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Executive summary

The COVID-19 crisis has had a differential impact on women and men in the Czech Republic and globally.
Russia’s large-scale war of aggression against Ukraine, the ongoing global energy crisis, looming climate
crisis and rising inflationary pressures all further imperil the prospects for an inclusive recovery from the
pandemic. These crises, too, have gender-differentiated impacts; for instance, the impact of inflation on
food and fuel prices can affect women differently due to gender gaps in employment, pay, pensions and
so on.

In recent years, the Czech Republic has made several efforts to close gender gaps. However, these efforts
have not managed to move the needle on gender equality, with noticeable gaps still seen in several areas.
For instance, despite major progress in male and female employment, the gender employment gap
remains high. While girls fare better in secondary education, gender differences persist in educational
choices. Similarly, gender gaps exist in earnings, the work-life balance for mothers of young children, and
women’s access to leadership roles in both public and private sectors. Gender-based violence also
remains a significant issue. The Czech government has adopted strategic frameworks over the past two
decades and further solidified an institutional structure to co-ordinate gender equality efforts across the
administration. Yet, many roadblocks to adequate governance have been identified, including limited
capacities, competencies and resources to pursue the country’s gender equality and gender
mainstreaming goals.

Given this sluggish progress in reducing gender inequalities, hampered by the current regional and global
situation, there is a need to adopt a two-pronged approach to promoting gender equality in the Czech
Republic. This approach consists of both targeted measures and mainstreaming the gender perspective
across government decision making.

To achieve this, the Czech Republic will need to reinforce governance structures and institutional
capacities for gender-sensitive policymaking. Noting the main trends and gaps and the importance of
accelerating efforts to improve gender equality in the Czech Republic, this report assesses four main areas
in the governance of gender equality:

e legal, policy and strategic frameworks
e institutional set-up, roles and responsibilities

e the use of tools and practices such as gender impact assessment, gender budgeting, gender-
sensitive data and citizen participation

e accountability and oversight mechanisms.

Based on these assessments, the report makes recommendations in each of the pillars to underpin better
gender equality outcomes through gender-sensitive policymaking.

First, the report proposes formalising gender equality commitments legally by building on the existing policy
and strategic frameworks for gender mainstreaming, such as the Gender Equality Strategy for 2021-2030,
and linking them more strongly to the budget process. Doing so should improve the sustainability of their
implementation. The government could consider enhancing the autonomy and ownership of line ministries
to implement the strategy and integrating gender equality goals in strategic planning at the sectoral levels.

Second, the Czech government could consider institutionalising the role of the Government Commissioner
for Human Rights to ensure cabinet-level representation for gender equality policies. The Gender Equality
Department’s mandate and its location within the institutional set-up could be clarified legally. The
department would also benefit from improved analytical capacities and resources for effectively co-
ordinating gender equality efforts across the administration. Similarly, strengthening the mandate of the
Government Council for Gender Equality to monitor and follow up on its recommendations would improve
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implementation. Systematic application of the gender focal point (GFP) standard in all ministries, backed
with greater clarity of the role of the GFPs as providers of gender expertise, would help support the whole-
of-government effort for gender equality and mainstreaming. Overall, there is a need for more sustainable
financing and systematic training for this work.

Third, while gender impact assessments (GIA) have been introduced through a binding requirement,
linking them formally to the GIA methodology would ensure quality control. The government could consider
carrying out needs assessments and analyses to identify the most relevant sector-specific policy issues
related to gender equality. Conducting audits for mapping the availability and use of gender-disaggregated
data across sectors would improve evidence-informed policymaking. Formalising consultation and
participation channels for civil society would improve stakeholder consultation in designing gender equality
policy. Adopting a staged approach for the introduction of gender budgeting would allow time for
institutional buy-in and building capacity.

Finally, the report recommends introducing various levels of accountability and oversight for the monitoring
and follow-up of the government’s gender equality and gender mainstreaming goals. On the executive
side, the roles of the Government Council for Gender Equality, the Legislative Council, the Regulatory
Impact Assessment Board and the Cabinet are good candidates for taking on monitoring related to gender
equality work, thereby fostering accountability. Reinforcing the corrective powers of the Office of the Public
Defender of Rights would give its decisions greater impact. A more proactive role for the Parliament of the
Czech Republic and greater parliamentary oversight, for example through an annual report on gender
equality, could also be considered.
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1 The need for gender-sensitive and

For Official Use

inclusive policymaking in the
Czech Republic

This chapter discusses the relevance of gender-sensitive policymaking as
one of the key elements to build the Czech Republic’s resilience to current
and future shocks and promote economic growth. It reviews how a gender-
sensitive approach can support responsible and evidence-based decisions,
particularly in a context of fiscal tightening, while strengthening democratic
processes and boosting citizens’ trust in public institutions. It highlights the
importance of strengthening the government’s strategic, legal and
institutional capacities for gender-sensitive policymaking and previews steps
that the Czech Republic could take to further its progress towards its gender
equality objectives.
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1.1. Gender-sensitive policymaking can help promote growth and strengthen the
resilience of the Czech Republic to current and future crises

1.1.1. The Czech Republic’s inclusive recovery is challenged as further economic and
humanitarian crises unfold

COVID-19 has had different impacts on men, women and diverse groups in OECD countries and beyond
primarily because the pandemic has exacerbated pre-existing structural inequalities and gender norms.
The Czech Republic was not immune to this differential impact. Since 2016, the European Union (EU)
European Semester country-specific recommendations have regularly cited a number of structural gender
inequalities in the country. For example, the 2020 country report for the Czech Republic stated that the
gender gap in employment and pay is among the highest in the EU (European Commission, 2020y1). The
pandemic worsened the situation, with Czech women more affected by the crisis than men in several
areas, due in part to women’s higher rate of employment in commercial services and in part to the
traditional division of household and childcare responsibilities (Chapter 2).

Over the course of 2020 and 2021, there was growing recognition across both the OECD and the EU of
the importance of supporting an inclusive approach to exit the crisis and promote recovery. During
preparation of national recovery and resilience plans, the European Commission called on EU member
states to take a two-pronged approach to reflect gender equality considerations in their national plans,
including both gender-specific measures and gender mainstreaming throughout the national plans
(European Commission, 2022p2). This two-pronged approach has been highlighted in the OECD
Recommendation of the Council on Gender Equality in Public Life (OECD, 20163) and the EU Gender
Equality Strategy 2020-2025 (European Commission, 2020y)). The Czech Republic took steps in this
regard, as discussed in detail in Chapter 3.

However, the window of opportunity for an inclusive recovery faces threats due to mounting economic and
humanitarian crises stemming from Russia’s war of aggression against Ukraine, the soaring energy prices,
and the Czech Republic’'s heavy reliance on energy imports from Russia. These challenges pose a risk
that gender policy may become less of a priority. In this context, there is a need to better understand the
potential gender-differentiated impacts of rising inflation and how to account for these differences going
forward.

1.1.2. Gender-sensitive policymaking can support responsible and evidence-informed
policy and spending decisions in a tightening fiscal context

Responsible budgetary policy and efficient public spending, coupled with evidence-informed policymaking,
are high priorities for the Czech government. It has set out to tighten its fiscal policy over the medium term,
with fiscal consolidation planned for 2023 (OECD, 20225). In this context, there are difficult tax and
spending choices to be made that will determine how the cost of fiscal consolidation will be distributed
across society. Fiscal consolidation can undermine progress made in improving female employment and
closing the gender gap, as shown by evidence on the effect of the austerity measures adopted by most
OECD countries in response to the post-2008 recession. Measures to lower wages and decrease labour
market incentives often target second earners and groups with lower expected productivity, among whom
women continue to be over-represented. Another frequently used austerity measure, cuts to care services,
increases the burden of unpaid care and family work, which often becomes the responsibility of women
(Vladisavljevi¢, Jelena and Perugini, 2019). According to OECD evidence, commonly used fiscal
consolidation tools, such as across-the-board expenditure cuts that affect women disproportionately, are
inefficient and are not likely to deliver a long-term consolidation. Instead, reforms focusing on sophisticated
workforce planning in the public sector, with flexibility given to managers across the portfolio, can help
ensure an equal distribution of the burden of costs (OECD, 20117). An evidence-based decision-making
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process and whole-of-government approach that include key actors in gender equality, paired with
stakeholder engagement, can help identify both risks and opportunities in how fiscal policies impact
women.

Unless carefully considered, the very policies aimed at improving people’s lives and well-being in the Czech
Republic could inadvertently further deepen inequalities in the economy, in the workplace, at home and in
society. Evidence from across the OECD shows that the laws, regulations, policies and budgets designed
by governments often affect prevalent gender norms and gender gaps in society. For example, seemingly
gender-neutral tax policies may have implicit biases that disadvantage women due to existing
socioeconomic factors such as differences in income levels of women and men from diverse backgrounds
(OECD, 2022g). Box 1.1 offers an example from Canada on how laws can inadvertently deepen gender
gaps if not analysed for their gender impacts.

Gender-sensitive policymaking is a form of evidence-informed policymaking as it can provide decision
makers with useful information about the anticipated impact of proposed policy and budget measures on
different groups in the society. It aims to improve the quality, responsiveness and accessibility of public
services. Gender-sensitive policymaking goes beyond implementing targeted policy actions to address
specific forms of gender-based discrimination such as pay gaps, gender-based violence and unpaid care
responsibilities. It also entails integrating a gender equality perspective across all government action
(OECD, 20219). This approach helps decision makers collect, use and analyse the best available evidence
regarding gender as a social construct and employ multiple sources of information including statistics, data
and research to inform their decisions. Key tools of gender-sensitive policymaking include gender impact
assessments and gender budgeting, which are explored in greater detail in subsequent chapters of this
report.

While such an approach requires allocating sufficient capacities, capabilities, skills and resources across
the public administration to achieve full impact (Chapter 4), closing gender gaps can in turn provide a boost
to a country’s economy and public finances (Nicol, 2022107). On the other hand, a failure to invest in gender-
sensitive policymaking processes can mean higher societal and human costs.

Box 1.1. Limited gender-sensitive decision making risks inadvertently widening gender gaps

In 2016, as part of a ministerial mandate commitment, Immigration, Refugees and Citizenship Canada
(IRCC) developed a proposal to remove a regulatory requirement that sponsored spouses and partners
of Canadian citizens and permanent residents must live with their sponsor for two years as a condition
for maintaining their permanent resident status. In the process, IRCC applied gender-based analysis
plus (GBA+) that acknowledged a sponsored spouse or partner may be vulnerable for many reasons,
among them gender, age, official language proficiency, isolation and financial dependence, and that
these factors can create an imbalance between the sponsor and the sponsor’s spouse or partner. It
was further assessed that the two-year co-habitation requirement for conditional permanent residence
could compound these vulnerabilities in situations of domestic abuse. Given that a majority (70%) of
affected individuals who asked the IRCC for an exception to this requirement on the basis of abuse or
neglect were women, the IRCC assessed that this regulatory requirement may potentially result in
vulnerable spouses and partners remaining in abusive relationships out of fear of losing their permanent
resident status in Canada. The conditional permanent residence requirement was repealed on 18 April
2017.

Source: (OECD, 201941), Fast Forward to Gender Equality: Mainstreaming, Implementation and Leadership,
https://doi.org/10.1787/g2g9faa5-en.
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1.1.3. Gender-sensitive policymaking can support economic resilience and growth by
increasing women'’s participation in the workforce

Policy action to increase women’s employment and thus boost domestic labour supply is key to developing
a more productive and skilled labour force in the Czech Republic and to expanding its currently tight labour
market (Chapter 2). As stressed in the OECD Employment Outlook (OECD, 2022js)), the Czech Republic’s
recovery from the COVID-19 crisis is facing difficulties deriving from supply disruptions, rising prices and
overall uncertainty related to the war in Ukraine. High gender employment gaps and childcare costs in the
Czech Republic, alongside a decline in its economically active population, have created a labour shortage
that could negatively impact the national economy.

Reducing the gender employment gap is one way to help mitigate this imbalance. A recent McKinsey &
Company (202112)) study argues that increasing women’s participation in the Czech Republic workforce,
including in most productive sectors, could unlock EUR 20 billion in annual gross domestic product by
2030. In its Policy Statement and the National Recovery and Resilience Plan, the Czech government has
already taken important steps in this regard by committing to make childcare facilities more accessible,
which is expected to drive increased women’s labour force participation (Government of the Czech
Republic, 202213;; Government of the Czech Republic, 202214)). These steps build on the national-level
operational programmes adopted in the context of the European Social Fund and European Regional
Development Fund that have provided crucial support for the expansion of childcare services in the Czech
Republic, especially for the creation of children’s groups.

Relatedly, gender-sensitive policymaking can also help the energy transition and green recovery agenda
consider gender impacts as well as ensure that women are not left out of both of these. An example from
Germany in Box 1.2 shows tools that can help inform climate policies from a gender lens.

Box 1.2. Germany has developed a tool to assess the gender impact of its climate policies

Conducting regulatory impact assessments of climate policies, including with a gender perspective, has
the potential to allow lawmakers to assess gender effects of such policies and to take gender equality
goals into account in the development and implementation of climate policies.

A climate gender impact assessment tool developed by Umweltbundesamt, the German Environment
Agency, uses the common two-step methodology of impact assessments —i.e. a relevance test and a
main assessment. But it also builds on six gender-related dimensions that reflect diverse areas of life
where gender inequality is (re)produced such as in care work, the labour economy and public resources.

These gender dimensions draw upon empirical evidence from research on climate and gender equality,
and help identify and analyse gender-unequal effects from climate policies. The tool also incorporates
an intersectional approach to take into account the interplay of between gender or sex and other factors
of inequality and marginalisation.

Source: (Sauer, 2018y15)), Equality Governance via Policy Analysis?: The Implementation of Gender Impact Assessment in the European

Union and Gender-based Analysis in Canada, https://10.14361/9783839443767; (OECD, 202116)), Gender and the Environment: Building
Evidence and Policies to Achieve the SDGs, https://10.1787/3d32ca39-en.

1.1.4. Gender-sensitive policymaking can underpin gender equality as a democratic value
and a driver of trust in government

Greater gender equality can help support democracies and trust in the government. Ensuring gender-
balanced and inclusive representation in public life and leadership and promoting gender-sensitive public
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institutions and policymaking processes can contribute to strengthening democracies. As forthcoming
OECD research suggests, gender-balanced representation in parliaments is associated with increased
satisfaction with democracies and citizens’ trust in government decision making (OECD, forthcoming17).

Promoting gender balance and diversity in public life is particularly important in the Czech Republic given
that gender imbalances and stereotypes persist across society and trust in government institutions is low.
As elaborated in Chapter 2, while 70% of adult respondents to a 2018 survey said they believe that violence
against women is a problem in the Czech Republic, 58% indicated they believe there are cases in which
a woman is partially to blame for being raped. In addition, only 30% of citizens report trusting the national
government and 26% report trusting the national parliament (Amnesty International, 20181g)). As also
discussed in Chapter 2, despite improvements over time, important steps are still needed in the Czech
Republic to promote women'’s participation in public life, which remains below the OECD average in the
areas of women'’s representation in the parliament (26%), ministerial positions (31%) and the Supreme
Court (23%).

In line with the relevant objectives of the national Gender Equality Strategy for 2021-2030 (Strategie
rovnosti Zen a muzu na léta 2021-2030) (Office of the Government of the Czech Republic, 2021 19),
(hereafter, Strategy 2021+), gender-sensitive policymaking can help in prioritising the necessary steps to
close gender gaps. Such an approach can also help policymakers anticipate and address emerging
challenges and new barriers to women’s participation and representation in public life. These include, for
example, cyberviolence, misinformation and disinformation that are increasingly targeting female
politicians (Inter-Parliamentary Union, 201820)). These threats are major impediments to equal participation
as they can drive women to step aside from leadership roles.

1.2. Additional efforts are needed to embed gender-sensitive policymaking as the
way of doing business in the Czech public administration

In recent years, the Czech Republic has taken policy steps towards greater progress in gender equality,
evidenced by the launch of the government’s first gender equality strategy in 2014 and the subsequent
Strategy 2021+ currently in force. Gender focal points (GFPs) are in place to support the integration of
gender considerations in the work of line ministries. In addition, a government resolution requires all
submissions to the Cabinet to include a gender impact assessment (GIA), a process supported by an
implementation Handbook provided by the Gender Equality Department. All of these efforts are aligned
with the provisions of the 2015 OECD Recommendation of the Council on Gender Equality in Public Life.
While the economic and social benefits of gender-sensitive policymaking are clear, additional efforts are
needed to institutionalise this approach as intrinsic to the way of doing business across the Czech public
administration.

Several factors have hindered the government’s ability to fully realise the expected impacts of these steps.
Among others, these factors include the marginalisation of the gender equality objectives by key
stakeholders, varying levels of political support, the limited sustainability of government initiatives due to
its reliance on external funding, limited resourcing capacity and inconsistent implementation as a result of
due to changing responsibilities among different Cabinet members. Analyses undertaken by the Gender
Equality Department have found, for example, that GIAs are insufficiently utilised in government materials
and that GFPs, while responsible for implementing gender mainstreaming, usually fill the position on a
part-time basis and often face limited competencies. Lessons from COVID-19 have highlighted the
importance of having building blocks in the form of formalised institutional structures, capacities and
processes to effectively mobilise the state apparatus for gender-sensitive emergency management and
recovery.

This report assesses the Czech Republic’'s gender equality efforts and outcomes in accordance with the
standards set forth in the OECD Gender Recommendations! and in view of well-tested good practices
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across the OECD aimed at strengthening government capacity for gender-sensitive policymaking and
inclusive recovery. The Review is organised in seven chapters (including this introductory chapter) that
cover the following issues:

Chapter 2 provides a brief overview of how the Czech Republic ranks in various established
gender equality indices relative to other countries in the OECD and the EU in terms of key gender
indicators in the areas of labour force participation, wage gaps, time spent in paid and unpaid work,
parental leave and childcare policies, and women’s participation in public and private sector
leadership and in public employment. It also considers, to the extent possible, the specific impacts
of the COVID-19 pandemic on these areas.

Chapter 3 assesses the legal and strategic frameworks for gender equality and gender
mainstreaming in the Czech Republic, how they have evolved, and key success factors and
lessons learned.

Chapter 4 reviews the institutional set-up for gender equality in the Czech government including
the roles, responsibilities, capacities and capabilities of various public institutions engaged in
advancing the country’s gender equality agenda. It further assesses whole-of-government co-
ordination structures for the promotion of the gender equality agenda.

