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ABSTRACT

This paper focuses on the role of women in the current labour market. Its aim is
to demonstrate their unequal position in the both Czech and English workplace and to
show the main reasons causing such situations. It provides the reader with the historical
development of women’s positions in European society mainly focusing on past events
which were the most important for women to become economically active. Next, the
author explains the job segregation according to gender and points out that the division
in the workplace is highly influenced by the separation of roles women and men had in
society. It also gives insight into the theory which explains the underrepresentation of
females in the labour market from the economic point of view and which also stands for
the uneven remuneration of both genders. After this the types of discrimination in the
workplace are discussed more deeply. The last part of this paper is dedicated to the
analysis of the current labour market. There the author compares and contrasts the data
from the Czech Republic and the United Kingdom and confirms that the different
historical development and welfare systems in both countries play a significant role in
the recent representation of the female workforce. The three main reasons for lower
economic activity of women are provided and a bigger impact is given to the analysis of
employment rates of both mothers having dependent children and manageresses.
Finally, to support that the female workforce is still considered as inferior in the Czech

Republic, an interview with an expert on Global Executive Search is represented.

Key words of this paper:
» Gender
» Labour market
» The Czech Republic
» The United Kingdom



ANOTACE

Tato prace se zaméiuje na souCasné postaveni Zen na pracovnim trhu. Jejim
hlavnim cilem je poukézat na nerovnomémé zastoupeni Zen jak v Ceské republice, tak
ve Velké Britanii a ukdzat hlavni pii¢iny, které tuto situaci zpasobuji. Ctendfi je zde
poskytnut ndhled do historického vyvoje utvareni pozice Zeny ve spolecnosti. Pozornost
je vénovana predevsim tém historickym udalostem, jenz piedstavovaly nejvyznamngéjsi
mezniky pro vstup Zen na pracovni trh. Poté se autorka zaméfuje na segregaci
pracovnich pozic podle rodové piisluSnosti a zdiraziiuje, Ze toto rozdéleni vysoce
odrdzi postaveni Zen a muzi ve spole¢nosti. Tato prace se dile zabyva vysvétlenim
teorie, osvétlujici nizsi zaméstnanost Zen z ekonomické perspektivy zaméstnavatele, a
ktera také obhajuje odliSné platové podminky pro obé& pohlavi. Typy diskriminace jsou
zde také detailnéji rozebrdny. Posledni ¢4st této studie se v€nuje analyze soucasné
situace na trhu prace. Autorka zde porovnav4 statistické informace z Ceské republiky a
Velké Britanie, které potvrzuji, Ze historicky vyvoj i socidlni systém doty¢nych stata
zde hraji vyznamnou roli. Ctendf je obeznimen se tiemi zdkladnimi divody, které
vysvétluji niz§i miru ekonomické aktivity Zen. VéEtSi daraz je pak kladen jak na
rozdilnou zaméstnanost matek starajicich se o své potomky, tak na nevyvdZené
zastoupeni Zen ve vySSim managementu. Zavérem expertni interview dokazuje, Ze

Zenska pracovni sila v Ceské republice je stile povazovana za druhotadou.

Kli¢ova slova:

Gender
Pracovni trh
Ceska republika
Velka Britanie
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INTRODUCTION

This paper generally deals with the position of women in the labour market.
After reviewing the development of women’s position in the European society from the
historical point of view, it focuses on the different positions of men and women in the
labour markets particularly in two countries - Great Britain and the Czech Republic. The
main aim of this paper is to show that women were considered as inferior labour forces
which was and still is reflected in the division of the labour market according to the
gender and also in their remuneration. Further, it shows that the position of men and
women in the labour market differs in the Czech Republic and Great Britain.

In the first part, the author examines the development of the position of women
in the European society from the historical perspective. After the basic terms are
explained, the reader becomes familiar with both the possible reasons of how and why
women started to participate in the labour market and with the jobs that were available
for them. It provides the reader with an overview about the main historical steps of
women’s penetration into the labour market and tries to prove that women’s position in
society highly mirrored their position in family.

In the second part, the reader is informed about the job segregation that went
hand in hand with the growing female participation in the labour market. It describes
how the ideology of domesticity was affected by the industrial revolution and then it
provides the reader with the division of the job segregation that is apparent in the
current labour market.

The third part focuses on the way how women were treated concerning the
labour force. Firstly, the reactions of society as well as co-workers are represented.
Secondly, the author describes the protective legislation of the first half of 20" century
and subsequently shows the current intervention of the state. The “Male Breadwinner
model” is examined more deeply. Finally, the paper provides information about the
economic impact on the employers’ choice and more space is given to one of the most
popular economic theory: the Human Capital Theory that also gives the evidence for the

Gender Pay Gap.



The fourth part of this paper introduces the directions of the European Union
against gender discrimination. It generally describes types of these disadvantages
women are facing in their employments and divides them as unlawful and invisible.

Finally, in the fifth part the author analyses the current position of the labour
market in the Czech Republic and Great Britain. It compares and contrasts the statistics
of these two states and proves that the today’s position of women highly reflects their
position in the family in terms of the jobs that are performed by women as well as their
remuneration. Next, to demonstrate the situation in the Czech Republic, the interview
with a head of global Executive Search Company is used. It reveals and represents that

the gender prejudices still exist in the Czech Republic.



1. Female integration from the historical perspective

The integration of women into the waged labour market over the past decades has
represented one of the most profound social and economic changes within the European
economy and society. Female employment is the crucial key for increasing European
employment rate. Yet the inequality between men and women in the labour market is
still apparent. Women are confined to low — status jobs, their jobs are restricted mainly
to so-called feminized sectors and what’s more, their remuneration is usually not
adequate to men’s (The Bulletin on Women and Employment in the EU, 1996, p. 11).

Thus, the gender topic became a hot issue of the last century and the equality of
genders has been set as an eminent goal of European societies. To get more educated
people who are able to deal with this problem gender, studies started to be taught at
universities. According to Jifina Siklova (1999, p- 90) gender studies is a scientific
discipline monitoring various social and cultural differences of men and women in the
society, in the present as well as in the past. It works with two main terms: sex and
gender. Siklovéd (1999, p. 10) and Val Balding (2000, p.15) agreed on the following
definitions of these two concepts:

Sex refers to anatomical and physiological differences between men and women
whereas gender means the socially constructed differences in behaviour, values and
believes. Masculine gender is known as masculinity and a female gender is known as
femininity.

Disappointments and dissatisfactions of women in the last centuries lead to the
origin of feminist movements all around Europe. These movements and organizations
associated people who were interested in the conditions of women. Between the years
1892-1918 European feministic movements were associated and they formulated three
fundamental questions. Gisela Bock (2007, p.160) describes that the first one dealt with
education, the next question focused on the working environment, the expansion of
vacancies for women and increasing of their wages. Finally, feminist movements were
concerned with civil liberties with regard to the relationship between husband and wife,
including the right for personal income and property. The sense of feminism can be
therefore summarized as the way of women to their rights for determination of their

place in society and developing their personalities.



1.1. Work as a means for independence

As it is evident, women movements were not only interested in political issues.
The second question they were considered with implies that they realized that if a
woman wanted to gain adequate equality she had to make herself free from a man’s
dependence. Marie Cermékova (1999, p. 51) explains the definition of the labour
market as it is an institution that, among others, secures that the labour force has the
possibility to get sources (financial as well as social) to its reproduction. From this
claim it is obvious that participation in the labour market is crucial to become
independent. Linda Abrams (2005, p. 196) supports that work brought women an
alternative identity, the feeling of self-confidence, success and supported the
development of collective women’s subconscious.

To be able to describe the situation in the labour market, the following concepts are
used in this paper (CSU website and Eurfound website):

The labour force or in other words economically active population includes all
people who are aged 15+ and are employed or unemployed.

The employment rate is calculated by dividing the number of persons aged 15 to 64
in employment by the total population of the same age group.

The participation rate is defined as the share of total labour force in the total
number of people aged 15+.

In addition, even more and more companies are aware of the fact that the female
work contributes to society and is useful. Dayle M. Smith (2002, p. 7) confirms that
improving a competitive position in the labour market and enhancing productivity is
one of the motives of companies to make use of men’s and women’s labour skills,

energy and creativity. He adds:

“By creating awareness, identifying specific strategies and changing the culture of
the organizations in which women work, we can inaugurate a new kind of
leadership for the future — leadership in which talent and skill rather than gender,

ethnicity, age, or other traditional factors determine success” (Smith, 2002, p. 7).



1.2. Gender stereotypes

However, women are still considered as an inferior force and are often judged by
gender stereotypes that attribute them characteristics that are not suitable for performing
jobs in the top managements. The gender stereotypes are explained as subjective
prejudices concerning characteristics, opinions and social roles of men and women in
society, family as well as in employment (Zeny a muzi v datech, 2008, p. 86). Hartmunt
Karsten (2006, p. 24-25) points out that women are more emotive, sympathetic and
amiable. On the contrary, he names authoritativeness, strength and cool-headedness as
the main male stereotypes. Thus, a deep-rooted division of family roles between men
and women are based on gender stereotypes and are reflected in the position of women
in the labour market (The Bulletin on Women and Employment in the EU, 1996, p. 3).
Although, the unequal position of women is not caused only by outdated prejudices,
these prejudices are ingrained in most of the factors influencing the current position of
women in the labour market such as different approaches of the state, economic

conditions and social systems.

1.3. The rise of women’s consciousness — historical review

It is not possible to analyze today’s position of women without taking the
historical development into account. Societies all around Europe have been undergoing
enormous changes since the turn of the 19™ and 20™ centuries and these changes are
logically reflected also in the position of women. Female desires for liberation started to
be seen at the end of 19" century. At that time when almost all nations started to fight
for their rights and independence against governments even women started to realize
their inferiority and tried to put their needs across. Women participated and somehow
contributed to every historical event, however, when it was over, their rewards were not
equal to men’s. Napoleon’s wars, the Revolutionary year of 1848 and subsequently
World Wars I and II were events where women showed their abilities and devotions.
Abrams (2005, p. 211) states that during all these disturbances, women stood next to
their husbands “on barricades” and help them in fighting for a better tomorrow but
when the battles finished, women were sent back to their homes. As a consequence, at

that time of many economic and social changes, women started to realize their



inequality to men. This led to the creation of new organizations that supported women’s

rights concerning not only political rights but also equal opportunities in everyday life.

1.4. Napoleon wars

Gisela Bock (2007, p. 50) conveys that during the Napoleon wars women made
the first significant steps on their way for their rights. She further implies that the
French revolution launched women’s consciousness all around Europe. The first
requirements women had were mainly connected to securing their families in that time
of poverty. An example to mention would be the popular women’s march to Versailles
in 1789 to claim there for bread. Later on, as the revolution continued, they started to
claim the same demands concerning civil rights and citizenships as men did. Bock
(2007, p. 57-63) further suggests that in spite of essential involvements of women in the
revolution, they did not gain the same privileges as men. Women were at that time
considered as unequal owing to their dependency and sorrow over their families and

therefore their requests for citizenship and suffrage were not heard at that time.

1.5. The year 1848

The next important historical point for women is the Revolutionary year of 1848.
During these revolutions and national movements in many European countries such as
France, Austria and Habsburk’s monarchy women were symbolized as mothers,
housekeepers and governesses who should teach their descendants the national
languages and traditions. According to Abrams (2005, p. 229) women were considered
as important guards of history in men’s work from which new future should arise. As
Bock (2007, p. 154) supports women were credited for improving the social, political,
cultural and economic situation. And very similar like in Napoleon’s time, this
revolution did not bring women any changes in attitudes. Nevertheless, according to
Abrams (2005, p. 221) this year helped women to realize that only they themselves
were able to express the changes in society in an understandable way and this was the

“foundation stone” for many feminist movements in Europe.



1.6. World Wars

The necessity of economically active women was underpinned during the World
War I and World War II. As Balding (2000, p. 17-18) points out that when the WWI
broke out, 27 million of men from Great Britain, France and Germany (that was almost
60% of the working population) entered the armed forces. Women stayed at homes and
participated in civilian services. Nevertheless, even if women’s main function should
have been motherhood, they had to participate in the labour market. Bock (2007, p.230)
states that women were massively brought from agriculture and households to industry
to replace men. She further argues that women had to face double burdens. Firstly, they
had to participate in demanding jobs and secondly, after all day of heavy working they
had to find enough food for their children (Bock, 2007, p. 231). Abrams (2005, p. 291)
supports this by giving an example from Great Britain where there was a lack of food
due to submarine warfare and the prices of basic food grew by 800 percent. Also the
rationing system was set up and the black market flourished. It was really difficult to
secure the families during these times. On the other hand, thanks to their massive
participation, women realized and felt the feeling of independence again. When the
demobilization after the both wars came and women had to leave their jobs and return to
their homes they became highly disappointed. This brought the origin of a widely
branched net of feminist movements that fought for peace, disarmament of weapons and

the equality of gender (Balding, 2000, p.20).

1.7. The 1960’s

The most significant period of women’s changes in the second half of the 20™
century was the 1960’s. Samuel Cohn (2000, p. 57) refers to this period as “Beatles
theory”. He says that women started to give up their traditional roles and therefore their
increasing labour force participation was a consequence of the female liberation and the
rising of consciousness. Smith (2000, p. 8) adds that the increasing number of women
participating in the labour market was caused by more severe economic conditions as

well as a growing popularity of birth control.



