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Abstract

This research investigates the level of the gender pay gap and gender parity in the
Visegrad Group countries in light of the changes that took place in the whole EU
during the last decade. The following hypotheses accompany the research objec-
tive: (1) the level of the gender pay gap diminished significantly over the last
decade in the V4 economies; (2) the V4 countries are following a path to achieve
gender parity. Data were taken from Eurostat. The pay gap and the managerial
occupations indicators were used to verify the research hypotheses.

The empirical investigation did not let us reject the first hypothesis for Po-
land only. However, it should be rejected for the other V4 economies. In addition,
the second hypothesis should be rejected.
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1. Introduction

Gender gap equalization is a pillar of modern society. It covers, among others, the
gender pay gap, which can be defined as the difference in salaries of men and
women who have the same positions. In addition, the percentage of women in
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managerial positions is a crucial index of the gender gap. We should remember
that promotion of gender equality is one of the Sustainable Development Goals.

This research investigates the level of the gender pay gap (GPG) and gender
parity in the Visegrad countries (i.e., Czechia, Hungary, Poland, and Slovakia;
hereinafter V4) in light of the changes in the EU during the last decade. The fol-
lowing hypotheses accompany the research objective: (1) the gender pay gap
shrank significantly over the last decade in the V4 economies; (2) the V4 countries
finally achieved gender parity. Data were taken from Eurostat. The pay gap and
the managerial occupations indicators were used to verify the research hypotheses.

The article consists of the following parts: after the introduction, the theoreti-
cal background and the literature review are presented. These parts are followed
by the methodology, data, and empirical investigation. The crucial outcomes are
shown in the summary.

2. Theoretical background and literature review

Equalizing the gender gap, including the gender pay gap and the equal treatment
of women and men, are pillars of modern societies. It has been investigated over
the last few decades and is well recognized in the literature (see, e.g., Becker,
1957; Becker, 1985; Black and Brainerd, 2004). The promotion of gender equality
is one of the Sustainable Development Goals (see: https://www.un.org/sustainable
development/), which is why the gender gap is often analyzed in the context of
sustainable development (Domanska, Zukowska & Zajkowski, 2019), for different
times, countries, and regions (see, e.g., Marilyn & Olawale, 2017; Bando, 2019;
Norrander, 1999), including the EU economies (Fado§ & Bohdalova, 2019; Marcu
& Tanase, 2018; Dolado, Garcia-Pefialosa & Tarasonis, 2020), and of course Po-
land. In Poland, the gender gap has been investigated in the context of the policy-
making process (Jakubowska & Kaniasty, 2015) or the benevolence and hostility
directed at men and women (Zawisza, Luyt & Zawadzka, 2012), among others.
The gender pay gap was also investigated (Oczki, 2016).

Not only was the gender gap measured, but some recommendations concern-
ing different ways to reduce it were proposed (e.g., Ofisi and Lukamba, 2020).
There is also an analysis of formal actions undertaken towards gender equality
presented in the literature (North, 2010).

The gender pay gap can be defined as the difference in salaries of men and
women with the same positions, and it has also been investigated in the literature
(see, e.g., Bergmann, 1974; Blau, 1977; Bayard, Hellerstein, Neumark & Troske,
1999). It was analyzed for Europe (Maume, Heymann & Ruppanner, 2019; Alaez-
Aller, Longés-Garcia & Ullibarri-Arce, 2011; Arulampalam, Booth & Bryan,
2007), the US (Srinivas, 2007; Blau & Kahn, 2007), and South Africa (Adelekan
& Bussin, 2018; Bhorat & Goga, 2013), among others. According to Eurostat,
women in the EU are less present in the labor market than men. Thus, the gender
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employment gap exists and is significant. However, there are differences between
EU economies (The gender pay gap situation in the EU, 2020).

