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Introduction 
The Quality of Human Resources represents the fifth part 
of the publication The Competitiveness of the Czech Repub-
lic 2008-2009. This part  is  divided into three chapters. The 
first chapter provides a response to the fact that, in the con-
text of robust technological advancement and an increasing 
focus on production and services at a higher level of technol-
ogy intensity on the part of most developed economies, the 
demands placed on the workforce are growing. People are 
required not only to master advanced technologies, but also 
to be capable and willing to keep up with and acquire new 
knowledge and skills on a continuous basis. Due to rapid and 
frequent changes in occupational requirements initial educa-
tion falls short of providing individuals with appropriate com-
petencies for the entire length of their careers. Continuing 
education and training are becoming an increasingly press-
ing requirement if one wishes to retain appropriate standards 
of employment.  In addition to continuing education, the 
capacity to work with a PC and to use the Internet is becom-
ing a must as part of efforts to succeed both in professional 
and civic life. These are topics that are addressed in the 
second chapter. The third chapter builds on the fact that 
labour market flexibility is important for competitiveness of 
the economy. Therefore it provides an analysis of three major 
elements that affect this flexibility: foreign employment, flexi-
ble employment contracts and wage differentiation. 

The chapter Preparation of Human Resources for Skills-
Intensive Occupations (Michal Lapáček, Olga Kofroňová) is 
divided into two subchapters. The first subchapter is entitled 
Students and Graduates of Science and Technology Fields 
and it concerns the motivation for and interest in studying 
sciences and technology programmes on the part of young 
people. It provides an analysis of admission proceedings for 
tertiary education programmes and the rate of study success. 
On the basis of a forecast of the number of tertiary education 
graduates until 2014 the subchapter assesses the expected 
development. The second subchapter – Transition of Sci-
ence and Technology Graduates into the Labour Market – 
compares the situation of two age groups of graduates in 
terms of their employment in the CR and in the EU. More-
over, it analyses predominating job-seeking strategies, the 
nature of employment contracts, satisfaction with employ-
ment and the match between the knowledge and skills of-
fered and those required.  

In its subchapter concerned with the continuing education of 
adults the chapter Continuing Education and Training and 
the Information Society (Jiří Braňka, Marta Salavová, Věra 
Havlíčková) assesses the overall position of the CR within 
the EU in terms of participation of the adult population in 
continuing education and training. This participation is ana-
lysed particularly from the perspectives of labour market 
position, occupation, the qualification achieved, age and 
gender. Moreover, reasons for participation and non-
participation are examined, and so is the link between par-
ticipation in CET and the rate of unemployment for specific 
groups of occupations. The second part of the chapter con-
cerned with the influence of the information society on con-
tinuing education and training explores the impact of ICT 
development on the competencies required by the labour 
market. Moreover, it assesses the measures adopted at EU 
level in the form of action plans and initiatives. The situation 
in the CR is compared to that in various EU countries in 
terms of the use of computers in employment, acquisition of 
electronic skills and the level of these skills. Attention is also 

paid to the use of ICT in education and training – on the part 
of both enterprises and individuals.  

Labour Market Flexibility (Hana Žáčková, Zdenka 
Šímová, Zdeňka Matoušková, Věra Czesaná) is a chapter 
consisting of three subchapters. The first one, Foreign 
Employment, examines the reasons for workforce migration 
within the global economy and the EU. Foreign employ-
ment is placed in the context of demographic changes and 
the developments at the labour market that are character-
ised by the number of job vacancies. The number of for-
eigners in the CR and their employment are addressed, 
particularly in terms of gender, nationality, sector, and the 
skills intensity of the jobs concerned.   Furthermore, atten-
tion is paid to illegal migration and the related problems. 
The second subchapter, Flexible Working Arrangements, 
compares the degree to which flexible job contracts are 
used in the CR and in the EU. Part-time and fixed contracts 
are analysed in detail according to age, gender and sector. 
The degree to which these contracts are forced upon the 
employees and the impact on employment are also exam-
ined. In the third subchapter, Earnings Differentiation the 
decisive factors are identified that affect wage differences. 
The subchapter provides an analysis of the influence of the 
level of education, as well as an analysis of the relationship 
between the wage premium of employees with tertiary 
qualifications on the one hand and the level of GDP and 
availability of the workforce with such qualifications on the 
other hand – both for the CR and the EU.  Moreover, the 
development of wage differentiation within various educa-
tional categories is also tracked, as well as the link between 
wages and the length of work experience – for the CR only.  

The fourth chapter of the statistical part of The Quality of 
Human Resources contains a set of indicators mapping 
the major characteristics of the quality of human resources 
and factors that affect, either directly or indirectly, this qual-
ity.  It contains time series of values of 28 indicators and a 
detailed description of the method used to calculate them. 
The main sources of the data are EUROSTAT, IMD (Insti-
tute for Management Development) and WEF (World Eco-
nomic Forum). In some cases the indicators are calculated 
on the basis of primary data from LFS (Labour Force Sur-
vey). The indicators are divided into four groups. The first 
group contains indicators mapping the qualifications and 
skills of the population. These capture, above all, the 
educational structure of the adult population, the quality of 
tertiary education, the flexibility and adaptability of people in 
the economy, the level of computing skills and the use of 
the Internet. The second group covers participation in 
education and includes the following indicators: dropouts 
from the education system, participation in tertiary educa-
tion, participation in continuing education and training, 
training in enterprises, foreign language teaching in 
schools, participation in computing courses and the mobility 
of tertiary education students.  The third group concerns 
expenditure on education – i.e. the overall spending, 
private expenditure and public expenditure. The fourth 
group consists of indicators concerning the availability of 
human resources for the development of technologies.  
These are the following: graduates of science and technol-
ogy fields, professionals and engineers, employment in 
ICT, the quality of human resources in technology-intensive 
manufacturing industries and in knowledge and technology-
intensive services.  
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1. Preparation of Human Resources for Skills-Intensive Occupations 
As technological advancement is speeding up and most 
developed economies are heading towards manufacturing 
and services at a higher level of technology-intensity, the 
demands placed on human resources are growing. In addi-
tion to a perfect mastery of high-tech technologies, individu-
als must be able and wiling to keep pace with the develop-
ment and to learn new processes that are involved. There 
are also increasing requirements for inter-disciplinary knowl-
edge, particularly foreign languages and management skills. 
The most robust demands in this respect are placed on 
graduates and young people with qualifications in science 
and technology (S&T). In this context the European Union 
has set as one of its objectives to increase the number of 
graduates in these disciplines by an average of 15% by 
2010 as compared with 2000. At the same time the EU 
called on its member countries to make efforts to encourage 
women to take more interest in studying these fields. An 
overview of groups of fields of education in science and 
technology is presented in  Box 1.  