1.8. The communist regime

One of the historical periods which should not be left out is the communist era
which mainly affected Eastern Europe. Even though, Zden€k Kuhn (2007, p. 2) refers to
this period as the equalitarian ideology, he highlights that this meaning was far from its
today’s standards. Communist regime built upon the equalitarian utopia, however the
position of women in the labour market was highly restricted and the division of the
workforce according to the gender stereotypes was promoted. Alena Heitlinger (1993, p.
95) defines this period as “a unity of economic, maternal and political functions.” The
welfare system as well as the social system supported women staying at home, raising
their children, whereas men were considered as the main breadwinners devoting their
entire time to work. Regarding feminist organizations, Sonia Hendrychové (1999, p. 48)
says that the continuity of women movements was put on hold and slowly vanished
from the consciousness of society.

This brief review of the main historical events that influenced the position of
women in society and helped them to leak into the labour market shows that the female
participation was always important and contributory. Nevertheless, when it comes to
divide the credits (in terms of social and citizenship rights), women were not
appreciated. This led to the origin of the feminist movements which were concerned

with women’s questions and helped them to achieve equal opportunities.

2. Job segregation

The previous chapter shows that the position of women in the labour market has
been changing since their position in society started to develop. Their longing for
independence and equal treatment as well as the historical circumstances led to the
increase of female participation in work. This section deals with the division of
occupations between men and women and outlines both the roots of job segregation and

its types.



2.1 The ideology of domesticity

Until the end of the 19th century female work force was mainly connected to
their homes and families. Hence, it is quite difficult to precisely say how many women
had a waged job in the first half of the 19" century. As Bock ( 2007, p. 134) points out
at that time the biggest part of working women were employed as housekeepers or part-
time workers and these jobs were not registered by clerks who did the population
census.

The ideology of domesticity played an important role. This ideology that gave
men and women their specific and strongly divided roles and duties in society was
rooted in everybody’s minds. Women were expected to maintain the house and take
care of children and these types of work were not considered as important. The waged
work prevailed over the domestic labour and therefore the position of a woman and the
value of her work were overshadowed by the work and position of a man (Abrams,
2005, p. 184-185). The ideology of domesticity lasted until the beginning of the
development of the industrial market where the demand for employees and the need of
women for earning their livings led to cross the idea of a woman who is first of all a
mother and a housekeeper.

Balding (2000, p. 1) supports this by noting that women’s work was always
bound to their homes and families. He further names the major duties that were secured
by women : food processing, the making of clothing and tools, carrying water, gathering
wood, keeping the fire burning, caring for domestic animals, selling agricultural or
handmade products in local markets, caring for others, raising children, preparing and
administering remedies and medicines (Balding, 2000, p. 1-2). Therefore, when women
started to participate in the labour market, the main jobs they could perform were those
that corresponded to their home duties. Bock (2007, p. 137) confirms this by noting that

governesses became the symbols of wage-earner women of 19" century.



2.2 The symbols of economical active women in the 19th
century

Governesses reflected the predestined position of women; on the one hand they still
performed work that was suitable for them and on the other hand they earn their living.
However, as Bock (2007, p. 139) argues, this kind of work was poorly paid and
governess were considered as “dependent creatures”.

A totally unique opportunity for women at the end of 19™ century which should be
mentioned is the role of missionaries. During the period of British Empire, there was the
effort to civilize the native inhabitants. Initially, women were sent to colonies to expand
Christianity and to improve the prosperity of the aboriginals. Again, women were
exploited as teachers and housekeepers, governesses and nurses. According to Abrams
(2005, p. 246) women considered this work in colonies as opportunities to build their
disputed carriers. This brought the flow of mainly single British women to the colonies
in Africa and Canada. As a result, missionaries became the guards of the women from
these colonies and fought against slavery and the poor conditions local women had in
their societies. Bock adds (2007, p.162) that this active involvement into political events
gave British women the belief that their position in society was also not equal and the
fights against inequalities in colonies evolved into the crusade for female independence.

The ideology of domesticity was significantly disrupted when the industrial
revolution broke out. With the influx of numerous of factories, many new openings
occurred and the male work force became insufficient. In addition to the women’s need
for independence and the need for a second income to the family budget,
industrialization' was also one of the main reason that brought women in the labour

market.

! Industrialization is a process of economic and social change which shifts the centres of economic
activity onto the focus of work, wages and incomes. Firstly, economic and social activities were
transformed from being based on agriculture and the raw production of natural resources to
manufacturing and to services that were complementary to other activities. Secondly, economic
and social activities shifted from rural and cottage industries to an urban core of industrial pursuits
where production took place under the factory system. Therefore, industrialization brought major
changes in the way society was organized and in the relations among different groups in society
(William L. Marr, 2009).
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According to statistical evidence, the number of working women changed when the
industrial revolution started. The industrial revolution made a significant break between

production and reproduction. As Balding (2000, p. 18) notes:

“ One of main consequence of industrialization was the disappearance of the
family as a unit of production, the separation between productive and
reproductive labour and the displacement of the place of production from the

home to the workshop or factory.”

Bock (2005, p. 139) supports this by saying that a factory girl became a symbol

of an independent women in the first half of the 20th century.

2.3The roots of job segregation

Bringing women to the factories had a great impact on the division of work
according to gender. Abrams (2005, p. 191) claims that the female role was still
connected to the place in their homes which had a significant influence on the division
of work according to gender. Women were therefore mainly employed in textile
industries and food processing industries. In the first half of the 20" century there were
many new openings especially in a totally new sector — services - which has been
feminized since its opening. Women could be found in insurance companies, accounting
departments, retails and mainly in department stores. Abrams (2005, p.192) further
conveys that even machines in factories were divided into those suitable for women and
those suitable for men. Women were employed in positions which were easy and
required patience and accuracy. On the contrary, male jobs were more demanding and
complicated and required longer preparation (Abrams, 2005, p. 192-193). Furthermore,
Cermakova (2000, p.54) adds that a fully feminized job invokes an impression of an
easy and non-important occupation. Examples of such jobs are clerks and teachers in
elementary schools.

Prioritizing of women in positions that were according to gender stereotypes
suitable for them and vice-versa expelling them from the jobs that were dominated by
men resulted in job segregation. The mobilization of women in the workforce is one of

the aspects of feminization of work. Other aspects include the decline of traditionally
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male employment enclaves in agriculture and manufacturing, and the growth of service
sector employment — traditionally the mainstay of female employment (Women at

work: Path to equality, 2008, p. 3).

2.4  The division of job segregation

Even though, women participated in waged work, they still tended to be
employed in jobs that somehow mirrored their role of a mother and a wife and reflected
their general skills — caring for others, accuracy, social and communication skills, etc.
The changes in the labour market are seen as favourable to women since many new
kinds of jobs have been opened, mainly in the tertiary sector. Yet, the division of work
between men and women still prevails. Furthermore, segregation affects the labour
market in ways that often influence women’s employment conditions and career
development possibilities (Women at work: Paths to the equality adds, 2008, p. 3). Zeny
a muzi v datech (2008, p. 88) and Fialova, Spoustovd and Havelkova (2007, p. 45)
agreed on the following division of job segregation:

Horizontal segregation is a division of work between men and women in terms
of sector and occupation. It means that women and men are concentrated in different
occupations and industries.

Vertical segregation represents the differences in the treatment of men and
women in the same or similar job position. These are the burdens and obstacles women
have to face when trying to develop their carriers within one firm. Thanks to the vertical
segregation women tend to hold a lower status and lower rewarded occupations. The

question of gender discrimination is more deeply analyzed later in this paper.

3. The reaction of society

When analyzing women’s work and employment in Europe, several levels, i.e.
social, economic and political, must be taken into account. The social factors have been
discussed in the previous parts. This part focuses on political and economic factors
where the most significant role is played by each state and its intervention into the

labour market.
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3.1  Protective legislation

The state has performed a significant role in women’s employment since they
started to participate in the labour market. Abrams (2005, p. 203) conveys that as the
working population of women grew, their co-workers and trade unions” started to treat
women as competitors and therefore women were expelled to the edge of the labour
market. As a result, the protective legislation was set up. Around the year 1900 each
European country introduced the “affirmative action” that restricted work performance
in many ways. As far as women were concerned, according to new laws, they were not
allowed to work in jobs that were considered as dangerous (Bock, 2007, p.147). The
result of these actions was that women were stopped from being hired to the male jobs
and the simplification of work in jobs labelled as women’s. Abrams (2005, p. 195)
further states that arguments for this protective legislation were mainly held more or
less in terms of morality in the workplace than of health and well-being of working
women. As an example she points out that when the British Government Committee
investigated the situation of women working in mines, their minds were not so occupied
by the physical demandingness of this work then by the immoral behaviour of men and
women under the ground and the inappropriate clothes of women — workers. As a
consequence, the work in mines was prohibited for women (Abrams, 2005, p.196).

As a consequence for the future, protective legislations served to spread the job
segregation according to the gender and supported the idea of patriarchy where a
woman is naturally determined to the reproduction of the family unit and therefore

needs special treatment.

3.2  Intervention of the state

Special treatment for women that was enforced by protective legislation became
rooted in welfare systems very quickly. Women were treated according to their
traditional position in the society and household systems. However, this old view of
women is becoming outdated. The need for women to be economically active is

necessary in today’s society. As the European population is dying out and at the same

2 trade union - an organization of workers, acting collectively, seeking to promote and protect its
mutual interests through collective bargaining (Trades Union Congress, website).
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time the population of women outnumbers the population of men, women are the key
labour force for the future (The Bulletin on Women and Employment in the EU, 1996,
p. 3). Yet progress of a new and more equal contract is slow and uneven across member
states. What is more, Rubery, Smith and Fagan (1999, p. 120) say that this division is
reinforced by state policies concerning the organization of social welfare, which is still
to a great extent based on the “male breadwinner model”. The male breadwinner model
has according to Balding (2000, p. 17) and The Bulletin on Women and Employment in
the EU (1996, p. 3) three modifications as follows:

A Strong male breadwinner state: is characterized by a male breadwinner and a
dependent wife. Men of working age are supposed to devote themselves to their
professional life whereas women are premised to devote their lives to unpaid work in
their households and child bearing. The State intervenes directly to discourage the
professional activity of married women and mothers. In such countries, the tax system
penalizes both unmarried couples as well as dual-earner households. Family policies
encourage childcare in the family through the extended but unpaid parental leave.

A Weak male breadwinner state is based on the idea that every adult of working
age should be economically active or at least should be looking for a job. In this model
version, domestic and family responsibilities are seen as collective. Taxation and benefit
systems are focused on the individual. Economic activity is supported by a paid leave
system, the possibility of part-time jobs, and by childcare provisions.

A modified breadwinner system involves contradictory elements from the two
preceding versions of the male breadwinner system. Basically, it is hard to clearly state
the exact model of state intervention. In the United Kingdom, for example, the almost
total absence of public-funded child-care facilities contradicts the fiscal system which is
based on individual rather than household income.

Rubery, Smith and Fagan (1999, p. 199) highlight that some states play a
significant role in integrating women into the wage labour market through the extension
of public sector employment and services and providing the child-care facilities.
However, this move to meet the changing role of women is rather slow. Other European
states are still retaining the strong male breadwinner welfare system underpinning the
role of a woman as a wife, a mother and a housekeeper. What is more, welfare policies

affect the demand for female labour and how women define themselves — as
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economically active or inactive, and the costs and benefits of their outputs in the labour
market (The Bulletin on Women and Employment in EU, 1996, p.4). Therefore we
assume that the intervention of the state in this matter is essential. Only if the state is
intervening into this issue and securing equal opportunities for both genders, the number

of working people will have the possibility to grow (Balding, 2000, p. 18).

3.3  Economic factor

The unequal representation of men and women also has its explanation from the
economic point of view. One of the theories that were widely discussed in the second
half of the 20™ century was the Human Capital Theory. Balding (2000, p. 20) and
Jonung (1998, p. 53) both agree that according to this theory, the inferior professional
status of women was due to their lower level of qualification. Christina Jonung (1998, p.
53) and Cohn (2000, p. 81) further explains that qualification can be measured
according two types of skills:

Firm general skills are those that are useful for more than one employer. These
skills are generally financed entirely by the worker. The employers are not willing to
pay their employees for these skills because once the employees quit they can use the
skills the previous employer paid for in every future job. Such basic skills are for
example literacy and word processing. Almost every employer relies on the fact that
there are a lot of workers who can read and write and therefore they do not want to pay
extra money for such skills.

Firm specific skills are skills that are highly specific only for one company and
therefore the employer has to share the financing since the employee has no guarantee
of a return on such investments. Once the prospective worker finishes the training, it is
high probability that he\she will stay at the company for a long period of time. Firstly,
he\she has the knowledge of something in which the firm has paid indispensable amount
of money. Secondly, the knowledge is so specific that he\she would not have to find the

use at another employer.

