

SHADOW REPORT
on the Implementation of CEDAW
in Lithuania















[image: ]

Social Innovation Fund
https://www.lpf.lt/
Algirdo g. 32A, LT-44255, Kaunas, Lithuania


December 2025, Lithuania


CONTENT 



Introduction
Unequal share of unpaid care work
Gender pay gap and gender equality planning at the workplace



I. Introduction

This Shadow Report on the Implementation of CEDAW Convention in Lithuania was developed by the Social Innovation Fund (SIF). Since 1994 SIF works towards ensuring gender equality and equal opportunities for all through social innovations and education. SIF monitors implementation of CEDAW Convention in Lithuania since it’s ratification in 1994 and submits Shadow reports to the CEDAW Committee since the first Governmental report. 
SIF notes, that despite of some gender equality progress reached, Lithuanian women experience a number of problems in particular in economic empowerment, which need complex solutions, more careful attention and efforts from the Government.

II. Unequal share of unpaid care work
(CEDAW Articles 5, 10, 13)
(Concluding Observations para 20, 21, 36, 40)

"Invisible" burden of unpaid care work (Suggested as a priority)
Unpaid, not valued, invisible domestic work - the care and nursing for children, elderly or people with health issues or disabilities, as well as housework, still usually fall on women. In 2023 the researchers of Vilnius university conducted a study "The (im-)modernization of Lithuanian modern society: change of values in the aspect of gender equality" and reconfirmed, that women still do most of the unpaid domestic work: "When there is the question about role distribution in family, the tradition wins, because everything else is written off for "family choice". Because of that there are not many changes in family life, the gender roles in family remain traditional or mostly traditional. Responsibility for various areas of family life, including childcare, shifted towards the shared responsibility of both partners, but the housework, servicing tasks still are on women".[footnoteRef:1] Very similar situation is observed and shown by other earlier researches and data of European Gender Equality Index. [1:  Virginija Jurėnienė, Giedrė Purvaneckienė. Lietuvos modernios visuomenės (ne)modernėjimas: vertybių kaita lyčių lygybės aspektu. Monografija. - Vilnius, Vilniaus universiteto leidykla, 2023. - 482 p. ] 

7th Periodic report of the Government of Lithuania on the implementation of CEDAW Convention provides information on a number activities, aimed at elimination of gender stereotypes which, inter alia, cause unequal share of unpaid work at home, in particular as regards childcare. Indeed, it becomes not so rare in practical life to see men, caring about children in public places and at home. Young generation more willingly accepts the concept of caring fathers, so softening burden of young women. 
Much more invisible phenomenon - unpaid care and nursing work of sick, elderly, disabled family members and relatives. Women’s organisations, working on grassroots level frequently see in practice, that this work is almost entirely on women’s shoulders. This phenomenon is not deeply researched, not so much data can be found on to what extent public services, in particular social, nursing and health protection services, help women to care about sick, elderly, disabled family members. Official statistics portal[footnoteRef:2] section on gender equality, does not contain relevant sex segregated data. F.i., there is an indicator as accessibility of care services for disabled and elderly people (Vyresniojo amžiaus žmonių ir neįgaliųjų priežiūros paslaugų prieinamumas). However sub-indicators show only number of places and service users in care houses, or number of persons (not by women and men) receiving social services.  [2:  https://osp.stat.gov.lt/lyciu-lygybe ] 

Moreover, no data which can allow identifying and comparing at what extent the need of care and nursing services is satisfied. But particularly these unsatisfied needs are the burden which lay down first of all on women’s shoulders as an unpaid job. Consequence of prevailing gender stereotypes - care, nursing is a role of women. Particularly heavy this burden for women, who care about family members with the heavy disabilities, such as f.i., dementia, Alzheimer's disease, paralysis etc. 
There is a lack of simple, understandable, easily accessible information on municipal level, preferably from one hand, on the opportunities to get social, nursing, care services, their accessibility and quality in the urban and rural territories. No data segregated by sex on the persons who care about elderly, in particular living alone, when they are not visited by social workers. It should be noted, that in Lithuania average coefficient of dependent people (65+) is quite high and exceeds 31. In some municipalities this coefficient is even higher and reaches 38[footnoteRef:3]. It allows to presume, that women’s workload of unpaid care and nursing work is high, in particular in cases when woman is a single mother and cares for her elderly or disabled parents.  [3:  https://osp.stat.gov.lt/statistiniu-rodikliu-analize?hash=77a6d7bc-c301-4aca-aff5-144ced727712#/ ] 