Box 1 – Definition of science and technology fields of education 
according to the SCL classification (Classification of Fields of 
Education and Training) used by Eurostat   
Sciences: EF42-Life science (Biology and Biochemistry, Environ-
mental science), EF44-Physical science (Physics, Chemistry, Earth 
Science), EF46-Mathematics and statistics (Mathematics, Statistics), 
EF48-Computing (Computer science, Computer use), EF85-
Environmental protection (Environmental protection technology, 
Natural environments and wildlife, Community sanitation services). 
Technology: EF52-Engineering and engineering trades (Mechanics 
and metal work, Electricity and energy, Electronics and automation, 
Chemical and process, Motor vehicles, ships and aircraft), EF54-
Manufacturing and processing (Food processing, Textiles, clothes, 
footwear, leather, Materials, Mining and extraction), EF58-
Architekture and building (Architecture and town planning, Building 
and civil engineering), EF84-Transport services. 

This chapter presents an analysis of the ways in which the 
workforce are prepared for employment in the context de-
scribed above. The analysis may be divided into the supply 
part – i.e. most importantly students and graduates of sci-
ence and technology programmes at higher education insti-
tutions, and the demand part – i.e. what employers require in 
terms of the competencies and skills of these students and 
graduates in relation to filling a particular job.  

1.1 Students and graduates of science and tech-
nology fields   
The development of economies with a high proportion of 
technology and knowledge-intensive industries depends, to 
a large extent, on the availability of individuals with tertiary 
qualifications in the respective fields. The number and the 
quality of prospective workers with such education are de-
termined much earlier – when they choose the field of study 
at secondary level and, also, when they enter tertiary educa-
tion.   

The CR still fails to pay appropriate attention to encouraging 
young people to study science and technology programmes. 
The framework educational programme for basic (primary 
and upper secondary) education is very weak in its support 
for young peoples’ focus on science and technology. This is 
confirmed, apart from other pieces of evidence, by the re-
sults of the PISA survey in scientific literacy (see Box 2). 
Czech pupils were very successful in 2006 in explaining 
phenomena scientifically – i.e. applied knowledge. On the 
other hand, they are significantly less successful when it 

comes to identifying issues which can be answered scientifi-
cally and in using scientific evidence. This reflects the fact 
that instruction in schools continues to focus on knowledge 
acquisition and application. A different approach may be 
seen, for example, in Japan and France where much more 
attention is paid to scientific thinking – i.e. interpretation and 
using scientific evidence.  

Box 2 The PISA international survey (Programme for International 
Student Assessment) is a project run by the Organisation for Eco-
nomic Cooperation and Development (OECD). It aims to ascertain 
the extent to which fifteen-year-old pupils are prepared for life – i.e. 
what foundations they have established for lifelong learning. PISA 
focuses on identification of pupils’ competencies in reading, mathe-
matics and science. These basic competencies – types of literacy in 
PISA – are acquired by the young population primarily during initial 
education. This means that the results of the survey reflect, above 
all, the quality of the systems of initial education.  
Scientific literacy  is the capacity to use scientific knowledge, to 
identify questions and to draw evidence-based conclusions in order 
to understand and help make decisions about the natural world and 
the changes made to it through human activity.    

A motivation-focused approach to instruction and good 
learning outcomes in the relevant subjects as early as basic 
education therefore constitute a major precondition for 
young people to show interest in science and technology.  
Countries where pupils achieve good scores in the PISA 
measuring have a high proportion of students/graduates in 
science and technology fields at tertiary level, and the share 
of these fields of study in tertiary education as a whole is 
also relatively higher  (see KADEŘÁBKOVÁ, A. et al., 2008, 
p. 242). 

Students of science and technology fields in terti-
ary education  
As Figure 1 illustrates there has been a growing interest in 
tertiary studies in the Czech republic over the last 5 years. In 
the period between the 2003/2004 and 2008/2009 academic 
years the enrolment rose by over 37%, and the number of 
applications filed also grew steeply by 38.5 %. This means 
that there was a slight increase in the number of applications 
per applicant. While in 2003/2004 one applicant filed on 
average 2.16 applications, five years later this figure was  
2.18.  

A constant growth may also be observed in the number of 
students admitted to studies, which is evidence of the rising 
number of study places. The large intake in the first year is 
justified by considerations that there will be a high percent-
age of drop-out after the first year, and also by a short-term 
increase in the revenue side of the budget of higher educa-
tion institutions.   

For the net rate of entry into Bachelor and Master pro-
grammes at HE institutions (see Box 3), the Czech Republic 
ranked among the countries at the bottom of the EU scale.  

Box 3 The net entry rate into Bachelor and Master programmes 
at higher education institutions  
The net rate of entry into Bachelor and Master programmes at HE 
institutions is the proportion of people who – while the existing 
interest in this education is maintained – would enter this type of 
education during their lives. This rate is not influenced either by 
differences in the age structure or differences in the typical age of 
entering tertiary education in the countries compared.   
Source: IIE (2007), 6. 11. 2009. 
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The rate of entry has been increasing constantly. From 25% 
in 2002 it increased during five years to 54% in 2007 and it 
nearly achieved the EU19 average.  Moreover, in 2004 the 
net rate of entry into Doctoral programmes at HE institutions 
began to grow – from 2.6% to 3.4% in 2007. In terms of 
comparison with the EU–19 average the Czech Republic 
maintained a slight lead (in 2004 the EU-19 average was 
2.2%), but as early as 2006 the EU-19 average and the 
figure for the CR became the same.  

Figure 1: Development of the number of applications, appli-
cants and enrolment at HE institutions in the Czech Republic 
(in thousand) 
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Source: IIE (1995–2005) and IIE (2003–2009), 4. 11. 2009. 

