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01
A growing need for talent

How to attract, develop, and retain talent has be-
come a key issue for countries competing for their 
share of the global talent pool. The high level of 
competition currently seen in this area is due to 
the growing understanding that attracting talent 
will be key to addressing negative demographic 
changes – and that an injection of new talent is 
crucial for driving innovation and economic devel-
opment. Indeed, a growing number of both na-
tional and local governments are joining the race 
for international talent, rolling out the red carpet 
with measures that include fast tracks to perma-
nent residency and tax incentives and promo-
tional campaigns that advertise their location as 
a talent-friendly destination. However, the attrac-
tiveness of a country or region for global talent 
is influenced by a range of factors, including job 
and future career opportunities, quality of life, in-
clusiveness, and the family environment, to name 
just a few, pointing to the importance of a strate-
gic and comprehensive approach to talent policy. 

Who is a talent?

Despite constant discussion on talent mobility, there is still no precise definition for who should 
be included under the term ‘talent’. Talented individuals are often defined as (highly) skilled 
professionals with at least tertiary education. National and international university students are 
also included in this group. Since skill and talent are not limited to those with tertiary education, 
certain groups of entrepreneurs, as well as persons who have acquired specialised knowledge 
and skill through work experience or specialised training, are also included in the definition.1

The case for talent attraction seems particularly 
striking in the case of Lithuania, due to its cur-
rent and projected demographic and economic 
situation, linked mostly to a history of emigra-
tion that has affected the country’s competitive-
ness and growth. Despite the relatively buoyant 
national economy and growing wages of recent 
years, return migration to Lithuania has been on 
a much smaller scale than anticipated, result-
ing in a growing sense of urgency regarding the 
need to recruit talent more widely. As the con-
sequences of emigration continue to manifest, 
Lithuania has undergone a gradual shift from ad 
hoc actions to strategic policy planning, viewing 
global talent as a largely untapped resource. 
Recent efforts have included both legislative 
changes and practical measures aimed at en-
abling international talent to more easily access 
the Lithuanian labour market. 
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Despite the progress made by Lithuania on talent 
management in both policy and practice, per-
sistent challenges continue to hamper its talent 
attraction and retention. Reflecting this, Lithua-
nia has been attracting fewer international stu-
dents than other EU Member States, with only a 
small share of students staying after graduation. 
Highly skilled non-EU nationals, otherwise known 
as third-country nationals (TCNs), also represent 
but a fraction of migrants in the country.

Several key areas, which, if adequately addressed, 
could bring significant gains within a relatively 
short timeframe, have been identified during the 
course of the TALENTAS project. These include 
enhancing the alignment among strategic talent 
goals, the legal framework, and immigration pol-
icy; increasing collaboration among stakeholders, 
both inside and outside of the government setting; 
addressing complex administrative procedures 

that do not necessarily reflect labour market real-
ities; and providing sufficient integration support.

This policy paper highlights the important role 
that talent policy can play in driving growth in 
Lithuania. After mapping key policies and initia-
tives, it focuses on three target groups of talent 
that are strategically important for Lithuania: 
highly skilled migrant workers, international 
students, and returnees. The paper concludes 
with recommendations on ways in which Lith-
uanian stakeholders can improve their talent 
management policy and practice to harness this 
opportunity for growth. The findings are based 
on stakeholder consultations, desk research, and 
focus group interviews, as well as practical ex-
perience in the area of talent policy implemen-
tation. This policy paper complements a more 
comprehensive report, Talent policy in Lithuania. 
Situation analysis and policy options.2
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02
The case for talent management 
in Lithuania

A number of factors, most saliently a history of 
emigration and an aging population combined 
with high employment rates and labour short-
ages, may increasingly affect the performance of 
the Lithuanian economy. This means that global 
talent has the potential to play a key role in miti-
gating challenges to sustaining economic growth 
that the country is facing. 

Demographic decline 
exacerbated by emigration

With a population of 2.8 million,3 Lithuania has 
been shrinking and aging over the past few de-
cades – with a further decline in total population 
projected. According to World Bank data, Lithu-
ania has seen negative population growth rates 
since 1992.4 Eurostat estimates that Lithuania’s 
population will drop to 2.1 million by 2050 – a de-
crease of 23%.5 Emigration has been a key factor 
in this population decline: Since 1990, the number 
of Lithuanian residents has decreased by almost 
900 000 (approximately 24.4% of the total popula-
tion), with the majority of this figure (almost 700 
000 individuals) comprised by emigrants.6 Lithu-
ania currently has the highest emigration rate of 
any member country of the Organisation for Eco-

nomic Co-operation and Development (OECD).7  
As a result of this sustained emigration, there is a 
sizeable Lithuanian diaspora, amounting to about 
17% of Lithuania’s population.8 

Positive news was announced in January 2020, 
when Lithuania saw its first population increase 
since 1991, as a result of immigration inflows 
(including returning Lithuanian citizens).9 Mean-
while, the median age of Lithuania’s population 
(44 years in 2019) has been slowly but steadily 
rising, and age dependency ratios have grown. 
Lithuania is among seven European Union (EU) 
Member States where the old-age dependency 
ratio is projected to reach a level of at least 60%.10 

Each of these trends have important conse-
quences for the Lithuanian labour force and 
economy, as well as the viability of the country’s 
welfare system. As young and high-skilled per-
sons comprise a significant share of Lithuanian 
emigrants, the outflow of residents has exac-
erbated the country’s demographic and labour 
market challenges in several significant ways, in-
cluding their impact on working age population 
growth, aging and fertility rates, and the demo-
graphic burden borne by those in the Lithuanian 
labour market.11



HOW CAN LITHUANIA HARNESS INTERNATIONAL TALENT TO DRIVE GROWTH?

Policy Paper     .     09

Emigration rates have also been a main factor 
driving Lithuania’s negative net migration rates, 
with relatively low return migration and continu-
ing circular migration. Notably, while emigration 
still outpaces return, the number of Lithuanians 
emigrating has been continuously decreasing 

since 2016.12 Indeed, 2019 marked the first year 
of positive net migration (+10 800 people), with 
falling rates of emigration – as well as rising rates 
of immigration (see Figure 1). This positive trend 
continued in 2020.13 

Figure 1. Annual emigration, immigration and net migration rates

Source: Statistics Lithuania, International migration flows.

Between 2016 and 2020, the number of immi-
grants arriving in Lithuania more than doubled 
(from 20 200 to 43 100),14 with Lithuanian re-
turnees comprising around half of arrivals to the 
country (51% in 2019, down from 57% in 2018).15 
In 2019, approximately 48 000 people received 
long-term Lithuanian national visas, and 40 000 

immigrants arrived to live in the country (roughly 
half of whom were returnees).16 That year, a to-
tal of 38 036 temporary residence permits (TRPs) 
were issued to TCNs, and 1 300 temporary res-
idence certificates were issued to EU/EFTA na-
tionals (hereafter EU nationals).17
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Who is coming to Lithuania?