On the other hand insufficient attention is paid to the ensuring of the right of women with disabilities to family life and maternity. Stereotypical views regarding women with disabilities, lack of the infrastructure of the necessary services create the precedents, when children are taken out from mothers only because of their disabilities[footnoteRef:4]. [4:  https://www.facebook.com/NegaliosOrganizacijuForumas/posts/pfbid0QjW2yCiVV94rzdZ17gTeuEvWCcgNTNSXQFxcLsfw9NZd8z7L6Vb9wSjw2MxvNHzPl
https://www.facebook.com/NegaliosOrganizacijuForumas/posts/pfbid02Hih8Z3Rqsye48vnfHRAMGKzXRgodAR8xB4iyqJLknaePBHvwNYEMB6Kqq1HuwVXpl ] 

Women’s organisations observe complicated situations with the issue of reconciliation of work and family duties. First, it is a lack of holistic, needs-centered approach. Different institutions are responsible for different aspects of reconciliation of work and family life, but nobody is in charge of entire issue. There are not enough services for childcare, lack of care and nursing services for dependents (disabled and elderly). Particular concern care for elderly people with severe diseases. Sometimes such services are provided by unemployed women illegally (so called “shadow market”), thus, they do not possess any social guarantees. No services are available in urgent cases. The Law on Social Insurance allows reimbursement for 14 days, when the employee has to nurse his/her child, who is ill, and only 7 days, when the employee has to nurse/care about his/her elderly/disabled parents, who became ill. 

SIF recommends: 
Issue of women’s unpaid work at home, particularly care and nursing, must be treated as a priority, to be solved urgently and in a complex way. 
· To improve availability, accessibility and quality of social, care, nursing services. To improve awareness, in particular in rural areas about availability and accessibility of services for people, who care and nurse their family members. This information should be users friendly, practical, concrete, easily understandable and easily accessible even for those, who do not use social networks, including concrete information where to apply and in what way etc. 
· To develop and apply holistic social innovation - pilot centres of reconciliation of work and family life, in which all necessary services will be applied following the principle of the “one window”. The package of services should be holistic, needs-oriented, complex and decreasing women’s unpaid workload, so helping to properly reconcile their work and family life. Those pilot centres/incubators or networks of holistic work-life balance support services could be run by women’s NGOs and supported by state and municipal institutions. 
· To conduct research and assessment of the women’s workload of the unpaid work, in particular care and nursing of elderly family members and those with disabilities. To evaluate separately the workload of the unpaid work at home, which falls on women with disabilities. Based on the findings of this research, a needs-based care and nursing model should be developed, grounded in a holistic approach and aimed at reducing the burden of unpaid care work in the home.
· To develop services, which help women with disabilities to realize their right to maternity.
· In cooperation with the gender equality researchers, experts, women’s organisations to collect, analyse, assess and adapt progressive good practices in this area, which promote balanced share between women and men of unpaid domestic work, in particular which decrease women’s burden of care and nursing of dependent family members. To promote application of those good practices in Lithuania. To change dominating masculinity norms and to promote images of caring men and relevant practices. 
· To organize continuous well targeted educational and awareness raising campaigns, aimed to change approaches of the society to the so called “women’s” and “men’s” jobs, in particular domestic work, care and nursing work. For this purpose, to use such channels, as, f.i., videos on TV, social media, in public transport, etc., to publish scientific articles or even comics, to organize attractive public discussions on different aspects of gender equality, to ensure, that information reaches the targeted audience. 