Chapter 5 examines the extent to which GIlAs are employed in the Czech Republic and ways to
strengthen their use and enhance citizen participation in policymaking to achieve greater gender
equality. It also discusses the availability and use of gender-disaggregated data and evidence to
support gender-sensitive policymaking.

Chapter 6 discusses recent efforts in relation to gender budgeting in the Czech Republic and how
gender equality considerations might be incorporated in a more explicit and effective way
throughout the budget cycle to build an effective gender budgeting framework.

Chapter 7 reviews accountability and transparency mechanisms for gender equality policies, in
particular the roles played by the Office of Government of the Czech Republic in co-ordinating
gender equality policies; the Ombudsperson in handling gender-related complaints; the parliament
in ensuring the government is effectively implementing gender mainstreaming in line with the legal,
policy and strategic frameworks; and the public administration as a whole in ensuring senior
leadership and managers are adhering to gender equality and anti-discrimination policies and
principles (e.g. through performance appraisals).
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z A comparative overview of gender

equality outcomes in the Czech
Republic

While the Czech Republic has made progress in advancing gender equality, gender gaps
persist in areas such as education, employment, entrepreneurship and public life.
Gender-based violence and stereotypes also remain a concern. This chapter assesses
current state of gender equality in the country, including trends over time and how it ranks
on key international indices compared with other OECD countries and its regional peers.
The Chapter also discusses the importance of strengthening institutions and capacities
for gender mainstreaming to promote inclusive recovery, economic growth, and national
well-being.
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2.1. Introduction

This chapter assesses the current situation in the Czech Republic with regard to key gender equality
outcomes, highlighting how it compares with the situation in other OECD countries The information and
analysis are mainly based on desk research, data extracted from OECD and other international databases,
consultations in the form of individual or group interviews with government stakeholders, and insights that
emerged from a focus group with non-government actors in the Czech Republic. The gaps analysis is also
complemented with some targeted policy reflections focusing on cases where the gender gaps are
considerable.

Despite improvements, participation in tertiary education remains low for both women and men in the
Czech Republic but with wide gender gaps. Gender disparities persist in educational choices, leading to
segregation in fields of study, with women under-represented in science, technology, engineering and
mathematics (STEM) fields and over-represented in fields such as education, arts and humanities, health,
and welfare (Czech Statistical Office, 2022[21))

The Czech Republic has made major progress in male and female employment rates, but the gender
employment gap remains high. While education plays a relatively small role, this gap fluctuates sharply
across age groups (sub-section 2.4) . In particular, gender employment gaps are wider among parents —
especially for mothers of very young children (aged 0-2) — than among persons without children. This
“motherhood penalty” results in important disadvantages in terms of wage and career progression over the
women’s lifetime and is also reflected in differences in average old age pensions for men and women and
in the higher risk of poverty in old age for women. This chapter provides policy reflections on how to close
the gender employment gap, especially for mothers with young children, for instance through work-life
balance measures.

Public spending on families in the Czech Republic is higher than the OECD average and includes generous
family benefits (mostly in the form of cash benefits) and long parental leaves (until the child reaches the
age of three). The limited availability of childcare places together with fairly traditional attitudes on gender
roles (relative to the OECD overall) result in scarce participation of very young children in childcare, with
mothers staying out of the labour market for a long time after childbirth. More generally, persistent gender
stereotypes and social norms remain at the root of gender inequalities in the economy and society overall.

Labour market segregation and gender earning gaps persist due in part to the fact that women make up a
relatively low share of managers in the Czech Republic and few of them reach the highest positions.
Gender gaps in public life are even larger, with women struggling to access leadership positions, as
evidenced by the relatively small share of women in parliament and in supreme courts.

Women continue to be less likely than men to create a business or to be working on a new start-up, to
operate an established business, or to be self-employed. However, an overview of entrepreneurship
policies through a gender lens suggests that women’s self-employment and motivation are increasing. This
increase is particularly strong among women with young children and those of pre-retirement age.

Violence against women is a significant issue in the country and apparently seen as such by a majority of
the population. A rise in intimate partner violence among young people and adolescents is among the
serious problems related to gender-based violence in the Czech Republic (Office of the Government of the
Czech Republic, 2021[19)).

2.2. The Czech Republic according to key international gender equality indices
Although gender equality in the Czech Republic is improving slowly, disparities between men and women

in its society and economy persist. Various cross-country indices allowing for international comparisons
rank the country lower than other OECD and European Union (EU) countries in different areas such as

For Official Use



16 | GOV/IPGC/GMG(2022)3/REV1

gender equality in public and private leadership and in the division of household tasks. This section
presents data from three different indices covering the gender dimension as well as comparisons among
the Visegrad Group of countries. Overall, these indices show limited improvements in terms of gender
equality over the years.

2.2.1. The Social Institution and Gender Index

The OECD Social Institution and Gender Index (SIGI) is a global index assessing gender equality in four
areas: discrimination in the family, restrictions on physical integrity, limited access to resources and limited
civil liberties (OECD, 201922)). It evaluates the level of inequality in a country on a scale of O to 100%, with
0% indicating the absence of any inequality.

In the 2019 edition of the index, the Czech Republic scored 19.8%, ranking 33rd out of 120 countries, and
is categorised as having very low levels of inequality (OECD, 2019p22;). However, among the 29 OECD
countries assessed, its performance is ranked the eighth poorest. The SIGI identified high inequality in the
Czech Republic emerging from discrimination in the family, particularly towards working mothers, as well
as restricted civil liberties, violence against women and a gender gap in feelings of security. The index also
points to the lack of female representation in politics and corporate governance.

Apart from Hungary, which is categorised as having a low level of inequality, all countries from the Visegrad
Group (the Czech Republic, Hungary, Poland and the Slovak Republic) have very low levels of inequality,
according to this index.

2.2.2. The Gender Equality Index

The Gender Equality Index (GEI) of the European Institute for Gender Equality provides a comprehensive
assessment of gender equality in the EU across six areas: work, money, knowledge, time, power and
health (European Institute for Gender Equality, 202123)). Assessments are scored on a scale of 0 to 100,
with 100 indicating full gender equality.

The Czech Republic has consistently scored below the EU average on the GEI and ranks among the
poorest-performing countries. The 2022 GEI ranked the Czech Republic 23rd out of 27 EU member states,
with a score of 57.2 compared to an EU average of 68. The country ranks lower than the EU average
across all six areas assessed, with the scores for health (21st of the 27), work (24th), money (15th) and
knowledge (14th) falling slightly below the EU averages by about four score points. The low rank is likely
due to particularly poor performance in the area of power, which measures women’s representation in
political and economic decision-making positions; in this area, the Czech Republic is assigned a score of
29.7 versus the EU average of 57.2, putting it in 25th place among the 27. The Czech Republic also scored
poorly (57.3 versus the EU average of 64.9) in the area of time due to unequal distribution of care and
housework, placing it 17th. Since 2010, the Czech Republic’s scores on the GEI have ranged between 55
and 57.2, with a dip in 2017 to 53.6, which suggests that development in gender equality is stagnating in
the country.

Among the other Visegrad countries, the Czech Republic ranks second in the overall GEI after Poland
(57.7) and Slovak Republic (56), with Hungary being the lowest-ranked country (54.2).

2.2.3. The Global Gender Gap Index

The Global Gender Gap Index (GGGI) computed by the World Economic Forum concentrates on gender
equality in health, education, economic opportunities and political empowerment. Countries are assigned
scores ranging from 0 to 1, with 1 indicating full gender equality. The Czech Republic scored 0.711 on the
2021 edition of the GGGI, having increased only by 0.03 since 2010 (World Economic Forum, 2021 24j). Of
the OECD countries assessed, only five (Greece, Hungary, Japan, Korea and the Republic of Turkiye)
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ranked lower than the Czech Republic. A likely explanation is that apart from improvement in women’s
political empowerment (from 0.088 in 2006 to 0.203 in 2021), large gains have not been made in other
facets of gender equality. The Czech Republic ranks lowest in the area of economic participation and
opportunity (91st out of 156) due both to poor performance in female representation among legislators,
senior officials and managers and to low wage equality. In political empowerment, the country ranks 73rd
due to the lack of women in politics and political leadership positions. Notably, the country achieved a
score of 1 in educational attainment, reflecting women'’s high enrolment rates in all levels of education.

In general, the four Visegrad countries scored similarly on the GGGI in 2021. The Czech Republic ranked
78th among 156 countries assessed, just below the Slovak Republic (77th) and Poland (75th); Hungary
lags further behind in 99th place. Nevertheless, the Czech Republic has the lowest scores in both economic
opportunities and health outcomes while it has the highest scores in education and political empowerment.

2.3. Gender gaps in education

In OECD countries, access to compulsory education is becoming almost universal, and the enrolment rate
among 15-19 year-olds in the Czech Republic is one of the highest among the OECD countries for which
data are available (OECD, 202125). Nonetheless, gender differences persist in educational outcomes and
access to tertiary education as well as in career choices. As reflected in international indices, segregation
in educational choices and fields of study represent key obstacles to gender equality in the Czech Republic.

2.3.1. Boys continue to lag behind girls in reading, but both perform similarly in science
and mathematics

In the 2018 OECD Programme for International Student Assessment (PISA), the scores of students in the
Czech Republic were not significantly different from the OECD average in reading, higher than the OECD
average in mathematics and higher than the OECD average in science.

There were gender differences in PISA scores, with girls performing better than boys in reading across all
participating countries. In the Czech Republic, the gender gap in reading was not significantly different
from the average OECD gap (33 versus 30 score points). Furthermore, the gap has narrowed since 2009
(from 48 score points) as boys’ performance improved and girls’ performance remained stable over the
period. Across the OECD, girls also slightly outperformed boys in science (by two score points) in 2018.
While boys have historically registered better performance in mathematics, girls’ performance has
improved in recent years to five points in favour of boys in 2018. In the Czech Republic, however, such
gender differences are less noticeable as girls and boys performed similarly in both science and
mathematics (OECD, 20192g)).

2.3.2. Girls fare better in secondary education, but gendered differences emerge in
vocational education

In the Czech Republic, about 1% of students in lower secondary and 8% in upper secondary initial
education repeated a grade in 2019, compared to 2% and 3%, respectively, on average across OECD
countries. Both in the Czech Republic and across the OECD, six of ten repeaters at lower secondary level
were boys. At upper secondary level, the share of boys repeating a grade in the Czech Republic was 64%,
compared to 57% on average across OECD countries (OECD, 202127)).

Men are more likely than women to pursue a vocational track at upper secondary level in most OECD
countries. Likewise, in the Czech Republic, most (56%)upper secondary vocational graduates in 2019
were men (compared to the OECD average of 55%). Women represent most of graduates from upper
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secondary general programmes both across OECD countries (55% on average) and in the Czech Republic
(60%) (OECD, 2021p27)).

2.3.3. Participation in tertiary education remains low for both women and men, and wide
gender gaps persist despite improvements

Attainment of tertiary education has expanded in the last decades, especially for women. As illustrated in
Figure 2.1, when it comes to attainment by age and gender, the trends in the Czech Republic resemble
those in many other countries: Among older generations (aged 55-64), the share of women who attain
tertiary education is lower than the share of men, while the opposite is true among younger generations
(aged 25-34). Despite overall increases in attainment, the share of 25-34 year-olds with tertiary education
in the Czech Republic remains well below the OECD average both for women (40% in 2020 compared to
52% in the OECD) and for men (26% compared to 39% in the OECD), with a gender gap higher than the
OECD average. Among Visegrad countries, the share of young women (aged 25-34) who attain tertiary
education is the second lowest in the Czech Republic, followed by Hungary.

Figure 2.1. Attainment of tertiary education is low in the Czech Republic and gender gaps are wide

Population with tertiary education by age and sex, 2020 or latest available year
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Note: Data refer to the International Standard Classification of Education (ISCED) 2011 classification. Data for the United Kingdom refer to 2021,
data for Japan and Tiirkiye refer to 2019, and data for Chile refer to 2017. The OECD average excludes Israel.
Source: OECD (2022p23)), Gender Data Portal - Education (database), https://www.oecd.org/gender/data/education.

In tertiary education, women and men largely choose different fields of study. In most OECD countries,
women tend to be under-represented in certain fields of STEM. In 2019, on average in the OECD, women
represented 21% of STEM graduates in engineering, manufacturing and construction (versus 18% in the
Czech Republic) and 27% in information and communication technologies (ICT) (versus 34% in the Czech
Republic) (Error! Reference source not found.). The share of women in natural sciences and
mathematics and statistics is considerably higher both in the OECD (53%) and in the Czech Republic
(60%). This is most likely driven by the relatively high proportion of women in natural sciences ; indeed, in
the Czech Republic, women made up 59% of tertiary graduates in natural sciences in 2012 (European
Institute for Gender Equality, 202229)). Among the Visegrad countries, both Poland and the Slovak
Republic have higher shares of women in STEM than the Czech Republic, while Hungary is well below the
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OECD average. Different stakeholders have noted that to counteract these trends, the Czech Republic
has several initiatives in place to further support girls in STEM, including counselling and career advice.

Figure 2.2. Girls remain under-represented in information and communications technologies and
engineering fields of study in the OECD and the Czech Republic

Share of women among tertiary graduates by field of education, all ages, 2019 (%)
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Note: Data refer to ISCED 2011 classification. The OECD average excludes Japan in the field of ICTs and Israel for all fields.
Source: OECD (2022p23)), Gender Equality - Key charts on Education (database), https://www.oecd.org/gender/data/education/.

In contrast, the field of education is traditionally dominated by women. Indeed, in the Czech Republic, 83%
of new entrants to the field of education in 2019 were women, more than the OECD average of 78%.
Across all education levels in the Czech Republic, 24% of teachers were men compared to 30% on average
across OECD countries (OECD, 2021277). According to stakeholders consulted for this report, there is a
bigger share of men among school directors in the country than among teachers. Reasons for this may
relate to salary considerations and reputational issues.

Traditional gender roles are one of the causes of the feminisation of the teaching professions. The
stakeholders consulted stressed that in the Czech Republic, teaching professions are of a caring nature
and therefore seen as typically female professions, especially positions in early childhood education and
care (ECEC). According to data as of September 2021, 99% of the teachers in nursery schools are women,
with the proportion decreasing in subsequent grades and falling to 60% in secondary schools (Czech
Statistical Office, 202130)).

To start tackling the issue of gender gaps in the field of education, the government in 2022 promised that
teachers’ salaries will be kept at 130% of the average wage (Government of the Czech Republic, 2022[13)).
Given that the minimum wage is increasing, this is an important step towards making the teaching
profession more financially attractive to both men and women.

Stakeholders consulted for this report also highlighted that the requirements imposed by EU funding are a
major development for promoting gender equality in education as higher education institutions must have
a gender equality strategy in place to be eligible for such funding.? For instance, since 2022, the Czech
Science Foundation requires all applicants to have an approved gender equality plan to be eligible for
grants (Grantova Agentura Ceské Republiky, 2022(1)). Similarly, starting in 2019, the Technology Agency
of the Czech Republic evaluates how the gender perspective is reflected and integrated in research
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projects, assigning extra points to research organisations active in improving gender equality within their
environment (European Institute for Gender Equality, 2023(32)).

As part of the Strategy for the Education Policy of the Czech Republic up to 2030+, the Ministry of
Education, Youth and Sports is in the process of revising the education curricula (Government of the Czech
Republic, 2020p3). ICTs are currently undergoing the most dramatic shift in this context (European
Commission, n.d.347). According to the stakeholders consulted, this ongoing curricula review may also
consider gender issues in terms of both implementing non-gendered content and actively promoting
gender equality. Box 2.1 presents examples from other OECD countries aimed at reducing gender
segregation in subject choices.

Box 2.1. Policy examples from OECD countries on addressing gender stereotypical subject
choices

Gender segregation in educational choices is still prevalent in most OECD countries, with men much
more likely to choose to study STEM subjects and women tending to choose subjects in the fields of
education, health and welfare (OECD, 20213s)). Gender stereotypes influence men and women's
choices. For instance, the stereotype that men are better than women at mathematics and, relatedly,
women’s lower self-confidence in mathematics strongly influence young people's subject choices
(OECD, 20193q)).

Policies to address gender stereotypical subject choices range from strategic commitment to self-
evaluation practices for teachers and ensuring availability of well-trained career counsellors to
encouraging children to engage with non-stereotypical subject choices. Most policies concentrate on
incentivising girls to enter to STEM fields:

e Some countries focus on providing guidance to young children. For instance, Ireland’s 2022
Recommendations on Gender Balance in STEM Education suggest, among other actions, that
primary school children and their guardians be provided guidance before the crucial transition
to post-primary school, starting with STEM subject selections.

e In 2019, Luxembourg released the Gender4STEM Teaching Assistant, a self-assessment tool
for teachers so they can evaluate their gendered education practices. The tool also
recommends learning content based on teacher profiles to better manage gender diversity in
classrooms.

e In Portugal, the Engineers for One Day project, launched in 2017, aims to establish engineering
and technology as also female domains. The project mobilises universities and female
engineers as role models and allows young people in secondary and further education to
engage with practical challenges in engineering. GirlsInNSTEM, a multi-country project set up in
2020, also organises bootcamps in Belgium, France, Poland and Spain to enable girls to engage
with STEM and provides toolkits for educators.

e The Inspiring the Future project in New Zealand, launched in 2021, facilitates interactions
between schools and volunteer workers by means of an online platform. These are important,
as OECD Career Readiness research in Australia, Canada, the United Kingdom and the United
States has found that students who report positive career conversations experience better
employment outcomes later.

Source: OECD (2022;37)), Report on the Implementation of the OECD Gender Recommendations: Meeting of the Council at Ministerial Level,
9-10 June 2022, https://one.oecd.org/document/C/MIN(2022)7/en/pdf.

For Official Use



GOV/PGC/GMG(2022)3/REV1 | 21

2.3.4. There is awide gender gap among young people not in employment, education or
training

The incidence of young people not in employment, education or training (NEET) in the Czech Republic
(10.6%) is relatively low in comparison with the OECD average (13.4%). Yet, the gender gaps are
considerable: In the Czech Republic, 17.0% of girls aged 15-29 are NEET compared to 4.6% of boys of
the same age; on average in the OECD, these values are 11.4% and 15.8%, respectively (Figure 2.3).
With a gap of 12.4 percentage points, the Czech Republic has the fifth-largest gap in the OECD (after
Mexico, Turkiye, Colombia and Costa Rica) and the largest gender gap of any EU or Visegrad country.
Several factors may account for this gender gap in NEET rates. It is possible, for instance, that businesses
favour hiring young men over young women since young women are more likely to take career breaks for
childbearing purposes (EuroStat, 20223g)). This is especially the case in the Czech Republic, which offers
lengthy paid parental leave (Figure 2.11) that is almost entirely used by mothers. Another factor is that
young women may have trouble reintegrating into the workforce after giving birth and once reintegrated,
are more likely to have either low-paying or unstable positions (EuroStat, 20223s)).