The percentage of women in managerial positions is a crucial index of the
gender gap, and it has also been investigated in the literature (see, e.g., van
Mensvoort, Kraaykamp, Meuleman & van den Brink, 2020; Galy-Badenas and
Croucher, 2016). What is particularly interesting is that, according to Eurostat, the
largest share of women in managerial positions was recorded in Latvia (45%) and
Poland (44%). Bulgaria, Hungary, and Slovenia followed — all with 42% (Women
remain outnumbered in management, 2020). It turns out that it is not the old EU
countries but the new member states that are the leaders in the percentage of
women in managerial positions.

The above situation prompts a detailed analysis of the gender pay gap level
and women’s employment in managerial positions in recent years in the V4 econ-
omies against the background of the whole European Union. It is obvious, howev-
er, that the above-mentioned indicators do not represent a holistic approach. For
instance, they neither address nor explain any qualitative inequalities in the labor
market. However, being aware of these shortcomings, we decided to focus on
these qualitative, calculative, and internationally comparable indexes to build
a background for future, more detailed research.

3. Research method and data

Data were taken from the Eurostat databases, which makes the research compara-
ble in time and space. The analysis covers yearly data between 2010 and 2020,
allowing us to investigate the changes in the gender pay gap and the share of
women in managerial positions over the last decade.

Two different indicators were used in this research. The first one is the unad-
justed gender pay gap (see: Leythienne & Ronkowski, 2018), which describes the
difference between the salaries of men and women in a given economy and
a given period. More specifically, this indicator combines gender differences in
earnings, for the same work (or work of equal value), with the impact of differ-
ences in the average characteristics of men and women in the labor market. It can
be calculated as follows:

uGPG =22 (1)
A
where:
uGPG — the unadjusted gender pay gap,
A — the mean gross hourly earnings of men,
B — the mean gross hourly earnings of women.

This indicator is a subject for further, detailed decompositions (Leythienne

& Ronkowski, 2018). '
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We are aware that the Gender Pay Gap (as a quantitative method) does not
explain the causes of the wage gap between men and women. We are also aware
that, to a certain extent, we have simplified the recognition of the anachronistic
nature of the qualitative differences. Simultaneous qualitative studies should sup-
port the outcomes of the GPG. They could focus on the occupational availability
of both genders or the social roles assigned to them. However, we decided to
use the GPG as it provides data on the size of the existing gender differences
between the salaries of men and women. Additionally, as they are easy to interpret,
they could be a subject for international comparisons in time and space.

The second indicator is access to managerial occupations (AMO), defined as
the percentage of women executive positions as a share of all employed people in
that group. The AMO indicator supports the outcomes of the GPG and makes the
analysis more comprehensive. It can be calculated as follows:

AMO =% @)
D
where:
AMO — access to managerial occupations,
C — the number of managerial positions occupied by women,
D — the number of total managerial positions.

Decompositions of these indicators for different ages for Poland and the EU
average were used in the empirical study. Additionally, we conducted detailed
research on every EU member state for 2010 and 2020 to investigate the changes
in the whole of the EU in the field of gender (in)equality. Additionally, simple
statistical measures were used to formally describe the empirical results: the aver-
age, standard deviation, and the coefficient of variation.

4. Empirical investigation

The empirical investigations started by analyzing the gender pay gap in all EU
economies (including the UK) for 2010 and 2019. The average data for the whole
EU and the eurozone were also analyzed. The details are presented in Table 1, which
contains data on the difference in the salaries of women and men (in percent) of each
country. The ranking position of each economy is also shown.

The average gender pay gap decreased in the EU (and in the eurozone) by 1.7
percentage points (and 2.1 pp. in the eurozone), which is undoubtedly a positive
change. However, the differences among particular countries were enormous. In
2010, the lowest pay gap was observed in Slovenia — only 0.9%, while in 2019, the
most equal earnings were noticed in Luxembourg, where women earned 1.3% less
than men. The worst situation was detected in Estonia, where the GPG reached
almost 28% in 2010 and 22% in 2019.

What is particularly surprising is that, generally, the differences among the EU
economies increased. The standard deviation value for 2010 was 6.5 pp., rising to
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8.2 pp. The coefficient of variation increased from 45% of the average GPG in 2010
to 63%. The gender pay gap in the EU was characterized by strong (and rising)
variation in the investigated period.