For several years the Czech labour market has been af-
flicted by the problem of inadequate interest in science and 
technology disciplines on the part of young people. The 
prospect of demanding studies, associated with stiff re-
quirements for knowledge in mathematics and physics, 

discourages prospective students so that they prefer hu-
manities and business fields of study. Some of these, such 
as law, economics or management, are often considered, 
without the appropriate rationale, to involve better employ-
ment prospects and to be more easily attainable. Moreover, 
graduates of humanities normally have broader knowledge 
that may be applied in more areas as compared to gradu-
ates of technical fields whose knowledge is more specific. 
Evidence of this is the fact that between the 2003/2004 and 
2008/2009 academic years the number of applicants for 
business programmes rose by nearly 73%, while the in-
crease in the number of those applying for science pro-
grammes was much lower – less than 25%.  

Figure 2 presents an overview of indicators that characterise 
the admission proceedings at higher education institutions in 
science and technology programmes.  The ratio of the num-
ber of admitted students to the number of applicants who 
turned up for the entrance examinations can be seen as an 
indicator of the difficulty of the examinations. This ratio in-
creased in the period under review both in sciences and in 
technology fields. As concerns sciences, from 2002/2003 
there was a relatively steep increase in this ratio from the 
initial 64.3 % up to 80.9 %. In technology disciplines the 
increase in the ratio was not so large – only 5.4 p.p. from 
2002/2003. However, it must be stated that the ratio is al-
ready so high that its further increase would mean that 
virtually all applicants would be admitted. As the proportion 
of those enrolled and the proportion of applications for sci-
ence programmes show minimum changes over time, these 
data suggest that faculties are more willing to admit students 
and, at the same time, that the entrance examinations are 
easier compared to those at other institutions. On the other 
hand, the enrolment in and the proportion of applications for 
technology programmes decreased in the given period. This 
means that the higher ratio of admitted applicants to those 
who turned up for the entrance examinations may also be 
influenced by this fact – i.e. institutions try to maintain the 
same number of students while they are forced to choose 
from a lower number of applicants. Therefore they make the 
recruitment easier by lowering the admission thresholds or 
softening the entrance requirements.  

Figure 2: Overview of indicators concerning admission proceedings at HE institutions in science and technology programmes in the 
CR (in %) 
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In any case the aforementioned facts point to aggravating 
problems concerning the motivation for and recruitment in 
these fields of study.  
In the European Union the Czech Republic ranks among the 
countries with the largest increase in the number of students 
newly admitted to higher education institutions. This is re-
lated to the generally low proportion of the population with 
tertiary qualifications, which was only 14.5% in 2008 while 
the EU-27 average was 24.2%. The reason may be seen in 
an unusually high share of people with secondary qualifica-
tions in the population of whom a large portion find employ-
ment in the manufacturing industry. They do jobs that, in 
Western Europe, are often considered to require tertiary 
qualifications, particularly a Bachelor degree.    
Figure 3 shows, in detail, the proportions of students in sci-
ence and technology programmes in the total number of 
students.   

Figure 3: The proportion of students in various fields within 
science and technology programmes in the total number of 
students in tertiary education (CR, in %) 
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It is clear from the Figure that the proportion of students in all 
fields within S&T in the overall student population dropped in 
the 2003–2007 period. The most severe decrease occurred 
in architecture and building – nearly 28%. A major fall may 
also be see in physical science where the number of stu-
dents decreased by almost 25%, while their proportion in the 
overall student population dropped from the original 2.9% to 
1.7%. There was also quite a significant decrease in the 
number of students in engineering and engineering trades 
(11%), and in terms of the proportion in the total number of 
students the decrease was from by 3.5 p.p. from the original 
13.2 % down to 9.3 % in 2007. 
The only exception was the computing field where the pro-
portion of students increased by 0.4 p.p. from 4.3 % to 4.7 %  
and the overall number of students rose by 39%. There was 
also a rise in the number of students in manufacturing and 

processing (by nearly 30%). However, in terms of the pro-
portion of this field in the total number of students in all fields 
this only meant a 0.1 p.p. increase. 
When we form larger categories of sciences and technology 
disciplines, there is an evident difference in the trend of their 
development. While the number of students in sciences 
increased by over 17% in the CR in 2003–2007, technology 
programmes are struggling with an opposite development 
where the number of students is falling both in absolute and 
relative terms. In this period this number dropped by 10%.  
Figure 4 illustrates a comparison of the development in the 
Czech Republic and in the EU.   
Figure 4: Proportions of students in science and technology 
programmes at HE institution in the total number of students   
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Although in terms of both the EU-27 and EU-15 average the 
proportion of students in technology programmes is declin-
ing, this decline is nowhere near what can be seen in the 
Czech Republic. Moreover, the absolute number of students 
in these fields is constantly growing in the EU-27 – the in-
crease was 13% in 2003–2007. Hungary, Sweden, Belgium 
and Ireland are among EU countries that also tackle a de-
clining number of technology students. Out of these Hungary 
is the only country that does not face a concurrent fall in the 
number of science students (their number grew by nearly 
22% in 2003–2007). The largest increase in the number of 
students in technology programmes occurred in Estonia and 
Latvia. The overall situation is provided by Figure 5. 
As concerns sciences, the Czech Republic ranks below the 
EU average for the increase in the number of students (18% 
vs. 21.3%). The EU-15 is even higher by 6.3 p.p. The num-
ber of students in these fields scored the largest increase in 
Slovenia, Slovakia or Poland. On the contrary, it decreased 
in Belgium, Spain, Portugal and Sweden.  
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Figure 5: Changes in the number of students in science and 
technology programmes of tertiary education in 2003–2007 (in %) 
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There are also changes in access to science and technology 
studies from the perspective of gender. Over the long term 
the Czech Republic has been experiencing an increase in 
the number of female students in the overall number of 
students in tertiary education. This is given by the still low 
proportion of women in the population with tertiary qualifica-
tions (in 2001 it was 41.1% and it gradually rose to 45% in 
2007), and also by the growing gender equality both in terms 
of access to education and employment. 

At some higher education institutions such as the University 
of Veterinary and Pharmaceutical Sciences in Brno, the 
College of Polytechnics in Jihlava or the Silesian University 
in Opava, female students predominate with a proportion 
exceeding 70%.  

Along with the general increase in the number of female 
students in tertiary education we are also witnessing an 
increase in their proportion in sciences and technology 
programmes. In sciences there was an increase from 
24.3 % in 2001 to 35.1 % in 2007. Technology programmes 
at first saw a steep decline by 4.4 p.p. between 2001 and 
2002, but in the following years the figure gradually rose and 
achieved the initial value of nearly 25% (see Figure 6). 

