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Abstract
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The issue of wage disparity between men and women belongs to the current and widely discussed 
topics. The attention given to this subject also refl ects the fact that the issue of the equality between 
women and men and non-discrimination by gender is incorporated in the law of the European Union. 
A number of studies are devoted to the gender wage disparities and the root cause of wage diff erences 
in the Czech Republic, however, only few of these deal with the gender wage diff erentials in the public 
sector. It is exactly this issue, which is discussed in this article, its aim being to identify the extent of the 
gender pay gap in the selected Czech public sector company. The article concentrates on fi nding the 
main causes for the existence of wage diff erences between men and women and determining whether 
the company inclines to wage discrimination against women. The Oaxaca-Blinder decomposition is 
used to defi ne, which part of the gender pay gap can be attributed to the diff erent characteristics of 
men and women and which part stays unexplained. It is this unexplained part that can be the result 
of wage discrimination against women. 

gender, wage diff erences, public sector, gender pay gap, Oaxaca-Blinder decomposition, endowment 
eff ect, remuneration eff ect

The issue of equality between men and women is 
an area that, besides other disciplines, also deals with 
the economy. The current and frequently discussed 
topics include the question of wage diff erentials and 
wage discrimination against women on the labour 
market. The existence of wage diff erences between 
men and women is confi rmed by empirical data.

According to the Czech Statistical Offi  ce data, 
the gender pay gap reached 24.9 percent in the 
Czech Republic in 2010. The gender pay gap varied 
in the diff erent sectors of the national economy. 
It was 16.3 percent in public administration, 26.2 
percent in education and 28.7 percent in the health 
sector (Czech Statistical Offi  ce, 2012). Where do the 
causes of existing diff erences stand? Do women face 
discrimination? And what is the situation in the 
public sector?

In terms of traditional microeconomic theory, 
a salary depends on the productivity of the 
individual. A person with higher productivity, for 
objective reasons, receives higher wages and vice 
versa. The resulting pay gap cannot be described 
as discrimination and is natural and legitimate. 

Diff erences between average labour productivity 
between men and women could be one of the 
possible causes of a wage gap. These are closely 
related to the diff erent characteristics of men 
and women. Traditionally, wage diff erences are 
explained by diff erences in age, education and 
experience, which directly aff ect the productivity of 
individuals (Becker, 1957). Nevertheless, empirical 
studies show that these factors play only a minor 
role and that the labour market segregation is 
a signifi cant factor, which can explain a large part 
of the existing wage diff erences. This means that 
a signifi cant reason why women receive lower wages 
is the fact that women are concentrated in fewer 
lucrative sectors or employed in positions with less 
responsibility and therefore are paid less (Plantenga 
and Remery, 2006).

There are a number of studies devoted to the 
gender wage disparities in the Czech Republic 
(Jurajda (2003), Mysíková (2007), Jurajda and 
Paligorova (2009), Hedija and Musil (2012) etc. 
However, only a few of these studies deal with the 
gender wage diff erentials in the public sector. Pailhé 
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(2000) examines the gender wage diff erences in the 
V4 countries during the fi rst years of transition. 
In the Czech Republic, the main factors that set 
light to wage diff erences were qualifi cation and the 
sector in which the employees worked. These two 
factors explained 26 percent of GPG. The ownership 
played only a small role, as it explained only 1.8 
percent of GPG. Eriksson, Gottwald and Mrázek 
(2000) analysed the eff ect of discrimination of the 
gender pay gap among managerial employees in 
the public and private sector. The wage gap due 
to discrimination was 10.8 percent. Jurajda (2003) 
analysed the wage diff erences in the public and non-
budgetary sector. The gender pay gap was larger in 
the non-budgetary sector. The estimated gender 
wage gap in the public sector was 0.24 percent and 
in the non-budgetary sector 0.30. He concluded 
that the main causes of gender wage diff erences in 
the Czech public sector were segregation and the 
diff erent level of education. These factors explained 
two thirds of the existing pay gap. Over a third of 
the overall gender wage gap stayed unexplained 
and can be due to discrimination against women. 
The situation in the private sector is dramatically 
diff erent. Here, almost two thirds of the gender wage 
diff erences stayed unexplained and potentially 
discrimination against women is larger when 
compared to the public sector. 