Table 1. The Gender Pay Gap in EU Economies in 2010 and 2019

2010 2019 difference
in % ranking in % ranking in pp. Change in ranking

EU 15.8 14.1 -1.7
Eurozone 17.0 - 14.9 - -2.1 -
Luxembourg 8.7 6 1.3 1 -7.4 5
Romania 8.8 7 3.3 2 -5.5 5
Italy 5.3 3 4.7 3 -0.6

Belgium 10.2 8 5.8 4 -4.4 4
Slovenia 0.9 1 7.9 5 7.0 -4
Poland 4.5 2 8.5 6 4.0 -4
Cyprus 16.8 18 10.1 7 -6.7 11
Greece* 15.0 13 10.4 8 -4.6 5
Portugal 12.8 10 10.6 9 -2.2

Ireland* 13.9 12 11.3 10 -2.6 2
Croatia 5.7 4 11.5 11 5.8 -7
Malta 7.2 5 11.6 12 4.4 -7
Sweden 15.4 14 11.8 13 -3.6

Spain 16.2 17 11.9 14 -4.3 3
Lithuania 11.9 9 13.3 15 1.4 -6
Denmark 17.1 19 14.0 16 -3.1 3
Bulgaria 13.0 11 14.1 17 1.1 -6
Netherlands 17.8 21 14.6 18 -3.2 3
France 15.6 16 16.5 19 0.9 -3
Finland 20.3 23 16.6 20 -3.7 3
Hungary 17.6 20 18.2 21 0.6 -1
Slovakia 19.6 22 18.4 22 -1.2 0
Czechia 21.6 24 18.9 23 -2.7 1
Germany 22.3 25 19.2 24 -3.1 1
United Kingdom* 23.3 26 19.8 25 -3.5 1
Austria 24.0 27 19.9 26 -4.1 1
Latvia 15.5 15 21.2 27 5.7 -12
Estonia 27.7 28 21.7 28 -6.0 0
Std. Dev. 6.5 --- --- 8.2 -

Coef. of var. 0.45 - 0.63 -

* — data for 2018.
Source: own elaboration based on Eurostat data: [earn_gr_gpgr2] (accessed: October 25, 2020)

The ranking is very diverse. The top and bottom of the hierarchy include both
new and old EU member states. The performance of all EU countries seems better
than Eurozone economies, which means that, on average, non-Euro countries see
more equal payments among men and women.

Poland ranked second in 2010, with an index amounting to 4.5%, and sixth in
2019, with a value of 8.5%. The evaluation of these facts is ambiguous — unfortu-
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nately, the gender pay gap deteriorated; however, Poland still maintains a high
ranking, as it is among the best countries in the EU. It is also a leader among the
V4 countries, but the disparities call for a deeper analysis of the gender gap in
Poland and the other Visegrad Group countries. Table 2 presents detailed yearly
data on the gender pay gap in the V4 countries in the light of the EU and eurozone
(as Slovakia belongs to the eurozone).

Table 2. The Gender Pay Gap in V4 countries in the light of the EU (in %)

2010 2011 2012 2013 2014 2015 2016 2017 2018 2019

EU 15.8 16.2 16.4 16.0 15.7 15.5 15.1 14.6 14.4 14.1
Eurozone 17.0 17.3 17.6 17.1 16.8 16.5 16.2 15.7 15.3 14.9
Poland 4.5 5.5 6.4 7.1 7.7 7.3 7.1 7.0 8.5 8.5
Hungary 17.6 18.0 20.1 18.4 15.1 14.0 14.0 15.9 14.2 18.2
Czechia 21.6 22.6 22.5 22.3 22.5 22.5 21.5 21.1 20.1 18.9
Slovakia 19.6 20.1 20.8 18.8 19.7 19.7 19.2 20.1 19.8 18.4
Average 15.8 16.6 17.5 16.7 16.3 15.9 15.5 16.0 15.7 16.0
Std. Dev. 7.7 7.6 7.4 6.6 6.5 6.7 6.4 6.4 5.5 5.0
Coef. of var. 0.49 0.46 0.43 0.40 0.40 0.42 0.41 0.40 0.35 0.31

