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1 Integrujici komentar k odbornym publikacim Vliv pohlavi

manazera na genderovou mzdovou mezeru v podniku

1.1 Uvod do problematiky a cil prace

Predkladana habilitacni prace je vénovana problematice mzdovych rozdilti mezi muzi
a zenami V podniku. Postaveni zen na trhu prace a jejich potencialni diskriminace jsou
velmi aktudlnim a stale diskutovanym tématem. Jsou zeny na trhu prace diskriminovany?
Je jejich Sance uspét ve vybérovém fizeni na danou pracovni pozici stejnd jako u muzi

a dostavaji zeny stejnou odménu za stejnou praci jako muzi?

Rovny pfistup a nediskriminace zaloZend na pohlavi patii mezi zékladni lidské prava.
Stejny pristup k muziim a Zendm a pravo ziskat stejnou odménu za stejnou ¢i ekvivalentni
praci patii k zdkladnim pravim deklarovanym ve Smlouvé o fungovani Evropské unie
a v Listin¢ zakladnich prav Evropské unie. V Ceské legislativé je tato oblast dale upravena
zejména v zakoniku prace (zakon €. 262/2006 Sb., zakonik prace) a antidiskrimina¢nim
zékonu (zakon ¢. 198/2009 Sb., zékon o rovném zachdzeni a o pravnich prostfedcich
ochrany pted diskriminaci). Pfestoze podminka nediskriminace je zakotvena v legislative,
at’ jiz narodni ¢i nadnarodni, stile narazime na rozdilny pfistup k muzim a zenam
arozdily v odméiiovani, a to nejen v Ceské republice, ale také v ostatnich ¢lenskych
zemich Evropské unie. Diskriminace neznamena jen nerespektovani zakladnich lidskych
prav, nese s sebou 1 ekonomické souvislosti a dopady. Diskriminace Zen na pracovnim
trhu vede k plytvani lidskym kapitalem v podobé plného nevyuziti talentu a potencialu
zen. Smith a Bettio (2008) uvadéji, ze vySsi rovnost muzil a Zen piinasi vyhody v podobé
vy$§iho ekonomického ristu, vySsich dafovych pifijmi, a to v podminkach udrzitelné

miry porodnosti.

V poslednich letech se Vv Evrop€ objevuji snahy o posileni zastoupeni Zzen
Vv managementu. Evropskym prikopnikem v této oblasti je Norsko, které v roce 2003
zavedlo povinnou 40procentni kvotu na podil zen ve vedeni podnikti. Snahy o zvySeni
podilu Zen ve vedeni jsou patrné 1 na urovni Evropské unie. Dlkazem toho je névrh
smérnice Evropské unie zroku 2012 na zavedeni povinnych kvot na 40procentni
zastoupeni zen ve vedeni velkych firem. Navrh nakonec nebyl GspéSné€ piijat, nicméné
povinné kvoty na zastoupeni Zen ve vedeni vybranych firem muizeme najit
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v legislativé Belgie, Francie, Italie, Nizozemska, Spanélska, Portugalska, Danska,
Finska, Recka, Rakouska a Slovinska (Deloitte, 2015).

Nabizi se hned nékolik otazek. Jaky vliv mé vyssi podil Zen ve vedeni na vykonnost
podniku? A vede vyssi podil Zen ve vedeni také ke zmirnéni genderovych mzdovych
rozdila? A jaka je situace v Ceské republice? Pravé na posledni dvé otazky se snaZi

poskytnout odpovéd tato habilitaéni prace.

Cilem piedlozené¢ habilitacni prace je identifikace vyse potencidlni mzdové
diskriminace Zen na trhu prace v Ceské republice a zhodnoceni vlivu Zen v managementu
na genderové mzdové rozdily. Poznatky jsou prezentovany pomoci souboru péti

odbornych ¢lankd, které autorka publikovala k dané problematice.

Otazkam mzdovych rozdilli mezi muZi a Zenami se autorka intenzivné vénuje jiz fadu
let. V roce 2010 publikovala svou prvni studii k této problematice nasledovanou fadou
odbornych ¢lanki a konferen¢nich piispévki zaméfenych na identifikaci ,,nevysvétlené*
¢asti mzdové mezery mezi muzi a Zenami. Zvlastni pozornost potom autorka vénovala
faktortim, které ovliviiuji vysi mzdové diskriminace, zejména problematice vlivu kvality

legislativy a vlivu pohlavi manaZera na genderové mzdové rozdily.

1.2 Struktura habilita¢ni prace

Habilitaéni prace je tvofena souborem péti ¢lanki, které autorka publikovala
Kk problematice genderovych mzdovych rozdild a vlivu pohlavi manazera na mzdovou
diskriminaci zen na trhu prace. Jedna se o nasledujici clanky publikované v odbornych

Casopisech v obdobi 2011-2017:

1. HEDUA, V. a MUSIL, P., 2011. Gender pay gap — application in the specific
enterprise. Narodohospodarsky obzor/Review of Economic Perspectives, 11(4),
223-236. (v dobé vydani pozitivni seznam, dnes Jsc)

2. HEDUA, V.aMUSIL, P., 2012. Gender Wage Differences in the Selected Czech
Public Sector Company. Acta Universitatis Agriculturae et Silviculturae
Mendelianae Brunensis, 60(7), 81-88. (Jsc, SIR 2012: 0,202)



3. HEDWA, V., 2014. Do Women Really Face Wage Discrimination on the Labor
Market? An Analysis Using Intra-household Specialization. Acta Universitatis
Agriculturae et Silviculturae Mendelianae Brunensis, 62(6), 1279-1286. (Jsc, SIR
2014: 0,250)

4. HEDWA, V. 2017. Sector Specific Gender Pay Gap: Evidence from European
Union Countries. Economic Research-Ekonomska Istrazivanja, 30(1), 1804-
1819. (Jimp, IF 2016: 0,742)

5. HEDUWA, V., 2015. The Effect of Female Managers on Gender Wage Differences.
Prague Economic Papers, 24(1), 38-59. (Jimp, IF 2015: 0,825)

V habilitaéni préaci je postupovano od kvantifikace potencidln¢ diskriminac¢niho
mzdového rozdilu (nevysvétlené Casti genderové mzdové mezery) v Ceské republice
K posouzeni vlivu pohlavi manazera na ,diskriminac¢ni genderové mzdové rozdily.

Kazdému ¢lanku je v habilita¢ni praci vénovana samostatna kapitola.

Prvni kapitola habilitaéni prace obsahuje teoretické ukotveni habilita¢ni prace a popis
aplikovanych metod. Druha a treti kapitola jsou vénovany kvantifikaci nevysvétlené ¢asti
genderové mzdové mezery. Statisticka data ukazuji, Ze mzdové rozdily mezi muzi
a zenami v Ceské republice existuji. Dle udaji Eurostatu zeny v Ceské republice pobiraji
Vv priméru o vice nez 20 procent niz§i mzdu nez muzi a v evropském kontextu se Ceska
republika fadi k zemim s nejvys$imi mzdovymi rozdily mezi muzi a zenami (Eurostat,
2017). DGvodu, pro¢ zeny v priméru vydélavaji méné nez muzi, mize byt vice. Existuje
fada empirickych studii, které se této problematice ptimo vénuji. Tyto studie potvrzuji,
ze ¢ast mzdovych rozdila 1ze vysvétlit rozdilnymi charakteristikami muzi a Zen, zejména
potom horizontalni a vertikalni segregaci, ¢ast rozdilti ov§em zlistava nevysvétlena a byva
pti¢itana existenci mzdové diskriminace Zen na trhu prace (napiiklad Jurajda, 2003).
Odhadnuty nevysvétleny mzdovy rozdil mezi muzi a Zenami se potom Vv jednotlivych
studiich 1i8i, a to v zavislosti na uzitém vzorku dat, aplikované metod¢ a poctu znamych
charakteristik muz{ a Zen, se kterymi je pracovano. Pro Ceskou republiku se odhad efektu
diskriminace pohybuje mezi 3 az 26 procenty v neprospéch zen (napiiklad Mysikova,
2007 a 2012; Gottvald, Vaskova a Janikova, 2012; Filipova a kol., 2012; Eriksson,
Pytlikova a Warzynski 2013 nebo Balcar a Gottvald, 2016).



Zaveéry empirickych studii nicméné mohou byt do jist¢é miry zkresleny mirou
zobecnéni, se kterou je pracovano. Jen obtizné¢ kvantifikovatelné jsou skutecné znalosti
a schopnosti jednotlivych pracovnik. Také naplii jednotlivych pracovnich pozic
se Vv riznych podnicich mize zna¢né lisit. Rozdilné také mohou byt ndroky kladené na
muze a zeny pracujici na stejné pozici, stejné jako jejich vykonnost. Pfi vysoké mifte
zobecnéni tak mzdové rozdily zpiisobené t€mito faktory ziistanou nevysvétleny a jsou

pricitany pravé mzdové diskriminaci.

Druhd a tfeti kapitola habilitacni prace prezentuji odhady potencidlni mzdové
diskriminace zen ve vybranych podnicich. Tento pfistup umoznuje mikropohled na véc
a identifikaci rozdili ve vysi mzdy, kterou jedinci obdrzi za stejnou ¢i velmi podobnou
praci v ramci konkrétniho podniku. V kapitole 2 ,,Genderovd mzdova mezera — aplikace
ve vybraném podniku (Gender pay gap — application in the specific enterprise)* je
potencialni mzdova diskriminace odhadovana pro podnik soukromého sektoru, v kapitole
3 ,, Genderovd mzdova mezera ve vybraném podniku verejného sektoru (Gender Wage
Differences in the Selected Czech Public Sector Company)“ pro vybrany podnik

vetfejného sektoru.

Niz8i mzda Zen ve srovnani s muzi mtize byt ,,spravedlivou” odménou za jejich nizsi
pracovni nasazeni a vykonnost ve srovnani s muZi. To mlzZe souviset s rozdilnymi
prioritami Zen a jejich dominantnim postavenim v péci o déti a rodinu. Zohlednéni téchto
faktori pii odhadu nevysvétleného mzdového rozdilu je vénovana ctvrtd kapitola
habilitacni prace nazvand ,,Jsou Zeny skutecné mzdové diskriminovany na trhu prdce?
Analyza zohlednujici delbu prace v domacnosti (Do Women Really Face Wage
Discrimination on the Labor Market? An Analysis Using Intra-household
Specialization)“. Odhad efektu diskriminace je v této kapitole zalozen na odhadu
nevysvétleného mzdového rozdilu jen pro jednotlivee, ktefi vyd€lavaji vice nez jejich
partner, a lze tedy pfedpokladat, Ze role téchto jedinct (muzil a Zen) v péci o domacnost
a déti bude rovnocenna ¢i spiSe minoritni. Pracovni nasazeni a vykonnost téchto jedincii

by tak neméla byt tolik ovlivnéna péci o rodinu.

Pata a Sestd kapitola habilitatni prace je vénovédna faktoriim, které mohou
ovlivitovat mzdovou diskriminaci Zen na trhu prace. Zavéry empirickych studii

potvrzuji, ze nevysvétlena genderovd mzdova mezera existuje, liSi se v ramci



jednotlivych odvétvi ¢i jednotlivych podnikii. Faktorii, které mohou byt pfi¢inou
téchto odlisnosti, je vice. Vyznamnou roli muaze hrat mira regulace mezd
Vv jednotlivych odvétvich, velikost podniku, zastoupeni zen v jednotlivych odvétvich
¢i podnicich a jejich vnimani muzskymi protéjSky a v neposledni fadé také podil zen
ve vedeni podniku (naptiklad Hedija, 2014a). A pravé poslednimu zminénému
faktoru, tedy pohlavi manazera a jeho vlivu na genderové mzdové rozdily, jsou
vénovany posledni dvé kapitoly habilita¢ni prace. Kapitola 5 nese nazev ,, Sektorove
specificka genderovd mzdova mezera: aplikace na zemé Evropské unie (Sector
Specific Gender Pay Gap: Evidence from European Union Countries)“. Kapitola
prezentuje odhad nevysvétlené slozky genderové mzdové mezery na urovni
jednotlivych sektori (dle Klasifikace ekonomickych ¢innosti Revize 2) a na sektorové
urovni zkouma také vliv vybranych faktort,, véetné pohlavi manazera na mzdové
rozdily. Kapitola 6 ,, Vliv Zen v managementu na genderové mzdové rozdily (The Effect
of Female Managers on Gender Wage Differences) “ zkouma vliv Zen v managementu
na genderovou mzdovou mezeru s uzitim dat konkrétnich podnik (nemocnic). Uzita
data obsahuji mimo jiné informace o pohlavi pfimého nadfizené¢ho (vedouciho

odd¢leni) a podrobné ¢lenéni jednotlivych pracovnich pozic.

1.3 Teoretické ukotveni habilita¢ni prace

Nasledujici kapitola teoreticky ukotvuje habilitaéni praci. V prvni ¢asti jsou
pfedstaveny a do evropského kontextu usazeny existujici mzdové rozdily mezi muZzi
azenami v Ceské republice. V druhé &asti jsou prezentovany teorie, které vysvétluji
mzdové rozdily mezi muzi a Zenami, S Uzkym zaméfenim na efekt diskriminace. Tteti
¢ast je vénovana empirickym studiim, které odhaduji miru potencidlni mzdové
diskriminace zen na ¢eském pracovnim trhu. Zavér kapitoly je zaméfen na teoretické
argumenty, pro¢ by mohlo mit pohlavi manazera vliv na relativni mzdy muzii a Zen, a jsou

zde predstaveny zavéry empiricky studii testujicich vztah mezi pohlavim manazera a

genderovou mzdovou mezerou v podniku.

1.3.1 Mzdové rozdily mezi muZi a Zenami

Existence mzdovych rozdili mezi muZzi a Zenami je zndmy fakt. Statistické udaje

ukazuji, Ze Zeny ve srovnani s muzi pobiraji v priméru niz§i mzdu. Dle udaji Ceského

7



statistického Gfadu (2017) byla v roce 2016 pramérmé hruba mési¢ni mzda Zen v Ceské
republice o vice nez 20 procent niz§i ve srovndni s muzi. Vys§i mzdovych rozdilt mezi
muzi a Zenami v Ceské republice a vyvoj v ¢ase zachycuje graf 1 a graf 2. V grafech Ize
vidét vyvoj pruméru a medidnu hrubé mési¢ni mzdy muzl a Zen v obdobi 1996-2016
a genderovou mzdovou mezeru. Ta je vypocitana jako procentni podil absolutniho rozdilu
mzdy muzi a zen na mzdé muzd. Primérnd hruba mzda muza byla v celém sledovaném
obdobi nad twrovni primérnych hodnot dosahovanych zenami a mzdovy rozdil
se pohyboval v rozmezi 21-28 procent v neprospéch Zen. V roce 2010 lze v grafu
vysledovat vyrazny pokles genderové mzdové mezery, ktera se od tohoto roku zacala
pohybovat kolem 21 procent. Tento pokles Ize vysvétlit zménami v metodice vypoctu
hrubé primérné mzdy, ke kterym doSlo v roce 2011 (data pro rok 2010 byla zpé&tné

piepocitdna dle nové metodiky).

Graf 1: Primérna hruba mési¢ni mzda dle pohlavi (v CZK) a genderova mzdova mezera
(v %) v Ceské republice

30000

30

25000 25

20 000 20

15000 15

10 000 10
5000 5
0 0

2003 2004 2005 2006 2007 2008 2009 2010* 2011 2012 2013 2014 2015 2016

B jeny NN muZi

genderova mzdova mezera (%)

Poznamka: *Od roku 2010 prepocitino v nové metodice. Genderova mzdova mezera je vypocitana jako
procentni podil rozdilu primérné hrubé mésicni mzdy muzii a prumérné hrubé mésicni mzdy Zen
na priimeérné hrubé mésicni mzde muzi.

Pramen: Cesky statisticky urad (2017), viastni vypocty

Graf 2 zachycuje mzdovy medidn. Median na rozdil od priiméru vyjadiuje prostfedni
hodnotu pfi sefazeni hodnot od nejnizsi k nejvyssi a lépe vypovida o stiedni hodnoté
mzdy v piipadech, kdy maléd skupina pobira velmi nizkou nebo naopak velmi vysokou

mzdu. Medidn hrubé mésicni mzdy byl v celém sledovaném obdobi jak v piipadé muzi,

1 Od roku 2011 zahrnuje vybérovy vzorek celou zaméstnaneckou populaci. Do vzorku jsou nové zahrnuti
dfive nesledovani zaméstnanci z podnikd s méné nez 10 zaméstnanci, zaméstnanci neziskovych instituci
a podnikateli — fyzickych osob.
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tak Zen nizsi nez primérna mzda. Zatimco prumérna mzda muzt v roce 2016 dosahovala
32 134 korun, mzdovy median byl o vice nez 5 000 korun niz$i a ¢inil 26 974 korun
(Cesky statisticky ufad, 2017). V piipadé Zen nebyl rozdil mezi primérnou mzdou
a mzdovym medianem tak dramaticky. Primérnd mzda Zen dosahovala v roce 2016
hodnoty 25 283 korun a mzdovy median 22 573 korun (Cesky statisticky tiad, 2017).
Niz§i mzdovy medidn ve srovnani s primérem vypovidd o nerovnomérném rozdéleni
mezd a o vysokém piijmu uzké skupiny muzi a Zen. V ptipadé¢ mzdového medidnu je
Vv naSem piipad¢ nizSi také genderovda mzdova mezera. Ta se v obdobi 2010-2016

pohybovala kolem 16 procent v neprospéch zen.

Graf 2: Median hrubé mési¢ni mzdy dle pohlavi (v CZK) a genderova mzdova mezera
(v %) v Ceské republice
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Pozndmka: *Od roku 2010 prepocitano v nové metodice. Genderova mzdovd mezera je vypocitana jako
procentni podil rozdilu medianu hrubé mésicni mzdy muzii a medianu hrubé mésicni mzdy zZen na medidnu
hrubé mésicni mzdy muzu.

Pramen: Cesky statisticky vurad (2017), viastni vypocty

Pokud budeme mzdové rozdily mezi muZzi a Zenami hodnotit v kontextu ¢lenskych
zemi Evropské unie, jsou genderové mzdové rozdily v Ceské republice relativné vysoké.
Situaci ilustruje graf 3. Zachycuje praimérnou hrubou mési¢ni mzdu (v eurech) muzt, Zen
a genderovou mzdovou mezeru ve vybranych zemich Evropské unie v roce 2014 (nové;jsi
data bohuzel nebyla k dispozici). Zemé jsou v grafu pro piehlednost sefazeny sestupné
dle vyse vykazané genderové mzdové mezery. V ramci Evropské unie dosahovala Ceské
republika v roce 2014 ¢tvrté nejvyssi genderové mzdové mezery. Vys$si mzdovy rozdil
mezi muzi a Zenami zaznamenalo jen Estonsko, Rakousko a Velka Britanie (Eurostat,
2017).



Graf 3: Primé&rna hruba mési¢ni mzda dle pohlavi (v eurech) a genderova mzdova

mezera (v %) v zemich Evropské unie v roce 2014
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Poznamka: Priimérnd mésicni mzda je uvadena jen pro primysl, stavebnictvi a sluzby, s vyjimkou verejné
spravy a obrany (NACE B-S bez O), a pro podniky s vice nez 10 zaméstnanci. Genderova mzdovd mezera
Jje vypocitana jako procentni podil rozdilu priimérné hrubé mésicni mzdy muzii a primeérné hrubé mésicni
mzdy Zen na priimérné hrubé meésicni mzdeé muzu.

Pramen: Databaze Eurostat (2017), viastni vypocty

V kontextu vySe uvedenych zjisténi se nabizi fada otdzek. Pro¢ zeny vydélavaji
V priméru méné nez muzi? A pro¢ se mzdova mezera v jednotlivych zemich 1isi? Na tyto

otazky ¢astecné odpovi dalsi kapitola.

1.3.2 Pri¢iny mzdovych rozdila

Z hlediska tradi¢ni mikroekonomické teorie je vySe mzdy zavisla na produktivité
prace. Jedinec, ktery vykazuje vyssi produktivitu prace, tak z objektivnich pficin pobira
vys$8i hodinovou mzdu a naopak. Takto vznikly mzdovy rozdil je pfirozeny a opravnény.
Jako jedna z moznych pti¢in mzdovych diferenci mezi muzi a zenami se tak nabizi pravé
jejich rozdilna produktivita. Ta potom tzce souvisi s rozdilnymi vykonnostnimi
charakteristikami pracovnikli. Ekonomickéd teorie ovSem piinasi i jind vysvétleni

mzdovych rozdild mezi muzi a Zenami, kterymi jsou 1) rozdilny lidsky kapital,
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2) segregace na trhu prace a 3) mzdova diskriminace (Jacobsen, 2007; Ehrenberg a Smith,
2012).

Lidsky kapital

Dle teorie lidského kapitalu Ize mzdové rozdily vysvétlit rozdily v lidském kapitalu
a investicich do lidského kapitalu jednotlivci. Za zakladatele teorie lidského kapitalu je
Casto oznaCovan Gerry Becker, ktery ve své knize Human Capital piinasi uceleny vyklad
této problematiky. Becker (1964) vymezuje lidsky kapital jako schopnosti, dovednosti a

odpovidajici motivace tyto schopnosti a dovednosti uplatnit.

Zéakladnim zpisobem navySovani lidského kapitalu je investice do néj, zejména
v podob¢ vzdélavani, pracovnich Skoleni, zdravotni péce, geografické migrace a hledani
relevantnich informaci. V souladu steorii lidského kapitalu vedou vyssi investice
do lidského kapitalu k vyssi produktivité prace, a tedy vy$simu piijmu. Becker (1964)
zaroven podporuje teorii empirickymi daty a potvrzuje existenci pozitivni korelace mezi

investicemi do lidského kapitalu, zejména v podobé vzdélani a zdravi, a vysi piijmu.

Préave rozdily v investicich do lidského kapitalu, zeyména vzdélani a pracovni Skoleni,
jsou jednim z argumentd, které jsou pouzivany k vysvétleni mzdovych rozdiltt mezi muzi
a zenami. Teorie lidského kapitalu k vysvétleni rozhodovéni o vysi investic do lidského
kapitalu uziva tradi¢ni nastroje neoklasické skoly v podobé¢ porovnani nakladii a vynost
plynoucich z investice do lidského kapitalu. Kazdy jedinec pfitom usiluje o maximalizaci
vlastniho uZitku. Pfi rozhodovani o vysi investice do lidského kapitalu niz$i investice do
vzdélani a pracovniho $koleni Zen jsou v souladu s touto teorii dobrovolnym rozhodnutim
zen, které usiluji o maximalizaci svého uzitku. Diivodem je, v porovnani s muzi, nizsi
ocekavana délka pracovniho Zivota, a tedy i nizsi oekavany piijem ziskany po dobu
pracovniho zivota. Tradi¢ni rozdéleni roli mezi muze a Zeny v roding jsou vysvétlenim,
investic do lidského kapitalu nemusi nést jen jednotlivec, ale také zaméstnavatel. Tak je
tomu zejména v piipadé pracovniho $koleni. Z divodu pravdépodobného preruseni prace
a nejistého navratu do zaméstnani v piipadé Zen jsou ofekavané vynosy z investice do
pracovniho Skoleni Zen niz8i nez v ptipadé¢ muzi. To je také divod, pro¢ zamé&stnavatel
pti Skoleni uptednostiiuje muze (Blau, Ferber a Winkler, 2010). Zavéry empirickych

studii potvrzuji, ze Zzenam neni specialni Skoleni poskytovano tak ¢asto jako muzim
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(Altonji a Spletzer, 1991; Olsen a Sexton, 1996). Zeny kvilli pieruseni prace z diivodu
matefstvi a péce o déti mohou vykazovat také méné let praxe, a tedy 1 nizsi zkusSenosti.
K nizs§i akumulaci zkuSenosti zen ve srovnani s muzi vede také fakt, ze zeny Castéji
pracuji na casteny uvazek, coz mize byt dal§i mozné vysvétleni nizSich mezd zen ve

srovnani s muzi (Blau, Ferber a Winkler, 2010; Jacobsen, 2007).

Segregace na pracovnim trhu

Dalsim divodem mzdovych rozdilit mezi muzi a Zenami je horizontalni a vertikalni
segregace na trhu prace. Jinymi slovy, Zeny jsou koncentrovany v méné vydéle¢nych
odvétvich ¢i na nizSich pracovnich pozicich s niz§imi pravomocemi a odpovédnosti,

a tedy i hite placenych (Oaxaca, 1973; Blinder, 1973; European Commission, 2002).

Vysvétleni segregace zen je vice. Z pohledu neoklasické teorie je segregace zen
vysledkem jejich zamérného a dobrovolného rozhodnuti s cilem maximalizovat vlastni
uzitek. Tradicnim argumentem pro segregaci Zen na trhu prace jsou biologické faktory
v podob¢ rozdilnych fyzickych a povahovych ryst. V souladu s tim si potom Zeny voli
povolani umoznujici maximalizovat uzZitek, ktery neni vysledkem jen ocekavaného
vydélku, ale také celkového uspokojeni plynouciho z prace (Blau, Ferber a Winkler,
2010; Jacobsen, 2007).

Vyznamnou roli pii volbé povolani hraje také role Zeny jako matky. Kwvili
ocekavanému preruseni pracovniho zivota Z divodu matetstvi a péce o déti si zeny voli
pracovni pozice a obory, které nepodléhaji tak rychlému vyvoji a nedochazi v nich
k dramatickym zmé&nam. Navrat do téchto odvétvi a na takové pracovni pozice je pro Zeny
po matetské dovolené jednodussi a neni spojen s dal§imi naklady v podobé dodate¢ného
pracovniho tréninku. Zeny si také mohou dobrovolng volit mén& produktivni, a tedy
I hiife placené obory ¢i pozice (zdravotnictvi, Skolstvi), ve kterych jim je nizsi vydélek
kompenzovan vys§i mirou uspokojeni, pfipadn¢ dal§imi vyhodami v podobé vétSiho
mnozstvi ¢asu a moznosti skloubit rodinny a pracovni zivot (Blau, Ferber a Winkler,

2010; Jacobsen, 2007).

Mezi dal$i argumenty uzivané k vysvétleni existujici segregace na trhu prace patii
sociokulturni faktory v podob¢ Stereotypii a socializace, neviditelnych bariér vstupu

a ocekavané diskriminace. Tyto faktory mohou zeny ptirozené odrazovat od vstupu do
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»~muzskych® odvétvi. Existujici genderové stereotypy v oblasti vzdélani, zaméstnani,
pracovnich pozic a role v rodiné spolu se socializaci (vychova jedinctu v souladu s t€émito
stereotypy) siln€ ovliviiuji jednotlivce, jejich vnimani sama sebe, své role ve spolecnosti
a genderové vhodného a nevhodného chovéni. Zeny se tak koncentruji v pro né vhodnych
oborech a povolanich, kdy negativni postoj okoli (rodiny, ptatel, partnera) v piipade
volby spolecensky nevhodného oboru ¢i povolani, pfindsi nepenézni néklady, které
snizuji subjektivni hodnotu této investice. DalSim divodem pro volbu genderové
vhodného oboru ¢i povolani je presvédCeni zen, ze v muzskych oborech by byly
jednoduse méné uspesné, coz snizuje jejich ocekavané vynosy. Nizsi ocekdvany tspéch
zen v ,,muzskych profesich® nemusi pramenit jen z jejich niz$iho sebevédomi (které mize
byt disledkem kulturné-socialnich faktori), ale miize souviset s ocekavanou diskriminaci
¢i existujicimi neviditelnymi ptekazkami pro vstup do muzskych odvétvi a povolani
(malo zenskych vzorl, problematické zafazeni do neformalnich siti) (Blau, Ferber a

Winkler, 2010; Jacobsen, 2007).

Diskriminace na pracovnim trhu

DalSim diivodem mzdovych rozdili mezi muzi a zenami mize byt diskriminace Zen
na trhu prace. K prukopnikiim teorie diskriminace na pracovnim trhu patii Gery Becker,
ktery ve své knize ,,The Economics of Discrimination® podava prvni uceleny vyklad této
problematiky. Becker uvadi, Ze diskriminace na pracovnim trhu existuje, ,,when two
equally qualified individuals are treated differently solely on the basis of their gender
(race, age, disability, etc.)“ (Blau, Ferber a Winkler, 2010, s. 193). Obdobné definice 1ze
nalézt v soucasné odborné literatufe vénujici se trhu prace. Dle Jacobsena (2007, s. 265)
k diskriminaci na pracovnim trhu dochazi, ,when two persons who have equal
productivity and tastes for work conditions, but who are members of different groups,
receive different outcomes in the workplace in terms of the wages they are paid and/or of
their access to jobs”. Obdobn¢ vymezuji diskriminaci Ehrenberg a Smith (2012, s. 398):
,,Labor market discrimination is said to exist if individual workers who have identical
productive characteristics are treated differently because of the demographic groups to
which they belong”. Zaroven rozliSuji mezi dvéma zakladnimi formami diskriminace:
mzdovou diskriminaci (wage discrimination) a diskriminaci pri vybéru zaméstnancii
(occupational discrimination). Ke mzdové diskriminaci dochdzi, pokud mzda placena
zam&stnancim se stejnymi produktivnimi charakteristikami se systematicky lisi

Vv zavislosti na demografické skuping. O diskriminaci pfi vybéru zaméstnanct hovoiime,
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pokud jsou moznosti volby zaméstnani pfimo omezeny, nebo jsou jednotlivci se stejnymi
produktivnimi charakteristikami pii uchazeni se o pracovni pozici rozdilné¢ hodnoceni
v zavislosti na demografické skupiné (Ehrenberg a Smith, 2012). Na zakladé téchto
definic si dovolim volny pieklad. Za diskriminaci na trhu prace tedy povazujeme situaci,
kdy jedinci, patiici k riizné demografické skupine, jsou bez objektivnich pricin rozdilné

hodnoceni.

Ekonomické teorie nabizi vicero modelli, které vysvétluji diskriminacni chovani
na trhu prace. K nejstar§Sim patii model Geryho Beckera zalozeny na preferencich
k diskriminaci (taste for discrimination) (Becker, 1957). Beckeriv model je neoklasickym
modelem, ktery vychazi z predpokladu, Ze jednotlivei usiluji o maximalizaci uZzitku,
ajejich chovani je vsouladu stimto cilem. V Beckerové modelu jsou zdrojem
diskriminace osobni preference zaméstnavateld, zaméstnancii a zdkaznikli. RozliSuje tak
diskriminaci zaméstnavatelem (employer discirimination), zaméstnanci (employee
discrimination) a zdkazniky (customer discrimination). Uvadi, Ze u jednotlivel, ktefi
preferuji na urcitych pozicich muze, protoze je dand pozice vnimana jako spolecensky
nevhodna pro Zeny, je zaméstnani zZen spojeno s dodate¢nymi naklady. Tyto naklady jsou
vyjadieny koeficientem diskriminace, ktery je penéznim ocenénim ujmy (zaméstnavatele,
ostatnich zamé&stnancii nebo zédkaznik), pramenici ze zaméstnani zen. Kvili preferencim
k diskriminaci jsou diskriminujici zaméstnavatelé ochotni zaméstnat Zeny za niz§i mzdu,
ktera je rovna mzdé muzl snizené o diskriminacni koeficient. Ten je jim kompenzaci
za iymu, kterou utrpi za to, ze toleruji na dané pozici Zeny. Diskriminace nicméné nemusi
vychézet jen ze strany zaméstnavatelll. Jejim zdrojem mohou byt preference ostatnich
pracovnikl ¢i zdkaznikl. Pokud ostatni pracovnici preferuji mezi sebou muze, tak
Vv piipadé€, Ze soucasti pracovniho kolektivu budou také Zeny, jim to piinasi ujmu. Takto
diskriminujici pracovnici budou v takovém kolektivu ochotni pracovat jen v ptipadé
vy$$i mzdy, kterd by jim tuto Ujmu kompenzovala. Jejich mzda tak musi byt vyssi
minimalné o jejich koeficient diskriminace. To motivuje zaméstnavatele k tomu, jedince
z diskriminované skupiny nezaméstnat. Ttetim zdrojem diskriminace mohou byt
zékaznici, a to Vv ptipad¢, ze preferuji produkty vyrobené ¢i poskytované urcitou
skupinou. Pokud zakaznik diskriminuje Zeny, potom cena, za kterou si bude ochoten
zbozi koupit, bude muset byt niz$i minimaln¢ o jeho koeficient diskriminace (jmu

zpusobenou tim, ze kupuje od Zeny). Z toho prameni niz§i mzda pro Zeny, které jsou tak
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Vv o¢ich zaméstnavatele méné produktivni (Blau, Ferber a Winkler, 2010; Ehrenberg a
Smith, 2012).

Dle neoklasické teorie by diskriminace zaméstnavatelem na konkurenc¢nim trhu
neméla dlouhodobé pretrvavat. Trzni sily povedou k tomu, ze na trhu, kde dochazi
k diskriminaci zen, vzroste mzda muzu a poklesne mzda Zen. Zaméstnavatelé, ktefi
nediskriminuji, budou zaméstnavat zeny pracujici za niz8i mzdu Jejich naklady budou
niz§i a budou moci prodavat za nizsi cenu, ¢imz vytla¢i ztrhu diskriminujici
zamgstnavatele. Nicméné pokud na trhu existuje zaroven diskriminace zaméstnanci a
zakazniky, bude diskriminace na trhu ptetrvavat i v dlouhém obdobi. Budou-li zdkaznici
ochotni za zbozi vyrobené preferovanou skupinou pfiplatit, nebudou potom pusobit sily,
které by diskriminujici zaméstnavatele z trhu vytlacily. Diskriminace zaméstnanci navic
tlaci na zaméstnavatele, ktefi sami nediskriminuji, aby zaméstnavali Cleny jen

preferované skupiny (Blau, Ferber a Winkler, 2010; Ehrenberg a Smith, 2012).