Figure 2.3. The gender gap in rates of young people not in employment, education or training are
high in the Czech Republic

Proportion of 15-29 year-olds who are NEET by sex, 2020 or latest available year
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Note: Data for Denmark, Germany and Tirkiye refer to 2019; data for Chile to 2017, for Luxembourg refer to 2018 and for Japan to 2014. The
OECD average excludes Korea.

Source: OECD (2023;39), OECD Family Database - CO3.5 Young people not in education or employment,
https://www.oecd.org/social/family/database.htm.

2.4. Gender gaps in the labour market

Before the pandemic, the Czech labour market was characterised by labour and skills shortages that were
key barriers to growth and resulted in high wages and a record low unemployment rate (OECD, 202040j).
Consequently, the employment rate rose over time and is now higher than the OECD average. While the
Czech economy is expected to grow by 1.8% in 2022 and 2.0% in 2023, the recovery from the COVID-19
crisis is hampered by supply disruptions, rising prices and overall uncertainty stemming from the war in
Ukraine (OECD, 2022(s)). Given that the labour market remains tight, boosting domestic labour supply
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through increased employment of women, and especially of mothers is a policy action that could contribute
to a productive and skilled labour force.

Indeed, despite high employment overall, the employment rates of young people, the elderly, people with
disabilities and especially women — namely, mothers of young children — are significantly below those of
prime-age men (OECD, 2020pu0). Although the overall employment rate of women in the Czech Republic
is higher than the OECD average, motherhood has a large negative effect on labour market activity.
Generous family benefits when children are younger (mostly in the form of cash benefits), long parental
leaves (until the child reaches the age of three) and limited childcare availability discourage mothers’ return
to work. Women remain outside the labour force for a relatively long time after childbirth, which has long-
term consequences for wage and career progression (OECD, 2023z9)).

In addition, the gender pay gap in the country is relatively high, and women struggle to access leadership
positions. The risk of poverty in old age is higher for women than for men. Nevertheless, due to strong
redistributive features of the pension system, the gender gap in pensions is low in international comparison
(OECD, 201941)).

2.4.1. Despite employment growth, the gender employment gap in the Czech Republic
remains wide

Over the past few decades, the gender employment gaps (the gap between men’s and women’s
employment rates) have narrowed across the OECD — sometimes substantially (Figure 2.4, Panel C). The
change derives from consistent growth in women’s employment coupled often with stable or declining
employment rates among men. The gender employment gap has also been decreasing in the Czech
Republic, down to 14.3 percentage points in 2020, though it remains sizeable in comparison to the OECD
average (10.9 percentage points). All Visegrad countries have recorded small percentage changes in the
gender gap.

Furthermore, the gender employment gap remains wide despite strong employment growth in the late
2010s (Figure 2.4, Panels A and B). At 67.1%, the employment rate for working age women in the Czech
Republic in 2020 was 9.5 percentage points higher than at the pre-crisis peak (57.0%) in 2008. Similarly,
the employment rate for working age men (81.4%) was 6 percentage points higher than its pre-crisis peak
in the same year (75.4%). Both increases rank among the largest employment rate gains in the OECD
over the period (OECD, n.d.[42), together with the gains in Hungary, Lithuania and Poland.

Part of the reason for the strong employment rate growth is that the working age population in the Czech
Republic is shrinking due to a rapidly ageing population, as is the case in several other OECD countries in
Central and Eastern Europe and the Baltics (OECD, 20200)). The people currently entering the labour
market are fewer in number than among the generations leaving, leading to a decline in the number of
potential workers. Between 2005 and 2020, the number of working age men (aged 15-64) in the Czech
Republic fell from 3.7 million to 3.5 million and the number of working age women dropped from 3.6 million
to 3.3 million (OECD, n.d.s3)). However, raw headcount employment growth has also been strong: Between
2005 and 2020, the number of employed working age men increased from 2.7 million to 2.8 million and
the number of employed working age women increased from 2 million to 2.3 million (OECD, n.d.j42)).
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Figure 2.4. Compared to most OECD countries, the Czech Republic has made little progress in
closing the gender employment gap in recent decades

Panel A. Employmentrates, 15- to 64 year-olds, Czech Republic, Panel B. Gender employment gap, 15- to 64 year-olds, Czech
1993-2020 Republic and OECD average, 1993-2020
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Note: The gender employment gap is defined as the percentage point difference between the employment rate for (15-64 year-old men and the
rate for women of the same age group . Countries are shown in Panel C only if data are available for both 1995 and 2020; thus, the OECD
average in Panel C excludes Chile, Colombia, Latvia, Lithuania and Slovenia.

Source: OECD (n.d.u2)), OECD Employment Database, http://www.oecd.org/lemployment/emp/onlineoecdemploymentdatabase.htm.

The COVID-19 pandemic strongly affected gender equality in the labour market, erasing some of the gains
made over the last decades. Although it is too soon to know the full extent of the pandemic’s (gendered)
consequences, it is clear that the effects have been significant and heterogeneous across OECD countries
(Figure 2.5).

Although the Czech Republic’s strong integration in global manufacturing value chains led to a deep
recession in the first year of the pandemic, growth resumed in 2021, and the short-term impact on the
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labour markets was relatively low, with relatively modest losses in terms of labour force participation and
employment to date (International Labour Organization, 202244)). This is likely because the labour market
effect of the pandemic tended to be the greatest among mothers with young children, a group that is
already under-represented in the labour force in the Czech Republic. Labour force participation was also
supported by a robust COVID-19 response package that included job and income protection schemes
representing 5% of gross domestic product (GDP) in 2020, and public guarantees for firms amounting to
15% of the 2020 GDP (International Labour Organization, 202244)). Yet, the recent drop in economic output
related to the COVID-19 crisis, the rise in the unemployment rate and disruptions to childcare provision
have posed additional challenges in terms of facilitating labour transitions for those not in employment,
including women (OECD, 202040j).

Figure 2.5. The COVID-19 pandemic led to shifts in labour force participation and employment rates
across the OECD (percentage point change)
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Note: Changes are relative to Q2 2021 for Costa Rica (only for labour force participation), Greece, the Netherlands, Norway and Poland as well
as Q4 2020 for Turkiye. Data for EU countries presented in both panels are affected by implementation of the new Integrated European Social
Statistics Framework Regulation in 2021, which, alongside changes in sampling and in the structure of the questionnaire, adjusted the definition
of employment, particularly in relation to maternity, paternity and parental leave.

Source: OECD (20225)), Short-term Labour Market Statistics (database), https://stats.oecd.org/index.aspx?queryid=35253.

As countries are gradually recovering from the impact of the COVID-19 crisis on their labour markets,
current and upcoming challenges such as the energy crisis, rising costs of living and the effects of Russia’s
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large-scale war of aggression against Ukraine put gender equality at further risk and will likely exacerbate
some of the existing inequalities. Evidence on the economic consequences of the war in Ukraine indicates
that these factors have deepened inequalities and raised risks for the most vulnerable (OECD, 2022¢)).

Fluctuations in the Czech Republic’'s gender employment gap across age groups are
sharper than those in the OECD overall

Gender employment gaps often vary across the life course. Women’s employment rates in particular tend
to fluctuate with age, often because of career interruptions for care and family reasons. In many OECD
countries, women frequently take leave while their children are young but return later for a “second career”;
in some OECD countries, though, women often leave employment entirely following childbirth and either
never return or do so only on a part-time basis (OECD, 201847). Later in life, women are often more likely
than men to retire early or to leave work to look after sick or elderly relatives especially in countries where
public long-term care provision may be lacking and informal care is more prominent (OECD, 20194y)).

Compared to the OECD values, the Czech gender employment gap fluctuates more sharply and more
strongly with age (Figure 2.6). As in most OECD countries, the gender employment gap in the Czech
Republic starts small. However, in the Czech Republic, it widens sharply as men and women start to form
families in their 20s and early 30s. The reasons for this are the exceptionally low employment rates for
mothers with young children coupled with the fact that women tend to have their first child at a slightly
younger age than women in many other OECD countries (OECD, n.d.ug)). In 2020, the gender employment
gap stood at 27 percentage points for 25-29 year-olds and at 34 percentage points for 30-34 year-olds
against OECD averages of 13 percentage points and 19 percentage points, respectively.

However, the Czech Republic’'s gender employment gap narrows considerably as men and women move
into their 40s and 50s, in contrast with the OECD average of a gender gap that remains stable at about
16-18% among people older than 30 (Figure 2.6). To a large extent, this narrowing can be explained by
the move back into employment by many mothers as their children enter pre-primary and primary school.
As is the case in many other OECD countries, the gender gap widens again as men and women approach
retirement (Figure 2.6), reaching a value of 24% in the Czech Republic — well above the OECD average
of 17%. The decline in women’s employment between the 55-59 age group (85.8%) and the 60-64 age
group (36.8%) is particularly sharp in the Czech Republic compared to other OECD countries.
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Figure 2.6. The Czech Republic’s gender employment fluctuates more sharply and more strongly
with age compared to the OECD overall

Employment rates by sex and five-year age group and the gender employment gap by five-year age group, Czech
Republic and OECD average, 15-64 year-olds, 2020
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Note: The gender employment gap is defined as the percentage point difference between the employment rates for men and for women for each
five-year age group. OECD average refers to the population-weighted average across OECD countries.

Source: OECD calculations based on OECD (n.d.ia27), OECD Employment Database,
http://www.oecd.org/employment/emp/onlineoecdemploymentdatabase.htm.

Gender employment gaps are wider among parents than among childless people without
children and especially wide between mothers and fathers of young children

In many OECD countries, gender employment gaps among childless men and women are nominal or only
small, and in some countries, childless women now earn more, on average, than childless men (OECD,
2017149)). But this changes sharply once children arrive. Despite the evolution of men’s and women'’s roles
at work and at home over the past half-century or so, it is often still women who take the bulk of leave
following childbirth, who reduce their hours when children are young, and who move in and out of jobs and
adjust their patterns of paid work more generally to fit their family and care commitments (Causa, Luu and
Abendschein, 2021s0). As a consequence, across the OECD and markedly in the case of the Czech
Republic, gender employment gaps among parents remain wide.

Across countries, virtually all employed mothers take a break from paid work around childbirth. But after
this period, paid work dynamics differ due to variance in national parental supports, childcare arrangements
and parental preferences. In some countries, mothers frequently return to work after a few months of paid
leave (e.g. Belgium, the Netherlands and Portugal). In many other countries with lengthier parental leaves,
including the Czech Republic and some others in Central and Eastern Europe, mothers tend to return to
work only once children enter pre-primary education at around the age of three or, more commonly, at the
start of primary school at around the age of six (Figure 2.7).

Just 21.7% of women with the youngest child aged 0-2 were employed and at work in 2019 in the Czech
Republic. This percentage was the third-lowest at-work rate across OECD countries with comparable data
after Hungary (16.2%) and the Slovak Republic (19.2%). It also was well below the OECD average of
58.8%. The equivalent values for mothers with a youngest child aged 3-5 were 78.9% and 72.3% for the
Czech Republic and the OECD, respectively (Figure 2.7).
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Fathers’ employment patterns tend to be much more stable following the birth of a child. Across the OECD,
many fathers take a short period of paid leave directly after the birth, normally for just a few days or a few
weeks at the most. Almost all fathers in almost all OECD countries return to and stay in full-time work as
their children grow up (OECD, 2016s1). In recent years, many countries have improved their paid leave
policies and strengthened the incentives for fathers to take more family leave and a more active role in
childcare, with significant changes having been spurred by the 2019 EU Work-Life Balance Directive
(2019/1158/EU), whose provisions had to be implemented by August 2022 (European Union, 2019s2)). For
instance, in 2018, the Czech Republic introduced a one-week paternity leave with similar conditions to the
maternity leave entitiements and then increased it to two weeks following the transposition of the EU Work-
Life Balance Directive

Beyond leave provisions, labour taxation also helps explain mothers’ low attachment to the labour market.
Low-wage workers in the Czech Republic face substantial labour taxes that are among the most severe in
the EU. The tax burden is relatively high for single parents with children and quite low for two-parent
families. When combined with relatively high childcare expenses, this reduces the financial incentives to
work for low-wage and second earners (European Commission, 2020;s3)).

Figure 2.7. Very few mothers with very young children are in paid work in the Czech Republic

Employment rates (percentage of women (15-64 year-olds) with children (0-14 year-olds) by age of the youngest
child, 2019 or latest available year
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Note: For some countries in some years, sample sizes can be small. Estimates based on fewer than 50 cases have been removed. The OECD
average excludes Canada for women with young children ages 0-2 and Australia, Colombia, Iceland and Norway for all age groups.

a. For Japan, data cover all women aged 15 and over and for Korea, married women aged 15-54. For Canada, Korea and the United States,
data refer to women with children aged 0-17. For Canada, the age groups for the age of youngest child are 0-5 and 6-17; for Israel, 0-1, 2-4 and
5-14; for Korea, 0-6, 7-12 and 13-17; and for the United States ,0-2, 3-5 and 6-17.

b. For Japan, data refer to the employment status of the (youngest) mother in households with a mother and a youngest child in the given age
group rather than to mothers as individuals. In households that contain more than one mother (e.g. some same-sex parent households and
some three-generation households), the employment status of the older mother(s) is not covered.

c. For Costa Rica and Mexico, data cover mothers who are reported as the head of the household or the spouse or partner of the head of the
household only.

d. Data for Japan refer to 2018, for Chile to 2017 and for Turkiye to 2013.

Source: OECD (202054]), OECD Family Database - Indicator LMF1.2 Maternal employment, https://www.oecd.org/els/family/database.htm.
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The gender employment gap in the Czech Republic does not vary much between education
levels

In most OECD countries, gender employment gaps are smaller among men and women with higher levels
of education. In 2020, the average employment gap among highly educated men and women stood at 8
percentage points, whereas the gap for men and women with low levels of education was 21 percentage
points. In some countries including Lithuania, Norway, Portugal, Slovenia and Sweden, the gender
employment gap for highly educated men and women was less than 3 percentage points. These days in
many OECD countries, tackling the gender employment gap mostly means tackling the employment gap
among less-educated men and women.

In the Czech Republic, however, differences in the size of the gender employment gap between education
levels are among the smallest in the OECD (Figure 2.8); the gaps remain wide for all education levels. In
2020, gender employment gaps for men and women with low education was 18 percentage points, slightly
lower than the OECD average, and the gap for men and women with high education was 17 percentage
points, well above the average. The pattern is similar in several other OECD countries in Central and
Eastern Europe, among them Austria, Hungary and the Slovak Republic. A major explanation for the
relative similarity in the size of the gap across education levels in the Czech Republic is that both highly
educated and less-educated women often remain outside of employment for an extended period following
childbirth.

Figure 2.8. Unlike in other OECD countries, gender employment gaps in the Czech Republic are
similar across different education levels

Gender employment gap by level of education attained, 25-64 year-olds, 2020 or latest available year
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Note: Data for Chile refer to 2017; data for Denmark and Tirkiye refer to 2019. Education levels are based on the ISCED 2011 classification
system. Low education corresponds to a highest level of educational attainment at ISCED 2011 levels 0-2 (early childhood education, primary
or lower secondary education). Medium education refers to a highest level of educational attainment at ISCED 2011 levels 3-4 (upper secondary
and post-secondary non-tertiary education). High education refers to a highest level of educational attainment at ISCED 2011 levels 5-8 (short-
cycle tertiary education, bachelor or equivalent, master’s or equivalent, and doctoral or equivalent). The gender gap is the percentage point
difference between men and women.

Source: (OECD, n.d.is5)), Online Education Database, https://www.oecd.org/education/database.htm.
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Once employed, women work almost as many hours as men and mainly full time

The Czech Republic’s gender gap in working hours (2.9 hours per week, according to 2020 data) is one of
the smallest in the OECD and about half the OECD average gap of 5.6 hours per week. On average in
2020, employed men in the Czech Republic usually worked 41.2 hours per week and employed women
worked 38.3 hours per week (OECD, n.d.[2)).

A key reason for its relatively small gender working hours gap is that in contrast to many other OECD
countries, very few women workers in the Czech Republic work part time (Figure 2.9). In the Czech
Republic, almost all workers — men and women — work full-time hours, as is the case in the other countries
in Eastern Europe and the Baltics. This is true for both women and men: in 2020, as few as 8% of employed
women and just 3% of employed men usually worked part time in the Czech Republic (OECD, n.d.[42).

Figure 2.9. Part-time employment is uncommon in the Czech Republic

Part-time employment as a percentage of total employment, by sex, all ages, 2020 or latest available year
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Note: Part-time employment is defined as usual weekly working hours of less than 30 hours per week in the main job. For the United States,
data refer to dependent employees only. For Australia, Finland, Iceland, New Zealand, Norway and Tiirkiye, data refer to usual weekly working
hours in all jobs. For Japan and Korea, data refer to actual weekly working hours in all jobs. Data for Australia and Germany refer to 2019.
Source: (OECD, n.d.42), OECD Employment Database, http://www.oecd.org/lemployment/emp/onlineoecdemploymentdatabase.htm (data
extracted in December 2022).

The incidence of temporary employment is also lower in the Czech Republic than in the OECD overall. In
2020, 6.3% of men and 8.7% of women employed were in temporary employment in the Czech Republic
compared to 11.3% and 11.6%, respectively, in the OECD. Yet gender differences in temporary
employment have increased since 1995: in 2020, the gap was 2.4 percentage points, with more women
than men in temporary employment, above the OECD average of 0.3 percentage points (OECD, n.d.j42)).

Public spending on families in the Czech Republic is above the OECD average

Given the analysis of employment gaps presented in this section, policy needs to give particular attention
to closing the labour market gaps for mothers with young children. Supporting the employment of mothers
with young children in the Czech Republic requires further expanding the availability of childcare services
while supporting a more equal sharing of paid and care work by both parents and providing further
opportunities for flexible working arrangements.
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All OECD countries provide family support. The Nordic countries, for instance, provide service-heavy family
supports to families with young children that aim primarily to encourage full-time dual-earning and to foster
child development. These countries provide parents with a continuum of support from birth up until children
leave school. Other OECD countries focus more on providing families with financial support through family
cash benefits and tax breaks. In some countries, among them the Visegrad countries in Central and
Eastern Europe, such support is done largely through universal cash benefits provided to all families.
These benefits are often structured in such a way as to encourage one parent (typically the mother) to care
for children at home, at least until they enter pre-primary education at about the age of three. Still other
countries such as Australia, New Zealand and the United Kingdom place greater emphasis on targeted
benefits aimed at achieving specific objectives or directed at specific groups such as single-parent families
or families with low incomes.