III. Gender pay gap and gender equality planning at the workplace
(CEDAW Article 11 )
(Concluding Observations para 36, 37)
Women’s economic dependence on men remains - and it is one of the fundamental leverages of men’s power. Women’s economic dependence causes also other forms of women’s discrimination. 
Women‘s situation in the labour market, including earnings, is still less favourable than men's - and this is reflected later in their pensions. According to the data of Sodra (Social insurance fund)[footnoteRef:5] Gender pay gap in Lithuania remains almost stable - around 13 percent. 2022 average gender pay gap was 13 percent, in 2024 gender pay gap was 13,5 percent, in 2025 - 12,9 percent. The lowest average gap is observed in education sector - only 12 euros. In transport sector (male dominated sector) women in average earn more, than men, due to occupational segregation. Pensions gap, though big, however, tends to decrease. In 2019 average men’s pensions were 20 percent higher as women’s, in 2024 - 16 percent. In the first quarter of 2025 men’s pensions in average are 90 euro higher than women‘s.  [5:  https://www.sodra.lt/lt/naujienos/atotrukis-tarp-moteru-ir-vyru-darbo-pajamuar-situacija-keiciasi ] 

The income gap is influenced inter alia by the choice of profession. Women earn the highest incomes in finance and insurance and information and communication. However, the share of women working in these sectors is only 5% of all insured women. Moreover, information and communication activities have one of the largest income gaps: while women earn more than women in other areas, men earn as much as 41% more than their female counterparts. The wider GPG is only in human health activities: although women account for 86% of all insured persons, they earn almost half as much as men. A lifetime of lower earnings than men's also results in lower retirement pensions for women. 
Detailed research on gender pay and pensions gap was conducted by the group of researchers of Mykolas Romeris University, led by prof. Ona Rakauskiene, in 2020[footnoteRef:6]. The research, inter alia, covered ad hoc, LOGIB tool- based, research in the selected private and public organisations. The results of the LOGIB testing revealed, that almost half of the pay gap, existing in the organization is possible to justify by the work experience, years of service, competence, level of responsibility etc., however remaining part is inexplicable, thus exclusovely gender-based, discriminatory per se. Furthermore, similar situation was observed in private and public organisations, organisations led by women or men. On the basis of research data and conclusions recommendations were developed on the measures to eliminate the reasons of gender pay gap and to decrease gender pay gap. These recommendations were presented and discussed in the Tripartite Council.  [6:  Ona Gražina Rakauskienė, Eglė Krinickienė, Vaida Servetkienė. Moterų ir vyrų pajamų atotrūkis Lietuvoje. Monografija, Mykolo Romerio Universitetas. 2020. ] 

As regards pensions gap, the authors reveal gender aspect in pension system. The key message that the authors of the analysis are transmitting is that gender gap in pensions could be named as a “fine” for women in the old age as a result of stereotypes through all their life cycle. The most negative consequence of the gender pay gap and gender pension gap is the risk-of-poverty in the old age, which women face more than men. The main conclusion to the above said is that the poverty gains the “female face”. The material situation of women is worse than that of men, and the underlying causes lie in the prevalent gender stereotypes in society, which primarily have an impact on the labor market, on employment, and hence the income level and material situation of many households.[footnoteRef:7]  [7:  Ona Gražina Rakauskienė, Eglė Krinickienė, Vaida Servetkienė. Moterų ir vyrų pajamų atotrūkis Lietuvoje. Monografija, Mykolo Romerio Universitetas. 2020. Page 217. 
] 