Dalsi teoreticky pfistup k vysvétleni diskriminace na pracovnim trhu ptedstavuje
teorie statistické diskriminace. Za autora této teorie je povazovan Edmund Phelps a jeho
model je zalozen na nedokonalych informacich, které jsou zdrojem diskriminace.
Zaméstnavatel pii rozhodovani o tom, kterého zaméstnance ptijme, nema k dispozici
dokonalé informace o daném jedinci, ale rozhoduje se v podminkach nejistoty. Ziskavani
dodate¢nych informaci s sebou nese naklady, stejné jako Spatné rozhodnuti (Skoleni,
hledani nového zaméstnance). Zaméstnavatel se tak rozhoduje na zakladé informaci
vyvoditelnych z dostupnych dat o urc€ité skupin€ nebo z obecnych charakteristik skupiny,
do které zaméstnanec spadd. Posuzuje tak Zeny na zaklad€ priméru a svych ocekavani.
Dlvodii pro niz$i odmény Zen ve srovnani s muZzi je z hlediska teorie statistické
diskriminace vice. Prvnim je role zeny jako matky, kdy zaméstnavatel ocekava, ze Zena
odejde na matefskou dovolenou a on bude muset hledat nidhradu, coz je spojeno
s dodate¢nymi naklady. Zeny, které maji déti, také vice absentuji v praci nez muziti
kolegové. DalSim diivodem uptednostnéni spiSe muzl je ocekdvani, Ze Zeny neusiluji
tolik o kariéru jako muzZi a nemaji pro vykon nékterych povolani vhodné vlastnosti
(psychicka odolnost, cilevédomost, pracovni vykonnost). V téchto povolanich jsou

potom mén¢ vykonné (Blau, Ferber a Winkler, 2010; Ehrenberg a Smith, 2012).

Arrow (1973) v této souvislosti upozoriuje na sebenapliujici se efekt diskriminace

(feedback effect), kdy jedinci z nepreferovanych skupin neinvestuji tolik do lidského
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kapitalu, neusiluji o vyssi pozice, a to z diivodu, Ze o¢ekéavaji, ze budou stejné v praiméru
htre hodnoceni nez ¢lenové preferovanych skupin. Ocekavani zaméstnavatelii jsou tak

potvrzena a oni nemaji podnét ke zméné svého chovani.

Dosud zminéné modely, tedy preference k diskriminaci a statisticka diskriminace,
patii k nej€asteji uzivanym modeliim vysvétlujicim mzdovou diskriminaci Zen na trhu

prace.

Alternativni vysvétleni diskriminace nabizeji teorie zalozené na nekonkurencnich
trzich a omezené mobilité Zen na trhu prace. Jednim z téchto modeld je model profesniho
vytésnéni, jehoz autorkou je Barbara Bergmanova. Model profesniho vytésneni (crowding
¢i overcrowding model) vysvétluje niz§i mzdy zen ve srovnani s muzi segregaci na
pracovnim trhu, koncentraci zen do urcitych odvétvi a bariérami piesunu Zen mezi
muzskymi a Zenskymi povoldnimi. Niz§i mzda Zen je pak vysledkem stfetu nabidky
a poptavky na trhu Zenskych povolani, kdy presun Zen do muzskych povolani (s motivaci
vy$s§i mzdy) je omezen. Diivody, které brani mobilité Zen na pracovnim trhu, mlize byt
vice: stereotypy, socializace ¢i osobni preference Zen. S obdobnymi argumenty pracuje
také model diskriminace monopsonem. Niz§i mobilita zen je zde vysvétlovana existenci
nakladli spojenych s hledanim nového zaméstnani ¢i s vykonem jiné prace. Prave
existence rozdilnych nakladu dovoluje firmé rozdé€lit zaméstnance do skupin dle jejich
elasticity nabidky. Kazdé skupiné je pak vyplacena rozdilnd mzda. Vy$§i mzda je
vyplacena skupiné s vyssi elasticitou nabidky, druhé skuping, kterd ma elasticitu nabidky

cvwr

a menSim pfileZitostem (at’ jiz diky pfedsudkim, péci o déti a rodinu ¢i preferencim) je

Cvwr

elasticita nabidky prace Zen niz§i nez elasticita nabidky prace muzi. Jejich mzda je tak

a4

ve srovnani s muzi niz§i (Blau, Ferber a Winkler, 2010 nebo Ehrenberg a Smith, 2012)

1.3.3 Nevysvétlena genderova mzdova mezera v Ceské republice

Rada empirickych studii je vénovana dekompozici mzdovych rozdili mezi muzi
a Zzenami a odhadu ,,efektu diskriminace®. K prikopnickym pracim v oblasti odhadu miry
mzdové diskriminace zen patii studie autor Oaxacy (1973) a Blindera (1973), ktefi
odhaduji nezéavisle na sobé vysi diskriminacni slozky mzdové mezery ve Spojenych

statech americkych. Autofi pracuji s rozdilnymi daty a charakteristikami, kterymi se snazi
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vysvétlit existujici mzdovy rozdil mezi muzi a zenami. Oba autoti dospivaji k zavéru, ze
rozdilnymi charakteristikami muzi a zen lze vysvétlit pfiblizn¢ polovinu existujici

genderové mzdové mezery. Zbylou ¢ast Ize povazovat za diskriminacni.

Na zminéné prace navazuje fada dalSich autort, ktefi uzivaji Oaxaca—Blindertv
rozklad ¢i jeho modifikace. Piehled vybranych studii a jejich zavért Ize najit naptiklad
Vv praci autorit Hedija a Musil (2010). Zavéry jednotlivych studii se 1isi v zavislosti na
zemi, pro kterou je dekompozice provadéna, zdroji dat, ktera jsou pozita, poctu
zahrnutych vysvétlujicich proménnych a aplikované metodé dekompozice. Zavéry téchto
studii nicméné potvrzuji, ze rozdilny lidsky kapitdl v podobé vzdélani a zkuSenosti
vysvétluje ve vyspélych trznich ekonomikéch jen nepatrnou Cast existujici genderové
mzdové mezery. Vyznamnéjsi ¢ast mzdovych rozdili je vysvétlena horizontalni
a vertikalni segregaci, tj. koncentraci zen v mén¢ placenych odvétvich a na pozicich
s niz8§i mirou pravomoci a odpovédnosti, a tedy i hife placenych. Velka ¢ast mzdové

mezery navic ziistava nevysvétlena (Hedija a Musil, 2010).

Existuji studie, které¢ odhaduji potencialni diskriminaéni slozku genderové mzdové
mezery v Ceské republice. A pravé jim a jejich zavéram je vénovana tato kapitola. Mezi
takové studie lze zatadit prace Pailha (2000), Jurajdy (2003), Mysikové (2007, 2012),
Gottvalda, Vaskové a Janikové (2012), Filipové a kol. (2012), Erikssona, Pytlikové
a Warzynského (2013), Hediji (2014a a 2015) a Balcara a Gottvalda (2016).

Studie Pailha (2000) je unikatni v tom, Ze analyzuje mzdové rozdily mezi muzi
a zenami v zemich Visegradské ¢tyiky (V4) na poc¢atku ekonomické transformace. Studie
pracuje s daty, ktera pochazi z Prizkumu socialni stratifikace ve vychodni Evropé 1993
(Social Stratification Survey in Eastern Europe 1993) a obsahuji potfebné udaje za rok
1992 o vysi mési¢ni mzdy, pohlavi, vzdélani, véku, rodinném stavu, zaméstnani, odvétvi
a dal§i pro zahrnuté osoby. Finalni vzorek pro Ceskou republiku obsahuje data téméf
3 tisic osob. K dekompozici mzdovych rozdilt je uzita Oaxaca—Blinderova dekompozice,
ve které je rovnovaznd mzda vypocitana z celého vzorku zaméstnanci (tzv. Oaxaca—
Ransomova dekompozice ¢i Neumarkova varianta). Odhadnuta hrubé genderova mzdova
mezera vypocitand jako rozdil logaritmu primérné mzdy muzi a Zen €inila 0,296. MuZzi
tak pobirali pfiblizné 0 30 procent vyssi mzdu neZ zeny. Rozdilné charakteristiky muza

a zen potom vysvétlovaly pfiblizn€ polovinu mzdového rozdilu, druhé polovina zlstala
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nevysvétlena. Pii vysvétleni mzdového rozdilu hraly dominantni roli sektor, pracovni
pozice a zodpovédnost. Tyto faktory spoleéné vysvétlovaly piiblizné tfetinu mzdového
rozdilu. Studie tak upozoriiuje na relativné vyznamné mzdové rozdily mezi muzi a Zenami

jiz na pocatku ekonomické transformace.

Jurajda (2003) zkouma mzdové rozdily mezi muzi a Zenami v Ceské republice a
na Slovensku, a to zvlasté pro soukromy a vetejny sektor. Ve své studii pracuje s daty
z Informacniho systému o primérném vydelku za rok 1998, kterd obsahuji mzdové
informace poskytnuté vybranymi stfednimi a velkymi podniky. K dekompozici
mzdovych rozdili i on uziva Oaxaca—Blinderiv rozklad, ve kterém je rovnovaznd mzda
vypocitana z celého vzorku zaméstnanctl. Studie ukazuje, Ze mzdovy rozdil mezi muzi
azenami je vys$i v soukromém sektoru, ve kterém dosahuje pfiblizn¢ 30 procent,
ve vefejném se pohybuje kolem 24 procent. LiSi se také nevysvétlena cast mzdové
mezery. Ve vefejném sektoru bylo mozno rozdilnymi charakteristikami muzi a zen
vysvétlit piiblizné dvé tfetiny mzdovych rozdil, kde hlavnim faktorem vysvétlujicim
mzdové rozdily byla horizontalni a vertikélni segregace a dosazend troven vzdélani.
Ptiblizn€ jedna tfetina mzdovych rozdili zistala nevysvétlena a mize byt disledkem
mzdové diskriminace zen na trhu prace. V soukromém sektoru byla situace dramaticky
odli$na. Rozdilné charakteristiky obou pohlavi vysvétlovaly jen tfetinu mzdovych
rozdila. Klicovou roli pfi vysvétleni hrala i zde horizontalni a vertikalni segregace. Témé&f

dvé tretiny mzdovych rozdild ovSem zistaly nevysvétleny.

Ve prospéch existence mzdové diskriminace Zen na ¢eském trhu prace hovoii také
zavéry Mysikové (2007 a 2012). Ve své studii z roku 2007 autorka vyuziva data
pochazejici z Vybérového Setfeni piijmu a zivotni trovné domacnosti (EU-SILC) za rok
2005. K dekompozici genderové mzdové mezery vyuziva Oaxaca—Blinderiv rozklad
a Heckmantiv postup, jehoz cilem je eliminace zkresleni vybérem vzorku. Pro vétsi
robustnost zavért aplikuje vice variant rovnovdzné mzdy (mzdu muzi a Cottonovu
variantu). Zjisténa mzdova mezera, vyjadiena jako rozdil logaritmid mzdy muzu a Zen,
predstavovala 0,21. Zeny tak v Ceské republice pobiraly cca 80 procent mezd muzi.
Odhadnuty efekt vybaveni byl zaporny, coz znamena, ze pokud by byli muzi a zeny za své
charakteristiky stejné odménovani, byla by primérnd mzda zen vy$s$i neZ mzda muzi.
Efekt diskriminace potom piedstavoval vice nez 100 procent genderové mzdové mezery,

a to pro obé& aplikované varianty rozkladu. Existenci vyznamného ,,efektu diskriminace*
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potvrzuje autorka také v ¢lanku z roku 2012 (Mysikova, 2012). V této studii je pracovano
sdaty z EU-SILC 2008 a s uzitim Oaxaca—Blinderovy dekompozice a Heckmanova
postupu jsou zde zkoumany pti¢iny mzdovych diferenci mezi muzi a zenami V zemich
V4. Zavéry se od predeslé studie mirné 1isi, nicméné nevysvétleny mzdovy rozdil je 1 zde
vysoky. Rozdilné charakteristiky muzli a zen vysvétlovaly piiblizné 10 procent existujici

genderové mzdové mezery, zbytek ziistal nevysvétlen.

Gottvald, Vaskova a Janikova (2012), Eriksson, Pytlikova a Warzynski (2013)
a Balcar a Gottvald (2016) uzivaji data z Informacéniho systému o primérném vydélku.
Ve svych studiich odhaduji mzdovou funkci pro Ceskou republiku a zkoumaji hlavni
determinanty mezd. Jako jedno z vysvétlujicich proménnych je v téchto ¢lancich pouzito
také pohlavi zaméstnance, coz umoznuje identifikovat nevysvétlenou genderovou

mzdovou mezeru, a tedy i potencialni efekt mzdové diskriminace dle pohlavi.

V prvnim zminiovaném ¢lanku jsou uzita data pro rok 2006 a 2011 a mzdova funkce
je odhadovana zvlasté pro soukromy a vefejny sektor. Jako vysvétlujici proménné je
mimo pohlavi pracovnika uzito: vzdélani, veék, obcCanstvi, zaméstnani, typ smlouvy,
region, odvétvi, vlastnictvi, velikost firmy a kolektivni vyjednavani. Odhadnuta
nevysvétlena mzdova mezera se v obou zkoumanych letech pohybovala kolem 20 procent
v soukromém sektoru a 14 procent v sektoru vefejném. Pfi zahrnuti fixniho efektu firmy
nevysvétlend mzdovd mezera v obou sektorech poklesla, nicméné nezmizela uplné.
V soukromém sektoru se pohybovala kolem 18 a ve vefejném kolem 10 procent. Balcar
a Gottvald (2016) uzivaji data za obdobi 2008-2014, pracuji s obdobnym setem
vysvétlujicich proménnych jako predesla studie a dospivaji k obdobnym zavérim. Pokud
autofi zohlednili jen osobni charakteristiky, nevysvétleny mzdovy rozdil mezi muzi
a zenami Cinil v celém zkoumaném obdobi pfiblizn€ 23 procent. Pii zahrnuti fixniho
efektu firmy se odhadnut4 nevysvétlend genderova mzdova mezera snizila a pohybovala
se kolem 16 procent. Eriksson, Pytlikova a Warzynski (2013) pracuji se starSimi daty,
ato za obdobi 1998-2006 a uzivaji uzsi set vysvétlujicich proménnych. Pokud autofi
zohlednili vybrané osobni charakteristiky (v€k a vzdélani) a firemni charakteristiky
(odvétvi, region, velikost firmy a vlastnictvi), pohybovala se nevysvétlend mzdova
mezera Ve zkoumaném obdobi v rozmezi 22-25 procent. Po zahrnuti fixniho efektu firmy

nevysvétleny mzdovy rozdil poklesl na 18-21 procent.
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Hedija (2014a) odhaduje nevysvétlenou mzdovou mezeru v jednotlivych sektorech
Ceské ekonomiky s uzitim zakladni klasifikace NACE Rev. 2. Ve studii pracuje s daty
z EU-SILC pro rok 2010 a nevysvétleny mzdovy rozdil odhaduje pomoci pramérného
efektu zachézeni (average treatment effect on the treated), ktery je obdobou Oaxaca—
Blinderovy dekompozice. Z vysledki vyplyva, Ze nevysvétleny genderovy mzdovy
realit, profesnich, védeckych a technickych ¢innosti a administrativni a podptirné ¢innosti
(NACE L-N). Zde byl nevysvétleny mzdovy rozdil zanedbatelny a dosahoval jen 0,4
procenta v neprospéch zen. Na druhou stranu nejvyssi nevysvétleny mzdovy rozdil mezi
muzi a zenami vykazoval sektor maloobchodu a velkoobchodu a opravy motorovych
vozidel (sektor G). Zde byl nevysvétleny mzdovy rozdil vice nez 30 procent v neprospéch

v

zen.

Filipova a kol. (2012) identifikuji vyznamné niz$i nevysvétlenou mzdovou mezeru
ve srovnani s predchazejicimi studiemi. V tomto ¢lanku je pracovano s daty, ktera autofi
ziskali vlastnim dotaznikovym Setfenim. Data pochazi z roku 2011 a obsahuji kromé
béZznych osobnich a firemnich charakteristik také podrobné udaje o rodinné situaci
a osobnich preferencich (naptiklad kdo je hlava rodiny, preference ohledn¢ zamé&stnani,
délba prace v domacnosti) a v Givahu jsou brany také psychologické faktory (napiiklad
psychicka odolnost, soutézivost, sebevédomi). Findlni vzorek zahrnuje udaje o 1 984
jednotliveich. Autofi odhaduji nevysvétlenou genderovou mzdovou mezeru s uzitim
mzdové funkce, Oaxaca—Blinderovy dekompozice a Juhn—Murphy-Pierceovy
dekompozice, ktera pracuje s odhady nevysvétlené ¢asti genderové mzdové mezery pro
jednotlivé kvantily. Celkovd mzdovd mezera se pohybovala kolem 25 procent.
Nevysvétlena ¢ast mzdové mezery potom dosahovala pfiblizné jen 3,5 procenta. Nejvyssi
nevysvétleny mzdovy rozdil byl identifikovan v dolnim decilu a hornim kvartilu, kde se

pohyboval kolem 6-7 procent (reprezentoval cca 20 procent genderové mzdové mezery).

Niz8i hodnoty nevysvétlené mzdové mezery prezentuje ve svém ¢lanku také Hedija
(2015a). Autorka uziva EU-SILC data z roku 2010 a k odhadu nevysvétlené c&asti
genderové mzdové mezery uziva praimérny efekt zachazeni (average treatment effect on
the treated). Ve snaze odfiltrovat vliv péce o rodinu a déti odhaduje mzdovou mezeru
pro tfi rozdilné vzorky muzl a Zen — pro cely zkoumany vzorek, pro vzorek muzii a Zen

ey

zijicich ve spole¢né domdacnosti s partnerem a pro muZze a zeny, ktefi vydelavaji vice nez
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jejich partner. Celkovy nevysvétleny mzdovy rozdil cinil pfiblizné¢ 20 procent
V neprospéch zen a nartistal na 23 procent, pokud byl odhadnuty jen pro muze a Zeny
majici partnera. Naopak, pokud byl nevysvétleny mzdovy rozdil odhadnuty jen pro muze
a zeny, ktefi vydélavaji vice nez partner, Cinil tento rozdil ptiblizn¢ jen 10 procent

V neprospéech Zen.

Zaveéry poslednich dvou zminénych studii tedy naznacuji, ze vyznamnou roli pii
vysvétleni mzdovych rozdilti patrné hraji preference Zen a jejich dominantni role v péci
o rodinu a déti. Nevysvétleny (diskriminaéni) mzdovy rozdil tak sice existuje, ale

reprezentuje ptiblizné polovinu ¢i méné nez polovinu skute¢ného mzdového rozdilu.

Nékteré studie zaméfené na Ceskou republiku maji uzsi zaméfeni a zkoumaji mzdové
rozdily v rameci vybrané skupiny zaméstnanct. Rada praci se vénuje genderovym
mzdovym rozdilim v managementu. Mezi tyto prace patii napiiklad studie Erikssona,
Gottvalda a Mrazka (2000), Erikssona (2005), Jurajdy a Paligorove (2009) nebo
Stupnytskeho (2007).

Mezi prvni studie kvantifikujici potencidlni diskriminaci mezi manaZerskymi
pracovniky v Ceské republice patii studie autorti Eriksson, Gottvald a Mrazek (2000).
Cilem této studie bylo zjiiténi p¥i¢in mzdovych rozdilti mezi manazery v Ceské republice.
K analyze determinant mezd Cerpaji data z Informacéniho systému o primérném vydélku
(ISPV) z roku 1998. K odhadu vlivu jednotlivych faktorti na vysi mezd uzivaji odhad
mzdové funkce, kde jako jedna z vysvétlujicich proménnych vystupuje také pohlavi
manazera. Jako dal§i vysvétlujici proménné uzivaji vek, vzdélani, odvétvi, region,
velikost firmy, typ vlastnictvi, pozici firmy na trhu a typ manazerské pozice. Odhadnuty
nevysvétleny mzdovy rozdil mezi muzi a zenami se pohyboval kolem 17,5 procent.
Autofi dale zjistili, Ze mzdovy rozdil se vyrazné 1iSil mezi soukromym a vefejnym
sektorem. V soukromém sektoru zeny na manazerskych pozicich pobiraly bez
objektivnich pfi¢in o 20,1 procent niz§i mzdu nez muzi, Ve vefejném sektoru byl
nevysvétleny mzdovy rozdil vyrazné niz8i a ¢inil 10,8 procent. Odhad nevysvétlené
genderové mzdové mezery mezi manazery nabizi také studie Erikssona (2005), ve které
autor zkouma determinanty mezd manazerti v Ceské republice a na Slovensku. Uziva data
Z ISPV za obdobi 1998-2000 a aplikuje obdobnou metodiku jako v piedeslém c¢lanku.

Odhadnuta nevysvétlena genderovd mzdova mezera pro zameéstnance na manazerskych
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pozicich se ve sledovaném obdobi pohybovala v Ceské republice v praméru kolem 20

procent.

Jurajda a Paligorova (2009) se zamé&fuji ve své studii primarné na odhad potencialni
mzdové diskriminace zen v managementu. Stejné jako piredeslé studie pracuji s daty
Z ISPV, a to za obdobi 2000-2004. K odhadu nevysvétlené casti genderové mzdové
mezery uzivaji Oaxaca—Blinderovu dekompozici a odhad prumérného efektu zachazeni
(average treatment effect on the treated) doplnéného o parovani. Celkovy odhadnuty
mzdovy rozdil mezi muzi a zenami v managementu byl vysoky a ¢inil cca 55 procent
ve vrcholovém a 43 procent v niz§im managementu v neprospéch zen. Pfi vysvétlovani
pti¢in mzdovych rozdili hraly vyznamnou roli osobni charakteristiky (vzdélani a vék),
které vysvétlovaly v ptipad¢ vrcholového managementu ptiblizné 33 procent a niz§iho
37 procent mzdového rozdilu. Po zohlednéni vybranych osobnich a firemnich
charakteristik (vek, vzdélani, velikost firmy, vlastnictvi, odvétvi a primérnd mzda
ve firm¢) zistal nevysvétleny mzdovy rozdil v neprospéch Zen 29 procent ve vrcholovém
managementu a 20 procent v managementu niz$im. Pfi zahrnuti fixniho efektu firmy
tento rozdil poklesl a pohyboval se v obou piipadech pod hranici 20 procent (17 pro top
management a 18 pro niz§i management). Obdobné byly vysledky zaloZzené na odhadu
pramérného efektu zachazeni doplnéného o parovani. Nevysvétleny mzdovy rozdil se

pohyboval pod Grovni 20 procent a byl drobné vyssi v top managementu.

Mzdové rozdily mezi muzi a Zenami v managementu zkouma také Stupnytskyy
(2007). I on pracuje s daty z ISPV a na datech z roku 2000 a 2005 zkouma mzdové rozdily
manazeri v soukromém a vefejném sektoru. K dekompozici mzdovych rozdilti uziva
tradi¢ni Oaxaca—Blinderiv rozklad. Jako vysvétlujici proménné uziva vybrané osobni
charakteristiky (v€k, vzdélani) a firemni charakteristiky (odvétvi, velikost firmy, podil
zen, zamé&stnani). Také on dospiva k obdobnym zavérim jako autofi predchozich studii.
Nevysvétleny mzdovy rozdil mezi muzi a zenami v managementu se v roce 2000 i 2005
pohyboval kolem 20 procent v neprospéch Zen v soukromém a 5 procent v sektoru

vefejném.

Nekteti autofi se ve své praci zamétuji na odhad potencialni mzdové diskriminace Zen
s uzitim dat konkrétnich podnikti. Mezi tyto studie patii zejména ¢lanky, kterych jsem

autorka ¢i spoluautorka (viz kapitola 2 a kapitola 3 této habilita¢ni prace nebo Hedija
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a Musil, 2012a). Odhad nevysvétlené mzdové mezery je v tomto ptipade€ ocistén o rozdily
V naplni prace na konkrétnich pozicich mezi jednotlivymi podniky. Tyto studie potvrzuji
existenci nevysvétleného mzdového rozdilu mezi muzi a zenami a také potvrzuji fakt, ze
nevysvétleny mzdovy rozdil je v soukromém sektoru ve srovnani se sektorem vefejnym
vys$si. Podrobné jsou zaveéry zminénych studii popsany v kapitole 1.5 Stézejni vysledky a

zavery habilitacni prace.

Piehled jednotlivych studii, uzité metody a jejich hlavni zavéry shrnuje tabulka 1.
Empirické studie zkoumajici genderovou mzdovou mezeru v Ceské republice tak
potvrzuji, ze ur€itou ¢ast mzdového rozdilu mezi muzi a Zenami nelze vysvétlit
rozdilnymi charakteristikami muzi a Zen, a lze jej pti¢itat mzdové diskriminaci Zen na
trhu prace. V odbornych studiich se odhadnuty nevysvétleny mzdovy rozdil pohybuje
mezi 3-26 procenty Vv neprospéch zen v zavislosti na uzitém vzorku, metodé a poctu
znamych osobnich a firemnich charakteristik. Zavéry studii také ukazuji, ze se
nevysvétleny mzdovy rozdil 1i§i mezi jednotlivymi sektory a odvétvimi. Obecné je
nevysvétleny mzdovy rozdil niz8i ve vefejném sektoru ve srovndni se sektorem
soukromym. Diskrimina¢ni slozka genderové mzdové mezery se také liSi mezi

jednotlivymi podniky ¢i oddélenimi v rdmci podnikd.

A jaka je vyse nevysvétlené mzdové mezery v Ceské republice v kontextu ostatnich
¢lenskych zemi Evropské unie? Odhad potencialni diskriminaéni slozky mzdové mezery
ve vybranych zemich Evropské unie Ize najit napiiklad ve studii autorti Christofides,
Polycarpou a Vrachimis (2013). Ti k odhadu nevysvétlené genderové mzdové mezery
uzivaji EU-SILC data pro rok 2006 a odhaduji nevysvétlenou genderovou mzdovou
mezeru pro 26 evropskych zemi. K odhadu uzivaji Oaxaca—Ransomuv rozklad doplnény
o Heckmanovu proceduru. Odhadnuty nevysvétleny mzdovy rozdil se pohyboval
v rozmezi od 0,198 do 0,066 a nejvyssich hodnot nabyval pravé pro Ceskou republiku.
nevysvétlena genderova mzdova mezera v Ceské republice pohybovala kolem 18 procent

a byla nad primérem srovnavanych zemi.
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Tabulka 1: Pfehled studii zabyvajicich se rozkladem genderovych mzdovych rozdilii pro Ceskou republiku

Studie Data Obdobi Velikost Metoda odhadu® Vysvétlujici proménné ve Hruby genderovy mzdovy Nevysvétlena genderova
vzorku mzdovych funkcich rozdil ? mzdova mezera
Pailhe (2000) Prizkum socialni 1992 2871 O-B rozklad — Neumarkova  Vé&k, vzdélani, zkuSenosti, 0,296 0,15
stratifikace ve varianta 1éta ve firmé, rodinny stav,
vychodni Evropé zaméstnani, odvétvi, region,
typ vlastnictvi, manazerska
pozice
Eriksson, Informaéni systém 1998 7383 Mzdova funkce VEk, vzdélani, pohlavi, - 0,175 — cely vzorek
Gottvald a o pramérném odvétvi, region, velikost 0,201 — soukromy sektor
Mrazek (2000)  vydélku — data pro firmy, typ vlastnictvi, 0,108 — vefejny sektor
manazery uroveil manazerské pozice,
pozice firmy na trhu
Jurajda (2003)  Informacni systém 1998 726 635 O-B rozklad — Neumarkova Vé&k, vzdélani, zamé&stnani, 0,297 — soukromy sektor 0,190 — soukromy sektor
o primérném varianta odvétvi, velikost firmy, typ 0,241 — vefejny sektor 0,092 — vetejny sektor
vydélku vlastnictvi, region
Eriksson Informacéni systém  1998- 3422 Mzdova funkce VEk, vzdélani, pohlavi, - 0,231 - rok 1998
(2005) o primérném 2000 odvétvi, region, velikost 0,239 — rok 2000
vydélku — data pro firmy, typ vlastnictvi,
manazery uroven manazerské pozice
Mysikova Vybérové Setieni 2004 3732 O-B rozklad — rovnovazna  Vzdélani, pracovni 0,210 0,211- O-B muzi
(2007) piijmi a Zivotni mzda muzu, Cottonova zkuSenosti, typ smlouvy, 0,220 — O-B Cotton

urovné domacnosti

varianta, Heckmanova

procedura

region, zam&stnani

0,251 — O-B muzi +

Heckman
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0,260 — O-B Cotton +

Heckman

Stupnytskyy Informacni systém  2000a 51479 O-B rozklad — Cottonova Vek, vzdélani, odvétvi, 0,56 — soukromy sektor, rok 0,23 — soukromy sektor, rok
(2007) o pramérném 2005 (rok 2000)  varianta velikost firmy, podil Zen, 2000 2000
vydélku — data pro 103 555 uroven managementu 0,57 — soukromy sektor, rok 0,21 — soukromy sektor, rok
manazery (rok 2005) 2005 2005
0,38 — vefejny sektor, rok 0,05 — vefejny sektor, rok
2000 2000
0,26 — vetejny sektor, rok 0,04 — vetejny sektor, rok
2005 2005
Jurajda a Informaéni systém  2000— 37744 O-B rozklad —rovnovazna Vek, vzdélani, velikost 0,55 — vrcholovy 0,17 — O-B rozklad —
Paligorova o primérném 2004 mzda muzl, pramérny efekt  firmy, vlastnictvi, odvétvi, management vrcholovy management
(2009) vydélku — data pro zachazeni (ATT), parovani  pramérna mzda ve firmg, 0,43 — niz8i management 0,19-0,22 - ATT +
manazery fixni efekt (FE) firmy parovani — vrcholovy
management
0,18 — O-B rozklad — nizsi
management
0,17-0,19 - ATT +
parovani — niz§i
management
Hedijaa Musil ~ Data vybraného 2010 62 O-B rozklad — Reimersova  Vzdélani, pohlavi, pracovni 0,181 0,211 — Reimersova
(2011) - podniku varianta, Cottonova zkusenosti, leta ve firmé, varianta
kapitola 2 varianta, Neumarkova rodinny stav, pocet déti, 0,210 — Cottonova varianta

varianta

pracovni pozice
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0,170 — Neumarkova

varianta

Hedija a Musil  Data vybraného 2010 2604 O-B rozklad — rovnovazna  Veék, vzdélani, pracovni 0,188 0,026
(2012) - podniku mzda muzi pozice, typ uvazku,
kapitola 3 pfescasové hodiny, nemoc,
1éta ve firmé, oddéleni
Hedija a Musil  Data vybraného 2010 62 O-B rozklad — rovnovazna  Vzdélani, vék, pracovni 0,181 0,184 — rovnovazna mzda
(2012a) podniku mzda muzl, rovnovazna zkuSenosti, leta ve firmé, muzi
mzda zen, parovani rodinny stav, pocet déti, 0,217 — rovnovazna mzda
pracovni pozice zeny
Mysikova Vybérové Setfeni 2007 7727 O-B rozklad a Heckmanova  Vzdélani, pracovni 0,256 0,231
(2012) piijmi a Zivotni procedura — rovnovazna zkuSenosti, typ smlouvy,
urovné domacnosti mzda muzi region, zaméstnani,
manazerské pozice, velikost
firmy
Gottvald, Informacéni systém 2006 a 1990 759 Mzdova funkce Pohlavi, vzdélani, vek, 0,268 — soukromy sektor, 0,176 — soukromy sektor,
Vaskova a o prumérném 2011 (rok 2006) obcanstvi, zaméstnani, typ rok 2006 rok 2006
Janikova vydélku 2091 795 smlouvy, region, fixni efekt 0,166 — vefejny sektor, rok 0,107 — vefejny sektor, rok
(2012) (rok 2011) firmy 2006 2006
0,256 — soukromy sektor, 0,170 — soukromy sektor,
rok 2011 rok 2011
0,137 — vefejny sektor, rok 0,098 — vefejny sektor, rok
2011 2011
Filipova a kol. Vlastni 2011 1984 Mzdova funkce, O-B Vek, déti, rodinny stav, 0,253 0,032 — mzdova funkce
(2012) dotaznikové Setfeni rozklad — rovnovazna mzda  narodnost, vzdélani, 0,035 — O-B rozklad
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muzl, Juhn—Murphy—

Piercav rozklad

vzd¢lani rodi¢t, znamka

Z matematiky, 1éta ve firme,
matefska dovolena,
zkusenosti, zaméstnani,
odvétvi, velikost firmy, typ
vlastnictvi, flexibilita
pracovni doby, pracovni
nasazeni, vztah

s nadfizenym, pohlavi
nadfizeného, postaveni

Vv roding, povahové

vlastnosti, zdravi, vzhled...

Juhn—Murphy-Pierciv
rozklad:

Prvni decil — 0,071
Prvni kvartil — 0,038
Median — 0,039
Posledni kvartil — 0,061
Posledni decil — 0,043

Eriksson, Informaéni systém  1998— 790 389 — Mzdova funkce Pohlavi, vzdélani, vek, 0,217 — 0,245
Pytlikova a o pramérném 2006 1475725 region, velikost firmy, typ (pramér 0,229)
Warzynski vydeélku (pramér vlastnictvi, odvétvi, region, 0,180 - 0,209
(2013) 1 046 583) fixni efekt firmy (prameér 0,191) — fixni efekt
firmy
Hedija (2014a)  Vybérové Setfeni 2010 6 328 Priméry efekt zachazeni Vek, vzdélani, pracovni 0,24 0,195
piijmi a Zivotni pro jednotlivé sektory zkusenosti, nemoc, déti, (0,004 - 0,352)
urovné domacnosti (NACE Rev. 2) partner, zamé&stnani, 0,004 — sektor N-L
velikost firmy, typ smlouvy, 0,352 — sektor G
manazerska pozice
Hedija (2015a)  Vybérové Setieni 2010 6 317 Primémy efekt zachazeni Vek, vzdélani, nemoc, déti, 0,244 0,196 — cely vzorek

piijmi a zivotni

urovné domacnosti

zaméstnani, sektor, velikost

0,234 — jedinci majici
partnera
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firmy, typ smlouvy,

manazerska funkce

0,101 — jedinci vydélavajici

vice nez partner

Balcar a Informacni systém  2008- 1426 944 — Mzdova funkce Pohlavi, vzdé€lani, vék, - 0,158 - 0,163
Gottvald o prumérném 2014 1515 660 zkuSenosti, obéanstvi, (pramér 0,160)
(2016) vydélku (pramér zaméstnani, manaZerska

1466 051) pozice, typ smlouvy,

region, fixni efekt firmy

Poznamka: 1) O-B rozklad oznacuje Oaxaca—Blindertiv rozklad, 2) rozdil logaritmu primémé mzdy muza a logaritmu primérné mzdy Zen
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1.3.4 Vliv Zen v managementu na genderové mzdové rozdily

V piedeslé kapitole bylo ukézano, ze ¢ast mzdovych rozdili mezi muzi a Zenami
nelze vysvétit rozdily v jejich zndmych charakteristikach. Nevysvétlend genderova
mzdova mezera v Ceské republice existuje a li§i se v ramci jednotlivych sektort,
odvétvi a jednotlivych podniki. Faktori, které mohou byt pfi¢inou téchto odlisnosti,
je vice. Jednim z téch, které mohou stat v pozadi téchto rozdili, mize byt rozdilny

podil Zen ve vedeni podnik.