The most robust increase in the number women students in 
2001–2007 occured in architecture and building (10.9 p.p.), 
physical science (10 p.p.) and life science (7.7 p.p.). 

This situation is also illustrated by the proportions of female 
students in the overall student population at major Czech 
higher education institutions that provide science and tech-
nology programmes.  
Table 1: Number of students at major HE institutions providing 
science and technology programmes in the CR (only faculties 
focusing on science and technology)  

 2003 2007 2008 
Number of 
students 6,838 7,538 8,250 

CU 
% women 42.3 44.8 45.1 
Number of 
students 20,870 21,947 20,806 CTU in 

Prague % women 16.5 20.3 21.5 
Number of 
students 14,873 18,097 18,255 

BUT 
% women 15.2 17.5 18.2 
Number of 
students 2,955 3,849 3,817 

ICT Prague 
% women 52.8 57.1 57.0 
Number of 
students 11,923 15,887 16,239 VŠB-TU 

Ostrava % women 22.5 26.5 27.0 
Note: CTU in Prague – all faculties, ICT Prague – all faculties, BUT – 
all faculties except fine arts and business, VSB-TU Ostrava – all 
faculties except economics, CU – the Natural Science Faculty and 
the Faculty of Mathematics and Physics. Source: IIE (2009), 20. 11. 
2009.  
 

Figure 6: Development of female student proportions in total number of students in science and technology programmes in the CR; 
development in terms of the proportion of women in the population with tertiary qualifications  
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In spite of the positive trend in the number of female stu-
dents in science and technology, in terms of comparison 
with the European Union the Czech Republic ranks below 
the average. And this situation is most likely to continue.  As 
regards technology programmes, the situation is the CR is 
comparable with the EU average. The comparison for 2007 
is illustrated in Figure 7.  

The EU-27 average only slightly differs from the EU-15 
average. Therefore we cannot observe any major difference 
between more and less advanced EU member countries. In 
2007 it was Romania that had the highest proportion of 
female students in sciences (56.9%). It was followed by 
Portugal (50.5%), Italy (50.3 %) and Bulgaria (49.5 %). In 
technology fields Denmark had the lead (31.6 %) followed by 
Bulgaria (30.5 %), Slovakia (30.5 %) and Romania (29,6 %). 

Figure 7: The proportion of female students in total number of 
students in science and technology programmes in the EU  
(2007, in %) 

56.9
50.5
50.3
49.6

43.8
43.4
42.8

41.1
38.4
38.2
37.8
37.7
37.3
37.2

36.1
35.7
35.5
35.5
35.2
35.1
35.0
34.9
34.8
34.4
34.0

32.6
30.2

29.6
25.1

28.9
30.5

28.2
26.9

16.9
18.8

20.4
24.6

23.8
30.5

24.8
26.4

24.2
23.9

31.6
28.1

18.6
24.4

18.4
22.9

29.2
22.8

27.0
18.6

20.0
15.1 17.3

0.0 10.0 20.0 30.0 40.0 50.0 60.0

RO
PT
IT

BG
SE
EE
IE
FI

UK
EU-27
EU-15

SK
GR
PL
FR
LT
DK
ES
CY
CZ
DE
AT
MT
LV
SI

HU
BE
NL

Science programmes Technology programmes

Source: EUROSTAT (1999–2007), table code: educ_enrl5, 1. 11. 
2009. 

In Romania and Bulgaria, in particular, the participation of 
women in technology education is a matter of tradition that 
has lasted to this day. A less extensive scope of humanity 
fields of study on offer, where the number of female students 
is normally the highest, also plays a certain role in these 
countries. An extremely low proportion of women studying 
sciences could be seen in the Netherlands – for this propor-
tion of 17.3% this country is far below Belgium, which is last 
but one country on the scale (30.2). The same holds true for 

technology programmes where it was, again, the Nether-
lands that was at the bottom of the scale (15.1%). It was 
followed by Ireland (16.9 %) and Germany (18.4 %). How-
ever, these differences are not so extreme as compared to 
sciences.   

Graduates of science and technology pro-
grammes of tertiary education   
The number of tertiary education graduates in the Czech 
Republic, similarly to the overall number of students, has 
been growing over the long term. In connection with the 
aims of the Bologna Declaration (see Box 4), most HE insti-
tutions have transformed, or are gradually transforming, their 
studies into a three-level system with a growing emphasis on 
the first level – i.e. Bachelor.   

Box 4  The Bologna Declaration 
The Bologna Declaration is the principal document of the so-called 
Bologna process that aims to establish a European Higher Educa-
tion Area by 2010. There are three main pillars of this process: 1) 
implementation of three internationally comparable levels of higher 
education – Bachelor, Master and Doctoral (the Bachelor cycle must 
not be shorter than three years and must lead to acquisition of a 
higher education diploma) – along with the development of a Euro-
pean credit system; 2) support for European cooperation in maintain-
ing the quality of higher education; and 3) support for European 
cooperation in developing the content of education.  
Source: MoLSA (2009), 12. 11. 2009  

Traditional “long” Master programmes are slowly disappear-
ing and students are mostly admitted to Bachelor pro-
grammes upon the completion of which they may continue a 
follow-up Master programme. This is why the number of 
graduates of Bachelor programmes is increasing quite rap-
idly, and the same is true of graduates of follow-up Master 
studies, while the number of graduates of “long” Master 
degree programmes is decreasing. An overview of the 
situation is provided by Figure 8. 

Figure 8: Development of the number of tertiary education 
graduates in the Czech Republic  
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Between 2003 and 2008 the number of graduates of Bache-
lor degree programmes in the Czech Republic rose nearly 
four times (an increase by 290%). The number of graduates 



 

9 

                     QUALITY OF HR ● PREPARATION OF HR FOR SKILLS-INTENSIVE OCCUPATIONS 

of follow-up Master degree programmes also increased 
significantly – by 155%. There was also a stable increase in 
the number of graduates of Doctoral studies - in this period it 
was by 47%. Only the number of graduates of “long” Master 
programmes decreased (by 5%). The number of graduates 
of tertiary professional schools rose by 19%.   