In 2017, the latest year for which OECD-wide comparable data are available, public spending on families
in the Czech Republic amounted to 2.9% of GDP, higher than the OECD average of 2.3% (Figure 2.10)
(OECD, n.d.;s6)). Such spending in the country is heavily tilted towards generous cash benefits for families
with young children, while public spending on services, such as childcare provision and support and early
childhood education, remains low. The government recently made family cash benefits even more
generous. Total cash benefits accruing to families with young children relative to the average wage are the
highest in the OECD (OECD, 202040)).

Despite high family supports, key stakeholders expressed the need for policies to further focus on work-
life balance Specifically, more support is needed for working parents. Due to lack of availability of childcare,
especially for children under the age of three, some parents in the Czech Republic who want to work are
not able to do so. In this respect, important developments are currently underway that aim to increase the
childcare offer. At the same time, incentivising the use of flexible forms of work is also crucial to support
parents’ work-life balance.

Figure 2.10. Public spending on families in the Czech Republic is above the OECD average, but
spending on services is low

Public expenditure on family benefits by type of expenditure, as a percentage of GDP, 2017 or latest available year
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Note: Public spending presented in this figure refers only to public support that is exclusively for families (e.g. child payments and allowances,
parental leave benefits, and childcare support),. Spending in other social policy areas such as health and housing support also assists families,
but not exclusively, and is not included. Coverage of spending on family and community services in the OECD Social Expenditure data may be
limited as local governments often provide and/or co-finance such services, and reporting requirements may not be sufficiently detailed for
central statistical agencies to have a detailed view of the nature of local spending. For Japan, the value of tax breaks towards families is based
on 2015 data. National authorities provided estimates of the value of tax breaks for Switzerland. Spending for the United Kingdom is likely to be
underestimated as information on the tax part of the Working Tax Credit and Child Tax Credit are no longer available. The OECD average
excludes Costa Rica and Israel.

Source: (OECD, n.d.s6)), OECD Social Expenditure Database, http://www.oecd.org/social/expenditure.htm.

In the Czech Republic, parental leave is generous relative to that of other OECD countries
but may act as a disincentive for women to return to the labour force

The Czech Republic maintains a generous parental leave compared with other OECD countries. The
country’s current system of leave around childbirth comprises 28 weeks of maternity leave (exclusive to
the mother), two weeks of paternal leave (exclusive to the father), and shareable parental leave (following
the maternity leave and flexible in duration) (Figure 2.11). For the shareable leave, one parent can stay at
home while receiving a parental allowance until the child reaches the age of three without losing
reintegration rights at their employer.

Employment protected parental leave is available until the child’s third birthday, while the parental
allowance regarding the child in question is paid until the child is four years old. The Czech system is
flexible and gives parents the option to choose their preferred duration of parental with varying payment
rates. If Czech mothers were to maximise their weekly payment rate of parental allowance during parental
leave, then they would take leave for 68.6 weeks (including the 28 weeks of maternity leave) at an average
payment rate of 78.3%, which is higher than in many other OECD countries (Figure 2.11). However,
according to the Czech authorities, the majority of families claim the parental leave allowance over a longer
period of time (frequently until the child is three years old), due to which the average monthly payment is
lower (26.4%)3 (OECD, n.d.us)) . However, combined with child cash benefits, long parental leave can
contribute to gender differences in the labour market as they discourage Czech women from resuming
work in the first few years after childbirth. As stressed by the stakeholders consulted, it is very unusual for
a woman returning to work after leave to obtain a wage increase.

A growing number of OECD countries have introduced “fathers-only” leaves, such as paid paternity leave
and lengthier fathers-only paid parental leaves with the aim of encouraging men to spend more time at
home caring for their children. In the Czech Republic, the legislation on parental leave that allows fathers
to also take leave was introduced in 1990. Yet, the number of men receiving the parental benefit (parental
allowance) is negligible compared to the number of women. It is estimated that currently, only about 2% of
all recipients are men (Kocourkova, 2022;57)).

The government has been more actively encouraging men to take on a larger portion of parental leave and
in 2018, paternity leave of seven calendar days was introduced to encourage fathers to engage in childcare
from an early stage. Following the transposition of the EU Work-Life Balance Directive, paternal leave was
increased to two weeks (European Union, 2019s2)). According to recent data provided by the Czech
authorities, between January and September 2022, approximately 37 000 men claimed the two-week
paternal leave (Czech Social Security Administration, 2022(ss)). Paternity leave is paid with a replacement
rate of 70% of daily earnings up to a ceiling of CZK 22 260 per seven days in 2022, but as the average
daily earnings exceed the ceiling, the average payment is 63.7% of previous earnings.
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Figure 2.11. Czech Republic has a lengthy parental leave but only a short leave reserved for fathers

Duration of earmarked and shareable paid family leave entitlements, in weeks, 2022
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Note: Information refers to paid birth-related leave entitiements to care for young children in place as of April 2022, such as maternity-, paternity-
, home care- and parental leave. Periods labelled “mother only” and “father only” refer to individual non-transferable entitlements for paid
employment-protected leave of absence for employed parents, “mummy and daddy quotas” or periods of an overall leave entitlement that can
be used only by one parent and cannot be transferred to the other, as well as any weeks of shareable leave that must be taken by one or both
parents for the family to qualify for “bonus” weeks of parental leave. Weeks of shareable leave refer to parental- and home care leave entitiements
that can be freely shared between mothers and fathers. For Japan, the individual parental leave entitlements for the mother must be taken used
simultaneously with the father if both parents are to use the entirety of their entitiement. The bar is therefore shaded. For international comparison
of leave system it is necessary to make certain assumptions on choice options and the children concerned, these include: the relevant birth is
of a healthy single child who is the first child in the household; the parents are employed in the private sector at 100% of average gross earnings
prior to birth and meet the eligibility criteria for leave entitlements and payments; where there is more than one option regarding length and
payment rate (as in Austria, Canada, the Czech Republic, Lithuania and Norway), parents are assumed to take the option with the highest
available weekly payment rate for an average earner; where participation of one of the parents (typically the father or partner) is rewarded with
bonus weeks of paid leave, the number of weeks they need to take leave to qualify for the bonus are considered as “earmarked” for them;
mothers are assumed here to maximise their pre-birth maternity leave. Thus, in the case of the Czech Republic it is assumed here that parents
take the option with the highest available weekly payment rate for an average earner: maximising the parental leave allowance parents receive
per week in April 2022, meant a maximum payment of CZK 7 385 per week for about 41 weeks.

Source: OECD (n.d.ss)y OECD Family Database - Indicator PF2.1 Key characteristics of parental leave systems,
https://www.oecd.org/els/soc/PF2_1_Parental_leave_systems.xlsx.

The participation of very young children in childcare is very low in the Czech Republic

As is the case in most OECD countries, participation in ECEC is high in the Czech Republic for children
aged 3-5, in line with the OECD average. Since 2020, the maximum that a child under two can spend in
nursery or other pre-school facilities without the family losing the parental allowance has been doubled to
92 hours per month (European Commission, 2020pj). Yet, enrolment of children under the age of three
years is the fifth-lowest in the OECD (Figure 2.12. In the Cze).

In recent years, investments have been promoted to expand the availability of various childcare provider
modalities. Examples include so-called children’s groups (for children from the age of one to the start of
compulsory education), micro-nurseries (for children aged six months to three years) and public
kindergartens (from the age of three to primary school) (OECD, 2020p0). Notably, at the time of writing
this report, there are 1 494 children’s groups with capacity for 20 125 children in total (Czech Republic
Ministry of Labour and Social Affairs, 2023sq)). EU funding under the scope of the European Social Fund
Plus and European Regional Development Fund has greatly contributed to expanding the capacity of
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childcare. Moreover, the country’s National Recovery Plan foresees the establishment of 303 new
children’s groups until 2025 to accommodate a total of 5 758 children. Importantly, the Czech government
has decided to use national funds to ensure the sustainability of the investments and support the
continuation of the ECEC services that were started using EU funds. Other important efforts have been
made to provide childcare for Ukrainian children, as discussed in Box 2.3. Recent policy developments
also include an increase in the number of hours a child under the age of two can be in a childcare facility
without the parent losing the entitlement to parental allowance.

Nevertheless, the stakeholders’ consultations highlighted the issues of large regional variations in service
provision and limited ECEC opening hours that may not be sufficient to ensure that mothers can go back
to work.

Figure 2.12. In the Czech Republic, participation in early childhood education and care is high for
pre-primary age children, but very low for children under age three

Percent of 0-2 year-olds enrolled in ECEC services (2019 or latest available year) and percent of 3-5 year-olds
enrolled in ECEC or primary education (2018 or latest available year)
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Note: The OECD average excludes Canada. Potential mismatches between the enrolment data and the coverage of the population data (in
terms of geographic coverage and/or the reference dates used) may affect enrolment rates. The OECD average for 0-2 year-olds and for 3-5
years-olds excludes Canada.

(1) For 0-2 year-olds, data generally include children enrolled in early childhood education services (ISCED 2011 level 0) and other registered
ECEC services (ECEC services outside the scope of ISCED 0 because these are not in adherence with all ISCED-2011 criteria). Data for the
United States refer to 2011; for Switzerland to 2014; and for Australia, Austria, Chile, Colombia, Costa Rica, Denmark, Estonia, Finland,
Germany, Iceland, Israel, Japan, Korea, Lithuania, Mexico, New Zealand, Norway, Portugal, the Slovak Republic, Slovenia, Spain, Sweden,
Tiirkiye and the United Kingdom refer to 2018.

(2) For 3-5 year-olds: Data include children enrolled in ECEC (ISCED 2011 level 0) and primary education (ISCED 2011 level 1). For Greece,
data include only part of the total number of children enrolled in early childhood development programmes (ISCED 01). Data for New Zealand,
Poland and Mexico refer to 2017.

Source: OECD (20233¢]), OECD Family Database, http://www.oecd.org/els/family/database.htm.

The Czech Republic has made efforts to support flexible work, but there is room for
improvement

Flexible working helps workers organise paid hours around care obligations, can reduce their commute
times and can allow them to remain closer to dependent family members if regular caregiving is needed
(OECD, 2017p9). Greater access to flexible practices can reduce the number of workers who experience
stress at home and/or at work and thus diminish absenteeism and increase productivity (Bond and
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Galinsky, 2011s0). However, when poorly designed, flexible practices also have the potential to increase
total working hours and work-life conflict. Regular part-time work is a commonly used form of working time
flexibility. But flexible working also includes measures such as flexible starting and finishing times, working
compressed work weeks, and teleworking.

While flexible working practices are often set at the firm level or through collective agreements, OECD
governments are increasingly looking to facilitate access by providing workers with the right (to request)
certain arrangements (OECD, 2016s1;; OECD, 2017p49). A right to reduced working hours is one of the
most common statutory entitlements, especially for parents. Most OECD countries allow parents to work
reduced hours during their child’s early years. In many cases, this is to permit breastfeeding, but in some
countries, parents have a more general right to part-time employment. The Czech Republic has recently
introduced new forms of flexible work.

More recently, several OECD countries have introduced broader rights (to request) flexible working
arrangements. Beyond the number of working hours, some countries also include the scheduling of hours
and the place of work. In some countries, these rights are given to all workers regardless of their family
situation. For example, in the Netherlands and the United Kingdom, all employees meeting certain tenure
criteria have the right to request flexible working, including the scheduling of hours and the place of work,
and employers can refuse only on serious business grounds. Such rights are not as expansive in the Czech
Republic. Widening the right to request to all employees is important as it confers bargaining power and
lessens the risk of discrimination against target groups of workers (e.g. parents).

Better sharing of paid and care work when children are very young

In many OECD countries, many workers — especially women — use part-time work as a means of combining
their work and family responsibilities when children are very young, namely during the parental leave years.
While such options can be relevant during the child’s first years, it is fundamental that policy design does
not relegate mothers to involuntary part-time employment.

Relevant international examples preventing involuntary part-time work are found in OECD countries. For
instance, in 2019, Germany introduced temporary part-time work, allowing workers to reduce their working
time for a certain period and to then return to their originally agreed working time (Box 2.2). In 2020, Norway
strengthened reporting duties for public and large private employers, requiring them to map and account
for the use of involuntary part-time (OECD, 202237)).

Box 2.2. Encouraging fathers’ take-up of part-time leave and mothers’ return to part-time work:
The example of Germany

Germany provides 14 weeks of maternity leave at a rate of 100% of wages and parental leave of up to
three years of employment-protected leave to each parent (of which 24 months can be used up to the
child’s eighth birthday).

Income-related benefits are available to parents who are on full-time or part-time leave. The parents
can choose between or combine the regular Parental Allowance and the Parental Allowance Plus. The
latter was created in 2015 to help parents who want to return to work sooner and covers part of parents’
lost income if they reduce their working hours for childcare reasons.

If both parents work part time (24 to 32 hours per week), four additional months of leave are provided
(Partnership Bonus). Employers cannot refuse requests for part-time work from workers receiving a
parental allowance and must offer them the option of returning to full-time work after their leave.

These measures have been shown to have positive effects such as fathers spending more time with
their children and more evenly dividing family chores with their spouses. The percentage of fathers
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using the parental benefit has grown as a result of the introduction of a parental allowance. Between
2009 and 2019, the percentage of men on parental leave with a child under the age of six increased by
nearly half to 1.6 percent (12.6 percent for mothers).

Source: Reinschmidt (Reinschmidt, 2018;s21), MLP in gender equality seminar - Long-Term Paternal Involvement in Family Work Reiner
(2021); Reimer et al (Reimer et al., 2021;s3)), International Review of Leave Policies and Research 2021 — Germany Country Note; German
Federal ~ Statistical  Office (2021j64)), 2021  Quality — of  Employment:  Persons on  Parental  Leave,
https://www.destatis.de/EN/Themes/Labour/Labour-Market/Quality-Employment/Dimension3/3 9 PersonsParentalLeave.html

Beyond the existing provisions for part-time employment included in the Labour Code, the Czech
government has introduced what are called shared jobs that aim to allow mothers with small children to
work part time in a flexible way (Parliament of the Czech Republic, 2020s5]). Shared positions provide good
flexibility as employees can schedule their working hours based on mutual agreement with employers. The
effective use of such shared positions will nonetheless also depend on the willingness and ability of
employers; for this reason, the Labour Office of the Czech Republic developed a programme (Flexi) to
support employers who create such a position (Bilinska, 2021s6]).

Teleworking practices

With the COVID-19 crisis, many firms and workers around the world used teleworking to continue working
through lockdown and confinement. As of 2020, workers’ access to teleworking came with different legal
guarantees across OECD countries, with some granting a statutory right to request teleworking. Depending
on the country, this right covers all employees (e.g. Spain and New Zealand) or only subgroups of
employees (e.g. pregnant women, carers or workers with specific medical conditions, as in Lithuania). It
can be non-conditional (i.e. it can be requested for any reason as in the Netherlands, Portugal and the
United Kingdom) or reserved to particular motives (e.g. work-life balance, as in Australia and Spain).
Crucially, in some instances, the right to request teleworking may allow employers limited possibilities to
refuse or it might be that no justifications are needed for refusal (Table 2.1). Where no statutory right to
request teleworking exists, a majority of workers might be covered by a collective agreement that effectively
grants them this right, either at the national, sectoral or firm level. By contrast, in a third group of countries
that includes the Czech Republic, the conditions of access to teleworking are left entirely to negotiation in
individual contracts (or to firm-level agreements covering only a minority of workers), even though the
possibility to telework might be inscribed in the law, (OECD, 2021s7).

Table 2.1. The state of teleworking regulation in OECD countries (2020)

Enforceable right to request Unenforceable right to request
Encompassing legal framework | Negotiated Statutory right Belgium Japan
right Australia Chile Latvia
Austria Italy (occasional telework) | Estonia Poland
Sweden Lithuania Finland Slovenia
Netherlands France Trkiye
Portugal Germany United States
Spain Greece
United Kingdom Italy (occasional telework)
No  encompassing  legal | Negotiated Statutory right Czech Republic Mexico
framework right Canada Hungary Slovak Republic
Denmark New Zealand Israel Switzerland
Norway Korea

Note: The figure does not capture temporary changes introduced in relation to the COVID-19 pandemic.
Source: (OECD, 2021;s8;) OECD Employment Outlook 2021: Navigating the COVID-19 Crisis and Recovery, https://doi.org/10.1787/5a700c4b-
en.
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2.4.2. Segregation and gender wage gaps persist in the Czech labour market

Across OECD countries and indeed across the globe, women continue to earn less than men. Labour
market segregation along with discrimination, gender differences in education, working hours, employment
histories, job and employer characteristics, and preferences are factors contributing to gender pay gaps
(OECD, 201749). These factors also contribute to more women than men being exposed to poverty: Across
the OECD, 11% of men and 12% of women are experiencing poverty, while in the Czech Republic, 4% of
men and 7% of women are exposed. Although the overall incidence of poverty is lower than the OECD
average, the Czech Republic has one of the higher gender gaps in poverty rates among OECD countries,
after Latvia, Lithuania, Korea, Estonia and Japan.

Labour market segregation is prevalent in the Czech Republic, as it is in other OECD countries, and men
and women often work in different sectors, industries and areas of the economy. Employed women are
heavily over-represented in the service sector, for example. In 2019, three-quarters (74.7%) of employed
women and around half of employed men (48.5%) were employed in services in the Czech Republic
compared to OECD averages of 82.6% of women and 60.2% of men (OECD, 20222g)). Compared to the
OECD average (13.3% for women and 33.7% for men), a higher concentration of both women and men
(23.6% and 48.1%, respectively) are employed in the industry sector in Czech Republic

The gender gap at the bottom end of the earnings distribution in the country, however, is very small — just
2.9.%, the second-lowest in the OECD after Portugal (Figure 2.13). The gender earnings gap widens
towards the higher end of the pay scale, meaning that the gap between the highest-earning men and the
highest-earning women is comparatively large. The gender earnings gap at the 9th decile stood at 17.7%,
just below the OECD average gap of 18.3%. With large variation in gender gaps across the earnings
distribution, the Czech Republic’s situation is very similar to that of the other Visegrad countries. The Czech
gender gap in median earnings (12.4%) is slightly above the OECD average (11.6%) and the average of
the Visegrad countries.