Teoretické argumenty, pro¢ by mohlo mit pohlavi manazera vliv na vysi mzdovych
nerovnosti podfizenych osob, jsou vedeny vice sméry. Je pracovano zejména
s ekonomickymi a socialné-psychologickymi argumenty (blize Hultin a Szulkin, 2003
a Hensvik, 2014).

Prvni linie argumentl je vedena smérem K diskrimina¢nim teoriim, které byly
zminovany jiz diive. Tyto modely vysvétluji nejen mzdovou diskriminaci Zen jako
takovou, ale 1ze je uzit i jako argument, pro¢ by Zeny manazerky mohly vykazovat nizsi
tendence ke mzdové diskriminaci zen. K nejcastéji zminovanym diskrimina¢nim
modelim patii model preference k diskriminaci (taste for discrimination) a model
statistické diskriminace (statistical discrimination model). V obou modelech jsou
hlavnim divodem mzdové diskriminace osobni preference a stereotypy. Da
se predpokladat, Ze osobni preference zen manazerek mzdové diskriminovat zeny (tedy
jedince stejného pohlavi) budou nizsi nez v piipadé jejich muzskych protéjska. Stejné tak
lepsi znalost skuteénych schopnosti Zen miize byt divodem, pro¢ zeny manazerky

nebudou ocenovat podifizené Zeny na zékladé zab&hlych stereotypi.

Dalsi argumenty pro niz8§i mzdovou diskriminaci Zen ze strany zenskych manazerek
piinasi teorie socidlni identity (Social identity theory). Tato socialné-psychologicka teorie
uvadi, Ze jednotlivci tenduji k upfednostiovani €lend své vlastni skupiny proti ¢lenim
skupin jinych (Tajfel, 1982; Tajfel a Turner, 1979). Pokud jsou jednotlivci pfi identifikaci
sebe samého s urcitou skupinou vedeni primarn€ pohlavim, potom by dle této teorie Zeny
manazerky 1épe hodnotily podtizené zenského pohlavi ve srovnani s podfizenymi muzi.
Dalsi teorii, ktera podporuje tyto zaveéry je teorie pritazlivosti stejnych jedincu (similarity-
attraction theory), ktera tika, ze jedinci jsou vice pfitahovani lidmi, ktefi jsou jim podobni,
popi. k nim zaujimaji celkové pozitivngjsi piistup (Byrne, 1971). Zeny ve vedeni mohou
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tak nejen lépe odmeénovat zeny, ale také si je zamérné€ vybirat a umoznit jim pfistup na
Iépe placené pozice, coz miize taktéz piispivat ke snizovani mzdovych rozdila.
V literatute je také diskutovana role socidalnich norem a genderovych roli a jejich vyvoj
v ¢ase (Goldin, 2006; Ochsenfeld, 2014). Rostouci zastoupeni Zen ve vedeni firem miize
postupné meénit pohled na tradicni role muzii a Zen ve spoleCnosti a motivovat zeny

k tomu, aby nasledovaly vzory a vice se uchazely o manaZzerské posty.

Proti vySe zminénym teoriim stoji teorie sebeposileni (self-enhancement drive
theory), ktera postuluje, ze jednotlivci ze skupiny snizs$im statusem maji tendenci
se identifikovat se skupinou s vyssim spole¢enskym statusem (Graves a Powell, 1995;
Burkley a Blanton, 2005). V souladu s touto teorii se budou Zeny manazerky identifikovat
se skupinou manazert, ve které prevladaji muzi, a budou nasledovat jejich chovani.
V tomto piipadé vyssi zastoupeni Zen v managementu nepovede k redukci genderovych

mzdovych rozdili.

Nabizi se otdzka: Maji skutecné Zeny v managementu vliv na genderové mzdové
rozdily? Zavéry empirickych studii nejsou v této oblasti zcela jednoznacné. VéEtSina studii
pozitivni vliv Zen v managementu na pokles genderovych mzdovych rozdilti potvrzuje
(napfiklad Hultin a Szulkin, 1999 a 2003; Cardoso a Winter-Ebmer, 2010 nebo viz
kapitola 6). Existuji ovSem i studie, které platnost této hypotézy zpochybiuji (Hensvik,
2014). Strucny ptehled studii a jejich zavéra zachycuje tabulka 2.

K prvnim empirickym studiim, které se zabyvaji vlivem Zen Vv managementu
na mzdové rozdily mezi muzi a zenami v podniku, patfi prace autori Hultin a Szulkin
(1999). Tato studie zkouma vliv genderovych charakteristik manazerii na mzdy
podiizenych pracovnikil ve Svédsku na datech z roku 1991. Zkoumany vzorek zahrnuje
1 450 zaméstnancii soukromého a vefejného sektoru. K zachyceni vlivu Zen
vV managementu na mzdovou strukturu je uzit odhad mzdové funkce muzi a Zen, kde jako
jedna z vysvétlujicich proménnych vystupuje procentni podil muzi v managementu
daného podniku. Mzdova funkce je odhadovana pro cely soubor podnikli a nasledn¢ také
zvlast’ pro soukromy a vefejny sektor. Autoii ve studii dospivaji k zadvéru, ze pohlavi
vedouciho pracovnika ma statisticky vyznamny vliv na mzdy podiizenych zen, kdy pfi
vys$Sim zastoupeni muzli v managementu vykazovaly mzdy Zen pokles. Tento efekt byl

silngj$i v soukromém sektoru ve srovnani se sektorem vefejnym. Rozdily mezi
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soukromym a vefejnym sektorem pficitaji autofi vétsi volnosti pifi tvorbé mezd
Vv soukromém sektoru, protoze mzdy ve vefejném sektoru podl€haji urcitému stupni

mzdové regulace.

Stejni autofi zkoumaji vliv pohlavi manazera na mzdy podtizenych pracovnika také
ve své pozd¢jsi studii z roku 2003. Hultin a Szulkin (2003) v ni pracuji s nesrovnatelné
veétsim vzorkem zaméstnanct Svédskych firem, piicemz finalni vzorek obsahuje udaje
0 vice nez 157 tisicich zaméstnancich. Uzivaji opét data zroku 1991, ale tentokrat
se omezuji jen na soukromy sektor. Rozdilna je také metodika odhadu. Autofi aplikuji
vicetroviiovy model a zkoumaji efekt Zen v managementu na genderové mzdové rozdily
zvlast pro manualni pracovniky (blue-collar workers) a administrativni pracovniky
(white-collar workers). Jejich zavéry jsou v souladu se zavéry jejich piedeslé studie.
S vy$$im zastoupenim muzii v managementu roste genderovd mzdova mezera a tyto
zavéry jsou platné pro ob¢é zkoumané skupiny pracovniki. Daéle konstatuji, Ze
vyznamnéj$i vliv na genderové mzdové rozdily mé genderové slozeni niz§iho
managementu ve srovnani s top managementem. Vysvétluji to tim, Ze niz§i management

je hierarchicky nize, a ma tak na mzdy ptimo podtizenych pracovnikd vétsi vliv.

K obdobnym zavérim dospivaji také Cohen a Huffman (2007) pro Spojené staty
americké. Autofi uzivaji data z roku 2000 a k odhadu vlivu pohlavi manazera na mzdy
podiizenych pracovnikli uzivaji linearni viceuroviovy model. Dosavadni poznatky
prohlubuji tim, Ze model rozsifuji o potencidlni vliv manaZerek na mzdy (relativni status
zenskych manazerek). Ve své studii konstatuji, Ze vyssi zastoupeni Zen v managementu
vede ke snizovani mzdovych rozdilli mezi podfizenymi muzi a Zenami. Zarovei je tento
efekt siln¢jsi, pokud je status manazerek vyssi. Slabou strankou této studie je skutecnost,
Ze uzitd data neobsahuji pfimou vazbu mezi nadfizenymi a podtizenymi pracovniky

V ramci jednotlivych firem, ale je pracovano s agregaci na Girovni jednotlivych odvétvi.

Cardoso a Winter-Ebmer (2010) pracuji se vzorkem dat portugalskych firem
za obdobi 1987-2000 a na rozdil od ptedeslych studii se zamétuji na vlastnickou strukturu
podniku. Zkoumaji vliv vyssiho zastoupeni zen ve vedeni podniku (vlastnikt) na mzdy
podfizenych pracovnikl. Autofi rozdéluji firmy do dvou skupin. Firmy, ve kterych
predstavuji vice nez 50 procent vlastnikli Zzeny, jsou oznaceny za firmy vedené Zenami,

zbylé firmy jsou firmy vedené muzi. Ke kvantifikaci efektu Zen ve vedeni na mzdy uzivaji
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mzdovou funkci muzi a Zen, kde jako jednu z vysvétlujicich proménnych ptidavaji
umélou proménnou pro firmu vedenou zZenami. Autoii dospivaji k zavéru, ze ve firmach

vedenych zenami je genderovd mzdova mezera niZsi.

Shin (2012) se zaméfuje pouze na vrcholové vedeni podniku. Zkouma vztah mezi
zastoupenim Zen ve vrcholovém vedeni a relativnimi mzdami miZzu a Zen Vtop
managementu. Uziva data 831 velkych americkych firem za obdobi 1998-2005
ak odhadu vlivu Zen ve vrcholovém vedeni na mzdy manazeri uziva rozsifenou
mzdovou funkci. Dospiva k zavéru, ze genderové slozeni vrcholového vedeni podniku
ovliviiuje genderovou mzdovou mezeru. Rist podilu Zen ve vrcholovém vedeni podniku
vede Krustu relativnich mezd Zen v top managementu. Na druhou stranu pohlavi
vykonného feditele podniku se ukazalo jako nevyznamny faktor. Pokud byla vykonnym
feditelem Zena, tato skutecnost sama o sobé neovliviiovala mzdy zen ve vrcholovém

managementu.

Prvni studii, kterd zkouma tuto problematiku s uZitim dat pro Ceskou republiku, je
ma studie a je soucasti této habilitacni prace (viz kapitola 6). Ve studii dospivam k zavéru,
ze vys$i podil Zen ve vedeni pfispiva k poklesu mzdového rozdilu mezi muzi a Zenami.
Podrobné jsou zavéry této studie popsany v kapitole 1.5 StéZejni vysledky a zavéry

habilitacni prace.

Na rozdil od zavéru vySe prezentovanych praci Hensvik (2014) naléza jen slaby vztah
mezi pohlavim manazera a genderovou mzdovou mezerou. Ve své studii pracuje s daty
Svédskych zaméstnancl v soukromém sektoru za obdobi 1996 2008. Pti odhadu vlivu zen
V managementu na genderovou mzdovou mezeru pracuje s rozsifenou mzdovou funkci
a dospiva k zavéru, ze vyssi zastoupeni zen v managementu vedlo k poklesu genderové
mzdové mezery piiblizn€ o 1-2 procentni body. Nicméné pokud byl model rozsiten
o fixni efekt zaméstnance, pozitivni efekt Zen v managementu na genderovou mzdovou
mezeru vyrazn¢ poklesl a neukazal se statisticky vyznamny. Autorka to vysvétluje
koncentraci schopnych zen pracujicich pod vedenim Zen manazerek. Schopné Zeny spise
vyhledavaji Zenské manazerky, a to naptiklad z divodu, Ze ocekavaji lepsi ohodnoceni
své prace ¢i snadngjsi kariérni postup. Pivodné odhadnuté genderové mzdové mezery tak

nezohlednovaly skute¢né kvality pracovnikii a mohly byt timto zkreslené.
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Tabulka 2: Piehled studii zabyvajicich se odhadem vlivu zen ve vedeni na genderovou mzdovou mezeru

Studie Zemé Obdobi Velikost Metoda odhadu Vysvétlujici proménné Zjisténé zavéry
vzorku
Hultin a Szulkin Svédsko — 1991 1450 Odhad mzdové funkce Podil manazertt muzi v podniku, Rust podilu Zen v managementu ma
(1999) Swedish Es- muzl a zen —odhad pro  zkuSenosti, vzdélani, potiebné vzdélani pozitivni vliv na mzdy Zen (rist podilu
tablishment cely vzorek, soukromy na dany post, délka zaskoleni, 1éta ve Zen v managementu 0 50 % vede k ristu
Survey sektor a vetejny sektor firmé, procento Zen v podniku, sektor mzdy Zen piiblizné o 5 %).
(verejny a soukromy)
Hultin a Szulkin Svédsko — 1991 157 150 Viceurovitovy model — Pohlavi, vzdélani, zkuSenosti, 1éta ve Vys8i zastoupeni Zen v managementu
(2003) Swedish Es- odhad zvlasté pro firmé&, podil Zen ve firmé, velikost firmy,  vede k poklesu genderové mzdové
tablishment administrativni a odvétvi, podil manazertt muzi v podniku ~ mezery (rdst podilu Zzen v managementu
Survey manualni pracovniky 0 50 % vede k poklesu mzdového rozdilu
0 piiblizné 5,5 p. b.).
Cohen a Huffman USA - 2000 2000 1,32 mil. Viceurovitovy model Pohlavi, narodnost, vzdélani, rodinny Vy$8i zastoupeni Zen v managementu
(2007) U.S. Census stav, misto narozeni, déti, znalost jazyka,  vede k poklesu genderové mzdové
Public Use procento Zzen v daném povolani, podil mezery. Efekt roste s riistem statusu
Microdata files ¢aste¢nych tivazkil, pozadavky na danou  manaZerek.
pozici, podil Zen manazerek v daném
odvétvi, relativni status manazerek, podil
zen v daném odvétvi, podil manazeri na
celkovém poctu zaméstnancu...
Cardoso a Winter- Portugalsko — 1987 8530 061 Mzdova funkce muztia  VEk, vzdélani, 1éta ve firmé, velikost Genderova mzdova mezera je ve firmach
Ebmer (2010) Ministry of 2000 zen firmy, odvétvi, region, pravni forma, vedenych Zzenami nizsi (pokud je firma

Employment in

Portugal

vlastnictvi, rok, firma fizena Zenami,

podil Zen ve firmé, fixni efekt firmy

vlastnéna Zenami, je genderova mzdova

mezera 0 1,5 p. b. nizsi).
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Shin (2012) USA - 1998 7711 Rozsifena mzdova Pohlavi, pozice, vEk, léta ve firmé, podil ~ Vyssi podil zen ve vrcholovém vedeni
Standard and 2005 funkce zen ve vrcholovém vedeni, podil Zen vede k poklesu genderové mzdové
Poor’s v komisi pro odménovani, rentabilita mezery ve mzdach manazerd (rist podilu
ExecuComp aktiv, celkovy vynos na akcii, velikost zen v komisi pro odmeénovani o 50 %
database firmy, podil €lend vrcholového vedeni a vede k poklesu genderové mzdové
odménovaci komise jmenovanych mezery o cca 17 p. b.).
poslednim vykonnym feditelem, podil
externich ¢lend vrcholového vedeni, rok,
odvétvi
Hensvik (2014) Svédsko — 1996 5098 299 Rozsitend mzdova Pohlavi, podil Zen v managementu, veék, Vys8i podil Zen ve vedeni vede k poklesu
Swedish wage 2008 funkce vzdélani, zkusenosti, 1éta ve firmé, sidlo,  genderové mzdové mezery (rist Zen ve
register zavod, rok, oddé€leni, odvétvi, podil Zen vedeni o 50 % vede k poklesu mzdové
v daném oddéleni, fixni efekt pracovnika  mezery o cca 0,8 p. b.). Pti zohlednéni
fixniho efektu pracovnika je vliv
zanedbatelny.
Hedija (2015) — Ceska 2010 8 662 Roz§ifena mzdova Pohlavi, vék, 1éta ve firmé, vzdélani, Riist Zzen ve vedeni podniku vede
kapitola 6 republika — funkce, primérny efekt  uvazek, nemoc, pieséas, pracovni pozice, K poklesu genderové mzdové mezery
data ziskana z zachazeni firma, oddéleni, pohlavi nadtizené osoby  (pokud je oddéleni vedeno Zenou, je
vybranych genderovy mzdovy rozdil 0 6 p. b. nizsi).
nemocnic
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1.4 Metodologicky aparat habilita¢ni prace

V habilitatni praci jsou k odhadu nevysvétlené genderové mzdové mezery
a k identifikaci vlivu pohlavi manazera na genderové mzdové rozdily uzity
ekonometrické modely. K dekompozici mzdové mezery a odhadu ,,efektu diskriminace*
je uzit Oaxaca-Blinderiiv rozklad a odhad primeérného efektu zachdazeni (average
treatement effect on the treated), ktery je obdobou efektu diskriminace v Oaxaca-
Blinderoveé rozkladu. K odhadu vlivu pohlavi manazera na genderovou mzdovou mezeru
je uzita rozsirend mzdova funkce Mincerova typu, ve které jako dal$i vysvétlujici
proménné figuruji pohlavi manaZera a interakce mezi pohlavim manazera a pohlavim

podiizeného pracovnika. Tato kapitola aplikované metody podrobnéji popisuje.

1.4.1 Oaxaca-Blinderuv rozklad

Jak jiz bylo zminéno, ve studiich pfimo zamétenych na analyzu mzdovych rozdilt
mezi muzi a zenami je nejcastéji pracovano s Oaxaca-Blinderovym rozkladem a jeho
modifikacemi. Tento rozklad je také n€kdy oznacovan jako Oaxactv rozklad nebo
Blinder—Oaxactiv rozklad ¢i dekompozice. Rozklad vychazi z praci Oaxacy (1973)
a Blindera (1973), kteti nezavisle na sobé rozloZili mzdovou mezeru na dvé slozky.
Slozku, kterou lze vysvétlit rozdilnymi charakteristikami muzi a Zen (at’ jiz rozdily
V pracovnim kapitalu, ¢i zastavané pracovni pozici), a slozku, kterou témito rozdily

vysvétlit nelze. Ta byvéa potom oznafovana za diskriminacni.

Oaxaca—Blinderav rozklad Ize zapsat takto:

InW,,) ~InW, ) = (X, - X, ).8"+ (B, - B) X, + (B - ;). X, , (1)

kde W, je priméma mzda muzg, W, je priméma mzda Zen, X _ je vektor pramérnych
charakteristik muzii, X, znati vektor primérmych charakteristik Zen, B, 3, jsou

vektory koeficientd mzdovych funkci muzi a zen a f* znaci vektor koeficienti mzdové

funkce v pfipadé neexistence diskriminace.
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Vyraz In(W_,) —In(W,) je mzdova mezera, vyjadiena jako rozdil logaritmd primérné
mzdy muzi a Zen. Prvni slozka vyrazu na pravé strané, tedy vyraz (X - X ‘ )., je Gast
mzdové mezery, kterou lze vysvétlit rozdilnym vybavenim muzi a Zen (vypovida
0 mzdovém rozdilu za ptedpokladu neexistence diskriminace). Druha slozka, konkrétné
vyraz ( Bm —f7).X . zahrnuje diskriminaci ve prospéch muzi a tieti &len (8" — £,).X,

diskriminaci v neprospéch zen. Celkovy efekt diskriminace je souctem efektu

diskriminace ve prospéch muzl a diskriminace v neprospéch zen.

V odborné literatufe jsou pro jednotlivé ¢asti dekompozice uzivana rozdilna oznaceni.
Naptiklad Oaxaca (1973) prvni ¢ast mezery oznacuje efektem rozdilnych charakteristik
(effects of differences in individual characteristics), druhou ¢ast efektem diskriminace
(effects of discrimination). Blinder (1973) hovoii o ¢asti rozdili pficitané rozdilnému
vybaveni (portion of differential attributable to differing endowments) a ¢asti vyvolané
diskriminaci (portion of the differential attributable to discrimination). Beblo a kol.
(2003) rozliSuje mezi efektem vybaveni (endowment effect) a efektem odmény
(remuneration effect). Jacobsen (2007) hovoii o vysvétlené a nevysvétlené casti

mzdovych rozdilu.

K dekompozici genderové mzdové mezery je V prvnim kroku nezbytny odhad

mzdovych funkci muZza a Zen. Ty jsou odhadnuty nésledovné:
InW.); =a; +B,.(X)¢ +(&)¢ (2

In(\Ni)m :am-l_ﬂf'(xi,)m-l_(gi)mv (3)

kde (W,), je hruba mzda i-tého muze, (X,"),je vektor vybranych charakteristik pro i-
tého muze, (W,), je hruba mzda i-té zeny, (X,"),,je vektor vybranych charakteristik zen
pro i-tou zZenu, «,,«,,f3,,3;Js0u koeficienty (resp. vektory koeficientl) mzdovych

funkci muzi a Zen a &, je ndhodna slozka.

Pfi odhadu mzdovych funkci muzi a Zen je vychazeno z Mincerovy mzdové funkce

(podrobnéji nize), kterd je rozsifena o dalsi vysvétlujici proménné v podobé osobnich
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a firemnich charakteristik (rodinny stav, odvétvi, zaméstnani, velikost firmy atd.). Pocet
zahrnutych vysvétlujicich proménnych se v jednotlivych studiich znac¢né lisi a zavisi

predevsim na dostupnosti dat (Hedija a Musil, 2010).

Dalsim dutlezitym krokem pfi aplikaci Oaxaca-Blinderova rozkladu je stanoveni
rovnovazné (nediskriminac¢ni) mzdy. Pojeti rovnovazné mzdy se u autord, ktefi pracuji

s Oaxaca-Blinderovym rozkladem, lisi.

Blinder (1973) pfi odhadu miry diskriminace pouziva jako nediskrimina¢ni
(rovnovaznou mzdu) mzdu muzl. Vysledny rozklad v tomto piipad€ nabyva nasledujici

podoby:
In(vvm)_ln(vvf)z(im_xf)'ﬁm+(Bm_ﬁf)'xf' (4)

Oaxaca (1973) odhaduje miru mzdové diskriminace s uzitim jednak mzdy muzu jako
rovnovazné mzdy (rovnice 4), jednak mzdy zen. Z piedpokladu, ze je pracovano

s rovnovaznou mzdou Zen, lze cely rozklad zjednodusit takto:
In(vvm)_ln(vvf)z(xm_)?f)'ﬁf+(Bm_ﬁf)')?m’ (5)

kde v obou piipadech (rovnice 4 a 5) lze prvni ¢ast vyrazu na pravé strané oznadit jako
efekt vybaveni a vypovida o vysi mzdové mezery, kterou je mozné vysvétlit rozdilnym
vybavenim muzd a zen, druha slozka je nevysvétlenou ¢asti mzdové mezery a byva

oznacovana jako efekt diskriminace.

Reimers (1983) pfisuzuje regresnim koeficientim mzdové funkce muzii a Zen stejnou

vahu. Rovnovéazna mzda je potom stanovena takto:

pr =l ©

kde p* je vektor koeficientli rovnovazné mzdy, A, ,/3,jsou vektory koeficientd

mzdovych funkci muzt a zen, které jsou odhadnuty z rovnic 2 a 3.
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Cotton (1988) urcuje vahy pii vypoctu rovnovazné mzdy dle podilu muzi a Zen na

celkové pracujici populaci. V jeho pojeti je rovnovazna mzda urcena nasledovné:

L . 7)

m+f m+f’

kde B* je opét vektor koeficienti rovnovazné mzdy, 2., 3, jsou vektory koeficientd

mzdovych funkci muza a zen, které jsou odhadnuty z rovnic 2 a 3, m je pocet muzu
Vv pracujici populaci (zkoumaném vzorku), f je pocet Zen v pracujici populaci

(zkoumaném vzorku).

Neumark (1988) odhaduje B* jako vektor koeficienti mzdové funkce spole¢né pro
muze i zeny. Stejny postup jako Neumark voli také Oaxaca a Ransom (1994). Prave tato
varianta rozkladu je velmi ¢asto uzivana a byva oznac¢ovana jako Neumarkova varianta
nebo cCastéji jako Oaxaca-Ransomiv rozklad. Vektor koeficientii rovnovazné mzdy je

VvV tomto ptipad¢ odhadnut nasledovné:
InW, =a + *.X, +¢, , 8

kde W, je hruba mzda i-t¢ho pracovnika, X, je vektor vybranych charakteristik pro i-tého
pracovnika, «,*jsou koeficienty (resp. vektor koeficientll) mzdové funkce, ¢,je

nahodna slozka.

V habilitacni praci je pro vétsi robustnost vysledkti pracovano s vice variantami
Oaxaca—Blinderova rozkladu. V kapitole 2 je k odhadu nevysvétlené casti mzdové
mezery uzit Oaxaca—BlinderGv rozklad se tfemi variantami rovnovazné mzdy:
Raimersova varianta (Reimers, 1983), Cottonova varianta (Cotton, 1988) a Neumarkova
varianta (Neumark, 1988). V kapitole 3 je potom uzita mzda muzi jako rovnovazna

mzda.

1.4.2 Primérny efekt zachazeni (ATT)

V kapitolach 4, 5 a 6 je k odhadu nevysvétlené Casti genderové mzdové mezery uzit

prumérny efekt zachazeni, ktery je obdobou Oaxaca-Blinderova rozkladu, ve kterém je
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jako rovnovazna mzda uzita mzda muzi. Vyhodou této metody je jeji jednoduchost
a pichlednost. Casto byva také doplnéna o metodu parovani. K odhadu nevysvétlené ¢asti

genderové mzdové mezery tuto metodu uziva naptiklad Jurajda a Paligorova (2009).

Primérny efekt zachazeni vyjadiuje prumérny prospéch ¢i tjmu plynouci z toho, ze
jedinec je ¢lenem vybrané skupiny (being treated) (podrobnéji naptiklad Wooldridge,

2002). Pruimérny efekt zachazeni 1ze zapsat takto:
ATT =E(y, @ -y, )T, =1), (©)

kde T je binarni indikator zachazeni (T = 1 znamena byt ve vybrané skupiné, T = 0
ostatni), y(1) je potencidlni vystup plynouci z ¢lenstvi ve vybrané skupiné a y(0) je
potencidlni vystup bez ¢lenstvi. Pro ucely odhadu nevysvétlené genderové mzdové

mezery piedpokladejme, ze i jsou pracovnici a vybranou skupinou jsou Zeny.
Dany vyraz mizeme dale upravit takto:
ATT = E(InW, ([T, =1)- E(InW, (O)T, =1), (10)

kde ATT predstavuje nevysvétleny genderovy mzdovy rozdil. Vyraz E(InW;(1)|Ti=1) je
priamér logaritmd hrubé mzdy Zen a vyraz E(InWi(0)|Ti=1) je primér logaritmu hrubé
mzdy Zen v ptipadé, Ze by byly muZi. Prvni vyraz na pravé strané rovnice lze vypocitat

z dostupnych dat, druhy vyraz je potieba odhadnout. K tomu je uzit regresni model.

Nejdiive jsou odhadnuty koeficienty mzdové funkce muzi:
(INW,[T, =0)= B,.X; +&, (11)

kde Wi je hruba mzda i-tého muze, fo je vektor koeficientt mzdové funkce, X; je vektor

zvolenych osobnich a firemnich charakteristik i-t¢ho muze a ¢, je ndhodna slozka.

Nasledné jsou odhadnuté regresni koeficienty pouzity k odhadu mzdy Zen v piipadé,

ze by byly odménovany stejné jako muzi:

39



E(InWi (O)|Ti :1): E(5-X;), (12)

kde E(fo.Xi) je pramér mzdy (resp. logaritmu hrubé mzdy) predikované pro kazdou zenu

ve vzorku.

Nakonec je odhadnut efekt zachazeni jako rozdil mezi priimérem logaritmu skutecné
hrubé mzdy Zen a primérem logaritmu predikované mzdy Zen vypocitané pomoci

mzdové funkce muzi:
ATT = E(InWi (l)lTi :1)_ E(ﬂO'XilTi :1) (13)

Takto odhadnuté ATT reprezentuje nevysvétleny genderovy mzdovy rozdil.

Znaménko minus potom znaéi, ze mzda Zen je ve srovnani s muzi nizsi.

Odhad pramérného efektu zachazeni je ve studiich ¢asto doplnén o proceduru tzv.
parovani (matching). Tak je tomu i v kapitole 6 této habilitaéni prace. Pokud jsou
charakteristiky zkoumanych muzii a Zen velmi odli$né, budou odhadnuté koeficienty
mzdovych funkci timto faktem ovlivnény a koeficienty mzdové funkce Zen budou
s velkou pravdépodobnosti velmi odlisné od hypotetické mzdové funkce muzi. Parovani
vychazi z myslenky, Ze nejjednodussi a nejméné kontroverzni zpisob, jak stanovit
diskriminac¢ni slozku mezd, je srovnani mezd mezi muzi a Zenami, které vykazuji presné
stejné vlastnosti. Cilem péarovani je vytvoreni co nejhomogennéj$iho vzorku muzii a zen
(Ho a kol., 2007). Existuje vice metod parovani, pti¢emz mezi zakladni patéi metoda
ptresné shody (exact matching), metoda nejblizsiho souseda (nearest neighbour matching)

a metoda hrubé shody (coarsen exact matching) (Stuart, 2010; lacus, King a Porro, 2012).

Metoda ptesné shody patii k nejjednodussim metodam parovani. Je zalozena na tom,
ze ze vzorku jsou vyfazeny zeny, jejichz charakteristiky se neshoduji s zddnym muzem,
a naopak. Nevyhodou této metody je skutecnost, Ze jeji podminky jsou velmi omezujici,
a Casto vede k velké redukci vzorku. Metoda hrubé shody navazuje na metodu piesné
shody a snazi se piekonat jeji nedostatky. Podstatou této metody je vytvoreni SirSich
kategorii pro jednotlivé charakteristiky muzl a Zen a nasledn¢ aplikovani metod ptesné

shody. Kone¢né¢ metoda nejbliz§iho souseda spociva v tom, Ze ke kazdému jedinci je
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pfifazen V naSem pfipadé¢ jedinec opac¢ného pohlavi, ktery je mu svymi charakteristikami

cvwvr

na zaklad¢ miry pravdépodobnosti nebo s uzitim Mahalanobis vzdalenosti (Stuart, 2010;

lacus, King a Porro, 2012).

1.4.3 0Odhad rozsifené mzdové funkce

Dalsi relativné frekventovanou metodou odhadu miry potencialni mzdové
diskriminace je odhad mzdové funkce, ktera je rozsifena 0 pohlavi pracovnika. Pti odhadu
mzdové funkce je primarn¢ vychdzeno z Mincerovy mzdové funkce (Mincer, 1974), kdy

vysvétlujici proménné jsou vzdélani a zkusenosti.

Mincerovu mzdovou funkci Ize zapsat nasledovné:
INW, = a + 3.5, + B,8 + 8"+, (14)

kde Wi je hruba mzda i-tého pracovnika, Sije vzdélani i-tého pracovnika v letech, ej jsou
zkusenosti i-tého pracovnika v letech. Zkusenosti jsou ve funkci urceny nasledovné
ei=(Ai-si-bi), kde Aj je v€k i-tého pracovnika, Si je pocet let vzdélani i-tého pracovnika a b

je vek, ve kterém jedinec nastupuje do zékladni Skoly. «, s, 3,, B jsou koeficienty

mzdové funkce a ¢, je ndhodna slozka.

Mincerova rovnice je nasledné rozsifena a jako jedna z vysvétlujicich proménnych
v mzdové funkci vystupuje pohlavi zaméstnance. Odhadovand mzdova funkce ma

nasledujici tvar:
INW, =+ B.F +B,.X; +¢;, (15)

kde W, je hruba mzda i-tého pracovnika, F,je pohlavi i-tého pracovnika ve formé umélé
proménné (F = 1, pokud je pracovnik Zena, a F = 0, pokud je pracovnik muz), X,”je
vektor vybranych osobnich a firemnich charakteristik i-t¢ho pracovnika, «, 3, 3, jsou

koeficienty (resp. vektory koeficientll v pfipadé f2) mzdové funkce a &, je nahodna
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slozka. Z hlediska odhadu nevysvétlené genderové mzdové mezery je klicovy parametr

p, . Ten odrazi procentni zménu mzdy vyvolanou tim, Ze pracovnik je Zena.

Mezi vysvétlujici proménné, které jsou velmi Casto zahrnovany do mzdové funkce,
patii, krom& proménnych postihujicich lidsky kapital (vek, vzdélani, praxe), také
charakteristiky, které reprezentuji zaméstnani (odvétvi, zaméstnani, odpovédnost,
pracovni uvazek, velikost firmy, 1éta ve firmé, odbory), region (region, velikost sidla)

a rodinnou situaci (rodinny stav, déti).

V habilitaéni praci je rozsifend mzdova funkce primarné uzita k odhadu vlivu pohlavi
manazera Na mzdové rozdily mezi muZi a Zenami. V tomto ptipad¢€ je Mincerova mzdova
funkce, kromé pohlavi pracovnika a vybranych osobnich a firemnich charakteristik,

rozsifena také o pohlavi manazera a interakci pohlavi pracovnika a pohlavi manazera.