However, the situation is more complex as concerns science 
and technology programmes of tertiary education. The 
development of the number of graduates is complicated by 
the fact that there are more students who drop out before 
completion of studies and the number of graduates is there-
fore not so high as it could be. One of the reasons is that 
technical disciplines are normally more demanding, another 
reason is that HE institutions focusing on technology strug-
gle with insufficient numbers of applicants and therefore also 
admit less capable students. These students often take 
advantage of this opportunity, since, upon meeting certain 
requirements, they may be admitted without entrance ex-
aminations. A technical university is something like a life belt 
for them in a situation where they fail to enter a programme 
they originally wanted to study, and they leave studies be-
fore completion. According to surveys carried out by the 
National Institute for Technical and Vocational Education1 in 
2007 the highest drop-out rate in technology programmes is 
among students of mechanical engineering, and the second 
highest rate is among students of electrical engineering. 
These are followed by students of natural sciences, particu-
larly mathematics and physics. The lowest drop-out rate is in 
humanities and healthcare programmes.   

If students return to the education system after some time, 
they most frequently stay in the field they studied before. 
This link is the strongest in the case of students in building 
construction, agriculture, humanities and medicine – the re-
entry rate in these fields is over 70%.  If science and tech-
nology students change a field of study, they most frequently 
opt for business and humanities – the most frequent reason 
being that they believe the studies will be easier and the 
future employment prospects are better. Former students of 
mathematics and physics and related fields also head to-
wards business programmes, while former chemistry stu-
dents mostly choose medicine and healthcare-related pro-
grammes. 

The development of the proportions of graduates of various 
science and technology degree programmes in the overall 
number of students at HE in the Czech Republic is illustrated 
in Figure 9. 

The proportion of graduates rose in six out of nine fields of 
science and technology in 2003–2007. However, these were 
mostly negligible changes in the order of tenths of percent-
age points. Worth mentioning is the increase in environ-
mental protection (by 1.1 p.p.) or in computing (0.7 p.p.). 
There was also a tiny increase in  transport services, manu-
facturing and processing, architecture and building and 
engineering and engineering trades. In the other three fields 
the proportion remained the same or dropped in the period 
under review. The largest decrease occurred in physical 
science  (0.4 p.p.), a minute drop could be seen in life sci-
ence (0.1 p.p.) and there was no change in mathematics 
and statistics where the proportion has, for long, been hover-
ing at around  0.7 %. 

 

                                                 
1 KLEŇHOVÁ, M., VOJTĚCH J. (2009), p.9-10. 

Figure 9: Development of the number of graduates of various 
fields within science and technology programmes at HE institu-
tions in the overall number of students in HE in the Czech 
Republic (in %) 
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Figure 10 presents the development of the proportions of 
graduates of science and technology programmes at HE 
institutions in the total number of HE graduates in the last ten 
years both for the Czech Republic and the European Union. 
In the 2003–2007 period the absolute number of graduates 
in these disciplines in the Czech Republic grew at an above-
average pace.    

Thanks to this growth there was also an increase in the 
proportion of graduates of these programmes in terms of all 
fields of study, although it was not so rapid as compared to 
absolute figures. In the period under review the proportion of 
graduates of science programmes in the total number of 
graduates in all programmes increased from 7.6% in 2003 to 
8.9% in 2007. The number of graduates in technology pro-
grammes rose by 1. p.p. from the original 16.1% in 2003 to 
17.1% in 2007. Taking the average lengths of studies which 
is five years, this corresponds to a growing proportion of 
students in these fields that occurred before 2002. Then the 
proportion began to decline. Therefore we may expect that 
the proportion of graduates will decrease in the upcoming 
years, particularly as regards technology programmes where 
the fall could be rather steep. 

In terms of comparison with the  EU-27, the proportion of 
science graduates in the Czech Republic is still low. Never-
theless, there is a trend towards a gradual elimination of the 
differences, since in the EU-27 this proportion remains 
virtually unchanged. In 2003 the difference between the CR 
and the EU-27 was 2.9 p.p., while in 2007 in was only 1.2 
p.p. On the other hand, the CR maintains a proportion of 
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technology graduates that is far above the average level. In 
2007 it was 17.1%, which was 4.7 p.p. higher than the EU-
27 average and 2.7 p.p. higher than the EU-15 average.  
Figure 10: Development of the number of graduates of science 
and technology programmes at HE institutions in the total 
number of HE graduates in the CR, EU–15 and EU–27 (in %)  
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A comparison of the development of the number of science 
and technology graduates in various EU countries is offered 
by Figure 11. It is clear at first sight that the Czech Republic 
tops the EU scale in terms of an increase, in percentage 
terms, in the total number of tertiary education graduates. 
The increase for the CR was 64.4% between 2003 and 
2007, which the EU-27 average was only 18.3% (the EU-15 
average was slightly higher – 19.2%). A robust increase in 
the number of graduates of these fields also occurred in 
Romania (50.8 %), Slovakia (45.6 %), Germany (44 %) and 
Belgium (39.8 %). Negative figures were achieved by Esto-
nia (-6.7 %) or Hungary (-0.6 %).  

In terms of the increase in the number of science graduates 
in the 2003-2007 period the Czech Republic ranks among 
the top 5 countries (94.5%). The other four countries are 
Portugal (147.4%), Austria (118.2 %), Malta (101%) and 
Hungary (94.7%). The EU-27 average was only  12.9%, the 
EU-15 even as low as 4.6%. A  decrease occurred in Esto-
nia, the UK, France, Sweden and Bulgaria.  

As for technology programmes, the Czech Republic occu-
pies the 3rd place among all EU countries in terms of the 
increase in the number of graduates. This number increased 
by 74.4% in the period under review, while the EU-27 aver-
age was only 9.6%. The EU-15 did even worse with just 
5.4%. The largest increase occurred in Portugal (82 %), 
Malta (80.4 %), followed by the Czech Republic as we have 
mentioned. As distinct from this, some countries faced a 
decline in the number of technology graduates. These were 
Hungary (-10.7 %), France (-10.1 %), Spain (-7.5 %) and 
Bulgaria (-0.9 %). 

The large increases displayed by the Czech Republic are, to 
a large extent,  the result of the very low proportion of people 

with tertiary qualifications in the population, which is nearly 
twice as low compared to the EU-27 average. In 2003 this 
proportion was 18.6 % in EU-27 average terms, and in the 
EU-15 it was even higher – 20%. In the CR it was only 
11.5%. Only Italy, Portugal, Romania and Malta did worse  
(97 %, 9.3 %, 9.1 % and 8.6% respectively). 