The paper investigates wage diff erences between 
men and women in a chosen Czech public sector 
enterprise. The aim of the paper is to determine the 
size of the gender pay gap (GPG) in this enterprise, 
to identify factors that can explain this and to 
determine whether the company leads to wage 
discrimination against women. The Oaxaca-Blinder 
decomposition will be used to identify which part 
of the existing GPG can be explained by diff erent 
characteristics of men and women, and which part 
cannot be explained by these. The unexplained part 
of GPG can be a result of the wage discrimination 
against women. 

The fi rst section of the paper discusses briefl y the 
possible causes of the existence of wage diff erences 
between men and women, describes the technique 
of gender pay gap decomposition and discusses the 
data upon which the paper is based. The second 
section reports the results of the applied technique. 
The causes of the existing gender pay gap and the 
unexplained part of this gap are identifi ed in the 
chosen company and discussed. 

METHOD 
A frequently used method to decompose wage 

diff erences is the Oaxaca-Blinder decomposition. 
This method allows us to divide the gender pay gap 
into the part which can be explained by diff erent 
characteristics of men and women, and the part that 
remains unexplained (Oaxaca, 1973; Blinder, 1973). 
The Oaxaca-Blinder decomposition will be used in 
this paper.

The extended form of the Oaxaca-Blinder 
decomposition has this form: 

         * * *ˆ ˆln lnm f m f m m f fW W X X X X          
,

 (1)

where Wm is the hourly wage rate of men, Wf is 
the hourly wage rate of women, Xm is a vector of 
average characteristics of men, Xf is a vector of 
average characteristics of women, ˆ ˆ,m f   are the 
vectors of the wage functions coeffi  cients,  is the 
vector of wage functions coeffi  cients in the absence 
of discrimination (equilibrium wage). 

The term    ln lnm fW W  expresses the raw 
gender pay gap, which is defi ned as the diff erence 
in logarithmic mean wages of men and women. 
The phrase   *

m fX X   represents the part of 
the gender pay gap, which is explained by diff erent 
characteristics of men and women. This part of 
pay diff erences is known as the endowment eff ect. 

The phrase    * *ˆ ˆ
m m f fX X       is the 

unexplained part of the gender pay gap. This is 
known as the remuneration eff ect or the eff ect of 
discrimination. 

The Oaxaca-Blinder decomposition is based on an 
estimate of the wage functions for men and women. 
The OLS method is used. The wage equations for 
men and women are defi ned as follows:

     ln ´ ,i m i im m m
W X u   i = 1, …, n, (2)

     ln ´ ,i f i if f f
W X u   i = 1, …, n, (3)

where (Wi)m is the hourly wage rate of the i-th man, 
(X’i)m is a vector of chosen characteristics of the i-th 
man, (Xi)f is the hourly wage rate of the i-th woman, 
(X’i)f is a vector of chosen characteristics of the i-th 
woman, m, f are vectors of coeffi  cients of wage 
functions for men and women and ui is a disturbance 
term. 

The fi nal step in the application of the Oaxaca-
Blinder decomposition is the choice of the 
equilibrium wage (*). In professional studies, 
working with the Oaxaca-Blinder decomposition we 
can fi nd various concepts of the equilibrium wage. 
Blinder (1973) estimated the extent of discrimination 
using the wage of men as the equilibrium wage. To 
decompose the wage gap, Oaxaca (1973) used the 
wage of both men and women as the equilibrium 
wage. Reimers (1983) attributed the same weight 
to the regression coeffi  cients of wage functions 
for men and women (*= (m + f)/2). Cotton (1988) 
used the weighted average wage of men and 
women, where, as weights he used the proportion 
of men and women in the total working population. 
Neumark (1988) estimated the equilibrium wage as 
a vector of coeffi  cients of the wage function for both 
men and women (Hedija, Musil, 2010).
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In this paper, the gender pay gap is estimated for 
the health sector fi rm, specifi cally an unnamed 
hospital in the Czech Republic. Firstly, the wage 
functions for men and women are estimated for this 
hospital. The logarithm of the hourly gross wage is 
a dependent variable. As explanatory variables the 
following characteristics are used: age, education, 
job, working time, overtime, sickness, years 
worked in the company and department. These 
characteristics include the traditional factors that 
can justify the existing wage diff erences between 
individuals in one company and that are observable 
and relatively easily quantifi able. A brief overview 
of the explaining variables, which the authors of 
selected studies used, can be found for example in 
the article Hedija, Musil (2012). 

