
- 28 resolutions of the Government of Lithuania;
- nine decrees of the Minister of the Interior;
- seven decrees of the Director of the Civil Service Department under the Ministry of the
Interior.
It illustrates that some authority has already been delegated to the Government of Lithuania for
managing the civil service. In the period of 2001-2008 the Government adopted 28 resolutions
concerning the management of various civil service issues. Some governmental resolutions were
amended since 2004 (e.g. concerning recruitment or performance appraisal). However, the issues of
the civil service, which are considered to be the most complicated (concerning the positions and
recruitment), are regulated by the government resolutions.
However, little authority has been delegated to the Civil Service Department as a central civil
service authority. In the period of 2005-2007 the Director of the Civil Service Department adopted
a few decrees (concerning the appraisal commissions, security of the Civil Service Register,
provisions of the civil service management information system and its data security).
3.3. A mixed model of the civil service
The mixed model of the civil service is currently applied in Lithuania with the characteristics of
both the career- and position-based systems. Figure No. 2 below illustrates that the characteristics
of career-based systems in Lithuania stand at 71 % (or Lithuania meets 12 characteristics of the
career-based system according to the survey) (equal to Germany, Austria, Poland). It is interesting
that the period of 1997-2007 saw certain convergence in the civil service models among the EU
member states (e.g. the states, where the career model prevails, introduced more characteristics of
the position-based model).
Figure
No.
2.
Percentage
EU Member States, 2007
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of

career

systems
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Source: Presentation of the Career/position system survey, Human Resource Working Group meeting,
Brussels, 20 November 2007.

During the preparation of the 1999 Civil Service Law it was planned to introduce a pure career civil
service model, similar to Germany, France and other countries. However, the civil service model
became somewhat more position-based in 2002. For instance, the recruitment to any position in the
civil service became possible without previous experience in the civil service. Also, in the period of
2003-2008 most attention was paid to the improvement of the 2002 Civil Service Law and the main
functions of the civil service. Although there have not been any attempts to introduce the positionbased model on a systemic basis, a few managerial decisions have been adopted. For instance, in
2007 a new procedure of performance appraisal was introduced, separating the appraisal of heads
of institutions and other civil servants, introducing improved evaluation criteria.
3.4. Central authority responsible for the management of the civil service: the Civil Service
Department
There is no single model of civil service management in Central and Eastern Europe. Central
management institutions can be found in Prime Minister’s Offices and Chancelleries, Interior
Ministries, Finance Ministries, Labour Ministries, and Justice Ministries. According to the 2009
SIGMA report, only Lithuania (and to a lesser extent Latvia) have developed and maintained stable
and capable central civil service management structures since EU accession in 2004.8 In contrast,
Estonian central management capacity was undermined by the fragmentation of authority across
several institutions.
The Civil Service Department under the Ministry of the Interior was established in 2002. To
remove a certain duplication of competences among the Civil Service Department of the Ministry
of the Interior and a Civil Service Policy Division inside the Public Administration Department of
the Ministry of the Interior, the latter division was integrated in the Civil Service Department in
2006. Therefore, this department is the main authority responsible for the civil service in Lithuania
(the Ministry of Social Security and Labour is involved concerning the issues falling under the
labour code, the Ministry of Finance – concerning the overall remuneration fund).
The main objectives of the Civil Service Department are to participate in the development of
professional and effective civil service; to ensure the implementation of the Law on Civil Service
and related secondary legislation. This department is divided into four units (legal; human resource
development; service conditions; information systems and projects in 2007).
The director of the Civil Service Department is appointed and dismissed by the Minister of the
Interior according to the Law on Civil Service. The director is directly subordinate and accountable
to the Minister of the Interior. The deputy directors of the Civil Service Department are appointed
by the director.
The Civil Service Department is not an independent appropriation manager, its appropriations are
budgeted in the budget of the Ministry of the Interior, but it is a separate budgetary institution. This
Department has been strengthened since 2004 in terms of both money and staff. Its staff increased
from to 26 in 2004 to 45 in 2007. Its budget increased from Lt 1,5869 mln. in 2004 to Lt 3,050 mln.
8

Meyer-Sahling, op. cit. 26.
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in 2007. In addition, the Civil Service Department received additional funding from the PHARE
programme in the period of 2003-2005 as well as the European Social Fund from 2006.
The existing location of a civil service authority is suitable. Any change of location could upset the
performance of the Civil Service Department for at least some time. However, it could be
considered to move the Civil Service Department under the authority of the Government Office (to
strengthen prime ministerial interest and control), provided a public management reform bureau is
established under the Prime Minister‘s Office (as proposed in the new government programme) and
provided the public administration department of the Ministry of the Interior is moved to the PM‘s
Office as part of this institutional reform, too.
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4. Scope, structure, size of the Lithuanian civil service
4.1. The narrow scope of the civil service in Lithuania with some ambiguities
The governments of Central and Eastern Europe have opted for narrow definitions of the civil
service, limited to officials, who exercise state authority. By contrast, employees in the wider
public sector such as education or health are subject to separate legislation.9
The scope of the 1999 Lithuanian Law on Civil Service included not only persons employed in
state and municipal institutions, but also employees providing public services in the areas of
education and science, culture, social policy as well as employees in the budgetary institutions
performing technical functions (a total of about 230 000 persons). The latter groups of employees
were removed from the scope of the Law on Civil Service adopted in 2002.
The 2002 Law on Civil Service applies to civil servants who perform public administrative
activities in a state or municipal institution or agency when implementing the policy of a
particular sphere of state governance, co-ordinating such implementation and the activities of
institutions in a particular sphere of state governance, managing and allocating financial
resources and controlling their use, carrying out audits, adopting and implementing legal acts,
decisions of state and municipal institutions or agencies in the sphere of public administration,
preparing or co-ordinating draft legal acts, agreements or programmes and providing conclusions
thereon, managing the personnel, or having public administrative powers in respect of nonsubordinate persons.
The Law includes civil servants employed at the central and local levels. The Law on Civil Service
applies to all civil servants without reservation, except for statutory civil servants. Only some
provisions of this Law (e.g. remuneration) fully apply to statutory civil servants. This Law does not
apply to: state politicians; judges and prosecutors; staff of the Bank of Lithuania; servicemen in
the professional military service; employees of state and municipal enterprises; employees of
public institutions; employees working under employment contracts. In addition to the civil
servant positions (29 390 in 2007), the ministries and other state institutions have employee
positions (25 957 in 2007). Although they sometimes perform public administration functions,
their status is governed by the Labour Code. Also, there is no coherent legal framework,
regulating the activities of statutory civil servants in Lithuania. Many groups of staff with
different status in the Lithuanian public administration create ambiguities in the management of
human resources in Lithuania. For instance, in its 2007 report the Civil Service Department
proposed a clearer separation between the positions of a civil servant and an employee in the
Lithuanian public administration institutions or even abolishing all positions of an employee.
According to the Law on Civil Service, there are four groups of civil servants’ positions:
•
career civil servants;
•
civil servants of political confidence;
•
heads of institutions;
•
statutory civil servants.
These positions are divided into three levels and 20 categories.

9

Ibid., 24.
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•
Level A comprises positions, where higher university education or equivalent education
is required (81 % of all civil servants’ positions in 2006);
•
Level B comprises positions, where higher non-university or college-level education or
special secondary education completed before 1995 is required (19 % of all civil servants’ positions
in 2006);
•
Level C comprises positions, where secondary education and appropriate professional
qualifications are required (applied only for the statutory civil servants).
The positions are divided into categories (with Category No. 20 ranked as the highest, and
Category No. 1 ranked as the lowest) within a possible range, each category is assigned a basic
salary coefficient.
4.2. Increasing size of the civil service
There has been a growth in the number of positions and employed civil servants in the civil service
in the recent five years (see Table No. 5 below). According to the Register of Civil Servants, the
number of the civil servants reached 28 974 in the first quarter of 2008. On aggregate, the
ministerial bureaucracy employs about 11,5 % of all civil servants employed at the central level
(the data of 2007).
This growth was related to Lithuania’s accession to the EU (in particular the management of the
EU assistance) as well as new functions at the central or local level. Also, the growth has been
uneven: in the period of 2004-2007 a negative growth was registered in the institutions under the
Ministry of Finance (- 2,5 %), but a very fast growth was registered in the institutions under the
Ministry of Health (141,8 %), the Ministry of Social Security (96,6 %) and the Ministry of Culture
(71 %), according to the Civil Service Department. However, because of a crisis management plan
(especially a proposed cut of the remuneration fund by 12 %) the size of the civil service is unlikely
to increase in the near future.
Table No. 5. Civil servants employed at the central and local administration in the period of 2003-2007
2003
2004
2005
2006
2007
Central administration:
15230
15617
16785
19384
21161
Parliament's chancellery and
1258
810
852
885
1180
institutions under it
Courts
1003
1267
1493
1663
1801
President's Office and
101
95
94
93
95
institutions under it
Government chancellery
1937
1466
1465
1597
1811
and institutions under it
Ministries
1826
1964
2068
2228
2426
Institutions under ministries
9236
9171
9787
11446
12092
Counties
794
804
862
961
1047
Local administration
5615
4338
4685
5032
5406
(Municipalities)
Total:
19568
20302
21817
24790
26776
Source: The Civil Service Register, 2008.

However, it is necessary to mention that there are some vacant positions in the civil service (8,3 %
in 2006, 8,9 % in 2007). Therefore, the number of positions in the civil service exceeds the number
of the employed civil servants (in 2006, the number of positions was 26 755 compared to 24 790
employed civil servants, and in 2007 – 29 390 compared to 26 776). This issue is associated with
the change of staff in the civil service and problems with recruiting qualified staff as well as the
practice of using the remuneration fund for better funding of the occupied positions. According to
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the human resource management literature, a staff turnover of 9 % in an organisation is considered
as a natural. The fact that the number of vacant positions used to reach up to 20-30 % in some
institutions points to certain management problems.
4.3. Hierarchy of positions with managerial responsibilities: planned re-politicisation of the senior
civil service
After revising the Government Law in 2002, the number of vice-ministers was reduced to one,
whereas the positions of a state secretary and undersecretaries were introduced. Now each ministry
has one state secretary and several undersecretaries subordinate to the state secretary.
The remaining hierarchy in the ministries is regulated through the orders of ministers. Therefore,
there are variations among the ministries. Usually there are several departments, which are headed
by the heads of department, departments are divided into divisions, which are headed by the heads
of divisions, divisions can be divided into sub-divisions. All levels and positions of civil servants in
the ministerial hierarchy are covered by the Law on Civil Service (with the exception of employees
employed in the ministries).
Table No. 6 below indicates main types of managerial positions. These positions are derived from
the categories of the heads on institutions and career servants.
Table No. 6. Managerial positions in the central government, 2007
Managerial positions in Managerial positions in Managerial position in
the President’s Office
the
Government’s the Parliament
Office
§ Head of the
§ Head of the
§ Head
of
the
President’s Office
Government’s Office
Parliament’s
Chancellery;
and deputy heads;
Chancellery;
§ Deputy head of the
§ Heads of
§ Deputy head of the
President’s Office
departments;
Parliament’s
Chancellery;
§ Heads of divisions
Chancellery;
§ Managers of
and subdivisions.
§ Heads
of
divisions and
Committees.
subdivisions.

Managerial positions in
Ministries
§ State Secretary;
§ Undersecretaries;
§ Heads
of
departments;
§ Deputy heads of
departments;
§ Heads
of
divisions/subdivisions;
§ Deputy heads of
divisions/subdivisions.

Source: Designed by the authors.

The new governing coalition is planning to replace the undersecretaries (career civil servants) with
politically-appointed vice-ministers and change the position of a state secretary into the position of
a chancellor. This is a politically-motivated reform, which would re-politicise the senior civil
service in Lithuania. Also, this implies a return to the pre-2002 situation in the ministerial
administration. The example of Estonia legitimises the selection of senior servants and prevents the
obvious politicisation. This model should be considered by Lithuanian decision-makers.
4.4. A large number of managerial positions in the Lithuanian ministries
The number of managerial positions is growing with the size of the civil service, but their share in
the overall civil service is rather stable. In 2006, the Lithuanian civil service employed 6596
managers (26,6 % of all civil servants compared to 27,5 % in 2004) (see Table No. 7). It is
interesting that the number of lower managerial positions has been growing in a faster way over the
recent two years, there has been some decrease in the number of higher managerial positions (the
heads and deputy heads of institutions). In 2007, a total of 823 managers were employed in the
Lithuanian ministries.
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Table No. 7. The number of managers in the Lithuanian civil service, 2004, 2006
No.
Title of position
Number, 2004
Number, 2006
1.
Heads of institutions
549
466
2.
Deputy heads of institutions
620
485
3.
Heads of departments
237
245
4.
Deputy heads of departments
135
5.
Heads of divisions
3283
3504
6.
Deputy heads of divisions
1140
1263
7.
Heads of sub-units
298
498
Total number of managers
6127 (27,5 %)
6596 (26,6 %)
Total number of the civil servants (without 22 310
24790
statutory servants)
Source: The Register of Civil Servants, 2007.

The number of managers of each type in each ministry is shown in Table No. 8 below (with the
exception of heads of sub-units). The number of heads of divisions was largest (443), only one
ministry had no departments and no managers at the middle level (Ministry of Culture). Moreover,
the ratio of managers to non-managers is high and varies considerably across the Lithuanian
ministries. The average ratio in all ministries is 4,7, i.e. 21,3 % of all ministerial staff hold
managerial positions (without heads of sub-units) or about 23 % (with heads of sub-units). It was
estimated that the median rate of ‘staffing to managers’ was 14 % in private sector organisations
with some variation across industries.
The number of managers compared to non-managing civil servants is very large in the Ministry of
Social Security and Labour (the ratio of 2,53, i.e. one manager per 2,53 servants) or the Ministry of
Agriculture (the ratio of 3,2), but it was rather small in the Ministry of Foreign Affairs (10,72) or
the Ministry of Health (7,19 or around 14 %). This rate does not correlate with overall size of the
ministry.
Table No. 8. Number of managers in the Lithuanian ministries, 2007
State
Director
secretary
s of
Deputy
Heads of
&
departm directors divisions
secretari
ents
es
Ministry of Environment
4
11
2
41
Ministry of Finance
5
11
8
54
Ministry of National
Defence
4
11
9
41
Ministry of Culture
3
0
0
13
Ministry of Social Security
and Labour
4
10
7
32
Ministry of Transport
5
8
10
19
Ministry of Health
5
2
0
18
Ministry of Education and
Science
4
6
1
32
Ministry of Justice
3
9
5
20
Ministry of Foreign Affairs
4
20
9
60
Ministry of Economy
6
13
5
35
Ministry of Interior
6
9
9
31
Ministry of Agriculture
5
10
6
47
19

Deputy
heads

Total

2
26

60
104

17
0

82
16

25
8
2

78
50
27

0
0
0
9
25
18

43
37
93
68
80
86

% of all
ministeri
al staff
24,2
26,9
25,4
17,4
39,6
24,9
13,9
18,4
22,6
9,3
26,7
26,8
31,3

Total
Source: Analysis of the authors.