Figure 11: Change in the number of science and technology 
graduates in 2003–2007, and the proportion of people with 
tertiary qualifications in total population (2003, in %) 
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At the end of 2008 the National Observatory of Employment 
and Training commissioned a forecast of the future number 
of graduates of secondary schools and higher education 
institutions according to groups of fields of education. The 
forecast was developed by experts at the Institute for Infor-
mation on Education. As the employment situation of gradu-
ates is only influenced by those who actually enter the labour 
market and do not continue studying, the analysis we pre-
sent only includes those graduates who leave the education 
system upon graduation. In addition to this, the analysis 
does not include graduates of distance programmes as an 
overwhelming majority of them work and study on top of 
their work obligations. 

The projection clearly points to certain trends that are typical 
of the Czech Republic and cannot be avoided. First of all, 
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there is a clear shift from lower levels of education towards 
more advanced ones. In 2004 the number of graduates of 
secondary programmes with “maturita” began to increase, 
primarily at the expense of secondary programmes without 
“maturita” (their number began to dwindle). Another stage of 
changes began in 2007, characterised by a strong move 
from secondary to tertiary levels of education. The number 
of tertiary education graduates began to grow rapidly, while 
the number of graduates of secondary programme without 
“maturita” continued to decline, and, in addition to this, the 
number of graduates of secondary schools with “maturita” 
began to fall. This trend should continue in the future. By 
2014 the number of graduates of tertiary education will 
nearly triple as compared to 2006, from the original 25.6 
thousand to 75.5 thousand.  In relative terms, the number of 
graduates of secondary education without “maturita” will 
decrease from 25% to 11%, the number of graduates of 
secondary studies with “maturita” will go down from the initial 
46.1 % to 28.5 %, and the proportion of graduates of tertiary 
education will double from 29.1 % up to 60.6 %. A compre-
hensive picture is provided by Figure 12. 

As we have mentioned, the forecast also provides data for 
graduates that are broken down according to more detailed 
criteria, particularly the fields of education. The fields are put 
together to form logical groups that are adjusted to the rele-
vant level of education. 
The list of fields of education at tertiary level is presented in  
Box 5. 
Box 5 Groups of fields of education at higher education institu-
tions and tertiary professional schools, as used in the forecast 
of the future number of graduates  
1. Sciences 
2. Mechanics, metal casting and metallurgy 
3. Electrical engineering and energy 
4. Construction and architecture 
5. Other engineering fields 
6. Agriculture and veterinary science 
7. Health 
8. Business, trade and services 
9. Law 
10. Teacher training 
11. Other social sciences 
12. Other sciences 
Source: KLEŇHOVÁ, M. (2008). 

For an analysis of the graduates of science and technology 
programmes groups 1, 2, 3, 4 and 5 are important 
Figure 12: Development and projection of the number of gradu-
ates of secondary and tertiary education in the Czech Republic 
(in %) 
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Figure 13 illustrates the development of the numbers of 
graduates in these groups until 2008, and also the forecast for 
the 2009-2014 period. With the exception of some minute 
decreases these numbers are growing over time. The only 
exception is the group of fields involving mechanics, metal 
casting and metallurgy where the number of graduates is 
expected to decline slightly. In the following 5 years the largest 
increases are forecasted for sciences (an increase by 115%) 
and other engineering fields. (149%).  

Although according to the projection the number of graduates 
in sciences and other engineering fields is going to grow, their 
proportion in the total number of tertiary education graduates 
is gradually going to decrease – from 26.5 % in 2008 
to 17.8 % in 2014. The reason is, above all, the extremely 
rapid increase in the number of graduates in the business, 
trade and services group of fields. In this group the number of 
graduates will grow by 167% from 10 thousand in 2008 to 
nearly 27 thousand people in 2014. 

Figure 13: Forecast of the number of graduates of science and technology programmes of tertiary education and their proportion in 
the total number of tertiary education graduates (CR, in %, only those entering the labour market) 
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Figure 14: Forecast of the number of graduates of science and technology programmes of tertiary education and their proportion in 
the total number of tertiary education graduates (CR, in %, all the graduates)  
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If the implementation of the Lisbon objective is to be evalu-
ated (i.e. increasing the number of science and technology 
graduates on average by 15% between 2000 and 2010), it is 
necessary to include all graduates and not only those enter-
ing the labour market immediately upon graduation. The 
development of their numbers is also addressed in the 
aforementioned projection (Figure 14). 

If we consider all graduates, the trends are virtually identical 
to those where only graduates transferring into employment 
are taken into account. A more noticeable difference may 
only be observed when there are disparities between the 
groups of fields in terms of the proportions of graduates 
leaving for the labour market upon completion of these pro-
grammes. For example, in 2008 there was a much higher 
proportion of graduates of other engineering fields who en-
tered into employment as compared to graduates of sci-
ences.  

The objective of increasing the number of graduates of these 
fields by 15% between 2000 and 2010 is expressed as an 
average for all member countries of the European Union. 
The contribution various countries make towards implemen-
tation of this objective varies. It is clear from Figure 15, which 
illustrates the development of the numbers of these gradu-
ates in the 2000-2007 period, that the objective is most likely 
to be fulfilled without difficulties.  As early as the 2000-2007 
period, for which data are already available, the number of 
graduates of sciences grew by an average of 37.8% in EU-
27 and by 23.7% in EU-15. The increase in the number of 
graduates of technology fields also surpassed the objective. 
For EU-27 the increase was 32.2% and for EU-15 it was 
27.3%.  

The Czech Republic’ contribution towards meeting the objec-
tive is at an above-average level. The number of graduates 
of science disciplines grew in this period by nearly 60% from 
the original 4, 325 to 5, 451. The increase was even higher 
for technology graduates – 143.6% from 5, 451 to as many 
as 13, 280.   

 

Figure 15: Change in the proportions of graduates of science 
and technology programmes of tertiary education in the Euro-
pean Union countries in 2000–2007 (in %) 
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The figure shows that the objective of increasing the number 
of graduates of science and technology programmes by an 
average of 15% in the EU countries is most likely to be met 
without difficulties. As early as the 2000–2007 period, for 
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which the data are available, the number of science gradu-
ates in the EU-27 grew by an average of 37.8 %, while within 
the EU-15 it was by 23.7 %. The increase in the number of 
graduates of technology programmes will also be higher than 
what the EU has set to aim for. In the same period it in-
creased by 32.2 % in the EU-27 average terms, and by 
27.3% in the EU-15.  