Figure 2. Top 3 Nationalities

Figure 3. Destinations of internal and international immigrants in 2019

Figure 4. Reasons for TRP or certificate issuance in 2019
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Demonstrating the severity of the issue and its 
implications for economic growth, the Interna-
tional Monetary Fund (IMF) has urged Lithuania 
and its Baltic neighbours to address their de-
mographic challenges, as, if left unchanged, the 
resulting lack of labour force could have a sub-
stantial effect on the region’s potential for future 
economic growth.18 

Economic growth, high 
employment rates, and 
labour shortages

Lithuania has seen considerable economic 
growth since its transition from a planned to a 
market economy. While the global financial cri-
sis led to steep recession in the country, Lith-
uania had one of the fastest recoveries of any 
EU Member State,19 and since 2014, the nation-
al employment rate has remained higher than 
the EU average.20 As of 2019, Lithuania had an 
employment rate of 73% and an unemploy-
ment rate of 6.3%.21 These rates are even more 
impressive for those with tertiary education: 
In 2019, Lithuania had the second highest em-
ployment rate in the OECD, standing at 91.3%, 
with the unemployment rate for this group an 
impressively low 2.8%.22 However, the overall 
unemployment rate had risen to 9.9% by Sep-
tember 2020, with a rate of 10.6% estimated for 
December 2020,23 likely related to the effects of 
the COVID-19 pandemic.

In many ways, Lithuania’s demographic out-
look is mirrored in its future labour force chal-
lenges. The country’s working age population 
is projected to decrease in size by more than 

that of any other OECD country between 2015 
and 2050.24 This affects the country’s workforce 
pipeline: As the population ages, fewer children 
attend school25 and ultimately enrol in tertiary 
education,26 with considerable implications for 
the country’s future labour force. Set against 
this backdrop, attracting new labour through 
immigration becomes particularly important 
– especially if immigrants fill shortage occupa-
tions.27 According to the Skills Panorama, the top 
shortage occupations in Lithuania include ICT 
professionals, engineers, managers, and health 
workers.28 A survey of employers conducted by 
Lithuania’s Employment Agency at the end of 
2019 found that, among the main challenges 
predicted for 2020, employers believed that job-
seekers would lack the necessary competences 
and qualifications, and that training and educa-
tion institutions in Lithuania would not prepare 
specialists with the requisite skills.29

Due to the relatively low levels of returnees and 
intra-EU migrants in Lithuania, TCNs represent a 
critical potential source of labour and talent to 
meet the country’s economic needs. TCNs are 
mainly admitted to Lithuania to meet labour 
shortages that cannot be met by the current pop-
ulation, returnees, or EU nationals, and are often 
employed in sectors in which Lithuanians either 
do not possess the necessary skills (because of 
emigration and other factors) or do not want to 
work, due to difficult or unattractive conditions.30 

In 2019, 9 in 10 TCNs coming to work in Lithua-
nia were employed in shortage professions, illus-
trating the important role that these immigrants 
can play in meeting the country’s labour market 
needs. That year, 43% of TCN labour migrants 
were working in the service sector, 28% in con-
struction, and 24% in manufacturing.31
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Making the move:
What matters for talent?

When looking to attract talent, policymakers of-
ten focus on determining who has access to the 
labour market – or choose to pursue high visibil-
ity attraction/branding campaigns. However, it is 
not just legal procedures and country branding 
that define how attractive a country is for global 

talent. Beyond the merits of the job offer and 
the legal pathway offered, factors in the decision 
to move include career opportunities for part-
ners, a good education for one’s children, and 
quality of life, among other concerns (see text 
box below). 

Assessing a country’s attractiveness

In the academic and international policy spheres, two frameworks stand out as widely recognised instru-
ments for capturing the strengths and weaknesses of different countries in talent attraction and reten-
tion: the OECD Indicators of Talent Attractiveness and the Global Talent Competitiveness Index (GTCI). 

The OECD Indicators focus on three groups of highly qualified migrants: highly educated workers, en-
trepreneurs, and university students. While the Indicators include several traditional indicators of mi-
grant integration (e.g. employment, income, citizenship), they also go beyond these aspects to take 
into account the wider environment and how it may impact an individual’s decision as to whether and 
where to migrate (e.g. earnings, tax rates, internet access, gender equality, quality of life).

Figure 5. OECD Indicators of Talent Attractiveness

Quality of
opportunity

Income
and tax

Future
prospects

Family
environment

Skills
environment

Inclusiveness Quality
of life

Source: OECD

HOW CAN LITHUANIA HARNESS INTERNATIONAL TALENT TO DRIVE GROWTH?

https://www.oecd.org/migration/talent-attractiveness/


HOW CAN LITHUANIA HARNESS INTERNATIONAL TALENT TO DRIVE GROWTH?

Policy Paper     .     13

Launched in 2014, the GTCI measures and ranks countries based on their ability to develop, attract, 
and keep talent, helping decision-makers devise talent strategies. Four input pillars – Enable, Attract, 
Grow, and Retain – focus on actions for policymakers and businesses and reflect the importance of 
the economic and legal landscape, openness, education and learning, and lifestyle. Two output pillars 
– Technical/Vocational and Global Knowledge Skills – provide a benchmark for national performance.

Figure 6. Global Talent Competitiveness Index (GTCI)

Input Output

Enable Attract Grow Retain

Regulatory
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Market
landscape

External
openess

Internal
openess

Formal
education Sustainability
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Business and 
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Access to growth
opportunities

VT
skills

GK
skills

Mid-level
skills

High-level
skills

Employability Talent
impact

Global Talent
Competitiveness Index (GTCI)

Source: INSEAD

Both the OECD and the GTCI frameworks underscore that a number of policy areas influence a talent’s 
decision, pointing to the importance of cross-sectoral alignment and cooperation.

In order to detail how places – countries, regions, 
and cities – can attract and retain talent, Future 
Place Leadership (FPL) has introduced the Talent 
Attraction Management (TAM) framework. This 
is a holistic, integrated approach encompassing 
efforts at the local, regional, or national level 
aimed at attracting and retaining talent. In the 

Lithuanian context, the deep value of the TAM 
framework is that it offers a hands-on approach 
that complements the academic models and 
macro-level analyses, highlighting how stake-
holders can act strategically and operationally.32 
The system is comprised of five complementary 
categories of activities (see Figure 7):

Policy Paper     .     13
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1.	 Talent attraction, including marketing and 
recruitment activities.

2.	 Talent reception, or welcoming and soft 
landing activities.

3.	 Talent integration, ideally leading to reten-
tion.

4.	 Talent reputation, such as place branding 
and employer branding efforts.

5.	 Management of the ecosystem, including 
stakeholder, network, and project coordina-
tion.

Figure 7. Cornerstones of TAM 

Source: FPL

Management
of Ecosystem

Talent
Attraction

Talent
Reputation

Talent
Integration

Talent
Reception

Central to the FPL approach stands the idea that 
successful talent attraction and retention de-
pend on actively working within each of the five 
aspects of the TAM model. Each step reinforces 
the following steps – for example, if attraction 
efforts are carried out more effectively, more 
talented professionals will arrive and need re-
ception services, with a good reception setting 
up the talent for a smoother integration process. 
Furthermore, positive reception and successful 
integration will help build the reputation of the 
place, as talent will spread the word among their 
friends and networks as to its merits and quali-
ties. This improved reputation will, in turn, make 
future attraction efforts easier and more success-
ful. The FPL approach implies an aspect of expec-
tations management, with marketing activities 
accurately depicting the Lithuanian setting and 
creating corresponding expectations so that the 
subsequent steps (reception and integration) can 
be successful.