The explanatory variables are briefl y described. 
Age is the age of the worker in years. Education is years 
of schooling completed. Job is a dummy variable. 
All jobs are divided into 11 groups according 
to the wage rates in the hospital. Working time is 
a dummy variable. It is 1 in the case of a full-time 
job and 0 otherwise. Overtime refl ects the overtime 
hours per year. Disease denotes hours of sick leave 
per year. Years in company is the number of years 
the employee works in this hospital. Department is 

a dummy variable. It denotes the department, where 
the employee works. In the hospital, there are 33 
departments. 

We use only the wage of men as the equilibrium 
wage. In this case, the decomposition takes this 
form:

       ˆ ˆ ˆln ln .m f m f m m f fW W X X X      

 (4)

The term   ˆm f mX X  represents the 
endowment eff ect. This shows the pay gap 
provided there is no discrimination. The phrase 

 ˆ ˆ
m f fX   is the remuneration eff ect. This 

indicates the wage diff erences in the case that 
women and men have the same characteristics.

DATA 
As we stated above, the wage diff erences between 

men and women and the extent of the endowment 
and remuneration eff ects are estimated in the 
chosen public sector company. This is an unnamed 
hospital in the Czech Republic, which was willing 
to provide the necessary data. Data was provided 

I: Average characteristics of men and women in the data set

Characteristic men women Characteristic men women

Age (year) 43.066 41.797 Department_9 0.000 0.010

Education (year) 15.812 13.794 Department_10 0.010 0.006

Job_1 0.061 0.031 Department_11 0.083 0.143

Job_2 0.127 0.007 Department_12 0.003 0.017

Job_3 0.008 0.016 Department_13 0.000 0.014

Job_4 0.005 0.039 Department_14 0.008 0.016

Job_5 0.108 0.056 Department_15 0.000 0.001

Job_6 0.008 0.004 Department_16 0.003 0.002

Job_7 0.132 0.111 Department_17 0.015 0.040

Job_8 0.008 0.021 Department_18 0.014 0.033

Job_9 0.080 0.564 Department_19 0.003 0.005

Job_10 0.131 0.069 Department_20 0.049 0.020

Job_11 0.331 0.081 Department_21 0.000 0.008

Working_time_1 (full-time) 0.909 0.812 Department_22 0.019 0.037

Working_time_2 (otherwise) 0.091 0.188 Department_23 0.005 0.019

Overtime (hour per year) 239.63 66.560 Department_24 0.031 0.029

Disease (hour per year) 28.343 68.604 Department_25 0.032 0.049

Years_in_company 8.321 9.314 Department_26 0.015 0.020

Department_1 0.066 0.049 Department_27 0.037 0.042

Department_2 0.003 0.022 Department_28 0.014 0.015

Department_3 0.017 0.033 Department_29 0.025 0.032

Department_4 0.059 0.014 Department_30 0.031 0.014

Department_5 0.280 0.110 Department_31 0.054 0.062

Department_6 0.010 0.002 Department_33 0.017 0.029

Department_7 0.000 0.001 Hourly gross wage (% of men wage) 100 77.130

Department_8 0.092 0.098 N 590 2014
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for year 2010. The employees, who were long-term 
ill, on maternity or parental leave or working in 
a business agreement were excluded. This le�  us 
with a sample of 2604 employees, of which 590 were 
males and 2014 females. 