3.4 The Human Capital Theory

Basically, the principle of the Human Capital Theory is based on different

approaches of the employer’s investment behaviour. Women are generally considered to
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be more prone to quitting due to their domestic obligations and therefore the employer
is not willing to fund the special training for them. Blau (1999, p. 17) and Cohn (2000,
p. 123) claim that the intermittent participation of female work force which is caused by
their family duties, reduces their capital in the market. Employers, being aware of the
fact that women interrupt their jobs very often due to maternity leave and tking care of
their children, do not want to invest in training for women that would provide them with
firm-specific skills and make them special and valuable for the company. Furthermore,
employers are reluctant to pay for specific training for women because they are aware of
the fact that when a woman quits, the firm will have to find a new worker and finance
the training again. Jonung (1998, p. 53) adds that the employer wants to maximize the
return of his\her investments and if women have shorter expected job tenures than men,
employers won’t be willing to hire women. Cohn (2000, p. 82) confirms that if this

division of skills is fully implemented women are confined to low-status jobs.

3.5 The Gender Pay Gap

Furthermore, the Human Capital Theory also stands as an explanation of why
women are pay less than men. The Bulletin on Women and Employment (1996, p. 35)
has drawn attention to the recent survey that showed that the continued integration of
women into paid employment over the last decade has had a little affect on their pay in
comparison to men. It states: “Women may have won some jobs in the higher paid
professional employment categories, but women are still overrepresented among low
paid workers” (The Bulletin on Women and Employment, 1996, p. 35). As female
workforce is still considered as less qualified, their remuneration is therefore lower.
What is more, most employers explain that women are paid less due to the fact that the
female wages are the second income to the family budget (The Bulletin on Women and
Employment, 1996, p. 35).

Gender Pay Gap (GPG) is defined as the ratio of the average gross hourly
earnings of female and male paid employees aged 15-64 who work at least 15 hours per
week which covers all sectors and firm sizes of the economy (Zeny a muZi v datech, 2008,
p. 45). Rubery, Smith and Fagan (1999, p. 223-224) adds that the GPG provides
information on gender equality in the labour market. Blau (1999, p. 17) further informs

that:
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“Thus, the human capital model provides a logically consistent explanation for
gender differences in economic outcomes based on the traditional division of
labor in the family. Not only will women earn less, but they will tend to be

located in different occupations.”

On the contrary, the size of GPG in some of the categories does not necessarily
mean discrimination. The differences might be explained by the influence of other
factors, such as different distribution of male and female labour force in different

sectors (Cesky Statisticky Utad, website).

4. Discrimination

The previous chapter explains why women are kept in lower status jobs and
foreshadows the basis of the unequal remuneration. However, the rate of working
women in the EU has been rising and without any doubt, there are many women who
want to build their careers. The following chapter examines the obstructions that make

it impossible for women to develop themselves in their employment.

4.1 Antidiscrimination legislation

The principle of equal opportunities for both sexes stems from the Declaration of
Basic Rights. Declaration of Basic Rights guarantees the basic rights to everybody
without any differences in sex, race, and colour of skin, language, religion and belief. It
further guarantees the right to obtain the resources for everybody’s needs by means of
work. (Promoting Gender Equality, 2002, p. 15)

At the European level, equal opportunities policies have been developed through a
series of Community Action Programmes to protect women against injustice. These
have been aimed at enhancing women’s rights in terms of employment and pay;
promoting equality by means of affirmative action in favour of women; and promoting
female employment through initiatives in education and training, new technologies,
social security, the reconciliation of work and family life (Promoting gender equality,
2002, p. 16).

As the women’s work is seen as a key element for increasing and restructuring

employment within Europe, the European Union includes equal opportunities as the
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fourth pillar of employment policy, along with employability, entrepreneurship and
adaptability (The Bulletin on Women and Employment, 1996, p. 1). The principle of
equality and non-discrimination on grounds of sex plays a fundamental role in
Community law. This has been a driving force in the development of national anti-
discrimination legislation within the Member States of European Union (Promoting
gender equality, 2002, p. 15). To secure the equal treatment for all therefore became a
direction of European Union and all member states are obliged to incorporate this policy
to their legislations. Unfortunately the way of incorporation is rather slow and differs
from state to state. It is important to mention, that the Czech Republic is tha last country
of the EU which has not approved the anti-discrimination legislatin yet (Alexandra

Jachova Dolezalova, 2009).

4.2  Types of discrimination

Firstly, this part deals with unlawful discrimination. As Ivana Spoustova (2007, p.

4) explains, discrimination is any situation in whichn one person is treated in a different
way than other people only because of his/her belonging to particular group or category.
As far as the working environment is concerned, this implies that discrimination against
women involves any difference, exclusion or restriction on the grounds of being to a
woman. Jonung (1998, p. 53) adds that discrimination affects people with equal
productive capacities. Further, discrimination because of gender, marital status,
pregnancy and gender reassignment is unlawful in all European countries except the
Czech Republic.

According to European law discrimination at the workplace is divided into 4
types (Directgov website):

Direct discrimination happens when an employer treats an employee less
favourably because of their gender or marital status.

Indirect discrimination is when a condition that disadvantages one group of
people more than another is applied to a job.

Harassment means offensive or intimidating behaviour — for example sexist
behaviour which aims to humiliate, undermine or injure its target.

Finally, victimization means treating somebody less favourably than others

because they tried to make a discrimination complaint.
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Secondly, besides this unlawful discrimination there are also other obstacles that
affect women in performing their jobs. This invisible burden which hinders women to
get promoted or to be hired to top levesl management is generally called A Glass
Ceiling. Smith (2000, p. 11) and Zeny a muZi v datech (2008, p. 88) explains it as an
artificial barrier which prevents individuals from advancing within their own
organization despite their qualifications. Workers hit the ceiling when it seems to them
that they cannot rise any further in the organization. The ceiling is apparent to them

however, it is invisible to the management of the corporation.

5. The research on the current situation in the labour market

In the previous parts of this paper, the main reasons of women’s
underrepresentation in the labour market are discussed. Historical events, welfare
systems as well as economic conditions foreshadow that women were and are still
treated as an inferior labour force mainly due to their household duties and
responsibilities. We assume that men were and more or less still are considered as the
main breadwinners and thus in the following part of this paper we focus on analysing
the current position of women in society. We study the relevant statistics of the Czech
Republic and Great Britain and discuss the real reason causing the difference in
economic activities of men and women. These findings are also compared and
contrasted with the results of the expert interview which analyses the situation of the

Czech labour market and female role in it.

5.1 Research methodology

To find out the current representation of women’s the workforce, our research is
based on a grounded theory. The grounded theory indicates the research strategy and the
way of data analysis. Jan Hendl (2005, p. 125) further explains that it provides the
researcher with explicit procedures for qualitative data analysis which helps to create
the theory that is grounded in the data collected during the study.

In our research we work with content analysis and an expert interview described

below.
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5.1.1 Content analysis

As the first tool, content analysis is used. Content analysis belongs to both
qualitative and quantitative researches. It can work with all kinds of documents —
written or otherwise recorded — and analyses them from various aspects. According to
Jan Hendl (2005, p. 132) its main advantages are the possibility of using various
documents and externality of data.

In our case, to find out the actual representation of women in the labour market
in the Czech Republic and Great Britain we examine statistics from Cesky statisticky
arad, Office for National Statistics, UniversitiesUK and Eurostat. Our research shows
the current representation of women and men in the labour market. Subsequently, it
reveals the main causes of women’s economic inactivity and represents the sectors
where women are underrepresented in and also to the contrary, where they are
overrepresented. A bigger emphasis is given to managerial positions. Next, the overall

remuneration of women and men is compared.

5.1.2 Expert interview

The other tool we use in this paper is an expert interview. According to Hendl
(2005, p. 173), this tool consists of carefully compiled questions that should serve to
find out the exact answers for topics that which are determined in advance. The effect of
the interviewee on the quality of the research is therefore minimalized. On the other
hand, he points out (2005, p. 174) that the limitation on the topics given in advance
might also be a disadvantage as the interviewee’s answers are restricted. The main
target of this tool is to intercept and subsequently analyse the knowledge of a person
who is an expert in the given field and use these findings for other purposes.

In our case, the semi-structured interview with a head of Baloun, J.C. &
Rosehill, Global Executive Search Company, Ing. Vaclav Baloun was made to analyse
the situation of women from the employer’s point of view and to describe the overall
environment of the Czech labour market. The interview took place in Prague 6 in the
main office of Mr. Véclav Baloun. It took approximately one hour. The whole interview
consisted of 21 questions was recorded and subsequently transcribed (see appendix 1).

Baloun, J.C. & Rosehill is a company in which the main target is to find the right

candidate for its clients. So called Global Executive Search focuses mainly on looking
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for managers and putting them into executive departments of the companies. Baloun,
J.C. & Rosehill was initialy a part of Boyden which was the first firm dealing with such

a bussiness.

5.2  Employment rates of the Czech Republic and Great
Britain

When analyzing the Czech and English labour markets, different historical as
well as economical developments must be taken into account. While the communist
regime ruled in the Czech Republic, democracy was evolving in the UK. This brought
much distinctness to the economic systems. Mr. Baloun confirms that the end of the
communist regime in the Czech Republic changed everybody’s lives. He says that the
transmission to the free market economy opened lots of new kinds of positions and that
the competitive environment altered the approaches of both employers and employees.
Additionally, according to Mr. Baloun, people today are building their carriers more
often (appendix 1, questions 2 and 4). However, as we can see from the following
statistics, the number of Czech employees has been going down whereas the numbers
are growing in the UK. We assume that the new establishment in the Czech Republic is
the main reason for the instability in the labour market in the late 1990’s which, as it is
further proved, is slowly becoming steady.

The resident population of the UK was 60 975 000 in 2006. From that there was
13 863,9 thousand of economically active women and 16 068,9 economically active
men (Office for National Statistics website). Economic activity rates were therefore
69,2 % for women and 82,1 % for men. When looking at the previous years we found
out that at the employment rate for men aged 25 increased from 80 per cent in 1992 to
83 per cent in 2006. More strikingly, employment rates for women aged 25 rose up
from 67 per cent to 76 per cent over the same period (see graph 1).

On the contrary, the employment rate was slightly decreasing in the Czech
Republic. In 2006 there was 10 266 646 inhabitants — 5 026 184 men and 5 261 005
women, from which there was 2 911,0 of economically active men and 2 288,4 of
economically active women in the Czech Republic (CSU website). The economic
activity rate of women was 62,3 % and 78,3 % of men (see graph 1). As all people had

to have jobs before the year 1989, after the Velvet Revolution that ended the communist
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regime in the Czech Republic, the number of people employed slowly decreased. We
assume that this decreasing tendency was caused by the fact that many of employed
people were performing jobs involuntarily and therefore they quit as soon as they could.
From graph 1 is evident that the employment rate of women went down by 2,7 % from
1992 to 2006. The employment rate of men behaved alike. It decreases by 9,1 % over

the same period.

Graph 1
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5.3 Employment rates are higher for men in both countries

When comparing the overall employment rates of respective countries we found
out that the apparent dissimilarity appears especially in the uneven representation of the
male and female workforce. The participation rates of women are lower than that of
men in both countries.

Accurately, the employment rate of men in the Czech Republic is by 16 %
higher than that of women. Regarding the UK, the male participation rate is higher by
12,9 %. The fact that women are less employed than men is further highlighted by Mr.
Baloun. He usually finds jobs for 20 candidates per a year from that there are
approximately only one third of women (appendix 1, question 21).

As we foreshadow in the first part of this paper, it is evident that this inequality

is one of the most serious problem in the European Union and much effort has been
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made to solve it. Therefore, we focus on the main reasons that are causing such
situation. Eurofound and Cesky statisticky tfad imply the three following reasons for

women’s lower participation in the labour market.

5.3.1 Retirement

The first reason for female lower economic activity in both countries, Eurostat
and CSU indicate retirement. As women retire at a younger age than men do, their
participation rate at the age of 55-59 is much lower than men’s. Since the Czech as well
as the British population is aging, there is a bigger impact being put put on solving this
situation.

The Czech government therefore changed the rules for retirement in 1996 when
men retired at the age of 60 and women at the age of 53 — 57, depending on the number
of children they have. From this year on men have had to add for every calendar year
two extra calendar months and women have had to add for every calendar year 4 extra
calendar months. This helped to increase the number of economically active women at
the age of 55 — 59. As it can be seen from table 2, the participation rate grew from 32,6
% in 2000 to 51,1 % in 2006. The participation rate of men of the same age was 75,8 %
in 2000 and 83,2 % in 2006. This trend seems to be positive for female employment and

in addition, its tendency is to go on in increasing.

Table 2:
PARTICIPATION RATE (%) in the Czech Republic
year 2000 2001 2002 2003 2004 2005 2006
women 55-59 32,6 33,3 37,7 42 1 45,5 49 51,1
men 55-59 75,8 76,9 79,5 80 81,4 82,8 83,2

Source: Cesky statisticky tifad, 2007

Office for National Statistics of the UK (National Statistics website) reveals that
the employment rates of men and women aged between 50 and state pension age (60
years) in Great Britain were 72 per cent and 68 per cent respectively in spring 2006.
These higher numbers can be explained by the higher age limits of retirement in the UK.
Men retire at the age of 65 and women at the age of 60.

These facts show that older people tend to be more often unemployed. What is

more, the situation is even worse for elderly women. In the UK the number is higher for
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men by 4 % and in the Czech RepublicZ by 32,1 %. These facts imply that the
participation rate of older women is much higher in the UK than in the Czech Republic.
We assume that it is caused mainly because of the different social policies of both
countries.