The TAM model also highlights the importance 
of understanding the user experience. Just as 
customer experience is a key consideration for 
corporate customer relations management, fa-
cilitating a positive experience for talent is a 
key factor for creating and maintaining loyalty 
among international talent. Understanding the 
customer journey and the specific ‘pain points’33 
that the targeted talent experiences is extreme-
ly important, and optimal policies and practices 
will identify and respond to these aspects. The 
needs and wishes of talent will change as they 
‘travel’ on their journey – the talent journey, 
which starts before they arrive in a place, contin-
ues while they are living there, and endures even 
if they choose to leave that place – and different 
strategies and activities are needed to ensure a 
positive experience throughout this journey.

https://futureplaceleadership.com/
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04
The current state of play 

Lithuania has undergone a gradual shift from ad 
hoc action to strategic policy planning on talent 
management. Reflecting both its progress in this 
area and room for continued improvement, Lith-
uania ranked 35th of 132 countries in the 2020 
GTCI.34 In comparison to its neighbours, compa-
rable economies, and Nordic frontrunners in the 
industry, the GTCI rankings show that Lithuania is 
less attractive to international talent than some 
key competitors (e.g. Estonia, #24; Finland, #7; 
and Denmark, #5),35 particularly in relation to 
the ease of finding skilled employees; retention 
of highly skilled labour; and attractiveness and 
openness. Although prospective talent most like-
ly does not use these rankings when deciding 
where to relocate, they do serve as an indicator 
of the degree of attractiveness and the level of 
success achieved in implementation of compre-
hensive talent policies and the economic frame-
work for attraction and retention. 

Towards strategic policies 
and practices

In recent years, the Lithuanian Government has 
shifted from including immigration within broad-
er frameworks on demography and the economy 
to more detailed planning. For instance, the 2007 
Economic Migration Regulation Strategy was re-

placed by the 2014 Lithuanian Migration Policy 
Guidelines (renewed in 2020) and later comple-
mented by the Strategy for the Demographic, 
Migration, and Integration Policy for 2018–2030. 
This gradual development towards strategic-lev-
el policy planning on migration and integration 
illustrates the growing awareness of the impact 
of migration on Lithuania’s demography, soci-
ety, and economy – and reflects significant and 
long-term planning and policy efforts. Strategic, 
national-level policy documents in the fields of 
demography, migration, and integration empha-
sise Lithuania’s interest in the recruitment of 
highly qualified (HQ) workers and international 
students in particular. The integration of immi-
grants is seen as an end goal of the immigration 
process, reflecting Lithuania’s interest in boost-
ing its population and human capital.

Reflecting this momentum, several practical 
measures also underscore the considerable ef-
fort being undertaken to attract and retain talent:

•	 The “I Choose Lithuania” Migration Infor-
mation Centre, created by the International 
Organization for Migration (IOM) together 
with the Lithuanian Government in 2015, 
provides consultations for prospective re-
turnees or migrants. The Centre offers in-
formation for those still abroad or who have 

https://www.renkuosilietuva.lt/en/about-us/
https://www.renkuosilietuva.lt/en/about-us/
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already begun the process of returning or 
moving to Lithuania, including on required 
documentation, finding a job, social welfare, 
health care, and education. 

•	 The Work in Lithuania initiative, launched 
by the foreign direct investment promo-
tion agency Invest Lithuania in 2017, has 
introduced branding activities alongside job 
matching services to encourage internation-
al talent to find employment in the country. 
Since launching, the initiative has broadened 
its strategy from targeting Lithuanian citizens 
abroad to also include highly skilled migrants. 
As the retention of international graduates 
is key to securing Lithuania’s future growth, 
Work in Lithuania currently focuses on facili-
tating study-work pathways.

•	 The new International House in Vilnius is due 
to open in spring 2021 and has been partially 
funded under Lithuania’s COVID-19 econom-
ic recovery plan. It will be a ‘one-stop-shop’ 
serving as the main information point for 
migrants in the capital and facilitating access 
to services. This joint venture from eight key 
municipal and national government institu-
tions reflects the multi-sectoral nature of tal-
ent management and the importance of fos-
tering collaboration among relevant actors.

Persistent challenges 
hampering talent 
management ambitions

The past years have seen Lithuania increase its 
marketing and branding activities in an effort to 

attract more international talent to the country, 
promoting an image of the Baltic nation as a great 
place to work, study, or launch a business. How-
ever, as the field of talent attraction shifts from 
more generic branding and marketing to spot-
lighting the unique selling points of a particular 
destination – amid increased global competition – 
Lithuania stands to reap greater benefit from tar-
geted efforts that allow the country to distinguish 
itself more. However, the ongoing pandemic has 
naturally limited the types of activities that can be 
conducted to recruit talent – and actors continu-
ing digital campaigns are seeing fewer participat-
ing companies and job openings than is typical, as 
well as reduced marketing expenditures.

Despite a number of positive developments, Lith-
uania’s strategic policy planning and goal setting 
has not necessarily been complemented by par-
allel systematic development of its legal immi-
gration framework. Lithuanian talent and migra-
tion policy do not always correspond to labour 
market needs, and regulations remain relatively 
strict, while complicated administrative proce-
dures may be discouraging talent from choosing 
the country as their career destination.

More generally, a lack of synergy between the 
legal framework and strategic policy goals is 
hindering the country’s talent management 
ambitions, with certain legal regulations 
hampering integration prospects. Furthermore, 
while state-level strategies emphasise the need 
to increase the country’s human capital and 
take a long-term perspective with a general 
focus on highly qualified immigrants, there is 
no centralised or comprehensive and coherent 
policy combining management of Lithuanian and 
non-Lithuanian international talent. 

https://workinlithuania.lt/homepage/
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Related to the need for further strategic align-
ment, collaboration across stakeholders working 
in different phases and areas of talent manage-
ment (see Figure 8) is also something that must 
be strengthened. Lithuanian talent policy is cur-
rently fragmented and does not place an even fo-
cus on all phases of talent management. The lack 
of sufficient integration-related services or a wel-
coming environment, for instance, pose particu-
lar challenges. As highlighted by the 2020 Migrant 
Integration Policy Index (MIPEX), Lithuania still 
scores relatively low when it comes to integration 
policy, designated by the Index as ‘Equality on Pa-
per’.36 The current approach illustrates that while 
efforts allocated to talent attraction have intensi-
fied, this does not necessarily apply to other stag-
es of talent policy, including integration – an issue 
that is closely connected to talent retention.

Perceptions of international talent and Lithuanian 
returnees may also influence (re)integration, and 

unfavourable attitudes towards these groups can 
constitute a challenge in this regard. Another im-
portant issue in this context is the (un)readiness 
of employers, especially small and medium-sized 
enterprises (SMEs), to recruit and employ foreign 
workers, which may be related to the stereotyp-
ing of migrants and, more often, limited experi-
ence with employing foreign workers. Moreover, 
the low level of integration of international stu-
dents into the labour market represents a lost op-
portunity, as the vast majority of this group leave 
the country upon completion of their studies.