58

120

71

443

132

823

21,3

A rather high proportion of managers in the ministerial staffing indicates that the Lithuanian
ministries have a hierarchical structure with many vertical levels as well as a low ‘span of control’
(i.e. low number of subordinates for each manager). Organisations with a high proportion of
managers may experience several negative trends, including higher salary costs, communication
problems, a loss of responsiveness in decision-making, and/or a lack of motivation among nonmanagerial employees.
Therefore, Lithuanian decision-makers may want to consider the introduction of more flexible
organisational arrangements in certain public administration institutions. Also, the reduction in the
number of managerial positions is possible in the Lithuanian civil service (e.g. the positions of a
deputy director or a head of sub-unit). Such positions as chief or senior advisers could be used in
the Lithuanian ministries in view of making their structure more horizontal.
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5. Recruitment, appointment and dismissal of civil servants
5.1. Introduction
According to the Law on the Civil Service, the selection and appointment of civil servants is
decentralised and organised by a person or a collegiate state or municipal institution that appoints
a civil servant to office (“appointing authority”).
According to the 2002 Government Resolution concerning the competition, special competition
commissions should be established. The commission should be composed from 5 to 7 members.
The state politicians cannot be involved in the commissions with one exception: they can be
involved in the commission for appointing a state secretary in the ministry.
Open competition in the form of compulsory and comprehensive advertisement of job vacancies
and standardised written and oral entrance examinations to the civil service is a core element of the
European principles of public administration. It serves to ensure the recruitment of competent
officials, while guaranteeing the fair and equal treatment of all candidates.
5.2. Advertisement and open competition
Advertising the vacancies is the most centralised part of the recruitment process in the Lithuanian
civil service. Since the middle of 2006 it is made for all the vacancies of career civil servants by the
Civil Service Department under the Ministry of the Interior. However, acting civil servants are
recruited without competition. Consequently, no advertisements are made. Also, acting civil
servants, who are recruited without open competition, account for 15-17 % of all recruited civil
servants in 2006 and 2005 respectively. This statistics is in line with the data of the SIGMA survey:
almost 87 % of all Lithuanian respondents indicate that vacant jobs are advertised before a new
civil servant is appointed. An even higher percentage of the respondents desire the public
advertisement of all vacant jobs.
Table No. 9. Public advertisement of vacant jobs: Lithuania
member states that joined the EU in 2004
‘Vacant jobs are publicly advertised
before anybody is appointed’ (agree
and strongly agree)
Lithuania
Average of the new EU
member states
Source: The SIGMA survey, 2008.

86,5 %
74,8 %

compared to the average of all new
‘It is desirable that job vacancies
in the ministry are publicly
advertised’ (agree and strongly
agree)
95,8 %
95,9 %

5.3. Entrance examinations and candidate selection
According to the 2009 SIGMA report, Lithuania is the only country in the region with an
examination system that, by and large, fits the European principles of administration.10 In
Lithuania, the administration of the examination procedure is decentralised and is executed by the
appointing authority. The examination consists of two parts – written and oral. The written part is a

10

Meyer-Sahling, op. cit., 32.
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test of general and legal knowledge. The analytical and logical capabilities are not tested during the
written examination.
The oral part is an interview, which consists of questions designed to evaluate candidate’s
qualifications to meet the requirements specified in the job description, including knowledge of
foreign language (-s). In addition, the candidates to the position of the heads of institutions should
present a performance programme for a particular institution.
The Lithuanian civil servants surveyed by the SIGMA clearly favour the recruitment on the basis of
competence (see Table No. 10 below). 94 % of all Lithuanian respondents agree and strongly agree
that recruitment should be based on competence, only 14 % of them accept the placement of
political supporters.
Table No. 10. Actual recruitment practice versus civil servants’ most preferred recruitment policy (%
of all respondents who ‘agree’ and ‘strongly agree’)
Actual practice of recruitment policy
Preference of civil servants over
recruitment policy
Recruitment
Officials in my ministries are
62
It is desirable that recruitment
94
based on
recruited on the basis of
policy in the ministries is based
competence
qualifications and skills.
on the principle of always
selecting the best and brightest!
Recruitment
based on private
sector experience,
connections with
managers
Recruitment of
political
supporters

New recruits tend to know
their future boss before taking
on a job in the ministry.

21

It is desirable that people with
experience in the private sector
are recruited into the
ministries.

22

Political parties place their
supporters in the ministerial
structure.

22

It is acceptable that political
parties that have won
democratic elections give jobs
in the ministry to people who
supported them before/during
the elections.

14

Source: The SIGMA survey, 2008.

The SIGMA interview programme indicated several challenges that Lithuanian decision-makers
may want to address. For instance, “it is doubtful to what extent the exam effectively checks the
intellectual capabilities of candidates since it does not assess candidates’ competencies and
analytical skills”11. Recently, the Lithuanian Government adopted a proposal to introduce practical
assignments, which could be used to test the skills of IT or foreign language (subject to the
approval in the Seimas).
There was a discussion about the (de)centralisation of the selection process. According to the
survey of 13 ministries in 2007, only three ministries supported the alternative of centralising a first
stage of selection (under which a unified selection centre would test and select the best candidates),
while 10 ministries supported the improvement of the current decentralised system (under which
competitions are organised by the appointing institutions).
However, it would be useful to assess the possibility of applying a partially centralised selection
procedure for smaller public administration institutions. The capacity of these institutions, which
amount to about 60 % of all institutions in the Lithuanian public administration, to select staff on a
11

Ibid., 33.
22

decentralised basis is rather weak (it is difficult to establish a competition commission, to assign
qualified staff, etc.). Their staff could be selected with the involvement of ministries and other
institutions, to which smaller public administration institutions are subordinate, a central selection
centre or external, independent examiners from the central authorities.
5.4. The popularity of the civil service
The popularity of the civil service has decreased with some institutions are being more popular than
others. There is some evidence that the number of candidates for each vacancy in the civil service
has decreased. According to the 2006 report of the Civil Service Department, the average number
of candidates for each vacant position during that year was 2,6.
Moreover, during the year of 2006 24 % of the advertised competitions did not take place. The
most frequent reason (42 % in 2006) for cancelling competition was the absence of candidates.
There is a breakdown of data concerning the cancelled competitions according to state institutions:
in the second half of 2006 the largest number of cancelled competitions was recorded in the
institutions under the Ministry of Culture (22 %), the county administrations (21 %) and the
institutions under the Ministry of Transport and Communications (21 %). There have been no
cancelled competitions in the institutions under the President, the institutions under the Ministry of
Economy, and the number of cancelled competitions was very low in the ministries (only 2 %).
The main reason for cancelled competitions is related to the fact that candidates are ill-prepared for
the appointment to office. According to the survey by the Civil Service Department in 2006, some
candidates did not meet general or special requirements specified in the job description (26 %) or
did not reach a minimum score (21 %).
5.5. Turnover of staff
It was previously reported that the level of turnover in the Lithuanian civil service was as large as
about 30 % following the 1996 parliamentary elections. The level of turnover was estimated to be
about 20 % in 2003 (see the 2003 assessment of Lithuania by the OECD/SIGMA). However, more
stability has been achieved in the recent three years.
According to the World Bank’s report of 2006, “Lithuania also has a significantly lower rate in
staff turnover when compared to other states. For instance, in 2004 over 70% of civil servants had
served between 3 and 12 years, and only a small proportion of civil servants had less than 3 years
experience. These are highly unusual figures for this group of countries”.
According to the Civil Service Department’s 2006 report, the average level of dismissed civil
servants has been rather low over the three past years. In 2004, 10 % of all servants were dismissed,
8 % in 2005 and 9 % in 2006 (2276 civil servants from the total of 24790). The number of civil
servants, who voluntarily resigned from the civil service, has grown since EU accession from 46 %
of all dismissed servants in 2004 to 65 % in 2006.
In addition, the Civil Service Department surveyed the state and municipal institutions concerning
the resignation of civil servants. The main reasons behind the voluntary resignation of civil servants
were as follows: appointment in the private sector (23 %), winning open competitions for the
positions of civil servants in the same institution (19 %) or another institution (19 %). Thus, only
38 % of the resigned servants stayed in the civil service.
There is a breakdown of data for those civil servants, who went to work in the private sector: 49 %
of all such servants were chief experts, 21 % - heads of units and their deputies, 13 % - senior
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experts and 5 % - experts. In relative terms (compared to the overall number of such positions in
2006), chief experts as well as heads of units and their deputies with more experience are somewhat
more likely to join the private sector compared to senior experts and other experts with less
experience.
According to the 2007 survey commissioned by the Civil Service Department, the majority of the
Lithuanian civil servants (78,2 %) consider the possibility of changing a job, with the junior civil
servants less satisfied with their jobs and more inclined to change them compared to the senior civil
servants.
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6. Career prospects in the civil service
6.1. Promotions
There are two kinds of promotions in the Lithuanian civil service. First, , there exists a promotion
to a (higher) qualification class or a qualification category. Such promotion provides a bonus for
a certain qualification class or a higher basic salary for a higher category without any changes to
the position. An evaluation commission should recommend such promotion.
Second, it is a promotion to a higher position. In this case an internal civil servant must compete
with other external candidates from outside the civil service to be appointed to a higher position
or he/she can be promoted to a higher position by the appointing authority (according to the
evaluation commission’s recommendation).
A career civil servant may be promoted to a higher without competition by a decision of the
appointing authority, only if the career civil servant is evaluated by the evaluation commission
and meets the requirements specified in the job description. Thus, there are two institutions
participating in the promotion of civil servants: the appointing authority and the evaluation
commission.
According to the SIGMA survey, a mixed system of promotion is in place in Lithuania (see Table
No. 11): the civil servants are promoted on the basis of performance (62 % of all respondents agree
and fully agree), the length of service (40 %) and political connections (37 %). However, the
Lithuanian civil servants prefer promotion based on performance (83 %) and, to a lower extent, the
length of service (56 %), but they oppose promotion based on political connections.
Table No. 11. Actual practice of promotions versus civil servants’ preferred promotion policy (% of
all respondents who ‘agree’ and ‘strongly agree’)
Actual practice of promotions
Preference of civil servants over
promotion policy
Promotion based
In my ministry good individual
62
Promotions to higher positions
83
on performance
performance leads to
should strictly be on the basis
(position-based)
promotion to a higher position.
of individual performance.
Promotion based
Experience (i.e. the number of
40
Length of service (i.e. number
56
on the length of
years in the ministry) is
of years in the ministry) in the
service (career
emphasised in promotions to
organisation should be an
system)
higher positions.
important criterion for
promotion to a higher position.
Promotion based
Political connections can speed
37
It is reasonable that party
1
on political
up promotions in my ministry.
membership is a condition for
connections
promotion to a higher position.
(politicisation)
Source: The SIGMA survey, 2008.

The Lithuanian civil service is a top performer in the new EU member states with regard to
promotion based on performance (see Figure No. 3). This is partly because promotion in Lithuanian
is less politicised, compared to other countries of Central and Eastern Europe.
Figure No. 3. ‘In my ministry good individual performance leads to promotion to a higher
position’.
25

Promotions Based on Performance
AVERAGE

42.25

LITHUANIA

62.07

ESTONIA

49.87

LATVIA

46.31

SLOVENIA

46.22

POLAND

35.39

HUNGARY

32.00

SLOVAKIA
0.00

23.91
25.00

50.00

75.00

100.00

Agree & Strongly Agree

Source: The SIGMA report, 2009.

6.2. Performance appraisal
Performance evaluations systems have a number of important functions to play in the wider context
of civil service systems. Performance evaluation systems are a critical tool for managers to
communicate and align the organisational aims and objectives with the efforts of individual civil
servants and they provide an instrument to review and re-direct the efforts of officials. Performance
evaluations are also typically linked to incentive systems, in that they may determine promotion
decisions and monetary bonus payments for civil servants. In addition, performance evaluations
play a role as a diagnostic tool for the identification of civil servants’ training and development
needs.
In 2007, the Lithuanian Government revised its previous resolution of 2002 concerning the
performance appraisal and qualification classes of the civil servants. The heads of institutions are
assessed on the basis of three criteria: implementation of strategic aims of an institution,
management and leadership. The civil servants are also assessed on the basis of three criteria:
productivity, competence and the quality of performance. Also, the new resolution expanded the
scale of assessment from three to four levels (very good, good, satisfactory, unsatisfactory).
Moreover, the new resolution improves the link between the performance appraisal and the
development of qualifications.
All civil servants need to pass an appraisal of their performance in the office once during a calendar
year. It is possible to have performance appraisal of an irregular nature. The heads of institutions
are appraised by their appointing authorities, other civil servants are appraised by their immediate
superiors. Since 2006 acting civil servants have been subject to appraisal.
The results of civil servants’ performance and their needs for improving qualification should be
discussed between the civil servants and their immediate superiors. After the interview the
immediate superiors should prepare the conclusions of performance appraisal and
recommendations concerning the qualifications’ improvement.
The civil servant should be appraised by the evaluation commission, if his (her) performance was
assessed very good or unsatisfactory. The number of civil servants, whose performance was
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assessed by the evaluation commissions, has increased from about 15 % in 2004 to 37 % in 2006.
These commissions mostly assessed those civil servants, whose performance was assessed as very
good, in 2006 the commissions confirmed about 95 % of the “very good” appraisals. The number
of civil servants, whose assessment is unsatisfactory, is very low (not exceeding 1 %).
If the evaluation commission gives a very good assessment to a civil servant, it provides the
appointing authority with one of the following proposals:
1) to assign a qualification class No. 3 or a higher qualification class to the civil servant;
2) to promote a career civil servant;
3) to promote a career civil servant and assign a higher qualification class to him/her;
4) to retain the same (highest) qualification class and the bonus assigned to the
qualification class, where promotion is not possible within a relevant state or municipal
institution or agency.
These proposals are of recommendatory nature to the appointing authorities. The promotion of the
appraised civil servants depends on the financial possibilities and the availability of higher
positions in the appointing authorities. In the end of 2006 about 50 % of all civil servants had
qualification classes, in the end of 2007 – about 54 %.
The civil servants, whose performance was appraised as unsatisfactory, can be granted a lower
qualification class, be transferred to a lower position or even be dismissed after two consecutive
appraisals of unsatisfactory nature. According to the interviews, the number of civil servants, which
are dismissed on the basis of unsatisfactory appraisals, is very low.
The SIGMA data illustrate that performance evaluation is insufficiently linked to salary levels in
Lithuania (the weighted index of 51 in Table No. 12 below). This could be explained by the fact
that performance evaluation favoured managers in the Lithuanian ministries. The World Bank
previously noted that a central problem of performance appraisal is that high pay is afforded for a
limited number of staff, undermining performance appraisal as a broad concept and distorting the
pay structure.12 The situation improved in 2006-2007, when more civil servants (including nonmanagers) were granted certain qualification classes.
It is interesting that senior managers are likely to have qualification classes (about 94 % of all state
secretaries and undersecretaries, 71 % of all heads and deputy heads of internal structural units in
the ministries and only 38 % of chief, senior and other specialists had qualification classes). Also,
senior managers tend to have higher qualification classes (e.g. from 12 state secretaries in the
ministries 10 had the class No. 1, one state secretary had the class No. 2 and one state secretary had
the class No. 3).
There is a weaker than medium correlation (0,4) between the positions and qualification classes
in the Lithuanian civil service (see Figure No. 4 below), but with significant differences between
the ministries. For instance, in the Ministry of Economy the higher positions have higher classes
(the correlation of -0,68), but there is no important correlation in the Ministry of Health, the
Ministry of National Defence and the Ministry of Environment.
Figure No. 4. Statistical relation between the positions and qualification classes in the
Lithuanian ministries, 2007

12

The World Bank. Recommendations for Civil Service Salary Reform to Support the Introduction of
Performance Management. 2004.
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Nėra/yra
nereikšming
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Source: Designed by the authors on the basis of the 2007 data.