Even Mr. Baloun in his answer number 12 points out that as far as equality in the
workplace is concerned; the elderly people are facing the biggest problems. As he

follows, people reaching retirement find it more difficult to find a new job (appendix 1).

5.3.2 Education
On the contrary, not only do older women tend to be less economically active

but also the employment rate of their younger counterparts is markedly lower than
men’s. In the first part of the paper we show that this situation might be explained by
the so called Human Capital Theory. Blau (1999, p. 17) and Cohn (2000, p. 123)
supported the idea that the inferior position of women in the labour market is, from the
economic point of view, influenced by their lower qualification. In other words,
employers tend to employ more men because they are aware of the fact that if they
employ a woman, they will have to finance her further education or training.
Surprisingly, as it turns out, girls outnumber boys at universities in both countries and

therefore the theory is not applicable here.

5.3.2.1. The educational rate is higher for women

In the academic year 2006/2007 there were overall 323 765 students at the
Czech universities, out of which were 171 044 girls and 152 721 were boys. Concerning
higher technical schools, the girl’s education rate is also higher. From the total number
of pupils in the academic year 2006/2007 there were 19 788 girls and only 7 862 boys
(Number of students at universities in academic year 2006\07 in the CZ, appendix 2).

Looking at statistics of the UK, we find out that female students outnumber
males in all of the modes and all levels as well. In 2006 there were 1 433 035 full-time
students at English universities, from which there were 787 300 girls and 645 740 boys
(Enrolments by level and gender in the UK, 2005/06, appendix 3).
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From these evidences it is obvious that the Human Capital Theory cannot be
implemented here since the number of women attending tertiary education and
subsequently graduated in 2007 is much higher than men’s. This means that female
qualification cannot be considered to be lower than that of men.

Nevertheless, this high participation of women in education explains their lower
level of labour force at the respective age. Looking at Participation rate (%) in the
Czech Repubic, the representation of women aged 20-24 in the labour market has been
decreasing since 2000 from 61, 8 % down to 50,1 % in 2006 as their participation in
tertiary education has been increasing (see appendix 4). The participation of men in the
labour market of the same age has the same descending tendency; however the number
is considerably higher — from 79, 4 % in 2000 down to 63, 7 % in 2006 (see appendix
4).

5.3.2.2 The higher education, the lower is the unemployment rate

These statistics prove that the qualification of women cannot be considered as
the reason for their inferior position in the labour market as the number of educated
women is higher than that of men. Nevertheless, education influences the labour market
in the following way.

A correlation emerges between the level of qualification and labour market
participation: the higher the educational attainment, the higher the employment rate.
Unemployment rate (%) by educational attainment in the Czech Republic in 2006 gives
the evidence that the higher education level women have the lower the unemployment
rate is (see appendix 5). The unemployment rate of Czech men with secondary
education with General Certificate of Secondary Education (GCSE) in 2006 was 3, 5 %
whereas unemployment rate of Czech women with the same level of education was 6,1
%. When comparing the data of the unemployment rate of men and women with
university education we find out that the men’s rate was only 0,5% lower than female’s
- 2,2 9% for men, 2,7 % for women - (see appendix 5).

The situation is similar in the UK as well. The higher the educational attainment
of workers is, the more equal the unemployment rate is. What is more, when analyzing
Unemployment rates (%) by qualification and gender in the UK, we find out that there

was even higher unemployment rate of men with secondary education with GCSE in
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2006 — unemployment rate of men was 7,5 % comparing to 5,4 % of women (see
appendix 6).
Eurofound (2007, p. 5) further points out that as the qualification level of women

is increasing, female employment rates are also expected to rise in the near future.

5.3.3 Family responsibilities

The third cause of women’s higher economical inactivity is according to CSU
and Eurofound is their family duties and childcare (CSU website and Eurofound
website). We assume that the permanent connection of women to their households is the
main and the most serious problem. The survey hold in 2006 states that 3% of women in
the 15-24 age group, 10,1% in the 15-54 age group and 9,7% in the 55-64 age group
indicated that family responsibilities were the main reasons for them being
economically inactive (Working in Europe: Gender differences, 2008, p. 4).

The fourth European Working Conditions Survey confirms the unequal division
of household responsibilities by revealing that working women in the EU in 2005 still
spend three hours on unpaid work in the home - on domestic work or caring
responsibilities, for every one hour spent by men (Women at work: Path to equality,
2008, p.1). From this it is evident that overall men are considered as the main
breadwinners and therefore they dedicate their entire time to earning money whereas
women have to divide their time to both house work and employment.

This fact is also supported by Mr. Baloun. His answer to question 10 reveals that
his clients mostly prefer men when looking for new employees (appendix 1). He
explains it by stating that there is a general bias in society which gives women and men
their specific roles. As we can see from question 8, women are generally connected with
household duties and responsibilities and motherhood and therefore they are considered

not to be so devoted to their jobs (appendix 1).

5.3.3.1 Lower employment rate of mothers
Furthermore, differences are apparent according to the number of children
women have. The employment rate of mothers in the Czech Republic as well as in Great

Britain is considerably lower than that of men. At the end of 2005, according to the
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International survey - employment rates of women in CZ aged 20-49 with one child was
65,4 % to 91,4 % of men at the same age (see appendix 7). A similar situation was in
the UK, where only 71,2 % of women were economically active to 89,9 % of men. In
addition, the employment rate is lowering as the number of children is growing. The
employment rate of women aged 20-49 with 3 or more children in Czech Republic was
31,3 % in 2005 comparing with 84,8 % of men at the same age. This prominent
difference is also in the UK. Only 44,6 % of women having 3 or more children were
employed in 2005 comparing to 85,9 % of men (see also appendix 7).

When contrasting the Czech Republic and Great Britain, from the International
survey - employment rates of women in CZ aged 20-49 with one child it is evident that
the participation of mothers with dependent children in the labour market is higher in
the UK then in the Czech Republic (see also appendix 7). As it has been discussed
previously, the welfare system as well as the historical background in each state plays a
significant role. The historical background has been already discussed and the welfare

system is examined in the following part.

5.3.3.2 British mothers are more encouraged to work

While the communist regime ruled in the Czech Republic for almost 40 years,
the capitalism was developing in the UK. This conveyed that the strong breadwinner
system is rooted in the Czech Republic, where the Czech government plays a significant
role in supporting families with babies by means of social security benefits for mothers.
Mr. Baloun also confirms this when answering question 2 (see appendix 1). This broad
intervention of the state lead to the fact that a woman was supported to stay with her
children at home, whereas a man was considered as the main breadwinner being
encouraged to work as much as possible to secure his family. As we can see from the
statistics showing the participation rates of both genders in the Czech Republic, women
tend to be considerably less employed then men (CSU website).

On the contrary, the UK has a modified breadwinner system that is specific to
focusing more on individuals than on families and therefore British women are more
forced to participate in the labour market more than Czech women.

To prove that men are more often considered as the main breadwinners in Czech

Republic then in the UK, table 3 is provided. It presents the international survey of
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involuntary fixed-term contracts of employment comparing the years 2000 and 2005.
The fixed-term contracts serve to retain workers economically active only for temporal
period of time (Working in Europe: gender differences, 2008, p.5). As it can be seen
from table 3, this type of contract is widely used by women. We assume that such a
situation is caused by the fact that women are considered to be more quit-prone because
of maternity leave and expected child duties and responsibilities. Recruiting of women
on the fixed-term contract work therefore creates a certain gender bias. The number of
women being involuntarily employed on a fixed-term basis is increasing from 3,7 % to
6,3 % in the Cyech Republic. Whereas the number of women in the same category in
the UK is decreasing from 2,0 % to 1,2 %. Surprisingly, the number of men being

employed on fixed-term basis is even higher than that of women in the UK.

Table 3
Involuntary fixed-term contracts (% of women / men employees)
women men
country / year 2000 2005 2000 2005
Czech Republic 3,7 6,3 29 5,3
Great Britain 2,0 1,2 2,2 1,6

Source: Eurostat, 2007

What is more, when we put questions number 5 and 8 about the situation in the
Czech Republic to Mr. Baloun, he confirmed that most of his clients who are employers
treat a woman as the main domestic keeper and therefore they suppose that she usually
puts her husband’s carrier at the first place. Apparently, these facts imply that Czech
women are still mainly connected to taking care of their households and therefore they
are considered as an inferior labour force. Mr. Baloun also confirms that the strong
breadwinner system is still embedded in the minds of Czech employers as most of his
clients usually request a man for the new position. In questions 10 and 11 we find out
that the employer is willing to consider female force in their managements usually only

when Mr. Baloun suggests such a posibillity (see appendix 1).

5.4  Division of labour market according to gender

The gender bias is also seen when looking at the largest economic sectors that

employ men and women. The ideology of domesticity and gender stereotyping which
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we speak about in the first part of this paper seem to be reflected in the current position
of women in the labour market. Next, the following statistics prove that the horizontal
as well as the vertical segregation which we also discuss in this paper is present in both
countries. Mr. Baloun supports the uneven representation of men and women by giving

evidences from his own experiences.

5.4.1 Women outnumber men in the tertiary sector

International survey — employment by selected branches of Women and Men
shows that women are employed in jobs that mirrored their position in families (see
appendix 7). In the Czech Republic, 70,2 % of economically active women are
employed in services comparing with only 45,7 % of men. On the other hand, the
industrial sector and agriculture are dominated by men. 49,8 % of economically active
men and only 27% of women are employed in industry and 4,5 % of men and 2,8 % of
women are employed in agriculture. Appendix 7 further implies that this division is
almost the same in Great Britain as well. Women are overrepresented in office services
while men are mainly employed in industry and agriculture. 89,9 % of women are
employed in services. On the contrary, the lower representation of women is noted in
agriculture — only 0,7 %.

In a more detailed analysis, Working in Europe: Gender differences (2008, p. 9)
reveals that more than 60% of all women active in the labour market in the European
Union in 2005 are concentrated in only 6 out of the 62 economic sectors. These are:
healthcare and social services (17,2 %), retail trade (12,5 %), education (11,4 %), public
administration (7,3 %), business activities (7,3 %) and hotels and restaurants (5,1 %).

Even Mr. Baloun supports the idea of domesticity and refers to gender
stereotyping. We asked him to what kind of jobs his clients usually employe women and
find out that the biggest representation of manageress’s is in Public Relation (PR),
Human Resources (HR), Customer Services (CS) and Production Reviewing (PDR). He
connects this division with the natural characteristics of women (see appendix 1,
question 6). According to Mr. Baloun, women are preferred in jobs that require
patience, social perception, sensitiveness and custody. These characteristics are mainly
used in HR, PR and CS where women have to face other people’s problems. Female’s

accuracy is mainly used in PDR (see appendix 1, question 8).
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5.4.2 Girls tend to study different subjects then boys

The fact that the gender stereotyping is deep-rooted in the consciousness of
European societies is also seen from the statistics showing the preferences which boys
and girls have when choosing their field of study. Girls are generally more interested in
social sciences whereas boys have a special liking for technical sciences (Women at
work: Path to equality supports, 2008, p. 3). An International survey — science and
technology graduates shows that the number of men graduated in science and
technology in 2005 was more than twice higher than that of women in the Czech
Republic as well as in Great Britain (see appendix 8). Thes evidence support the gender
stereotyping that was discussed in the first part of this paper. Different preferences of
boys and girls remain till their adulthood and influence their future carrier path. These
evidences imply that the positions of men and women are sharply divided in the society

which is also reflected in the division of the labour market.

5.4.3 The UK has more manageress
Not only horizontal segregation but also vertical segregation is demonstrable here.
As it has been already explained in the first part, vertical segregation covers all
obstacles that prevent women from promoting within one firm and that keeps them in
lower-status jobs. Women at work: Path to equality (2008, p. 3) highlights that only

35% of working women in Europe are employed in managerial positions.

Graph 4: Proportion of female managers by country (%)
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As graph 4 shows, the amount of female managers in the total number of
managers in 2005 in the CZ were 30,3 % comparing to 34,5 % in the UK. These
numbers supports the fact that the equal integration of women into the labour market is
more spread in the UK then in the Czech Republic.

The situation in the Czech Republic is further underpinned by Mr. Baloun. In his
answer to question 21 he conveys that from the total number of managers he placed per
a year, which was approximately 20 people, there only one third are women. The
reasons for such a situation have been already mentioned as well. The different welfare
systems and historical developments play significant roles. Mr. Baloun again refers to
the bread winner system which mainly connected women with lower positions due to

their family responsibilities (appendix 1, questions 5 and 8).

5.5 Unequal conditions in the labour market

In the first part of this paper we outline the reasons for the integration of women
to the workplace which is mainly supported by he European Union. The necessity of
economically active women is also highlined by Mr. Baloun when responding to
question number 9. He states that the female element is useful and essential in all kinds
of jobs as well as managements (appendix 1). However, obstacles which hinder women
to improve themselves still exist. In the following part we focus on the two most

significant of obstacles which are: remuneration and sexual harassment.

5.5.1 GPGis lower in the CZ

As we have already mentioned, the Gender Pay Gap (GPG) stands as the main
indicator of female equality in the labour market. When comparing data from Eurostat,
we find out that women in the Czech Republic earned by 0.66 EUR less then men in
2005 (see appendix 9). This means that the GPG equals 21,2 %.