Odhadovana mzdova funkce mé nasledujici tvar:

ani =a +Bl'Fi + ﬁZ'FMi +ﬂ3FlFMl +ﬁ4—'X,i + gi y (16)

kde i je pracovnik, ktery nezastava manazersky post, Wi je hruba mzda i-tého pracovnika,
Fi je pohlavi i-t¢ho pracovnika ve form& umélé proménné (F = 1, pokud je pracovnik
zena, a F = 0, pokud je pracovnik muz), FM; je pohlavi nadfizeného pracovnika (FM =
1, pokud je nadfizeny pracovnik zena, a FM = 0, pokud je nadfizeny pracovnik muz),

X,’je vektor vybranych osobnich a firemnich charakteristik i-t¢ho pracovnika,
a, B, By, Bs, B, jsou koeficienty (resp. vektory koeficientil v pfipad€ f4) mzdové funkce
a & je ndhodna slozka. Z hlediska vlivu pohlavi manaZera na genderovou mzdovou
mezeru je klicovy parametr f,. Ten odraZi vliv Zen manazerek na relativni mzdu muzi

a zen.

Obdobnou metodiku ve svych studiich uzivaji naptiklad Hultin a Szulkin (2003) nebo
Hensvik (2014) a je uzita také v posledni ¢asti habilitacni prace (kapitola 6).
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1.5 StéZejni vysledky a zavéry habilitacni prace

Cilem habilita¢ni prace byla identifikace vyse potencialni mzdové diskriminace zen
na trhu prace v Ceské republice a zhodnoceni vlivu Zen v managementu na genderové
mzdové rozdily. Poznatky autorky v této oblasti jsou prezentovany pomoci souboru
odbornych ¢lankd, které autorka publikovala k dané problematice. V nasledujici ¢asti
jsou nejdiive prezentovany zakladni poznatky, ke kterym autorka dochdzi v jednotlivych

¢lancich, v zavéru je potom shrnut celkovy piinos autorky.

1.5.1 Stézejni vysledky piredloZeného souboru ¢lanki

Prvni dvé ptedlozené studie jsou vénovany odhadu diskrimina¢ni slozky genderové
mzdové mezery na Urovni konkrétnich vybranych podnikll. Tento pfistup umoziuje
mikropohled na problematiku. Vyhoda spocivd ve vytipovani a vybéru podnikd,
ve kterych jsou Zeny a muzi hojné zastoupeni, a kde muzi a Zeny zastavaji stejné pracovni
pozice. Umoziuje také pracovat s podrobnéjsim ¢lenénim pracovnich pozic ve srovnani
s oficidlni klasifikaci zamé&stnani. Je zde také zajiSténo, ze pracovni napli téchto pozic je
totoznd ¢i alespoii srovnatelnd. Pravé nerovnomérna distribuce muzii a Zen mezi
jednotliva odvétvi a pracovni pozice a rozdilnd pracovni naplit muzl a Zen, kteti zastavaji
stejnou pracovni pozici, mize byt divodem i vyraznych zkresleni pii odhadu

nevysvétlené ¢asti genderové mzdové mezery.

Prvni z ptedloZenych studii zkoumé genderovou mzdovou mezeru ve vybraném

podniku soukromého sektoru. Jedna se o nasledujici ¢lanek:

1. HEDWA, V., MUSIL, P., 2011. Gender pay gap — application in the specific
enterprise. Narodohospodarsky obzor/Review of Economic Perspectives, 11(4),
223-236. (kapitola 2)

Tato studie se zaméfuje na podnik, ktery se zabyva velkoobchodni cCinnosti
s elektroinstalacnim materidlem. V ¢lanku je pracovano s unikatnimi daty ziskanymi
piimo z vybraného podniku, kterd obsahuji informace o primérném hodinovém vydélku,
vzdélani, pohlavi, pracovnich zkuSenostech zaméstnanct, letech ve firm¢, rodinném

stavu, poctu déti a konkrétni pracovni pozici v podniku. Tento podnik byl vybran zamérné
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z toho dtivodu, ze pracovni napln pracovnikii (muzd a Zen) na jednotlivych pracovnich
pozicich je zde srovnatelnd a v podniku jsou téméf ve stejné mife zastoupeni muzi i zeny.

Celkovy vzorek obsahoval udaje o 62 zaméstnancich — 29 zenach a 33 muzich.

K odhadu nevysvétlené casti genderové mzdové mezery byly, pro vétsi robustnost
vysledki, uzity tii varianty Oaxaca-Blinderova rozkladu. Jako rovnovdzna mzda byla
v rozkladu uzita nejdiive rovnovdzna mzda dle Reimerse (Reimers, 1983), néasledné

Cottonova varinata (Cotton, 1988) a kone¢n¢ Neumarkova varianta (Neumark, 1988).

Odhadnuty hruby mzdovy rozdil pfedstavoval ptiblizn€ 19 procent vV neprospéch Zen.
Muzi v tomto podniku tedy pobirali piiblizn€ o 19 procent vyssi hodinovou hrubou mzdu
nez zZeny. Nasledné¢ byl mzdovy rozdil pomoci Oaxaca-Blinderovy dekompozice
rozlozen na vysvétlenou a nevysvétlenou cast mzdové mezery. Bylo zjisténo, Ze
nevysvétleny mzdovy rozdil (efekt diskriminace) ptedstavoval v podniku ptiblizné 20
procent v neprospéch zen, a to relativné nezavisle na uzitém zplisobu dekompozice
mzdové mezery. Rozdilnymi charakteristikami muzi a Zen se tak nepodafilo vysvétlit ani
¢ast mzdového rozdilu v neprospéch Zen. Distribuce zkoumanych vykonnostnich
charakteristik mezi muze a zeny byla v podniku velmi podobna. Reimersova a Cottonova
varianta rozkladu dokonce ukazaly, Ze pti zohlednéni pouze pozorovanych charakteristik
muzl a Zen a pii neexistenci mzdové diskriminace by Zeny (zejména diky zastavané

pracovni pozici) vydélavaly o 2-3 procenta vice nez muZi.

Druhé studie z ptedloZeného souboru ¢lankli se zamétuje na odhad nevysvétlené ¢asti
genderové mzdové mezery v podniku vetfejného sektoru, konkrétné ve vybrané

nemocnici:

2. HEDWA, V., MUSIL, P., 2012. Gender Wage Differences in the Selected Czech
Public Sector Company. Acta Universitatis Agriculturae et Silviculturae
Mendelianae Brunensis, 60(7), 81-88. (kapitola 3)

Také zde bylo pracovano s unikatnimi daty ziskanymi ptimo z vytipovaného podniku.
Ziskana data zahrnovala informace o vysi hrubé mzdy, pohlavi, presc¢asovych hodinach,
absencich z diivodu nemoci, ¢erpané dovolené, typu uvazku, poctu let ve firmé, véku,

vzdélani, konkrétni pracovni pozici a oddéleni, na kterém je pracovnik zaméstnan.

44



Zkoumany vzorek obsahoval data o 2 604 zaméstnancich, z toho 590 muzich a 2 014
zenach. K dekompozici mzdového rozdilu byl opét uzit Oaxaca-Blindertav rozklad. Jako

rovnovaznd mzda byla v ¢lanku pouzita mzda muza.

Odhadnuty hruby mzdovy rozdil mezi muzi a Zenami ptedstavoval ptiblizné
19 procent v neprospéch zen. Na rozdil od predesié studie zde vétSinu mzdového rozdilu
bylo mozno vysvétlit rozdilnymi charakteristikami muz a Zen. Mezi hlavni faktory
patfilo dosazené¢ vzd€lani, pracovni pozice a odpracované piesCasové hodiny.
Nevysvétleny mzdovy rozdil se pohyboval jen kolem 4 procent v neprospéch Zen.

Z tohoto pohledu byly zjisténé zavery velmi zajimavé.

Predlozené studie tak potvrzuji, Ze nevysvétleny mzdovy rozdil se v jednotlivych
podnicich lisi, a je obecné nizsi ve verejném sektoru. Zavéry také ukazuji, Ze Zeny
se stejnymi pozorovatelnymi charakteristikami jako muzi dostdvaji za stejnou (Ci
obdobnou) praci zpravidla nizsi mzdu nez muzi. Existenci ,,diskriminacniho mzdového

rozdilu ** tak nelze bagatelizovat, a to zejména v soukromém sektoru.

Argumentem pro niz$i mzdu Zen ve srovnani s muzi mize byt faktickd nizsi
vykonnost a niZ§i pracovni nasazeni Zen. Tyto charakteristiky zlistavaji v pfedloZzenych
studiich nepozorované. V druhé studii je toto do jist¢ miry aproximovano absencemi
a presCasovymi hodinami, které vystupuji v této studii jako jedna z vysvétlujicich
promé&nnych v odhadované mzdové funkci. Ukazuje se, Ze zjistény nevysvétleny mzdovy
rozdil mezi muzi a zenami je v tomto pfipad€ vyrazné nizsi. Niz§i mzda zen tak mize byt
»spravedlivou® odménou za nizsi pracovni nasazeni a nizsi vykonnost zen, ktera miize
souviset s rozdilnymi prioritami Zen a jejich dominantnimu postaveni v péci o déti
arodinu. Témito otazkami se zabyva teti predlozena studie, ktera se snazi zminéné

faktory zakomponovat do odhadu potencialni mzdové diskriminace.

3. HEDUA, V., 2014. Do Women Really Face Wage Discrimination on the Labor
Market? An Analysis Using Intra-household Specialization. Acta Universitatis
Agriculturae et Silviculturae Mendelianae Brunensis, 62(6), 1279-1286. (kapitola
4)
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Studie je zaloZena na odhadu nevysvétleného mzdového rozdilu jen pro jednotlivce,
kteti vydé€lavaji vice nez partner. Je zde vychazeno z piedpokladu, ze role jedinct (muzi
a zen), ktefi vydélavaji vice nez partner, bude, pokud jde o pé¢i o domacnost a déti,
rovnocennd S partnerem ¢i spiSe minoritni. Jejich pracovni nasazeni by tak mohlo byt
obdobné. Tato pouzitd metoda je unikatni, i kdyZ ma samoziejmé své slabiny. Silny je
predpoklad o délbé roli v rodin€ v zavislosti na piijmu, tedy Ze v rodinach, kde Zena
vydélava vice nez partner, pecuje o déti a rodinu zejména partner a pracovni nasazeni

zeny tak muze byt srovnatelné s muzem.

Ve studii je pracovano sdaty z Vybérového Setfeni piijmi a Zivotni trovné
domacnosti (EU-SILC) pro 19 ¢lenskych zemi Evropské unie (Rakousko, Belgie, Kypr,
Ceska republika, Némecko, Estonsko, Recko, gpanélsko, Chorvatsko, Italie,
Lucembursko, LotySsko, Nizozemsko, Polsko, Portugalsko, Rumunsko, Slovinsko,
Slovensko a Velka Britanie). Finalni vzorek obsahuje data o vice nez 59 tisicich
zaméstnancich, z toho je 35 tisic muzt a 23 tisic zen. Vzorek, ziZzeny na muze a Zeny,
ktefi vydé€lavaji vice nez partner, obsahuje udaje o téméf 20 tisicich zaméstnancich, z toho
o 13 tisicich muzich a témét 7 tisicich Zenach. Pti odhadu nevysvétlené mzdoveé mezery
je pracovano sdaty o primérném hodinovém vydélku, pohlavi, véku, vzdélani,
pracovnich zkuSenostech, rodinném stavu, poctu nezaopatfenych déti, absencich
z diivodu nemoci, odvétvi, zaméstnani, velikosti firmy, manazerské pozici (zda ma

pracovnik podfizené osoby), typu tvazku a zem¢.

K odhadu nevysvétlené mzdové mezery je uzit odhad praimérného efektu zachazeni.
K zajiSténi vyssi vypovidaci schopnosti vysledkl je tato metoda doplnéna o parovani
metodou hrubé shody (coarsened exact matching). Tato metoda ze vzorku vyfazuje
jedince, kteti nemaji vzhledem ke svym charakteristikim odpovidajici protéjsek
u opacného pohlavi (naptiklad pokud ve vzorku zastavaji dané zamé&stnani jen Zeny, jsou

vyfazeny a naopak).

Vypocitany hruby mzdovy rozdil u celého zkoumaného vzorku byl vysoky
a pfedstavoval 35 procent v neprospéch Zen. Pokud byly zohlednény rozdilné
charakteristiky muzi a zen ve zkoumaném vzorku, mzdovy rozdil poklesl na ptiblizné

18 procent v neprospéch zen.
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U vzorku zahrnujiciho pouze jedince, kteti vydélavaji vice nez partner, byly vysledky
znacn¢ rozdilné. Hruby mzdovy rozdil ptedstavoval pouze 3 procenta v neprospéch zen,
a to zejména diky vySSimu zastoupeni Zzen na lépe placenych pozicich. Nevysvétleny

mzdovy rozdil se potom pohyboval kolem 10 procent v neprospéch Zen.

I tyto zavéry tak mluvi ve prospéch faktu, zZe Zeny celi na trhu prdce mzdové
diskriminaci. Nevysvétleny mzdovy rozdil se potom pohybuje kolem 10 procent

V neprospéch zen.

Zavery empirickych studii potvrzuji, Ze nevysvétlend genderovd mzdova mezera
existuje a lisi se v ramci jednotlivych odvétvi ¢i jednotlivych podnikii. Faktort, které
mohou byt pfi¢inou téchto odliSnosti, je vice. Vyznamnou roli mize hrat mira
regulace mezd v jednotlivych odvétvich, zastoupeni zen v jednotlivych odvétvich ¢i
podnicich a jejich vnimani muzskymi protéjSky, velikost podniku a v neposledni fad¢
také podil zen ve vedeni podniku (napiiklad Hedija, 2014a). A pravé zhodnoceni vlivu
posledniho zminéného faktoru, tedy pohlavi manazera na genderové mzdové rozdily,

jsou vénovany posledni dvé studie ptedlozené v ramci habilitacni prace.

Ctvrta predloZena studie je vénovana odhadu nevysvétlené slozky genderové mzdové
mezery na Urovni jednotlivych sektorti. Ve studii jsou zkoumany pficiny zjiSténych
mezisektorovych rozdilt. Jako jeden z potencialnich faktorti ovliviiujicich vysi
genderové mzdoveé mezery a vysvétlujicich mezisektorové rozdily je zkouman také podil

Zen V managementu:

4. HEDWA, V. 2017. Sector Specific Gender Pay Gap: Evidence from European
Union Countries. Economic Research-Ekonomska Istrazivanja. 30(1), 1804-
1819. (kapitola 5)

V predlozeném c¢lanku je pracovano s daty z Vybérového Setfeni pfijmu a zivotni
urovné domacnosti (EU-SILC) pro 24 clenskych zemi Evropské unie (Rakousko,
Bulharsko, Kypr, Ceska republika, Némecko, Dansko, Estonsko, Recko, Spanélsko,
Finsko, Francie, Mad’arsko, Italie, Litva, Lucembursko, Lotyssko, Nizozemsko, Polsko,
Portugalsko, Rumunsko, Svédsko, Slovinsko, Slovensko a Velka Britanie). Zkoumany

vzorek obsahuje data pro vice nez 123 tisic zaméstnanct. Vyuzity jsou tdaje o hodinové
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hrubé mzd¢€, pohlavi, véku, vzd€lani, rodinném stavu, absencich z diivodu nemoci,
odvétvi, zaméstnani, velikosti firmy, manazerské pozici (zda ma pracovnik podtizené

osoby), typu tvazku.

K odhadu nevysvétlené casti genderové mzdové mezery je stejné jako v predchozi
studii uzit pramérny efekt zachazeni. Ke kvantifikaci vlivu jednotlivych faktord na
mzdové rozdily je nasledné uzit linearné regresni model. Do néj jako vysvétlovana
proménna vstupuje odhadnuta nevysvétlend genderova mzdova mezera na urovni
jednotlivych odvétvi. Jako vysvétlujici proménné potom vlastnictvi (soukromy x vefejny
sektor), podil Zen v odvétvi, podil zen v managementu (na Grovni odvétvi), podil malych
firem v odvétvi a dale je kontrolovano pro zemi. Pravé tyto faktory by dle ekonomické
teorie mohly hrat klicovou roli pfi vysvétleni mezisektorovych rozdil v genderové

mzdové mezeie.

Zavéry Clanku ukazuji, Ze nevysvétleny genderovy mzdovy rozdil se lisi v ramci
jednotlivych zemi Evropské unie i v ramci jednotlivych odvétvi. Mezi vyznamné faktory,
které vysvétluji rozdily v genderové mzdové mezete mezi jednotlivymi odvétvimi, patii
vlastnictvi a podil Zen v odvétvi. Bylo zjisténo, ze genderova mzdova mezera je obecné
niz8i ve vetejném sektoru. Je také niz§i v sektorech s vyssi genderovou diverzitou.
V sektorech s velmi nizkym ¢i naopak vysokym podilem Zen genderova mzdova mezera
naopak roste. Tyto zavéry nejsou piekvapivé a jsou v souladu s dosavadnimi poznatky

a ekonomickou teorii.

Z hlediska cile habilitaéni prace pfinasi ¢lanek zjisténi, Ze vy$$i podil Zen
v managementu by mohl vést Kk poklesu nevysvétlené genderové mzdové mezery,
nicmén¢ vztah neni statisticky vyznamny. Jednim z divodu statistické nevyznamnosti
mize byt relativné velkd mira zobecnéni, se kterou je v ¢lanku pracovano. Vztah je
zkouman na trovni sektord, nikoli jednotlivych podnikl a neni zde pracovéano s ptimou
vazbou nadfizeny a podiizeny, ale procentnim podilem Zen manazerek v daném odvétvi.

To miize zavéry do jisté miry zkreslovat.

Studie ukazuje, Ze nevysvétlena genderova mzdova mezera se lisi V ramci odvetvi.
Mezi hlavni faktory, vysvetlujici meziodvétvoveé rozdily, patii viastnictvi a podil Zen

ve zkoumaném odvétvi. Genderova mzdova mezera je obecné nizsi ve verejném sektoru
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a v odvétvich s vyssi genderovou diverzitou. Podil Zen v managementu se zde neukdzal
jako statisticky vyznamny faktor vysvétlujici mezisektorové rozdily, a tedy ani

systematicky oviiviwjici genderovou mzdovou mezeru.

Pata ptredlozena studie zkouma vliv zen v managementu na genderovou mzdovou
mezeru S uzitim dat konkrétnich podnikli (nemocnic). Na rozdil od piedesl¢ studie je

zaméfena pouze na Ceskou republiku a pracuje s velmi podrobnymi daty:

5. HEDUA, V., 2015. The Effect of Female Managers on Gender Wage Differences.
Prague Economic Papers, 24(1), 38-59. (kapitola 6)

Uzita data jsou unikatni a jsou ziskanad pfimo ze dvou oslovenych jihomoravskych
nemocnic. Pouzity data set obsahuje udaje o nemocnici (ve které je pracovnik zamé&stnan),
oddélent, na kterém pracuje, pohlavi, hrubé mzd¢, véku, vzdélani, létech ve firm¢, vysi
pracovniho uvazku, absencich z divodu nemoci, cerpané dovolené, piescasovych
hodinach, pracovni pozici a pohlavi pfimo nadfizené osoby. Z hlediska cile studie jsou
kli¢oveé tdaje o ptimé vazbé nadiizeny a podiizeny pracovnik. Tyto udaje tak umoziuji
piimo identifikovat a ve studii zohlednit pohlavi piimo nadfizeného vedouciho
pracovnika, vV naSem piipadé¢ vedouciho konkrétniho oddé€leni. Finalni vzorek obsahuje

udaje o 8 662 zaméstnancich, z toho 7 026 zenach a 2 592 muzich.

K odhadu vlivu pohlavi manazera na genderovou mzdovou mezeru jsou uzity dveé
metody. Prvni metodou je rozsitena mzdova funkce, ve které jako jedna z vysvétlujicich
proménnych vystupuje pohlavi zaméstnance, pohlavi manaZera a interakce mezi
pohlavim zaméstnance a manazera. Druhou metodou je odhad pomoci praimérného efektu
zachazeni, ktery je z divodu vyssi vypovidaci schopnosti doplnén o metodu parovani. Ta
oCisti vzorek o zeny, které vzhledem Kk vybranym charakteristikdm nemaji ve vzorku
odpovidajici muzsky protéjsek, a opacné. V piipad¢ efektu zachazeni je odhadnut
nevysvétleny mzdovy rozdil zvlasté pro oddéleni vedena muzi a oddéleni vedend Zenami

a ten je nasledné vzajemné srovnan.

Bylo zjisténo, ze genderova mzdova mezera je ve zkoumanych nemocnicich nizsi na
odd¢€lenich, ktera vedou zeny. Z regresni analyzy potom plyne, zZe pfitomnost zeny v Cele

oddé€leni vede k poklesu genderového mzdového rozdilu, a to ptiblizné o 6 procentnich
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bodli. Obdobny pokles genderové mzdové mezery byl zjistén také s uzitim metody
pramérného efektu zachazeni. Z;jisténé zavéry o vlivu Zen ve vedeni na pokles genderové

mzdové mezery jsou tak nezdvislé na aplikované metode.

Tato studie mluvi ve prospéch faktu, ze vyssi podil zen ve vedeni podniku vede
Kk poklesu genderové mzdové mezery. Na druhou stranu je potreba tyto zaveéry brdt s jistou
rezervou, protoze vztah byl testovan S uzitim dat jen vybranych firem. Vhodné je tedy jeho

ovéreni na reprezentativnim vzorku.

1.5.2 Vlastni prinos predloZené habilita¢ni prace

Vlastni pfinos ptedlozené habilita¢ni prace spatfuji ve dvou kli¢ovych oblastech:

(1) v kvantifikaci nevysvétlenych mzdovych nerovnosti mezi muzi a zenami,

(2) v posouzeni vlivu zen v managementu na genderové mzdové rozdily.

Problematice mzdovych rozdilii mezi muzi a Zenami se v Ceské republice vénuje &i
vénovalo vice autorti (napiiklad Filipova, Pytlikova, Balcar, Gottvald, Jurajda,
Paligorova, Mysikova). Tito autofi odhaduji genderové mzdové rozdily s uzZitim dat
Z Informacniho systému o prumérném vydélku (ISPV), Vybérového Setfeni piijmu
a zivotni urovné domacnosti (EU-SILC), ptipadné z dat z vlastniho Setfeni. Zavéry téchto
studii, které Cerpaji data z ISPV ¢i EU-SILC, mohou byt do jisté miry zkresleny kvuli
zobecnéni a kategorizaci, se kterou je pfi sbéru dat pracovano. Vlastni pfinos zde vidim
Vv uZziti maximalniho mikropohledu a odhadu genderovych mzdovych rozdili na trovni
jednotlivych firem. Prvni firma reprezentuje soukromy sektor (kapitola 2 habilita¢ni
prace), druha firma zastupuje sektor vetejny (kapitola 3 habilitacni prace). Tento piistup
umoznuje srovnani mzdy muzi a Zen, ktefi pracuji v jednom podniku a jejichz napli
prace je zcela totozna ¢i velmi podobna. Na druhou stranu mé tento pfistup také své
slabiny. Vybrany podnik se miize vymykat priméru a zavéry jsou tak jen obtizné
zobecnitelné na celou Ceskou republiku a sektor, ktery reprezentuje. Sviij dalsi p¥inos
spatiuji v tom, Ze jako prvni prezentuji odhady genderové mzdové mezery jen pro
skupinu jednotlived, kteti vydélavaji vice nez partner (kapitola 4 habilitaéni prace).
Vychazim zde z predpokladu, Ze dominantni roli v pé¢i o domacnost a rodinu zastava

partner, ktery vydélava mén€. Pracovni nasazeni muzi a Zen, ktefi vydélavaji vice nez
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partner, tak bude pravdépodobné v priméru obdobné. Predkladam tak relativné
jednoduchy zptsob, jak s uzitim dostupnych dat ocistit dosavadni odhady o vliv péce

0 rodinu a déti.

Vyznamny vlastni pfinos vidim také v druhé zminované oblasti, tedy v oblasti
kvantifikace viivu manazera na genderovou mzdovou mezeru. Podle mych znalosti
se problematice vlivu pohlavi manaZera na genderové mzdové rozdily v Ceské republice
pfimo vénuji pouze ja (kapitola 5 a 6 habilitacni prace). Mnou zjisténé zavéry o vlivu
pohlavi manaZera na genderovou mzdovou mezeru jsou tak prvnim odhadem pro Ceskou
republiku. Vyznamné jsou také v celosvétovém métitku, a to tim, ze je ptfi odhadech
pracovano s pfimou vazbou mezi nadfizenym a podiizenym pracovnikem. Autofi
dosavadnich studii tyto informace neméli a pracuji s procentnim podilem manazerek
ve firmé ¢i odvétvi. To mize zavéry do jisté miry zkreslovat. | zde je nutno pfipustit, ze
mij dosavadni vyzkum V této oblasti ma sva omezeni. Vliv pohlavi manazera na
genderovou mzdovou mezeru byl odhadovan na datech vybranych podnikt vefejného
sektoru. Zavéry jsou tak jen obtizn& zobecnitelné na celou Ceskou republiku. Pfi odhadu
také nebylo pracovano s podrobnymi vykonnostnimi charakteristikami muzi a Zen
(kognitivni a nekognitivni schopnosti), které mohou mit vyznamny vliv na vys§i mzdy. Ty
jsou castecné aproximovany vzdélanim, vékem a délkou praxe, nicméné toto hrubé
zachyceni vykonnostnich charakteristik muize ovlivnit zjisténé zavéry, kdy svou roli mtze

hrat efekt vybéru.

Cilem dal$iho vyzkumu je proto:

(1) Odhad vlivu zen vmanagementu na genderovou mzdovou mezeru
na reprezentativnim vzorku firem. To zajisti, Ze zavéry budou platné pro celou
Ceskou republiku.

(2) Lepsi zachyceni skutecnych vykonnostnich charakteristik muzt a Zen. Pfi odhadu
nevysvétlené mzdové mezery tak bude mzdova funkce rozsifena o proménné
odrazejici kognitivni a nekognitivni schopnosti jednotlivych pracovnika (IQ test,
povahové rysy, schopnost tymové prace atd.). Tento postup zajisti, ze vysledky

o241

mohou byt koncentrovany pod vedeni Zen manazerek.
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Introduction

The question of an even attitude between men and women and a potential
discrimination in the labour market is still an up-to-date topic. According to Eurostat
data. women in the Czech Republic carned 76.4 % of men’s average hour wage. This
fact raises a lot of questions (especially in the public). Are women in the Czech labour
market under the wage diserimination? Why is women's wage is lower (in average) in
comparison to the men’s wage? Where are the main factors of existing wage differences?

What do we mean by the term of wage discrimination? As wage discrimination we
usually understand a situation if women earn without objective causes a lower wage
than men (Ehrenberg. Smith 2003, p. 382). The objective causes usually are: education,
experience, productivity, or responsibility. For example. a situation, when a woman
{(who earns 50% a man’s wage) worked the same number of hours as a man but her
performance was by 50 % lower than the man’s. cannot be called wage diserimination.
In thise case the wage difference can be explained with the different productivity. not
with wage diserimination.

From the standard microeconomic theory point of view, the wage is dependent on
productivity of an individual. An individual whose productivity is bigger earns
significantly higher wage. Such a wage difference cannot be labelled as wage
diserimination but it is natural and eligible.

Different productivity of men and women seems to be a possible factor of the wage
differences mentioned above. The different productivity is probably a result of different
characteristics of men and women. Wage differences are traditionally explained by
different age. education. experience etc.. which directly influences productivity of
mdividuals (Becker, 1957). If there were women on average less educated, less
experienced and younger than men. it would be natural for them to get lower wages than
men. But there 1s no crucial difference of the average wage between men and women,
and also the average level of education of men and women, or the number of years of
practice is more or less the same. Conclusions of some empirical studies (see below)
show that labour market segregation is the relevant factor of wage differences between
men and women — a fact that women are generally concentrated on working positions

! This article is a part of the results of the project no. 402/09/2057 "Measurement and
management of the mtangible assets impact on enterprise performance” financed by the Czech
Science Foundation
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(or in industries) with lower responsibility and lower wages (1.e. European Commission.
2002).

There are other papers estimating the wage discrimination effect. For example
Grimshaw and Rubery (2002) and Beblo et al. (2003) examined the discrimination
component of GPG (Gender Pay Gap) in specific member states of the EU. There are
also studies of rate of diserimination effect in the transition countries: 1.e. Adamechik and
Bedi (2001) searched for the diserimination effect in Poland: Jolliffe and Campos
(2005) 1n Hungary, or Jurajda (2003) n Slovakia. Jurajda and Mysikova (1.e. Mysikova
2007) are well-known authors making the research in the field of wage diserimmation in
the Czech Republic. Jurajda (2003) concluded that two thirds of the pay gap can be
explained neither by the means of different characteristics of men and women, nor by
their employers. Mysikova (2007) uses the Oaxaca-Blinder decomposition to analyze
the gender pay-gap in the Czech Republic in 2005. We can also mention one of the most
up-to-date papers of Eriksson and Pytlikova (2011). The authors search for the
relationship between wage on one side. and productivity and company ownership on the
other in the Czech Republic in 2006. They found out that 21 % of the gender pay gap
cannot be explained with objective factors.

In order to enounce a conclusion about the possible women's wage discrimination in the
Czech Republic, we have to keep in mind relevant factors inducing natural differences
i wages of men and women. Taking these factors into consideration and their
quantification 1s not an easy task. Probably the best survey on the existence or absence
of wage discrinunation would be acquired if we could find some men and women with
totally equal characteristics (wage. education, working position, experience.
productivity. number of children, withdrawing from work). and find wage differences of
those pairs. The entire eventual wage difference could be than labeled as diserinunation.
To find enough pairs with identical characteristics and across the whole national
economy to generalize the conclusion is a mere vision. Economic research often uses
the Oaxaca-Blinder decomposition to estimate the discrimination component of the
gender pay gap (GPG). The estimation of GPG using this decomposition 1s very
demanding on the data. The available data are not often detailed enough, especially data
about the real working position (its real filling — competences. responsibility. wage
policy ete.). which might lead to certain distortions.

The aim of the paper is to describe the size of the gender pay gap in the specific
enterprise, identify factors that could be used to explain the wage differences between
men and women in this enterprise. and to assess possible wage diserimination of women.

The size of the gender wage gap is estimated using the Oaxaca-Blinder decomposition.
Making the decomposition. the authors worked with three alterations of the
decomposition. Those alterations vary with the used equilibrium wage. Generally, the
gender pay ga? 1s understood as a differential of logarithm of the men’s and women's
average wage.

'GPG=In (W) —In (Wg), W, =men’s average wage, Wy = women's average wage.
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Decomposition of gender pay gap

The Oaxaca-Blinder decomposition of gender pay gap (Oaxaca. 1973: Blinder. 1973)
allows to spread out the existing wage gap into a part which could be explained with
different characteristics of women and men, and a part which is not explained. The
unexplained part of the wage difference could be pronounced as potentially
diseriminating.

Before we apply the Oaxaca-Blinder decomposition. we have to estimate the men’s and
women s wage functions. as follows:

n(w,), =B, (X, +(,), -fori=1l..n (1)
(W), =pF,(X,), +(u;),.fori=1...n (2)
(W.),, . the men’s wage. (X7), ... the vector for men’s characteristics

(W) ;- the women's wage. (x.") » the vector of women's characteristics
B..B 7 - coctficient vectors of men’s and women's wage functions

u, ... random wvariable

The number of explanatory variables included into the wage function varies in different
studies n the field of wage differences. The explanatory variables are mostly: wage.
education, experience, working position, industry. responsibility. duty, the company
size, number of years worked in the company. labour union membership, region, marital
status and number of children (Hedija, Musil 2010).

In this paper we used the following as the explanatory variables:' education. practice.
number of working vears in the firm. working position. number of children, marital
status. Wage differences are examined within one specific firm, so to use further
variables like region. firm size. industry ete. 1s not relevant.

Education and experience are traditional factors determining the wage level. Higher
education enables people to work on a position that is paid better. The wage also usually
grows with growing experience or abilities leading to greater work achievements, and
again to higher wage. We included the following 4 factors which more or less influence
the level of wage in the wage function, and are possible to measure relatively well:
number of years worked in the company, working position, marital status and the
number of children. The number of years worked in the company 1s understood as the
sum of experience. This variable tells us more about the experience in relation to the
current working position than about the experience in general. If for example an
individual works for 10 years as a driver, and he/she changes the working position. the
experience of him as a driver seems not to be so useful for the new job: furthermore. the
influence on the wage on the new working position is not so relevant either.

! We use variables that are standard used by the authors bemng engaged in the research of gender
pay gap. Detailed list of variable usage see Hedyja, Musil (2010).
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The argument for including the “number of children™ variable 1s based on the fact that
we suppose people with children not to focus on their job to such an extent as people
without them. The care of children may lead to more withdrawals from work, and
finally. to less experience in comparison to the others.

The wage of an employee 1s a traditional variable. We did not include this variable as
the explanatory one because of the multicolinearity. The correlation coefficient of wage
and experience reached 0.99.

We estimated the following wage function of men and women:

In(%,), =S, + B, (EDUCATION),, + f3, (EXPERIENCE),, + f3,.(YEARSINFIRA,),, +
+ B, (POSITION2,) + B,.(POSITIONS,), + 3,(POSITIONL) + B3, (CHILDREN) + )
+ B, (MARSTATUR,), + f3, (MARSTATUS,), +(u,),

In(%) , = B, + B,(EDUCATION) , + 3, (EXPERIENCE) . + f3, (YEARSINFIRA,) , +

4
+f3,.(POSITION2,) , + f5..(POSITION3 ) , + J3, (POSITION4,) , + 3, (CHILDREN) , + @)
+ B, (MARSTATUR,), + 3, (MARSTATUS,) , + (u,),

W; represents gross hourly wage which 1s computed as a ratio of the gross yearly wage
and the number of hours worked in the specific year. Such a computed wage filters the
different number of worked hours of particular employees.

Explanatory variable EDUCATION represents the number of years of studying
according to the specific level of education. In the case of elementary education. this
variable equals to 8. in the case of upper secondary education this variable equals to 12
etc.

The variable EXPERIENCE represents the years of experience of a particular employee.
The variable 1s computed as a differential of the employee’s wage and studying years
(according to the level of education). The years of experience among women are
shortened by the number of years spent on maternity leave (number of children times 3).
This takes into account the fact that some women may be less experienced as men of the
same age.

YEARSINFIRM variable represents the number of working years in specific company.
This variable is not shortened for women with children because we did not know when
those women left for the maternity.