The data included: gender, age, the highest level 
of education, job, number of years that employee 
works in this hospital, working time (full-time 
means 1), department, where the employee works, 
hours worked per year, overtime hours, days of 
sick leave, days of leave and annual gross wage. The 
hourly gross wage for every employee was calculated 
as a ration of annual gross wage and the sum of 
worked hours (including overtime) and hours of 
annual leave (days of annual leave*8*working time). 

Tab. I shows the average characteristics of the male 
and female employees, which are used in the wage 
functions. 

The average gross hourly wage is expressed as 
a percentage of the men’s wage, because of the 
sensitivity of the data. In our hospital, women earn 
77.1 percent of the men’s wage. The gender pay gap, 
which is calculated as the diff erence between the 
average gross hourly earnings of the male employees 
and of the female employees as a percentage of 
the average gross hourly earnings of the male 
employees, is 22.87 percent.

RESULTS AND DISCUSSION
Firstly, the coeffi  cients of male and female wage 

functions are estimated from the collected data. 
The equations (1) and (2) are used. The results are 
presented in Tab. II. 

Not all the independent variables listed in the 
section “Method” were statistically signifi cant. 
Statistically insignifi cant was the explanatory 
variable working time. The fact that the employees 
work full-time or part-time was irrelevant in the 
analysis of the wage diff erences between men and 
women. The variable department also played only 
a minor role. 

We estimated two wage functions. In the fi rst case, 
the department is not covered in the wage function 
as an independent variable. In the second case, the 
full-scale regression has been used. This approach 
is chosen because the variable department 
explained only a very small part of the wage 
diff erences, especially in the male wage function. 
In this function only 3 departments proved to be 
statistically signifi cant from the 33 existing. 

The explanatory variables explained 76.5 percent 
of the variability in logarithm of the male wage 
and 75.1 percent variability in the logarithm of the 
female wage in wage function 1 and 78.3 percent and 
78.1 percent in the full-scale regression. 

Tab. III presents the estimation of the results of 
the gender pay gap in the company. The row pay gap, 
calculated as the diff erence in logarithm of the male 
and female wage, was 18.81 percent. 

The extent of the endowment and remuneration 
eff ect diff ered depending on the wage functions. 

If we used wage function 1, the endowment eff ect 
represented 86.2 percent and the remuneration 
eff ect 13.8 percent of the gender pay gap. In the case 
of wage function 2, the endowment eff ect was 76.9 
percent and the remuneration eff ect 23.1 percent 
of the gender pay gap. This means, that the selected 
characteristics of men and women failed to explain 
more than 13 percent of the existing gender pay gap 
in the fi rst case and 23.1 percent in the second case. 
This part of GPG could be caused by factors that 
had not been identifi ed or it could be a result of the 
discrimination against women. 

The main causes of wage diff erences between 
men and women in the analysed company were the 
number of overtime hours, the level of education 
and the job. Other factors played a less signifi cant 
role. 

In wage function 1, more overtime hours of men 
compared with women explained about 31 percent 
of the existing GPG; the higher level of education 
of men explained 29 percent of GPG; the working 
position about 22.5 percent of GPG. The variance in 
age explained only 2.4 percent of GPG and absence 
because of illness or care for a family member 1.6 
percent of GPG. Years in the company spoke in 
favour of women. Women work longer in average in 
the company. This explained −1.1 percent of GPG. 

If we use wage function 2, the conclusions are 
very similar. The most important factors of wage 
diff erences between men and women were overtime 
hours, education and job. The larger number of 
overtime hours of men explained 28 percent of GPG, 
the higher level of education of men 27.1 percent 
and the work position 17.7 percent of the existing 
GPG. The higher age of men was able to explain 
3.1 percent, the larger number of hours of absence 
of women 2.1 percent and the number of years in 
the company −1.1 percent of GPG. Departments 
where the employees worked explained only a very 
small part of the wage diff erences between men and 
women, specifi cally 0.04 percent of GPG. 