Figure 2.13. The gender gap in median earnings is comparatively narrow but is wide at the top end
of the earnings distribution in the Czech Republic

Gender earnings gap at the 1st decile, at the median and at the 9th decile, full-time employees, 2021 or latest
available year (%)
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Note: The gender wage gap is unadjusted and is calculated as the difference between the earnings of men and of women relative to the earnings
of men. Estimates of earnings used in the calculations refer to gross earnings of full-time wage and salary workers. However, this definition may
slightly vary from one country to another (see the OECD Employment Database d the individual country metadata data at ). Data for Australia,
Austria, Chile, Denmark, Finland, Germany, Greece, Poland, Portugal, Sweden and Switzerland refer to 2020; data for Belgium, Colombia,
Estonia, Ireland, Israel, Italy, Latvia and Lithuania refer to 2019; data for Costa Rica, France, Iceland, the Netherlands, Slovenia, Spain and
Tirkiye refer to 2018; and data for Luxembourg refer to 2014. For Australia, data at the bottom and the top deciles refer to 2018. The OECD
average at the bottom decile excludes Poland and Tiirkiye, and the OECD average at the top decile excludes Colombia and Costa Rica.
Source: OECD (n.d.js2)), OECD Employment Database, http://www.oecd.org/employment/emp/onlineoecdemploymentdatabase.htm.

OECD countries have launched various initiatives to directly support women’s labour market integration
and have promoted gender equality approaches in labour market policy strategies. In addition, countries
are increasingly integrating an intersectionality perspective in policies supporting women’s employment.
For instance, in Canada, a task force will review the Employment Equity Act from an intersectionality
perspective to help remove employment barriers for designated groups (OECD, 2022;37). For the
implementation of its Gender Equality Strategy for 2021-2030 (Strategy 2021+), the Czech Republic also
identifies intersectionality as one of the cross-sectional principles to be applied.

Many factors drive the wage gap between women and men. But there are few straightforward solutions to
close it. Across the OECD, closing gender gaps in educational attainment has helped, yet not enough. The
same is true for family supports such as public childcare and paid leave, which have gone some ways to
help boost women'’s labour force participation over the past few decades. Efforts to reduce horizontal and
vertical segregation and attempts to equalise the gendered distribution of unpaid care work have moved
very slowly in most countries. Equal pay laws and anti-discrimination laws have been crucial for ensuring
workers’ rights and exist widely throughout the OECD, but in practice these laws put the onus of equal pay
on individual workers and do little to close gender wage gaps more broadly (OECD, 2021s9]). Most OECD
countries have clarified the concept of equal pay for equal work and/or work of equal value in national
legislation. Those that have not clarified the concept in national legislation have clarified equal pay
principles through the courts and case law (OECD, 2021s9)).

Pay transparency and wage mapping measures are gaining momentum as policies to close the gender
wage gap. Pay transparency practices can help fight discriminatory practices that contribute to the gender
wage gap. About half of the OECD countries require pay gap reporting and/or auditing by private sector
firms (OECD, 202170). Yet the Czech Republic has not yet implemented a mandatory gender pay gap
reporting and/or pay gap audit system to help police equal pay between men and women. Changes may
be expected as the European Commission has proposed a directive to strengthen the application of the
principle of equal pay for equal work between men and women (COM/2021/93 final) (European
Commission, 2021(71j). According to various stakeholders consulted, the Czech government has reacted
positively to this directive. Other recent advancements in pay transparency come mainly from
implementation of international pilot projects such as pay calculators (for instance through the use of
Logib,* an equal pay analysis tool available online). However, in the Czech Republic as in many OECD
countries, employers are still reluctant to share information on salaries and some employment contracts
contain clauses of non-disclosure of salaries.

2.4.3. Women make up arelatively low share of managers and still struggle to make it to
the top

The work interruptions and concessions that women make for family reasons often lead to attrition in the
number of women who advance to management positions. This so-called leaky pipeline to top jobs has
contributed to women making up only about one-third of managers on average across OECD countries.
Women make up 28% of managers in the Czech Republic, one of the lowest shares among OECD
countries (Figure 2.14). Women are also far less likely than men to sit on boards of private companies or
to rise to executive positions: In 2021, women held only 23% of seats on boards of the largest public
companies in the Czech Republic, below the OECD average of 28% (OECD, n.d.;72;). The Czech Republic
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also performs considerably worse than the other Visegrad countries; the share of women on boards of the
largest public companies is 43% in Poland, 39% in Hungary and 36% in the Slovak Republic.

Figure 2.14. Almost 30% of managers in Czech Republic are women

Share of managers that are women, OECD countries, 2020 or latest available year (%)
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Note: Data for the United Kingdom refer to 2019 and data for Israel refer to 2017. The OECD average excludes Colombia and New Zealand.
Source: OECD (n.d.u2)), OECD Employment Database, http://www.oecd.org/lemployment/emp/onlineoecdemploymentdatabase.htm.

OECD and other countries have undertaken a wide range of initiatives to promote gender diversity on the
boards and in senior management of listed companies. There have been positive results in terms of
increasing women’s presence on company boards of listed enterprises, but less progress in increasing the
share of women in management positions (OECD, forthcomingzs;; 202174)). Such measures generally
consist of mandatory quotas or voluntary targets for board composition in listed companies. For example,
France, Germany and Italy have made some of the biggest gains with the support of both board quotas
and disclosure requirements. Currently, in the Czech Republic, no quotas or target systems are in place.

At the same time, evidence suggests that quotas and targets may not be sufficient in and of themselves
(OECD, 202075)), and it is important to have complementary initiatives to develop the female talent pipeline
and to expand the pool of qualified candidates. Complementary initiatives encompass reporting
requirements on gender diversity policies women in management and executive positions, and gender pay
differentials; public-private awareness raising and advocacy; and government-led incentive programmes
as well as private sector-led networks, training and skills development. There is also some evidence that
different jurisdictions at different stages of progress may need to adopt differing measures, for example
where more emphasis may be required to achieve a cultural shift and receptiveness to women in leadership
positions before other measures may be fully successful (OECD, 202237).

2.5. Gender gaps in entrepreneurship and self-employment

Despite some progress, a gender gap remains throughout the entire entrepreneurship pipeline across the
OECD. Women continue to be less likely than men to be working on a new start-up or operating either a
new or established business. They are also less like to be self-employed. In 2020, women were about 30%
less likely than men to be self-employed across OECD countries. As shown in Figure 2.15, in the Czech
Republic, 11% of women in employment were self-employed (slightly above the OECD average of 10.1%)
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compared to 19% of men in employment (above the OECD average of 16.9%) in 2020. In 2020, 15.6% of
men in employment and 9.9% of women in employment did not have any employees (gender gap of 5.7
percentage points, higher than the OECD average gap of 3.6. percentage points), while 3.7% and 1.3%
did (gender gap of 2.4 percentage points, lower than the OECD average of 3.1 percentage points. This
indicates that, compared to the OECD average, significantly fewer self-employed people employ other
workers in the Czech Republic. This is particularly the case for women, who account for the fifth-lowest
share in employment after Japan, Norway, Lithuania and the United Kingdom); the OECD average is 2.2
percentage points (OECD, 20222g]).

Figure 2.15. Women are less likely than men to be self-employed in the Czech Republic

Population who is self-employed, with and without employees, 2020 or latest available year
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Note: Data for Canada, Japan and New Zealand refer to 2021; data for Turkey and the United Kingdom refer to 2019; data for Australia, Chile,
Korea and Mexico refer to 2017; and data for Israel refer to 2016. The OECD average excludes Colombia and Costa Rica.
Source: OECD (2022;23)), Gender Equality - Key charts on Entrepreneurship (database), https://www.oecd.org/gender/data/entrepreneurship/.

These gender gaps in entrepreneurship are due to a range of factors. While all entrepreneurs face
challenges in setting up and maintaining their businesses, including low levels of entrepreneurship skills,
difficulties accessing external finance, and small and ineffective entrepreneurship networks, overall, these
barriers tend to be greater for women entrepreneurs (OECD/European Commission, 20217e). These
obstacles were further underlined during the COVID-19 pandemic. Many women choose entrepreneurship
as a way to reconcile work and care commitments as it is thought to provide flexibility in working hours. To
meet care commitments, they may also aim to limit the growth of their enterprise but then find that the
demands of running a business require even longer hours than full-time employment as an employee.
Other important barriers for women entrepreneurs are social attitudes towards entrepreneurship (e.g.
gender differences in risk aversion and a fear of failure) and gender bias in the framework conditions for
entrepreneurship (e.g. difficulties accessing government support schemes due to selection criteria such
as sector, revenue and growth potential or lack of relevance of support offered) (OECD, 2021777). While
some of these issues are related to decisions about participation in the labour market (e.g. income
taxation), many influence the decision to work as an entrepreneur or an employee (e.g. access to maternity
and family supports).

An overview of entrepreneurship policies through a gender lens confirms these points, showing that in the
Czech Republic, women’s self-employment and motivation are increasing. Yet, this increase is particularly
strong among women with young children and those of pre-retirement age. This may show that self-
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employment is not always necessarily the first choice, but it may rather be a decision based on necessity,
for instance in relation to flexible working conditions and work-life balance (OECD, 202177). Consultation
with stakeholders highlighted that entrepreneurship is indeed used for work-life balance purposes in the
Czech Republic and that the kinds of businesses women launch tend to be in different sectors than
businesses run by men — for instance, in the field of private childcare provision or in the care sector.

In 25 of the 31 OECD countries for which data are available, the gender gap in self-employment narrowed
between 2011 and 2020. This was also the case in the Czech Republic, where the gender gap reduced
slightly. Different factors may account for the improvement in the OECD countries, including policy
interventions to support women entrepreneurs or the economic cycle, such as initiatives to help women
overcome specific obstacles related to skills and access to finance and networks and policies to address
bias in the entrepreneurship framework conditions (OECD, 2022371). However, one of the most important
factors has been a decline in the share of men who are self-employed over the past decade. The gender
gap has also closed among self-employed with employees, though to a lesser extent than among those
without employees. In the Czech Republic, however, the gender gap among self-employed with employees
remained constant over the past decade, highlighting the need for further policy action in this area
(OECD/European Commission, 20217). To this end, Strategy 2021+ includes a specific objective to
increase female entrepreneurship by supporting projects focused on expanding the entrepreneurship of
women and ensuring that close attention is paid to the risk of involuntary self-employment.

2.6. Gender gaps in public life

Across the OECD, there has been an increase in women’s representation in decision-making roles.
Nonetheless, women continue to be under-represented in decision-making positions, though with
significant variations across countries. At the parliamentary level, the average share of women in lower in
OECD countries reached 33% in 2022 (Figure 2.16). At the ministerial level, women’s average
representation reached 34% in 2021 (Figure 2.17). The average share of women judges in the supreme
courts in OECD member countries that are also members of the Council of Europe increased reached 36%
in 2018 (Figure 2.18). For all these indicators, the values for the Czech Republic are lower (26%, 31% and
23% respectively). Still, it is important to stress that the Czech Republic experienced major improvements
over the last five years in women’s representation in ministerial positions, which rose from 18% in 2017
(compared an OECD average of 28%) to 31% in 2021 (approaching the OECD average of 34%).

Among the barriers to more women accessing (and remaining in) public leadership positions are work-life
balance challenges, prevailing gender stereotypes, lack of family-friendly measures and limited
commitment of political parties (OECD, 202237). Fellegi, Ko€i and BeneSova (2022(7g)) note that while the
number of female diplomats in the Czech Republic has steadily increased since the “Czechoslovak era”
and with improved representation in the Ministry of Foreign Affairs as of 2021, women’s representation in
the highest diplomatic positions remains low (14%). While work-family conflicts are a challenge for all
diplomats, the authors argue that women appear to be disproportionately disadvantaged due to deeply
ingrained perceptions of gender roles, particularly around motherhood. Similarly, Havelkova, Kosaf and
Urbanikova (202179) argue that a gendered division of labour, especially at home, is one of the main
reasons for vertical gender segregation within the Czech judiciary.
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Figure 2.16. Women's representation in the parliament has increased slightly in the Czech Republic

Share of women (%) in either lower house or single house of parliament, 2012, 2017 and 2022
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Note: Data for 2022 represents the share of women in lower or single house of parliaments as of 1 January 2022.
Source: OECD (2021s07), Government at a Glance 2021, https://doi.org/10.1787/1c258f55-en.

Figure 2.17. Women's representation in ministerial positions in the Czech Republic has seen a
major uptick

Share of women (%) in ministerial positions in OECD countries, 2017 and 2021
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Source: OECD (20215s07), Government at a Glance 2021, https://doi.org/10.1787/1c258f55-en..

For Official Use


https://doi.org/10.1787/1c258f55-en
https://doi.org/10.1787/1c258f55-en

42 | GOV/IPGCIGMG(2022)3/REV1

Figure 2.18. Representation of women on supreme courts is low in the Czech Republic
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Note: Data on 24 OECD-Council of Europe countries. Because of missing data, the Netherlands has not been included in the 2016 average and
Greece has not been included in the 2018 average. The 2016 data for the United Kingdom represent the share of female judges in England and
Wales. The 2018 data for the United Kingdom are calculated as a simple average of the share of female judges in England and Wales and
Northern Ireland.

Source: OECD (2021s07), Government at a Glance 2021, https://doi.org/10.1787/1c258f55-en.

OECD countries have adopted a number of measures aimed at improving gender balance in leadership
positions in public institutions, among them ratios, targets and quotas; mentorship; networking; capacity-
building programmes; and active recruitment of women for leadership positions (OECD, 202237)). A few
countries have also undertaken campaigns to encourage women'’s leadership and change gender norms
and biases. The Czech Republic has reported that it is undertaking measures to promote mentorship and
networking programmes or activities for women, implement anti-violence and anti-discrimination policies,
and provide work-life balance measures (OECD, 2021s1;). However, in the Czech Republic and indeed
across the OECD, more sustained efforts are needed to improve gender balance in leadership positions
in public life, including to explore measures aimed at improving transparency in selection, recruitment and
promotion processes for senior positions (OECD, 202237)).

2.7. Gender gaps in pensions in the Czech Republic

A sizeable gender gap in retirement income, wealth and pensions arises after a lifetime of unequal
earnings. The gender pension gap — calculated as the difference between the average total retirement
income of men and women, expressed as a percentage of men’s average retirement income, taking into
account both public and private sources of income — ranges from 3% of men’s average retirement income
in Estonia to 47% in Japan in the OECD area (Figure 2.19). On average in the OECD, women aged 65
and over receive about 74% of the retirement income of men.

In the Czech Republic, the motherhood penalty results in important disadvantages in terms of wage and
career progression over a woman'’s lifetime. This is also reflected in marked differences between men and
women in average old age pensions and the higher risk of poverty in old age for women. Yet, due to strong
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redistributive features of the country’s pension system, the gender gap in pensions in the Czech Republic
(12%) is comparatively low against the OECD average of 26% (Figure 2.19) (OECD, 2020j0). Of the
Visegrad countries, only the Slovak Republic had a smaller relative difference between men and women.

Figure 2.19. The gender pension gap in the Czech Republic is one of the lowest across the OECD

Difference between the mean retirement income of men and women (aged 65+) over the mean retirement income of
men (aged 65+), among pension beneficiaries, latest year available
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Note: Calculations are based on the Luxembourg Income Studies (LIS), except for France, Latvia and Portugal, for which the Household Finance
and Consumption Survey (HFCS Wave 3) was used, and for Iceland, Sweden and Tirkiye, for which results come from the EU’s Statistics on
Incomes and Living Conditions (EU-SILC). Data come from the latest available survey conducted in 2013 for Japan, Luxembourg, the
Netherlands, Norway and the Slovak Republic; conducted in 2014 for Australia; conducted in 2015 for Hungary and Slovenia; and conducted
after 2015 for all other countries shown. Data refer to 2017 for Iceland and to 2018 for Tiirkiye. The OECD average excludes Costa Rica, Israel,
Korea and New Zealand.

(a) In Belgium when partner A’s pension rights are less than 25% of those of partner B, the pension of A is not paid out and B receives a family
pension (calculated at 75% of wages instead of 60%).

Source: OECD calculations based on the LIS and the HFCS; Eurostat (for the EU-SILC).

In most OECD countries, poverty rates are higher among women than men due to these gender pension
gaps as well as women'’s longer life expectancy, which often leaves older women living alone (OECD,
2021s2)). In addition, older women are at greater risk of poverty than older men in most OECD countries.
Lower earnings-related pension income and longer life expectancy are among the main drivers of higher
poverty incidence among women than among men. The average old age poverty rate in OECD countries
is 16.6% for women and 11.5% for men . In the Czech Republic, the rates are 11.5% and 3.8% respectively
—one of the largest gender gaps in the OECD (after Estonia, Lithuania, Latvia, Korea, Slovenia and Poland)
(OECD, 2023is3)). Moreover, poverty depth in the Czech Republic is among the lowest, meaning that the
average income of elderly persons who are relatively poor is closer to the poverty line income than in
countries with high poverty depth (OECD, 2021s4). This may be the reason why elderly women in the
Czech Republic fare relatively worse than elderly women elsewhere in the world even though the gender
pension gap in the Czech Republic is small in international comparison (Figure 2.19).

Another major development relates to equalising the retirement ages of men and women. In 2020, gender
differences in the normal retirement age existed in nine OECD countries. However, for the generation
entering the labour market in 2020, gender gaps were phased out in all OECD countries except Colombia,
Hungary, Israel, Poland, Switzerland and Tirkiye (OECD, 2021ss)). The Czech Republic is among the few
OECD countries that still have gender-specific retirement ages, though a planned convergence of
retirement ages between men and women to take place by 2037 (OECD, 2020iss)).
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The current government in the Czech Republic is the fifth to deal with the ongoing pension reform.
Recently, new working groups have been established and discussions have taken place between the
Czech government and other stakeholders. Considering that pensions are very low (especially for some
people who worked in communist times), the aim of the reform is to ensure a basic pension for all.
Stakeholders consulted for this report underscored that gendered aspects, such as considerations for
mothers with children and time taken off from employment for caretaking, are likely to be part of the ultimate
reform.