As concerns sciences, the countries whose contribution to 
the growing European average figure was the largest in-
cluded, above all, Portugal (218 %), Estonia (211 %), Poland 
(185 %) and Hungary (166 %). On the contrary, negative 
figures that lower the European average were reached by 
France (-4 %) or the United Kingdom (-1.8%). 

The most robust contribution towards the increase in the 
number of technology graduates in the EU average terms 
was made by the Czech Republic (143%), followed by Por-
tugal (134 %), Romania (128 %) and Slovakia (105 %). 

Transition of science and technology graduates into the 
labour market  

Another factor that is essential for the competitiveness of the 
Czech economy, in addition to the overall number of science 
and technology graduates, is the extent to which young 
people with these qualifications enter the labour market and 
how successful they are in terms of employment.  

As the following table shows, the rate of employment among 
science graduates aged 25–29 is over 75% in the Czech 
Republic. Graduates of technology programmes display a 
higher rate or employment – over 80%.  

Table 3: Employment of science and technology graduates in 
the 25–29 age group in 2007 (%) 

Science graduates Technology graduates  
Empl. Unempl. Inact. Empl. Unempl. Inact. 

CR 76.4 4.4 19.2 82.7 3.5 13.8 

IT 54.5 12.0 33.5 66.1 7.3 26.5 

NL 92.2 2.2 5.7 96.6 0.4 3.0 
EU-
27 81.1 8.5 12.6 87.2 6.0 8.1 

Note: Empl. = employment, Unempl. = unemployment, Inact = inac-
tive.Source: EUROSTAT (2007). (microdata), own calculations. 

In terms of comparison with the EU average, the rate of 
employment among Czech graduates is lower. Their unem-
ployment rate in 2007 was also lower. The point is that nearly 
one fifth of science graduates do not work for reasons other 
than unemployment. In the CR there is also a relatively high 
proportion of inactive graduates in technology fields as com-
pared to the EU average. The reasons why these graduates 
do not work include childcare, internships abroad or further 
studies. As the rate of employment in this age group displays 
major differences between men and women, the main rea-
son for this is a long period of maternity and parental leave in 
the CR. A comparison with EU countries shows that gradu-
ates of these fields of education are doing best, in terms of 
employment, in the Netherlands. On the contrary, in Italy 
nearly half of science graduates are economically inactive 
and the same is true of almost one third of technology 
graduates. The situation of graduates of these fields in vari-
ous countries does not differ significantly from the situation of 
graduates in general – i.e. it is influenced by the overall 
economic development and the rate of unemployment. 

A somewhat different picture of the employment of graduates 
of S&T programmes is provided by the following table that 
shows the situation of graduates in the 30–34 age group.    

Table 4: Employment of science and technology graduates in 
the 30–34 age group in 2007 (%) 

Science graduates Technology graduates  

Empl. Unempl. Inact. Empl. Unempl. Inact. 

CR 90.7 2.6 6.7 90.9 0.4 8.7 

IT 82.7 4.6 12.7 90.9 3.1 6.0 

NL 96.2 0.8 3.0 97.5 0.8 1.7 
EU-
27 89.8 5.2 7.8 92.5 3.5 4.7 

Note: Empl. = employment, Unempl. = unemployment, Inact = inac-
tive. Source: EUROSTAT (2007). 

The rate of employment among Czech graduates in this age 
group increased considerably, and it reaches average levels 
in EU terms. The rate was unemployment was lower than the 
average in 2007, and it was virtually negligible for technology 
disciplines. This means that, in this age group, there are not 
more inactive graduates in the CR as compared with other 
EU countries. A similar development in the rate of employ-
ment in these age groups as in the CR may be seen, for 
example, in Italy. However, it is more dramatic there. While in 
the CR the difference in the rate of employment between the 
25–29 and 30–34 age groups is 14.3 percentage points for 
science and 8.3 p.p. for technology, in Italy this difference is 
28.2 p.p., and 24.8 p.p. respectively. As distinct from this, in 
the Netherlands the difference in the rate of employment in 
these age groups is only minute. This means that the differ-
ences are caused not by the absorption capacity of the la-
bour market, but, primarily, by the social situation in some 
countries where young people stay in longer in their families 
or, in the case of women, in households. The period of transi-
tion of these graduates into full employment becomes longer, 
their potential is not made use of and it may disappear over 
years. In the CR the capacities of these young people, par-
ticularly women, can be seen as a resource that may be 
used to boost the competitiveness of the economy.    

Figure 16: Work after graduation (in %) 
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Based on the REFLEX survey (EPC FE, 2006.), we also ex-
amined the process of transition of S&T graduates into the 
labour market. As Figure 16 shows 18% and 14% of gradu-
ates of science and technology programmes respectively did 
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not have any paid work five years after graduation.  However, 
a relatively high proportion of graduates worked during stud-
ies and continued in the same job after graduation. Most 
graduates entered employment after completion of educa-
tion. Of these a higher number were graduates of technology 
programmes. 

Of those graduates who entered into employment after 
graduation only a small portion looked for a job before com-
pletion of studies (science graduates represented the lowest 
proportion of these – only 7.5%). Approximately 50% of 
graduates sought work after graduation, the other half found 
it either without implementing any job-seeking strategies or at 
the time when they were still in the education process. The 
most frequents job-seeking strategies were the following:    

- contacting employers on graduates’ own initiative;  

- assistance of the family, friends or acquaintances; 

- use of the internet. 

Most graduates of technology programmes found employ-
ment by means of contacting employers on their own initia-
tive (30%). Graduates of science studies used the three 
aforementioned strategies to the same extent and, in addition 
to these, they were also approached by the employer. While 
men displayed a higher rate of the internet use, women 
showed a stronger tendency to approach employers on their 
own initiative.  

Figure 17: Job-seeking strategies (in %) 
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Some graduates set up their own business (self-
employment) – around 12.5%.   

Figure 18 illustrates, on the basis of the nature of the em-
ployment contract, the extent to which the employment of 
graduates is stable. A large majority of graduates obtained a 
contract for an indefinite period of time in their first job (66%) 
– of these a higher number were technology graduates as 
compared to science graduates, and there were more men 
than women. Of those who obtained a temporary employ-
ment contract a majority were women – graduates of science 
programmes. The contract was, in most cases, for 7–12 

months (67%), or possibly for an even short period of 1–6 
months (18%).  Over half of graduates stayed with their first 
employer in the five years following graduation. Less than 
30% had two employers and over 10% worked for three 
employers. If we compare the situation of graduates in their 
first employment and that in their present job (i.e. five years 
after graduation), it is clear that employment stability has 
improved significantly. As many as 85% of graduates had a 
permanent employment contract (again male graduates of 
technology programmes predominated). On the other hand, 
quarter of women – graduates of science disciplines – still 
had a contract for a fixed period.    