Finally, differences in talent policy can be ob-
served across the various regions. Efforts tend 
to be concentrated in the capital region and the 
main cities, and are thus in danger of disregard-
ing the specific needs and conditions prevailing 
in other regions and smaller cities, to which a 
considerable number of immigrants, especially 
Lithuanian returnees, also move.

Figure 8. Key talent policy stakeholders

Source: Authors

Lithuania Centre for Social Sciences
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05
Highly qualified migrant workers: 
Larger than they appear  

Despite Lithuania’s progress on talent attrac-
tion, highly skilled TCNs represent only a small 
fraction of migrants in Lithuania, while – due to 
limited data on EU workers – detailed informa-
tion on their labour market performance and 
skills remains scarce. The limited data available 
on (officially designated) highly qualified workers 
from non-EU countries37 illustrates that they are a 
small group in Lithuania: Among those TCNs who 
received new or renewed TRPs in 2019, HQ mi-
grants constituted approximately 1% (407 TRPs, 
compared to 231 in 2017); 316 of these TRPs 
were first-time issuances and 91 were renewals.38  

Pathways for highly skilled 
workers are rarely used

While all EU/EFTA nationals enjoy free access to 
the Lithuanian labour market, highly skilled TCNs 
can apply for a TRP for HQ work, for which higher 
education or 5 years of professional experience in 
highly skilled positions and a monthly salary that 
is at least 1.5 times the average wage in Lithuania 
form two of the main (Blue Card) requirements. 
Applicants from this category of TCNs benefit 

from shorter processing times and these workers 
enjoy more rights than TCNs who apply for a reg-
ular work TRP. Notably, those with a TRP for HQ 
work can invite their family members to reside in 
Lithuania (whereas those issued visas or TRPs for 
regular work cannot do so immediately). Despite 
the existence of a specific legal status for highly 
skilled workers in Lithuanian migration law, many 
highly skilled migrants do not qualify for this sta-
tus as they do not meet the required wage level. 
Therefore, a proportion of migrant workers – de-
spite having high qualifications and applying for 
jobs calling for such qualifications – simply obtain 
a regular TRP for work purposes (see Figure 9). Ad-
ditionally, many HQ migrants working in Lithuania 
are graduates of Lithuanian institutions, and there-
fore remain in the country by changing their legal 
status following graduation and upon finding a job. 

Notably, citizens of Australia, Canada, Japan, 
New Zealand, South Korea, and the United 
States constitute a separate category of TCNs 
under Lithuanian migration law. Nationals of 
these countries can apply for a TRP and access 
the labour market without a work permit, and 
can also bring family members.
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Figure 9. Immigration pathways available to workers

Source: Authors
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Among TCNs, a hierarchy can be seen in the legal 
framework as regards salary level, qualifications, 
and origin: HQ workers with the highest salaries 
are the most favoured group, followed by in-de-
mand HQ workers and all HQ workers earning 
at least 1.5 times the average national salary. 
Legally recognised HQ workers usually receive 
their documents more quickly than other TCNs, 
and their status may be valid for longer periods. 
Furthermore, they can immediately bring family 
members and enjoy more freedom of movement 
within the EU. However, citizenship puts certain 
TCNs at an advantage; their procedures take less 
time, they receive permits for up to three years, 
and they can bring family members. 

Efforts to facilitate labour 
market access

Lithuania has passed several recent legal mea-
sures aimed at offering international talent bet-
ter access to labour market opportunities before 
and after arrival in the country. The List of short-
age occupations was created to facilitate access 

to the labour market for professions with a par-
ticular need for workers. It is now easier for im-
migrants to fill these positions, as they are not 
submitted to a labour market test (they are still 
obliged to fulfil other requirements set out in the 
law regarding the TRP for HQ or regular work). 
The List, last updated in October 2020, includes 
both medium- and high-skilled professions in the 
service, production, construction, and agricul-
ture industries. These professions include engi-
neers, technologists, technicians, forestry profes-
sionals, tailors, plumbers, and others.39 

In 2017, the government launched the Startup 
Visa Lithuania programme to increase the level of 
foreign talent and investment by attracting start-
ups to the country. This initiative streamlines the 
entry process for innovative non-EU entrepre-
neurs, including through the easing of migration 
requirements. In addition, since March 2019, 
third-country workers may change their employ-
er, or job function with the same employer, with-
out renewing their TRP.40 Additionally, the salary 
threshold has been lowered from double the av-
erage national salary to the current 1.5 rate.41

https://startupvisalithuania.com/
https://startupvisalithuania.com/
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Finally, Lithuania has been testing bilateral coop-
eration on labour migration. The Digital Explorers 
pilot project (2019-2020), implemented by IC-
MPD within the EU-funded Mobility Partnership 
Facility, is a temporary labour migration scheme 
between Lithuania and Nigeria that leverages 
bilateral cooperation to boost the mobility of 
talent. During the first phase of the project, 17 
young ICT specialists from Nigeria took up posi-
tions with Lithuanian companies while undergo-
ing an intensive training programme. 

Limited integration support 
and complex bureaucratic 
procedures are stunting 
talent policy

HQ workers face several challenges across the 
various phases of their recruitment, employ-
ment, and retention. 

•	 Complex migration policies and procedures 
are difficult, time-intensive, and not accom-
panied by sufficient guidance for talent and 
employers. The procedure for obtaining HQ 
worker status can be particularly complicat-
ed; complex requirements related to wage 
setting and procedural differences may push 
some employers and HQ workers to choose 
easier administrative paths that provide less 
stability and fewer benefits. 

•	 Procedures do not always align with labour 
market realities and thus may not be opti-
mally helpful in building a qualified work-
force. For instance, for some jobs (e.g. soft-
ware developer), specific higher education 
qualifications barely exist or do not reflect 
the best way of evaluating a candidate’s com-

petencies, whereas simply testing their level 
of expertise would be a much more effec-
tive tool. Crucially, such requirements most 
strongly impact those sectors that are quickly 
developing – and which exhibit the greatest 
gaps in the labour force. 

•	 Language barriers and other obstacles can 
make it challenging to access information 
that is complete, accurate, and easy to un-
derstand. In addition to a dearth of translated 
information, a lack of government staff with 
foreign language skills may also be hamper-
ing effective communication with migrants. 
Foreign residents in Lithuania report being 
underinformed regarding what services are 
available and how they can access them, and 
may have difficulties navigating the local la-
bour market; they are also often unaware of 
laws regulating areas of life of relevance to 
their stay (e.g. on rental accommodation).

•	 Beyond the attaining of accurate informa-
tion, migrants face other challenges in ac-
cessing services, including a scarcity of ser-
vices available in English or other foreign 
languages. Obtaining health care services 
represents a particular source of inconve-
nience and stress for migrants. Insufficient 
inclusivity or non-discriminatory culture at 
service providers is another obstacle to ac-
cessing quality services, which can even dis-
courage migrants from using those that are 
needed. Related to this, officers providing 
services and managing administrative pro-
cedures may not be fully aware as to which 
regulations apply to migrant populations.