The Lithuanian civil servants maintain that performance appraisals affect their promotion prospects
(the weighted index of 62,25). However, fairness of the performance appraisal is mixed in the
Lithuanian civil service. 37 % of the Lithuanian civil servants are neutral that the performance
appraisal is fair and transparent (the index of 58,75, see Table No. 12 below).
Also, many Lithuanian civil servants do not agree that their performance objectives are clearly
agreed before the beginning of the evaluation period (the index of 52). Therefore, performance
evaluations are underused as tools for communicating and aligning the organisational aims and
objectives with the personal aims and objectives of individual civil servants. Also, in the future the
appraisal of performance should be better used for the purpose of competence management in the
civil service: assessing the extent to which the existing competences match the needs of the
position.
Table No. 12. Practice of performance appraisal in Lithuania
Strongly Disagree Neutral
Agree Strongly Index
disagree
agree
1. The prospects of promotion are linked
4
11
29
40
15
62,25
to the outcome of my performance
evaluations.
2. The performance appraisal in my
3
13
37
36
10
58,75
ministry is fair and transparent.
3. My performance objectives are
5
20
40
28
6
52
clearly agreed before the beginning of
the evaluation period.
4. My pay level is linked to the outcome
7
21
36
33
3
51
of my performance evaluations.
Source: The SIGMA survey, 2008.
Remark: the weighted index was calculated by giving 1.0 point to ‘strongly agree’, 0.75 points to ‘agree’,
0.5 points to ‘neutral’, 0.25 points to ‘disagree’, 0.0 for ‘strongly disagree’.

6.3. Senior civil service
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Senior civil service is a system of personnel for high and top level management positions in the
national civil service, formally or informally recognised by an authority, or through a common
understanding of the organisation of such a group. It is a framework of career-related development
providing people to be competitively appointed to functions that cover policy advice, operational
delivery or corporate service delivery13.
There is a tendency in most EU Member States to pay special attention to the group of senior civil
servants. Often they have a special status with special recruitment and pay conditions.14 In
Lithuania special provisions have been developed for the heads of institutions concerning the
appraisal of performance, and there are special training programmes for senior managers. However,
there are no special conditions for recruitment (except the requirement for the candidates to propose
a programme), career and pay. Therefore, the senior civil servants are not recognised as a special
group in Lithuania.
However, a note should be added with regard to the institutionalisation of separate senior civil
service systems in Central and Eastern Europe. Senior executive services have been tried in
Hungary and Slovakia, but both systems have failed (see Box No. 2 below).
Box No. 2. Senior civil service systems in Hungary and Slovakia
In Hungary, the senior executive service was introduced in 2001. It provided members with a higher level of
job protection, higher salaries and more access and duties to participate in training courses. Yet the system
was quickly abused by the governing parties, in that they appointed political affiliates to the senior executive
service, which indicates that the selection procedures were seriously underdeveloped. The recent reform of
2007 has abolished the senior executive service.
In Slovakia, it was planned to create a corps of nominated senior civil servants since 2002. It required
candidates to pass demanding exams and then provided access to top level jobs, higher job security and
higher rewards. However, by 2007 only a handful of civil servants had earned the status as nominated civil
servant but they could not be guaranteed a high level job in the administration. As a result, it is planned to
abolish the nominated senior civil service in Slovakia at the next opportunity.
Source: The SIGMA report, 2009.

The Hungarian and the Slovak experience indicate that senior executive services are difficult to
institutionalise in Central and Eastern Europe. It may be more important to consider the political
context for the establishment of senior civil service systems. Under these circumstances, senior
civil service systems are bound to be abused by political parties.15
The politicisation of the Lithuanian civil service has been decreasing since 2002, but some repoliticisation is likely to occur with the appointment of the new government. Still, the Lithuanian
civil service is likely to remain less politicised compared with other countries in Central and
Eastern Europe. Therefore, it is proposed to recognise senior civil servants as a separate group and
design some special conditions for their management. The scope of senior civil service could
include the following positions: e.g. state secretaries, undersecretaries, heads of institutions and
their deputies, heads of departments and their deputies, other civil servants holding strategic
positions (about 5 % of all civil servants in Lithuania). A similar scope of the senior civil service is
common in the EU member states.
Some special conditions are necessary for the senior civil servants, especially with regard to
recruitment, career and pay. One could consider the establishment of new/centralised and
transparent procedure for the selection of senior civil servants (mainly the level of state secretary
13
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and undersecretary). The Estonian solution could be interesting, where ministers can choose from
an open list of pre-selected candidates (see Box No. 3 below).
Box No. 3. Estonia’s example of selecting secretaries general
The selection of secretaries general is prepared by the Competition and Evaluation Committee of Higher
Public Servants, which is located centrally in the State Chancellery. The initiative for the selection process is
taken by ministries, but the process is largely managed by the State Secretary of the State Chancellery, who
is also the chair of the central Competition Committee. The State Secretary puts together a selection panel
that consists of senior officials, representatives of various administrative institutions, agencies and trade
unions, and independent experts. There is usually one representative of the ministry that is seeking the
appointment of a new secretary general, but there is no political representation on the panel. In the process,
candidates are interviewed and have to develop a work programme for the ministry in which they are
seeking appointment. The committee can subsequently propose one, two or more candidates to the minister,
who has the right to choose. The minister then proposes his choice to the cabinet for formal approval.
Source: The SIGMA report, 2009.

The senior servants could be selected from internal and external candidates and employed on the
basis of fixed-term contracts. The introduction of rotation in the senior civil service is important
because most Lithuanian managers (especially holding lower-level positions) are usually promoted
within the same ministry or other institution, the mobility of civil servants is rather low inside the
Lithuanian civil service.
Also, the management of performance evaluations (linked to performance-related pay), pay, and
special training could be organised separately for senior civil servants (top two to three levels) to
address the special needs of this category of officials. For instance, one interesting element for the
reform of the senior civil service could be a stronger linkage between training and professional
development on the one hand and salary levels for senior civil servants on the other.
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7. Rights and obligations, anti-corruption and integrity framework
7.1. Introduction
In general, all Central and Eastern European countries reveal a relatively high fit with the European
principles of public administration in this area of civil service. Formal rules and procedures,
defining the rights, obligations and disciplinary mechanisms of the civil servants, are in place, but
their contribution to professionalism in the civil service is questionable.16 Moreover, the
introduction of greater flexibility in the management of human resources would require greater
transparency in the civil service, which could be achieved by better defining the rights and
obligations and enforcing them in practice.
Lithuania does not stand out from other Central and Eastern European countries. The system of
rights and obligations is in place, but their enforcement is lagging behind. Also, some important
elements are missing in this system (especially the code of ethics, which has been adopted in most
Central and Eastern European countries).
The Lithuanian civil servants strongly support that they should remain objective in their activities
(the weighted index of 77,75 in Table No. 13) as well as the need for a more effective anticorruption framework (76,5). They support the restrictions on political activities (63,75), second
income opportunities from the private sector (63,5) and accountability of the ministerial staff
(61,75). However, the Lithuanian civil servants are absolutely neutral concerning the access of
former members of the communist party and collaborators of the communist regime to the civil
service (50). Also, they do not support that confidentiality is more important than transparency
(40,5).
Table No. 13. The degree of (dis)agreement with statements concerning the rights and obligations of
the civil servants
Strongly Disagree Neutral
Agree Strongly Index
disagree
agree
1. Staff should provide objective advice
0
0
14
55
31
77,75
based on their expertise in the field to
their minister even if they disagree with
the political views of the minister.
2. Our civil service should have more
0
7
31
35
28
76,5
effective anti-corruption instruments
3. Staff in the ministry should generally
3
8
36
33
19
63,75
not be member of any political party
(apart from the minister himself and his
personal advisors).
4. It is acceptable that staff in the
3
16
28
38
17
63,5
ministries have second income
opportunities in the private sector.
5. It is important that ministry staff are
1
8
42
41
8
61,75
held to account through regularity
checks and external audits
6. It is important that former members
5
19
56
11
9
50
of the communist party and
collaborators of the communist regime
are excluded from access to positions in
the ministries.
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7. Confidentiality in my daily work in
11
33
42
11
3
40,5
the ministry is more important than
transparency to the public.
Source: The SIGMA survey, 2008.
Remark: the weighted index was calculated by giving 1.0 point to ‘strongly agree’, 0.75 points to ‘agree’,
0.5 points to ‘neutral’, 0.25 points to ‘disagree’, 0.0 for ‘strongly disagree’.

7.2. Restrictions on political activities
First, all countries in Central and Eastern Europe regulated the political rights of civil servants.
Lithuania is falling in between Poland, where the restrictions on political activities of the civil
servants are tightest, and Latvia, where these restrictions are lightest.17
According to the civil service legislation, the Lithuanian civil servants have a right to membership
in political parties or organisations, and to participation in political activities not during office
(work) time. There are some restrictions for the political actions of civil servants under other
legislation: e.g. a civil servant cannot act as a treasurer of a political campaign (according to the
legislation concerning the financing of political parties).
About 52 % of the Lithuanian civil servants agree and strongly agree that ministerial staff (apart
from the minister himself and his personal advisors) should not be member of any political party
(compared with the average of 61 % in all Central and Eastern European countries). The attitude of
civil servants vis-à-vis party membership should be seen as a strong indicator of civil servants’
attitude towards political neutrality. At the same time we should not infer that party membership
should be restricted in the future. The existing system of political rights is sufficient and should be
kept. Moreover, any additional restrictions during a period of government change could be
politically abused.
7.3. Economic activities of the civil servants
All new member states in East Central Europe restrict the economic activities of civil servants. In
Lithuania, civil servants have the duty to refrain from participating in activities incompatible with
the office of a civil servant, and from using office (work) time for other purposes, with the
exception of other work, carried out on the basis of a special permit. In 2006, 429 such permits
were granted to civil servants, but in 2007 this number rose to 802 permits. Most permits are issued
in the institutions under the Ministry of Social Security and Labour (25 % of all permits).
About 54 % of the Lithuanian civil servants consider employment in the private sector to be
compatible with employment in the civil service. This is a clear departure from the European
principles of public administration part of the career model of the civil service. Such high support
for income opportunities from the private sector could be associated with their economic interests
(showing the need for a more competitive salary system). However, second income opportunities of
civil servants should be discouraged in order to avoid corruption risks. The existing regulation of
alternative income opportunities should therefore be kept (or even strengthened) and a closer
monitoring of second income opportunities could be required in the future.
There are some restrictions concerning the post-career employment of the former public servants in
Lithuania (as in other Baltic states, not so in most Central European countries). According to the
Law on the Compatibility of Public and Private Interests in the Public Service, a person, who
terminated his (or her) employment in the public service, should not take a position (head or deputy
head of an enterprise, member of a council or a board of an enterprise) for one year, if his (her)
17
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previous service was directly related to the monitoring and control of such enterprises or he (she)
was involved in considering or making decisions favourable for these enterprises (to provide state
contracts or financial assistance on the basis of tenders or in other way).
Lithuanian civil servants (and members of their families) should declare their wealth and income.
However, this system is rather ineffective due to the lack of supporting instruments: there is no
universal declaration of income and wealth and there is no obligation to justify the wealth or
income. The new government programme foresees that the civil servants should justify their
acquired wealth on the basis of legal income. This proposal also includes the obligation of other
persons, who use this wealth, to declare their wealth and income. These provisions, if
implemented, could contribute to the prevention of corruption in Lithuania.
Also, according to Law on the Compatibility of Public and Private Interests in the Public Service,
some public servants (3323 persons in 2006 according to the Chief Official Ethics Commission,
but not all public officials and civil servants) should declare their private interests. The
effectiveness of this system is mixed. In 2006 the Chief Official Ethics Commission found 19
violations of the conflict of interests. However, it is difficult for the Commission to find evidence
about the conflict of interest and the enforcement of its decisions is problematic. The supervision of
wealth declaration and conflicts of interest is well located in the Chief Official Ethics Commission,
which is institutionally separate from the Civil Service Department under the Ministry of the
Interior.
7.4. The need for a codes of ethics
The codes of ethics have been popular in Central and Eastern Europe: only the Czech Republic and
Slovakia have no code of ethics.18
In Lithuania, the Law on Civil Service provides for the main principles of ethics of civil servants:
respect for man and the State; justice; disinterestedness; decency; impartiality; responsibility;
publicity; exemplariness. Also, the government adopted the rules of ethics for the performance of
civil servants, defining the content of these principles. Moreover, a few Lithuanian institutions
adopted their own codes of ethics (conduct) (e.g. the State Tax Inspectorate). Despite many
proposals and discussions in this area, there is no overall code of ethics (conduct) in place.
The effectiveness of codes of ethics has been called into question. In most cases, a violation of the
codes of ethics can be made subject to disciplinary sanctions (as in Lithuania), but it is often
difficult to apply such provisions in practice. Nevertheless, the codes of ethics play an important
symbolic role for the civil service that could be supported through the instruments of training or
publicity. Therefore, there is a need to adopt a uniform code of ethics in Lithuania.
7.5. Disciplinary proceedings
Disciplinary codes have an important complementary role in the discussion of civil servants’ rights,
duties and standards of good behaviour. They are in place in most Central and Eastern European
countries, but their application differs.
There is a system of discipline defined in the Lithuanian Law on the Civil Service. For misconduct
in office the following disciplinary sanctions can be imposed: an admonition; a reprimand; a
severe reprimand; dismissal from office. There are the rules of imposing disciplinary sanctions
for civil servants approved by the Lithuanian Government.
18
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The number of imposed disciplinary sanctions was 289 in 2004 (including 8 dismissals), 259 in
2005 (including 7 dismissals), 352 in 2006 (including 14 dismissals) and 208 in 2007 (including
8 dismissals). Despite some growth in the number of disciplinary sanctions in 2006, their number
dropped significantly in 2007 (a drop in the number of sanctions per one servant would be very
significant because of the increasing number of the civil servants). Since the rules of disciplinary
sanctions are perceived as rather complicated in the Lithuanian civil service, the public
administration institutions could be unwilling to apply them (according to the opinion of the Civil
Service Department). Also, some training could be useful for human resource managers as to how
these sanctions could be used as a management tool.
Table No. 14. Dynamics of disciplinary sanctions in the Lithuanian civil service for 2005-2007
Disciplinary sanctions
2005
2006
2007
Admonitions
148
194
106
Reprimands
67
99
55
Severe reprimands
37
45
39
Dismissals from office
7
14
8
Total
259
352
208
Source: The Civil Service Department, 2007.