The POSITION variable 1s a dummy variable which represents the working position of a
particular employee. There are 4 different positions. POISTIONI includes drivers, shop
assistants and stock keepers. Employees on POSITION1 have no subordinates.
POSITION?2 includes accountants, technicians, officers, sales agents. These employees
also have no subordinates, but bigger responsibility. POSITION3 includes head
accountants and head stock keepers. These employees have a specific number of
subordinates. POSITION4 includes top managers of a company. The wvariable
POSITION 15 a dummy variable that assumes values 0 or 1. POSTION equals to 0 if an
employee does not work at a specific position, and equals 1 if the employee does.
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Explanatory variable CHILDREN represents the number of children of a particular
employee. with no respect to the age of the children. It would be more relevant to
include only children within 10 years of age but this data was not available.

Variable MARSTATUS 1s also a dummy variable which also assumes values 0 or 1. and
there are three possible marital statuses: MARSTATUSI means that the employee is
single, MARSTATUS?2 means that the employee is married. MARSTATUS3 — employee
1s divorced or a widow/widower.

To estimate the diserimination component we used the extended Oaxaca-Blinder
decomposition, which is:

n@7,)~1n07,) =X, ~X) 5 +B,~F) X, +B B X, ©

i — -
14 -+ men’s gross hourly average wage. W, ... WOIEN's gross hourly average wage

X, ... men’s specific characteristics, X £ women's specific characteristics

B,. B, ... coefficients of men’s and women’s wage functions. p* coefficient vector of
the equilibrium wage (non-diseriminatory wage)

Expression ln(ﬁ_fm}—ln(]?—}) represents the wage gap as a differential of logarithms of
men’s and women’s average wage. Expression (Y, — X f)_ﬂ’ represents the part of

wage gap which is explained by different characteristics of men and women. This part
of the wage gap explains the wage difference in the case without discrimination — we

call this part “equipment effect”. Expression (ﬁm — ﬁ*)_fm +(f - ﬁ J,}J_[ , Tepresents
the unexplained part of the wage gap. The first part of the expression equals to the

diserimination on men’s behalf. the second one the diserimination on women’s behalf
The sum of these parts was called “the diserimination effect”.

The men’s and women’s gross hourly wage in equation (5) 1s estimated on the basis of
men’s and women’s wage functions:

In(7 )= B, (X, ©

(W) =4, .(X), (7

W w ... men’s gross hourly wage, W ;... women’s gross hourly wage

X, - vector of men’s average characteristics, }I vector of women’s average

characteristics

B..B 5 - vectors of estimated coefficients of men’s and women’s wage functions.

Several studies using the Oaxaca-Blinder decomposition understand the equilibrium
wage differently. Blinder (1973) uses the men’s wage as the equilibrium wage. Oaxaca
(1973) uses both, men’s and women's wage as the equilibrium wage. Reimers (1983)
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weighs the regression coefficients of men’s and women’s wage functions equally
(p*=(PmtPs)/2). Cotton (1988) uses the weighted average of men’s and women’s wage.
where the weights represent the share of men and women on the total employed
population. Neumark (1988) estimates the equilibrium wage as the vector of wage
function coefficients together for men and women (Hedija. Musil 2010).

We use three possible alterations of equilibrium wage. We apply the approach of
Reimers (1983). Cotton (1988) and Neumark (1988). First, the equilibrivm wage equals
to the arithmetic average of men’s and women’s wage, secondly. as the weighted
average of men’s and women’s wage. and finally, the equilibrium wage 1s understood as
the wage of the entire sample of employees.

Concerning the first alteration, the arithmetic average of men’s and women’s wage.
Reimers (1983) says that the equilibrium wage does not have to equal the men’s or
women’s wage. Reimers (1983) says that discrimination may just lead to lower
women’s wage. or to higher men’s wage in comparison to the average wage. He uses
the equilibrium wage which results from the average of regression coefficients of men’s
and women’s wage functions. Regression coefficients are set as the average of
regression coefficients o men’s and women’s wage functions:

Br=(B,+B)/2 ®)

p*... vector of equilibrim wage coefficients. g ./ £ - Vectors of coefficients of men’s

and women’s wage functions.

Cotton (1988) presents another approach to the equilibrium wage. He sets the regression
coefficients of equilibrium wage as a weighted average of coefficients of men’s and
women’s wage functions. and uses the shares of men and women on the employed
population as the weights. We set the weights as shares of men and women on the total
number of employees in the company:

Br=lm/ e+ B, m+1)1B; ©
p*... vector of equilibrium wage coefficients.

B..B ;- veetors of coefficients of men’s and women's wage functions,

m ... number of men in the sample of employees. f ... number of women in the sample of
employees.

Finally. the third approach represents Neumark (1988). He estimates the equilibrium
wage as a vector of coefficients of the wage function together for men and women.
Coetficients of the equilibrium wage are estimated as:

In(W,)=p%X, +u, . fori=1..n (10)
g ; - i
V. ... wage of particular employee.

p¥* ... vector of coefficients of the employees” wage function,

X, ... vector of specific characteristics of particular employee.
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U, .. random variable.

If we use the Neumark alteration of wage function. we acquire:

n(¥,) = B, + B, EDUCATION + f3,.EXPERIENCE + f3, YEARSINFIRA, +
+ 3, POSITION2, + ;. POSITION3, + BB, POSITIONS, + f3, CHILDREN + (11)
+ B, MARSTATUS, + 8, MARSTATUS, +u,

i... particular employee (no care if man or woman).

The Data

In this paper. the pay gap 1s estimated for a specific company. This company has been
operating in the Czech market since 1991 as a wholeseller of electric material. We
promised that all the data that could identify this company shall not be disclosed. The
company is anyway similar to other companies in this industry. such as Elfetex. Qestel
or Elkov.

The company employs 82 employees. the ratio of men and women is almost 50:50.
There are also no relevant differences between the work of men and women, which
make this company a suitable candidate for our research.

The pay gap is estimated on the basis of data of 2009. We got the following data: gross
yearly wage, number of hours worked per employee and year. the type of employment,
age. education, working position, the number of years worked in the company. number
of children. and marital status. On the basis of the data. some employees were set aside
the sample — mostly employees without full-time employment. because it was
impossible to get the proper hourly wage. We also put aside one employee whose
working position was too unique — it was a charwoman (she was retired and worked for
a very “symbolic” salary). The final sample consists of 33 men and 29 women.

The Table 1 shows the gross average hourly wage of the men’s and women’s sample.
and their wage median. We can see that the average men’s wage and the wage median is
higher than that of women. The pay gap of average wage reaches 19 %. and the pay gap
of wage median reaches 15 %.

Table 1: Average wage and wage median

Gross average hourly wage Wage median
Men 118.39 CZK 116.11 CZK
Women 97.93 CZK 99 84 CZK
GPG (%) 15.99% 15.09%

Source: own calculations

As mentioned above. we used education, experience. years in the company. working
position, children and marital status as explanatory variables. The Table 2 shows the
average characteristics of the sample of employees.
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Table 2: Average characteristics of men and women of the sample of emplovees

Men Women
EDUCATION 12.03 11.86
EXPERIENCE 19.18 19.48
YEARS IN FIRM 6.61 6.21
POSITION 1 0.52 0.31
POSITION 2 0.33 0.59
POSITION 3 0.09 0.10
POSITION 4 0.06 0.00
CHILDREN 1.00 1.17
MARITAL STAT.(1) 0.33 0.24
MARITAL STAT.(2) 0.58 0.66
MARITAL STAT.3) 0.09 0.10

Source: own calculations

Men’s and women’s education, experience and years in the company are on average
almost the same. Men and women spent on average 12 years in the education system,
they have on average 19 years of experience. and have been working in the company for
6 years on average.

Very similar 1s also the family status of men and women. Men and women have on
average | child. approximately 30 % men and women are single, 60 % married. and 10
% divorced or widowed.

The distribution of men and women among the working position 1s not uniform — 52 %
of the men and 31 % of the women work on position 1 (driver. shop assistant or
storekeeper), 33 % of the men and 59 % of the women work on position 2 (accountant,
technician or sales agent), 9 % of the men and 10 % of the women work on position 3
(head accountant, head storckeeper). and 6 % of the men and no woman work on
position 4 (top management).

Gender pay gap in the specific company

In the company we have selected. the gender pay gap reached approximately 19 %. In
this part of the paper we use the Oaxaca-Blinder decomposition to dismtegrate the
existing pay gap on the equipment effect and the discrimination effect. In other words.
we will purge the pay gap off the part which cannot be explained with the different
characteristics of men and women, and which cannot be understood as the wage
discrimination.

The estimation of wage functions of men and women for the specific sample of
employees 1s the first step of the analysis. The wage functions are derived from the
equations 3 and 4. For the decomposition we use step by step three alterations of
Oaxaca-Blinder decomposition. To use the Neumark alteration we also had to estimate
the wage function of the entire sample (equation 11). The table 3 shows the coefficients
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of the estimated wage functions. Standard deviations of the parameters estimation are in
the brackets.

Table 3: Wage functions parameters

InW men women men and women
a constant 4.59449% %% 5.46709%%% 4.47365%**
(0.433626) (1.31311) (0.415194)
EDUCATION 2.35E-05 -0.113268 0.0009376
(0.0369359) (0.114710) (0.0350809)
EXPERIENCE -0.00337161 0.00530953 -0.0005246
(0.00376226) (0.00540961) (0.00338857)
YEARS IN FIRM 0.00912836 0.009950651 0.0088378
(0.00799846) (0.00745930) (0.00569243)
POSITION 2 0.150688%%* 0.257155%%% 0.0909778*
(0.0608484) (0.0885249) (0.0507088)
POSITION 3 0.0603585 0.4247971%%* 0.176604*
(0.133120) (0.125178) (0.0089646)
POSITION 4 0.663563%%% - 0.704027%%
(0.122801) (0.136801)
CHILDEREN -0.0894461 0.0451091 -0.0454179
(0.0679024) (0.0515334) (0.0444714)
MARIT. STAT(2) 0.236574* 0.0616352 0.149007
(0.128159) (0.115773) (0.0028859)
MARIT. STAT(3) 0.151771 -0.107462 0.076873
(0.131020) (0.165224) (0.112458)
R’ 0.673678 0.591528 0.481727
In(Wy)- ln(Wg) 0.202901332

Note: * 10% significance level. ** 5% significance level. **¥* 1% significance level.
Seurce: own calculations

While we estimated the wage functions. not all the variables came out as statistically
relevant — especially education, number of children and marital status were irrelevant.
The nrelevance of number of children and marital status i1s not so surprising (we did not
have the data of the children’s age). Most of the employees probably have already
children older than 10 years of age. so there is no need to take care of it m the case of
illness. Caring about these children 1s also not so time-consuming. Another factor of the
number of children irrelevance is the possibility that grand-parents could take care of
them in the case of illness ete. That is probably why the number of children does neither
influence the working performance of men and women. nor the level of wage.

The urelevance of marital status can be explained with the nature of the job. In the
company we analyzed. the work the most employees do is relatively well compatible
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with the 8 hours of working time. The job does mostly not influence the privacy of the
employees. This can explain why singles do not work harder than married employees
with children. We can then say that the marital status does not influence the level of
wage.

What 1s relatively surprising 1s the wrrelevance of the varable “education”, which can be
explained by stating that most of the employees reached the upper secondary level of
education. Just two employees have a university degree. But the level of wage among
employees with the same education quite differs. Thus these differences cannot be
explained by the level of education.

We omitted statistically irrelevant variables and we found out that the variables that
explain the wage difference are: “experience” and “working position”. The table 4
shows the coefficients of the estimated wage functions. Standard deviations of the
parameters estimation are in the brackets.

Table 4: Wage functions parameters

].IZL"ﬁ.Iir men WOICn men ﬂlld WO
a constant 4.61280%** 4,18804%%% 4.51311%%%

(0.0622380) (0.0937903) (0.0614251)
EXPERIENCE 0.000673520 0.00997808*#* 0.00240800

(0.00262979) (0.00307273) (0.0023242)
WORKING 0.178239 %%+ 0.1879427%# 0.106386%*
POSITION_Z (0.0585380) (0.0622063) (0.0494623)
WORKING 0.225533%* 0.357390%** 0.275793%#%
POSITION_3 (0.0949453) (0.0964850) (0.0819802)
WORKING 0.680764%%* - 0.736225%+%
POSITION 4 (0.114317) (0.133028)
R’ 0.598300 0.500607 0.428493
In(Wy)- In(Wy) 0.18131328

Note: * 10% significance level. ** 5% significance level. *** ] % significance level.

Source: own calculations

The wage functions of men and women show that women earn lower wage than men
regardless of their experience or working position. The constant of the men’s wage
function 1s higher than that of the women. On the other hand. the growth of experience
and the higher working position increases the women's wage more than the men’s wage.
We can also see that the gender pay gap reaches 0.181. Women 1in the analyzed sample
of employees carned 83.4 % of men’s gross hourly wage.

To find out if wage discrimination exists in the company, we disintegrated the existing
pay gap using the Oaxaca-Blinder decomposition (equation 5) in three different

approaches — Reimers’s (equation 8). Cotton’s (equation 9) and Neumark’s (equation
10).
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The table 5 shows results of the decomposition. Figure 1 shows the ratio of the

equipment effect and the discrimination effect of the gender pay gap.

Table 5: Decomposition of the gender pay gap

In( ﬁ’f ) =1n( E’m) Equilibrium wage Equipment effect Diw:;i'ltatmn

0.181 Reimers -0.030 0.211
Cotton -0.028 0.210
Neumark 0.011 0.170

Source: own calculations

Figure 1: Equipment and discrimination effect (in % of GPG)
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The equipment effect represents in the company —16.5 % to 6.2 % of existing GPG. The
different characteristics of men and women., in this case different experience and
working positions, explain —3 to 1.1 percent points of gender pay gap. We explain the
negative values of equipment effect in the case of Reimers’s and Cotton’s approach to
the decomposition by claiming that women have on average better characteristics than
men. so women should earn higher wage in comparison to men.

116.5 % to 93.8 % of the gender pay gap cannot be explained with different
characteristics of women and men. This part of GPG can be labeled as the
discrimination effect. With a bit of simplification we can say that due to discrimination.
women earned 17 % to 21.1 % lower wage than men.

As we mentioned above, the size of equipment effect and discrimination effect depends
on the approach used on the Oaxaca-Blinder decomposition. In the case of Reimers’s
and Cotton’s alteration we get similar sizes of both effects. Based on Reimers. the
equipment effect reaches — 16.5 % of GPG. discrimination effect 116.5 % of GPG.
Based on Cotton. the equipment effect reaches — 15.7 % of GPG, the discrimination
effect 115.7 % of GPG. Similar results of both alterations are not very surprising. It 1s
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due to very similar numbers of men and women in the analyzed sample of employees.
The equlibrium wages of both approaches (anthmetic average — Reimers. weighted
average — Cotton) do not differ too much.

Based on the Neumark's approach both effects differ — equipment effect is positive. We
can explain 6.2 % of existing wage gap with different characteristics of men and women.
From the point of view of this approach, men’s characteristics are better than women’s
mn average. There is a bigger weight of men’s better characteristics in comparison to the

Reimer’s and Cotton’s approach. The discrimination effect represents 93.8 % of GPG.

Let us look now how the existing GPG 1s explained by the different charactenistics of
women and men. and which of the characteristics plays the dominant role. The situation
shows figure 2.

Figure 2: Influence of men’s and women's characteristics on GPG (in % of GPG)

|
| POSITION

IXPERITNCE
-16 12 -8 -4 y 4 8
OMeumark dCottan BREzimers

Source: own calculations

Here we can see that the results depend on the used method of the decomposition as
well. The influence of different experience of men and women based on all of the
alterations 1s negative. around 1 % of GPG. Women should then due to bigger
experience eamm a 1 % higher wage than men. In this respect, working position 1s more
relevant. The mfluence of this variable 1s now more sigmficant depending on the used
approach. Based on Reimers and Cotton the impact of working position 1s negative, it
explams approx. 15 % of GPG. That means that if there 1s no diserimination. women
should due to working position eam a 15 % higher wage than men. Neumark shows
different results. It explains 6.9 % of GPG.

Conclusion

The goal of the paper 1s to analyze the size of the gender pay gap m a specific enterprise,
discover what factors explain the eventual gender pay gap. and find out if there exists a
wage discrimination of women or not.

The gender pay gap computed as the difference of logarithms of average gross wage of
men and women reaches 19 % in the analyzed company. Women earned there i 2009
m average 82.7 % of men’s gross hourly wage.

68



Having used the Oaxaca-Blinder decomposition. we can conclude that the existing wage
difference cannot be fully explained with the different characteristics of men and
women. It 1s very likely that wage discrimination of women does exist in the company.
The estimated discrinunation rate differs according to the used approach to the Oaxaca-
Blinder decomposition. The relevant factors which could explain the pay gap are:
experience and working position. These factors nevertheless explamn only — 16.5 % to
6.2 % of GPG. The rest of the GPG can be (with a certain level of simplification)
labelled as the effect of discrimination (93.8 % to 116.5 % of GPG).
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wage difference between men and women., and to find out if there exists a wage
discrimination of women or not. In order to estimate the discrimination, part of the GPG
was used with the Oaxaca-Blinder decomposition. The authors conclude that wage
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explain only — 16.5 % to 6.2 % of GPG. The rest of the GPG can be labelled (with a bit
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Abstract

HEDIJA, V., MUSIL, P.: Gender wage differences in the selected Czech public sector company. Acta univ. agric.
et silvic. Mendel. Brun., 2012, LX, No. 7, pp. 81-88

The issue of wage disparity between men and women belongs to the current and widely discussed
topics. The attention given to this subject also reflects 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.
Anumber of studies are devoted to the gender wage disparities and the root cause of wage differences
in the Czech Republic, however, only few of these deal with the gender wage differentials in the public
sector. Itis 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 finding the
main causes for the existence of wage differences between men and women and determining whether
the company inclines to wage discrimination against women. The Oaxaca-Blinder decomposition is
used to define, which part of the gender pay gap can be attributed to the different 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 differences, public sector, gender pay gap, Oaxaca-Blinder decomposition, endowment

effect, remuneration effect

The issue of equality between men and women is
an areathar, besides other disciplines, also deals with
the economy. The current and frequently discussed
topics include the question of wage differentials and
wage discrimination against women on the labour
market. The existence of wage differences between
men and women is confirmed by empirical darta.

According to the Czech Statistical Office dara,
the gender pay gap reached 249 percent in the
Czech Republic in 2010. The gender pay gap varied
in the different 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 Srtatistical Office, 2012). Where do the
causes of existing differences 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 legitimare.

Differences 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 different characteristics of men
and women. Traditionally, wage differences are
explained by differences in age, education and
experience, which directly affect 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 significant factor, which can explain a large part
of the existing wage differences. This means that
a significant 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), Mysikovd (2007), Jurajda and
Paligorova (2009), Hedija and Musil (2012) ete.
However, only a few of these studies deal with the
gender wage differentials in the public sector. Pailhé
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(2000) examines the gender wage differences in the
V4 countries during the first years of transition.
In the Czech Republic, the main factors that set
light to wage differences were qualification 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, Gortwald and Mrizek
(2000) analysed the effect of diserimination of the
gender pay gap among managerial employees in
the public and private sector. The wage gap due
1o discrimination was 10.8 percent. Jurajda (2003)
analysed the wage differences 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 differences in
the Czech public sector were segregation and the
different 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
different. Here, almost two thirds of the gender wage
differences stayed unexplained and potentally
discrimination against women is larger when
compared to the public sector.

The paper investigates wage differences 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 different
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 diserimination
against womern.

The first section of the paper discusses briefly the
possible causes of the existence of wage differences
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 identified in the
chosen company and discussed.

METHOD

A frequently used method to decompose wage
differences is the Oaxaca-Blinder decomposition.
This method allows us to divide the gender pay gap
into the part which can be explained by different
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:

(7, )~1n(7;) =(X, - X, ) 6" +( B = £') X, (6"~ ;) X,
(1)

where W, is the hourly wage rate of men, W, is
the hourly wage rate of women, X isa vector of
average characteristics of men, X "is a vector of
average characteristics of women, ﬁm, B, are the
vectors of the wage funcrions coefficients, p* is the
vector of wage functions coefficients in the absence
of discrimination (equilibrium wage).

The term In(,)-In(/7,) expresses the raw
gender pay gap, which is defined as the difference
in logarithmic mean wages of men and women.
The phrase [X —-X,)B" represents the part of
the gender pay gap, w which is explained by different
characteristics of men and women. This part of
pay differences is known as the endowment effect.

The phrase (;3 - )X +(ﬂ ,B )X is the
unexplained part of the gender pay gap. This is
known as the remuneration effect or the effect 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 defined as follows:

(7)), = B, (X,), +(1,),

In(7,),

where (W), is the hourly wage rate of the i-th man,
(X7), is a vector of chosen characteristics of the i-th
man, (X ) is the hourly wage rate of the i-th woman,
(X')is a vector of chosen characteristics of the i-th
woman, B . B, are vectors of coefficients of wage
functions %rmen and women and #,is a disturbance
Term.

The final step in the application of the Oaxaca-
Blinder decomposition is the choice of the
equilibrium wage (7). In professional studies,
working with the Oaxaca-Blinder decomposition we
can find 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 coefficients of wage functions
for men and women (p*= (B_+ B)/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
avector of coefficients of the wage function for both
men and women (Hedija, Musil, 2010).

:ﬁf(}(:’)f N
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In this paper, the gender pay gap is estimated for
the health sector firm, specifically 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
characteristies include T{le traditional factors that
can justify the existing wage differences between
individuals in one company and thart are observable
and relatively easily quantifiable. 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 briefly described.
Ageisthe 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 reflects 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

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

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:

In(77, )_hl(ﬁ_ff} =(X, ~X,)A, +(ﬁm _ﬁf)}?f'
(4)
The  term (f o -X P ) ,i;m represents  the

endowment effect. This shows the pay gap
provided there is no discrimination. The phrase

( By = ﬂf)f ¢ Is the remuneration effect. This
indicates the wage differences in the case that
women and men have the same characteristics.

DATA

As we stated above, the wage differences between
men and women and the extent of the endowment
and remuneration effects are estimated in the
chosen public sector company. This is an unnamed
hospital in the Czech Republic, which was willing
10 provide the necessary data. Data was provided

Characteristic men women Characteristic men women
Age (year) 43.066 41.797 Department_¢ 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_l6& 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 0331 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) 28343 68.604 Department_25 0.032 0.049
Years_in_company 8321 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 left 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 raton 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
funcrions.

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 difference 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 coefficients of male and female wage
functions are estimated from the collected dara.
The equations (1) and (2) are used. The results are
presented in Tab. 1.

Not all the independent variables listed in the
section “Method” were statistically significant.
Statistically insignificant 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 differences between men and
women. The variable department also played only
aminor role.

We estimated two wage functions. In the first 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 wvariable department
explained only a very small part of the wage
differences, especially in the male wage function.
In this function only 3 departments proved to be
statistically significant 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. IIT presents the estimation of the results of
the gender pay gap in the company. The row pay gap,
calculated as the difference in logarithm of the male
and female wage, was 18.81 percent.

The extent of the endowment and remuneration
effect differed depending on the wage functions.

If we used wage function 1, the endowment effect
represented 86.2 percent and the remuneration
effect 13.8 percent of the gender pay gap. In the case
of wage function 2, the endowment effect was 76.9
percent and the remuneration effect 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 first case and 23.1 percent in the second case.
This part of GPG could be caused by factors that
had not been identified or it could be a result of the
discrimination against women.

The main causes of wage differences between
men and women in the analysed company were the
number of overtime hours, the level of education
an]d the job. Other factors played a less significant
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
differences 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 differences between men and
women, specifically 0.04 percent of GPG.

As we concluded above, the main factors
explaining the gender wage differences 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 different jobs played a weaker role and
explained abour 20 percent of GPG. In the case of
the influence of the different job and educarion,
the conclusions are in accordance to the findings of
Jurajda(2003). Jurajda (2003) stated that the different
levels of education and segregation can explain
about o 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) findings. It can be explained by a more
detailed dataset and a lot of factors included in the
wage function.
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IT: Wage functions

Wage function | Wage function 2
B B B By
Constant 3.36761%+ 334412+ 3.42501%% 3.30433+++
a (0.147065) (0.0621611) 0.146303) (0.0595017)
A 0.0269311%+ 00283353 %% 0.0244917+++ 0.0296749%++
ge 0.00624840) (0.00243301) {0.00618191) (0.00230413)
Age! ~0.0002192++* ~0.0002591%** —0.0001859%%* -0.0002664++*
(6.71758¢-05) (2.80856€-05) (6.68052¢-05) (2.657146-05)
Education 00274648+ 00254388+ 0.0252154%++ 00244415+
(0.00583066) (0.00229542) (0.00580408) (0.00222493)
Job.2 0.150358++* 02103635+ 0.147215%* 0.216896++
g (0.0485540) (0.0442815) (0.0472673) (0.0416553)
b3 0.527375%+* 0246780+ 0.546800 0.181763%+
Job_ (0.113749) (0.0337600) (0.110905) (0.0323176)
Job_4 0.270037+ 02326464+ 0267451+ 0.250712++
ob_ {0.142101) (0.0270727) (0.138162) (0.0255374)
Job.s 0.564167++* 0.435267%+ 0542067+ 0.400790%++
- (0.0580163] (0.0260405) (0.0572551) (0.0245987)
Job6 1.16163%+ 0.060490+++ 1.06528++ 0.076320++
O (0.118242) (0.0571060) 0.116478) (0.0538391)
Job.7 0.180118++* 0100854+ 0.191247% 0.105166%+
- (0.0485548) (0.0222081) (0.0481451) (0.0210562)
. 0.377042++* 0.420957%++ 03885867+ 0.466126++*
Job_ {0.116309) (0.0318887) (0.117463) (0.0311752)
Job.0 0.438640+++ 0516358+ 0.481525%+ 0.538107++
- (0.0571338) (0.0221562) (0.0588328) (0.0209837)
Job_10 05346264+ 0.598650%+ 0584654+ 0.631570++
e {0.0660364) 10.0273304) (0.0654519) (0.0260852)
Job.11 0.736565%+* 0.601610%+ 0770363 0.730412%+
- (0.0646778) (0.0308801) [0.0648818) (0.0204792)
Overt 0.0003412+++ 0.0002083 4+ 0.0003030+++ 0.0002857+++
vertime (4.04876e-05) {2.82522¢-05) {4.20593¢-05) (2.82152¢-03)
Disease —7.549206-05 5.87326-05%* _9.97200-05 5.9534e-05%*
(8.413816-05) [1.76189¢-05) (8.24193¢-05) [1.65909¢-05)
ears 1n compan 0.0170030+++ 0.0135010%%* 0.0200067+++ 00147884+
LY (0.00467712) (0.00136924) (0.00464286) (0.00120585)
Vears in combany: —0.0005656%+* _0.0002241%+* —0.0006810%%* ~0.0002747+++
-An ) (0.000107214) 4.030836-05) (0.000195100) (4.66755¢-03)
pany 000197214 0 0.00019510 755e-03
0.154603 ~0.0746846++
Department_2 - - (0.163985) 0.0221945)
—0.000975986 0.0060121+++
Department 3 - - [0.0790242) (0.0184361)
05322823 0.514017++
Department_10 - - 0.100697) (0.0447169)
-0.0228446 -0.100386%+
Department_14 i - (0.105961) (0.0261108)
-0.295560* ~0.227617%+
BT - - (0.165142) (0.0733347)
-0.0909288 ~0.0657414%+
Department_17 i - (0.0798116) (0.0179701)
~0.0360049 _0.0857306+++
e - - (0.0494788) 0.0237912)
0.00533016 -0.0830687+++
Department 23 - - (0.135403) (0.0238353)
-0.0401052 -0.0422495*
LA - - (0.0784433) 0.0232913)
0.0860204 ~0.113703++
Department_30 - - (0.0565174) (0.0277507)
0.136547++* -0.0644062++*
Department_31 - - (0.0461417) (00140361
00281058 —0.135716%*
Department_33 i - 0.169588) (0.0549038)
R? 0.765404 0.750621 0.783017 0.780831
n 590 2014 500 2014

Standard error in parentheses, ***significant at the 1% level, **significant at the 5% level, *significant at the 10% level.
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II: Oaxaca-Blinder decomposition

Wage function 1

Wage function 2

Absolute ['N]} E]i-a(t;i;f;]. Absolute ( %R i&ag]‘;((a;]

InW_ - InW, 0.1881 0.1881 -
Endowment effect 0.1621 86.2 0.1447 T6.9
e Age 0,0045 0.0237 0,0059 0.0312
o Education 0.0554 0.2946 0.0509 0.2705
e 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 effect 0.0260 13.8 0.0434 231

But we cannot say that more detailed dara and
more focus on only one company lead to the
explanation of the gender wage differences. Hedija
and Musil (2012) examined the existence of wage
discrimination against women in a chosen firm of
the private sector and concluded that the no part
of the gender pay gap in this company could be
explained by the different characteristics of men
and women. Conversely, women had in average
better characteristics than men, as is proven by
the negative endowment effect. 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
1o reach objective conclusions.

CONCLUSION

This paper researched the gender pay gap in
the chosen public sector company, specifically
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 difference in the Czech health-care sector.
Statistically significant factors that explained wage

differences 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 differences
between men and women. Not all departuments
were statistically significant 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 different
characteristics of men and women. Different
overtime hours, education level and job were the
most important factors of justified gender wage
differences. In our hospirtal, 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 identified, for
example the talent of workers or it could be result
of discriminatrion 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.

SUMMARY

The paper investigates the wage differences 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 different
characteristies of men and women, and the part that cannot be explained and will be marked as the
effect of discrimination. Micro-darta 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 different
characteristics of men and women. Differences in the number of overtime hours, the education
level and the job descriptions were the most important factors of justified gender wage differences.
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 hospirtal, there was either no or
anegligible wage discrimination against women.
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4 Jsou Zeny skutecné mzdové diskrimonovany na trhu prace?
Analyza zohlednujici délbu prace vdomacnosti
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Abstract

HEDIJA VERONIKA. 2014. Do Women Really Face Wage Discrimination on the Labour Market? An
Analysis Using Intra-houschold Specialization. Acta Universitatis Agriculturae et Silviculturae Mendelianae
Brunensis, 62(6): 1279-1286.

This study aims to estimate the gender pay gap, cleansed at least partially of the effect of intra-
household specialization on productivity. The estimate is based on EU-SILC data for 19 member
countries of the European Union. We use an estimate of the average treatment effect on the treated,
supplemented by amatching procedure to estimate the unexplained partof the gender pay gap and use
a subsample of employees earning more than their partners, thus minimizing the impact of child-
and family-care on the gender pay gap. We conclude that the unexplained gender pay gap amounts
approximately 10 percent working to the disadvantage of women. If we assume that the dominant
role in family- and child-care is taken up by the partner earnings a lower wage, then this difference
could neither be explained by differences in the observed personal and company characteristics nor
by the dominant role of women in care for the household and children and could actually be due
to wage discrimination against women.

Keywords: average treatment effect on the treated, matching, gender pay gap, wage differences, labour
market

INTRODUCTION

In our society women predominantly take care
of the household, family and children. The reason
is in part due to tradition and in part due to the fact
that women earn in many cases less than men
and therefore men take on the role of breadwinners.
Due to the responsibilities of women in the care for
the household and for the children, it is reasonable
to assume that women cannot devote as much
time and effort to their jobs as men, which can be
a legitimate reason for their lower wages. Do women
face wage diserimination or are the existing gender
wage differences only a reflection of the dominant

position of women in the household and childeare?
These questions are addressed in this paper.

A number of studies is devoted to the issue
of wage inequality between men and women. Well
known are the articles of Oaxaca (1973) and Blinder
(1973). These authors focus on wage differences
in the USA and decompose the existing wage
differences into two parts: effects of the differences
in the individual characteristics and effects of
discrimination.! To explain the existing gender
pay gap they use a wide range of personal
and company characteristics. Despite this, more
than one half of the wage gap stays unexplained.
An estimate of the unexplained part of the gender

1 Currently, these effects are maostly referred to as the endowment and remuneration eifect or the explained

and unexplained part of the gender pay gap
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pay gap for European countries is presented
in the studies of Beblo et al. (2003) and Christofides,
Polycarpou and Vrachimis (2013). Differences
in the characteristics of men and women explain
only a small part of the gender pay gap in EU
countries, if any. To clarify the causes of gender wage
differences these and other studies work with a large
number of explanatory variables, which are available
and which could be the cause for the existing wage
gap between men and women. These are mostly
age, work experience, education, company size,
occupation, industry of employment, managerial
position, contract (permanent or temporary),
region and sometimes marital status and number
of children. The unexplained part of the gender pay
gap could largely reflect the dominantrole of women
in caring for the houschold, family and children
and loss of human capital during maternity leave.
Unfortunately, official data reflecting the absence
of women at work due to maternity leave and caring
for children, and their different productivity
in comparison to men are not available. It is difficult
to quantify the effect of this on the gender wage
differences but despite these difficulties, this area
does not remain unnoticed.

A number of empirical studies is devoted to
theissue of the impact of motherhood on the female
wage. These studies estimate the wage difference
between working mothers and women with no
children, this often being known as the family
or motherhood wage gap. They mostly estimate
the Mincer type of wage function for women, using
children as an explanatory variable and conclude
that working mothers earn less than women with
no children (Felfe, 2012). Caring for the family
and children may not only be the cause of a lower
wage for women with children, it may also influence
the earnings of men with children. The studies
show that the family penalty for women ranges
from 10 to 15 percent. On the other hand, marriage
and a family increase the wage of men by 10-15
percent. (Waldfogel, 1998) Betrand, Godin and Katz
(2010) confirm these results. They assess the gender
pay gap for highly-educated workers in the U.S.
corporate and financial sector. They conclude that
the wages of men with children increase in contrast
to a decline in the wages of women with children.
They add that the wage differences between men
and women depend on the level of earnings of the
spouse of the women. Motherhood has a lower
impact on the earnings of women with lower-
earning spouses.