•	 Difficulties participating in social and cul-
tural life can hamper the integration of mi-
grants. As HQ migrants tend to work in an 

https://mobilitypartnershipfacility.eu/what-we-do/actions-pilot-projects/digital-explorers
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international environment and be busy with 
their professional responsibilities, it can be 
difficult to fit Lithuanian language classes 
into their schedule – and learning the lan-
guage may not be a priority. Migrants often 
find themselves excluded from Lithuania’s 
cultural and social life due to the language 
barrier; this is also both a cause and conse-
quence of low levels of migrant representa-
tion in social and civic organisations. More 
broadly, opportunities for building cross-cul-
tural connections are rather limited. Distrust 
and stereotyping, as well as cases of discrim-

ination against migrants, also raise practical 
issues for migrants not only in day-to-day 
social interactions but while trying to build 
their lives in the country long term.

•	 Limited data on highly skilled migrant work-
ers (whether or not a migrant has a HQ 
work TRP) lead to a blurred picture of the 
current scope of international talent in Lith-
uania, while also limiting the ability of such 
data to inform policy and practice to further 
strengthen the recruitment and retention of 
foreign HQ workers.
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06
International students: 
Undertapped potential 

Similar to immigration trends more generally, 
Lithuania has been attracting a smaller number 
of international students than other EU Mem-
ber States. In 2017, international students from 
EU and non-EU countries constituted 5% of all 
students in Lithuanian tertiary education insti-
tutions, compared to 9% in Estonia, 8% in Latvia, 
and an average of 8.4% across all EU countries.42 

While the share of international students in Lithu-
ania remains lower than the EU average, and that 
of the other Baltic countries, the numbers for this 
population have shown a substantial increase in 
recent years: 6 300 international students en-
rolled in 2018, compared with 3 915 in 2013.43 

A small but growing group 

With increasing international enrolment, the 
number of international students graduating 
from Lithuanian higher education institutions 
(HEIs) reached 1 300 in 2019, when 1 out of 20 
graduates and 1 out of 10 master’s graduates was 
a foreign student.44 Most international graduates 
were citizens of non-EU Eastern European 
countries, namely Belarus, Ukraine, and Russia. 
However, students from these countries represent 
a decreasing share of foreign graduates, while 

the share of graduates from Asia has increased 
considerably (from comprising 10% of all foreign 
graduates in 2014 to 26% in 2019).45 Despite 
higher numbers of international students, just 
a small fraction of them stay in Lithuania after 
graduation (7% of students in 2014-2016).46

Efforts focus on attraction

While at this point they still constitute only a 
small share of arrivals to Lithuania, international 
students represent a significant group of (poten-
tial) talent for the Lithuanian economy and are a 
population that could be better leveraged to sup-
port the country’s economic growth through ef-
forts aimed at attraction and retention. Although 
there is no separate strategy focused on this 
group, Lithuania prioritises the attraction and 
retention of international students in a number 
of strategic state-level policy documents encom-
passing demography, migration, and integration. 
The government’s interest in student attrac-
tion and integration is aimed at the long-term 
enhancement of the country’s human capital. 
However, attraction efforts have been more ac-
tive than integration initiatives, and retention of 
talent remains crucial to these long-term goals.
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Student attraction campaigns and study 
programme marketing are primarily carried out 
by HEIs themselves, which enjoy the right of 
autonomy. There have been efforts to consolidate 
and amplify their promotion efforts abroad and to 
support this with public funding, with the specific 
aim of raising the prestige and awareness of 
Lithuanian HEIs internationally – or enhancing the 

image of Lithuania as a study destination, through, 
for instance, the National Programme for Studies, 
Scientific Research and Experimental (Social, 
Cultural) Development for 2013-2020. Lithuanian 
HEIs have also invested in outreach to specific 
target markets, namely Eastern Partnership (EaP) 
countries and the Asian countries cooperating 
within the Asia-Europe Meeting (ASEM).

Higher education-led and publicly funded student attraction efforts

•	 The Development of Internationalism of Higher Education project (2016-2023), implement-
ed by the Education Exchanges Support Foundation and financed by the European Social 
Fund (ESF), aims to present Lithuanian higher education internationally, targeting both po-
tential students and foreign education and science institutions at study fairs abroad. The 
project involves all HEIs (universities and colleges) and targets Turkey, China, Kazakhstan, 
Belarus, and Ukraine. HEIs are responsible for their own promotion strategies (and for most 
of the content presented), with the Foundation serving as organiser, facilitator, and coordi-
nator – in addition to creating an image of Lithuania as an attractive study destination. 

•	 The Education Exchanges Support Foundation conducts other outreach and communica-
tions activities through its administration of the website Studyin.lt, social media accounts, 
and the interactive mobile application ‘Study in LT’. 

•	 The Increasing the Awareness and Prestige of Lithuanian Higher Education Institutions in 
Kazakhstan project (2016-2020) aimed at student attraction and saw, among other activi-
ties, visits by Lithuanian university representatives to Kazakhstan and the development of 
collaboration agreements between Lithuanian universities and agencies recruiting poten-
tial students.

https://www.smm.lt/uploads/documents/en_smm/SMTEP%20programa_FINAL_EN.pdf
https://www.smm.lt/uploads/documents/en_smm/SMTEP%20programa_FINAL_EN.pdf
https://www.smm.lt/uploads/documents/en_smm/SMTEP%20programa_FINAL_EN.pdf
https://www.smpf.lt/lt/projektai/vykstantys-projektai/amtp-2/
https://www.smpf.lt/en/
https://www.smpf.lt/en/
https://studyin.lt/
https://www.lsmuni.lt/lt/naujienos/naujienos/lsmu-gavo-finansavima-projektui-lietuvos-aukstuju-mokyklu-zinomumo-ir-prestizo-didinimas-kazachstane-studiju-lietuvoje-populiarinimas.html
https://www.lsmuni.lt/lt/naujienos/naujienos/lsmu-gavo-finansavima-projektui-lietuvos-aukstuju-mokyklu-zinomumo-ir-prestizo-didinimas-kazachstane-studiju-lietuvoje-populiarinimas.html
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The lack of a centralised strategy to attract and 
retain international students and graduates 
poses a key systematic challenge to realising 
Lithuania’s talent ambitions. The Lithuanian 
HEIs themselves decide on the programmes 
they promote and are not expected to consider 
or align these with either national goals or 
branding strategies already in place. These 
institutions form a diverse group with different 
target groups and approaches. As a result, efforts 
to attract international students might not align 
with Lithuania’s current or projected labour 
market needs, pointing to the potential utility of 
targeted financial assistance or other strategic 
public sector measures to attract in-demand 
international students. The lack of alignment of 
approaches might also make retention efforts 
more difficult.

In a similar vein, the attraction of international 
students receives far more attention than oth-
er phases, especially integration. Initiatives and 
programmes aimed at international students and 
HEIs tend to concentrate on increasing the num-
ber of students, and rely mostly on the logic of 
demand and supply, targeting the most promising 
markets of potential students. Soft landing and 
retention have received relatively less attention – 
HEIs oversee the former, while the latter is mostly 
done by Work in Lithuania, despite its limited ca-
pacity, making it more difficult for students to set-
tle in during and after their studies. As highlighted 
by the stakeholders, there is a clear emphasis on 
student mobility and efforts to promote Lithua-
nian higher education – without a clear strategy 
for reversing the trend of low retention rates.