2.8. Understanding how gender inequality shapes and reflects society

2.8.1. In the Czech Republic, attitudes towards gender roles remain fairly traditional

Czechs’ attitudes towards gender roles are among the most traditional in the OECD. Almost 40% of
respondents to the European Values Study agreed with the statement that men make better political
leaders than women (compared to the OECD average of 21%), a finding that could partly explain the low
number of women participating in politics. In addition, 30% of respondents think that men make better
business executives than women (compared to the OECD average of 18%), and 20% said they agreed
with the statement that men should have more right to jobs than women when jobs are scarce (against the
OECD average of 17%) (Figure 2.20). Only Korea, Lithuania, the Slovak Republic and Turkiye have a
larger share of respondents with similarly traditional attitudes. The percentages of respondents agreeing
with these statements in the other Visegrad countries (Hungary and Poland) also were higher than the
OECD average. These findings are extremely relevant as social norms — serving as the unspoken rules of
the game and guiding the stereotypical roles of women and men in the society — are often at the root of
gender inequalities.

Figure 2.20. Almost 40% of Czechs think that men make better political leaders than do women
Percentage of respondents who agree with the following statements, 2018 or latest available year
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Note: Data for the Czech Republic, Greece, the Slovak Republic, Slovenia and the United States refer to 2017; data for Japan and New Zealand
refer to 2019; and data for Portugal and Canada refer to 2020.

Source: World Values Survey Association and European Values Study (2022s7), Joint EVS/WVS 2017-2022 data-set (v4.0; Dec 14, 2022),
https://www.worldvaluessurvey.org/WVSEVSjoint2017.jsp.
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2.8.2. Violence against women remains a significant issue in the Czech Republic

In the Czech Republic as in other OECD countries, women are disproportionately affected by domestic
violence, stalking and rape. Comparable data on the prevalence of gender-based violence are limited. 45ut
survey data suggest that 21% of Czech women who have ever been in a partnership report having suffered
intimate partner physical and/or sexual violence, just below the OECD average of 22% (OECD, 2022sg)).
According to more specific data from the Czech police from 2017, 25 of the 41 women who were homicide
victims that year were killed by an intimate partner (defined as a former or current spouse not necessarily
sharing a residence) (European Institute for Gender Equality, 2021s9]). Furthermore, according to Eurostat
data, in 2019, the Czech Republic had the fifth-highest rate of female victims of intentional homicide
perpetrated by an intimate partner of 14 EU jurisdictions, at 0.3 per 100 000 inhabitants (European Institute
for Gender Equality, 2021s9)).

As in other OECD countries, harmful stereotypes about gender-based violence are still present in Czech
society. For instance, surveys find that 6.6 percent of women between the ages of 15 and 49 consider
wife-beating justified for any one of the following reasons: if the wife burns her spouse’s food, argues with
him, goes out without telling him, neglects the children or refuses sexual relations — very close to the OECD
average of 7.9% (OECD, 2022is). Responses to a public opinion poll in 2018 also confirmed the
persistence of harmful stereotypes, with a majority (58%) of the adults polled reporting that they believe
there are instances in which a woman is partially to be blamed for being raped (Office of the Government
of the Czech Republic, 202119, Amnesty International, 2018/1s). Nonetheless, an even larger majority of
respondents (70%) see violence against women to be a problem in the Czech Republic, and 84% said
there should more focus on prevention (Amnesty International, 20181sg)).

An important dimension of the gender-based violence problem in Czech Republic is the rise in intimate
partner violence among young people and adolescents, confirmed by findings of the police as well as social
workers (Office of the Government of the Czech Republic, 202119)). A key characteristic of intimate partner
violence among the youth is the prevalence of cyber violence. As is the case with data on gender-based
violence more generally, availability of comparable data is limited.

There has been reluctance to address the issue of violence against women, and the Czech Republic is
among the last EU countries that have yet to ratify the Istanbul Convention. At the same time, against the
backdrop of COVID-19 pandemic, the #MeToo movement and legislative developments at the EU level,
the issue has been getting more attention in the country’s policy debates.

Local and media sources suggest that the consideration of gender-based violence at the level of the central
administration has been focused on the legislative framework, namely a discussion around the definition
of domestic violence and rape also in the context of the European Commission’s proposed directive on
combating violence against women and domestic violence (European Union, 2022p0). Other
developments include, but are not limited to, the following:

e The 2022 Policy Statement of the Government of the Czech Republic, which defines governmental
priorities for the duration of its mandate, is the first to mention violence against women, stressing
the need to protect victims of sexual and domestic violence (Government of the Czech Republic,
202213)).

e In 2022, the Government Council for Gender Equality called for legislative changes to better protect
survivors and victims of domestic and sexual violence. It also recommended that the Ministry of
Labour and Social Affairs ensure the capacity of social services for the survivors/victims of gender-
based violence within the scope of an amendment of the law on social services which is currently
under consideration. The preparation of a new action plan for the prevention of domestic and
gender-based violence is also being discussed.

e Various conferences and awareness-raising activities have been organised around the issue of
gender-based violence, including within the Czech presidency of the Council of the EU.

For Official Use



46 | GOV/IPGCI/GMG(2022)3/REV1

In December 2021, the Committee on Constitutional and Legal Affairs of the Czech Republic
Chamber of Deputies established a new subcommittee on domestic and sexual violence. Its focus
has been on the legislative framework to update the definition rape in relation to the European
Commission’s proposed directive.

Since 2020, the Gender Equality Department in the Office of the Government has been running a
project that is set to run through 2023 on strengthening capacities and methodological support in
prevention of domestic and gender-based violence. It aims to increase the capacities of the public
administration to combat domestic and gender-based violence, increase the ability of police to
respond to new forms of sexual violence in cyberspace and sensitively approach victims, improve
the prevention of sexual violence among young people through education, and build knowledge
about the extent and forms of online sexism within the Czech society.

The Czech Republic figured among the many OECD countries that adopted extra measures during
COVID-19. These include the provision of information, outreach and awareness-raising activities
as well as strengthened judiciary support through, for instance, the application of more severe
criminal punishment for gender-based violence cases.

In 2019, the Office of the Government and the Office of the Public Defender of Rights published a
handbook on the prevention on sexual violence in the state sector.

Although services to prevent gender-based violence and to assist its victims have improved in the past few
years, it is fundamental to ensure the effectiveness of the different policy actions in place to eradicate the
issue and tackle persistent barriers. For instance, as noted by the stakeholders consulted for this report,
the availability of shelters and social services is still limited. Urgent action is required in this context,
especially considering that Russia’s large-scale war of aggression against Ukraine led to an in inflow of a
great number of refugees into the Czech Republic and that the existing centres typically lack the
intercultural skills needed to attend a migrant population (Box 2.3).

Box 2.3. Policy measures supporting Ukrainian refugees

In light of Russia’s invasion of Ukraine and the resulting influx of Ukrainian refugees, the stakeholders
consulted for this report highlighted important policy issues and actions undertaken:

The government of the Czech Republic is providing more and more flexible support to Ukrainian
people, for example creating children’s groups for Ukrainian kids and hiring Ukrainian teachers.
In 2022, 173 new children’s groups were established through the Operational Programme
Employment+ funded by the European Social Fund Plus with the aim of increasing their
capacity.

The government has also launched calls for applications from organisations and entities to
provide language courses and run adaptation groups for children of foreigners migrating from
Ukraine (European Commission, 202291)).

Social service providers are seeking more training on intercultural care.
Labour market segregation of female migrants into services, care and domestic work is of

concern. Prior to the war in Ukraine, the COVID-19 pandemic showed that there are many
migrant women working in healthcare in very precarious working conditions and with very low

pay.

The lengthy process for recognition of foreign qualifications can slow migrants’ entry into the
Czech Republic labour market.

There is no bilateral agreement between the Czech Republic and Ukraine on pensions, which
poses a problem for older workers and retired people coming from Ukraine.
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Source: European Commission (2022;91]), Czech Republic: New funding opportunities for initiatives promoting the integration and education
of children fleeing Ukraine, https://ec.europa.eu/migrant-integration/news/czech-republic-new-funding-opportunities-initiatives-promoting-
integration-and-education_en; consultations with stakeholders.

2.9. Why reinforcing institutions and capacities for gender mainstreaming matters

As noted, gender equality is a key enabler of inclusive growth and national well-being. Despite
improvements in gender equality in the Czech Republic, disparities between men and women persist in
society and the economy, with gaps remaining in education, employment, entrepreneurship and public life
and reflected in the prevalence of gender norms and gender-based violence. Similar to the global situation,
the COVID-19 pandemic exacerbated these long-standing gender inequalities in the Czech Republic,
impacting areas such as women’s employment and participation in the labour force.

Yet, it has also presented a crucial opportunity to address these gaps and inequalities through the dual
approach of not only adopting targeted measures to remove specific inequalities but also integrating a
gender equality perspective across all government action (i.e. gender mainstreaming) to make better and
more inclusive decisions (OECD, 20163). This can in turn improve the fairness and responsiveness of
policy delivery and outcomes (OECD, 2021p9). To achieve more gender-equal outcomes, governments
need strategic enablers such as strengthened legal, strategic and institutional foundations as well as
greater capacities and capabilities for both gender mainstreaming and gender-sensitive policy and decision
making (e.g. through the use of gender impact assessments, gender-sensitive data and evidence, and
gender budgeting). These can, in turn, contribute to increasing public trust, reinforcing democracies and
fostering inclusive growth (OECD, 2016(3;; 201792;) (OECD, 2017/92)).

Building on this understanding, this report aims to support the government of the Czech Republic’s
priorities related to the achievement of its national gender equality objectives by strengthening the public
administration’s capacity, including to implement Strategy 2021+. The following chapters review the
strengths, challenges and opportunities of the current legal, strategic, institutional and accountability
frameworks in the Czech Republic for gender equality policy as well as the use of gender-sensitive
policymaking tools to promote gender equality outcomes. As such, and considering the disproportionate
impact of the COVID-19 crisis on women and girls, this report will also contribute to promoting an inclusive
recovery pathway. The findings and recommendations presented in the report aim to contribute to the
strengthened implementation of Strategy 2021+ through improved institutional design, greater capacity for
gender analysis and enhanced awareness in central government and line ministries over the short and
medium term as well as improved integration of gender equality in the design and implementation of public
policies and budget cycles in the long term.
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3 Strategic planning for gender
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equality policy in the Czech
Republic

Robust legal and strategic frameworks for the promotion of gender equality
can significantly contribute to reducing gender gaps and ensuring the
sustainability of gender equality efforts. This chapter provides an overview of
Czech Republic legislation related to gender equality and mainstreaming,
highlighting good practices and areas for further improvement. It further
reviews the country’s approach to strategic planning, its current gender
equality strategy, the implementation and monitoring mechanisms in place or
needed, and the extent to which gender considerations are integrated in
sectoral plans. It concludes with a series of policy recommendations to
support the government of the Czech Republic to further consolidate its legal
and strategic frameworks to advance its gender equality goals and enhance
gender-sensitive policymaking.
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3.1. Introduction

A robust legal and strategic framework can facilitate addressing gender gaps in the Czech Republic. A
country’s strategic planning can serve as a frame of reference to achieve its shared vision for gender
equality, helping to prioritise and clarify the key areas of focus for government action and identifying
objectives and targets for different time horizons for their implementation. A growing number of countries
have developed a national gender equality strategy, reflecting growing recognition of their importance.
Over the past five years, at least five OECD countries have adopted a whole-of-government strategic
framework for gender equality for the first time (OECD, 202237)).

There is consensus across OECD members — as reflected in the adoption of the 2015 OECD
Recommendation of the Council on Gender Equality in Public Life — that a stand-alone national gender
equality strategy, combined with the integration of gender equality objectives within sector-specific
strategies (e.g. education, health, environment, etc.) and broader national strategies (e.g. data, foresight,
disaster management, recovery and resilience, etc.), can help accelerate the implementation of gender
equality objectives. The importance of this approach has been recognised most recently following the
COVID-19 pandemic: The disproportionate impact of COVID-19 on women’s economic and social
outcomes triggered an urgent need to ensure that recovery efforts are gender sensitive. Noting this, the
European Commission has urged the members of the European Union (EU) to mainstream gender
objectives into their national recovery and resilience plans. A vast majority of the respondents (81%) to a
2021 OECD survey that reported having a recovery and resilience strategy in place have integrated gender
equality considerations in these strategic plans (OECD, 202237)).

This chapter explores the existing state of the legal and strategic frameworks for gender equality and
gender mainstreaming in the Czech Republic, noting their evolution as well as key success factors and
lessons learned.

3.2. An overview of Czech legislation in relation to gender equality and
mainstreaming

Legal frameworks focused on gender equality can help counter gender-based discrimination and ensure
that gender equality is upheld as an enduring value and ethos of public policymaking, especially in the
absence of political commitment. Such frameworks encompass laws that are dedicated, on one hand, to
gender equality and, on the other, to the integration of principles that uphold gender equality in other laws
(e.g. budget laws, labour codes, procurement laws and civil procedure laws). These latter types of laws
can also be referred to as gender-sensitive legislation based on the understanding of their impacts on
gender equality outcomes.

3.2.1. Equal treatment is guaranteed by the Anti-Discrimination Act

In the Czech Republic, the principle of non-discrimination is enshrined in the constitution in line with the
Charter of Fundamental Rights and Freedoms. Anti-discrimination provisions, including against
discrimination based on gender, is primarily covered by the Act No. 198/2009 Coll., on Equal Treatment
and on the Legal Means of Protection against Discrimination (the Anti-Discrimination Act). This act defines
the right to equal treatment and prohibits discrimination in matters related to, among others, employment
and labour, social security, access to health care, access to education, and access to goods and services
(including housing) (Parliament of the Czech Republic, 2009p3)). It transposes the relevant EU directives®
in this area and incorporates the expression “discrimination on the ground of sex”. The responsible entity
for enforcement of the Anti-Discrimination Act is the Public Defender of Rights (Ombudsperson), which is
the national equality body responsible for ensuring equal treatment and protection against discrimination
(Chapter 7).
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Analysis of the Anti-Discrimination Act by the Ombudsperson’s office since 20106 found that its
enforcement has been very limited, due in part to the public’s low awareness of the protections against
discrimination; weak penalties and damages in proven cases of discrimination; and insufficient state
support of non-governmental organisations that provide aid to victims of discrimination (Office of the Public
Defender of Rights, 2016/94)). Based on these analyses, the Ombudsperson’s office has recommended
several amendments to the Anti-Discrimination Act including to entitle victims to monetary compensation
and to introduce public interest litigation to enable an organisation to represent victims (Office of the Public
Defender of Rights, 2020j95)).

While a detailed legal analysis is beyond the scope of this report, provisions and protections related to
gender equality can be found in several other laws in the Czech Republic. For instance, Act No. 262/2006
Coll., Labour Code contains important protections related to work-life balance, equal pay and other relevant
measures (European Commission, 2021 gg)) .

3.2.2. The Czech Republic could benefit from stronger legal framework dealing with
gender equality

While the Anti-Discrimination Act provides the legal basis for protection from gender-based discrimination,
a more targeted legal framework focused on gender equality could provide a more effective blueprint to
proactively guide government action in promoting gender equality for women, men and diverse groups in
society. There are examples of gender equality laws across the OECD that, among other things, require
ministries to develop gender action plans, introduce requirements for equal pay certification, outline the
roles and responsibilities across the administration to consider a gender perspective in policymaking,
mandate the collection gender-disaggregated data, or create co-ordination mechanisms for the gender
policy. Box 3.1 highlights examples of such legislation from Iceland and the Victoria state government in
Australia.

Box 3.1. Examples of comprehensive gender equality laws in OECD countries

Iceland

Iceland’s Act on Equal Status and Equal Rights Irrespective of Gender (No. 150/2020) provides the
foundation for prevention of discrimination on the basis of gender and maintaining equality and equal
opportunities for all genders in all spheres of society. It establishes the basis for gender and equality
mainstreaming in decision making on part of the ministries and public institutions.

The Act aims to advance equal influence for women and men in all spheres of society. It identifies the
key areas of work where gender gaps exist such as pay discrimination, reconciliation of work and family
life, education, gender-based violence, and gender norms and stereotypes. It also acknowledges the
importance of using gender statistics and increasing research in gender and equality studies. It
recognises multiple forms of discrimination.

Victoria, Australia

The state of Victoria in Australia enacted its Gender Equality Act in 2020 with the aim of improving
workplace gender equality in the public sector, universities and local councils. The law calls on these
institutions to undertake positive action towards workplace gender equality and integrating gender
equality in their work policies, programmes and services. The act also establishes the Public Sector
Gender Equality Commissioner to provide education, support implementation and enforce compliance
of the act. It further requires the consideration of an intersectional perspective by organisations in
developing strategies and measures to fulfil their obligations under the act.
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Source: (Government of Iceland, 2000p97)), Act on Equal Status and Equal Rights Irrespective of Gender,
https://www.government.is/library/04-
Legislation/Act%200n%20Equal %20Status %20and%20Equal %20Rights %20Irrespective %200f%20Gender.pdf; (Victoria Commission for
Gender Equality in the Public Sector, 20219s)), About the Gender Equality Act 2020 (webpage),
https://www.genderequalitycommission.vic.gov.au/about-gender-equality-act-2020.

3.2.3. Gender mainstreaming objectives could benefit from further clarification and a
stronger legal underpinning

Having specific laws related to gender equality is not sufficient to uproot horizontal gender inequalities.
Evidence shows that there is a need to review the overall legal landscape to level the playing field for
women and men from diverse backgrounds. For example, while men and women are typically taxed under
the same rules, their different social and economic characteristics (e.g. income levels or labour force
participation) mean that the tax laws can inadvertently contribute to gender inequalities in society (OECD,
20225). This is why gender mainstreaming is the most effective when integrated within the overall legal
landscape of a country. Gender mainstreaming helps tackle the deeply rooted nature of structural gender
inequalities, gender norms and stereotypes within structural policies, laws and regulations, budgets and
procurement processes. As such, it supports governments to make more inclusive decisions to achieve
better outcomes for all.