An original method of estimation of the gender
wage differences is used by Montag (2014), where
the effect of the difference in the individual levels

of unobserved characteristics of men and women is
taken into account. He estimates the unexplained
gender pay gap using a subsample of same-sex
couples, assuming that the intra-household division
of labour and its effects on market productivity
cannot be sex-determined in this subpopulation.
He concludes that the gender pay gap among
gays and lesbians is much smaller than among
the heterosexual population. According to these
findings, intra-household division seems to be an
important factor driving wage differences between
men and women on labour market.

This study aims to estimate the gender pay gap,
cleansed at least partially of the effect of intra-
houschold specialization on productivity. To
achieve this, we use a subsample of employees
earning more than their partners.

We assume that the larger part of care
for the household and children is taken up by
the partner earning less. In cases, where the woman
is earning more than the man, either the man
assumes the role of the parent taking a larger share
in the care for the children and household, or these
tamilies utilize the facilities of a day-care centre
or nanny for the children and household (see
Bertrand, Goldin and Katz (2010)). Women having
a higher income than their partner can therefore
be fully involved in work. This approach enables
us to detect the unexplained part of the gender pay
gap, which is at least partially adjusted for the care
of the household and children. To estimate
the unexplained part of the gender pay gap, we
use an estimate of the average treatment effect
on the treated (ATT), supplemented by matching.

The first section of the paper describes the data
upon which the paper is based and the methods
used. To estimate the unexplained part of the gender
pay gap we calculate the average treatment effect
on the treated. In order to improve the quality
of the estimate the matching procedure is used,
specifically coarsened exact matching. The estimate
is based on data for 19 member countries of
the European Union from EU-SILC 2011. The
second part of the paper reports the obtained results
and compares these with the findings of selected
studies dealing with the same issue. The final section
summarizes the obtained findings.

DATA

We use data from European Union Statistics
on Income and Living Conditions (EU-SILC).
EU-SILC contains multidimensional micro-data
on income, poverty, social exclusion and living
conditions.” We use cross-sectional data for 2010,
which ecan be found in EU-SILC 2011 and covers

2 EU-SILC provides two types of data: cross-sectional and longitudinal. The former includes data to the given time
or a certain time period, the second contains individual-level changes over time. The reference populations in EU-
SILC are all private households and their current members residing in the territory of the countries at the time of data
collection. The personal data comes from household members aged sixteen and plus.
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data from 30 European countries’ Our study
is based on EU-SILC data for 19 member states
of the European Union (Austria, Belgium, Cyprus,
Czech Republic, Germany, Estonia, Greece, Spain,
Croatia, Italy, Luxembourg, Latvia, Netherlands,
Poland, Portugal, Romania, Slovenia, Slovakia,
United Kingdom), which contains all the required
information. EU-SILC data does not contain
information on hourly wages. It was therefore
necessary to narrow down the sample to be able
calculate the hourly wage using the available data.
We narrowed down the reference population
sample to persons who: were employees during
the reference period, worked all twelve months
in a full-time job, had no other jobs and earned
an income. We excluded the self-employed, as we
are interested in wages and the potential different
evaluation of male and female employees by
the employer.

We use data based on the selected personal
and company characteristics of the employee:
education level (highest attained education level
according to ISCED-97), sickness (temporary
inability to work due to sickness during the income
reference year), partmership (having a partner living
in the same household), dependent children (having
at least one economic inactive child under 24 years),
occupation (according to the classification ISCO-
88), sector (economic activity using the classification
NACE Rev.2), company size (number of persons
working at the local unit), contract (having a work
contract of limited duration), managerial position
(having a formal responsibility supervising a group
of other employees), work experience (number
of years spent in paid work], gross hourly wage
and gross hourly wage of the partmer. The gross
hourly wage is calculated as the employee’s
cash and non-cash incomes per year divided by
the number of hours usually worked per year
(including overtime).

A brief overview of the data set and the individual
subsamples is presented in Tab. L. Tab. I firstly shows
the average of selected observed characteristics
of men and women using the whole sample.
We then went on to choose a subsample of men
and women, who earn more than their partners.
The average characteristics of men and women
in the defined subsample are shown in the fourth
and fifth columns of Tab. L.

When looking at the whole sample we can see
that the gender pay gap calculated as the difference
in the logarithm of the gross hourly wage amounts
to 035 (35 percent). When we reduce the sample,
choosing only the subsample of individuals who
earn more than their parmers, the wage differences
between men and women significantly decrease.

In such a subsample gender wage differences are
negligible. The gender pay gap is approximately 0.03
(3 percent). This data indicates that the dominantrole
of women in caring for the household and children
could play an important role in the explanation
of the gender wage differences. On the other hand,
the decrease in gender pay differences could be
to some extent caused by the better characteristics
of women compared to men in the subsample.
The representation of men and women
in the age categories, occupations and sectors
is very similar in both samples. It is important
to note that in eomparison to the whole sample,
in the subsample of employees earning more than
their partner a larger proportion of women attained
tertiary education, worked in larger companies
and attained managerial positions. In order to take
this into account, we estimate the part of the wage
gap that cannot be explained by different
characteristics of men and women in our subsample
using an estimate of the average treatment effect
on the treated.

METHODS

To estimate the unexplained part of the gender
pay gap we use an estimate of the average treatment
eftect on the treated. ‘The average treatment effect
on the treated is the mean effect for those who actually
participated in the programme. (Wooldridge, 2002,
p. 605) In our case, the ATT will be the mean
effect for women in the form of a lower wage
resulting from being a woman. We use this formula
for the calculation of the average treatment effect
on the treated

ATT=E{y(1)- 4(0)| T,= 1), 1)

Where T is the binary treatment indicator, T = 1
denotes treatment and T = 0 otherwise, y(1) is
the potential outcome with treatment and y(0) is
the potential outcome without treatment. In our
case, to be treated means to be a woman. We can
rewrite the ATT as

ATT=E{y(1)|T,=1) - Ely(0)| T,= 1. (2)

Where ATT represents the gender pay gap, which
cannot be explained by the different characteristics
of men and women. The term is the sample average
of the logarithm of the gross wage of women
and the term is the sample average of the logarithm
of the gross wage of women, should they be men.
From our sample we know the first term on the right-
side of equation 5, which is the sample average
of the logarithm of the gross hourly wage of women.
The second term, the average of the logarithm

3 Austria, Belgium, Bulgaria, Switzerland, Cyprus, Czech Republic, Germany, Denmark, Estonia, Greece, Spain,
Finland, France, Croatia, Hungary, Iceland, Italy, Luxembourg, Lithuania, Latvia, Malta, Netherlands, Norway, Poland,
Portugal, Romania, Sweden, Slovenia, Slovakia, United Kingdom.
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I: Average of characteristics of men and women (in percent unless otherwise stated)

Whole sample Earning more than partner

men WOMen men women
Log gross hourly wage 232 1.97 2.24 2.21
Age 44.58 43.23 43.39 42.10
Education (ISCED-97)
Pre-primary education 0.10 0.04 0.06 0.03
Primary 1.60 3.96 4.94 2.90
Lower secondary 11.72 8.45 9.20 6.29
Upper secondary 50.65 47.01 51.98 40.93
Post-secondary non tertiary 3.90 4.45 3.30 4.81
Tertiary education 28.23 36.09 30.97 45.03
Sickness 14.55 15.08 1236 13.58
Partnership (having partner) 95.54 95.18 93.69 95.51
Children (having dependent children) 77.08 72.17 75.582 72.15
Occupation (ISCO-88)
Legislators, senior officers and managers 8.61 4.88 9.28 6.65
Professionals 14.90 21.59 15.78 28.8
Tech. and associate professionals 15.97 21.20 17.18 23.75
Clerks 7.48 17.48 6.62 16.19
Service and sales workers 7.21 16.60 6.95 1137
Skilled agricultural and fishery workers 1.50 0.58 0.85 0.50
Craft and related trades workers 21.76 422 21.24 3.35
Plant and machine operators and assemblers 16.64 4.71 16.25 3.69
Elementary occupations 5.96 9.16 4.27 0.20
Armed forces 1.25 0.12 1.57 0.16
Sector (NACE Rev. 2)
Agriculture, forestry and fishing (A) 2.50 1.42 2.38 129
Mining, manufactu ring, ...(B-E) 29.26 16.68 30.52 14.87
Construction (F) 11.68 1.70 10.88 197
Wholesale and retail trade... (G) 10.49 13.74 9.76 10.85
Transportation and storage (H) 9.21 323 9.53 339
Accommodation and food service ...(T) 1.96 3.86 1.92 2.80
Information and communication (]) 3.23 1.70 3.21 2.10
Financial and insurance activities (K) 3.69 4.55 4.9 6.41
Real estate activities, professional... (L-N) 6.2 6.76 5.35 6.40
Public admin. and defence, ...(O) 1147 116 12.10 12.25
Education (P) 4.74 17.19 4.97 193
Human health and social activities (Q) 3.40 14.44 3.17 15.64
Art, entertainment, recreation ...(R-U) 2.34 3.68 2.11 i1
Company size
0-10 employees 17.74 21.87 15.94 17.16
11-19 employees 12.40 13.30 12.39 12.84
20-49 employees 15.87 18.5 16.00 17.78
50+ employees 49.27 42.87 50.59 48.69
Unknown but less than 11 1.22 1.00 1.20 0.80
Unknown but more than 10 3.50 2.91 3.88 2.72
Contract {temporary) 5.60 6.60 4.94 6.18
Managerial position 32.67 20.29 33.20 24.42
Work experience (years) 24.08 20.94 22.73 20.05
N 35371 23586 13006 6733

Source: Eurostat EU-SILC microdata 2011, rev. 1, August 2013

81



of a woman’s gross hourly wage if she were
a man, needs to be somehow estimated. There are
more ways to estimate this. For more details see
Wooldridge (2002) and Ho et al. (2007). We estimate
this using the regression model.

First, we estimate the coefficients of the wage
function of men
(y|T,=0)=p,.X,+u, i=1,...,n,, (3)

Where, is the logarithm of the male gross hourly
wage, is the vector of the coefficients of the wage
function, X is the vector of the chosen observed
characteristics of men and u is a disturbance term.
As explanatory variables we use country, education
level, work experience, sickness, partnership,
dependent children, oceupation, sector, company
size, contract and managerial position.

We then wuse the estimated coefficients
of the male wage function to calculate the average
of the logarithm of the gross hourly wage of women,
should they be men
E(O)T,=1)=EBX), i=1,..,n, (4)

Where is the mean of the predicted wages
(the logarithm of the gross hourly wage) of every
woman in the sample. Finally we estimate
the average treatment effect on the treated as
the difference between the average of the logarithm
of the gross hourly wage of women and the average
of the predicted values of the wages calculated
from the male wage function

ATT=Ely1)IT,=1)- E(p,X|T,= 1) (5)

The calculated unexplained part of the gender
pay gap could not perfectly reflect the level
of wage discrimination against women. This is due
to the fact that the estimate of the unexplained
gender pay gap is based only on the observed
characteristics of women and men, which are
available. One of the reasons for the lower wage
of the individual could be due to the responsibilities

in the care for the houschold and children. It
is reasonable to assume that working women
or men, caring for a household and children,
cannot devote as much time and effort to their job
as individuals without or with a smaller portion
of these obligations. This may be a legitimate reason
for their lower earnings. We assume that the partner
who earns less takes on a larger responsibility
for the household and child-care. We estimate
the ATT using the subsample of individuals, who
earn more than their partners. This enables us
to detect the unexplained part of the gender pay
gap, which is at least partially adjusted for the care
for the household and children. To be able to make
a comparison, we also estimate the ATT for the
entire sample of men and women.

To reduce potential bias resulting from the
samples of men and women being too different,
we use in this case matching as a preprocessing
procedure as proposed by Ho et al. (2007). Many
matching procedures exist. We use coarsened
exact matching (CEM), which performs exact
matching on coarsened data. It coarsens variables
into groups and goes on to exclude untreated units,
whose coarsened characteristics do not match with
any treated units and vice versa. Finally, it returns
uncoarsened data from observations that were
matched. (Blackwell et al., 2009) The matching
procedure, in our case coarsened exact matching,
enables us to create subsamples of men and women,
these being as homogeneous as possible.

We calculate the ATT after the matching
procedure is complete, using the original samples
and subsamples.

RESULTS AND DISCUSSION

We calculate the ATT using the subsample
of individuals earning more than their partners
and for the purpose of comparison we also estimate
this for the whole sample of men and women.
The results are shown in Tab. I1.

IT: Unexplained gender pay gap: Estimate of the average treatment effect on the treated

withoutmatching €O R g T
Whole sample
Average treatment effect on the treated  -0.1777%%*(0.0042) -0.1517***(0.0076) -0.1504** (0.0054)
N 59257 10310 21516
Men 35371 5363 11675
Women 23886 4947 10141
Employees earning more than their partners
Average treatment effect on the treated =0.1128%%*{0.0068) =0.1017*** [(0.0164) -0.0913*=*(0.0108)
N 19759 1964 4641
Men 13006 1071 2598
Women 6753 893 2043

Note: ***significant at the 1 per cent level, **significant at the 5 per cent level, *significant at the 10 per cent level, robust

standard errors in brackets
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Firstly, we estimate the wage function for men
using equation 3. As explanatory variables we use
country of residence, education, work experience,
sickness, partnership, dependent children,
occupation, sector, company size, contract
and managerial position. We then go on to estimate
the ATT from equation 5 as the difference between
the average female wage and the female wage should
women be men. The results are shown in the second
column of Tab. T1.

The unexplained part of the gender pay gap
calculated for the whole sample of men and women
amounts to -0.18. Women earn 18 percent less
than men and this wage difference cannot be
explained by differences in the observed personal
and company characteristics (country of residence,
education, work experience, sickness, partnership,
dependent children, occupation, sector,
company size, contract and managerial position).
The legitimate reason for a lower female wage can be
attributed to the dominant role of women in caring
for the household and family To minimize this
effect we calculated the ATT for the subsample of
men and women earning more than their partners.
The unexplained gender pay gap amounts to -0.11.
This implies that women from this group earn
approximately 11 percent less than men.

To reduce potential bias resulting from the
samples of men and women being too different, we
use coarsened exact matching as a preprocessing
procedure to be able to work with a more
homogenous sample of men and women. We first
match men and women in the sample using a wide
range of observed characteristics, which could
affect the wage: age, work experience, country,
education, sickness, parmership (only for the whole
sample), dependent children, occupation (1digit),
sector, contract, company size and managerial
position.* This coarsened exact matching procedure
is referred to as Coarsened exact matching. Due
to the fact that strict matching by use of a wide range
of observed characteristics causes a big reduction
of the samples we also match the samples using only
key personal and company observed characteristics:
age, work experience, country, education,
occupation (1digit) and sector.’ This coarsened exact
matching procedure is referred to as Coarsened
exact matching 1. We apply this procedure on both
samples (the whole sample and the subsample
of employees earning more than their partners).

Matching caused the unexplained gender pay
gap to decrease. The unexplained gender pay gap
caleulated for the subsample of men and women

earning more than their partners decreased by
1-2 percentage points. The women in this group
earn approximately 10 percent less than the men.
A similar decrease in the ATT is achieved when
the whole sample of men and women is used.
The ATT, which indicates the unexplained gender
pay gap, amounts to -0.15 percent.

A number of studies deals with the issue of the
unexplained part of the gender pay gap in countries
of the European Union. Christofides, Polycarpou
and Vrachimis (2013) apply the Oaxaca-Ransom
decomposition and estimate the unexplained
gender pay gap for 24 of the member countries
of the European Union. They use EU-SILC 2007 data
and identify an unexplained gender pay gap of 033,
where the advantages for males amount to 0.15
and the disadvantages for females to 0.18. Beblo et al.
(2003) use The European Community Household
Panel 1998 data and apply several methods
to decompose the gender pay gap. Using the Oaxaca-
Blinder decomposition they find an unexplained
gender pay gap of 0.16. Compared to these studies,
we identify a significantly smaller unexplained
gender pay gap, especially after the adjustment
for family and child-care. The ditferences
in the estimate are due to the use of alternative
methods, the used data, the number of explanatory
variables including the wage function and mainly
due to the consideration of family and child-care.

We find that family and child-care play an
important role in the explanation of the wage
differences between men and women but despite
this the part of gender pay gap, which amounts
to approximately 0.1, stays unexplained. The cause
for the unexplained gender wage differences could
be loss of human capital during maternity leave, an
unobservable difference in productivity or work
effort of men and woman or the differences could
be a reflection of the wage discrimination against
women (see for example Felfe, 2012 and Hedija,
2014).

CONCLUSION

The raw gender pay gap, calculated as
the difference in the logarithm of the female
average hourly wage and the male average
hourly wage and counted for the whole sample
of employees, amounts to 035 and, calculated
for the subsample of individuals earning more
than their parmers, to 0.03. This implies that on
average women earn approximately 35 per cent
less than men, and women, who earn more than

4 The variable ‘age’ is coarsened into nine conventional groups (< 20, 20-24, 25-29, 30-34, 35-39, 40-44, 45-50,
50~54, 55-60 and 60+) and the variable ‘company size’ into two groups (less than 11 employees and more than 10
employees). To coarsen ‘work experience’ we apply Sturgen’s rule. The variables: country, education, occupation,
sector, partnership, dependent children, contract, managerial position, and sickness are matched exactly.

W1

The variable ‘age’ is coarsened into nine conventional groups (< 20, 20-24, 25-29, 30-34, 35-39, 40-44, 45-50, 50-534,

35-60 and 60+). To coarsen ‘work experience’ we apply Sturgen’s rule. The variables: country, education, occupation

and sector are matched exactly.
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their partners, earn only approximately 3 percent
less than men. Part of the wage differences can be
explained by the differences in the characteristics
of men and women in the sample. To take this into
account we calculate the average treatment effect
on the treated, which indicates the unexplained
part of gender pay gap. To get a more homogenous
sample of men and women we use coarsened exact
matching as a preprocessing procedure.

These calculations show that the ATT counted
for the subsample of employees earning more than
their partners is significantly lower than the ATT
calculated for the whole sample of men and women.
The ATT calculated for the subsample of employees
earning more than their partners ranges from -0.09
to-0.11, depending onthe applied method. The ATT
counted for the whole sample of men and women is

higher by approximately 6 percentage points. There
can be more reasons for this. Firstly, this could be
due to the effect of children and family-care, where
the key role in family-care is taken up by the partmer
who earns less. Secondly, the women who earn
more than their partners could act more like men
or can be on average more capable and productive
when compared to other women independent
of family-care. Whatever the reason may be, 10
percent of the wage gap between men and women
remains unexplained. Under the assumption
that the dominant role in family-care is taken up
by the partner carning less and the knowledge
and abilities of women and men in our subsample
are on average equal, then we can safely say that this
pay gap can be attributed to wage discrimination
against women on the labour market.

SUMMARY

This paper addresses the issue of wage differences between men and women. It aims to estimate
the gender pay gap cleansed at least partially of the effect of intra-household specialization
on productivity. We use data from EU-SILC 2011 and assume that the larger part of household
and child-care is taken up by the partmer earning less. To minimize the impact of the household
and children on the wage dil':?;rfnces, we estimate the unexplained part of the gender pay gap using
asubsampleof employees, who earn more than their partners. We calculate theaverage treatment effect
on the treated to estimate the part of the gender pay gap, which could not be explained by different
observed characteristics of men and women in this subsample. To minimize potential bias resulting
from a greater difference in the composition of the group of men and women, we use matching as
the preprocessing procedure, specifically coarsened exact matching. We conclude that the average
treatment effect on the treated amounts to -0.1. Thisimplies thatin our subsample the earnings of men
are on average approximately 10 percent higher than those of women. This difference could not be
explained by differences in the observed personal and company characteristics, specifically country
of residence, education, work experience, sickness, dependent children, occupation, sector, company
size, contract and managerial position nor the dominant role of woman in the care for the household
and children. If we assume that the dominant role in family and child-care is taken up by the partner
earning less and the knowledge and abilities of women and men in our subsample are on average
atleast equal, then this pay gap can be attributed to wage diserimination against women on the labour
market.
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ABSTRACT ARTICLE HISTORY
The study aims to determine whether the unexplained gender wage Received 21 December 2016
gap varies in the different sectors of the economy and to identify ~ Accepted 16 August 2017
the possible causes of these differences. Firstly, we estimate average KEYWORDS
treatment effect on the individual sectors to identify the unexplained Discrimination; human
part of gender pay gap. To identify the possible causes of observed  ptal; gender; gender pay
variability in unexplained gender wage differences, we use a linear gap; labour market; wage
regression model. Using European Union Statistics on Income and differences

Living Conditions (EU-SILC) data for 24 European Union (EU) members,

we conclude that the unexplained gender pay gap in the individual ~ JEL CLASSIFICATIONS
sectors varies both within the individual EU countries and among the B3N 471; M5

countries. The most important factors in explaining the differences

in the gender pay gap among the individual sectors are ownership

and the proportion of women in the sector. On the other hand,

the proportion of female managers and the proportion of small

companies are not statistically significant factors for the explanation

of the variation in the sector-specific gender pay gaps. To the best

of my knowledge, this study is the first to present fully comparable

estimates of the unexplained sector-specific gender pay gap for the

24 EU countries and to identify the causes of the differences in the

unexplained gender pay gap at the sectoral level.

Introduction

The fact that, on average, women earn less than men is well known and accepted in eco-
nomic literature. Many studies are devoted to the issue of wage differences between men
and women and to the classification of the causes of the existing disparities. To identify the
causes of the gender wage differences, these studies mainly use Oaxaca-Blinder decomposi-
tion or its modification. These enable us to distinguish the part of the gender pay gap which
could be explained by differences in known observed personal and company characteristics
of men and women, from that which could not be explained by this and which is often
known as the ‘remuneration effect; ‘effect of discrimination’ or simply ‘the unexplained part
of gender pay gap. The results of these studies depend on the used data set, the number of
explanatory variables and the applied method of decomposition (for more detail see Beblo,
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Beninger, Heinze, & Laisney, 2003). However, all of these conclude that part of the gender
wage differences remain unexplained.

Empirical studies also show that the raw gender pay gap and its unexplained part vary sig-
nificantly by country. Christofides, Polycarpou, and Vrachimis (2013) use European Union
Statistics on Income and Living Conditions (EU-SILC) data and estimate the unexplained
part of the gender pay gap for 26 European countries using Oaxaca-Ransom decomposi-
tion. The unexplained gender pay gap ranges from 0.198 in the Czech Republic to 0.066 in
Belgium. The gender pay gap also differs depending on the sector (public/private). Jurajda
(2003) analyses the gender pay gap in the Czech and Slovak private and public sectors and
concludes that the unexplained gender pay gaps differ dramatically between both sectors.
Similar conclusions are presented in the paper by Chatterji, Mumford, and Smith (2011)
using British data.

Applying Statistical Classification of Economic Activities in the European Community
(NACE) shows that the raw gender pay gap varies, not only in the private and public sec-
tor of the economy, but also in the individual sectors of the economy. An estimate of the
sector-specific unexplained gender pay gap for Italy and Spain is shown in the study con-
ducted by Pena-Boquete, De Stefanis, and Fernandez-Grela (2010). Using Oaxaca-Blinder
decomposition and the discrimination index, the authors identify the significant differences
in the unexplained part of the gender pay gap among the individual sectors by use of NACE
classification and also between both countries. In this context a number of questions arise:
what part of the gender wage differences remain unexplained in the individual sectors in
the EU member states? How do sector-specific unexplained gender pay gaps vary across
European countries? What are the causes of the existing disparity?

The aim of this study is to determine whether and to what extent the unexplained gender
wage gap varies in the different sectors of the economy of EU members and to identify the
possible causes of these differences.

The first section of the article describes the current knowledge in the field of gender pay
differences and their causes. The second section is devoted to the used methods and data sets.
To estimate the unexplained part of the gender pay gap we calculate the average treatment
effect on the treated (ATT) for the individual sectors of the selected European countries.
We identify the significant variability in the unexplained gender pay gap calculated for the
individual sectors and countries. We attempt to explain this variability using the linear
regression model with the ATT as a dependent variable. For explanatory variables we use
ownership, the proportion of women and the proportion of female managers in the sector
and the proportion of small companies. The final section of the article summarises the
obtained results. We conclude that the unexplained gender pay gap is lower: (1) in the public
sector when compared to the private sector; (2) in industries employing a similar propor-
tion of men and women; (3) in industries having a higher proportion of female managers;
and (4) in industries containing a lower share of small companies. These factors provide an
explanation of at least part of the differences in the sector-specific gender pay gaps.

The main contribution of this study is its aim to identify the causes of the differences
in the unexplained gender pay gap among the individual sectors of the economy. Existing
studies are largely devoted to differences in the raw gender pay gap among sectors or to the
differences in the unexplained part of the gender wage gap among countries. This study also
brings a valuable contribution in presenting fully comparable estimates of the unexplained
portion of the sector-specific gender pay gap for the selected 24 EU member states.
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Unexplained wage differences between men and women

The literature dealing with the issue of wage differences between men and women is very
broad. There are a large amount of studies that are devoted to the identification of the causes
of the existing gender wage differences. Despite many differences among the individual
studies, they all conclude that a certain part of the wage differences between men and women
remains unexplained (for example Oaxaca, 1973; Blinder, 1973; Pena-Boquete et al., 2010;
Mysikova, 2012; Hedija, 2014). The existence of the unexplained portion is then attributed
to unobservable differences in the characteristics of men and women, household-specific
factors or to discrimination against women.

The results of the empirical studies show that the unexplained gender pay gap varies
among the individual regions. Therefore, several empirical studies are devoted to the iden-
tification of the differences in the unexplained gender pay gap across countries and to the
explanation of the causes of the existing disparity. These studies confirm the importance of
the role of institutions in explaining the variation in country specific gender pay gaps. Blau
and Kahn (2003) use micro-data from the International Social Survey Programme for 22
countries over the period 1985-1994 and conclude that the extent of collective-bargaining
has a significant negative effect on the gender pay gap. From this point of view, wage-setting
institutions have an important eftect on the gender pay gap. Arulampalam, Booth, and Bryan
(2007) analyse gender pay gaps across wage distribution in 11 countries using micro-data
from the European Community Household Panel over the period 1995-2001. They extend
the range of involved institutional factors and use the work-family reconciliation index,
wage dispersion and union coverage as factors explaining the variation in the country
specific gender pay gaps. They conclude that differences in childcare provision and wage
setting institutions across EU countries may to a certain degree account for the variation in
the unexplained gender pay gap. Similar conclusions are also shown by Christofides et al.
(2013). They use data for 26 European countries from EU-SILC 2007 and confirm the
quantitatively important relationship between the unexplained gender pay gap and country
specific policies and institutions.

The unexplained gender pay gap differs not only across countries and regions but also
within the individual industries and between the public and private sectors. Chatterji
etal. (2011) examine the public—private sector gender pay gap using data for Britain in 2004
and Oaxaca-Ransom decomposition. They conclude that the unexplained gender pay gap
in the private sector is more than two times higher when compared to the public sector.
Studies by Antén and Mufioz de Bustillo (2013) and by Rahona-Lépez, Murillo-Huertas,
and Salinas-Jiménez (2016) using Spanish Wage Structure Survey data also identify higher
unexplained gender wage differences in the private sector. Rahona-Lopez et al. (2016)
examine the wage differences by sector (public/private) and by gender. They use a mod-
ification of the Oaxaca-Blinder decomposition to isolate wage differences occurring due
to differences in personal, occupational and company characteristics and the unexplained
part of the gender wage gap. Regarding the public—private sector gender wage differences,
they conclude that both the raw gender pay gap and its unexplained part are higher in the
private sector. Separately, both sectors show that an increase in wage distribution leads to
an increase in the unexplained wage differences. The conclusions of Antén and Mufoz de
Bustillo (2013) are similar.
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Pena-Boquete et al. (2010), using NACE classification, estimate the unexplained part of
the gender pay gap not only for the private and public sectors but also for the individual
sectors of the economy. They use data for Italy and Spain and identify the significant vari-
ations in the unexplained wage differences across the individual sectors as well as between
countries. This study is primarily focused on the distribution of wage discrimination and
therefore does not analyse the causes of variability in the sector-specific gender pay gap. The
contribution of our study is firstly, to estimate the sector-specific unexplained gender pay
gap for 24 European countries and secondly, to identify the possible causes of the existing

variability.

Data

The data used are provided by EU-SILC (Eurostat, 2012). EU-SILC covers multidimen-
sional micro-data on income, poverty, social exclusion and living conditions. We use cross-
sectional data for 2011, which comes from EU-SILC 2012 and covers data from 30 European
countries. Our study is based on EU-SILC data for 24 member states of the EU (Austria,
Bulgaria, Cyprus, the Czech Republic, Germany, Denmark, Estonia, Greece, Spain, Finland,
France, Hungary, Italy, Lithuania, Luxembourg, Latvia, the Netherlands, Poland, Portugal,
Romania, Sweden, Slovenia, Slovakia and the United Kingdom), which contains all the
required information.

EU-SILC data do not contain information on hourly wages. It is therefore necessary to
narrow the sample to be able calculate the hourly wages using available data. We narrow the
reference population sample to persons who were employees in the reference period, worked
all 12 months in a full-time job, had no other jobs and earned an income. We exclude the
self-employed, as we are interested in wages and the potential different evaluation of male
and female employees by the employer.

We use the following variables on selected personal and company characteristics of
the employee: age, level of education (highest attained level of education according to the
International Standard Classification of Education (ISCED-97), sickness (temporary inabil-
ity to work due to sickness in the income reference year), partnership (having a partner in
a common household), occupation (according to the International Standard Classification
of Occupations (ISCO-08)), sector (economic activity using classification NACE Rev.2),
company size (less than 11 employees and 11+ employees), contract (having a work contract
of limited duration), managerial position (having formal responsibility for supervising a
group of other employees) and hourly gross wage. The hourly gross wage is calculated as
the employee’s cash and non-cash incomes per year divided by the number of hours usually
worked per year (including overtime).

The raw wage differences between men and women in the individual sectors of the
economy using NACE classification are shown in Table 1. The reported raw gender pay
gap is calculated as the difference between the log average gross hourly wage of women
and the log average gross hourly wage of men. We can see that the wage differences vary
in the individual countries. Overall, the gender pay gap ranges from —0.037 to —0.325. The
smallest differences in earnings are identified in Poland, Lithuania and Slovenia; on the
other hand, the largest raw gender pay gap is in Estonia, Cyprus and the Czech Republic.
From this perspective, it is worth mentioning the fact that the transformation economies
occur both at the top and at the bottom of the list, though it was expected that a common
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Table 1. Raw gender pay gap in the individual sectors of EU countries.
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AT BG CY Z DE DK
GPG M GPG M GPG M GPG N GPG M GPG M
a 0.234 28 -0.246 188 -0.558 32 0159 243 034 91 0025 24
b-e —0.303 720 -0320 1191 0416 432 0292 2325 0313 2337 0062 3
f 0.019 348 0.098 299 0175 412 0006 474 0.029 405 0.095 96
q —0.267 484 -0.240 660 -0374 803 —-04n 737 —0.286 568 -0.139 279
h —0.101 08 -0.152 279 0264 175 -0.208 480 0.028 393 -0.067 88
i —0.088 145 -0.192 238 0279 318 0282 236 0300 130 0.052 23
1 —0.304 108 -0.340 98 0074 125 0365 158 0.244 419 -0.188 o
k —0.367 132 0.071 76 -0.364 266 —0.343 178  —0.255 382 0226 106
[-n —0.310 48 0.113 223 0.9 349 0239 357 024 508 -0.188 2432
0 —0.138 i34 -0.178 3i7e8 0112 539 0226 508 0068 1138 0063 169
p —0.275 313 -0338 359 —0.205 326 0247 531 0227 578 -0.014 250
q —0.228 nd -0.079 298 -0414 196 —0.247 471 -0.298 768 0171 244
r-u —0.286 113 -0.353 96 -1.237 413 -0.213 143 0174 M5 -0.039 103
All —0.178 3485 0198 4383 0260 4386 0239 6841 0235 7955 009 2256
EE EL ES Fl FR HU
GPG M GPG M GPG M GPG M GPG M GPG M
a —0.228 64 —0.684 15 -0.221 196 0,098 o4 —0.287 119 0048 349
b-e —0.363 1216 -0.298 274 0040 1418 0125 654  —0.211 1447 0254 2300
f —0.263 407 -0.053 68 0.058 423 0.163 245 0.004 764 0.304 535
q —-0.415 535 -0.142 290 0227 835 0292 381 0175 663 0223 1017
h —0.387 350 -0317 84 -0.105 372 01055 M 0.049 454 0125 607
i —0.517 120 -0.146 121 0127 371 000 93 0.053 171 0303 251
i —0.268 112 —-0.455 45 0153 217 =047 183 0.288 286 -0.197 171
k —0.408 52 -0382 85  -0.27 254 —-030M g2 0254 243 0335 173
[-n —0.206 223 -0.018 89 -0114 541 0224 317 —0.084 44 -0.008 384
0 —0.052 375 0.002 378 —0.069 914 0139 221 0100 653 —0.022 a7y
p —0.356 495 -0.158 258 -0.155 655 0269 321 077 830 0206 459
q —0.293 269 -0.142 162 -0275 724 —0373 636 -0181 779  -0.139 645
r-u —-0.413 154 -0.032 56 0227 371 -0.263 128 0204 203 0.081 199
All —0.325 4573 0068 1925 0072 7291 01098 3567 0137 7356 0011 BS6Y
IT LT LU LV NL PL
GPG M GPG M GPG M GPG M GPG M GPG M
a —0.236 7 0.175 183 -0.748 35 0186 199 047 24 0138 197
b-e —0.192 2597 -0.284 818 -0.209 521 —0.255 800 0119 37e 0254 2786
f 0.055 566 0.084 N 0.241 G444 0.132 280 0287 130 0.216 869
0 —0.077 1156 —0.177 590 —0209 429 -0324 639 -0.]02 273 0212 1298
h 0120 549 0.048 368 —-0.205 379 0022 443 —.265 130 —0.002 585
i —0.165 343 0122 87 =077 204 0250 123 0402 27 0230 206
i —0.108 27 -0.139 66 -0.386 127 0232 101 —0.099 110 0190 146
k —0.154 424 0427 72 -0.208 415 02467 110 0353 112 —-0.259 216
[-n —0.147 70 —-0.01 242 0447 415 0.067 305 —0.080 23 0.045 538
0 —0.105 1029 —0.055 316 -0.084 491 0.005 447 -0.030 298 0106 ri
p —0.069 1020 -0.078 554 -0.203 363 0204 574 0.2 182 0129 a7
q -0.213 889 -0290 399 —0079 396 -0157 295 —0092 311 0215 648
r-u —0.332 406 -0.153 116 -0.453 288  —0.061 178 —0.008 51 —0.144 2n
All —0076 10182 0038 4132 0042 4617 0129 4404 0O73 2255 0037 9448
PT RO SE sl 5K LK
GPG N GPG M GPG M GPG N GPG M GPG M
a —-0.231 a7 0.113 154 -0.043 74 0.020 22 0232 151 0337 29
b-e —-0.315 836 -0.]80 1355 —0.057 420 -0.181 958 0223 1521 -0.208 a10
f 0.206 291 0.078 474 -0.040 149 0018 177 0.010 380 077 305
0 —0.205 581 -0238 768 -0213 242 0169 473 0263 723 -0.182 642
h 0.168 180 —0.053 312 -0.235 137 0.095 182 0156 390 0020 243
i —0.166 293 -0.168 110 0.038 g 0109 109 0144 225 -0.148 194
i —0.232 80 -0.126 95 0278 95 0138 102 —0.225 159 0127 195
k —0.108 a1 -0.156 82 0165 50 —=0.193 108 019 144 0449 258
I-n —0.182 152 0.180 186 -0.132 301 —0.069 293 0.135 273 0092 619
Continued
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Table 1. (Continued)

PT RO SE | SK UK
GPG N GPG N GPG N GPG N GPG N GPG N
0 0.086 441 -0.180 309 -0.102 150 -0.051 270 0194 801 -0.219 494
p —-0.187 494  -0.055 267 0,097 64 0224 387 -0.152 510 -0.203 553
q —0.461 435 0232 240 0217 454 0312 251 -0204 380 -0.140 830
r-u —-0.398 151 -0.185 86 -0.134 106 -0.244 0 -0.183 115 -0.116 188
All -0.064 4212 -0124 4438 -0.156 2480 -0.059 3412 0173 5772 0174 5459

Mote: The raw gender pay gap is calculated as the difference between the log average gross hourly wage of women and
the log average gross hourly wage of men, a - agriculture, forestry and fishing; b-e - mining and quarrying, manufactur-
ing, electricity, gas, steam and air-conditioning supply, water supply, sewerage, waste management and remediation
activities; f- construction; g - wholesale and retail trade, repair of motor vehicles and motorcycles; h - transportation and
storage; | - accommodation and food service activities; | - information and communication; k - financial and insurance
activities; I-n - real estate activities, professional, scientific and technical activities, administrative and support service
activities; o - public administration and defence, compulsory social security; p - education; g - human health and social
work activities; r-u - arts, entertainment and recreation, other service activities, activities of households as employers,
undifferentiated goods- and services-producing activities of households for own use and activities of extraterritorial
organisations and bodies.