Disciplinary sanctions are evenly distributed per one head of institution and one career civil
servant. Also, there is a good balance between different types of sanctions: less severe sanctions
(especially admonitions) are imposed more frequently. The initiation of disciplinary proceedings
should not necessarily lead directly to a dismissal from office, but they would inevitably put some
pressure on the civil servants with certain misconduct in office.
There is no aggregate information about the main grounds of disciplinary proceedings. The
interviews show that they are associated with certain misconduct in office. Two dismissals from
office (out of 7 in 2007) were imposed because of appearing not sober in office.
The review of the administrative cases shows that the administrative courts usually favour the
claimants in the cases of disciplinary proceedings. In one administrative case of 2004 the court
ruled that the dismissal from the civil service, which was made on the basis of breaching the
provisions of the conflict of interest, was too severe. According to the court, disciplinary
sanctions should be based on a certain fault in the civil service (the fact of a misconduct, its
outcomes and a causal link between them).
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8. Salary system
8.1. Introduction: a need to reform the pay system
Salary systems should be aligned with the European principles of administration such as
predictability, transparency and the fair and equal treatment of civil servants. Also, the civil
servants should be paid adequately to enter the civil service, to stay there and perform well.
According to the 2009 SIGMA report, the Lithuanian salary system is relatively transparent and not
discretionary compared to the other countries. The 2009 SIGMA report noted the paradox that
salary systems with more discretionary instruments are able to pay more competitive salaries for a
small group of senior officials. In contrast, with a relatively less discretionary salary system
Lithuania (as Slovenia) struggles in offering competitive salaries for senior officials and specialists
compared with other countries.19
The SIGMA survey shows that the practice of Lithuanian pay policy is characterised by the
emphasis on seniority (the weighted index of 69,25 in Table No. 15 below). However, there is a
need to make the pay system more performance-oriented: only 31 % of the ministerial civil
servants agree that good performance is rewarded with higher pay levels (the index of 47,25).
Table No. 15. Practice of pay policy in Lithuania (in %)
Strongly Disagree Neutral Agree
Strongly Index
disagree
agree
1. Pay rules emphasise seniority in the
2
11
29
46
12
69,25
civil service.
2. There are clear rules on the allocation
5
18
31
40
6
56
of bonuses.
3. My pay level is linked to the outcome
7
21
36
33
3
51
of my performance evaluations.
4. Good performance is rewarded with
9
27
33
28
3
47,25
higher pay levels in my ministry.
Source: The SIGMA survey, 2008.
Remark: the weighted index was calculated by giving 1.0 point to ‘strongly agree’, 0.75 points to ‘agree’,
0.5 points to ‘neutral’, 0.25 points to ‘disagree’, 0.0 for ‘strongly disagree’.

For comparison, it is useful to take into consideration the remuneration reform in Latvia, which was
implemented in 2007 (see Box No. 4 below).
Box No. 4. Remuneration reform in Latvia
Latvia has introduced the most significant changes to its salary system [when compared to the other new
member states since their accession to the EU in 2004]. Most of the plans for the salary reform were
prepared before accession. In 2005, the new system was formalised. It has been in full operation since July
2007. In contrast to all other countries, the basic salary includes a variable element, in that it is linked to the
outcomes of the annual performance evaluation. The basic salary consists of two components. First, each job
is defined and classified in 16 salary groups. The assessment and classification of jobs was prepared under
the responsibility of the Finance Ministry in collaboration with a private sector company using job
evaluation tools. Second, the salary group is then combined with a so-called ‘qualification level’. The
qualification level consists of five seniority classes. The other element of the qualification level is the
outcome of the annual performance assessment. The two elements are combined to generate six qualification
levels. The two dimensions - six qualification level and sixteen salary groups - are subsequently paired,
leading to 96 salaries classes. For the calculation of the salary, each salary class is not given a sum, however,
19
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but a range that tends to be very wide. The upper level of the range can be up to two and a half times higher
than the lower level of the range. As a result, salaries continue to depend largely on the wealth of individual
institutions and State Secretaries as the responsible managers have retained a great deal of discretion to set
the salary level within the range.
Source: The SIGMA report, 2009.

Alternatively, the World Bank‘s alternative of a new salary system should be considered. In 2004,
the World Bank recommended the introduction of new 15 point scales incorporating 3 %
increments within the existing structure of basic pay.20 This integrated approach would replace the
present system of separate pay based on the catregories, length of service and performance in
Lithuania.
8.2. The components of civil servants’ salaries and their calculation
There are three main components of the civil servants’ salaries:
- basic salary;
- bonuses;
- additional pays.
The basic salary, which was stable since 2002 (despite inflation), was increased to Lt 490 (from
Lt 442) by revising the Law on Civil Service in July 2007. Also, one-off bonus of the basic
salary’s size was introduced in 2007.
The basic salary is determined according to the category of the position (there are 20 categories
of the civil service set in the 2002 Law on Civil Service). The basic salary of all civil servants is
calculated according to basic salary coefficients that are also set in the Law. In 2007 the Law was
revised by increasing basic salary coefficients for the lowest categories of civil servants (from 1 to
9, where more than two thirds of all civil servants fall in Lithuania).
One unit of the basic salary coefficient corresponds on the minimum monthly salary (MMS)
approved by the Government. In the period of 2003-2007 the MMS for the civil servants remained
stable at Lt 430. However, it was increased to Lt 442 and reached Lt 490 from 2008. The amount
of the basic salary is calculated by multiplying the basic salary coefficients by the existing MMS
(see Table No. 16 below).
Table No. 16. Categories, basic salary coefficients and salaries in the Lithuanian civil service (in Lt)
CATEGORIES
1
2
3
4
5
6
7
8
9
10
11
12
13

BASIC SALARY
COEFFICIENTS
(from 2002 – till 2008)

2,35
2,55
2,75
2,95
3,2
3,5
3,8
4,1
4,4
4,8
5,2
5,7
6,3

Salaries of civil servants
till 2008
MMS - 430
LT

MMS - 442
LT

1010,5
1096,5
1182,5
1268,5
1376
1505
1634
1763
1892
2064
2236
2451
2709

1038,7
1127,1
1215,5
1303,9
1414,4
1547
1679,6
1812,2
1944,8
2121,6
2298,4
2519,4
2784,6

BASIC SALARY
COEFFICIENTS
(From 2008)

Salaries of civil servants
from 2008

3,0
3,2
3,4
3,6
3,8
4,0
4,2
4,4
4,6
4,8
5,2
5,7
6,3

1470
1568
1666
1764
1862
1960
2058
2156
2254
2352
2548
2793
3087

MMS will be 490 LT

The World Bank. Recommendations for Civil Service Salary Reform to Support the Introduction of
Performance Management. Op. cit.
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14
15
16
17
18
19
20

7,0
7,8
8,7
9,7
10,8
11,9
13,0

3010
3354
3741
4171
4644
5117
5590

3094
3447,6
3845,4
4287,4
4773,6
5259,8
5746

7,0
7,8
8,7
9,7
10,8
11,9
13,0

3430
3822
4263
4753
5292
5831
6370

Source: The Civil Service Department.

In the end of 2009 the Seimas approved a temporary basic salary coefficient for 2009, which
amounts to Lt 475. This decision was signed by the Lithuanian President, but he expressed his
doubts about this decision.
The basic salary of the civil servants within the same position varies depending on the category.
The lowest and highest categories are specified in the 2002 government resolution (and its
subsequent revisions) according to six groups of institutions. For instance, the first group of
institutions, whose positions have highest categories, include the Presidents’ Office, the Seimas, the
Government’s Office and the ministries. According to the 2005 estimates, the basic salary of
specialists can differ by 50 % and the basic salary of department directors can vary by about 11 %
(depending on the level of a category, although they carry out the same or similar functions).
It was decided to reduce the number of institutional groups from 6 to 5 from 2008 (on the basis of
criteria for assigning the institutions to a particular group). Also, it was decided to reduce the range
of categories within a single position from 2008 to 2011, which implies a reduction in the
discretion of the heads of institutions. It was argued in the 2003 assessment of Lithuania by the
OECD/SIGMA that the managers have wide discretion in determining overall monetary salary (up
to 50 % of it). However, it was later decided to suspend the implementation of this decision for
2009 due to the fiscal crisis (additional resources are not available for increasing the salary levels of
categories).
Moreover, in 2007 the Law on Civil Service was amended for the basic salary to be decided by the
Seimas in each spring session on the basis of several factors (including the proposal from the
Government, suggestions from the trade unions, average annual inflation). The basic salary will not
be adjusted on an automatic basis (the Seimas should make a decision every year). In the end of
2008 the Seimas suspended the application of this provision for 2009, as it would have been in
conflict with the decision to reduce the basic salary coefficient to Lt 475.
8.3. Monetary bonuses and allowances for civil servants
In addition to the basic salary, there are other monetary bonuses for civil servants:
-

bonuses (for the length of service; for the qualification class or qualification category; for
the grade or official rank; for the diplomatic rank; one-off bonus of the basic salary’s size);

-

additional pays (for work on rest days, holidays and at night; for work in harmful, highly
harmful and hazardous conditions; for activities which exceed the usual workload or for
performing additional assignments beyond the established working hours).

The bonuses are formalised in the Law on Civil Service. The bonus for the length of service can
vary from 3 to 30 % of the basic salary, depending on the length of service. The bonus for the
qualification class depends on a particular class (from 15 to 50 % of the basic salary).
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The maximum size of bonuses is up to 70 % of the basic salary, with the exception of certain
bonuses (for the length of service and one-off bonus of the basic salary’s size). This exception was
introduced at the end of 2007. The Seimas decided to abolish this cap, but its decision was vetoed
by the president in the end of 2008, who proposed to introduce a few more exceptions (e.g.
additional pays for work on rest days, holidays and at night).
The share of basic salary in the overall remuneration volume was about 88 % in 2004, but it is
decreasing (to about 84 % in 2006). Therefore, the variable part of the remuneration has
increased in the recent two years. The bonus payments grew from 3 (the institutions subordinate
to the Ministry of Culture) to 40 % (in the institutions subordinate to the Ministry of
Environment) in 2006 compared to 2005 in various groups of institutions. However, the average
size of bonus payments tends to be higher in other countries of Central and Eastern Europe (e.g.
20 – 30 % in Latvia and 25 – 30 % in Estonia). In OECD countries maximum rewards for
performance usually represent less than 10 % of the base salary for non-managers and less than
20 % – for managers.21
The bonus payments are determined by the heads of state and municipal institutions on the basis of
the legal provisions. For instance, the bonus payment for a qualification class is based on the
appraisal of performance. However, the World Bank noted that a central problem of these
arrangements is that high pay is afforded for a limited number of staff, undermining performance
appraisal as a broad concept and distorting the pay structure.22
Additional pays for activities, which exceed the usual workload, is the most popular additional pay,
but they are criticised for the lack of transparency. The ability of the public administration
institutions to use bonuses and additional pays depends on overall remuneration fund (including the
existence of vacant positions in certain state institutions). Therefore, the system of monetary
bonuses and additional pays lacks certainty and transparency.
8.4. System of performance-related pay
There is no separate system of performance-related pay in Lithuania. However, the bonuses for the
qualification class (merit increments) and the one-off bonus of the basic salary’s size (one-off
payments) are performance-based. For instance, the bonus payment for the qualification class is
based on the appraisal of performance, whose new criteria will include the implementation of
strategic aims (for the heads of institutions) and productivity (for the career civil servants, including
the achievement of performance results) from 2007.
The Lithuanian civil servants favour pay for performance as opposed to pay based on seniority (see
Table No. 17 below). 89 % of all respondents strongly agree and agree that pay for performance is
a good principle for the reward of civil servants.
Table No. 17. Actual practice of pay policy versus civil servants’ most preferred type of pay policy (%
of all respondents who ‘agree’ and ‘strongly agree’)
The practice of pay policy
How best to pay officials in a
government
1. Pay based on
seniority (career
system)

Pay rules emphasise seniority
in the civil service.

58

21

In the ministries, it is desirable
that experience (i.e. number of
years) counts more towards

OECD. Paying for Performance: Policies for Government Employees. Policy brief. May, 2005.
The World Bank. Recommendations for Civil Service Salary Reform to Support the Introduction of
Performance Management. Op. cit.
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2. Political
influence over pay

-

-

3. Pay for
Good performance is rewarded
performance
with higher pay levels in my
(position-based
ministry.
system)
Source: The SIGMA survey, 2008.
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determining pay levels than
other criteria.
It would be important that
ministers and other politicians
have no influence over the
bonuses and pay of any
ministerial staff.
Pay for performance is a good
principle for the reward of civil
servants.