In the case of Czech Republic, OECD interviews across line ministries pointed out an uneven
understanding of gender mainstreaming and its importance, with most government action focusing on
targeted actions alone. This uneven understanding is also reflected in the public administration’s legal
landscape. The key document that formalises gender mainstreaming is the national Gender Equality
Strategy for 2021-2030 (Strategy 2021+). This strategy was adopted through a government resolution,’
which lends it political weight under the government that put it in place and facilitates its implementation.
However, Strategy 2021+ does not provide a legal basis for gender mainstreaming, which makes it more
vulnerable to political and economic fluctuations over time. The government’s rules regarding regulatory
impact assessments also help underpin a formal approach to gender mainstreaming in the Czech Republic
The rules cover gender impact assessments (GIAs) for legislative and non-legislative documents submitted
to the Cabinet (Chapter Error! Reference source not found.). But there are important constraints on the
effective implementation of this requirement (Chapter 4). Gender considerations are also not
mainstreamed in key legal instruments such as the budget law, procurement law or laws that outline the
obligations of public servants. Table 3.1 compares legal underpinnings for gender mainstreaming in the
Czech Republic and the average situation across OECD countries. This overview suggests to there is
scope to introduce gender mainstreaming requirements in both the budget and public procurement laws
in the Czech Republic to further align with the growing practice across OECD countries.
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Table 3.1. Comparative overview of gender mainstreaming requirements in OECD countries and the
Czech Republic

How man Does the
y Czech
OECD .
. . Republic
Type of requirement countries .
: report having
report having these in
these in place?
place?
Laws and binding decisions on gender mainstreaming and gender equality 67% o
Gender mainstreaming requirements in budget laws 52% o
Gender mainstreaming requirements in impact assessment laws 39% N/A
Gender mainstreaming requirements in procurement laws 39% o
Gender mainstreaming requirements in planning laws 33% N/A
Gender mainstreaming requirements in economic recovery laws 24% o
General obligations for public servants to promote gender equality 18% o
Gender mainstreaming requirements in emergency management or 'Y
preparedness laws 6%

Note: The red dot stands for “no”; the green dot stands for “yes”. Responses were received from 33 OECD countries that participated in the
Gender Mainstreaming and Governance survey.
Source: (OECD, 2021;s1)), OECD Survey on Gender Mainstreaming and Governance.

Gender mainstreaming in laws across the EU and OECD could serve as examples for the Czech Republic.
In the past five years, at least nine OECD countries have enacted new laws, regulations or directives
(including to complement existing policies) to underpin gender mainstreaming in one or more policy areas
(Box 3.2). These legal and statutory frameworks take a variety of forms including laws and/or binding
decisions focused on gender mainstreaming; general obligations for public servants to promote gender
equality in all actions; and gender mainstreaming requirements enshrined in other key laws related to, for
example, planning, budgeting or procurement laws, as shown in Table 3.1 (OECD, 2022;37)).

Box 3.2. Legal frameworks for advancing the dual approach to gender equality

Belgium’s gender mainstreaming law

Belgium adopted a dedicated law on gender mainstreaming in 2017 that creates a legal obligation for
gender mainstreaming in the development of public policies at the federal level. The law calls for the
strategic objectives in gender mainstreaming to be declared when a government is formed and calls on
ministries to make annual presentations on the actions and measures taken to this end. Ministries are
required to use gender budgeting with each project. Finally, the law prescribes integrating a gender lens
through a range of administrative actions such as strategic planning frameworks, data and statistics,
and gender-sensitive indicators, among others.

The United Kingdom’s public sector equality duty

The Equality Act 2010 established the public sector equality duty, which requires all public bodies to
consider and think about how their policies or decisions affect people who are protected under the
Equality Act. The protected characteristics under the act are age, disability, gender reassignment,
marriage and civil partnership, pregnancy and maternity, race, religion and belief, sex, and sexual
orientation. The act also requires public bodies to eliminate discrimination, harassment, victimisation
and other conduct prohibited by or under the act; to advance equality of opportunity between persons
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who share a relevant protected characteristics and persons who do not share it; and to foster good
relations between persons who share a relevant protected characteristic and persons who do not share
it. Additionally, public authorities also have specific duties under the Equality Act to help them comply
with the public sector equality duty, such as publishing equality information at least once a year and
preparing and publishing equality objectives at least every four years.

Source : (Federal Parliament of Belgium, 2007199)), Loi visant au contréle de I'application des résolutions de la conférence mondiale sur les
femmes réunie a Pékin en septembre 1995 et intégrant la dimension du genre dans ['ensemble des politiques fédérales,
http ://www.ejustice.just.fgov.be/eli/loi/2007/01/12/2007002011/justel; (I'Institut pour I'égalité des femmes et des hommes, 2015100)), Loi
Gender Mainstreaming, https://igym-iefh.belgium.be/fr/activites/gender_mainstreaming/loi_gender _mainstreaming; (Ministry of Justice of
the United Kingdom, 2012p101)Public Sector Equality Duty. Retrieved from: https://www.gov.uk/government/publications/public-sector-
equality-duty; and Information provided by the United Kingdom, 2021.

3.3. Strategic planning for gender equality in the Czech Republic

3.3.1. Over the past decade, the strategic approach for the promotion of gender equality
has improved

The Czech Republic has taken steps to progressively improve its national strategic plans on gender
equality over the past decade, drawing on lessons learned from the evaluation of previous strategies. The
first step in the development of strategic planning in the area of gender equality was the government’s
approval in 1998 of an action plan outlining priorities and procedures to promote equal opportunities for
men and women (Government of the Czech Republic, 1998-2020102)). The plan defined the national
priorities on gender equality for that year and measures to be undertaken by ministries and other relevant
bodies of the public administration. Since then and in each subsequent year until 2014, annual action plans
identified priorities and their implementation was monitored and reported on an annual basis. However,
this approach lacked a comprehensive and result-oriented framework to guide such measures and track
progress. The adoption in 2014 of the Government Strategy for Gender Equality in the Czech Republic for
2014-2020, the country’s first medium-term policy framework for gender equality, was a pivotal moment.
This 2014-20 Strategy identified eight key areas where gender equality needed to be advanced on the
basis of a strategic analysis (Government of the Czech Republic, 2014103)). However, the annual reporting
and monitoring processes remained largely unchanged since 1998, making this a process-related
endeavour with very limited focus on results. This is similar to OECD findings on monitoring of strategic
documents in Czech Republic more broadly (OECD, 2023[104)).

Strategy 2021+ is intended to be an evergreen document underpinned by monitoring and
reporting mechanisms

The Gender Equality Strategy for 2021-30 builds on the lessons learned from the previous strategic plans
and provides a more ambitious framework for the promotion of the country’s gender policy and a longer
timeframe. Box 3.3 outlines key areas of focus.
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Box 3.3. Key areas of focus of Strategy 2021+

The latest gender equality strategy of the Czech Republic aims to eliminate gender inequalities and in
that sense, it builds on existing policies in this area. Its eight thematic chapters focusing on key areas
of promoting gender equality:

e work and care - eliminating gender inequalities in the job market and in relation to care

e decision making - addressing the low representation of women in politics and other decision-
making positions in the public sphere

o safety - dealing with issues related to domestic and sexual violence and safety in public spaces,
including cyberspace

¢ health - addressing gender inequalities in health care, including issues related to obstetrics and
postnatal care

e knowledge - eliminating gender inequalities in education, science and research

e society - eliminating gender stereotypes, reducing gender inequalities in media and culture, and
supporting the civil sector

e external relations - focusing on the application of gender equality to foreign policy

e institutions - stressing sufficient staffing in public administration to allow for the effective
promotion of gender equality and the implementation of Strategy 2021+.

Each chapter summarises the actual state of gender (in)equality in the area, defines the gaps and sets
forth strategic high-level goals. These are further developed in the annex alongside specific goals,
particular tasks, measures, indicators, time frames, and responsible and co-operating entities.

Source: (Office of the Government of the Czech Republic, 202119)), Gender Equality Strategy for 2021-2030,
https://www.vlada.cz/assets/ppov/gcfge/Gender-Equality-Strategy-2021-2030.pdf.

Strategy 2021+ provides a solid foundation for implementing gender equality commitments as it sets out
high-level goals and complements these with concretely defined measures and corresponding indicators.
It identifies roles and responsibilities for entities across the whole of government.

Strategy 2021+ also puts in place an annual reporting and monitoring mechanism that requires ministries
and other co-operating entities to report to the Gender Equality Department (the Department) in the Office
of the Government on its implementation. This mechanism consists of self-assessment of the level of
implementation by the responsible entities and an assessment by the Department.

This process has been designed in such a way as to foster transparency and provide a platform for
discussion of the findings and challenges in relation to implementation. The Department prepares an
annual report on fulfilment of Strategy 2021+ in co-operation with and for discussion within the Government
Council for Gender Equality and its working groups. Usually, this annual report also undergoes the
standard inter-ministerial commenting procedure via the electronic document sharing system eKLEP and
is subsequently submitted to the government and the Cabinet (Office of the Government of the Czech
Republic, 202119).

A significant innovation under Strategy 2021+ is a built-in mechanism for flexibility and revision. This allows
for a mid-term external evaluation with the possibility to twice revise the strategy, including its measures
and indicators, based on progress in implementation and to take into account potential emerging issues
and new barriers. As Strategy 2021+ has a ten-year timeframe, such built-in agility can be very valuable,
as became clear with the recent experience of the COVID-19 pandemic when governments had to adapt
urgently in face of emerging challenges. It must be noted, however, that such flexibility can be a double-
edged sword in the absence of a committed political leadership: There is a risk of alteration or dilution of

For Official Use


https://www.vlada.cz/assets/ppov/gcfge/Gender-Equality-Strategy-2021-2030.pdf

GOV/PGC/GMG(2022)3/REV1 | 55

the strategy’s scope, goals and measures over time, the influence of shorter term priorities and the political
context, and the consequences of a possible lack of ownership by subsequent governments. Several
OECD members have tested different approaches to mitigate these kinds of risks. In Sweden, for example,
overarching gender goals were developed in 2006 and have remain unchanged since then to maintain a
long-term vision. It is the responsibility of the Swedish line ministries to identify how these goals are
translated within their own line of work, supported by indicators to measure progress.

The Gender Equality Department is well positioned to oversee strategic co-ordination,
implementation and monitoring

The Department is the co-ordinating body tasked with fulfilling Strategy 2021+. As the members of the
Czech government are ultimately responsible for implementing the strategy, ministers of the line ministries
are expected to ensure implementation of the particular measures to be undertaken by their ministry in the
prescribed timeframe as are chairpersons of relevant central government authorities such as the Czech
Statistical Office (Office of the Government of the Czech Republic, 2021 19)).

In the Czech administration, responsibility for managing various cross-cutting strategies tends to be located
in line ministries, which may limit the overall effectiveness of whole-of-government steering, co-ordination
and monitoring of those strategies (OECD, 2023104)). In relation to gender equality, this responsibility is
located in the Department within the Office of the Government, and this may offer an opportunity to more
seamlessly steer and co-ordinate work across the government in the implementation of the Strategy 2021+.

Strategy 2021+ reflects a lengthy consultative process

Strategy 2021+ was adopted following a two-year preparatory phase of consultation and engagement
within and outside the public administration. Based on a preliminary identification of the strategic areas of
focus and a needs assessment, thematic expert groups were created to develop proposals for specific
goals and tasks. During the consultation phase, these outcomes were discussed in committees and task
forces of the Government Council for Gender Equality and with relevant stakeholders and the public to
ensure that the process was participative, consultative and responsive. A proposal of the strategy was also
sent to the line ministries to solicit their comments. The submitted comments were then discussed with
ministry representatives at eight thematically focused roundtables to try and reach consensus before
submitting the final text into the formal interagency commenting procedure (eKLEP) (Office of the
Government of the Czech Republic, 202119)). While it is too early to assess the impact of this consultative
process, such consultation efforts are expected to help strengthen the implementation of the measures
identified in Strategy 2021+, both by enhancing the ownership of ministries and other co-operating entities
of their respective responsibilities and tasks as defined in the strategy and by supporting the document’s
relevance to the actual needs of the society.

3.3.2. Strategy 2021+ could benefit from greater resourcing and implementation capacity

A prioritisation of actions as short-, medium- and longer-term objectives is needed

Currently, the proliferation of tasks and measures assigned to each line ministry as part of Strategy 2021+
weighs on having an outcome-oriented approach. For example, the Ministry of Education is tasked with
implementing over 120 measures, whereas the Ministry of Labour and Social Affairs is assigned to
undertake 162 measures. Though there is no state budget allocated to the implementation of Strategy
2021+, it would be beneficial to opt for sequential budgeting, thus further prioritising the actions set out in
Strategy 2021+ going forward. This approach is especially relevant given the tightening fiscal context and
the government’s stated priority to reduce public spending. Such a prioritisation exercise can also reinforce
the business case for allocating state funds for Strategy+, underpinning its stability. Box 3.4 discusses the
prioritisation approach taken by Switzerland as an example.
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Box 3.4. Switzerland’s prioritisation approach to implement its Gender Equality Strategy

Switzerland’s Federal Council adopted the country’s first-ever national strategy dedicated to gender
equality in 2021. The Gender Equality Strategy 2030 focuses on four key areas: promoting equality in
the workplace, improving work-life balance, preventing violence and fighting discrimination. It contains
a general objective and several specific objectives for each of these areas aimed at achieving equality
between women and men. Notably, the strategy adopts a prioritisation approach for the measures
proposed, identifying the priority measures for 2021-23 that need to be adopted or implemented during
the current legislative period (i.e. by the end of 2023). It also envisages a mid-term review at the end of
2025.

Source: (Federal Council of Switzerland, 2021105)), “Federal Council adopts national gender equality strategy”,
https://www.ebg.admin.ch/ebg/en/home/the-foge/nsb-news_list.msg-id-83294.html.

Further efforts are needed to enhance the autonomy and ownership of government bodies
to implement Strategy 2021+

In the Czech Republic, cross-cutting strategies have typically been prepared as a response to EU
requirements that condition funding to the development of such strategies (OECD, 2023104)). These
requirements are the enabling conditions for EU funds allocated to the Cohesion Policy that set up the
general and sectoral framework to ensure the effectiveness of EU support and must be met by EU member
states during the whole programming period of the funding. Moreover, most cross-cutting strategies are
not connected with other sectoral strategies, negatively impacting line ministries’ ownership of cross-
cutting strategies. While Strategy 2021+ was also adopted as a response to the enabling conditions for the
programming period 2021-2027, that called for recipients of EU funding to have in place a national strategic
framework for gender equality®. The Czech Republic’'s Gender Equality Department also undertook
significant efforts to improve the institutionalisation and implementation of its gender equality strategy.

That said, there is scope to enhance autonomy and ownership of Strategy 2021+ among line ministries
and other implementing entities in the Czech government. While the strategy has adopted critical horizontal
measures, including to advance gender budgeting and collection of gender-disaggregated data, OECD
research has found that the roles and responsibilities for these measures fall overwhelmingly on the
Department. In this regard, it would help to clarify the roles and responsibilities of other designated co-
operating bodies (e.g. Ministry of Finance, Czech Statistics Office) to strengthen their engagement. Box 3.5
describes an example from the Colombian ministries of environment and transport to strengthen gender
mainstreaming within the transport sector.

Box 3.5. How government ministries in Colombia worked together to advance gender equality

The Ministry of Transport as head of sector, led the establishment of the Sectoral Committee to co-
ordinate implementation of national public policy on gender equity in the transport sector. The
committee’s aim is to align the needs and capacity of women in plans, programmes, projects and
strategies in the sector.

The Ministry of Transport and the Ministry of Environment, in a joint effort, developed a guide to help
incorporate a gender perspective in projects, programmes, plans and policies of the transport sector.
This document builds on previous work relative to gender and climate change. The guide is a tool for
public entities and includes a checklist, examples, good practices and recommendations for integrating
gender considerations into their plans or programmes, especially in projects to mitigate climate change
in the transport sector. By reviewing all the steps of the cycle of projects, from background and design
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up until implementation and evaluation, the guide provides orientation to stakeholders relative to gender
mainstreaming.

Source: (Ministerio de Ambiente y Desarrollo Sostenible, 2021106]),, Género y Cambio Climatico: Guia para la integracion de enfoque de
género en proyectos, programas, planes y politicas del sector de transporte,
https://repositorio.gestiondelriesgo.gov.co/handle/20.500.11762/36812; (Ministerio de Transporte, 2019;107;), Resolucién Numero 2830 de
2019 "Por la cual se crea el Comité Sectorial para la coordinacion e implementacion de la Politica Publica Nacional de equidad de género
en el Sector Transporte", https://www.invias.gov.co/index.php/normativa/resoluciones-circulares-otros/12999-resolucion-2830-del-5-de-
julio-de-2019ffile..

Increasing sustainability of gender equality commitments with firmer linkages to the budget
process can boost implementation

Overall, OECD analysis points to limited links between the policy planning and financial planning processes
in the Czech Republic, as financial costs of the measures and allocation of expenditures on priority
measures are insufficiently discussed between the ministry authoring the strategy and the Ministry of
Finance and before policy documents are submitted to the inter-ministerial commenting procedure and to
the Cabinet (OECD, 2023[104)).

To support its implementation, Strategy 2021+ identifies both national and EU sources (i.e., EU funds and
European Economic Area (EEA)/Norwegian funds) of financing. In this context, it is important to highlight
that Strategy 2021+ defines three types of measures. First, there are measures that do not have direct
expenses, for example legislative changes. Second, there are measures that could be funded by EU
Cohesion Policy funds, particularly the European Social Fund Plus + (e.g. the Operation Programme
Employment+ and Johannes Amos Comenius Programme).® Finally, there are some measures that have
a direct impact on the state budget (namely, measures entailing an increase of some existing subsidy
programmes). Yet, as noted by the interviewed authorities, in view of the limited state financing, Strategy
2021+ relies heavily on EU funding (particularly on the previous Operational Programme Employment). To
this end, the Czech Republic is encouraged to consider strengthening the formal links between the
implementation of Strategy 2021+ and the budget process (Chapter 6), particularly in the context of
promoting a gender-inclusive recovery from the COVID-19 crisis.

3.3.3. There is scope for greater integration of gender mainstreaming objectives in
sectoral policy planning

In addition to Strategy 2021+, other key strategic frameworks briefly discuss issues and measures related
to the gender equality agenda. For example, Czech Republic 2030, the country’s long-term strategy,
outlines a pathway for its social, economic and environmental development and forms the basic strategic
framework for other national and regional strategic documents. This strategy refers to prevailing gender
inequalities in society, stating that:

“Czech Republic will reduce gender inequalities in various areas of social life, in particular the low participation
of women with young children (under 15) in the labour market and the high gender pay gap and pensions
(gender pension gap). The state will also focus on the low representation of women in politics and decision-
making positions and the high degree of vertical and horizontal gender segregation in the labour market. It will
vigorously combat violence against women (domestic violence, rape, sexual harassment or cyberviolence) and
direct discrimination based on sex, which is significantly more common for women than men. The negative role
of gender stereotypes, which support the perpetuation and replication of gender inequalities, must be
considered.” (Government of the Czech Republic, 201710s))

The Policy Statement of the government of the Czech Republic approved in 2022 does not explicitly
reference either gender equality or the Strategy 2021+. However, it mentions issues that are closely related
to gender equality, among them increasing the capacity of childcare facilities, supporting affordable
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housing for single parents, and increasing the pensions for people over 85 (who are predominantly women)
(Government of the Czech Republic, 2022[13).