Source: Eurostat (2012), author's computations.

trend in these countries would be found. With regards to the raw gender pay gap in the
individual sectors, we can generally state that the lowest wage difterences can be observed in
the construction, transportation and storage and public administration and defence sectors.
On the contrary, the largest raw gender pay gap can be found in financial and insurance
activities. However, the sector-specific wage differences vary in the individual countries.

The variability in wage differences between the individual EU countries is demonstrated
in Figure 1, which shows the coefficient of variance in the sector-specific raw gender pay
gap within the individual EU countries. It is calculated as the proportion of the average raw
gender pay gap in the individual EU countries and the standard deviation and is reported
in per cent. The smallest variation in wage differences among EU countries is in wholesale
and retail trade, where the coefficient of variation reaches 37.7%. On the other hand, the
differences are largest in construction, where the coefficient of variation totals 465%.

The variation in the sector-specific raw gender pay gap differs when focusing on the
individual countries. Figure 2 shows the variation in the sector-specific raw gender pay gap
within the individual EU countries. The smallest number of differences in the sector-specific
raw gender pay gap is reported in Estonia, Slovakia and the Czech Republic, the largest in
Hungary, Lithuania and Romania.

The variation in the sector-specific raw gender pay gap differs when focusing on the
individual countries. Figure 2 shows the variation in the sector-specific raw gender pay gap
within the individual EU countries. The smallest number of differences in the sector-specific
raw gender pay gap is reported in Estonia, Slovakia and the Czech Republic, the largest can
be found in Hungary, Lithuania and Romania.

The data show that the wage differences between men and women vary in the individ-
ual sectors and significant differences are identified also among the individual countries.
However, these results are only indicative. The observed gender wage differences may pre-
dominantly be the result of the different characteristics of men and women working in the
various sectors and do not express the extent of wage discrimination against women in the
labour market.
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Figure 1. Variation in the sector-specific raw gender pay gap within the individual EU countries. Source:
Eurostat (2012), author’s computations.
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Figure 2. Variation in the sector-specific raw gender pay gap between individual EU countries. Source:
Eurostat (2012), author's computations.

Methods

To identify the differences in the unexplained part of the gender pay gap in the individual
sectors and to find the potential causes of its variability, we firstly estimate the unexplained
part of the gender pay gap in the individual sectors of the economy for the selected EU
countries. In the second step, we use the regression model with the sector-specific unex-
plained part of the gender pay gap as a dependent variable.

To establish the unexplained part of the gender pay gap, we estimate the ATT, as did
Jurajda and Paligorova (2009) or Hedija (2014, 2015), for example. ATT reflects the part of
the raw gender pay gap which could not be explained by differences in the known observed
characteristics of men and women in the sample and which could be the result of wage dis-
crimination against women. The ATT is the average benefit resulting from being treated. In
our case the ATT is the mean effect for women in the form of a lower wage resulting from
being a woman. For more detail about the used method see Wooldridge (2002).

We counted the ATT for the individual sectors of the economy according to NACE Rev.
2 for 24 EU member states (we received the sector-specific ATT for 24 countries). For the
calculation of the AT'T we use the following formula

ATT = E(y(1)— y(0)|T; = 1). (1)
Where T is the binary treatment indicator, T=1 denotes treatment and T=0 otherwise, y(1)

is the potential outcome with treatment and y(0) is the potential outcome without treatment.
In our case, to be treated means to be a woman. We can rewrite the ATT as
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Where the ATT represents the gender pay gap, which cannot be explained by the different
characteristics of men and women. The term E(}ri(l)|Ti:1) is the sample average of the
logarithm of the gross wage of women and the term E(y (0)|T=1) is the sample average of
the logarithm of the gross wage of women, if they were men. From our sample, we know
the first term on the right side of equation 2 — the sample average of the logarithm of the
hourly gross wage of women. The second term — the average of the logarithm of the women
hourly gross wage if they were men, we must in some manner estimate. There are more
ways to carry out this estimation. We chose to use the regression model.
Firstly, we estimate the coefficients of the wage function of men

{J‘ilTr' = 'D} = By-X; + u,. (3)

Where y, is the logarithm of the male gross hourly wage, B, is the vector of the coefficients
of the wage function, X is the vector of the chosen observed characteristics of men and u
is a disturbance term. As explanatory variables we use age, age squared, education level,
sickness, partnership, occupation, company size, contract and managerial position. This set
of explanatory variables is available in EU-SILC microdata and is frequently used in studies
estimating the wage function (for example Christofides et al., 2013; Balcar & Gottvald, 2016).
For more detail regarding individual explanatory variables see ‘Data’ section.

We then go on to use the estimated coefficients of the male wage function to compute
the average of the logarithm of the gross hourly wage of women, if they were men.

E(yr'(ﬂ]lTr' = 1) = E(f,.X)). (4)

Where E(B. X)) is the mean of the predicted wages (the logarithm of the gross hourly wage)
of every woman in the sample. Finally, we estimate the ATT as the difference between the
average of the logarithm of the gross hourly wage of women and the average of the predicted
values of wages computed from the male wage function.

ATT = E(y)|T, = 1) - E(BX|T, = 1). B

The estimated ATT represents the unexplained gender pay gap. The negative sign indicates
that women receive relatively lower wages compared to men. The results obtained are the
same as those found when using the Oaxaca-Blinder decomposition with men's wages as
the equilibrium wage.
We then construct the linear regression model using the sector-specific ATT as a depend-
ent variable.
ATT; = a + p,.public; + p,.women; + B, femalemanagers; + f,.smallfirms,

(6)
+ P.country; + u;

Where i denotes the sector, j is the country, public; is the dummy for the public sector,
women_ is the share of women in sector i and countryj, femalemanagersij denotes the share
of female managers in sector i and country j, smallcompanies, is the proportion of small
companies in sector i and country j, co untry, is the country dummy and u isa disturbance
term.
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As explanatory variables we use the public sector, the proportion of women, the pro-
portion of female managers, the proportion of small companies and country. A description
of the variables and the arguments for their inclusion follows. There are many empirical
studies concluding that the unexplained gender pay gap is lower in the public sector when
compared to the private sector (see for example, Jurajda, 2003; Chatterji et al., 2011). The
reason may be attributed to the different wage setting mechanisms in both sectors and
a simple implementation of the anti-discrimination policy in the public sector, which is
regulated. We use a dummy variable for the public sector; this denotes the sectors with a
dominant share of public ownership (NACE o, p and ).

Another explanation for the differences in the sector-specific gender pay gap could be
variation in the representation of women in leadership. Several empirical studies confirm the
fact that the presence of female managers lead to a decrease in the gender pay gap (Hultin
& Szulkin, 1999, 2003; Cardoso & Winter-Ebmer, 2010; Hedija, 2015). These conclusions
are in accordance with the social identity theory. This theory states that individuals tend
to favour members of their own group over other group members (Tajfel, 1982; Tajfel &
Turner, 1979). Hence, women in managerial positions, that can affect the wage of their sub-
ordinates, are likely to evaluate female employees better than male employees. Taking this
into consideration, we use the proportion of female managers as the other control variable.
This is calculated as the share of female managers on all managers using classification of
occupation ISCO-08, where managerial employees have ISCO code 1.

The unexplained gender pay gap may also be aftected by the proportion of women in the
sector. If the proportion of women is low, the women may in some sense be different to the
standard woman, i.e., having more male characteristics. There is also a certain likelihood
that they could be part of the male teams and may be perceived as men. This can also be
applied to their salaries. To capture the effect of the proportion of women on the unexplained
gender pay gap, we use this as the other control variable in the model. The proportion of
women is calculated as the share of women on all the employees in the sector.

The proportion of small companies is another factor that could possibly determine the
size of the gender pay gap. Wage discrimination of women should be more difficult to
implement in small companies in comparison to their larger counterparts. The employees
of small businesses know each other better and may also disclose the size of their wages.
To maintain a good working environment and good relationships at work, imposing wage
discrimination against women is more difficult for employers in these companies. The
proportion of small companies is calculated as the share of companies with a maximum
of 10 employees.

To estimate the coefficients of the model we use ordinary least squares (OLS) with robust
standard errors.

Empirical results and discussion

We calculated the sector-specific unexplained gender pay gap using equation 5. Firstly, we
estimated the wage function of men using equation 3. As explanatory variables we used
age, age squared, partnership, education, occupation, company size, contract, manage-
rial position and sickness. We then estimated the ATT from equation 5 as the difference
between the average female wage and the female wage if the women were men. The results
are shown in Table 2.
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Table 2. ATT in the individual sectors of the EU countries.
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Figure 3. Average unexplained gender pay gap in the individual sectors. Note: Only ATT significant at a
minimum level of 10 percent. Source: Eurostat (2012), author's computations.

On average, the lowest ATT is in public administration and defence (o), real estate,
professional, scientific and technical activities, administrative and support service activities
(I-n) and financial and insurance activities (k). Here the average unexplained gender pay gap
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Figure 4. Variation in the sector-specific unexplained gender pay gap within the individual EU countries.
Note: Only the ATT significant at a minimum level of 10%. The coefficient of variation for the individual
country is calculated as a proportion of the standard deviation and the average value of the sector-specific
ATT expressed in percent of the country ATT. Source: Eurostat (2012), author's computations.
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Figure 5. Variation in the sector-specific unexplained gender pay gap between the individual EU countries,
Note: Only the ATT statistically significant at a minimum level of 10%. The coefficient of variation for the
individual sectors is calculated as a proportion of the standard deviation and the average value of the
sector-specific ATT in the individual EU countries expressed in percent of the country ATT. Source: Eurostat
(2012), author's computations.

reaches approximately 16%, to the disadvantage of women. On the other hand, the largest
average unexplained gender pay gap is identified in construction (f), agriculture, forestry
and fishing (a) and arts, entertainment and recreation (r—u). The average unexplained gender
wage differences are more than 30% to the disadvantage of women. The average ATT for
the individual sectors is shown in Figure 3.

We conclude that the estimated sector-specific unexplained gender pay gap varies both
within and among the individual EU countries. To assess the variability, we present the
coefficient of variation in the sector-specific ATT among the countries and within the indi-
vidual countries. To enable a comparison of the results among the individual countries, we
use for the purpose of this calculation the ATT for the individual sectors as a percentage of
the countries’ ATT. Figure 4 shows the coefficient of variation in the sector-specific ATT
within the individual EU countries. It ranges from 166.8 in Greece to 11.5% in Slovenia,
exceeding 60% in only four countries. The variability of the sector-specific ATT among the
individual EU countries is shown in Figure 5. The proportion of the sector-specific ATT
on the country ATT varies among the individual EU countries. The largest variability is
observed in financial and insurance activities (k), human health and social work activities
(q), construction (f) and arts, entertainment and recreation, etc. (r—u) where the coefficient
of variation reaches more than 80%. The coefficient of variation is less than 50% in the other
sectors, with the exception of agriculture, forestry and fishing (a).

To explain the existing differences in the unexplained gender pay gap among the indi-
vidual sectors of the economy, we regress the statistically significant sector-specific ATT.

96



1815 (&) V.HEDUA

For explanatory variables we use a dummy for the public sector, the proportion of women,
the proportion of female managers and the proportion of small companies in the individual
sectors. The results are shown in Table 3.

The most important factor explaining the differences in the existing wage differences
between men and women among the individual sectors is ownership and the proportion
of women in the sector.

The unexplained gender pay gap in the public sector is at a minimum 4 percentage
points lower in comparison to the private sector. These results are not surprising and are in
accordance with the conclusions of the previous studies (for example Jurajda, 2003; Chatterji
et al., 2011). The lower unexplained wage gap in the public sector can be attributed to the
difference in the wage setting power in the private and public sectors, where the public
sector faces state regulation in the area of earnings. Therefore, managers have less space
for the application of wage discrimination against women. Another factor that may play a
role could be the stricter application of anti-discrimination legislation in the public sector.

The results also show that the unexplained gender pay gap is lower in sectors, where
the proportion of women is 30-70%. On the other hand, the markedly high and low rep-
resentation of women in the sector increases the gender differences in earnings. The gender
pay gap in sectors with 30-70% of women is lower by approximately 5 percentage points
when compared to sectors containing 0-30% of women and by 10 percentage points in
comparison to sectors containing 70%, and higher, of women. This can be explained by the
fact that wages in industries with a high proportion of women are lower and men work-
ing in the sector must be offered higher wages comparable with salaries in other sectors.
Consequently, the wage gap is higher in comparison to the sectors with a lower proportion
of women. We also have to conclude that the hypothesis, stating a lower gender wage gap
is in sectors with a low proportion of women, has not been confirmed. Women working in
these sectors earn relatively more than men, which is the case in sectors with a very high
proportion of women, but less in comparison with industries employing 30-70% women.
To some extent this may be due to the relatively small sample and diversity of work by
women and men in these sectors. Verification regarding the validity of this hypothesis
would deserve further research.

The proportion of female managers and the proportion of small companies are not
statistically significant factors explaining the variation in the unexplained gender pay gap
between the individual sectors of the economy.

Nevertheless, the analysis shows that the gender pay gap was lower in the sectors with
a higher proportion of female managers. The gender pay gap in sectors with less than 30%
female managers was higher approximately by 2 percentage points in comparison with the
sectors having 30-70% female managers and by 4 percentage points compared to sectors
having more than 70% female managers. These conclusions support the thesis that women in
leadership tend to implement lower wage discrimination against women and are in accord-
ance to the results of previous studies, which confirm the negative relationship between the
size of the gender pay gap and the proportion of women in leadership (for example Cardoso
& Winter-Ebmer, 2010; Hedija, 2015).

When analysing the proportion of small companies in the industry, the results reveal
that the unexplained gender pay gap is higher in sectors with a higher proportion of small
companies. The wage differences between men and women in sectors containing less than
30% of small companies is smaller by 5 percentage points in comparison with industries
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containing 30-70% of small companies and smaller by 9% when compared to industries
containing more than 70% of small companies. The explanation could be that the larger
companies may have internal wage regulations. The fact that larger companies are most
often owned by foreigners could also play a role, as these put much more emphasis on
compliance with anti-discrimination legislation.

The findings of the analysis show that even though the condition of non-discrimination
is anchored in legislation, wage differences between men and women still persist in the
EU countries and they vary in individual sectors of the economy. The analysis shows that
women’s work is undervalued in comparison with the work of men which may provide the
competitive advantage to countries having higher level of wage discrimination of women
resulting in lower labour costs. On the other hand, equality of women on the labour market
brings benefits in the better use of women skills and talent that could improve a businesses’
performance and effectiveness. Smith and Bettio (2008) report that greater equality of
women brings advantages in the form of higher economic growth, higher tax revenues and
sustainable fertility rates. There is a space for the governments of the individual EU countries
to motivate and force the firm to respect the anti-discriminatory legislation.

Some limitations of this study could be the data used. We employ the micro-data from
EU-SILC 2012. The data do not cover the direct employee—employer relationship and also
information about real abilities and skills of the individual employees. To some extent the
estimated unexplained part of gender pay gap could be biased due to these facts. Other
limitations could be the age of the data used. EU-SILC micro-data are provided with some
lag. Nevertheless, the situation on the field of wage differences and gender wage inequality
does not change dramatically from vyear to year. Therefore, we are not afraid to say that the
conclusions of this study are still valid in general.

Conclusion

The aim of this study was to determine whether and to what extent the unexplained gender
wage gap varies in the different sectors of the economy of the member states of the EU and
to identify the possible causes of these differences.

We use EU-SILC data for 24 EU member states for the year 2011 and estimate the
unexplained part of the gender pay gap applying the ATT. We conclude that not only the
raw gender pay gap, but also its unexplained part, vary both in the individual sectors of the
surveyed countries and among the individual countries.

Considering only statistically significant estimates of the ATT, the average unexplained
gender pay gap for the individual sectors ranges from -0.16 in public administration and
defence (o) to -0.33 in construction (f) and agriculture, forestry and fishing (a). However,
there are significant differences among the individual countries. The largest variability in
the sector-specific ATT is observed in financial and insurance activities (k), where the
coefficient of variation is approximately 98%. On the other hand, smaller differences in the
sector-specific ATT are in real estate, professional, scientific and technical, administrative
and support service activities (I-n), where the coefficient of variation reaches 24%. The unex-
plained gender pay gap in the individual sectors also differs within the individual countries.
The coefficient of variation in the sector-specific AT'T within the individual EU countries
ranges from 166.8 in Greece to 11.5% in Slovenia and it nears 40% in most other countries.

99



ECONOMIC RESEARCH-EKONOMSKA ISTRAZIVANIA @ 1818

The possible causes of the existing differences in the unexplained gender pay gap among
the individual sectors could be attributed to ownership in the sense of domination of the
private or public sector, the proportion of female managers in the sector, the predominant
company size and the proportion of women in the sector. We examine the impact of these
factors on the differences in the sector-specific ATT and conclude that the ownership and
the proportion of women in the sector have a significant effect on explaining the differences
in the unexplained gender pay gap among the individual sectors of the economy. In sectors
with a dominant public sector, the unexplained gender pay gap is lower by approximately
by 4 percentage points when compared to the private sector. It is also higher in the sectors
employing a higher proportion of women, where the lowest gender wage differences are in
sectors with a similar proportion of men and women.

Finally, the results show that the unexplained gender pay gap is lower in sectors with a
higher proportion of female managers and in sectors with a lower proportion of small com-
panies. However, the predominant company size and the proportion of female managers are
not statistically significant factors in explaining the variability of the ATT between sectors.
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6 Vliv Zen v managementu na genderové mzdové rozdily

THE EFFECT OF FEMALE MANAGERS ON GENDER WAGE
DIFFERENCES

Veronika Hedija"

Abstract:

The paper is devoted to gender wage differences; it especially focuses on the impact of the gen-
der characteristics of the manager on gender wage disparity. Under the social identity theory,
women in managerial positions, that can affect the wage of their subordinates, are likely to eva-
luate female employees better than male employees. The purpose of this paper is to investigate
the effect of the gender characteristics of middle managers on the wages of directly subordi-
nated rank-and-file employees using a variation within the firm. We have used two methods
to consider the effect of the manager gender characteristics on subordinates: the estimation
of the wage function and the average treatment effect on the treated, both supplemented by
a matching procedure. We concluded that women in middle management in comparison to
their male counterparts have a lower tendency to apply wage discrimination against women.
The presence of a female head of department led to a decrease in the gender pay gap by almost
7 percentage points.

Keywords: average treatment effect on the treated, gender pay gap, labour market, female ma-
nagers, matching, wage differences
JEL Classification: J16, J24, J71

1. Introduction

The equal behaviour towards men and women and the right to receive equal compensation
for the same or equivalent work belong to the basic rights as declared by the Treaty
on the Functioning of the Furopean Union and the Charter of Fundamental Rights
of the European Union. Even though the condition of non-discrimination is anchored
in legislature, differences in wages between men and women still exist in the countries
of the European Union. Part of these wage differences can be attributed to the differences
in personal or company characteristics of men and women. Part of the wage differences yet
still remain unexplained and are usually attributed to the wage discrimination of women.
The gender wage differences and the trend in the gender pay gap are widely discussed
in literature. The results of the studies show that in developed market economies the main
cause for the existence of wage differences between men and women is the vertical and
horizontal segregation (Oaxaca. 1973 Plantenga ef a/.. 2006). The different characteristics
of men and women cannot explain the entire wage difference and a part stays unexplained
and is often attributed to the wage discrimination of women on the labour market. A large
number of studies is dedicated to the proportion of women in management and the wage
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differences of men and women in managerial positions (Bertrand and Hallock, 2001;
Jurajda and Paligorova, 2009).

A smaller number of papers analyses the issue of wage discrimination of women
from the opposite angle. This does not look at the wage differences between men and
women as such, but at the influence of the gender composition of the management and
the existing gender wage differences. It analyses whether a larger number of women in
managerial positions leads to a decrease in the gender wage difference or not. According
to the social identity theory, individuals tend to favour members of their own group from
other group members (Tajfel, 1982; Tajfel and Turner, 1979). Under this theory, women in
managerial positions, that can affect the wage of their subordinates, are likely to evaluate
female employees better than male employees. The vast majority of empirical studies
confirms the negative impact of the higher proportion of men in the management on the
female wage (Hultin and Szulkin, 1999 and 2003; Cohen and Huffman, 2007; Cardoso and
Winter-Ebmer, 2010). And it 1s exactly this issue to which the following study 1s devoted.

The purpose of the paper is to consider the effect of the gender characteristics
of middle managers on the wages of rank-and-file employees using a variation within
a firm and to find out whether women in management show a lower tendency of using wage
discrimination against women.

Our approach is different to that of the published studies, as none of these explore
the influence of the gender characteristics of the middle management on the wages
of direct subordinates using the direct link superior-subordinate on the level of individual
companies. Our analysis uses data from two specific Czech hospitals, which are sited in
the same town. We analyse the influence of the gender of the managers of the individual
departments on the gender pay gap. In the study, the middle managers are the leaders of
the individual departments in the hospitals and their positions and influence on the wages
of their subordinates are fully comparable. This approach enables to minimise the distortion,
which could result from a possible difference in the ranking of middle managers within
a company and also when comparing individual companies from various sectors and their
different influence on wage formation.

Our approach also differs in the focus on the public sector. The majority of authors
engaging in this issue uses data from the private sector, the reason for this being that not only
the managers in comparison to the public sector do have more freedom when determining
the wage of their subordinates but also due to the fact that data for the public sector 1s not
available. An exception is the study by Hultin and Szulkin (1999), where the authors used
very small data set. The gender pay gap and also the influence of managers in determining
the level of the wages of subordinates are lower in the public sector in comparison to the
private sector, the reason for this being the regulation of wages, to which the wages in
this sector are subject to. Our study provides the answer to the question, whether women
in managerial positions have a tendency to a lower discrimination of women and whether
this tendency also appears in the public sector, where there is generally less room for wage
discrimination.

Considerable is also the contribution of the paper in the area of examination of the
influence of the gender composition of management on the gender pay gap in the Czech
Republic. To our knowledge, there are no previous studies that address this specific
research question.
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The first section of the paper maps the existing knowledge in the area of the impact
of female managers on the gender pay gap. The second and third sections describe the data
set and methodology. To capture the effect of the gender characteristics of managers on the
wage and gender wage difference of subordinates we used the administrative data from two
Czech hospitals. This data covers information related to the individual departments of the
hospitals, the gender characteristics of the heads of departments and allows a very detailed
look at the problem. Two different methods are used. The linear regression model and the
average treatment effect on the treated are estimated and both supplemented by a matching
procedure. The fourth section presents the empirical results and the final section of the
article summarizes the obtained results and compares these with the findings of the selected
works dealing with the same issue.

2. Gender Wage Differences: Results of the Selected Studies

The studies of Hultin and Szulkin (1999, 2003). Cohen and Huffman (2007), Cardoso and
Winter-Ebmer (2010) or Shin (2012) are devoted to the impact of the manager’s gender
on the gender wage differences.

Hultin and Szulkin (1999) studied the impact of the gender characteristics of the
manager on the wage of subordinates in Sweden. They used two sets of data: the Swedish
Level of Living Survey and the Swedish Establishment Survey 1991 and analyzed the
data of 1,450 employees. They estimated the wage function of women and men using the
proportion of men among managers and supervisors as one of the explanatory variables
and specified the wage functions separately for the private and public sector. The authors
concluded that the gender of managers and supervisors had a significant effect on the
wages of women. The proportion of men among managers and supervisors affected
women’s earnings negatively. The negative effect of the proportion of male managers and
supervisors was stronger in the private sector. This could be explained by more freedom
in determining wages 1n the private sector where wages are not subject to wage regulations.
In the study by Hultin and Szulkin (2003), the authors used a significantly broader sample
of employees. They used an employer-employee matched data set covering a large number
of Swedish private sector firms. They applied a multi-level model to estimate the effect
of the proportion of male managers and supervisors on the gender wage gap and explored
the impact separately for blue collar and white collar employees. Their results were similar
to those of their previous study. They concluded that gender wage gaps are wider the larger
the proportion of male representation among organizational managers and supervisors.
In the final part of the study they distinguished between managers (high-level decision
makers) and supervisors (lower-level decision makers) and examined the effect of the
gender composition on the gender pay gap separately for these two groups of leaders. Due
to data limitations, they did this analysis only on the blue-collar subsample. It concluded
a stronger impact of gender composition of supervisors than of managers, this being due
to their hierarchic distance from the employees.

Cohen and Huffman (2007) studied whether the gender characteristics of managers
and the female managerial status affect inequality for the non-managerial workers beneath
them using data from the 2000 U.S. Census. They used the three-level hierarchical
linear model and as one of the explanatory variables the proportion of females in the
management of the local industry. They identified managers as those in management
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occupations according to occupational classifications and used the index of net difference
as the measurement of the female managerial status. The analysis suggested that the
gender wage gap reduced with a greater representation of women 1in management. The
impact of the gender characteristics of managers on the gender wage inequality was larger
with the presence of high-status female managers.

Unlike Hultin and Szulkin (2003) and Cohen and Huffiman (2007) we do not use
as the explanatory variable the gender composition of managers but a dummy for the
gender of the head of the department where the employee works. This approach matches
the employee and the manager and allows to take into account the gender of the manager
having a direct impact on the wage level.

The conclusions of the study by Cardoso and Winter-Ebmer (2010) are similar. The
authors used data for Portugal and found that females profit from a female leading the
firm. They estimated the Mincer-type female and male wage functions concentrating on
the influence of the gender characteristics of the managers and reflecting the segregation
of the workforce within the firms. Firms with more than a 50 per cent proportion of
temale owners (if this information was not available a similar procedure was used for top
management or middle management) were classified as female-led firms. They concluded
that women benefit more from higher wages in female-led firms than in male-led firms,
as female leadership led to a reduction in the gender wage gap by 1.5 per cent, regardless
of other characteristics. The impact of a female manager on the male and female wage is
lower the higher the proportion of women 1n the firm.

Shin (2012) focused on the influence of female directors on the gender pay gap among
executives in the United States of America. Using data from the Standard and Poor’s
ExecuComp database for 1998—2005, the hypothesis that women serving on the compensation
committee are likely to evaluate female managers better when compared with the men on the
compensation committee was evaluated. The empirical analysis supported this hypothesis.
With an increase in the proportion of women on the compensation committee, the gender
gap 1n executive compensation tended to reduce. But the gender pay gap in management
did not depend on the gender of the chief executive officer. The presence of a female chief
executive officer does not affect the compensation of female executives.

3. Data

The unexplained wage difference between men and women 1s evaluated in two Czech hospitals.
which were willing to provide the necessary data. Both hospitals are located in the same town.
The data comes from the year 2010 and 1s administrative. Employees with a long-term 1llness.
on maternity or parental leave or working on a business agreement were excluded from the
sample. The final data set covers the data of 8.662 employees, of which 1.636 are male and
7.026 female. 2,592 employees work 1n hospital 1 and 6,070 in hospital 2. In hospital 1, women
represent about 77 per cent of employees and 1n hospital 2 almost 83 per cent.

In the hospitals the following characteristics of employees were measured: gender.,
age. highest level of education, occupation, number of years that the employee works in the
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.
In the article, the hourly gross wage is used as the explained variable. This is calculated as
a ratio of the annual gross wage (including bonuses) and the sum of worked hours (including
overtime) and hours of annual leave (days of annual leave*8*working time).
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A very important factor when examining the impact of the manager’s gender on
wage discrimination against women is the wage setting-power of managers. The greater
the manager’s flexibility in wage formation, the larger the effect of the different approach
towards the remuneration of male and female subordinates. The wage-setting power of
the department heads was also analysed. Wages in the Czech public health sector are
regulated by Government Regulation No. 564/2006 on the salaries of employees in public
service and administration. It defines the wage classes and grades and assigns workers to
these and sets the base gross wage for the individual classes and grades. The maximum
amount of permitted bonuses 1s not regulated as 1s also the case in our hospitals where the
amount of assigned bonuses is not regulated even by the internal regulation. This means
that the final gross wage of an employee including bonuses depends on the decision of the
head of department, who 1s limited by the Government Regulation, which regulates only the
minimum wage, and by the size of the budget assigned to him. This implies that the leaders
of departments have a relative flexibility in wage formation. Table 1 shows the average
characteristics of men and women in the data set.

Table 1
Average Characteristics of the Employees

Characteristic Mean Mean Characteristic Mean Mean
men women men women
Hospital Occupation
- hospital 1 0.3570 0.2858 - worker 0.2451 0.0384
- hospital 2 0.6430 07142 | - technicaland 01131 | 0.0929
economic worker
Age 42.3753 39.4560 - orderly 0.1125 0.1073
Working time 0.9053 0.9410 - lower medical worker 0.0128 0.0309
Years in firm 9.4499 10.2542 - paramedical worker 0.0300 0.1110
Education - medical laboratory 0.0134 | 00575
technician
- lower secondary 0.0550 0.0s11 | - Pharmaceutical 0.0006 | 0.0108
assistant
- upper secondary -
vocational without 0.0018 0.0017 - midwife 0.0000 0.0238
certificate
- upper secondary - 0.2213 0.0884 | - nurse 0.0410 | 0.3877
vocational certificate
- upper secondary - school 0.1767 0.5594 | - anotherprofessional | 00324 | 0.0253
diploma
- tertiary - high
ertiary -higher 0.0306 0.0844 | - pharmacist 0.0018 | 0.0051
professional education
- tertiary - bachelor level 0.0159 0.0460 - doctor 0.3973 0.1092
- tertiary - master and
doctoral level 0.4988 0.1691 Manager gender
Sick leave 14.4078 37.6560 - male 0.8527 0.8071
Overtime 176.7223 58.5444 - female 0.1473 0.1929
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The women in the sample, when compared to the men, were in average younger, worked
in the firm more years, reached a lower level of education. spent more time on sick leave and
worked less overtime. The distribution of men and women by jobs was also very different.
Men dominated the occupations worker and doctor, whilst women dominated as nurses.

The gender pay gap calculated as the difference between the logarithm of the average
gross hourly earnings of the male employees and female employees was 0.14 (14 per cent).
Women earned in average 87 per cent of the male wage. The gender pay gap reached
0.2597 (25.97 per cent) in hospital 1. In hospital 2 the gender pay gap was significantly
lower and reached 0.1038 (10.38 per cent).

Table 2 shows the gender wage differences in the individual departments. The second
and seventh column capture the gender pay gap calculated as the difference between the
logarithm of the average gross hourly earnings of male employees and female employees
in the individual departments. The third and eighth column show whether the head of
department 1s male or female. The head being a man 1s shown as the number 0, the head
being a woman is shown as a 1. The fourth and ninth column capture the percentage
of female employees in the department and the fifth and tenth column the number of
employees in the department.