60

89

Lithuania is an average performer in terms of pay for performance when compared to other Central
and Eastern Europe countries (see Figure No. 5 below). In contrast, as mentioned above, pay based
on seniority is comparably more relevant in Lithuania. Therefore, for the future reform of the pay
system in Lithuania it is advised to re-balance the seniority-based and performance-based pay
elements. For instance, since 2007 the variable part of the salary (33 % of the total salary) in the
Latvian system is divided into two parts: performance-based (23 % of the total salary) and based on
the length of career (10 %).
Figure No. 5. ‘Good performance is rewarded with higher pay levels in my ministry’.
Good Performance Leads to Higher Pay
AVERAGE

32.15

ESTONIA

49.87
40.23

SLOVENIA
LITHUANIA

30.54

LATVIA

30.30

HUNGARY

28.82
27.69

SLOVAKIA
POLAND
0.00

17.59
25.00

50.00

75.00

100.00

'Agree' & 'Strongly Agree'

Source: The SIGMA survey, 2008.

8.5. Level of civil service salaries
The level of civil service salaries has been increasing in the recent years (reaching an average
monthly salary of about Lt 2500 in the end of 2006). The salary levels for (junior) specialists
amounted to Lt 1763 in 2006 compared to Lt 5449 for heads of departments (the pay gap of about 3
times).
Table No. 18. Average monthly remuneration according to the positions of the civil service (in 2004,
2005, 2006)
Remuneration (basic salary +bonus +additional pay) per
The title of position
month
2006
2005
2004
Heads of institutions
4554
4449
3727,021
39

Deputy heads of institutions
Civil servants of political confidence
Directors of internal departments
Deputy directors of internal departments
Heads of departments and services
Deputy heads of departments and services
Heads of subdivisions
Chief specialists
Senior specialists
Specialists
Advisers, special attaché and others
Source: Data from the Civil Service Department.

4890
3018
5449
4703
3419
3057
2969
2527
2031
1763
3337

4759
3238
5126
4491
3245
2913
2796
2441
1979
1720
3321

3911,492
3376,201
4023,074
3675,792
2795,406
2518,835
2449,592
2141,141
1828,658
1534,791
2891,247

The basic salary of the lowest-category civil servant was Lt 1010,5 in 2006 compared to Lt 5590 of
the highest-category civil servant with the pay gap of about 5,5 times. However, the pay gap will be
reduced to 4,3 times from 2008 after increasing the coefficients of the basic salary for the lowestcategory (1-9) civil servants (with more than two thirds of all civil servants fall within these
categories). Note that the average salary of the heads of institutions and their deputies is lower
compared to some lower managerial positions (about 52 % of all heads of institutions belong to 1415 categories). Also, the growth of the remuneration was fastest for the positions of directors of
departments in 2006 (by about 6 %).
The average gross salary in the public sector (including the civil service) exceeded that of the
private sector for the whole period of 1997-2006, but there was a convergence in the salaries of
both sectors towards the end of 2007 (because the average salary in the private sector in 2007
increased faster than in the public sector, see Table No. 19).
Table No. 19. Average gross salaries in public and private sectors in Lt (1997 – 2007)
Public Sector
Private Sector
1997
851,1
710,2
1998
1032,6
840
1999
1090,3
894,3
2000
1076,8
878,1
2001
1097,8
888,1
2002
1133,8
925,8
2003
1200,7
984,8
2004
1271,3
1069,6
2005
1413,6
1194
2006
1633
1418,7
2007
(4Q)
2 036,4
2 061,2
Source: Statistics Lithuania.

The average gross salary of the civil servants exceeded that in the private sector in the period of
2003-2006, but the growth of the salary in the civil sector was about two times slower compared to
the private sector. According to the Civil Service Department, in 2007 the average monthly gross
salary of the Lithuanian civil servants amounted to Lt 2060, increasing by 6,6 % in 2007.
However, this growth was uneven: from 11,2 % for the deputy directors of internal departments to
4,5 % of the chief specialists.
There is a general agreement that the pay levels should be increased. The trade unions of civil
servants and officials stress the importance of increasing the pay levels in the state and municipal
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institutions. Moreover, according to the 2007 research commissioned by the Civil Service
Department, higher remuneration is the main factor, which would motivate the Lithuanian civil
servants to stay in the civil service (79 % of all respondents agree). However, it is difficult or even
impossible to increase the level of civil service salaries due to fiscal problems. As it was
mentioned, the Seimas decided to reduce the remuneration for the Lithuanian civil service for 2009.
8.6. Staff ceilings, personnel expenditure and government expenditure
The total number of positions in the civil service and their breakdown by public administration
institutions is approved by the Lithuanian Government. These numbers are monitored and
controlled by the Ministry of the Interior. In 2007, it was decided to address requests for increasing
the number of civil servants during the budgeting process with draft strategic plans (previously the
Government discussed such requests twice a year). Also, in 2008 clear criteria23 for determining the
ceilings of staff were drafted and tested on a pilot basis by the Ministry of the Interior. After some
modifications these criteria could be applied in the future. Although these criteria were designed for
controlling the growth in the size of the civil service, it could be useful to apply certain criteria for
reducing the number of civil servants during the functional review of public administrations
institutions. Any across-the-board cutting of staffing and remuneration expenditure could have a
negative effect on the performance of individual institutions.
In the medium term one could assess the possibility of relaxing the control of staffing and its
budgeting for the Lithuanian appropriation managers. At present, the remuneration funding is
budgeted separately for each appropriation manager, without the possibility of varying this funding
with other government expenditure during the financial year. Moreover, it is argued that budgeting
the remuneration funds in the appropriation managers should became more objective, less
dependent on the subjective outcomes of budgetary negotiations between the Ministry of Finance
and individual appropriation managers.
The wage bill at the central level is about 14 % (see Table No. 20 below). Although it has been
decreasing from 1999-2000 (during the fiscal crisis it was about 30 %), it is still significant in fiscal
terms in the environment of higher fiscal discipline. The 2008-2012 government made a crisis
management decision to cut the remuneration funding by 12 % and other expenditure by 15 % for
all appropriation managers in 2009. A cut of 12 % (with the number of the positions unchanged)
would eliminate recent salary increases achieved over the period of three years in the civil service.
However, it was decided to increase the remuneration funding for teachers and other public
employees (lecturers, social, cultural and art employees) on the basis of the previous spending
plans.
It seems that the remuneration funding for the appropriation managers could have been cut by a
smaller percentage, and other expenditure – by a higher percentage taking into account the fact that
the growth of other budgetary expenditure outpaced the remuneration funding in the six recent
years. For instance, cutting the remuneration funding by 6 % and other expenditure by 16 % would
achieve a similar saving of about 3 000 million Litas, but it would be less damaging to the human
resource management in the Lithuanian public administration institutions. Also, it could be possible
to differentiate the cuts in the remuneration fund for individual institutions based on certain criteria
(such as the number of vacant positions).
23

These criteria consist of the evaluation criteria, compliance criteria and priority criteria. The evaluation
criteria are as follows: the number of the positions for the staff functions should not exceed 40 % of all
positions; the number of vacant positions should not exceed 9 % of all positions. The compliance criteria are
as follows: new objectives and/or functions, their wider scope; the need for positions to carry out staff
functions; the introduction of new technologies. The priority criterion is the following: functions related to
the implementation of the EU or NATO commitments.
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Table No. 20. The wage bill for central government institutions and ministries in the period of 19972007 (in Litas)
The wage bill for central institutions
Government's
budgetary
expenditure

In Litas

In percents
(compared with the
total budgetary
expenditure)

Year
1997
6.782.586.000
1.397.984.000
20,61
1998
7.406.962.000
1.848.884.000
24,96
1999
6.760.832.000
2.062.395.000
30,51
2000
6.646.865.000
1.982.229.000
29,82
2001
7.414.456.000
2.018.316.000
27,22
2002
10.060.331.000
1.883.221.000
18,72
2003
10.865.508.000
1.936.132.000
17,82
2004
13.752.962.000
2.127.235.000
15,47
2005
15.669.260.000
2.317.865.000
14,79
2006
18.833.181.000
2.666.893.000
14,16
2007
20.654.867.000
2.824.109.000
13,67
Source: Designed by the authors on the basis of information from the state budget.
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9. Training and education of the civil servants
According to the 2009 SIGMA report, Lithuania together with Latvia, Poland and Hungary have
developed more capable institutional infrastructures for the preparation and delivery of training
policy. However, Estonia stands out as the most innovative country in terms of approaches to
training, especially senior civil service training.24
9.1. The training of civil servants in the civil service law and responsible authorities
The Law on Civil Service provides for initial training and improvement of qualifications (inservice training) for civil servants. Training is both an obligation and a right of civil servants. It is
obligatory for career servants, upon assuming office, to complete initial training programmes. For
civil servants, upon assuming positions of grades 18-20, it is obligatory to complete the approved
training programmes for this target group.
According to its statute the Civil Service Department under the Ministry of the Interior is
responsible for training: to approve training programmes of civil servants and monitor the quality
of their implementation; to co-ordinate the implementation of the Civil Servants‘ Training Strategy;
to assess judicial persons, seeking training of civil servants, and to make suggestions for the
Minister of the Interior concerning the approval of institutions for improving qualifications of civil
servants.
It was argued that the co-ordination of training programmes is not adequate, whereas planning of
training needs in state and municipal institutions is not systemic (in the 2007-2013 European Social
Fund Operational Programme). Also, the quality of training is mixed. The external control of
training quality is limited, but in 2006 it became possible for the Civil Service Department to
suspend training programmes on the basis of checks in training institutions. There have been no
serious complaints concerning the quality of training programmes and no suspensions.
9.2. Training strategies and programmes
The last comprehensive training strategy for 2007-2010 was adopted by the Government of
Lithuania in 2006. The priorities of this training strategy are as follows:
•
improve capacities linked with the implementation of strategic aims of state and municipal
institutions;
•
participate in the processes of EU decision-making and implementation, prepare for EU
Presidency in 2013;
•
improve the capacities of civil servants at all levels to administer the EU structural
assistance;
•
carry out initial training that is obligatory under the Law on Civil Service;
•
develop knowledge of civil servants in the areas of professional ethics and corruption
prevention;
•
develop skills of EU working languages and computer literacy.
The management of the EU structural funds and ethics in the civil service are new priority aims of
training. The previous training strategy for 2002-2006, which was approved by the Government of

24

Meyer-Sahling, op. cit., 66.
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Lithuania in 2002, included such priority aims as preparations for EU decision-making and
implementation, foreign languages, computer literacy and the implementation of strategic aims.
In the pre-accession period training of civil servants was the requirement of the European
Commission (part of the Accession Partnership and the Commission’s regular reports). About 400
civil servants were trained before EU membership on presenting Lithuania’s negotiating positions
in the working groups and committees of the EU institutions.
In the post-accession period the EU provided financial assistance for training of civil servants. In
the programming period of 2004-2006 training was financed under the measure No. 2.2 of the
Single Programming Document (the intermediate body was the Ministry of Social Security and
Labour). In the programming period of 2007-2013 training will be financed under a specific
objective of the priority no. 4 of the ESF operational programme (the intermediate body will be the
Ministry of the Interior). Under this objective it is planned to train 37 000 civil servants and other
employees of the state and municipal institutions by 2015. Also, it will be necessary to measure the
training results (in terms of trainees who completed training and received training certificates as
well as the application of gained knowledge after training).
9.3. The training infrastructure and budget in Lithuania
There is a special institute for the training of civil servants: the Lithuanian Public Administration
Institute. According to the Law on Civil Service, since 2002 this institute is responsible for the
preparation of training programmes and training civil servants in the areas of EU integration,
human resource management and training for civil servants of grades No. 18-20. About 95 % of
all trainees are satisfied with the training organised by this Institute in 2007.
Some ministries and other institutions have specific training centres. The Training Centre of the
Ministry of Finance is the biggest “institutional” training centre in Lithuania in terms of revenue
from training. The Lithuanian Public Administration Institute and other “institutional” training
centres are financed from the state budget (to maintain their training infrastructure).
The remaining training is bought on a competitive basis. The system of training civil servants and
improving their qualifications in Lithuania is decentralised. The number of training providers,
which was approved by the Ministry of the Interior, was about 133 in the end of 2007. About one
third of the registered institutions are from the private sector. The involvement of formal
educational establishments and their training bodies in the provision of training for civil servants is
limited (in 2005, they trained only about 3 % of all servants), but is increasing (in 2006 the
Mykolas Riomeris University was the most active in terms of proposed programmes). Since this
training is procured on the basis of price (rather than quality), the quality of some training could be
insufficient.
Under the Law on Civil Service state and municipal institutions should allocate 1-5 % of their
remuneration appropriations for training of civil servants. In 2005 the compliance with this
provision was reached: on average 1,25 % of the remuneration funding was allocated for training
(or Lt 8,2 mln.) (1,26 % in 2006, 1,7 % in 2007). However, some institutions allocate less than 1 %
for training (courts, prosecutors’ offices, county administrations). Because of decreasing overall
remuneration funding it is likely that less funding will be made available for training in the near
future. However, it is important to effectively absorb the ESF assistance for civil servants’ training.
Under the measure No. 2.2. of the Single Programming Document about Lt 24 mln. was allocated
for the training of civil servants (under 48 projects). Under the priority No. 4 of the ESF operational
programme about Lt 122 mln. was allocated for training. This training will be financed under three
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measures: “Improving qualifications in the area of EU matters and ethics” (for key competences),
“Improving qualifications in public administration institutions” (for key and specific competences
at the central level) and “Improving qualifications in municipal institutions” (for key and specific
competences at the local level).
9.4. Implementation of training
In 2006 about 47 thousand civil servants participated in training (but the number of persons trained
is 2,6 times less because one servant was trained more than once). The coverage ratio of training is
about 50 %: this share of all servants participated in training in 2005, 2006 and 2007. This data
does not include civil servants trained under the European Social Fund in the programming period
of 2004-2006. Under the measure No. 2.2. of the Single Programming Document it was planned to
train about 13 746 servants.
The number of civil servants trained in the Lithuanian Public Administration Institute in the period
of 1999-2007 is illustrated in Figure No. 6 below. This institute trained about 14 000 servants in
2007.
Figure No. 6. Number of civil servants trained in the Lithuanian Public Administration Institute
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There is special training for managers (holding positions of grades 18-20, their share was about
1,3 % of all civil servants in Lithuania in 2006) defined in the Law on Civil Service. The number
of senior managers who participate in training has decreased from 177 in 2005 to 96 in 2007. The
Lithuanian Public Administration Institute is delivering two specific training programmes for the
civil servants holding positions of grades 18-20 (the OLYMP programme and the OLYMP plus
programme). These civil servants belong to the priority target groups defined in the training
strategy for 2007-2010. However, more senior managers should be involved in the scope of this
training.
Training of senior managers is perceived as an example of good practice in Central and Eastern
Europe (see Box No. 5 below).
Box No. 5. Training of senior managers in Estonia
Estonia has effectively three programmes in the context of the Senior Civil Service Competency Framework
that target civil servants with different degrees of experiences as well as their general managerial skills. The
programme was prepared by the Chancellery as a tool to support the selection, development and retention of
senior executives. Based on the results of the performance assessments and by taking into account Estonia’s
strategic objectives, a programme called Global Development Trends and Future Estonia was designed and
implemented for top officials in the rank of secretary general and deputy secretary general. The focus of the
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programme is on the development of competencies such as developing a vision for the institution,
innovation, and developing networks of cooperation. The programme has so far consisted of seminars, study
trips abroad and one-on-one training modules that are tailored to the individual needs of top officials. The
participation among senior officials has been in the area of 70 % which must be seen as a major success
when considering the management structure of the Estonian civil service.
Source: SIGMA report, 2009