Surprisingly, the GPG is even higher in the UK. Even-though women are
encouraged more to participate in the labour market in the UK, their remuneration is
much lower than that of men. The average hourly wage of females is 15,00EUR
whereas men earn 20,60 EUR per an hour (see also appendix 9). This makes the GPG
27,2 % which is by 6 % more than in the Czech Republic.
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As Mr. Baloun admits, the average salary that is offered to men by his clients is
usually 20 % higher than that offered to women for the same job (appendix 1, question
15).

From this evidence we assume that the female work force is still underestimated
in both countries. In addition, the inequality in remuneration is more apparent in the
UK.

5.5.2 Sexual harassment

Finally, when speaking of the inequality women are facing in the labour market,
we also have to focus on discrimination. However this is a widely discussed issue, there
are not many statistics about it. What is more, the Czech Republic is the last country of
all European members who has not approved the anti-discrimination legislation yet
(Janochova Dolezalova, 2009). As there is deficient statistical information on this topic
we only present the core information from the interview with Mr. Baloun.

When responding to questions 12 - 14, he confirms that it is virtully impossible
to prove such inadequate behaviour in the workplace. What is more, he adds that when a
woman is somehow discriminated she finds it very difficult or maybe even
embarrassing to admit it. Next, he states that the most frequent type of discrimination he
has encountered during his carrier is sexual harassment and argues that “gentle

harassment” belongs to the Czech culture (appendix 1).
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CONCLUSION

Gender topic is becoming a hot issue throughout Europe and the role of the
modern woman has been revised to maximize the economic output of population.
Therefore, this paper gives the theoretical and practical insight into this matter.

According to the inducted findings we can confirm that the role of women is still
influenced by gender stereotypes that present women as housekeepers whereas men are
considered as the main breadwinners. Not only are both Czech and British governments
aware of the necessity of economically active women but also the managements of
companies are trying to increase the representation of the female workforce.
Nevertheless, the employment rate of women is still considerably lower than that of
men. Furthermore, women have to face various discriminations in the workplace which
is difficult to detect and subsequently get rid of it. Additionally, differences vary from
state to state. When comparing the Czech and the British labour markets we found out
that there are more employed women in the UK but still the number is lower than that of
men. The main factors that influence the representation of women in the workplace are
age, education and their family duties and responsibilities.

Both governments attempt to increase the participation rates of elderly women
by altering the social systems which enable women to retire at a later age. The
participation rate of women aged 55-59 increased by 18,2 % from 2000 to 2006 in the
Czech Republic as the retirement age was shifted from 55 years to approximately 60
years. Older people in the UK retire at the age of 60 which is the main reason for a
higher participation rate of women in the same category. The rate was 68 % in the UK
comparing to 51,1% in the Czech Republic in 2006. Thus, this trend seems to be
positive for female employment.

From the numbers of women attending higher or university education it is
apparent that this factor is also improving. Female students outnumber their male
counterparts in the both countries and therefore lower qualification of women cannot be
considered as the main reason for their lower employments rates. Firstly, the Human
Capital Theory suggests that the inferior position of women is caused by their lack of
qualifications and employers are not willing to hire women due to the fact that they

would have to finance their continued education. The evidences presented in this paper
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reveal that the number of women attending university education and who subsequently
graduated in 2007 is much higher than that of men’s. Nonetheless, these statistics
therefore explain the lower participation rate of women aged from 20 to 24.
Furthermore, when we examined the topic of education more deeply we discovered that
the level of qualification is the main factor for the decreasing of the female
unemployment rate. The higher the education level is the lower is both the
unemployment rate of workers and also the difference between men and women
connected to this rate. In the Czech Republic, the respective rate is only 0,5 % higher
for women with university education whereas in the UK there were even more
unemployed men in 2006 — the rate was 2,1 % lower for women of the same category.
Next, the key reason of the imbalanced situation is related to family duties and
these responsibilities are the biggest burden that hinder female workforce from
becoming equal to males. Not only is this implied from the statistical facts showing a
considerably lower employment rate of women with dependent children but also the
employers’ attitudes prove that the role of a woman is largely connected to taking care
of children and domestic duties. We proved this by showing the statistical data related
to the employment rate of mothers with dependent children. In both countries the
participation rates for mothers with at least one child are much lower than that of men at
the same age (65,4 % to 91,4 % in the Czech Republic and 71,2 % to 89,9 % in the
UK). When looking at this data the prominent differences occur between The Czech
Republic and Great Britain. We assume that the chief causes for such situations are
unlike both the historical development as well as the welfare systems. The strong bread
winner system is deep-rooted in the Czech Republic which was highly supported during
the communist regime and which still considers men as the main earners while wives
and mothers are more encouraged to stay at home with their children. On the contrary,
the modified bread winner system is spread in the UK which means that the social and
welfare systems are more focused on individuals than on families. Therefore women are
better forced to participate in the labour market. This finding was proved by showing
the number of women being involuntarily employed on the fixed-term contracts which
increased from 3,7 % to 6,3 % in the Czech Republic between the years 2000 and 2005.
In contrast, the number of women in the same category in the UK is decreasing from 2,0

% to 1,2 %.
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Women’s positions in the family and in society are also reflected in the division
of jobs according to gender. The female workforce tends to be used primarily in such
jobs which deal with caring for others, communication with clients or representing the
firm, mainly in Human Resources, Public Relations and Customer Services. We found
out that in the Czech Republic, 70,2 % of economically active women are employed in
service jobs comparing with only 45,7 % of men. On the other hand, the industrial
sector and agriculture are dominated by men. 49,8 % of economically active men and
only 27 % of women are employed in industry and 4,5 % of men and 2,8 % of women
are employed in agriculture. Even though Great Britain has higher numbers of
economically active women, they tend to be employed in separated sectors than men as
well. 89,9 % of English women are employed in services while the lowest
representation of women is noted in agriculture — only 0,7%.

Next, the inferiority of women in the workplace is further undermined by an
uneven distribution of men and women in managerial positions. The main controlling
positions are still dominated by men due to the fact that only 30,3 % in the Czech
Republic and 34,5 % in the UK of all managerial jobs are performed by women. Job
segregation is further demonstrated by the preferences girls and boys have when
choosing their higher education. Girls tend to study social sciences whereas boys are
inclined to study technical sciences. In both countries the number of men graduated in
science and technology in 2005 is more than twice as high as women.

Finally, we examine the problems women have to face when performing their
work. Firstly, the research reveals that female jobs are generally considered as less
valued. In both countries, women earn less than men. Surprisingly, the Gender Pay Gap
is even higher by 6 % in the UK. Secondly, we slightly discuss the problem of
discrimination on the basis of gender. We found out that sexual harassment is the most
frequent type of discrimination and what is more, it is more or less considered as
“natural” in the Czech setting.

In conclusion, the research proves that the role of women in the current labour
markets in the Czech Republic as well as in Great Britain chiefly reflects their position
in the family. Even though the participation rates of English women are higher than that
of Czech women, the female workforce tends to be segregated to separate sectors and

more importantly it is less valued in both countries. To overcome the prejudices that
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women are less effective workforces due to their prospective family duties and
responsibilities we would suggest that the necessary step for improving the situation is
to enable women to consolidate their work with duties and responsibilities related to
their homes in terms of establishing accessible child care facilities, offering flexible

working hours or shared positions and supporting the mentoring programmes.
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RESUME

Tématem této bakaldiské price je role Zeny na soucastném pracovnim trhu.
Zamérem je poukdzat na genderové rozdily, které jsou v této oblasti znatelné jak v
Ceské republice, tak ve Velké Britanii. Zatimco prvni ¢ast se zabyva vyvojem Zen na
pracovnim trhu z historické perspektivy, budovanim jejich postaveni ve spolecnosti a
reakcemi, jeZ byly v Evrop€ vyvoldny po masivnim vstupu Zen do zaméstndni, druhd
¢ast poskytuje Ctenafi ndhled do soucastnych statistickych dat odhalujici hlavni pficiny
niz$i miry zaméstnanosti Zen a podrobnéji je analyzuje. V neposledni fad¢ zde autorka
zminuje i nejcasté)si prekazky, jakym jsou Zeny na pracovisti vystavovany.

V tvodu této studie jsou objasnény hlavni diivody Zenské integrace na pracovni
trh a ndsledn¢ vymezeny zdkladni teoretické pojmy. JelikoZ problém Zenské
zamestnanosti predstavuje jeden z klicovych piliti Evropské unie, je mu vénovana ¢im
dal tim vétsi pozornost ve vSech jejich Clenskych stitech. V této préaci proto nechybi i
popis vzniku a vyvoje feministickych hnuti. Autorka zdaraznuje, Ze zdkladnim
kamenem rovnoprivnosti je predeviim ekonomickd sob&staénost jedinct. Zenskd
uvédomeélost rostla s kazdou historickou udélosti, ve které Zeny participovaly, ale
bohuZel se jim nedostalo stejnych odmén jako muzam.

V dal8i ¢éasti prace jsou z tohoto divodu zminény nejdaleZzitéjsi historické
uddlosti prispivajici k utvateni Zenskych organizaci. Pti napoleonskych vélkach, béhem
Revoluc¢niho roku 1848, ale i za Prvni a Druhé svétové véalky se Zeny zapojovaly
spolecné s muzi, ale bohuzel, pokazdé kdyZz boje pominuly, neziskaly stejnd préva.
Jedno z nejvyznamnéjSich obdobi dvacatého stoleti proto ztélesniovala 1éta Sedesatd, kdy
podle historikti dochazelo k upousténi od tradicniho rozdé€leni roli ve spolecnosti.
Zenskd zaméstnanost proto zalala vyrazné rast. Minulé stoleti viak neskryvalo pouze
zvraty klepSim vyhlidkdm. Komunisticky rezim, ktery vladl v druhé poloviné
dvacatého stoleti ve velké casti vychodni Evropy, vyrazné zpomalil vyvoj Zenské
otazky. 1 pres to, Ze béhem této doby byla propagovédna absolutni rovnost, Zena byla
opét vetsinou spojovana se stardnim se o rodinu a o domécnost a na jeji pracovni rust
nebyl bran velky zietel.

I pres rizné prekdzky se vSak Zenskd zaméstnanost rozrastala, a proto je dalsi

kapitola vénovéna vyvoji segregaci pracovniho trhu podle pohlavi. Nejprve zde autorka
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rozebird ideologii rodinného krbu, kterd ptrevlddala ve druhé poloviné devatenactého
stoleti a upevnila téZ koteny dualniho pracovniho trhu, pro néjz je charakteristické, Ze
jednu skupinu zaméstnani vykondvaji pfevazné¢ muZzi a druhou téméi vyhradné Zeny.
Podle této ideologie jsou zZeny urceny k péci o domov a déti, zatimco muz by mél svou
rodinu zabezpecit - predev§im finanéné. KdyZz uz Zena chtéla pracovat, muselo jeji
zameéstndni korespondovat s jejim postavenim v rodin€. Tudiz se vté dobé Zeny
uplatnovaly piedevs§im jako guvernantky ¢i pokojské. Co se tyce Velké Britanie, Zeny
zde nachédzely svd mista jako misiondfky v koloniich. Podobnd pfedstava se ve
spoleCnosti udrZela az do prichodu industrialistické revoluce. Ta kromé jiného
zapfiCinila pfesun vyroby z domova do tovaren, ve kterych se z nedostatku pracovnich
sil zacaly uplatiiovat i Zeny. I zde ale dochédzelo k rozd€lovani pozic na vyhradné Zenské
a muzské. Zeny byly povaZovdny za nekvalifikovanou pracovni silu, a proto se
obsazovaly piedev§im na nizZ§i pozice a do nové vzniklého sektoru sluzeb. Toto
zapiiCinilo tzv. horizontdlni segregaci, diky niZ dochdzi ke koncentraci Zen a muzi
v rozdilnych odvétvich. S narastem poctu Zen na pracovnim trhu se zacala objevovat i
tzv. vertikdlni segregace, reprezentujici rozdilné zachazeni s obéma pohlavimi ve
stejnych ¢i podobnych zaméstnanich.

Dal$sim neopomenutelnym faktorem, jenZ sehrdl dileZitou roli pii utvareni
pozice Zen na pracovnim trhu, byl stdt. Zacaly se prosazovat ,urovnavaci opatieni*,
kterd omezovala Zendm vstup do urcitych zaméstnani, coz jesté siln€ji upeviiovalo
segregaci trhu podle pohlavi. To vSe vedlo k posileni tfech ndasledujicich socidlnich
systému. Prvni z nich je charakteristicky svym silnym dlrazem na rodinu a muZe jako
hlavniho Zivitele rodiny. Zena je v takovém stité povaZovana za zdvislou na manZelovi
a tomu odpovidaji i socidlni davky podporujici matky na rodicovskych dovolenych.
Druhym typem je naopak stat zaméfujici se na jednotlivce a domdci povinnosti bere
jako kolektivni. Predpoklada téz, ze kazdy dospé€ly jedinec by mél byt ekonomicky
aktivni. Konecné posledni modifikovany systém je kombinaci téch dvou
predchdzejicich a konkrétni specifikace se liSi podle jednotlivych stati.