As we concluded above, the main factors 
explaining the gender wage diff erences were the 
higher education level of men and the amount of 
overtime hours. Each of these factors explained 
almost 30 percent of the existing gender wage 
gap. The diff erent jobs played a weaker role and 
explained about 20 percent of GPG. In the case of 
the infl uence of the diff erent job and education, 
the conclusions are in accordance to the fi ndings of 
Jurajda (2003). Jurajda (2003) stated that the diff erent 
levels of education and segregation can explain 
about two third of the existing gender pay gap in 
the Czech public sector. He used data from the year 
1998. In our case, the segregation and education play 
a similarly important role. These factors explained 
about 50 percent of GPG. 

On the other hand, the unexplained part of the 
gender pay gap is smaller compared to Jurajda’s 
(2003) fi ndings. It can be explained by a more 
detailed dataset and a lot of factors included in the 
wage function. 



 Gender wage diff erences in the selected Czech public sector company 85

II: Wage functions 

Wage function 1 Wage function 2

m f m f

Constant
3.36761***
(0.147065)

3.34412***
(0.0621611)

3.42501***
(0.146303)

3.30433***
(0.0595017)

Age
0.0269311***
(0.00624840)

0.0283353***
(0.00243301)

0.0244917***
(0.00618191)

0.0296749***
(0.00230413)

Age2 −0.0002192***
(6.71758e-05)

−0.0002591***
(2.80856e-05)

−0.0001859***
(6.68052e-05)

−0.0002664***
(2.65714e-05)

Education
0.0274648***
(0.00583066)

0.0254388***
(0.00229542)

0.0252154***
(0.00580406)

0.0244415***
(0.00222493)

Job_2
0.150358***
(0.0485540)

0.219363***
(0.0442815)

0.147215***
(0.0472673)

0.216896***
(0.0416553)

Job_3
0.527375***
(0.113749)

0.246780***
(0.0337600)

0.546809*
(0.110905)

0.181763***
(0.0323176)

Job_4
0.270037*
(0.142101)

0.232646***
(0.0270727)

0.267451***
(0.138162)

0.250712***
(0.0255374)

Job_5
0.564167***
(0.0580163)

0.435267***
(0.0260405)

0.542067***
(0.0572551)

0.409799***
(0.0245987)

Job_6
1.16163***
(0.118242)

0.969499***
(0.0571060)

1.06528***
(0.116478)

0.976329***
(0.0538391)

Job_7
0.180118***
(0.0485548)

0.100854***
(0.0222081)

0.191247***
(0.0481451)

0.105166***
(0.0210562)

Job_8
0.377042***
(0.116309)

0.420957***
(0.0318887)

0.388586***
(0.117463)

0.466126***
(0.0311752)

Job_9
0.438640***
(0.0571338)

0.516358***
(0.0221562)

0.481525***
(0.0588328)

0.538191***
(0.0209837)

Job_10
0.534626***
(0.0660364)

0.598659***
(0.0273304)

0.584654***
(0.0654519)

0.631579***
(0.0260852)

Job_11
0.736565***
(0.0646778)

0.691610***
(0.0308801)

0.779363***
(0.0648818)

0.730412***
(0.0294792)

Overtime
0.0003412***
(4.04876e-05)

0.0002983***
(2.82522e-05)

0.0003039***
(4.29593e-05)

0.0002857***
(2.82152e-05)

Disease
−7.54920e-05
(8.41381e-05)

5.8732e-05***
(1.76189e-05)

−9.97200e-05
(8.24193e-05)

5.9534e-05***
(1.65909e-05)

Years_in_company
0.0170939***
(0.00467712)

0.0135019***
(0.00136924)

0.0200967***
(0.00464286)

0.0147884***
(0.00129585)

Years_in_company2 −0.0005656***
(0.000197214)

−0.0002241***
(4.93983e-05)

−0.0006810***
(0.000195100)

−0.0002747***
(4.66755e-05)

Department_2 - -
0.154693

(0.163985)
−0.0746846***

(0.0221945)

Department_3 - -
−0.000975986

(0.0790242)
0.0960121***
(0.0184361)