Reception and integration support therefore re-
mains limited, and students face various chal-
lenges when settling in. These include problems 

in accessing affordable accommodation, which 
is partially solved by HEIs offering dormitories 
– although these are not always available. Stu-
dents report feeling discriminated against by 
landlords or people looking for roommates, and 
often must contend with insufficient services for 
English-speaking students and cultural, social, 
and linguistic barriers resulting from the segre-
gation of international students into separate 
programmes, organisations, networks, and even 
living quarters.

Halfway there: Complex 
pathways to studying and 
working in Lithuania 

Migration procedures constitute a challenge for 
students wanting to come to or stay in Lithuania. 
Most TCNs must obtain a visa before coming to 
Lithuania; upon receiving this, they apply for 
a TRP. However, a relatively small network of 
embassies where visas can be obtained makes it 
difficult for HEIs seeking to expand the geographic 
reach of their offering, while students from 
several countries must travel long distances to 
reach a visa-issuing embassy (in another country) 
– and in some cases must attain a visa just to 
enter the country where the nearest Lithuanian 
embassy is located. Students from some countries 
can encounter similar difficulties in obtaining 
documents for their TRP, and may need to travel to 
another country to access their country of origin’s 
embassy and obtain the necessary paperwork.47

At the same time, the rights of international 
students and graduates have been increased in 
recent years. Similar to many other EU Member 
States, international students in Lithuania have 
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the right to work during their studies; however, 
this is limited to 20 hours per week, except in the 
case of doctoral students, internships, or during 
vacation periods. The Lithuanian Parliament is 
currently considering allowing master’s students 
to work full-time during their studies. Not only 
would this development help students to support 
themselves during their studies, it would unlock 
more job opportunities, which could serve as an 
on-ramp to a longer-term career in Lithuania.

International graduates have the possibility of 
applying for a TRP for one year in order to stay in 
Lithuania to seek employment or set up a business. 
Unlike many other EU Member States, this permit 
is only valid for the purpose of job seeking, and 
does not entitle TCN graduates to work (except 
in the case of self-employment). Therefore, upon 
finding employment, migrants are obliged to apply 
for a new permit on the grounds of employment. 
Migrants who complete their studies in Lithuania 
benefit from more favourable conditions regarding 
TRPs and work permits, as those applying for a 
work permit within two years of completing their 
studies or vocational training are not subject to 
the labour market test or to work experience or 
wage requirements.48 Finally, graduates applying 
for a permanent residence permit can have their 
entire period of studies in Lithuanian HEIs count 
toward the length of stay requirement (previously 
just half of the period of studies counted).49

High study termination and 
low graduate retention rates

High study termination and low graduate reten-
tion rates mean that Lithuania is often unable to 
keep the talent it helps to develop. For example, 
of those foreign students who began full-time 

studies in Lithuania between 2011 and 2014, just 
27% ultimately obtained their diploma, while 
41% terminated their studies in their first year.50 

One reason for this high dropout rate is that few 
scholarships are available for TCN students. While 
EU nationals enjoy the same fee status as Lithu-
anian students and are eligible for state-funded 
scholarships, TCNs receive limited state support 
– even though financial assistance is a crucial fac-
tor when choosing to study in a particular place. 
Higher education in Lithuania is less expensive 
than in other EU Member States, but EU coun-
tries displaying a similar cost and value of higher 
education often still outcompete Lithuanian HEIs 
due to the greater availability of funding oppor-
tunities, in addition to a difference in targeted 
attraction and retention measures. Termination 
of studies is also connected to the selection pro-
cess, which does not necessarily assess language 
and other qualifications to ensure that students 
admitted are sufficiently prepared to undertake 
their studies, as well as to the quality of informa-
tion provided to applicants (e.g. information on 
coursework, migration procedures, living condi-
tions, and labour market access in Lithuania).

Finding an internship or job during and after 
one’s studies represents the main barrier for for-
eign students wishing to stay in Lithuania after 
graduation. TCNs who seek employment during 
their studies face several barriers, including 
aforementioned restrictions on the number of 
hours they can work, language barriers, a limited 
social network, and difficulty finding a job within 
their field of study (which proves even more dif-
ficult if HEIs are recruiting students in fields that 
do not correspond with labour market needs). 
These barriers in turn translate into a lack of ex-
perience that could help them to find work in 
Lithuania following graduation.
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Beyond these elements, TCNs face other barri-
ers to entering the labour market. Even though 
approximately half of foreign students arrive in 
Lithuania having already completed some level 
of higher education,51 the skills they possess tend 
not to be widely recognised or seen as valuable. 
Consequently, some students turn to low-skilled 
(and low-paid) jobs to sustain themselves during 
their studies. Finally, internship opportunities, 
also important for setting students up for a ca-
reer in Lithuania, are limited. 

Study quality also hindering 
policy outcomes

There is a gap between efforts to internationalise 
Lithuanian higher education and efforts focused 
on improving the quality of study, particularly for 

international students. Whereas study quality 
is a government priority in regard to Lithuanian 
students, the needs of foreign students remain 
relatively unaddressed. As foreign students still 
do not represent a critical mass in many HEIs, tai-
loring the study experience to their needs con-
tinues to prove challenging. Additionally, the pro-
motion of Lithuanian HEIs abroad is not limited 
to programmes of high quality – the aforemen-
tioned ESF project is expected to include all HEIs 
in the country. If left unaddressed, challenges 
pertaining to service quality might in the long run 
hurt the perception of Lithuanian higher educa-
tion, posing a challenge not only for Lithuania’s 
international reputation and development but 
also for the further recruitment of international 
students. The quality of classroom instruction is 
also related to the preparedness of students to 
undertake their studies.
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07
Returnees: Lithuania’s 
low-hanging fruit

While continuously high emigration rates have 
had negative consequences for Lithuania, the 
phenomenon also results in a large diaspora 
which can potentially contribute to the country’s 
development through the transfer of knowledge 
and investment. Return migration also plays a 
key beneficial role, and Lithuanian returnees 
comprise a significant percentage of arrivals to 
the country each year.

Lithuania remains a country 
of emigration

In 2019, 20 400 Lithuanian citizens returned 
to Lithuania, a figure which is approximate-
ly one-quarter (23%) higher than that seen in 
2018.52 As with highly skilled migrants, there are 
some important data challenges which make it 
difficult to capture the true number of migrants 
returning: Emigration and returns are difficult 
to monitor due to freedom of movement with-
in the EU and varying definitions of ‘emigrants’ 
and ‘returnees’.

Why do people leave Lithuania? 

People choose to emigrate from Lithuania 
for a number of reasons, with the main in-
centives often including: economic factors; 
job and education opportunities; the de-
sire to explore the wider world; and fam-
ily reasons. Economic conditions in both 
Lithuania and destination countries remain 
a key consideration in the decision to emi-
grate, including the perceived low level of 
economic development in the country, low 
wages, and high income inequality.53 A mis-
match between skills possessed and jobs 
available is also one of the reasons behind 
emigration, pointing to structural problems 
in the labour market. As indicated by IC-
MPD research, a considerable number of 
Lithuanians also move for family reasons, 
including spouses54 or minors moving with 
their families.55 The opportunity to attain 
better quality education also figures as one 
of the main reasons for emigration. 
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Why do people return to Lithuania?