According to the Law on Civil Service, the Lithuanian Public Administration Institute is
responsible for the preparation of training programmes and training civil servants in the area of
EU integration. The number of trained servants on EU issues in the Lithuanian Public
Administration Institute is about 2000 (indicated in blue in Figure No. 6 above).
Some training for officials dealing with EU affairs is also financed from the European Social
Fund in the programming period of 2004-2006. For instance, the Government Chancellery
implemented a training project on increasing the capacity of its staff in the area of EU issues
(with the plan to train 112 people). Another training project is under development to prepare civil
servants for Lithuania’s presidency of the EU.
Overall, the number of civil servants trained on EU issues was 3744 in 2006 (2269 in 2005, 1125
in 2004) (the growth of about 65 % from 2005).
9.5. Education of civil servants in Lithuania
81 % of all positions in the Lithuanian civil service require university degrees (all positions above
the position of a senior specialist), 19 % – higher non-university, college-level education or special
secondary education (the positions of a senior specialist and specialist) (the 2006 data). According
to the Register of Civil Servants (the 2007 data), 93 % of all Lithuanian civil servants had higher
university education. According to the 2008 SIGMA survey of the ministerial civil servants, 74 %
of all respondents held the Master’s degree with additional 10 % enrolled in the Master’s
programmes. 6 % of them held the Bachelor’s degrees with additional 3 % enrolled in the
Bachelor’s programmes.
There is a statistical relation between the categories of the civil service positions and the university
diplomas in the Lithuanian civil service. For instance, the civil servants with a PhD degree on
average hold the category of 14,25, and the Bachelor’s graduates – the category of 8,98. It implies
that a more advanced educational degree is rewarded in the Lithuanian civil service.
Table No. 21. Average categories of the Lithuanian civil servants holding the university degrees, the
2005 data
Civil servants
Average category
With a PhD degree
14,25
With a Master’s degree
10,27
With a Bachelor’s degree
8,98
Without a higher university education
6,45
Source: Analysis of the data from the Civil Service Register, Public Policy and Management Institute, 2006.

In terms of educational subjects social sciences are becoming more popular in the Lithuanian civil
service. The analysis showed that the civil servants who obtained the Master’s degrees in the period
of 1995-2005 completed a programme in the social sciences (29,1 %), business and administration
(8,3 %), law (29,1 %), engineering (6,6 %) and the humanities (6,1 %).25

25

Viešosios politikos ir vadybos institutas. Magistrantūros ir Lietuvos ūkio poreikių atitikimas. Vilnius, 2006, 210.
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According to the analysis of the Civil Service Department, the most popular educational
background which was required for the candidates to the civil service in 2006 were also the social
sciences. Data from the register show that 33 % of the new civil servants, which were recruited to
the ministries in 2006, had the educational background in the social sciences. Other important
subjects were law (20%), business administration (13%), humanities (11%) and engineering
sciences (9%) among the new civil servants recruited in 2006.
The 2008 SIGMA survey of the ministerial civil servants indicates that most of them obtained
social science degrees (Table No. 22). There are no major discrepancies between the obtained and
sought degrees in the civil service. Economics, business administration, finance together with the
degrees of political and social sciences amount to 44 % of all university degrees, according to the
SIGMA survey. 46 % of the civil servants with the same educational background were recruited to
the Lithuanian ministries in 2006, according to the Civil Service Department. A small exception is
the subject of humanities: in 2006 the ministries recruited a larger share of the civil servants with
this educational background.
Table No. 22. Breakdown of educational subjects in the Lithuanian ministries (in %)
If you have a university degree, what was your last subject of study?
Economics, Business Administration, Finance
Law
Political and Social Sciences
Engineering
Humanities and Arts
Public Administration
Natural Sciences
Other
Source: The SIGMA survey, 2008.

%
29
22
15
12
6
6
5
5

The educational background of the Lithuanian civil servants is similar to that of other new EU
member states from Central and Eastern Europe. However, the Lithuanian civil service employs
more lawyers compared to Estonia, Latvia, Poland and Slovakia (22 % compared to the regional
average of 17 %, see Figure No. 7). This could show a more legalistic approach to public
administration in Lithuania.
Figure No. 7. Main subjects of study of the civil servants from Central and Eastern Europe,
2008
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There are indications that the Lithuanian civil servants sometimes lack analytical and managerial
skills. For instance, in 2005 the Lithuanian employers from the public administration sector
indicated that they would most value the competences of a researcher, analyst (40,8 % of all
respondents) as well as a decision-maker, manager (38,8 %) from future graduates of Master degree
programmes.26 Moreover, Lithuanian graduates indicated that they lack these kinds of
competences. Although these competences are important for the implementation of several reforms
outlined in the new government programme, the Lithuanian higher education system could be
incapable of preparing good-quality specialists.

26

Ibid., 210.
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10. Challenges for Lithuania’s civil service
For the modernisation of the Lithuanian civil service, it is important to consider the wider context
of reform. The civil service is exposed to a range of contextual challenges including the economic
environment, in particular, the development of the labour market, social and demographic change,
the political context including a recent change of government, and the international challenges such
as the pressures for adaptation resulting from globalisation and ongoing Europeanisation. In this
section, we will briefly look at each of these challenges and outline how they affect the
modernisation of the civil service.
The modernisation of the Lithuanian civil service takes place in a challenging context. The current
economic climate has created new constraints for investing in the quality and capacity of the civil
service. Yet the economic situation, including the enhanced role for the state in managing the
economy, and the challenges that result from globalisation and Europeanisation require further
investment in the Lithuanian civil service.
10.1. Labour market challenges to the Lithuanian public administration
In the period of 1998-2007, the Lithuanian labour force shrank as a result of intensive emigration,
in particular after Lithuania’s accession to the EU. In the period of 1998-2007 the size of the public
sector was decreasing, but the number of employees employed in the sector of public
administration, defence and social security increased. However, it was predicted that this sector
would experience a steady, but rather slow employment growth in the future.27
Table No. 23. Employed population in the Lithuanian private and public sectors, thousand
people, 1998-2007
1998

1999

2000

2001

2002

2003

2004

Employed
population
1489,4 1456,5 1397,8 1351,8 1405,9 1438,0 1436,3
Total private sector
998,0 967,1 923,0 898,5 983,2 1034,1 1036,2
Total public sector
491,4 489,5 474,9 453,3 422,7 403,9 400,1
Of which in the
sector of public
administration and
defence, social
security
73,0
77,7
73,7
71,9
81,3
74,9
77,9
Source: Statistics Lithuania.

2005

2006

2007

1473,9 1499,0 1534,2
1065,7 1104,5 1132,3
408,2 394,5 401,9

81,7

75,7

83,5

Strong economic growth and decreasing unemployment in recent years negatively affected the
attractiveness of employment in the civil service. Over the past three years the number of first-time
entrants to the civil service decreased by four times. The number of civil servants who quit the civil
service has also increased over the past three years.
However, economic growth is slowing in Lithuania, and its economy is likely to experience a
recession in 2009. Therefore, the private sector is unlikely to keep attracting the civil servants in the
near future. Also, one can expect lower turnover of staff in the civil service induced by more
attractive wages in the private sector, but some lay-offs will be necessary in the civil service
because of the proposed cuts in the remuneration fund for the appropriation managers.
27