Zminéné zmeny ve spole¢nosti mély samoziejme i velky vliv na dynamicky se
meénici ekonomiky, a proto se ddle autorka zaobird ekonomickou teorii vysvétlujici
nerovné postaveni Zen a muZzl i z dal§tho dhlu pohledu. Teorie lidského kapitdlu nahlizi

na problematiku oc€ima zaméstnavateli a jejich ochoty investovat do svych
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zaméstnanct. Tato teorie rozliSuje schopnosti pracovnich sil na dvé zdkladni skupiny.
Jsou to pro firmu specifické a vSeobecné dovednosti. Ty prvni jsou specifické tim, Ze
jsou vétSinou financovany ze strany zaméstnavatele, protoZe jejich uplatnéni je mozné
pouze v té dané spolecnosti. Ty druhé schopnosti se vyznacuji tim, Ze jsou pievazné
hrazeny ze strany zamé&stnance, jelikoZ jsou vSeobecné vyuZitelné. Z tohoto rozdéleni
vyplyvd, Ze zaméstnavatel si na pozice, na kterych bude tfeba déle pracovniky zaskolit,
rad¢ji vybird muze, protoze ti jsou z pohledu pracovniho trhu stilej$i. Tim padem se
muzum dostava vyssi kvalifikace a Zeny jsou stdle na nizsich pozicich, kde miiZou
pouze uplatnit své vSeobecné schopnosti. Teorie lidského kapitdlu proto stoji 1 jako
vysvétleni platové diferenciace (GPG), jeZ je prvni z nerovnosti, kterym Zeny musi na
svych pracovistich celit. Jelikoz Zeny castéji prerusSuji své zaméstnani kvuli
rodicovskym povinnostem, zaméstnavatelé je uprednostiiuji na méné kvalifikované
pozice a tim padem si vydé€laji min. Jak ale vyzkum v druhé ¢asti této prace dokazuje,
niz8§i kvalifikace u Zen nemuzZe byt brdna jako relevantni divod k jejich nizZ§imu
zastoupeni na pracovnim trhu, jelikoz pocet studentek vysSich a vysokych Skol
prevySuje podet studentt jak v Ceské republice, tak ve Velké Britdnii.

Jak uZ bylo zminéno, tato prace se zabyva i nerovnym zachdzenim, se kterym se
Zeny na pracoviStich setkdvaji. V dalSi kapitole proto autorka uvadi zdkladni typy
diskriminace podle pohlavi. Nejprve je rozd€luje na nezdkonné a zdkonné. Podle
evropského prava se nezdkonnd diskriminace dale d€li na pfimou, nepfimou, sexudlni
harassment a prondsledovani. Vedle téchto typli se na pracovistich jesté objevuje dalsi
piekdzka a to tzv. sklenény strop, ktery jako neviditelnd bariéra znemoZnuje kariérni
postup pracovnikil z divodu jejich pohlavi.

Druhd cast této studie je vénovana vyzkumu soucastné situace na pracovnich
trzich jak v Ceské republice, tak ve Velké Britanii. Pomoci obsahové analyzy zde
autorka porovniva data ziskand z Ceského statistického tdstavu a Eurofoundu a
kontrastujete je s poznatky ziskanymi z expertniho interview s feditelem spolecnosti
zabyvajici se Global executive search, neboli pifimého vyhleddvani zameéstnanct.
Hlavnim jejim poznatkem je, Ze v obou zminénych zemich je mira zaméstnanosti
vyrazné niZ§{ u Zen nez u muzil, ale situace je vice vyrovnand ve Velké Britdnii.
Zaroven byly vymezeny tii zdkladni divody, které tuto situaci zdivodiuji a to vek,

vzdélani a rodiCovské povinnosti.
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Penze je uvedena jako prvni pfi€ina, jelikoZ v obou stitech je zaznamendna niZs{
ekonomické aktivita Zen ve véku 54 az 60 let. Vlddy zminénych statd se snaZi tuto
situaci zlepsit pozménénim socidlnich systémi. V Ceské republice tudiZ v roce 1996
doslo k revizi socidlniho systému, jenZ posunul hranici odchodu do dichodu z 55 let na
pfiblizné¢ 60 a tim se vice pribliZil systému Velké Britanie, kde lidé odchazeji do
diichodu az v 60 letech.

Dalsi rozdil byl zaznamendn u zaméstnanct ve véku 20 az 24 let. Zjisténi, Ze
mladé Zeny se na pracovnim trhu vyskytuji mén€, nez muZzi vyvratilo teorii o nizsi
kvalifikovanosti Zen. Data prokdzala, Ze studentky v dané vcékové kategorii svym
poctem pievySuji studenty a co vice, tento rozdil pfetrvava i v kategorii graduovanych
studentil, kde jsou cCisla opét pro divky vyssi. Tento fakt tedy popird tvrzeni Teorie
lidského kapitdlu, podle které se Zeny uplatiuji méné pravé z dtvodu jejich nizsiho
vzdélani.

Tieti a tou nejzdvaznéjSi pfi¢inou nerovné situace na Ceském 1 britském
pracovnim trhu jsou pro Zeny povinnosti, které jsou spojeny s péci o rodinu a o
domaécnost. Ziskana data ukdzala, Ze pravé tyto povinnosti ovliviiuji pouze kariéru Zen.
A co vice, se stoupajicim poCtem nezaopatfenych déti stoupd 1 mira jejich
nezaméstnanosti. V tomto piipadé se mezi danymi stity vyskytly urCité rozdily, které
jsou vysvétleny odliSnym historickym vyvojem a socidlnim systémem. Ve Velké
Britanii je socidlni systém zaméfen vice na jednotlivce nez na rodiny, a proto jsou Zeny
vice podporovany k brzkému ndvratu do zaméstnani neZ Zeny v Ceské republice, kde
stdle pfevldda kult muZe jako hlavniho Zivitele rodiny.

Zjisténi, Ze se role Zeny ve spoleCnosti stile odrdZi i na jejim postaveni na
pracovnim trhu dokazuje i to, na kterych pozicich jsou Zeny a muZi nejvice
zaméstndvani. Zeny jsou dvakrit vice zamé&stnavany v sektoru sluZeb a naopak, muzskd
pracovni sila stile dominuje v pruimyslu a v zemédé€lstvi. Toto rozdéleni je stejné jak
v Ceské republice, tak ve Velké Britanii.

Zaver této prace je veénovan nerovnostem, S nimiZ se Zeny na pracovistich
potykaji. Vyzkum potvrdil, Ze platova diferenciace je problémem v obou zkoumanych
zemich, ba dokonce ve Velké Britanii Zeny vydé¢lavaji v porovnani s muzi jest€¢ méné
nez v Ceské republice. Z expertniho interview bylo dile zjisténo, Ze nejéast&jii

diskriminaci objevujici se v Ceském prostiedi je lehky sexudlni harrasment, ktery je
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navic bran jako pfirozeny. Zde je tieba podotknout, Ze Ceska republika je posledni zemi
Evropské unie, kterd jeSt€ neschvdlila antidiskriminacni zdkon, a proto je zatim jakékoli

nepiipustné chovani k druhému pohlavi nepostihnutelné.
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I. Appendix 1: An expert inteview

interviewee: Ing. Viaclav Baloun, Executive Partner of Baloun, J.C. a Rosehill,

Executive Search

1) Jakym zpiisobem se vyvijelo postaveni Zen na pracovnim trhu v priubéhu Vasi
profesni ¢innosti v personalistice?

Myslim, Ze od roku 1995 je obsazovani Zen na manaZerskych pozicich v

podstaté stejné, zddné vyrazné zmény jsem nezaznamenal. Jen ubyly pozice v Public

Relation, coz je zpiisobené piesycenosti trhu.

2) MiuZete porovnat postaveni Zen na pracovnim trhu pred rokem 89 a po ném, az do
soucasnosti?

Revoluce zménila Zivot vS§em. Za socialismu méla Zena dvé hlavni role. Za
prvé, jako kazdy jiny obcan, také Zena musela chodit do prace. Platila tu pracovni
povinnost pro vSechny a kdo nepracoval, mohl byt naf¢en z pfiZivnictvi. Za druhé,
Zena se musela zaroven starat o domdcnost, muzska pomoc v domdacnosti byla hodné
vyjimecnd. Zdanlivé to vypadd, Ze to samé se d¢je dnes. Ale véite, Ze ndkupy v té
dob¢, byly tak narocné, jako byste méla druhé zaméstnani. Trvalo i hodiny, nezZ jste

ob¢hla vSechny samoobsluhy a néasledné vystéla fronty, protoZe v kazdé bylo k dostani

jen néco a v podstaté vZzdy madlo.

Jinak rovnost byla velmi prosazovdna. Zeny v podstaté délaly vsechno,
diskriminace neexistovala... V té dob¢ se tedy zZeny mohly vidét i na takovych
pozicich jako traktoristka, soustruznice, skladnice. V padesétych letech se reZim snazil
odvést Zenu od rodiny a zaméstnat ji, aby na ni mohl Iépe ideologicky pusobit. Fyzicky
narocné profese byly i pro Zenu povazovany za vhodné a emancipaci odpovidajici.
Celkové podminky byly jist¢ jiné nez dnes, firmy byly stabilni az nehybné a
zaméstnavatel byl vlastné jen jeden, tedy stat. Pokud jste tedy méla zavazny politicky
problém u jednoho zaméstnavatele, tak uz vas nikdo jiny v odpovidajici profesi

nezameéstnal. Také pracovni pozice byly stabilni, nevyvijely se, nebot firmy se
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nereorganizovaly. TehdejSi propaganda byla ostatné proti fluktuaci pracovnich sil.
Pohyb pracovnikl byl navic i technicky obtizny. Nebyly byty, nebylo tedy mozné se
odstehovat za praci do jiného mésta, protozZe byste nesehnali bydleni. Pouze v nékolika
malo exportnich podnicich se pracovni posice ¢asto ménily, protoZe specialisté byli
dlouhodobé¢ vysildni do zahranici a bylo tfeba je nahrazovat. Ale to byly mimotfddné
vyjimecné situace. Stat zasahoval do vSeho déni, tim piddem samoziejmé i do prac.
trhu. Existovaly kvéty na pocet zaméstnancl, na pfistup ke studiu, byla v platnosti
kadrova kriteria, ocekdvala se minimélné loajalita k reZimu, pracovnik na zajimavém

misté nesmél mit piibuzné v ciziné atd.

3) Byly v té dobé manaZerky?
Byly, ale nebyly tak vyraznym jevem. Bylo jich mén¢ nez dnes, kdy je mozno
projevit svobodnou viili. Zeny se vyskytovaly hlavné v personalistice, jako vedouci

prodejen, nebo v tcetnictvi.

4) Je rozdil v postaveni tehdejsi manaZerky a té dnesni? Jaky a proc?

Revoluce hluboce zasdhla do spolecnosti a do Zivota vSech. Dnes je vSe jiné,
existuji nové moznosti, mame fungujici pracovni mobilitu, svét se oteviel s moZnostmi
vycestovat za praci do zahranici, jsou Siroké mozZnosti vzdélavani atd. To vSe pfispiva
k diferenciaci trhu, kde panuje silnd konkurence. To vede zaméstnance i
zameéstnavatele k vySSim vykontim. Za komunismu byly platy v podstaté nivelizované
pro vSechny, at’ jste byla feditel, ¢i skladnik, s vyjimkou aparatu, vojska a policie.
Velkou roli hraje dnes vzdélani. Kdo je v dneSni dobé vzdélany, ma plat fddové o

100% lepsi. Kariéra tedy mé smysl.

5) Jaky je Vas ndzor na integraci Zen do vyssiho managementu po 89?

Podle mého ndzoru by Zeny mély byt zastoupeny vSude. Z vlastni praxe ale vim,
Ze jejich zastoupeni je ve vySSim managementu nizS$i. Tento jev souvisi s jejich
predpoklddanou diskontinuitou v zaméstnani, zptisobenou mateifskou dovolenou.

Pokud zvaZzujete, Ze Zena na nckolik let praci pferusi, uptfednostnite na vyssi pozici

n¢koho jiného, tedy muze. Existuje fada vyjimek. Dnes se miZeme setkat s mnoha
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Zenami ve vedoucich pozicich, které bravurné zvliddaji jak svou praci, tak péci o

rodinu. Situace je velmi individudlni.

6) Na jaké pozice (lirovneé managementu) jste Zeny jiZ umistil?

Za téch 14 let, co ptusobime v CR, se pozice obsazované Zenami vyrazné¢ neméni.
Nejcastéji je umistujeme do publicity, Human Resources (HR), Public Relation (PR),
Customer Services (CS) atd. Boomem konce 90. let se stalo zaméstnavani Zen
v kontroldch vyroby (PRR). Dokonce jsme také jednou hledaly Zenu na pozici

generdlni feditelky ceské ocelarny...

7) Na jakych pozicich jsou Zeny preferované a na jakych opomijené?
Na vSechny pozice, které jsem pravé vyjmenoval, jsou Zeny upiednostiioviny,

az na ocelérny, to byla samoziejmé vyjimka.

8) Proc? Jak byste tuto situaci ohodnotil?