Reasons for return tend to run counterpoint to the reasons for emigrating in the first place. These 
include attractive job opportunities that also allow individuals to contribute to the development of 
their home country and a perceived higher quality of life. Emigrants often decide to return when 
they see their emigration goals as having been achieved or feel that they have reached an import-
ant ‘milestone’ in their lives.56 This is often related to family reasons, including planning to have 
children, raising children in a familiar cultural environment, or buying their own home. The main 
cities of Lithuania, especially its capital Vilnius, are seen as less crowded, and housing prices are 
significantly lower than in large global cities such as London or Berlin, making it easier for return-
ees, especially young professionals, to purchase property. As indicated by ICMPD research, a cen-
tral reason for the return of young professionals is the attractiveness of the local labour market, as 
it tends to be less saturated than that of destination countries and there are more opportunities 
for individuals to rapidly achieve their career goals. A desire to contribute knowledge, new ideas, 
and innovations from abroad also stands as a factor driving return.57  

Actions to encourage and 
facilitate returns

Since regaining independence in 1990, Lithuania 
has worked to strengthen relations with its dias-
pora, including through cultural and educational 
activities for Lithuanians abroad. Gradually, em-
igration and potential return migration have re-
ceived increased attention in the country, mostly 
due to the negative consequences of emigration 
for Lithuania’s labour market. The Global Lithua-
nia programme, created in 2011, aims to strength-
en the competences of Lithuanian communities 
and their leaders abroad while encouraging the 
inclusion of the Lithuanian diaspora in Lithuanian 
public life, as well as preventing continued ‘brain 
drain’ and transforming it into ‘brain circulation’, 
thereby indirectly encouraging return.

In addition to support from the Migration In-
formation Centre and Work in Lithuania (de-
scribed above) returnees wishing to start their 
own business can obtain information and assis-

tance in co-working space centres, or Spiečius. 
These spaces have been established by Enter-
prise Lithuania for small businesses in operation 
for less than five years, and offer entrepreneurs 
free working space, consultations, mentor ses-
sions, lessons, and lectures. While the Spiečius 
are aimed at all individuals wishing to establish 
or who recently established a small business, 
around 20% of users are returnees. With a signif-
icant number of returnees wishing to start their 
own business, these centres can serve as an im-
portant source of information and support. 

The approval of the Action Plan for the Imple-
mentation of the Strategy on Demographic, Mi-
gration and Integration Policy for 2019-202158 
includes several measures aimed at the attrac-
tion and integration of returnees. In order to 
help boost the recruitment of Lithuanian citizens 
still abroad – and incentivise return – the Action 
Plan includes activities to encourage Lithuanian 
employers to seek out employees abroad. It also 
aims to help returnees to enter the labour market 

https://e-seimas.lrs.lt/portal/legalAct/lt/TAD/TAIS.409479?jfwid=-n126u3scv
https://e-seimas.lrs.lt/portal/legalAct/lt/TAD/TAIS.409479?jfwid=-n126u3scv
https://www.verslilietuva.lt/paslaugos/spiecius/bendradarbystes-centras-spiecius/
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more generally. Beyond employment, other mea-
sures contained in the Action Plan include the 
provision of information for emigrants wishing to 
return; enabling municipal employees to counsel 
returnees and their family members to facilitate 
smooth reintegration; and financing of psycho-
logical support and Lithuanian language courses. 
Municipalities in Lithuania are to have at least 
one employee who can act as contact person for 
(potential) returnees and provide assistance on 
issues regarding relocation and integration.59

To support the integration of children of return-
ees, the Action Plan aims to provide the neces-
sary assistance to each school receiving these 
children. A network of schools better equipped 
to welcome children returning to and arriving in 
Lithuania has been in place since autumn 2019. 
These schools organise preparatory classes, de-
velop individual plans for children, and offer in-
formal education activities in order to support 
children’s integration.60 While such initiatives are 
important for smoothing the return and reinte-
gration process, many returnees with children 
are not aware of available mechanisms for help-
ing their children integrate. Additionally, accord-
ing to the research conducted before the Action 
Plan, these measures are not equally effective: 
Schools in larger cities tend to have more chil-
dren coming from abroad and more capacity 
to provide services tailored to this group, while 
schools in small towns with only a small number 
of children coming from abroad may lack the re-
sources needed to organise additional prepara-
tory classes, and instead rely on teachers to facil-
itate the children’s integration on their own. 

Tailored support for highly 
skilled returnees

While existing diaspora-related measures aim 
mostly at information sharing, Lithuania has of-
fered tailored support mostly to highly skilled 
emigrants:

•	 The Create Lithuania programme was 
launched in 2012 to promote professional 
development and the application of inter-
national best practices in Lithuania. The pro-
gramme offers an opportunity for Lithuanians 
with international experience to work in an 
advisory role for the public sector for a pe-
riod of one year, during which time they are 
employed by Invest Lithuania. Participants in 
the programme advise various public sector 
entities on, for instance, promoting entrepre-
neurship, strengthening the public health sys-
tem, or improving the image of Lithuania.61  

•	 Global Lithuanian Leaders, a non-profit or-
ganisation aimed at strengthening ties with 
the Lithuanian diaspora, organises various 
events and projects to attract more skilled 
returnees. Its Talents for Lithuania project, 
active from 2015 to 2019, leveraged the val-
ue of international education for the Lithua-
nian labour market by attracting Lithuanian 
graduates of foreign universities to start their 
career in Lithuania. The organisation works 
with Lithuanian companies to promote avail-
able vacancies through its website, social net-
works, and other communication channels in 
order to reach potential candidates abroad.62 

http://kurklt.lt/en/
https://lithuanianleaders.org/
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Reintegration remains major 
barrier to return

Return experiences vary widely and are influ-
enced by several interrelated factors, including 
where and for how long the migrant has been 
abroad; their status in the country of destina-
tion; and the (positive or negative) factors moti-
vating their return.63 Moreover, returnees often 
feel the same way as immigrants to Lithuania do 
– although they speak Lithuanian, living in a dif-
ferent country (especially those abroad for long 
periods of time) has meant that they often find 
themselves unfamiliar with current culture and 
the way that society and public institutions func-
tion in Lithuania. Central reintegration challeng-
es include:

•	 Challenging bureaucratic procedures which 
frequently see returnees struggle with prop-
erly registering their return. There is a lack of 
information about the necessary documents 
and procedures, and a lack of awareness 
among returnees regarding the initiatives 
that do provide such information. Moreover, 
studies64 have found that that returnees tend 
to notice the same problems and flaws in 
public institutions or society as the general 
population, but tend to be significantly less 
tolerant of them. 

•	 Difficulties integrating into the labour mar-
ket, particularly for medium- and low-skilled 
workers. Considering the latter group, the 
labour market tends to be rather inflexible, 
and employers often prefer to take on indi-
viduals without migration experience, due to 
negative public opinion concerning return-

ees.65 There is also a distinct lack of requal-
ification programmes for those who return, 
which can make it difficult for returnees to 
find employment commensurate with their 
qualifications.66 Once they have found a job, 
both low- and high-skilled returnees may 
struggle to adapt to Lithuanian work culture. 

•	 The integration of family members is another 
area of concern for returnees. Although the 
Lithuanian government has put certain mea-
sures in place to address the issue, including 
additional language classes to facilitate chil-
dren’s integration, these measures are often 
not available in smaller towns. In these cases, 
facilitation of the integration process is highly 
dependent on the individual efforts of teach-
ers and their willingness to invest additional 
time in this endeavour.67 As a result, parents 
are often forced to invest a significant amount 
of time and money in ensuring that their chil-
dren successfully integrate and do not fall be-
hind in their education. 