Ibid., 340.
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10.2. Social and demographic challenges to the Lithuanian public administration
In 2008 3,366 mln. of inhabitants lived in Lithuania. In the period of 1990–2008 the Lithuanian
population shrank by about 9 %. About 450 thousand Lithuanians emigrated in the period from
1990 to 2008. According to Statistics Lithuania, the scope of emigration has been higher in
Lithuania compared to other new EU member states, which joined the EU in 2004 (measured by
the number of emigrants per 1000 population).
Although the pace of emigration has somewhat decreased in recent years, emigration of the
qualified labour force with higher education has been increasing from Lithuania. Emigration from
the sector of public administration, defence and social security has not been high compared with the
remaining public sector (such sectors as education, health care and social work). Younger (under
35) and less experienced (with less than 10 years of experience) public-sector workers are keener to
emigrate. Also, these kinds of civil servants are more likely to move to the private sector, according
to the survey of the Civil Service Department of Lithuania.
In the EU member states the ageing labour force is perceived as one of the important challenges for
the national public administrations. This challenge is less acute to Lithuania, compared with other
EU member states. In the period of 2003-2008 the average age of the Lithuanian civil servants has
been rather stable (43-44 years). Some OECD countries (particularly Denmark, Finland, France,
Germany and Portugal) are facing aging challenges with considerable departures in the near future.
In Lithuania, a large number of the civil servants are unlikely to exit the civil service within several
years. Therefore, ongoing training of the Lithuanian civil servants will remain to be necessary to
improve their competences.
The replacement of the retired staff will be one of the main sources of demand for new staff in the
sector of public administration, defence and social security (especially during the period of slow
economic growth or recession). It was estimated that about 400 servants should retire each year
from the Lithuanian civil service.28 Since this sector is very knowledge-intensive (employing
qualified staff with higher education degrees), the demand is likely to be satisfied primarily by
recruiting graduates from higher education institutions rather than currently unemployed or inactive
working age population. This raises the importance of the higher education system and its reform
for the public sector employment.
10.3. Processes of globalisation and Europeanisation
The free flow of persons is one of the core principles of the EU internal market. EU institutions and
other international organisations offer especially very good salary prospects for civil servants (both
junior and senior civil servants). According to the Lithuanian Permanent Representation, in 2008
the EU institutions employed about 500 Lithuanians (including 13 members of the European
Parliament, 212 were employed in the European Commission). Only a small part of these
employees resigned their positions in the Lithuanian civil service, but there are indications that very
competent civil servants were selected to work for EU institutions. It is likely that other Lithuanians
joined the EU institutions after their graduation from foreign or Lithuanian universities or the
private sector.
The 2006 survey of the Lithuanian public sector employees identified the following most factors as
important for the emigration of qualified public employees: low remuneration as well as
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insufficient links between performance and remuneration.29 Also, the respondents mentioned the
following negative factors in the sector of public administration: unfavourable working
environment and bureaucratic procedures, large workload as well as unfavourable career
opportunities. Therefore, a competitive and result-oriented salary system, combined with a more
attractive working environment, is required in the Lithuanian public administration.
The main challenge of EU integration has in fact been mastered because the preparation for
accession and the accession has been managed successfully. However, effective representation of
national interests at the EU level as well as adequate implementation of EU policies at the domestic
level demand professional (competent and experienced) officials. This could be achieved through
the continued consolidation of the civil service in Lithuania. In addition to civil servant training, the
introduction of senior civil service would contribute to improving the management of EU affairs.
Lithuania’s preparation for EU presidency in 2013 remains a main challenge for the Lithuanian
civil service. A special working group suggested several proposals to motivate the Lithuanian civil
servants for EU presidency, including setting minimal categories for the civil servants assigned to
participate in the activities of the EU Council or the European Commission, initiating training and
the assessment of training results as well as making additional pays for this target group. To
implement these changes, it is planned to prepare draft legal acts in 2009.
The latter proposal would make the pay system more competitive, but it would discriminate the
civil servants not involved in the process of EU presidency. Also, other forms of non-financial
incentives for the Lithuanian civil servants who will be assigned to the Lithuanian team of EU
presidency should be explored (e.g. assigning a special status of attaché within a more flexible
organisational structure).
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Public Policy and Management Institute. Emigration of Qualified Public Sector Employees: the Impact of the EU
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11. Civil service reform trends in the old EU member
Before exploring alternative perspectives on the reform and modernisation of the Lithuanian civil
service in the last section of this report, this section briefly examines the recent civil service reform
trends in the old EU member states.
Public administration in the ‘old’ EU member states of West Europe has been subject to major
reform initiatives for the last two and a half decades. The New Public Management has long
provided the dominant source of reform ideas. The New Public Management is based on the
assumption that there is no difference between the private and the public sector. It was thus
expected that the introduction of private sector management techniques into public administration
would be beneficial for the performance of public administration.
The New Public Management has however remained highly contested and the evidence from West
Europe shows a great deal of diversity in reform strategies, pathways and outcomes.30 Countries
have used the ideas stemming from the New Public Management in different ways. Especially the
continental European countries have not gone as far as the Anglo-Saxon countries such as the UK
in their attempt to incorporate New Public Management principles into public administration.
Instead, we see a much greater degree of adaptation to changing environmental conditions, the
incremental upgrading and the modernisation of the system of public administration that has
traditionally dominated in continental Europe.
The outcomes of recent developments have been conceptualised as the emergence of the ‘NeoWeberian State’ in many continental European countries.31 The notion of the Neo-Weberian State
takes into account that that the state continues to be a facilitator and provider of solutions for social
and economic problems. While the role and make-up of the state has changed in the era of
globalisation and Europeanisation, its very importance has been reinforced rather than reduced. The
current global economic crisis provides testament of this development.
Representative democracy and the rule of law have remained key building blocks of contemporary
public administration. As a result, administrative law and the legal principles such as legal
certainty, legal accountability, predictability, impartiality etc remain central for the functioning of
public administration and thus the civil service in Europe. Accordingly, the Neo-Weberian State
recognises that, after all, public administration and the private sector are different.
Yet public administration in continental Europe has been subject to important changes. Reforms
have sought to improve the citizen orientation of public administration. Transparency-enhancing
measures have gained particular attention. Reform initiatives have emphasised mechanisms of
consultation and public participation in order to increase both the quality and the legitimacy of
public policy and the public administration. Many of these reform initiatives were supported by the
European Commission.
Attempts have been made to make public administration in Europe more results-oriented. This is
well illustrated by the emphasis on performance management instruments at the level of
administrative organisations and at the level of individual civil servants. Performance management,
policy evaluations and various forms of audit all seek to contribute to the enhanced accountability
of modern public administration.
30
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Finally, the ‘people’ inside public administration have been at the centre of reform activities. In
particular, efforts have been made to enhance the efficiency and the effectiveness of human
resource management, to increase the motivation of personnel, to enhance the very skill and
competence base of civil servants and to strengthen the strategic coordination of personnel policy
and the organisational goals of the public administration.
Civil service or/and human resource management reforms have thus been a central component of
administrative reforms over the last two and a half decades. The first generation of reforms, in
particular, in the United Kingdom, was arguably heavily influenced by the New Public
Management discourse. Accordingly, reforms aimed at the decentralisation of human resource
management, granting discretion to local human resource managers, introducing performancerelated pay into the civil service, etc. In reality, the extent of civil service reform has been much
more moderate and many of the traditional features of civil service systems, especially in
continental Europe, remain important today.
Civil service management continues to be based on civil service laws in almost all countries of
West Europe (except the UK, which has never had a civil service statute). As a result, there has
been no drastic de-regulation of the legal basis in the continental Rechtsstaat systems of West
Europe. Recruitment systems have been subject to decentralisation trends by enhancing the role of
local human resource managers in setting examinations and in selecting staff. Yet competitive
examinations that include an important written element remain a distinctive feature of West
European civil services compared to private sector recruitment systems.
Senior civil service systems have been established in a number of West European countries such as
the UK, the Netherlands, Belgium and Italy.32 Yet the majority of civil service systems continue to
operate without a formally separate senior executive service. Senior civil service systems have been
established to overcome problems of government fragmentation by creating a ‘corporate spirit’
among senior civil servants. They have provided the opportunity to enhance flexibility and to revise
the employment conditions of top officials. For instance, senior civil service systems have created
opportunities for the recruitment of officials from the private sector and they provide the possibility
to establish specific salary and performance management systems for top civil servants. Even if the
overall contribution of senior civil service systems to government performance is contested, it is
likely that they remain on the reform agenda for the years to come.
Salary systems have been subject to much debate and basically all West European countries have
introduced some form of performance-related pay over the last two decades.33 There are however
major differences in the way performance-related pay systems have been organised and we cannot
really speak about the transformation of reward systems in West Europe. The central coordination
in the form of central, civil service wide pay scales remains important for the civil service.
Predictability continues to be a core principle of civil service salary systems. The variable,
performance-based element of West European salaries is typically below 5 % and one-off bonuses
for senior managers can at best reach 20 % of the base salary. In this regard, salary systems in
Central and Eastern Europe, including Lithuania, differ greatly from the salary systems in West
Europe.
The reform of salary systems has often been linked to the investment in performance management
systems. Performance evaluations have been developed across West Europe. The actual set-up
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varies considerably and concerns and debates over the optimal design and their link to wider
performance management systems in public administration persist.34
Competency management has been a related trend in West European civil services. Competency
frameworks were originally developed in the context of the establishment of the Senior Executive
Service in the United States in the late 1970s. Since then the competency framework has spilled
over to the United Kingdom and many continental European states. The content of competency
management and the very understanding of competencies differ across countries and administrative
systems, as they address various subject-specific, managerial, cognitive and personal abilities of
civil servants. It can be expected that competency management will remain an important area of
reform development in the near future, as investment in the skills and abilities of civil servants
promises to make an important contribution to the capacity of public administration to cope with
increasingly complex problems and environmental challenges.35
Investment in anti-corruption frameworks and measures to foster the ethical behaviour of civil
servants has been another important area of civil service reform over the last decade. Corruption,
fraud sleaze and waste in public administration have been subject to major public concern. Political
opportunism and debate have further moved these issues up the political agenda. Accordingly,
European countries have adopted various anti-corruption measures such as conflict of interest
regulation and whistleblower legislation and have developed codes of conduct for civil servants,
politicians and judges. The effectiveness of these measures is often contested. The evidence from
West Europe suggests that codes of conduct, for instance, require continuous training and
awareness raising measures to turn them into ‘living’ documents internalised by civil servants.36
With the advent of the New Public Management, human resource management has undergone a
process of decentralisation in many West European countries.37 This has been especially relevant
for areas such as recruitment and performance management. Yet decentralisation has been partial at
best, as human resource areas such as salaries retain important central elements. Moreover, human
resource management institutions have maintained many of their traditional roles such as the
provision of services to their institution and the support in guaranteeing the fairness and legality of
human resource policy. For the future and in particular in combination with further investment in
performance management, it can therefore be expected that new efforts will be made to strengthen
the strategic role of human resource management bodies in delivering change and in contributing to
the performance of public administration.
By way of conclusion, a comparison of the recent civil service developments in Lithuania and the
recent trends in the old EU member states shows that Lithuania’s civil service is subject to
challenges and pressures for improvement that are similar to the old member states. Lithuania has
thus successfully ‘caught up’ with the old member states from West Europe in many but not in all
areas of civil service policy. Lithuania’s current status as a regional frontrunner as well as the
reform momentum that has been maintained since accession to the EU, also provide an excellent
starting point for Lithuania to become a trendsetter for the entire EU27. The next section will
present in more detail a number of reform alternatives that the Lithuanian government may want to
explore.
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12. Alternatives and recommendations for the reform of the civil
service in Lithuania
12.1. Status quo and alternatives for the civil service reform
Lithuania (together with other Baltic states) achieved the highest fit with the European principles of
public administration. Also, unlike other Central and Eastern European countries, these countries
have continued the civil service reforms after their accession to the EU.
However, Lithuania’s fit with these principles varies according to different functions of the civil
service. According to the SIGMA assessment, Lithuania achieved only a medium fit with the
European principles in the area of salaries (see Figure No. 8).
Figure No. 8. Lithuania’s assessment against the principles of European public administration
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Source: The SIGMA report, 2009.
Remark: 1.0 means high fit, 0.5 means medium fit, 0 means low fit.

The management of the senior civil service is another area, where Lithuania’s fit with the European
principles is problematic. Moreover, problems of fit arise with regard to the scope of the civil
service, as a large share of the employees in the Lithuanian public administration institutions are
recruited on the basis of the labour code.
However, it is argued that some moderate managerial reforms will be beneficial for the Lithuanian
civil service. First, such reforms are supported in the programme of the 2008-2012 Lithuanian
Government and their implementation could contribute to the achievement of other government
commitments. Second, analysis of the data from the SIGMA survey indicates that a moderate shift
towards a position-based system is necessary (see Table No. 24). This is especially clear in the area
of remuneration, where the Lithuanian civil servants would prefer pay-for-performance at the
expense of seniority-based pay. Third, Lithuanian civil servants strongly disagree with any
politicisation in the civil service. This implies that the re-politicisation of the civil service in the
context of the government change should be contained as much as possible in order to avoid major
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civil service dissatisfaction and de-motivation, both of which would adversely affect the capacity of
the new government to govern.
Table No. 24. Position of the Lithuanian civil servants concerning the civil service models (career or
position-based) and politicisation
Career system
Position-based
Politicisation
system
General reform
Yes/no
Yes/no
No info
Remuneration
No
Yes
No
Promotion
Yes/no
Yes
No
Recruitment
Yes
No
No
Overall
Yes/no
Yes
No
Source: Designed by the authors on the basis of the SIGMA data.

The civil service reforms in the pre-accession period and, to a lesser extent, in the post-accession
period focused on the European principles of public administration or the career model of the civil
service. Accordingly, Alternative No. 1 presented in Table No. 25 below emphasises the
consolidation and stabilisation of the status quo. Alternative No 1 does not imply the absence of
change but it stresses the achievements to date and the fine-tuning of the present civil service
model.
Alternative No 2 provides more scope for the introduction of managerial reform elements that
could be based on the next generation of reform measures but remain compatible with the European
principles of public administration. Flexibility and transparency are the two main principles of this
Alternative. Both principles are to be based on a solid legal framework within which flexibility is to
be legally embedded and not to be confused with a simple de-regulation of the civil service system.
Instead, a shift from Alternative No. 1 to Alternative No. 2 implies the re-balancing of the relative
importance of different principles of administration. In particular, it would be important to take into
account a need and demand for more flexible arrangements of personnel management, to provide
more performance incentives and to invest in the competencies and quality of civil servants.
However, greater flexibility in the human resource management would only remain compatible
with the European principles of administration, if it is compensated by greater transparency of the
civil service management and policy.
Greater flexibility in the Lithuanian civil service system could be achieved through several means.
First, the civil service legislation could be somewhat simplified, by concentrating on broad
principles and main provisions of the civil service as well as the allocation of responsibilities. The
rule-making authority could be delegated to the Government, the Ministry of the Interior and the
Civil Service Department, which would prepare and adopt comprehensive degrees and regulations
for different civil service functions. This simplification could be pursued to the extent that is
possible within the Lithuanian legal system.
Second, relaxing the control of staffing and the budgeting for the remuneration funds is one of the
most important means of achieving greater flexibility in human resource management. The
delegation and hence decentralisation of responsibility for human resource planning and budgeting
would be conducive to the introduction of some instruments in human resource management (e.g.
performance-related pay). Also, more managerial freedom would favour the absorption of
performance management in Lithuania.38 However, the implementation of this option could be
difficult and bring negative side-effects. Therefore, it would be important to pilot any relaxing of
38
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human resource planning (especially introducing a single budget line for all current expenditure) in
certain public administration institutions.
Third, the salary system could become more competitive and performance-based in the Lithuanian
civil service. In addition to financially motivating the civil servants, this is an effective tool of
organisational and management changes in the Lithuanian public administration. Performancerelated pay should be part of the new salary system as well as competence management. The
experience with the Latvian pay system, which was introduced in 2007, should be considered by
the Lithuanian authorities. Also, the Lithuanian authorities should take into consideration the 2004
World Bank report “Recommendations for Civil Service Salary Reform to Support the Introduction
of Performance Management”. Yet despite the strong preference among civil servants for
performance related pay, it will remain important for civil service reformers to keep sight of the
principles of predictability as well as fair and equal pay across institutions.
Fourth, management of some functions in the civil service could be made more flexible. One
example would be the introduction of practical assignments during the examinations or greater
adjustment of the examination content to the needs of individual public administration institutions.
Other proposals include introducing part-time employment (other flexible forms of employment) in
the civil service and more flexible and horizontal organisational arrangements in certain public
administration institutions.
Since the capacity of human resource management is uneven in the Lithuanian public
administration, it would be useful to provide support for smaller institutions. For instance, it is
possible to support the selection of staff in smaller public administration institutions through the
involvement of ministries and other institutions, to which smaller public administration institutions
are subordinate, a central selection centre or external examiners from central authorities.
Greater flexibility would have to be combined with greater transparency of the civil service. This
is necessary for ensuring the accountability of the civil service to the government, parliament and
civil society. Greater transparency could be achieved through several means. First, the status of
staffing should be made more uniform in the Lithuanian public administration institutions (e.g. by
transforming the positions of an employee into the positions of a civil servant or setting certain
criteria for different types of positions).
Second, it is necessary to strengthen the rights and obligations of the civil servants and ensure their
effective enforcement. This should also concern the system for the declaration of wealth and
income and the code of ethics/behaviour. In all these cases, there is considerable scope for the
Lithuanian authorities to upgrade the status quo arrangements. Also, the application of infringement
proceedings could be better applied in Lithuania.
Third, management of several civil service functions should become more transparent.
Transparency could especially be increased in the areas of remuneration and recruitment. In the
area of remuneration, it could be considered to publish salary levels (as is the case in Estonia) or to
publish bonus payments of civil servants. At a minimum, bonus payments that exceed a certain
proportion of the base salary should be published by the Civil Service Department as well as the
employing institution.
Similarly, in the area of recruitment there is scope for greater transparency by publishing examiners
drawn from the civil service as well as external examiners, and by publishing short-lists and
recruitment outcomes, in particular, for senior level positions. In addition, acting civil servants
could, as a rule, be selected on the basis of simplified open competition.
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Figure No. 9. A new model of the civil service in Lithuania
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Source: Designed by the authors.

Fourth, several modern instruments of human resource management could be introduced in the civil
service. In particular, it is desirable to recognise senior civil servants as a group and establish
special conditions for their management (without the establishment of a centralised senior civil
service system). Moreover, performance-based pay should be introduced as part of the new pay
system in Lithuania (for managers and other civil servants) and linked with another tools (such as
competence management). Also, competence management should be introduced and integrated
with different functions of the Lithuanian civil service. Here, it would be desirable to create a closer
link between remuneration levels and the competency development of senior civil servants.
Finally, the reform of the higher education system will be particularly important for improving the
competence of staff in the Lithuanian civil service. Ongoing reform of higher education, which is
based on the principle of ‘students’ basket’, is relevant for modernising the civil service in
Lithuania. It is therefore important for the civil service authorities to collaborate more closely with
universities in order to influence the quality of the next generation of civil servants at an early
stage.
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12.2. Recommendations for the reform of the civil service in Lithuania
Table No. 25. Status quo, alternatives for the modernisation of the Lithuanian civil service and options for reform
Status quo of
Alternative No. 1: Alternative No. 2:
Lithuania
Consolidation
and Moderate managerialisation
stabilisation of career by
means
of
greater
orientation of the management flexibility and
Options for reform
present civil service greater transparency of the
system
based
on civil service system within
European principles boundaries of European
of administration
principles of administration
Legal basis
The civil service
Adoption and full
The civil service law as a
A short-term option would be to keep the Civil Service Law,
law adopted and
implementation of a
framework document.
but improve its stability and the quality of
almost fully
civil service law
implementation/application. Only some minor changes could
implemented
Delegation of authority to the be adopted in the short term.
The legal basis is
Need for
executive branch of power
becoming more
complementary laws
and a central civil service
A medium-term option would be to simplify the Civil Service
complicated
for public
authority.
Law by concentrating on broad principles and the allocation
administration
of responsibilities. Delegate the rule-making authority to the
The civil service remains
Government, the Ministry of the Interior, the Civil Service
largely governed on the basis
Department. These institutions would prepare and adopt
of secondary legislation.
comprehensive decrees and regulations.
Management of
The Civil Service
A central authority with Retain strong central
A short-term option would be to keep the Civil Service
the civil service
Department under
sufficient capacity
institution with sufficient
Department as a central authority of civil service under the
the Ministry of the
capacity to develop and
Ministry of the Interior.
Interior
control civil service policy.