As discussed, OECD’s dual approach to strategic planning for gender equality emphasises the importance
of aligning national and sectoral strategic planning with cross-cutting national gender strategies to ensure
coherent implementation of strategic plans across the government. If gender-related goals are not fully
integrated into government action and mirrored in other broader country strategic documents, they risk
being marginalised and not fully implemented (OECD, 2018p09). In this regard, and despite the brief
references to gender equality in the Czech Republic’s cross-cutting strategic documents, there is further
scope to strengthen gender mainstreaming in the country’s strategic development framework and Policy
Statement of the government.

While Operational Programmes developed with European Union funding include specific
goals related to gender equality, scope remains for further gender mainstreaming

As discussed in Chapters 1 and 2, funding from the EU, notably from the European Social Fund and
European Social Fund Plus, have made and continue to make a crucial contribution towards the Czech
Republic’'s gender equality goals. The Czech Operational Programmes (strategic documents developed
by EU countries to apply for EU funding that list objectives, priorities and actions) under these funding
mechanisms outline gender equality-related contributions as relevant. Notably, the Operational
Programme Employment (2014-2020) (Czech Republic Ministry of Labour and Social Affairs, 2014110))
supported the strengthening of institutional mechanisms for gender equality within some line ministries
(among them, the Ministry of Education, Youth and Sports and the Ministry of Transport) as well as projects
dedicated to tackling the gender pay gap and improving childcare facilities.

Following the introduction of criteria for mainstreaming a gender perspective in the development of
Operational Programmes, contained in relevant EU legislation for accessing to EU funding, the Department
provided suggestions to mainstream gender in the Operational Programme Employment Employment+)
(Czech Republic Ministry of Labour and Social Affairs, 20211117). However, as reported in Strategy 2021+,
only a small set of these suggestions — specifically those pertaining to reinforcing childcare arrangements
through expansion of children’s groups (Chapter 2) — were included in the final Operational Programme
submitted. Operational Programme Employment+ also contains allocations for improving gender equality
in the labour market (e.g. through tackling horizontal and vertical segregation of the labour market, reducing
pay inequalities and work-life balance).

Similarly, there has been no direct focus on gender equality in the Integrated Regional Operational
Programme, funded by the European Regional Development Fund, during either the 2014-20 of the 2021-
27 programming periods (Government of the Czech Republic, 20211112); (Government of the Czech
Republic, 2014113)). However, the programme aims to address the insufficient capacities of childcare
facilities in the Czech Republic and improve the current situation by funding the development of relevant
infrastructure, thus indirectly dealing with gender gaps in labour market.

There is scope to strengthen gender mainstreaming in the implementation of the Czech
Republic’s National Recovery and Resilience Plan

As discussed in Chapter 1, the COVID-19 crisis widened existing gender gaps in several socioeconomic
areas including employment, globally and in the Czech Republic, illustrating the need to consider gender
equality in formulating recovery and resilience plans. If these impacts on women’s employment are not
considered in designing and implementing recovery plans, for example, financial aid and welfare benefits
may not be sufficiently directed to women-dominated sectors and businesses, which could worsen
economic gender gaps.
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Several OECD countries, recognising the importance of an inclusive recovery, have reported integrating
gender equality considerations in the development of their recovery and resilience plans . As of 2021, 81%
of OECD countries that reported developing a strategic plan in response to the COVID-19 crisis (including
for recovery and resilience) also reported integrating gender equality considerations either by including
targeted actions and/or stating gender equality as cross-cutting pillar. The EU regulation establishing the
Recovery and Resilience Facility states that member states should mainstream and promote objectives
relating to gender throughout the design and implementation of their National Recovery and Resilience
Plans (NRRPs). The Czech Republic’s NRRP sets forth various measures that are expected to have a
positive impact on gender equality outcomes, particularly by increasing women’s labour market
participation. This objective would be supported over the long term through investment in childcare facilities
for children under the age of three and by amending legislation to ensure sustainable financing and regional
availability of low-age childcare (Government of the Czech Republic, 202214). While such targeted
measures are important, the dual approach of targeted actions accompanied by gender mainstreaming
would be essential to encourage a gender-inclusive recovery (OECD, 2021114).

In official interviews, it was reported that while the Czech Republic’s NRRP might have been an opportunity
to channel resources towards the promotion of gender equality, time constraints and other considerations
(such as the availability of other EU funds channeled towards the promotion of gender equality) prevented
gender considerations from being fully integrated into the final NRRP. For instance, the NRRP notes that
gender-based violence, gender inequalities in education and gender stereotypes are dealt with under other
interventions such as through the next operational period of EU funds or EEA/Norway funds. Similar
challenges had been reported across the OECD in the immediate aftermath of the pandemic: Only 42% of
countries reported analysing the gender-related impacts of emergency measures. However, having
systematic and well-established gender mainstreaming systems is reported to have facilitated
governments’ use of gender analysis to help inform decision making at the onset of the pandemic (OECD,
2021 114)).

While the window of opportunity in which to carry out a comprehensive ex ante gender impact assessment
to inform development of the Czech Republic’s NRRP has closed, there is considerable scope to make its
revision and implementation more gender inclusive. As a start, the NRRP could benefit from an
assessment to better estimate the expected impact of the funding measures on gender equality and more
particularly on women’s labour force participation as a high priority issue. These findings could feed into
the revision of the NRRP and inform the implementation of programmes going forward. There is also room
to better align the objectives of NRRP to the selected goals of Strategy 2021+ to further strengthen
implementation of the strategy. Box 3.6 describes an example from Italy that could provide insights.

Box 3.6. Italy’s approach to integrating gender equality in recovery plans

One of the recommendations of the European Commission’s Country-specific recommendations for
Italy 2019-20 was that it adopt measures to address the impact of the COVID-19 pandemic on women
and integrate a gender lens in the preparation and the implementation of its NRRP. In response, Italy
has conducted a gender assessment in its NRRP.

The Italian government used several tools to integrate a gender perspective into the performance
framework. These included setting milestones and targets for each reform and investment proposal as
well as specific measures to support female entrepreneurs and promoting gender procurement for
projects financed by the Italian NRRP. In addition, “Strengthening growth potential and social cohesion,
explaining the contribution to gender equality” is one of the core criteria for a positive evaluation of the
measures outlined in the plan.
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The Italian government also assessed the impact of its NRRP on women’s employment. The
assessment suggested a growth by four percentage points in women’s employment by 2026 and also
identified the components more favourable to men’s employment (e.g. renewable energy investments,
railway investments) against those favourable to women’s employment (e.g. education and health
investments, employment policies, digitisation). According to the assessment, the plan could help Italy
earn five more points in the European Institute for Gender Equality’s Gender Equality Index, which
measures the progress of gender equality over time. The extra five points would push Italy above the
current index average of 67.9.

Source: (Government of Italy, n.d.11s)), ltalia Domani, https://italiadomani.gov.it/en/il-piano/priorita-del-piano/parita-di-genere.html;
(Government of Italy, 20211116]), Recovery & Resilience Facility e gender mainstreaming,
https://www.rgs.mef.gov.it/_Documenti/\VERSIONE-I/Comunicazione/Workshop-e-

convegni/Seminario_|l_Piano_Nazionale di Ripresa e Resilienza e le_diseguaglianze di genere/2021 9 luglio_Seminari-RGS -

Didomenico.pdf;

Integrating gender objectives within the ministerial-level strategies can support policy
alignment and implementation

OECD research points to significant scope to strengthen gender mainstreaming in strategic documents at
the ministerial level in the Czech Repubilic. In line with the 2014-20 gender equality strategy and its annual
action plans, several ministries put in place their own ministerial-level strategies. The gender equality
strategy of the Ministry of Education, Youth and Sports focused on internal processes and policymaking.
Yet, there is an absence of systematic inclusion of gender equality in sectoral priorities. Currently, the
allocation of tasks appears to be relatively siloed, with insufficient institutional responsibility for
implementing gender mainstreaming in ministries. In most cases, the responsibility falls almost exclusively
to the respective gender focal points (GFPs), who often do not have the required mandate or capacities
for the tasks. Developing a systematic approach and guidance for ministries to incorporate gender-related
objectives as a part of their sectoral strategies can play a key role in achieving horizontal alignment and
implementation for gender equality. Strategic alignment and harmonisation across national and sectoral
strategies is more generally an issue in the Czech Republic (OECD, 2023104)). The Ministry of Regional
Development has developed templates and models for strategic documents in this regard, which could
include gender-related objectives and references to gender equality.

3.4. Policy recommendations: A roadmap for the Czech Republic

e There is a need to further level the playing field for women and men from diverse backgrounds
within the legal landscape of the Czech Republic. Stronger legal underpinning for gender equality
can future-proof it as a core value and embed gender mainstreaming as a core government
process. The Gender Equality Strategy for 2021-2030, which was adopted through a government
resolution, can carry political weight under the government which adopted it, facilitating its
implementation. However, in the absence of a legal basis for gender mainstreaming, its
implementation could be vulnerable to possible political and economic fluctuations in the future.

e Resourcing and capacities across the administration for the implementation of Strategy 2021+
could be enhanced:

o An important first step could be the prioritisation of actions as short, medium and longer-term
objectives. Such a prioritisation exercise can also help reinforce the business case for
allocating more sustainable funds for Strategy+ to underpin its stable implementation within the
tightening fiscal context.
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o There is scope to increase sustainability of the implementation of gender equality commitments
by strengthening linkages to the state budget process since implementation of Strategy 2021+
relies overwhelmingly on funding from external sources such as the EU. While this financing
mechanism has crucially provided impetus to institutionalise Strategy 2021+, it a sustainable
and regular resource allocation hat can ensure continuity and impact in the medium and long
term.

Further efforts are needed to gradually enhance the autonomy and ownership of ministries and co-
ordinating bodies for the implementation of Strategy 2021+. It would be helpful, for instance, to
clarify the roles and responsibilities of other designated co-operating bodies’ such as the Ministry
of Finance and the Czech Statistical Office to strengthen their engagement.

It is important to further strengthen the links and alignment between Strategy 2021+ and key
government strategies, particularly the Policy Statement of the Government, to increase political
support and ensure that the Prime Minister’'s Office and the whole of government address gender
as a higher priority on the government agenda.

There is scope to strengthen gender mainstreaming in the implementation of the NRRP including
through better alignment with Strategy 2021+ goals and an impact assessment to better estimate
the expected impact of the funding measures on gender equality and specifically on women’s
labour force participation. These findings can feed into the revision of the NRRP and inform its
implementation.

Developing a systematic approach and guidance for ministries to incorporate gender-related
objectives as a part of their sectoral strategies can play a key role in advancing the goal of
horizontal alignment and implementation for gender equality. For instance, this guidance can be
reflected in the strategic templates and models prepared by the Ministry of Regional Development.
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4 Getting institutions right in the

For Official Use

Czech Republic

Establishing sound institutional arrangements for the delivery of gender
equality policy, including clear roles and responsibilities and adequate
capacity and resourcing, is key for tackling gender inequalities. The Czech
Republic has taken some steps to strengthen its institutional architecture for
gender equality in recent years, but further efforts could be envisaged to
promote a co-ordinated approach across the government. This chapter first
presents an overview of the whole-of-government institutional framework for
gender equality and mainstreaming in the Czech Republic. It then analyses
the roles, responsibilities, capacities and capabilities of the institutional
actors tasked with promoting the country’s gender equality agenda at the
national level and assesses challenges and scope for improvement. It
concludes with a set of targeted policy recommendations to reinforce the
existing institutional set-up, with the aim of supporting the Czech Republic in
achieving its gender equality goals.
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4.1. Introduction

Tackling gender inequality is a complex public policy issue. It necessitates a robust institutional set-up
within the public administration with adequate capacities and capabilities. Tackling gender inequality is
also a cross-cutting public policy challenge that affects many areas throughout a person’s life cycle. For
example, domestic violence can also have critical impacts on women'’s labour force participation outcomes
and housing, among others. If ministries across the public administration work in an isolated manner, these
critical linkages might be missed, potentially resulting in additional costs for the public administration due
to overlaps in programmes and expenditures and provision of less-efficient public services. In the context
of a tightening fiscal situation and its commitment to efficient public spending, the Czech government would
benefit from a well-developed and co-ordinated institutional approach to its gender equality policy. The
national Gender Equality Strategy 2021-30 (Strategy 2021+) also considers strengthening the institutional
set-up as one of the country’s overarching goals of. OECD analysis of the current strategic institutional
set-up and processes in the Czech Republic, especially for cross-cutting policy issues, suggests that these
have not been conducive to the sound co-ordination and implementation of strategies. In particular, the
lack of strategic steering capacities and alignment from the centre have led to the multiplication of
strategies and an absence of consistency and implementation across policies (OECD, 2023(1041). Such
factors might also hamper the needed institutional set-up for gender equality in the country. A whole-of-
government approach to gender equality implies that the institutional responsibilities for advancing gender
equality goals are, ideally, distributed among the centre of government (e.g. the Cabinet Office and the
Ministry of Finance); a central gender equality institution (i.e., a body tasked with promoting, co-ordinating
and facilitating the gender equality policy in a country at the central or federal level); line ministries and
agencies (across all policy areas); data-collecting and producing bodies; and independent oversight
institutions as well as public administrations across various levels of government (OECD, 201911)).

This chapter presents an overview of the institutional set-up for gender equality in the government of the
Czech Republic including roles, responsibilities, capacities and capabilities of various public institutions
engaged in advancing the country’s gender equality agenda. Figure 4.1 gives a snapshot of this
institutional set-up.

Figure 4.1. Institutional set-up for gender equality in Czech Republic (2023)
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Source: OECD elaboration.

4.2. Political responsibility for the gender equality portfolio

4.2.1. There is scope to strengthen the institutional set-up for the promotion of gender
equality in the Czech Republic

The highest political authority in charge of the gender equality agenda is the Prime Minister, who chairs
the Government Council for Gender Equality (the Council) and submits to the government any legislative
and non-legislative materials dealing with gender equality. In addition, the Government Commissioner for
Human Rights (the Commissioner) within the Office of the Government fulfils a key political role to promote
gender equality. The Commissioner supports the Prime Minister in promoting gender equality at the cabinet
level and is responsible for developing long-term frameworks for gender equality at the national level,
designing measures to achieve gender equality, assessing materials of a legislative and non-legislative
nature concerning gender equality (via the interagency commenting procedure in the eKLEP), and
implementing and reporting on international commitments in this area. The Commissioner serves as the
Vice-Chair of the Council as well as other relevant government advisory bodies dealing with human rights,
the Roma minority, national minorities, non-profit organisations, and people with disabilities and is
responsible for the agenda related to these areas (Government of the Czech Republic, 2023[117). In
carrying out the mandate of this position, the Commissioner co-operates closely with the Gender Equality
Department (the Department).

The Commissioner, while fulfilling a key function, is not a member of the government and the role does not
have the mandate to make direct submissions to the Cabinet. Importantly, political responsibility for the
gender equality agenda in the Czech Republic has shifted between different ministries over the past
decade and since 2018, there has been no dedicated Cabinet Minister holding political responsibility for
gender equality agenda.1° At the time of writing this report, a recent development was the appointment of
the Commissioner as the Deputy Minister of the Minister for European Affairs. Such overlaps in institutional
responsibilities could, however, risk dividing the attention dedicated to the promotion of gender equality.

Having the gender equality agenda within the Prime Minister's portfolio can give it strong political
momentum. But this also poses a risk that the gender equality agenda could be sidelined amid conflicting
priorities on the Prime Minister’s often-overcrowded agenda. This is especially the case in times of crises
such as the recent COVID-19 pandemic or in cases where gender equality has not been explicitly identified
as a government priority.

Going forward, the necessary institutional and political impetus for the advancement of the gender equality
agenda could be created by systematically institutionalising the Commissioner’s role through strengthened
links with the Prime Minister’'s Office (PMQ) and the Cabinet and/or appointing a dedicated minister with
access to the Cabinet and the mandate to propose or challenge cabinet submissions in relation to gender
equality. Instead of ad hoc arrangements, systematic cabinet representation for the gender equality
agenda — consistent with the set-up in a majority (56%) of OECD countries —may encourage its
consideration at the epicentre of political decision making and signal its importance to both public and
private actors (OECD, 2022;377). Similarly, a stronger role for the PMO — for instance by appointing a
counterpart of the Commissioner in the PMO or ensuring regular meetings with the Prime Minister within
the Council or at its preparatory meetings — can help follow and steer the gender agenda. Box 4.1 presents
examples from several OECD countries that have established dedicated cabinet ministerial responsibility
for the gender equality agenda and, as is the case in the Czech Republic, a central gender institution to
lead the policy work in the CoG.
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Box 4.1. Dedicated ministerial portfolios with gender equality institutions in the centre of
government in OECD countries

As of 2022, the Cabinet of Australia has a standalone portfolio for gender equality, led by the Minister
for Women. The current minister also leads the portfolios on finance and public service. The Minister is
supported by the Office for Women, Australia’s central gender institution, located in the Department of
the Prime Minister and Cabinet.

Since 2022, Austria has a Federal Minister for Women, Family, Integration and Media (who previously
led the combined portfolios for women, family, youth and integration) in the Federal Chancellery. At the
policy and administrative level, the Division for Women and Equality, a part of the Federal Chancellery
since 2018, undertakes this work.

As of 2022, political responsibility for the gender equality agenda in the United Kingdom lies with the
Minister for Women and Equalities. The work on policy relating to women is led by the Government
Equalities Office in the Cabinet Office of the United Kingdom.

Source: Government of Australia (n.d.), Office for Women, https://www.pmc.gov.au/office-women; Federal Chancellery Republic of Austria
(n.d.), About Division for Women and Equality, https://www.bundeskanzleramt.gv.at/en/agenda/women-and-equality/about-division-for-
women-and-equality.html; Government of United Kingdom (n.d.), Government Equalities Office,
https://www.gov.uk/government/organisations/government-equalities-office

4.3. Central Gender Equality Institution in the Czech Republic

Across the OECD, there is no homogenised set-up for promoting the gender equality agenda due to
variations in the wider administrative and institutional structures. However, every OECD member has
established a central gender equality institution to advance overarching gender equality goals at the
national or central level. Figure 4.2 shows the commonly used institutional arrangements for CGls in OECD
countries as of 2021 (OECD, 20227). Typically, CGls carry out funct