•	 Public perceptions of returnees hinder the 
reintegration process and may make return-
ees feel unwelcome. Returnees are often seen 
as having been unable to integrate abroad or 
even as ‘less patriotic’ for having left Lithua-
nia, and must contend with these attitudes in 
public institutions, at work, and sometimes 
even among their friends.68 A recent study 
by the Migration Information Centre also 
shows that public opinion on returnees has 
worsened in light of the COVID-19 pandem-
ic. It should be pointed out, however, that 
the same study indicated that almost 30% of 
those interviewed perceived returnees posi-
tively, with 41% perceiving them neutrally.69
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08
Conclusions and 
recommendations 

Facing an impending demographic crisis and aiming to boost social and economic development, Lithua-
nia has been looking at migration – both the return of its own citizens and the arrival of foreign citizens 
– as a way to boost the country’s human capital (in both quantity and quality). In this context, it has 
focused on returnees, highly qualified workers, and international students as the most in-demand cate-
gories of immigrants. In order to harness the potential of global talent for driving growth and innovation, 
Lithuania has gradually moved towards strategic policy planning in migration, integration, and other 
fields central to talent policy. At this juncture, strengthening the country’s talent management calls for 
building upon existing know-how and good practices to implement, fine-tune, and expand these efforts.

Lithuania will not be able to effectively attract – and just as importantly, keep – sought-after interna-
tional talent without paying attention to all pieces of the puzzle, which together form a comprehensive 
talent ecosystem for recruiting, welcoming, and retaining talent. Thus, recommendations for improv-
ing Lithuania’s talent management cut across the different phases of the TAM framework (attraction, 
reception, integration, reputation, and ecosystem management). Nonetheless, TALENTAS analysis has 
found that Lithuania stands to particularly benefit from strengthened retention and holistic manage-
ment of its talent policy. For this reason, the recommendations below pay special attention to these 
areas of opportunity. The current priority recommendations for Lithuania are as follows:70

A. Increase collaboration across stakeholders, both inside and outside of the government 
setting, to create a more coordinated and comprehensive approach to integration at the 
policy formulation and implementation stages, by:
•	 Establishing a centralised institution responsible for talent policy and implementation of relat-

ed measures, covering both migrants and returnees. This would help to ensure that the range of 
current and new measures that should, in theory, facilitate return and integration effectively do 
indeed achieve this in practice.

•	 Ensuring alignment between national and local policies and actors by, among other actions, pro-
viding a forum for discussion and relationship building to foster communication, information shar-
ing, and collaboration among key actors.
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•	 Developing a clear talent policy strategy that identifies which groups of international talent (and 
their number) can be attracted to Lithuania – who can then be successfully integrated and retained 
to create added value for the country. This strategy should align with immigration and integration 
regulations and programming, as well as marketing campaigns and bilateral cooperation. 

B. Simplify migration processes to make them user-friendly and support national strategic 
goals. Adapting procedures can help realise their potential as a gateway to successful and 
long-term immigration and integration, by: 
•	 Facilitating talent retention via the easing of bureaucratic requirements.
•	 Creating more favourable conditions for HQ workers, and allowing accessibility for a larger group 

of talents, by: 
➜➜ Granting professionals arriving on a regular work TRP similar benefits to those granted a HQ 

work TRP.
➜➜ Easing procedures, such as credential assessment, to simplify the process for highly skilled 

workers.
➜➜ Using a broader definition of HQ work than that currently stipulated in the legal requirements, 

thereby enabling a broader group of highly skilled migrants to be employed through this pathway. 
•	 Aligning wage threshold and qualifications evaluation with labour market realities. 

C. Strengthen data collection and monitoring to enable stakeholders to ensure that policies 
and programmes are both effective and responsive by:
•	 Monitoring the labour market outcomes of migrants to better respond to challenges and barriers 

regarding labour market integration.
•	 Collecting, disaggregating, and analysing a wider range of data on talent, including on the character-

istics of those who move, such as their occupation and other socio-economic and demographic traits.
•	 Conducting a comprehensive study of the legal and practical barriers faced by returnees, with the 

aim of strengthening Lithuania’s policy strategy for facilitating returns.  

D. Strengthen the value proposition to more effectively answer the question: Why should 
talent choose Lithuania? This should be done by:
•	 Building on existing ambassador initiatives to increase peer-to-peer recommendations that lead 

to successful attraction.
•	 Promoting Lithuania as a place for both study and work, thereby encouraging students to remain 

in the country following graduation - and reaching them early on with such messaging.

E. Encourage employers to hire returnees while they are still abroad by:
•	 Encouraging employers to be open to the idea of hiring Lithuanian emigrants abroad prior to 

their return and to conducting online interviews. This may be easier at the current point in time, 
since the COVID-19 pandemic has shifted many administrative processes, and work itself, to an 
online setting.

•	 Optimising job matching for returnees. Better facilitation of job matching with a special focus on 
internet-based tools should be considered. 
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•	 Launching a project to brand returnee-responsive employers as ‘diaspora-friendly’, thereby mak-
ing them more attractive to prospective returnees looking for employment opportunities. 

F. Improve the quality and reputation of Lithuanian higher education by:
•	 Implementing quality standards for (international) higher education programmes.
•	 Ensuring that the needs of international students are voiced through their active participation in 

student associations and HEI decision-making processes.
•	 Introducing minimum entry requirements, which can help prevent high rates of study termination 

and course failure by ensuring that those admitted to study are well prepared.

G. Foster a welcoming environment to support (re)integration by:
•	 Engaging in a positive communication strategy on migrants and returnees through highlighting the 

ways in which these groups contribute to the growth and development of the Lithuanian economy 
and benefit local communities, thereby creating a more balanced picture of the situation. 

•	 Offering spaces for networking and socialising in an international environment to help newcomers 
build their networks.

H. Increase spousal and family support as part of efforts to strengthen the focus on 
integration by:
•	 Expanding support for spouses in order to help them to find employment in the local labour mar-

ket and create a community for mutual support. 
•	 Scaling up language classes for family members of returnees and migrants.

I. Improve study-work pathways for international students to boost their retention by:
•	 Easing access to the labour market during studies and after graduation through removing restric-

tions on working during one’s studies and enabling graduates to work while in possession of a TRP 
for job seeking. 

•	 Harnessing collaboration among HEIs, employers, and government actors, such as the Employ-
ment Services or municipalities, to address the major obstacles to employment for international 
students. This might take the form of employment support programmes, informational seminars 
on the labour market, or networking platforms or events.

•	 Expanding career support for students and recent graduates through internship programmes, 
with targeted support for international students, to help students develop skills in line with the 
prevailing demand in the Lithuanian labour market.

•	 Using soft measures such as innovation hubs, hackathons, networking platforms, and events 
to create venues where employers and (foreign) students can meet, network, and develop or ex-
change ideas.

•	 Providing direct support to employers, thereby assisting recruitment and retention through a 
special platform for finding international talent, along with a comprehensive package of training on 
diversity in the workplace and consultations.
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