Scope, structure
and size of the
civil service

A narrow scope of
the civil service in
Lithuania, many
groups of staff with
different legal
status in the public

A wide scope of the
civil service, its
uniform application
(without major
exceptions)

Finance Ministry to be
responsible for remuneration
policy and cost control.
The civil service remains of
narrow scope
A quite uniform civil service
system
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Keep the narrow scope of the civil service in Lithuania.
A short-term option would be to make the status of different
staff groups more uniform, e.g. by transforming the positions
of an employee into the positions of a civil servant or setting
certain criteria for different types of positions.

administration
institutions

Hierarchical structure
of public administration
institutions

A more flexible structure of
public administration
institutions

A growing size of
the civil service,
but a considerable
number of vacant
positions

Another short-term option is to keep the ceilings of staffing,
improve budgeting of the remuneration fund as well as control
the growth/decline in the size of the civil service through the
application of special criteria.
Also, a smaller cut in the 2009 remuneration fund for the
appropriation managers at the expense of other government
expenditure could be advocated. In the medium term the
ceilings of staffing with separate budgeting of the
remuneration funds could be relaxed under certain conditions.

A hierarchical
structure with many
vertical levels

A medium-term option would be to test more flexible and
horizontal structure of public administration institutions. Also,
the number of vertical levels in the ministerial hierarchy could
be reduced.
Recruitment
Open competition

Examinations and
selection

Compulsory
adverts in place.
Large uptake in
practice. 85 % of
all positions are
publicly advertised,
central
advertisement,
including the
website of the Civil
Service Department
and job portals
A written-oral
examination system

All positions should be
publicly advertised.
Only the Minister as
member of the
government and
advisors (posts of
personal confidence)
may be excluded.

All posts should be
advertised. Only ministers and
advisors are excluded.

Standardised written
and oral examination
based on the principles
of merit, fairness and
political neutrality

Written and oral examinations

Importance of additional
publication at central location
on government portals or
central job-banks.

Minimum standards set by a
central authority
Delegation of management
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A short-term option is to select acting servants on the basis of
open competition (under a simplified procedure).
Ensure that top managers are selected on the basis of open
competition in the future.

A short-term option is to introduce opportunities for testing
analytical and logical capacities of the candidates (e.g.
through practical assignments).
Another short-term option is to assess the application of a
partially centralised selection procedure for smaller public

and (large parts of) contents to
ministries to increase
flexibility and possibility to
tailor exams to vacant posts
and thus to enhance speed and
screening capacity of exams.
Inclusion of external,
independent examiners,
representation/invitation of
examiners from central
institutions.

Protection of
employment

Rather successful
protection from the
termination of civil
service
employment.
Turnover is high as
a result of an
uncompetitive
salary system.

Protect employment in
the civil service, in
particular, to avoid
favouritism and
politically induced
dismissals. Protect
employment to
strengthen stability and
political neutrality of
the civil service

Publication of lists of internal
and external examiners by
Civil Service Department and
employing institutions.
Less attention to protection
civil service jobs. In effect,
ease transfers and dismissals
but retain mechanisms for
fairness.
Emphasise stability through
other mechanisms such as
attractive training and
development, competitive
salary systems, etc.

administration institutions (selection through the involvement
of ministries and other institutions, to which smaller public
administration institutions are subordinate, a central selection
centre or external examiners from central institutions).
A medium-term proposal is to increase the central
involvement in examinations and to develop some form of
central ‘pre-screening’ of the candidates (especially for
managers).

Keep the existing system of terminating civil service
employment, as this is well supported by the Lithuanian
administrative courts.
A medium-term alternative would be to focus on developing a
more competitive salary system and other civil service
conditions to motivate the civil servants.

Promotion
Promotion

Promotion to a
(higher)
qualification class
or a qualification
category as well as
a higher position
Based on the length

Mainly based on the
length of service to
minimise discretion

Based on the length of
service, but with an important
performance element
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A short-term option is to implement the decision to reduce the
range of categories within a single position

Performance
appraisal

Senior civil
service

of service and
performance results
Performance
appraisal linked to
promotion, salaries
and training

No recognised
senior civil service
system, a few
procedures for
managing civil
servants (e.g.
performance
appraisal of the
heads of
institutions).
Low politicisation
of senior
management
positions, but repoliticisation is

The system for the
evaluation of civil
servants in order to
promote the
effectiveness of the
civil service. Keep
fairness and
transparency.

A senior civil service
system embodying
professionalism and depoliticisation.
Minimal political
influence over civil
service appointments
and dismissals.
Preferably, civil service
careers lead to senior
appointments.

Performance evaluations to
enhance effectiveness.
Importance of linkages to
government performance
management and performance
management of individual
institutions. Importance of
inclusion of ‘competency’ and
‘skill’ evaluation and better
connection to training and
development.

Senior civil service to be
professional and depoliticised.

A short-term option is to improve links with the salary
system, make the appraisal system more transparent and fair
(through a more effective application without fewer biases in
favour of managers)
A medium-term proposal is to introduce a larger number of
qualification classes with smaller bonuses to avoid a
‘graduation’ effect after a certain number of years in office
(under the new salary system).
Another short-term option is to better use performance
evaluation as a tool for communicating and aligning the
organisational aims and objectives with the efforts of
individual civil servants.
In the medium term the method of appraisal should be
strengthened to focus on competencies and their management.
Enhance links to the training system and to the career
development.
Avoid the re-politicisation of the senior civil service through
the introduction of vice ministers as political appointees and
chancellors. Consider the Estonian case for selecting
secretaries general and deputy state secretaries through a
central committee with the consent of a minister. For the
committee, it will be important to ensure possibilities for wide
participation in order to maintain transparency and to retain
the trust and legitimacy of the various stakeholders.

Emphasis on openness and
participation through selection
committees that are centrally
co-ordinated, involve external
independent
observers/examiners/panellists A medium-term option is to recognise a narrow scope of the
and reps from other public
senior civil servants in Lithuania and establish some special
institutions.
conditions. Consider the establishment of new/centralised and
transparent procedure for the selection of senior civil servants
Examiners to be published.
(mainly the level of state secretary and undersecretary). Also,
Conceivably, short-lists to be
management of performance evaluations, salaries, and special
published.
training could be managed separately for senior officials (top
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currently likely.
Special procedures to
safeguard transparency and
meritocracy of managing
senior staff

Rights and
obligations

The system of
rights and
obligations in place
Enforcement is
weak
Some important
elements are
missing (the code
of ethics/conduct)

Salaries

Pay based on the
categories, bonuses
and additional pays
(based on
performance and
workload)

The system of rights
and obligations
including the restriction
of political and
economic/professional
rights of civil servants,
the application of codes
of ethics, systems of
wealth declaration, and
the system of internal
discipline in order to
promote the
development
transparency and civil
service impartiality

Pay emphasising
central scales, length of
service, equality of the
salary system, minimal
bonus payments,
ideally no discretion for
managers

As under the alternative No. 1
but relatively more emphasis
on transparency and effective
management of rights and
duties.
However, a right for part-time
employment and other
flexible forms of employment

two or three levels) to address the special needs of this
category of officials.
However, it is proposed not to establish a centralised senior
civil service system with a central office (such as in the UK,
the Netherlands) due to some existing politicisation and
current risk of re-politicisation.
A short-term option is to strengthen the obligations of the civil
servants in the area of wealth and income declaration and
ensure their more effective enforcement.
Also, disciplinary proceedings should be kept and some
training could be initiated in this area to enhance use of
disciplinary procedures as a management tool in the short
term.
A medium-term option is to introduce the code of
ethics/conduct.
Another medium-term option is the introduction of part-time
or other flexible forms of employment in the civil service.

Need to regulate top ups and
bonuses, keep them simple.

Strengthen the transparency of salaries in both short and
medium term. Make them fully public on the internet,
especially publish salaries exceeding a certain proportion of
the basic, statutory salary
A short-term option would be to put more emphasis on
performance results in the salary system, but through more
effective management (no direct link between individual/team
results and remuneration). Also, the maximum size of bonuses
and additional pays of around 70 % of the basic salary could
be kept, with additional exceptions.

Device procedure for link
between performance results
and pay levels. Recognise

A medium-term option would be to introduce a new pay
system for the Lithuanian public administration institutions. A
system should be clear, uniform and transparent, it should also

Basic classification system
emphasising job-based
categories and evaluations.
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some discretion for managers
Emphasis on transparency, as
salaries especially top ups
need to be published on the
internet site of the institutions.
Emphasis on linking salaries
to training and professional
development. Establishment
of credit system to pass
‘executive MPA’ on the job
and linked to pay.
Training

A decentralised
training system
with LIVADIS

The system for the
training of civil
servants with a strong
civil service training
centre

Strong public institution is
required but contacting out is
possible.
Need for more investment in
competencies and complex
skills.
Need for separate and more
training for senior civil
servants.
Linkage between training/prof
development (see above) and
salary levels.
Stronger link to performance
evaluation system.

Source: Designed by the authors.
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be competitive and more performance-based. The Lithuanian
authorities should strongly consider the World Bank’s report
of 2004 as well as the Latvian pay system, which was
introduced in 2007.
Also, in the medium term a stronger linkage between
training/professional development and salary levels could be
considered as part of the senior civil service. This could be
organised in some form of executive training.

A short-term option would be to keep the existing training
system, but improve the quality of training (especially bought
from the market, through the control of external providers),
focus on analytical skills, increase the scope of training for
senior managers. Also, the existing financial resources should
be used efficiently for the design and delivery of training
One medium-term option would be to better link training to
competence management in the civil service. Also, the scope
of training could be expanded for senior managers. It is
possible to consider the establishment of an executive MPAlike training with a credit system that could be linked to
salaries and, thus, incentives.

The following recommendations are considered to be the most important:
- to start establishing a senior civil service in Lithuania by recognising a narrow scope of the senior
civil servants and establishing some special conditions with regard to recruitment, career, pay,
training;
- to introduce a new pay system for the Lithuanian public administration institutions that should be
uniform, transparent, competitive and performance-based;
- to strengthen the obligations of the civil servants and an anti-corruption framework in the civil
service (e.g. by strengthening the obligations of the civil servants in the area of wealth and income
declaration and ensuring their more effective enforcement);
- to make the status of different staff groups in the Lithuanian public administration institutions
more uniform (especially by transforming the positions of an employee into the positions of a civil
servant or setting certain criteria for different types of positions);
- to introduce competence management in the Lithuanian civil service, integrating it with different
functions of the civil service.
These priorities correspond well to main provisions of the 2008-2012 government programme
concerning the civil service reform (defining the status of persons, who occupy strategic positions,
developing an effective motivational system of the civil service based on performance results,
introducing a competence model in the civil service, etc.) Also, it is important to make the status of
different staff groups in the Lithuanian civil service more uniform: although it is not explicitly
stated in the government programme, some preparatory work is under way in the Civil Service
Department.
The time-span of recommendations is presented in Table No. 26 below: short-term
recommendations should be implemented in about 1-2 years (2009-2010), while medium-term
recommendations – about 2-4 years (2010-2012). Their time-span matches the political term of the
new government (2008-2012).
Table No. 26. Short-term and medium-term recommendations
Short term (about 1-2 years)
Medium term (about 2-4 years)
Improve stability/quality of the Civil Service Law
Simplify as much as possible the civil service
legislation, delegating more responsibility to the
executive
Seek making the status of different staff groups more Test a more flexible and horizontal structure of
uniform inside public administration or define clear public administration institutions with the reduced
criteria for separating these groups
number of vertical levels in the ministerial hierarchy
Keep the ceilings of staffing with separate budgeting Relax the ceilings of staffing and budgeting on a test
the remuneration funding, but make human resource basis in certain public administration institutions
planning more objective
Select acting servants on the basis of simplified open Increase the central involvement in examinations
competition
with the possibility of candidate ‘pre-screening’
Assess the possibility of a partially centralised (especially for managers).
selection procedure for smaller public administration Improve the contents of examinations with the
institutions
possibility of adjusting it to the needs of individual
Introduce practical assignments and other institutions
opportunities that could be used for testing analytical
and logical capacities of the candidates
Improve a link between performance appraisal and Integrate performance-related bonuses within a
the salary system, make the appraisal system more uniform system of positions and categories (linked to
transparent and fair
the new salary system)
Better use performance evaluation as a tool for Strengthen the method of appraisal to focus on
communicating and aligning the organisational aims competencies and their management (as part of
and objectives with the efforts of individual civil competence management). Enhance links to the
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servants

training system and to the career development.
Recognise a narrow scope of the senior civil servants
in Lithuania and establish some special conditions
(with regard to recruitment, career, pay, training)
Strengthen the obligations of the civil servants in the Introduce the uniform code of ethics/conduct.
area of wealth and income declaration and ensure Introduce part-time employment or other flexible
their more effective enforcement
forms of employment in the civil service.
Initiate some training on disciplinary procedures
Put more emphasis on performance results in the
salary system, but through more effective
management within the existing system. Strengthen
the transparency of salaries through public
availability of information.
Improve the quality of training, focus on analytical
skills

Introduce a new pay system for the Lithuanian
public administration institutions. A system should
be
uniform,
transparent,
competitive
and
performance-based.
Better link training to competence management in
the civil service
Effectively absorb the ESF assistance for training,
increase the scope of training for senior managers

Source: Designed by the authors.

In order to introduce more flexible arrangements of human resource management from 2010-2011,
it would be necessary to set up a working group to prepare new civil service legislation as well as
design a few reform projects (especially to design a new salary system or a senior civil service in
addition to the planned projects of selection and competence management) that could be cofinanced by the European Social Fund.
Also, it is important to keep the politicisation of the civil service (including the senior civil service)
low. In the case of any considerable politicisation, the introduction of flexible human resource
management arrangements should be delayed, because Alternative No. 2 requires a good deal of
stability in the civil service.
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