Department_10 - -
0.532282***
(0.100697)

0.514017***
(0.0447169)

Department_14 - -
−0.0228446
(0.105961)

−0.109386***
(0.0261108)

Department_16 - -
−0.295560*
(0.165142)

−0.227617***
(0.0733347)

Department_17 - -
−0.0909288
(0.0798116)

−0.0657414***
(0.0179701)

Department_20 - -
−0.0369049
(0.0494788)

−0.0857306***
(0.0237912)

Department_23 - -
0.00533016
(0.135403)

−0.0839687***
(0.0238353)

Department_26 - -
−0.0401052
(0.0784433)

−0.0422495*
(0.0232913)

Department_30 - -
−0.0860204
(0.0565174)

−0.113793***
(0.0277507)

Department_31 - -
−0.136547***
(0.0461417)

−0.0644062***
(0.0140361)

Department_33 - -
0.0281058
(0.169588)

−0.135716**
(0.0549038)

R2 0.765404 0.750621 0.783017 0.780831

n 590 2014 590 2014

Standard error in parentheses, ***signifi cant at the 1% level, **signifi cant at the 5% level, *signifi cant at the 10% level. 
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But we cannot say that more detailed data and 
more focus on only one company lead to the 
explanation of the gender wage diff erences. Hedija 
and Musil (2012) examined the existence of wage 
discrimination against women in a chosen fi rm of 
the private sector and concluded that the no part 
of the gender pay gap in this company could be 
explained by the diff erent characteristics of men 
and women. Conversely, women had in average 
better characteristics than men, as is proven by 
the negative endowment eff ect. The extent of the 
explained part of the gender pay gap in the case of 
the public sector enterprise can be explained, to 
some extent, by the wage regulations governing the 
public sector. This issue requires further research. 
Extending the sample of studied companies enables 
to reach objective conclusions.

CONCLUSION 
This paper researched the gender pay gap in 

the chosen public sector company, specifi cally 
in the selected Czech hospital. The raw gender 
pay gap reached 19 percent in this company. The 
observed pay gap was below the average gender 
wage diff erence in the Czech health-care sector. 
Statistically signifi cant factors that explained wage 

diff erences between men and women were age, 
education, job, overtime hours, illness and years in 
the company. 

Departments, where the employees worked, 
explained a very small part of the wage diff erences 
between men and women. Not all departments 
were statistically signifi cant for men. This is why we 
prefer the use of wage function 1. 

We can conclude that approximately 86 percent 
of GPG was possible to explain by diff erent 
characteristics of men and women. Diff erent 
overtime hours, education level and job were the 
most important factors of justifi ed gender wage 
diff erences. In our hospital, men in average worked 
more overtime, had a higher level of education and 
worked in better paid positions. 

About 14 percent of GPG stayed unexplained. It 
represents only 2.6 percentage points of the gender 
pay gap. This part of the gender pay gap could be 
caused by factors that had not been identifi ed, for 
example the talent of workers or it could be result 
of discrimination against women. From this point 
of view, the conclusions are satisfactory. Finally, we 
can say that the wage discrimination against women 
does not occur in the chosen company and if so, its 
rate is negligible. 

III: Oaxaca-Blinder decomposition 

Wage function 1 Wage function 2

Absolute Relative
(% of GPG) Absolute Relative

( % of GPG)