SIF recommends:
· To strengthen addressing root causes of the gender pay gap - raise awareness of and take action against horizontal and vertical segregation in the labour market, in cooperation with women’s organisations.
· To reduce the gender-based horizontal and vertical segregation of the labour market, in particular occupational and sectoral labour market segregation, and to encourage boys and girls to choose an occupation and job according to their needs rather than the dominant approach to ‘traditionally female’ and ‘traditionally male’ jobs, in particular to promote the participation of girls and women in STEAM careers and education.
· To strengthen capacity of NGOs working in the sphere of women economic empowerment, including economic empowerment of women with disabilities and other women in unprivileged situations. 
· To ensure continuous funding of legal, organisational, awareness raising and capacity building measures to be implemented in cooperation with women‘s NGOs, addressing gender pay gap, it’s causes and consequences. 
· To ensure consistent, easily accessible data on pay gap in enterprises and institutions, to support scientific analysis of changes in wages and their causes; where necessary, to perform cause assessments and identify ways to eliminate these causes. 
· To raise awareness of the business and public bodies representatives (labour unions, employer committees, etc.) about the GPG and the tools to control and manage it. 
· To educate the public about the negative effects of gender stereotypes.
Equality planning at the workplace
SIF observes rather formal attention of employers to gender equality planning at the workplace, employers’ low understanding of the importance of gender equality planning at workplace, lack of legally established necessity to monitor and report on the results of implementation gender equality plans; insufficient awareness-raising towards changing the employers’ attitude regarding women’s role in the labour market. 
The Lithuanian Labour Code requires mandatory Equal Opportunities Plans, but no monitoring mechanisms are foreseen and known. No publicly accessible information on accountability for the implementation of the aforementioned plans is available. No targets and indicators to measure the results. This absence leads to the formal approach of employers to gender equality planning. 
SIF draws the attention to the insufficiently efficient implementation of the strategically important for de facto gender equality of the Article 26, in particular it‘s part 6, of the Labour Code. Part 6 of the Article 26 of the Labour Code sets the obligation of the employer to adopt and publish measures of Equal opportunities policy: “6. Employer, in which organisation the average number of employees exceeds 50, must adopt and publish in a usual way the measures of the implementation of equal opportunity policy and principles of monitoring of implementation“. 
Women‘s organisations while implementing various projects, frequently notice quite formal approach of employers to the fulfilment of these legal provisions of the Labour Code. Lack of knowledge, motivation, competences is also obvious. However the problem is hidden also in the quite complicated wording of this legal provision, which might be interpreted differently and it creates obstacles for proper application of this requirement in practice. 
In order to promote effectiveness of the implementation by employers of the part 6 of the Article 26 of the Labour Code, to help institutions, supervising implementation of the Labour Code, to accelerate de facto gender equality in the Labour market. 
SIF recommends:
To amend Labour Code Article 26 part 6 clearly establishing requirement not only adopt and publish equality measures but also effectively implement them, ensure monitoring and accountability, evaluation, to set the indicators, to set the position of the person in charge of coordination of implementation of equal opportunities policy and accountability report on the results achieved and make these reports public.
F.i. „6. Employer, having more as 50 employees, must draft, discuss with the representatives of the employees, adopt, make public and implement Equal Opportunities Policy. This Equal Opportunities Policy must contain comparative analysis of the situation of women and men in the workplace, identification of gender inequalities/gaps, concrete measures for resolving of issues identified, implementation deadlines, indicators, concrete persons in charge of implementation, monitoring, evaluation and accountability mechanisms, including periodicity and order. Equal Opportinities Policy must contain separate gender equality section, must address all problematic areas, indicated in the Article 26, parts 1-5 of the Labour Code. Reports on the implementation of the Equal Opportinities policies should be published and made easily accessible“. 
· To develop monitoring and accountability mechanisms for gender equality plans, targets and indicators, and make results publicly available. 
· To conduct, in cooperation with women‘s NGOs continuous training and awareness raising activities for social partners on gender equality plans. 
· To include gender equality planning issue (measures) to the documents which are mandatory for employers willing to establish their business.
· To develop supporting tools and materials for employers (f.i., model example of Equal opportinities policy, good examples of the concrete measures, practical manuals for the management and the persons in charge of Equal Opportunities Policies and accountability, necessary methodologies, orders, rules etc). These supporting materials should help to draft relevant Equal Opportunities policies, to ensure effectiveness of implementation, fair and pubic accountability. 
· To set the sanctions for non-implementation of Equal Opportunities policies and violation of the provisions of the Article 26 of the Labour Code. 
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