Source: own elaboration based on Eurostat data [earn_gr_gpgr2] (accessed: October 25, 2020)

Analysis of the data presented in Table 2 shows that Poland remained a lead-
er, with the lowest GPG index among all the V4 countries during the whole
analyzed period. However, the payment inequalities deteriorated most significant-
ly — from 4.5% in 2010 to 8.5% in 2020. During the same period, the GPG in
Slovakia remained relatively stable (at an average level of around 19.6%). It fell
slightly in Czechia (from 21.6% in 2010 to 18.9% in 2019), and it fluctuated in
Hungary (20.8% in 2012, 14% in 2015 and 2016, and 18.2% in 2019).

The next step of the research was to investigate the share of women em-
ployed in managerial positions in the V4 economies. The total data (regardless of
the age of the employees) is presented in Table 3.

Table 3. Women Employed in Managerial Positions (all ages)

2010 2011 2012 2013 2014 2015 2016 2017 2018 2019

EU 33.3 32.7 32.8 32.1 31.7 31.9 32.6 32.6 33.0 33.5
Eurozone 33.4 32.1 32.2 31.2 30.6 30.4 31.3 31.3 31.6 32.1
Poland 35.6 38.0 37.8 37.8 38.8 40.2 41.2 41.2 42.5 43.0
Hungary 36.5 40.4 38.9 40.8 39.8 40.5 39.4 39.3 38.6 38.9
Czechia 27.7 25.7 26.2 27.2 27.9 29.5 25.4 24.7 26.8 26.8
Slovakia 34.6 30.9 33.2 32.7 30.0 31.3 35.0 32.7 32.1 33.7
Average 33.6 33.8 34.0 34.6 34.1 35.4 35.3 34.5 35.0 35.6
Std. Dev. 4.0 6.7 5.8 6.0 6.1 5.8 7.1 7.5 6.9 7.0
Coef. of var. 0.12 0.20 0.17 0.17 0.18 0.16 0.20 0.22 0.20 0.20

Source: own elaboration based on Eurostat data [tqoelc2] (accessed: October 30, 2020)

Considering the share of women holding managerial positions, Poland be-
came a leader among the V4 countries (overlapping Hungary) in 2016. The index
increased from 35.6% in 2010 to 43% in 2019. At the same time, Hungary and
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Slovakia, which were at a similar starting point (close together with Poland), fluc-
tuated slightly but remained relatively constant — higher for Hungary and lower for
Slovakia. Czechia also remained stable, but at a significantly lower level, around
27%, also below the EU average. It is important to highlight that the shares of
women employed in managerial positions in Poland, Hungary, and Slovakia were
above the EU average. However, it can be concluded that the differences between
the V4 countries were significant, confirmed by the standard deviation and coeffi-
cient of variation (the variation increased over the last decade).

The next step was to check the employment level of relatively young women
in managerial positions. The results are presented in Table 4.

Table 4. Women Employed in Managerial Positions (up to 39 years of age)

2010 2011 2012 2013 2014 2015 2016 2017 2018 2019

EU 37.0 37.8 37.1 36.1 35.8 35.5 36.7 36.4 36.9 37.1
Eurozone 37.3 37.8 37.4 35.9 35.1 34.6 35.8 35.5 36.0 36.5
Poland 39.1 40.3 38.9 39.4 39.7 40.9 44.0 42.5 44.0 43.8
Hungary 36.6 38.0 37.7 40.5 43.4 41.0 33.6 35.1 35.8 33.2
Czechia 30.1 25.9 24.8 27.0 30.0 30.2 24.1 25.5 31.0 29.4
Slovakia 35.5 29.8 33.7 35.0 32.6 34.3 34.7 33.6 31.4 35.3
Average 35.3 33.5 33.8 35.5 36.4 36.6 34.1 34.2 35.6 35.4
Std. Dev. 3.8 6.8 6.4 6.1 6.2 5.3 8.1 7.0 6.0 6.1
Coef. of var. 0.11 0.20 0.19 0.17 0.17 0.14 0.24 0.20 0.17 0.17

Source: own elaboration based on Eurostat data [tgoelc2] (accessed: October 30, 2020)

Poland was a leader again, exceeding both the other V4 countries and the EU
average. Moreover, the increase in the share of young women in managerial posi-
tions rose most significantly, from 39% to almost 44%. On average, it is much
better than in the whole EU, where it remained stable at around 37%. The data for
Hungary fluctuated greatly, like Czechia and Slovakia, but, ultimately, they ended
up below their starting points. However, the differences between countries were,
on average, smaller than for women of all ages.