Vite, na Zenu je nutno pohliZet hlavné jako na udrzovatelku rodu a rodinného
krbu. Moderni doba ji zaméstnala mimo rodinu, ale jeji rodinna role by pfitom neméla
byt popirdna. Spole¢nost by ji zdroven méla pomoci zvliddnout oboji. Zena je
fyziologicky a biologicky pfedurcena pravé k matefskym a rodinnym funkcim a to je
urcujici faktor, ze kterého je tieba i pfi jejim pracovnim uplatnéni vychdzet.
K udrZzovéani rodinného krbu patii nejen to stardni se o domdcnost a obstardvani
potravy, coZ jak uZ jsem zminil, byl hlavné v minulém reZimu heroicky vykon, ale
hlavné rozeni déti. Z toho plyne, Ze Zena neni stvofena pro téZkou praci ani pro
psychickou zatéz. Od zeny se oc¢ekdva, ze bude 1 v zamé&stnani citlivd, mirnd, intuitivni,
muze byt i casteCné ndladovd. Samoziejm¢é moderni doba vedla k pfiliSnému
smazdvani rozdilnosti v uplatnéni muzi a Zen, coz vede az ke spoleensky

nezdravému popieni hlavni role Zeny jako pecovatelky o zachovani rodu.
Je sprdvné, Ze moderni doba pfinesla zrovnopravnéni a ekonomické moZnosti

pro vstup Zen do prdce mimo domov a jejich samostatné uplatnéni a ekonomickou

nezavislost na manzelovi. Byly tak odstranény staleté deformace vztahu mezi muzi a
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Zenami, které vyplyvaly z niz§iho rozvoje nasi civilizace. Moderni doba by ale nemé&la
klast uplatnéni Zen do extremnich poloh, které svymi nédsledky ni¢i nenahraditelnou

Zenskou roli v péci o rodinu a v puasobeni Zenského ptivabu na své pracovni okoli.

Diulezitym bodem v tomto vyvoji je antikoncepce, kterd umoZznuje planovani
kariéry. Nicméné, ptes veSkerou tuto modernizaci, stile tu mame dva zédkladni faktory,
tj. Zena vstupuje na pracovni trh s védomim, Ze jednoho dne tuto kariéru prerusi
matefstvim a z profese vypadne na 2-3 roky. Druhym faktorem je podfizeni se kariéfe
manzela. Manzel svoji praci vétSinou neprerusuje, a proto postupuje ve své kariéie
rychleji, m4 proto vétSinou lep$i moZnosti v profesnim riistu. Zena mu pfipravuje
klidné a laskyplné zazemi, nasleduje ho na nova vzdéalend pracovni plsobisté a pfitom

se nutné vzdava své vlastni kariéry. Je to tak pfirozené.

9) Chybi Zenské zastoupeni na nékterych pozicich? Pokud ano, na jakych? Proc¢?

To je t&zké otdzka, ale v podstaté, Zensky element je nutny viude. Zena ma byt
i v té ocelarné...To je moje zdsada - v kazdé mistnosti md byt Zena, kvuli jeji
presnosti, duslednosti a intuitivnosti v praci. Navic Zena svou pouhou piitomnosti

kultivuje prostfedi.

10) Proc si Vas klient voli do svého tymu Zenu?

Pti hledani kandidédta do né&jaké funkce se pohlavim nefidime. Klient ma svou
predstavu, mélokdy méd na mysli, Ze by zaddvanou funkci mohla vykondvat Zena.
Vyjimkou jsou snad pouze posice vyhleddvané v oboru HR, PR a v publicistice. Tento
problém jsme vyteSili standardni otdzkou, kterou pokldddme vZdy na konci rozhovoru
s naSim klientem, pfi kterém si upfesiiujeme, jak nabizend pracovni posice vypadd a
jakou ma ptedstavu klient o uspéSném kandiditovi tedy vytvaiime tzv. Job
Description. Tato nase otdzka je jednoduchd: ,,A nemohla by to byt Zena?*. Pak
nastane moment hlubokého zamysleni, kdy si klient uvédomi, Ze by se Zena mohla

hodit... CoZ pak pro nds znamend mnohem pifjemnéjsi praci a mame vétsi volnost v

hledani kandidata.
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11) Odmitl nekdy Vas klient kandiddta z ditvodu pohlavi? Muzského nebo Zenského?
Proc?

Myslim, Ze pokud byl nékdo odmitnut, tak kviili tomu to nebylo. Pokud ma

klient pevnou predstavu, Ze funkci bude vykondvat muZz, tak prezentace Zeny by byla

nevhodna.

12) Kdo byvd nejcasteji ohroZen diskriminaci na pracovisti?
Upiimné feceno, vice si v§imdm diskriminace podle vé€ku neZz podle pohlavi.
Myslim si, Ze starS$i obyvatelstvo ma mnohem vé&tSi problémy pfi hledani price ¢i

s kariérnim postupem.

13) Jak by se mélo diskriminaci predchdzet? Je moZnd prevence?

Jakékoli diskriminaci je moZno piedchdzet osvétou, zvySovanim uvédomeélosti
vedeni o daném problém a vzdélanim. Také je nutné v tomto ohledu kontrolovat etické
postupy firem. Zda ve firm¢ pfistupuji ke vS§em zaméstnanctim stejné€. V blizké dob¢ se
snad dockdme i tzv. etickych auditli, které by mély vSechny piipadné nepatfi¢nosti

odhalit.

14) Jaké jsou hlavni motivy diskriminace podle pohlavi ve vyssim managementu?
Bohuzel, diskriminace neni ve vSech pfipadech jasné prokazatelnd. Obcas jsem
se setkal s tim, Ze Zena dala z nejasnych divoda vypovéd'. I kdyZ jsme méli podezient,
Ze byla v préci diskriminovand nebo vydirand sexualnimi nabidkami, nebyla ochotna
se vyznat a zdroj svych problémt objasnit. Pokud by tak ucinila, stdlo by jisté tvrzeni
proti tvrzeni, tedy jeji verse proti versi svudce, kterym byl vétSinou jeji nadiizeny.
Jako spravna firma, znajici psychologii svych pappenheimskych bych upfednostnil jeji
versi. VZdy jsem totiZz védél, kterd z mych pracovnic byla neagresivni a bylo ji mozno
veétit a jeji versi upfednostnit, a kterd byla ta vyjimecné potvora, kde by bylo nutno
situaci ddle zkoumat a Cekat na konkrétni ditkazy. Nazval bych tyto situace typickym
C¢eskym harasmentem, ktery je ale pfitomen snad ve vSech kulturdch. Je spravné, Ze
vedeni v téchto piipadech zasdhne a to na strané Zeny, pokud to jeji povést jen trochu

dovoli. Indicie této situace maji opakujici se nésledujici prubéh: spolupracovnik svou
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novou kolegyni ¢i asistentku ndhle velmi chvdli, snazi se o jeji povySeni. Pokud ale od
svadéné Zeny nedosahne vysledku, pfijde si na ni neCekané stéZovat. Rozumnému
Séfovi ma byt hned jasné o co jde. Zélezitost by méla koncit prefazenim sviidce-
vydérace do mist, kde nemiiZe svou obét’ dile ohroZovat. Pokud ale divka nema silu
Celit né¢jakému posouzeni svého pripadu, tak radéji odejde ona a tak nepiimo neumoZzZni
zésah proti vydéraci provést a chranit tak své ndstupkyné. Takovy zavér ptipadu by byl

nestastny a nezadouci.

Nezaméiujme, ale prosim tyto nepfijatelné piipady faktického sexudlniho
vydirani z posice moci s americkym pfisnym pojetim harasmentu. Sexudlni vydirani je
samoziejm¢ zavazné¢jsi neZ americky harasment. Harasment je nicmén¢ ve vztazich na
pracovisti opaénym extrémem. V Ceské kultufe nemd americké pojeti harasmentu
misto. U nds si muz-kolega miZe dovolit jemnou sexudlné ladénou dvojsmyslnost
nebo ironii. V na$i kultufe je tradiCni, Ze jemné nardzky nebo prételsky dotyk na
ramena zpestiuji pracovni atmosféru a Zena to hodnoti kladné jako ocenéni svych
puvabl. Dokonce i lehké erotické placnuti je sice jiZ jisté za hranici této Ceské praxe
pracovnich vztahti, nicmén¢ procisti atmosféru a dodd odvahy do plnéni naro¢nych

pracovnich ukola.

15) Je u Vasich klientii rozdil ve vysi nabizenych mezd pro kandiddty ruzného pohlavi?
Pokud ano, jaky?
Samoziejmé, pocitd se s tim, Ze Zena prerusi praci kvuli matefstvi, takze

soucasnd béZnd praxe je, Ze platy nabizené Zendm jsou o 20% niZ$i neZ platy muzské.

16) Zaregistroval jste nekdy u svych kandiddtek ndsledny problém s tzv. sklenenym
stropem?
Myslim si, Ze co se tyCe povySovani, tak Zeny maji stejné moznosti. Jde vzdy o

to, povysit toho schopnéjsiho. V téchto situacich Zadné diskriminace neni...
17)Jakym zpiisobem se stdt podili na integraci Zen do zaméstndni? Jak tuto situaci

hodnotite? Proc?

Co se tyCe Zeny v praci, zdstavdm ndzor, Ze dohoda mezi zaméstnancem a
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zaméstnavatelem je pfi vzniku pracovniho poméru primarni. Je to totiZz obdobné
svobodné vznikajici vztah jako manZelstvi. Dva partnefi se vZdy musi dohodnout, Ze
si vyhovuji... Cili Z4dny zdkon nemiZe zaméstnavatele nutit, aby mél napiiklad
zastoupeni 25-50% zen nebo Ze nesmi nékoho odmitnout z diivodu pohlavi ¢i véku.
Vsechny tyto predpisy jsou cestou do pekla, neb vztah si nelze vynucovat. VSechny
tyto predpisy lze vzdy ostatné obejit a jsou tedy nejen nesmyslné, ale i zbytecné.
Svoboda podnikéani, zaméstnanosti, svobodné rozhodnuti obou stran by mély byt na

prvnim misté.

18) Jakd je tedy podle Vis situace v CR?

Nikoho nemuzete do ni¢eho nutit, stejn¢ tak nemuzete nutit zaméstnavatele, aby
Viés zaméstnal. Stat je tu od toho, aby vytvérel podminky a vypracovaval normy, které
maji smysl. Je zapotifebi normalizovat bezpecnost prace, pracovni pomér, minimaln{
vysi platu, odstranéni Sikany atd. Nikdy by vSak stat nemél piedpisovat, zZe v této praci
ma byt takovy pocCet Zen ¢i muzi. To je v podstate¢ nesmysl. Navic, zadny
zaméstnavatel vam netfekne, Ze Vdas nebere, protoZe jste Zena ¢i muZz, nebo proto, Ze
jste moc stard... Kazdy Vam ftekne, Ze naSel kohosi lep$itho. A to tak je, je to
neprokazatelné a nema smysl se proti tomu branit.

EU se snazi prosadit 50% ucast Zen na pracovnim trhu, ale myslim, Ze
zamestnavatelé budou tento trend obchdzet. VSechny tyto zdkony by se mély zaméfit
na pomoc Zenam na pracovnim trhu, proti diskriminaci, obtéZovani a pfipravovat pro
n¢ leps$i podminky na pracovisti. Ale v jakych funkcich by Zeny mély byt, to by mé¢lo
byt pouze véci dané firmy. Ostatng, pan Spidla neni moc v bruselském aparitu

obdivovan.

19) MiiZete porovnat situaci v CR x UK?
Bohuzel, nemdm s britskym pracovnim trhem Zadné zkuSenosti. Je pravda, Ze

ob¢as s britskymi spole¢nostmi spolupracujeme, ale pouze tady v CR.

20) Jak dlouho puisobite v Executive Search a miiZete tento pojem trochu pribliZit?
Jsme na trhu od roku 1995. Byli jsme 13 let soucasti jedné z nejptednéjsSich
firem svého typu na svété, tj. spoleCnosti Boyden, kterd je historicky prvni v oboru a

zavedla metodologii a etiku této ¢innosti. Boyden m4 vice nez 70 kancelari ve vice
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nez 40 zemich. Tato spolecnost nds naucila pouZivat metodu ,direct search*. Tato
metoda stoji na ptimém vyhleddvani vedoucich pracovnikll a predpoklddd nase vlastni
manazerské zkuSenosti a kontakty. Po dvanicti letech jsme se pred dvéma lety
oddg¢lili, protoZe naSe spoluvlastnictvi jiz neodpovidalo novému selektivnimu piistupu
ceské vlady k novym investorim. Tato zem¢ je jiZ totiZ plnd zahrani¢nich investic a
vldda proto pfijimd méné investorti, ktefi jsou zaméfeni spiSe na oblast rozvoje

technologie nebo zdkaznickych sluzeb.
21) Kolik kandiddtii obsadite rocné? Kolik z nich je Zen?