lnWm – lnWf 0.1881 - 0.1881 -

Endowment eff ect 0.1621 86.2 0.1447 76.9

• Age 0,0045 0.0237 0,0059 0.0312

• Education 0.0554 0.2946 0.0509 0.2705

• Job 0.0423 0.2247 0.0333 0.1773

• Overtime 0.0590 0.3140 0.0526 0.2796

• Disease 0.0030 0.0162 0.0040 0.0213

• Years in company −0.0021 −0.011 −0.0021 −0.011

• Department - - 0.0001 0.0004

Remuneration eff ect 0.0260 13.8 0.0434 23.1

SUMMARY
The paper investigates the wage diff erences between men and women in a chosen Czech public 
sector enterprise. The aim of the paper was to determine the amount of the gender pay gap in this 
enterprise, to identify factors that can explain this and to determine whether the company leads to 
wage discrimination against women. The Oaxaca-Blinder decomposition (Oaxaca, 1973; Blinder, 
1973) was used to separate the gender pay gap into the part which can be explained by diff erent 
characteristics of men and women, and the part that cannot be explained and will be marked as the 
eff ect of discrimination. Micro-data from the chosen Czech hospital form the year 2010 was used. 
The estimated gender pay gap was about 19 percent, which was below the average in the Czech 
health sector. Approximately 86 percent of the gender pay gap could be explained by the diff erent 
characteristics of men and women. Diff erences in the number of overtime hours, the education 
level and the job descriptions were the most important factors of justifi ed gender wage diff erences. 
About 14 percent of the gender pay gap stayed unexplained which were only 2.6 percentage points 
of the total gender pay gap. Authors concluded, that in the examined hospital, there was either no or 
a negligible wage discrimination against women. 



 Gender wage diff erences in the selected Czech public sector company 87

REFERENCES
BECKER, S. G., 1957: The Economics of Discrimination. 

1st Edition. Chicago: The University of Chicago 
Press, ISBN 0-226-04115-8.

BLINDER, A., 1973: Wage discrimination: reduced 
form and structural estimates. Journal of Human 
Resources, 8, 4: 436–455. 

CZECH STATISTICAL OFFICE, 2011: Zaostřeno 
na ženy a muže 2011, [Online], [cit. 2012-4-
15]. Available from www: http://www.czso.
cz/csu/2011edicniplan.nsf/kapitola/1413-
11-r_2011-14.

ERIKSSON, T., GOTTWALD, J., MRÁZEK, P., 2000: 
Determinants of Managerial Pay in the Czech Republic. 
WDI Working paper No. 310, Michigan: WDI of 
University Michigan. 

HEDIJA, V., MUSIL, P., 2010: Genderová mzdová 
mezera. Working Paper CVKS č. 12/2010, Brno: 
Ekonomicko-správní fakulta MU. 

HEDIJA, V., MUSIL, P., 2012: Jsou ženy v České 
republice mzdově diskriminovány? Závěry 
z vybraného podniku. Ekonomická revue, 15, 1: 27–
40.

JURAJDA, S., 2003: Gender Wage Gap and 
Segregation in Enterprises and the Public Sector 
in Late Transition Countries. Journal of Comparative 
Economics, 31, 2: 199–222.

JURAJDA, S., PALIGOROVÁ, T., 2009: Czech female 
managers and their wages, Labour Economics, 16, 3: 
342–351. 

MYSÍKOVÁ, M., 2007: Trh práce žen: Gender Pay Gap 
a jeho determinanty, IES Working Paper No. 13/2007, 
Praha: IES Charles University.

NEUMARK, D., 1988: Employers´ Discriminatory 
Behavior and the Estimation of Wage 
Discrimination. The Journal of Human Resources, 13, 
3: 279–295. 

OAXACA, R., 1973: Male-female wage diff erentials 
in urban labour markets. International Economic 
Review, 14, 3: 693–709. 

PAILHÉ, A., 2000: Gender Discrimination in Central 
Europe during the Systemic Transition. Economics 
of Transition, 8, 2: 505–535. 

PLANTENGA, J., REMERY, C., 2006: The Gender Pay 
Gap – Origins and Policy Responses. A Comparative 
Review of 30 European Countries. Luxembourg: 
European Commission, 2006. ISBN 92-79-02565-
1.

REIMERS, C., 1983: Labour Market Discrimination 
Against Hispanics and Black Men. Review of 
Economics and Statistics, 65, 4: 570–579. 

Address 

Ing. Veronika Hedija, Ph.D., Ing. Petr Musil, Ph.D., Katedra ekonomických studií, Vysoká škola polytechnická 
Jihlava, Tolstého 16, 586 01 Jihlava, Česká republika, e-mail: vhedija@seznam.cz, petrmusil1977@gmail.com



88 