Table 2
Wage Differences in the Individual Departments

OBt | Gr | Head | Momen | Emp | Denat | Gog | peaa | Yomen | Emp.
Hospital 1 Dep 49 -0.1279 1 95.00 80
Dep 1 0.2396 0 71.32 138 Dep 50 0.4307 0 88.70 115
Dep 2 0.7852 0 95.45 46 Dep 51 0.1613 1 83.10 142
Dep 3 -0.3517 1 86.49 76 Dep 52 0.3870 0 76.67 150
Dep 4 -0.1826 1 45.16 64 Dep 53 0.6341 0 84.80 125
Dep 5 0.0821 0 57.51 388 Dep 54 0.3055 0 83.27 251
Dep 6 - 1 100 3 Dep 55 0.5779 0 78.52 149
Dep 7 0.4953 0 78.31 251 Dep 56 0.4418 0 84.21 57
Dep 8 1 100 20 Dep 57 0.6969 0 86.36 66
Dep 9 0.6288 0 66.67 18 Dep 58 0.1638 1 82.26 62
Dep 10 0.5376 0 85.50 338 Dep 59 0.1320 0 93.48 46
Dep 11 0.3921 0 94.59 37 Dep 60 -0.1371 1 94.33 141
Dep 12 1 100 29 Dep 61 0.3371 0 86.67 105
Dep 13 0.5022 0 86.49 37 Dep 62 0.1861 0 65.22 23
Dep 14 - 1 100 2 Dep 63 0.0358 0 99.11 112
Dep 15 0.0389 1 66.67 6 Dep 64 0.3113 0 83.12 77
Dep 16 0.2263 0 89.89 89 Dep 65 -0.1980 1 93.55 93
Dep 17 0.5811 0 89.33 75 Dep 66 -0.0687 0 96.77 93
Dep 18 0.2028 0 83.33 12 Dep 67 0.1712 0 89.61 77
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Table 2 - Continuation

Dep 19 0.2504 0 58.57 70 Dep 68 0.2990 0 75.21 17
Dep 20 - 1 100 17 Dep 69 0.3189 1 99.14 116
Dep 21 0.2615 0 87.06 85 Dep 70 0.2978 0 70.83 24
Dep 22 0.6451 0 92.68 M1 Dep 71 0.0419 1 88.46 26
Dep 23 0.4988 0 76.32 76 Dep 72 -0.0240 1 93.44 61
Dep 24 0.4825 0 83.90 118 Dep 73 -0.0396 0 81.55 103
Dep 25 0.3204 0 81.63 49 Dep 74 -0.4348 0 90.10 192
Dep 26 0.5381 0 79.44 107 Dep 75 0.0240 1 85.71 14
Dep 27 0.0559 1 79.49 39 Dep 76 - 1 100.00 6
Dep 28 0.4545 0 81.25 80 Dep 77 0.3620 0 68.97 29
Dep 29 0.1481 0 60.87 46 Dep 78 -0.0138 0 85.53 76
Dep 30 0.2102 0 79.62 157 Dep 79 0.4381 0 94.84 213
Dep 31 0.5667 0 85.51 69 Dep 80 0.2457 1 94.00 50
Dep 32 0.4480 0 77.78 9 Dep 81 0.0468 1 96.05 76

Hospital 2 Dep 82 0.2754 1 82.35 34
Dep 33 -0.1215 1 60.00 5 Dep 83 0.3567 0 29.57 115
Dep 34 0.3870 0 60.00 10 Dep 84 0.2032 0 92.31 39
Dep 35 - 1 100.00 3 Dep 85 0.5708 0 97.22 36
Dep 36 - 0 100.00 9 Dep 86 0.6814 0 89.58 96
Dep 37 -0.0516 1 6741 135 Dep 87 0.1380 1 76.92 52
Dep 38 -0.0541 1 94.23 52 Dep 88 -0.0325 0 97.10 138
Dep 39 0.2006 0 38.91 550 Dep 89 -0.1086 0 95.65 23
Dep 40 0.2785 0 90.10 101 Dep 90 0.4728 0 94.29 70
Dep 41 - 0 100.00 1 Dep 91 -0.0166 0 97.06 34
Dep 42 -0.1321 1 27.27 44 Dep 92 0.3499 0 88.49 252
Dep 43 0.3330 1 73.68 19 Dep 93 0.3776 0 97.08 171
Dep 44 0.3041 0 76.38 199 Dep 94 0.1683 0 92.86 14
Dep 45 0.1298 0 86.84 266 Dep 95 -0.0495 1 95.83 24
Dep 46 0.4065 0 91.19 159 Dep 96 -0.8087 0 95.83 24
Dep 47 0.1005 0 92.66 109 Dep 97 0.8544 0 78.85 104
Dep 48 0.0489 1 88.57 105

Women led 32 per cent of the departments. They headed eight departments
in hospital 1 and twenty two departments in hospital 2. Women in leadership dominated
in the departments with less than 10 employees. They led 75 per cent of these departments.
In the departments with 10—19 employees, women led 37.5 per cent of these departments,
in the departments with 20—49 employees 32 per cent, between 50-99 employees 40 per
cent. Only 15 per cent of managers were women in the departments with 100 and more
employees. Women predominantly led the smaller departments.
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With regards to the gender constitution of the female-headed departments, in 55 per cent
of the female-headed departments there were more than 90 per cent of female employees and
41 per cent of these departments consisted only of female employees. In comparison, only in
33 per cent of the male-headed departments were there more than 90 per cent of female
employees, and 9 per cent of these had only female employees (excluding the manager). This
means that women led a higher percentage of departments with a larger proportion of women.

These results are in the line with the general findings in the Czech Republic, showing
that the ratio of female managers is higher in the lower level of management and in areas
with a larger proportion of female employees (Vlach ez a/., 2008).

The gender pay gap was higher in the departments with a larger proportion of women
employees and in the male-headed departments. This fact is illustrated in Figure 1 and
Figure 2. The departments are sorted according to the ratio of women in the departments.

The gender pay gaps in the women-headed departments are black, the men-headed
departments white.

Figure 1
Gender Pay Gaps in the Individual Departments (20-80 per cent of women)
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Figure 2
Gender Pay Gap in the Individual Departments (80-99.9 per cent of women)
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Note: Women-headed departments are black, men-headed departments are white.
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The above data 1s very raw and rather indicative. It tells us only very little about the
potential discrimination of women or men in the individual departments and the lower
tendency of women managers to implement wage discrimination against women. It is
probable that the existing gender wage differences or their part could be explained by the
different characteristics of men and women in these departments.

4, Methodology

Several methods can be used to estimate the degree of the wage differences between men
and women, which cannot be explained by the different characteristics of these. The simplest
methods include the estimation of the wage function of the employees, where gender is
one of the explanatory variables. A well-known and frequently used method 1s the Oaxaca-
Blinder decomposition (Oaxaca, 1973; Blinder, 1973), which allows a decomposition of the
gender pay gap into two parts. One is known as the endowment effect, and it is the part of
gender pay gap which can be explained by the different characteristics of men and women.
The latter part is the one, which stays unexplained. This part of the gender pay gap is
often called the remuneration effect or the effect of discrimination and in the language of
‘treatment literature’” we can mark this as the casual effect or the better average treatment
effect on the treated (ATT). We use both of the noted methods.

Wage function estimation

To estimate the impact of the gender characteristics of middle managers on subordinates

and the gender pay gap we estimate the Mincer-type wage function where one of the

explanatory variables would be the gender, the gender of the manager and their interaction.
We use the linear regression model to estimate the coefficient of the wage function

v =a+ f.man+ p, man. femalemanager + ;. femalemanager +y. X +u. (D

Where v is the logarithm of the gross hourly wages, man 1s the dummy for male employees,

female manager 1s the dummy for the female led departments, X is the vector of the
selected personal and department’s characteristics of the employees and « 1s a disturbance
ferm.

To capture the gender pay gap and the effect of the female managers on the wage
and gender pay gap, we use a dummy for gender, a dummy for the manager’s gender and
interaction between these two as explanatory variables. Man is the male dummy, female
manager 1s the dummy for the female head of department. An interaction of the man and
female manager dummy enables to measure the effect of the female managers on the
wages of men relative to the wages of women.

Selected personal and department characteristics are used as other explanatory
variables: age, age squared, years in the company, dummy for education, dummy for
occupation, working times, overtime and sick leave and dummy for departments.

In accordance to the Mincer wage function (Mincer, 1973), a higher level of education
and greater potential experience result in a higher wage. The explanatory variables age,
age squared, years in the company and working time represent the potential experience of
the employee. Age is the age of the employee in years, years in the company is the number
of years the employee has been working 1n the hospital. Working time denotes the working
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time of the employee in the hospital. where 1 is full-time and stands for 40 hours per week.
Education represents the highest level of attained education. Dummy variables are used
where seven stages of education are distinguished: lower secondary, upper secondary
vocational education without certificate, upper secondary with vocational certificate, upper
secondary with school diploma, tertiary higher professional education, bachelor level of
tertiary education and master and doctoral level. Empirical studies confirm that occupation
1s one of the important determinants of the wage level (Jurajda, 2005, Stupnytskyy. 2007).
Due to this, occupation is used as one of the explanatory variables. Occupation 1s a dummy
variable where employees are divided into twelve groups: worker, technical and economie
worker, orderly, lower medical worker, paramedical worker, medical laboratory technician,
pharmaceutical assistant, midwife, nurse. other professional, pharmacist and doctor.
The other explanatory variable is overtime. It denotes the number of hours which the
employee works overtime. This is used as an explanatory variable due to the bonuses for
overtime. More overtime hours result in a higher hourly wage. The explanatory variable
sick leave represents the number of days which employees spent on sick leave. The more
days spent on sick leave result in lower benefits and a lower hourly gross wage. To capture
the potential wage differences among the individual departments, the dummy for the
departments is used as an explanatory variable. There are altogether 97 departments in
both hospitals.

To minimize the model’s dependence and to receive more accurate results, we use
matching as the pre-processing procedure as proposed (Ho e al., 2007). The aim of the
matching procedure is to create a sample of men and women. which is as homogeneous as
possible. The matching procedure has also some weaknesses. It gives evidence only about
the wage differences in the occupations. which are represented by both the male and female
gender, and this must be taken into account when interpreting the results.

There are more matching methods: one-to-one matching, exact matching, propensity
score matching, monotonic imbalance bounding. In this case we use coarsened exact
matching and nearest neighbour matching! The main idea of coarsened exact matching
1s to coarsen the variables into groups, and then to apply exact matching. This results in
the original values of the matched data being retained. Besides using coarsened exact
matching, we also apply nearest neighbour matching for comparison, allowing us to use
a larger sample of employees. Nearest neighbour matching is based on propensity score
matching. It matches women and men which are closest in terms of the propensity score.
We use matching without replacement, where the analysed individuals can be used just
once, to maintain the greatest sample of employees (Iacus ef a/.. 2012). Both methods are
available using the freely available programme Matchlt (see Ho et al., 2007).

Average treatment effect on the treated

The other method we use to find out the effect of the gender characteristics of the managers
on the gender wage differences is the estimation of the average treatment effect on the
treated. This method enables to determine the part of the gender pay gap which cannot
be explained by the different characteristics of men and women. ‘The average treatment
effect on the treated is the mean effect for those who actually participated in the progrant’.

1 We tried to use exact matching but this produced very few matches.
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(Wooldridge, 2002, p. 605) In our case the ATT is the mean effect for women in the
form of a lower wage due to them being women. We use it in this way to estimate the
unexplained part of the gender pay gap in our hospitals.

We use the following formula for the calculation of the average treatment effect
on the treated

ATT =E(y, —y,lw=1). 2)

Where w is the binary treatment indicator, w = 1 denotes treatment and w = 0
otherwise, y, 1s the potential outcome with treatment and y, 1s the potential outcome
without treatment. In our case, to be treated means to be a woman. The ATT can be
rewritten as

ATT =E(yw=1)—E(y)lw=1). 3)

Where ATT represents the gender pay gap, which cannot be explained by the
different characteristics of men and women i.e. the remuneration effect in the language
of the Oaxaca-Blinder decomposition. The term is the sample average of the logarithm
of the gross hourly wage of women and the term 1is the sample average of the logarithm
of the gross hourly wage of women, if they were men. It seems to be very easy to compute
the ATT but in reality only one of the right-side terms is known. From our sample, we
can compute the first term on the right-side of equation 3. The second term, the average
of the logarithm of the gross hourly wage of women if they were men, has to be estimated
in some way. There are more ways to estimate this. For more details see Wooldridge (2002)
and Ho et al. (2007). We estimate this using the regression model and using simulation.

First, we estimate the coefficient of the wage function of men from the regression
model.

Vo= B, Xyt u “4)

Where, 7, 1s the logarithm of the male gross hourly wage, §, is the vector of the
coefficients of the wage function, X is the vector of the chosen characteristics of men and
u 1s a disturbance term.

We then use the estimated coefficients of the male wage function to compute the
average wage of women, if they were men. To reduce the estimation and fundamental
uncertainty we use simulation of estimating the parameters of the wage function and
stochastic component working with thousand simulations. The first step involves
estimating the parameters, the second step the simulation of the random component for
all versions of parameters. (King ef al., 2000)

E(y,X.w=1)=E(5, .X,,). S)

Where E(B - X,,) 1s the mean of the predicted wage of every woman in the sample
after the simulation. Finally, we estimate the average treatment effect on the treated.

ATT = E(nlw=1)~E (B, Xy;). 6)

In this case, the ATT expresses the unexplained part of the gender pay gap. We must
be careful as the obtained results can be biased. If the characteristics of the treated and the
control groups are too different, the coefficient of the women wage function will probably
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be far enough from the coefficients of the hypothetical wage function of men. To reduce
bias and model dependence, we used here matching as a pre-processing procedure as
proposed Ho et al. (2007).

To find out whether the wage differences vary by hospital departments and whether the
amount of the unexplained wage gap depends in some way on the gender of the department
head, we estimate the ATT (equation 6) separately for the departments controlled by men
and women. Firstly, the ATT is stated without matching. Then we use coarsened exact
matching and nearest neighbour matching for comparison.

5. Empirical Results

Wage function estimation

To capture the effect the female managers on the wages of female and male subordinates,
we estimated the wage function from equation 1 using dummy for man, dummy for female
managers and an interaction of these. To estimate the coefficients of wage function we
used the OLS method. Table 3 shows the results.

Table 3
Wage Function

Without matching Nearest neighbour Coarsened exact

matching matching

Constant 3.4090%** 3.3160%** 3.3680%**
(0.0421) {0.0759) (0.2071)

Man 0.1221%** 0.1240*** 0.1009***
(0.0076) (0.0097) (0.0161)
Female manader x man -0.0618*** -0.0450* -0.0543
9 (0.0176) (0.0238) (0.0490)
Female manager 0.0568 0.0652 -0.0945
9 (0.0457) (0.1412) (0.1473)

Ade 0.0312%%* 0.0373%** 0.0386***
9 (0.0015) (0.0028) (0.0071)

Age squared -0.0003*** -0.0003*** -0.0004***
gesq (0.0000) (0.0000) (0.0001)
-0.0595%** -0.0932%** -0.0742
Working time (0.0129) (0.0215) (0.0792)
Years in firm 0.0081*** 0.0103*** 0.0144%**
(0.0004) (0.0007) (0.0020)

Occupation

- technical and economic 0.3209%** 0.3542%%% 0.27171%%*
worker (0.0175) (0.0240) (0.0501)
- orderl 0.1946"** 0.1048%** 0.0598
y (0.0198) (0.0349) (0.1294)

- lower medical worker 0.5765*** 0.4810*** 0.4574%**
(0.0244) (0.0482) (0.1359)
- paramedical worker 0.6565*** 0.4741%%* 0.3347*
P (0.0232) (0.0438) (0.1730)
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Table3 - Continuation

- medical laboratory 0.6309%** 0.5179%** 0.3207
technician (0.0247) (0.0525) (0.2165)
- pharmaceutical assistant 0.5197"" 043827 ~0.0115
P (0.0397) (0.1458) (0.1891)
0.5691
- midwife (0.0309) - -
- nurse 0.7058%** 0.5690%** 0.4714%%%
(0.0214) (0.0416) (0.1331)
- other professional 0.6117%** 0.5048%** 0.1191
P (0.0280) (0.0447) (0.1436)
- pharmacist 0.7945%** 0.6680%** 0.3728
P (0.0495) (0.1112) (0.2301)
- doctor 0.7575*** 0.6550%** 0.2113
(0.0251) (0.0402) (0.1290)
Education
- upper secondary -
vggatlonal wlth)c':ut ~0.0850 ~0.0061 -
(0.0548) (0.1078)
certificate
- upper secondary - 0.0354%** 0.0356* 0.0699
vocational certificate (0.0120) (0.0199) (0.0426)
- upper secondary - school 0.1003*** 0.0698*** 0.1666***
diploma (0.0141) (0.0232) (0.0550)
- tertiary - higher 0.1276%** 0.1299*** 0.1947%**
professional education (0.0170) (0.0362) (0.0690)
0.1466** 0.1690%** 0.2318%**
- tertiary - bachelor level (0.0185) (0.0414) (0.0852)
- tertiary - master and 0.2729%** 0.2886*** 0.4923%**
doctoral level (0.0185) (0.0308) (0.0683)
Overtime 0.0004%** 0.0003*** 0.0004%**
(0.0000) {0.0000) (0.0001)
sick leave 0.00002 -0.00002 0.0001
(0.00002) (0.00006) (0.0003)
Department fixed effects Yes Yes Yes
R? 0.7078 0.758 0.7457
N 8,662 3,272 671

***significant at the 1 per cent level, **significant at the 5 per cent level, *significant at the 10 per cent level,

standard error in brackets

The second column of Table 3 shows the estimated coefficients of the wage function.
The unexplained gender pay gap was 0.1221. This means that being a man increased the
earnings of the employee by about 12.2 per cent. The impact of the female gender manager
characteristics on the wage of subordinates was 0.0567 and on the wage of male relative to
female subordinates -0.0618. This means that having a female head of department caused
a decrease in the gender pay gap by 6.18 percentage points.
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Table 4

Average Characteristics of Men and Women after Matching

Nearest neighbour matching

Coarsened exact matching

Characteristics Mean men Mean women Mean men Mean women
Hospital
- hospital 1 0.3570 0.3240 0.3401 0.3183
- hospital 2 0.6430 0.6760 0.6599 0.6817
Age 42.3753 41.2072 39.5306 36.0345
Working time 0.9054 0.8992 0.9538 0.9634
Yearsin firm 9.4501 8.9689 6.4336 5.5754
Education
- lower secondary 0.0550 0.0617 0.0408 0.0398
; :‘J:f;;'u‘te::r':f'ﬁac?t; vocational 0.0018 0.0012 0.0000 0.0000
; :;’::fg:;?"da”'"°‘a"°“a' 0.2213 0.1852 0.2993 0.2387
; :IppFl’:::m“dary' school 01767 0.2249 0.2313 0.3156
; :edr:'c:'t‘l"o'nh'gher professional 0.0306 0.0306 0.0544 0.0849
- tertiary - bachelor level 0.0159 0.0183 0.0170 0.0318
; It:;;'la"" -master and doctoral 0.4988 0.4780 0.3571 0.2891
Sick leave 14.4078 20.3203 7.8605 9.9363
Occupation
- worker 0.2451 0.1608 0.3367 0.2679
- technical and economic worker 0.1131 0.1339 0.1293 0.1194
- orderly 0.1125 0.1522 0.0578 0.0451
- lower medical worker 0.0128 0.0202 0.0272 0.0902
- paramedical worker 0.0300 0.0434 0.0340 0.0451
- medical laboratory technician 0.0134 0.0214 0.0136 0.0133
- pharmaceutical assistant 0.0006 0.0012 0.0034 0.0053
- midwife 0.0000 0.0000 0.0000 0.0000
- hurse 0.0410 0.0471 0.1122 0.1804
- other professional 0.0324 0.0520 0.0374 0.0371
- pharmacist 0.0018 0.0024 0.0034 0.0027
- doctor 0.3973 0.3655 0.2449 0.1936
Manager gender

- male 0.8527 0.8154 0.8878 0.9045
- female 0.1473 0.1846 0.1122 0.0955
Overtime 176.7223 98.6190 88.6755 71.9570

115




The impact of female managers on the gender pay gap was statistically significant at
a level of 1 per cent. This means that we can confirm the hypothesis that female managers
tend to better evaluate female subordinates in comparison to male managers.

The other step was the use of matching as pre-processing. The matching procedure was
applied using the following characteristics: age, working time, years in firm, occupation,
level of education, over time, sick leave and department. The manager gender was omitted
as it was already reflected in the departments. Using nearest neighbour matching we
received a sample of 3,272 employees. of which 1,636 were women and 1,636 men. Using
coarsened exact matching led to a greater loss of data, as after the matching procedure only
a sample of 671 employees remained, of which 377 were women and 294 men. The average
characteristics of men and women after matching are shown in Table 4. The matching
enabled to create a more homogenous sample of men and women.

The coetficients of the wage functions, estimated from the samples after matching, are
shown 1n third and the fourth column of Table 3. In the case of nearest neighbour matching,
the unexplained gender pay gap was 0.124. The effect of women managers was positive on
the wage of subordinates and negative on the gender pay gap. The fact that the employee
had a women head of department reduced the wages of men in relation to women by 4.5 per
cent. Also in this case, the effect of female managers on the gender pay gap was statistically
significant. When using coarsened exact matching as pre-processing, the unexplained part
of the gender pay gap decreased by 0.10 and both effects, the impact of women managers
on earnings and on the gender pay gap, was negative. Having a female head of department
decreased the gender pay gap by 5.4 percentage points. But it was not statistically significant.
These results must be taken into account with caution due to the small sample of employees
after coarsened exact matching, with only 97 female headed employees.

Average treatment effect on the treated

We used an alternative method to find out whether the gender of the manager influences
the unexplained gender pay gap. We estimated the average treatment effect on the treated
for men and women led employees. Firstly, using the least square method we estimated
the ATT from the entire sample without matching. We estimated the wage functions of
male employees (separately for men working in departments with a female head and
for men working in departments with male heads). The result is shown in Table Al.
We then calculated the average treatment effect on the treated from equation 6 using
simulation in Zelig and the difference between the gender pay gap of male and female
headed departments. The result 1s shown 1n Table 5.

The ATT was 0.0127 for female led employees and -0.0383 for male led employees.
This means that women working in the departments headed by women received about
a 1.27 per cent higher wage than men working in these departments and this wage
difference could not be explained by different known characteristics of men and women.
This result implies there is no discrimination against women. Conversely, it indicates low
wage discrimination against men. But we must accept these results with caution as the
estimated ATT was not statistically significant. On the other hand. women employed in the
departments headed by men, were given a wage of about 3.83 per cent less than men due
to their gender. The difference in the gender pay gap in male and female led departments
was about 5.1 percentage points.
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Table 5
Average Treatment Effect on the Treated

,:::‘:glzr N m:nnaaI;er N Difference
Without matching (8:3;,2;) 1,596 '(g'_gg{gg; 7,066 ('0%005(:;)
matching. oosed | gy | 01| g | 00
Coarsened exact matching (-(?(?3561; 97 -(((]]?)Zﬁzgl; 599 -(gggg?);

*significant at the 5 per cent level, standard error in brackets

When assessing the gender pay gap we must take into account that not all the cha-
racteristics of the male and female employees in the hospital were known and quantifiable.
This implies that a part of the gender wage gap can be explained for example by more talent
or work commitment of men. The conclusion can also be partially distorted by too many
differences in the characteristics of men and women in the sample. To mitigate the effect
of the latter problem, we used matching as pre-processing. We applied nearest neighbour
matching and coarsened exact matching the same way as in the case of the wage function
estimation.

Using nearest neighbour matching the ATT was negative for both groups of depart-
ments, male and female headed. But the unexplained gender pay gap was distinctly lower
for the group of departments headed by women. The difference between the gender pay
gaps of male and female headed departments was -0.0665. Having a female head of
department decreased the gender pay gap by almost 6.7 percentage points. The ATT was
in both cases statistically significant and the difference was statistically significant too.

Finally, we used coarsened exact matching to select subsamples of men and women
with the most similar characteristics. The ATT reached values -0.0519 for female
headed departments and -0.0782 for male headed departments. Also when using nearest
neighbour matching, the ATT was negative for both groups of departments. Again, the
unexplained gender pay gap was lower in the departments led by women. The women
headed departments showed lower values of the gender pay gap by 2.6 percentage points.

To receive detailed results we calculated the ATT separately for groups of departments
formed according to the proportion of female employees in the individual departments.
In accordance with Cardoso and Winter-Ebmer (2010) findings, the impact of the female
leaders on the male and female wage decreases with the higher proportion of women in the
firm. We divided the departments into four groups. The first group covers departments with
20—40 per cent of female employees, the second group departments with 40—60 per cent,
the third group departments with 60—80 per cent and the last group departments with
80-99.9 per cent of female employees. The ATT for each group is calculated in the same way
as in the case of estimating the ATT for men and women headed departments. Because of the
small number of employees in the case of coarsened exact matching, we did not estimate the
wage function for men for the individual groups (equation 4) to estimate the potential wage
of women if they were men. Instead of this, we used the wage functions of male employees
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after coarsened exact matching. This means we applied the same wage functions as we used
for the calculation the ATT for men and women controlled departments.

Firstly, we calculated the ATT without matching and then we used nearest neighbour
matching and coarsened exact matching as pre-processing. Table 6 shows the results.

Table 6
ATT for Individual Groups by Percentage of Women Employees
Groups o N Male manager N Difference
manager
Without matching
0.0731 -0.0323* -0.1054*
20-40 per cent of women (0.1532) 44 (0.0153) 665 (0.0094)
0.1698* -0.1285* -0.2983*
40-60 per cent of women (0.0323) 64 (0.0268) 458 (0.0054)
-0.0551 -0.1265* -0.0714*
60-80 per cent of women (0.1170) 256 (0.0354) 1,607 (0.0042)
0.0563 -0.0063 -0.0626*
80-99.9 per cent of women (0.0487) 1,232 0.0322) 4,336 (0.0012)

Nearest neighbour matching

20-40 per cent of women (004003;:) 24 {8&3;53) 626 (ggggg}
40-60 per cent of women (?]1052?7863 58 (310023?; 388 ((())(2)(5]?;;
60-80 per cent of women ((%)‘ZSBJ 146 {g:ﬁgi; 768 (ggg?;;;
80-99.9 per cent of women (gggzg; 202 {?)3)1111179; 930 (gggﬁ;

Coarsened exact matching

20-40 per cent of women {%%59757;:; 5 (ggjgg; 127 (é)&cg;)
40-60 per cent of women - 0 {gggif]; 152 -

60-80 per cent of women {(?116131225} 1 {?)(1)19?3) 68 g)%[]séfé:
80-99.9 per cent of women {gggg% 68 {{;](?3]3‘,327} 203 {883)2?;

*significant at the 5 per cent level, standard error in brackets

The unexplained gender pay gap was only with a few exceptions lower in the women
headed departments. The ATT was very similar (about 3 per cent) for the group with
20-40 per cent of female employees after using nearest neighbour matching as pre-proce-
ssing and significantly higher for female headed departments in the group with 60—80 per
cent of female employees after using coarsened exact matching. But these results were
not statistically significant.

Figure 3 1llustrates the difference in the ATT calculated for male and female headed
departments. The difference in the ATT calculated for male and female headed departments
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without matching and using nearest neighbour matching was minor. In both cases the
women headed departments had a lower unexplained gender pay gap (differences were
negative). In the group with 40—60 per cent of female employees, the difference in ATT for
male and female headed departments was about -30 percentage points, in the departments
with 60—80 and 80-99.9 per cent of female employees about -6 percentage points. The
divergent differences in the ATT were visible in the department with 20—40 per cent of
female employees, where this was -11 percentage points for the ATT calculated without
matching and about 1 percentage point for the ATT estimated after nearest neighbour
matching. The cause of these differences could be due to a relatively low sample of
employees in this group. The results received for coarsened exact matching are strongly
different. Using coarsened exact matching enabled to create a closely comparable sample
of men and women. But it led to a large loss of data and to having a very small number of
employees in the individual groups. Due to this the results have limited validity in this case.

Figure 3
Difference in ATT for Male and Female Headed Departments

20-40 % of women 40-60 % of women 60-80 % of women 80-99.9 % of women
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The results observed for the four different groups of departments confirmed the
hypothesis, that women in leadership have a lower tendency to apply wage discrimination
against women than men. We can see a tendency that the difference in the gender pay gap
between male and female heads of departments narrows with a higher proportion of women
in the department.

6. Discussion and Conclusion

The aim of this article was to consider the effect of the gender characteristics of middle
managers on the wage of rank-and-file employees using a variation within a firm and to
find out whether women in leadership show a lower tendency to use wage discrimination
against women. We used administrative data from two Czech hospitals. The gender pay
gap calculated as the difference between the logarithm of the average gross hourly
earnings of male employees and female employees was 0.14 (14 per cent). Women received
on average about 87 per cent of the male wage. In our hospitals, women led 32 per cent
of the departments and women headed departments had a lower gender pay gap.
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To consider the effect of the female head of departments on the gender pay gap, we
estimated the Mincer-type wage function of employees with a dummy for men, the female
manager and the interaction of these two variables. The estimated gender pay gap of the
complete sample reached about 12 per cent. The analysis suggests that having a female
head of department caused a decrease in the gender pay gap by 6.18 percentage points. We
used matching to get a more homogenous sample of male and female employees and to
reduce bias and model dependency. When using matching as pre-processing, the effect of
the female middle managers on the gender pay gap was also negative but slightly weaker.

We then used another method to confirm these findings — the average treatment effect
on the treated estimation. We calculated the ATT separately for male and female headed
departments and compared this identifying the unexplained gender pay gaps. We found
that women, working in departments headed by women, received about a 1.27 per cent
higher wage than men working 1n these departments and this wage difference could not
be explained by different known characteristics of men and women. On the other hand,
women employed in the departments headed by men received about a 3.83 per cent lower
wage than men due to their gender. Among employees under female middle managers, the
gender pay gap was about 5.1 percentage points lower compared to the employees with
male middle managers.

The findings after using the matching procedure were similar. The unexplained
gender pay gap was distinctly lower for the employees headed by women using nearest
neighbour matching and coarsened exact matching as pre-processing. In the first case,
the unexplained gender pay gap was about 6.7 percentage points lower for the group of
departments headed by women and in the latter case about 2.6 percentage points.

Finally, we calculated the ATT for four different groups of departments defined by
the proportion of female employees in the individual departments. There were only a few
exceptions where the unexplained gender pay gap was not lower in the women headed
departments. The difference between the male and female headed departments showed
a tendency to decrease with the higher proportion of women in the departments.

Hultin and Szulkin (1999 and 2003), Cohen and Huffman (2007) and the study
by Cardoso and Winter-Ebmer (2010) concluded that the gender wage gap reduced with
a greater representation of women in management. Our findings are consistent with these.

We concluded that having a female middle manager led to a decrease in the gender
pay gap of rank-and-file employees. The unexplained gender pay gap was lower among
the employees under female middle managers and the effect of female managers on the
wage was not negligible. The presence of a female head of department led to a decrease of
the unexplained gender pay gap by almost 7 percentage points when compared to the male
headed departments. As we use for our analysis firms in the public sector, where the wages
are subject to specific government regulation. it can be expected that an analysis of the
private sector would show an even stronger influence. These findings allow us to confirm
the hypothesis that women 1n leadership have a lower tendency to apply wage discrimination
against women than male managers.
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Appendix

Table A1. Men wage functions for ATT calculation

Without matching and nearest Coarsened exact matching
neighbour matching
Female Female
Male manager Male manager
manager manager
Constant 3.9887#** 3.4510%* 3.4365%** 3.0048%**
(0.3800) (0.1111) (0.9679) (0.3749)
Age 0.0308##* 0.0443%* 0.0595 0.0379%**
9 (0.0094) (0.0041) (0.0448) (0.0117)
Age squared -0.0003#** -0.0004*** -0.0008 -0.0003**
939 (0.0001) (0.0000) (0.0005) (0.0001)
Workind time -0.2106** -0.1176%%* 0.2553 -0.0627
9 (0.0927) (0.0332) (0.5264) (0.1326)
Years In firm 0.0125%** 0.0077#%** 0.0060 0.0099#**
(0.0027) (0.0010) (0.0149) (0.0032)
Occupation
- technical and economic worker 0.0103 0.3723"" -0.3878 0.1949%%
(0.2372) (0.0346) (0.5401) (0.0828)
-0.0196 -0.0860 -0.2244 0.4281
-orderly (0.2139) (0.0620) (0.4383) (0.2889)
- lower medical worker 0.2220 0.2912%** -0.2858 0.5968*
(0.2406) (0.0885) (0.3970) (0.3110)
-paramedical worker 0.2227 0.2229%** -0.8905* 0.3941
P (0.2656) (0.0731) (0.4620) (0.3067)
0.2270 0.2537#%** -0.2537 0.5196
- medical laboratory technician (0.2920) 0.0917) 0.4471) (0.3196)
-0.0276 0.4334
- pharmaceutical assistant . (0.2534) i (0.3882)
- midwife - - - -
-nurse 0.2780 0.3492%** -0.3267 0.6053**
(0.2415) (0.0690) (0.2848) (0.2800)
- other professional 0.2940 0.2910%#* -0.2063 0.4872*
P (0.2589) (0.0675) (0.2915) (0.2796)
0.7122%% 0.1672 0.3489
- pharmacist (0.2905) (0.2616) (0.3132) -
-doctor 0.4393* 0.5143%** 0.4676*
(0.2415) (0.0618) - (0.2589)
Education
- upper secondary - vocational -0.1763 -0.1462
without certificate (0.2162) (0.1694) - -
- upper secondary - vocational -0.0209 0.0684%* 0.1721**
certificate (0.0543) (0.0326) - (0.0687)
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- upper secondary - school 0.0270 0.0976%** 0.1203 0.2444#**
diploma (0.0690) (0.0364) (0.2166) (0.0871)
- tertiary - higher professional -0.0412 0.1591%** 0.2162 0.2895**
education (0.1159) (0.0574) (0.3032) (0.1207)
0.1778* 0.1872** 0.2889 0.2820
- tertlary - bachelor level 0.1014) (0.0777) (0.2380) (0.1743)
- tertiary - master and doctoral 0.0648 0.2807*** 0.4213** 0.5812#%#
level (0.0894) (0.0484) (0.1873) (0.1164)
Overtime 0.0003* 0.0003%*** 0.0001 0.0006%**
(0.0001) (0.0000) (0.0012) (0.0001)
-0.0001 0.00001 0.0138** 0.0002
Sickleave 0.0002) (0.0001) (0.0055) (0.0004)
Departments Yes Yes Yes Yes
R2 0.6817 0.7864 0.8754 0.7401
N 241 1,395 44 252

***significant at the 1 per cent level, **significant at the 5 per cent level, *significant at the 10 per cent level,

standard error in brackets
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