Rocné zpracovdvdme asi 20 assignmentli a umistime tedy primémé 20

kandidatt, z nichZ jsou jedna tietina Zeny.
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II. Appendix 2

Number of students at universities in academic year 2006\07 in the CZ

students graduates
women men women  men
Universities total 171044 152721 | 29694 23674
Higher technical schools total 19788 7862 5389 2132

Source: CSU, 2007

III. Appendix 3

Enrolments by level
and gender, 2006/07 -

Full-time students

Postgraduate 243,070 123,065 120,005
Firstdegree 1,086,080 590,825 495,255
Other undergraduate 122,570 83,555 39,010

Total full-time 1,451,720 797,445 654,270

Source: UniversitiesUK, 2008

IV. Appendix 4

49.4%
45.6%

31.8%

45.1%

Participation rate (%) in the CZ
year 2000 2001 2002 2003 2004 2005
Women 20-24 61,8 60,7 57,7 5,4 53,2 48,5
Men 20-24 79,4 76,9 73 70 67,6 65,5

2006
50,1
63,7

Source: CSU, 2007

55



V. Appendix 5:

Unemployment rate(%) by educational attainment in
the Czech Republic in 2006

30
25
20 ——
15 Ewomen
12 T ‘ Emen
0 h | T e
Basic and Secondary Secondary University
without without GCSE  with GCSE
education

Source: CSU, 2007

VI. Appendix 6: Unemployment rates (%) by qualification and gender, UK,

2006
Above GCE A level
A or GCSE grades A* to
level equivalent C or equivalent
Males 2,5 4,5 7,5
Females 2,2 4,5 5,4

Source: UniversitiesUK, 2007
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VII. Appendix 7: International surveys: emplyment rates by the number of

children under 14, 2005
v%
7eny 20-49 let Muzi 20-49 let
Women aged 20 to 49 Men aged 20 to 49
hi
37';,3 . h%’fen ch;grr:r? or | Onechid | h;‘gfen c/:i/;i:n
more or more

Belgie 70,5 75,9 50,9 88,9 924 88,2 Belgium
Ceska republika 65,4 58,7 M3 91,4 94,4 84,8 | Czech Repub
Némecke 64,6 55,8 374 88,1 90,1 82,9| Gemany
Estonsko 69,0 60,3 : 88,1 92,5 " 83,2 | Estonia
Recko 578 56.4 51,8 93,1 96,4 95,01 Greece
Spangisko 59,8 56,1 471 90,4 93,2 90,4 | Spain
Francie 715 69,3 450 87.5 9.7 87,8| France
italie 56,7 50,8 38,6 90,0 93,2 91,1 | ftaly
Kypr 69,3 71,7 54,3 87,3 94,6 988 | Cyprus
Lotydsko 73,0 75,0 48,3 92,2 91,2 88,1| Latvia
Litva 779 786 63,7 82,1 88,9 - 87,9| Lithuania
Lucembursko 68,8 622 446 93,0 97,0 96,01 Luxemboury
Madarsko 60,8 517 20,7 83,0 87.0 701t Hungary
Malta 36,3 222 248 895 94,6 91,0| Matta
Nizozemsko 75,6 741 62,5 93,6 94,8 925 | Netherlands
Rakousko 76,4 66,3 49,4 91,8 94,5 88,7 | Austria
Polsko 65,4 59,4 50,8 81,3 86,1 82,5| Poland
Portugalsko 76,9 743 54,5 90,5 93,5 85,3 | Portugal
Slovinsko 81,8 85,3 747 91,1 95,7 91,1 Slovenia
Slovensko 66,7 57,5 334 845 89,7 719 Slovakia
Spojené kralovstvi 71,2 66,3 446 89,9 92,3 8591 United Kingdom '

Dalsi zemé Other countries
Bulharsko 69,6 62,1 . 81,6 81,1 59,9 | Bulgaria
Chorvatsko 66,6 66,6 52,6 81,9 82,2 76,5| Croatia
Rumunsko 693 16l 28| 856 752| Romania

T daje méné spolenlivé s ohledem na malou velikost vzorku. 7 Data less reliable due to a small sample size.

Source: CSU, 2007
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VIII. Appendix 8: International survey: Employment by selected branches of

Women and Men, 2006
v % in%
Zemé&dalstvi Pramys! Sluzby Celkem
Agriculture Industry Services Total”
Zemé - — - - Country
Zeny Muzi Zeny | Mugi Zeny Muzi | Zeny Muzi
Women Men Women | Men | Women | Men | Women en

EU 27 5,0 6, 14,7 38,0 80.4 55,4 5721/ 716 |EU27
EU 25 3,7 55 14,0 38,1 82,3 56,4 57,4/ 72,0 EU 25

v tom: / incl.:
Belgie 1,3 25 10,8 35,6 879 61,9 /5{1,0 67,9 Belgium
Butharsko 6,1 9,8 28,1 401 65,8 50,1 / 54,6 62,8 Bulgaria
Ceska republika 2,8 45 27,0 49,8 70,2 45,7/ / 56,8 73,7 Czech Republic
Dénsko 1,5 4,5 11,6 33,6 86,9 62,0 73,4 812 Denmark
Némecko” 16 28| 181 409 | 823 56,/3 622 | 728 | Germany?
Estonsko 3,2 6,7 21,6 45,6 752 /{7,7 65,3 710 Estonia
Irsko 1,3 9,0 11,3 39,4 87,4 / 51,6 59,3 777 Ireland
Recko 131 11,2 8,9 29,8 77,0 / 59,0 474 74.6 Greece
Spanélsko 3,3 58 11,6 41,8 85,1 52.4 53,2 76,1 Spain
Francie® 24 53 18| 350 858/ 598| 57,7| 885 | France?
ltalie 3,3 4,9 16,7 388 79,9 56,3 46,3 70,5 Italy
Kypr 2,9 5,3 10,2 324 86,9 62,3 60,3 79,4 Cyprus
Loty$sko 8,0 14,2 15,8 373 76,2 48 4 62,4 704 Latvia
Litva 10,2 14,6 19,5 39,7 70,3 45,7 61,0 66,3 Lithuania
Lucembursko 12 2,3 5,2 254 93,5 723 | 548 726 | Luxembourg
Madarsko 27 6,5 21,0 41,9 76,4 51,5 51,1 83,8 Hungary
Malta P 24 15,1 341 846 | 635| 349 | 745 | Maita
Nizozemsko 2.1 4.3 8,2 30,0 89,7 65,8 67,7 80,9 Netherlands
Rakousko 56 54 13,4 40,4 80,9 54,2 63,5 76,9 Austria
Polsko 15,0 16,4 17,5 40,1 67,5 43,5 482 60,9 Poland
Portugalsko 12,4 1M1 18,8 40,5 68,8 48,3 62,0 73,9 Portugal
Rumunsko 314 28,9 253 352 433 34,8 53,0 64,6 Romania
Slovinsko 8,2 9,9 237 454 67.2 44,8 61,8 71,1 Slovenia
Slovensko 2.4 59 24:8 49,8 72,9 44,3 51,9 67,0 | Slovakia
Finsko 2,8 6.4 11,9 38,5 853 55,1 67,3 71,4 Finland
Svédsko 1,0 3,3 93 33,3 89,7 63,4 70,7 75,5 Sweden
Spojené kralovstvf 0,7 1,9 9,5 329 89,9 65,2 65,8 77,3 United Kingdom

Dal$i zemé Other countries
Chorvatsko 15,0 13,7 17,8 38,8 67,3 475 494 62,0 Croatia
Norsko 1,5 4.8 7.9 32,4 90,6 62,8 72,2 78,4 Norway
Svycarsko 2,7 4,7 11,2 32,2 86,1 63,1 711 847 Switzerland J

Source: CSU, 2007
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IX.

Appendix 9:
International surveys - science and technology graduates - per 1 000 of specific (female / male)

population aged 20-29 years "

Pramen / Source: Eurostat

2000 2002 2003 2004 2005
Zemé Jeny | muzi | Zzeny |muzi| Zeny [muZi| Zeny | muzi | Zeny |muz Country
Women | Men | Women | Men | Women | Men | Women | Men |Women | Men
EU 25, v tom: ' EU 25, incl.:
Belgie 491 144 521 157 56| 16,4 57| 168 6,0 15,7 Belgium
Ceska republika 3,0 7,8 35| 83 38| 88 441 10,2 4,61 11,7| Czech Republic
Déansko 6,8 16,5 75| 15,7 761173 90| 186 10,1 19,3 | Denmark
Némecko 36| 126 381122 401 127 431 134 481 145 Germany
Estonsko 50| 90 541 79 7,61 10,0 741 105 10,7 | 13,5| Estonia
Recko . : . ) . ) 68| 92 87| 1151 Greece
Spanglsko 6,41 133 7,51 16,1 781171 771 169 721 16,2| Spain
Francie 12,1 27,0 . . 13,4 | 30,5 . . 12,9 32,0| France
Irsko 18,5 29,8 14,6 | 26,4 16,8 31,5 145| 316 15,0 33,8} lIreland
talie 431 7.2 541 94 65| 114 76| 126 721 122 ltaly
Kypr 20 49 21] 56 30) 42 3,2 52 27| 43 Cyprus
Lotyssko 47| 10,1 85| 97 661105 63| 125 65| 13,0| Latvia
Litva 9,71 17,2 10,91 18,3 11,8 20,8 126 223 13,5| 24,2 | Lithuania
Lucembursko . . . . . . . . . . Luxembourg
Madarsko 2,1 6,8 28| 68 26| 69 2,9 71 311 70| Hungary
Matta 191 49 171 45 23] 48 . . 21| 46| Malta
Nizozemsko 21 9,5 241108 27| 117 31| 126 351 13,6 Netherlands
Rakousko 29| 11,6 34| 124 35] 128 401 134 46| 148 | Austria
Polsko 481 83 59( 10,6 6,11 11,8 64| 124 83| 13,9| Poland
Portugalsko 54 73 61| 86 69| 95 91| 128 9,7| 14,3| Portugal
Slovinsko 421 133 481139 46| 125 481 136 53| 14,11 Slovenia
Slovensko 32 73 53] 101 581 107 66| 117 731 129 Slovakia
Finsko 89| 22,7 99| 24,6 10,4 | 24,0 . . 10,8 | 24,3| Finland
Svédsko 761 155 931170 971179 11,01 206 99| 18,7 Sweden
Spojené kralovstvi 10,7 ] 25,2 13,3 | 27,2 14,5 27,5 11,3 248 11,4 253 | United Kingdom
Dalsi zemé . Other countries

Bulharsko 611 70 951 13,8 721 94 7.2 9,6 73] 99| Bulgaria
Rumunsko 35| 62 441 73 75| 1111 771 118 85| 12,11 Romania
Island 6,51 10,3 6,21 12,1 6,9 12,0 831 132 761 12,5| lceland
Norsko 43 11,4 421 111 511 13,4 441 134 471 13,1 Norway
Spojené staty 6,2 13,0 66| 133 7,11 14,6 641 138 6,81 14,2 | United States
Japonsko 331 215 381219 391 221 40| 224 41| 23,0 Japan

" Tento ukazatel je pogitan podtem absolventi (viech vékovych kategorif) na poli védy, matematiky a informatiky a inZenyrstvi, vyroby a.stavebnictvi
d&lenym poctem obyvatel ve véku 20-29 let a poté nasobeno 1 000. Zahmuti jsou véichni absolventi stupn& ISCED 5A a 5B prvniho i druhého stupné a

ISCED 6. Potet obyvatel je k 1. 1. pfisludného roku.

Y The indicator is calculated by dividing the number of graduates (of all ages) in the fields of science, mathematics and computing and engineering,
manufacturing and construction by the population aged 20-29 and then multiplying by 1000. All graduates in these fields at ISCED 5A and 58, first and

second degrees, and ISCED 6 are included in the numerator. The population data in the denominator refer to 1st of January.

Source: CSU, 2007
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X. Appendix 10: International surveys: average hourly wage of females and

males (EUR), 2005
B Zemé Gelkem Muz Zeny GPG (v %) Couniry
Total Men Women

Evropska unie 12,79 14,12 10,93 22,6 |European Union
Belgie 13,75 14,54 12,05 171 Belgium
Geska republika 2,82 3,12 2,46 21,2 | Czech Republic
Dénsko 19,76 21,42 17,13 20,0 Denmark
Némecko 15,40 16,91 12,58 256 | Germany
Estonsko 2,13 2,43 178 26,7 | Estonia
Recko 7,19 7,97 5,94 255| Greece
Spanélsko 8,60 9,30 7,42 20,2 |- Spain
Francie 14,41 15,31 12,77 16,6 | France
Irsko 18,52 20,11 17,11 14,97 Ireland
Italie 10,38 11,06 8,97 18,91 Italy
Kypr 9,67 10,80 7,76 2811 Cyprus
Lotyssko 1,52 1,69 1,34 20,7 | Latvia
Litva 1,83 1,96 1,71 12,8 | Lithuania
Lucembursko 15,88 16,94 13,73 18,91 Luxembourg
Madarsko 2,41 2,64 2,18 17,4 Hungary
Nizozemsko 14,93 16,29 13,23 18,8 | Netherlands
Rakousko 12,01 13,26 9,76 264 | Austria
Polsko 3,42 3,55 3,29 73| Poland

" Portugalsko 5,26 5,71 459 19,6 | Portugal
Slovinsko 5,61 574 5,45 511 Slovenia
Slovensko 1,99 2,32 1,67 28,01 Slovakia
Finsko 13,80 14,80 12,13 18,0 Finfand
Svédsko 15,00 15,82 13,40 153 Sweden
Spojené kralovstvi 17,83 20,60 15,00 27,2 United Kingdom

Dalgi zemé Other countries
Bulharsko 0,80 0,88 0,72 18,2} Bulgaria
Rumunsko 1,05 1,13 0,95 15,9 Romania
Island 13,30 14,83 10,78\/ 273 | Iceland
Norsko 21,83 23,44 18,80 19,8 Norway

Source: CSU, 2007
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