To make the picture complete, the employment of women over 50 years in
managerial positions was investigated as the last part of the research, and the re-
sults are presented in Table 5.

Table 5. Women Employed in Managerial Positions (age over 50 years)

2010 2011 2012 2013 2014 2015 2016 2017 2018 20183

EU 30.5 29.0 29.3 29.2 28.8 29.6 30.0 29.7 29.3 30.0
Eurozone 30.7 27.8 28.5 28.1 27.5 27.9 28.7 28.2 27.8 28.7
Poland 31.8 35.7 34.8 354 36.9 39.2 373 37.9 40.5 40.0
Hungary 33.6 42.8 37.7 41.7 42.1 46.7 44.2 41.6 42.9 41.1
Czechia 24.9 26.2 27.3 27.6 27.0 28.1 27.1 27.5 23.9 23.4
Slovakia 33.9 32.5 34.4 30.3 29.2 31.3 32.7 30.1 31.4 33.9
Average 31.1 34.3 33.6 33.8 33.8 36.3 35.3 34.3 34.7 34.6
Std. Dev. 4.2 6.9 4.4 6.2 7.0 8.3 7.2 6.6 8.7 8.1
Coef. of var. 0.14 0.20 0.13 0.18 0.21 0.23 0.20 0.19 0.25 0.23

Source: own elaboration based on Eurostat data [tqoelc2] (accessed: October 30, 2020)
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It is important to note that the situation is different when it comes to women
over 50. Hungary recorded the best performance, followed by Poland and Slo-
vakia. Although Slovakia was a leader at the beginning of the investigated period,
in 2010, it lost its position to Hungary and Poland in 2011. Moreover, while the
situation in Slovakia was relatively stable throughout the whole period, in Hunga-
ry and Poland, the share increased. Czechia’s performance was the worst through-
out the entire period. The differences between the V4 countries were significant,
verified by the standard deviation values and the coefficient of variation.

5. Summary

The gender pay gap differed significantly in the analyzed period in the V4 econo-
mies. Poland recorded the best performance among them, coming second in the
European Union in 2010 and sixth in 2019. Unfortunately, the drop in the Europe-
an ranking was caused by the GPG increase — from 4.5% to 8.5%. In 2019, Hun-
gary, Slovakia, and Czechia were in 21st, 22nd, and 23rd positions, respectively.
Their positions in the EU ranking in 2019 were similar. The GPG in these econo-
mies oscillated around 18%, far below the EU average.

Poland was also a leader in the employment of women in managerial posi-
tions. The share of women (of all ages) among all managers increased from 35.6%
in 2010 to 43% in 2019, which was much better than in the EU, on average. Hun-
gary also recorded a higher share than the EU average. However, Czechia and
Slovakia were far below the EU average. Similar effects were recorded for rela-
tively young women, i.e., under 40. Slightly different results were obtained for
women over 50 years of age. Nevertheless, the Polish and Hungarian economies
employed more women in managerial positions than Czechia and Slovakia.

To sum up, we can conclude that Poland presented a good performance, with
a relatively low gender pay gap. Additionally, the share of women in managerial
positions in Poland rose and was much higher than the EU average. Hungary,
Czechia, and Slovakia should improve their performances, especially regarding
the gender pay gap, while Czechia and Slovakia should encourage the employ-
ment of women in managerial positions.

The empirical investigation did not allow us to reject the first hypothesis for
Poland only, although it should be rejected for the other V4 economies. The sec-
ond hypothesis should be rejected for all countries.
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