Figure 18: Type of employment contract in the first and present 
job (in %) 
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As the graduates stated, most of them are happy about their 
employment (71%), while the highest rate of job satisfaction 
is among male graduates of science programmes (73%).  
Women in these fields show a lower rate of job satisfaction 
(62%). An average rate of satisfaction is expressed by 20% 
of graduates. A total of 7% of graduates are not satisfied with 
their job. These are mostly women in science disciplines 
(12.7%). On the contrary, women in technology fields ex-
press dissatisfaction less frequently.    

It is evident from these data concerning graduates of tech-
nology and science programmes, that their transition into the 
labour market takes place without major difficulties. However, 
there is a relatively long period during which many of them, 
particularly women who are economically inactive, face 
insecurity in terms of job stability, or are even unemployed. 
This largely concerns women in science disciplines. This 
means that more attention should be paid to a better utilisa-
tion of their potential.  

1.2 Requirements for the knowledge and skills of 
science and technology graduates  
The identification of requirements for the knowledge and 
skills of S&T graduates constitutes an important source of 
information. This information may be used to inform systemic 
changes in various areas, particularly in tertiary education, 
and also to assist the students and graduates themselves. 
The following is a summary of the results of a secondary 
analysis of surveys already implemented both among pro-
spective employers and among graduates. The details are 
presented in  Box 6. 
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Box 6:  Research into employers’ requirements for science and 
technology graduates (NTF–NOET 2009b) 
The objectives of this project commissioned by the Ministry of Educa-
tion, Youth and Sports (MoEYS) included the following: 1. to identify 
the required profile of a prospective employee – graduate of science 
and technology faculties of HE institutions in terms of the level of 
qualification and the structure of knowledge and competencies; 2. to 
ascertain the employers’ rate of satisfaction with the graduates’ hard 
and soft skills. The research was carried out using questionnaires 
employers had to fill in, and in-depth interviews were conducted to 
complement the information. A total of 102 employers were sur-
veyed, representing small, medium-sized as well as large enter-
prises.  
REFLEX (Education Policy Centre at the Faculty of Education, 
Charles University, 2006) 
This is an international research project entitled “The Flexible 
Professional in the Knowledge Society: New Demands on Higher 
Education in Europe”. It was implemented in 2004–2007. The 
objective of this project was to address three theme issues: 1. 
What competencies do graduates need to meet new labour 
market requirements? 2. To what extent do individual higher educa-
tion institutions, faculties and programmes develop these competen-
cies? 3. What tensions arise as graduates, higher education 
institutions, employers and other key players each strive to meet 
their own objectives, and how can these tensions be resolved? 
The REFLEX project applies various research instruments, including 
a questionnaire-based survey among HE graduates who have been 
in employment for several years. On the part of the Czech Republic 
the project was implemented by experts representing the Education 
Policy Centre at the Faculty of Education of Charles University, the 
Centre for Higher Education Studies  and the UNIVERSITAS agency. 

Employers’ requirements: the knowledge and skills of 
graduates doing jobs based on science and technology 
qualifications  

As part of a survey concerned with employers’ require-
ments for graduates of science and technology pro-
grammes (carried out by NOET in 2009) the employers 
were asked, above all, about the importance they attribute to 
the following knowledge and skills in the profile of the gradu-
ates (their prospective employees):  

• knowledge in one’s own discipline, 
• knowledge in other disciplines, 
• language competencies, 
• knowledge in economics and business focus  
• soft skills (see Box 7). 

Box 7: Soft skills 
The definition of soft skills has not yet been clearly established. The 
term “key competencies”, “transferable competencies” or “personal 
characteristics” are also used to mean the same as “soft skills”. Their 
specific definition depends, to a large extent, on whether the compe-
tencies are required in occupations with varying requirements in 
terms of a qualification and field of education. These skills are char-
acterised, above all, by their transferability – i.e. they may be applied 
in various work situations regardless of the specificities of the occu-
pations. They form an integral part of the qualification of workers that 
is required by the existing work organisation, business structure and 
the development of new technologies. The use of soft skills is similar 
in various situations and work conditions. Soft skills include, for 
example, problem solving, critical thinking, learning skills, self-
management, self-control, etc.  

As concerns soft skills, employers assessed the importance 
of the following ones in particular:  

• presentation skills  (explanation of one’s own ideas 
and views), 

• assertiveness, 

• innovativeness  (coming up with new ideas and solu-
tions), 

• capacity  to handle stress situations, 
• teamwork. 

According to employers, the most important characteristic in all 
employees doing jobs based on qualifications in science and 
technology is a thorough knowledge of one’s own disci-
pline. This knowledge accounts on average for 50% of the 
qualification profile. The weight of specialist knowledge is 
larger in graduates of technical disciplines as compared to, for 
example, graduates of humanities and social sciences. A 
profound knowledge of one’s own discipline is of key impor-
tance. However, it is not sufficient – and this even holds true 
for technical fields.  
The second place in terms of importance is occupied by lan-
guage competencies (17 %). The requirements for language 
skills in workers performing science- and technology-related 
jobs have recently been increasing rapidly. This is very much 
the result of foreign investors’ entering into Czech companies 
and of internationalisation of manufacturing processes that 
requires communication with foreign partners. Language skills 
are important from two perspectives: communication with 
customers and partners, and professional development oppor-
tunities. Nowadays, professional development is hardly possi-
ble  without a good command of English, as a large portion of 
information sources (particularly web-based ones) are only 
available in this language. Some employers state that the 
knowledge of one foreign language is a necessity, and the 
knowledge of another language is an advantage. As Czech 
producers largely depend on German customers and partners, 
the second most frequently required language is German. 
The importance of the other types of knowledge and skills 
mentioned above is smaller, according to employers, and it 
differs significantly depending on the occupation. The impor-
tance of soft skills took up 12% in the overall qualification 
profile required. The weight of  the knowledge in other fields 
was 11% on average, and the weight of  knowledge in eco-
nomics and business focus was  7 % (see Figure 19).  

Figure 19 : Employers’ requirements concerning the knowledge 
and skills of graduates (in%) 
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As it is stated in the publication “Forecasting Labour Market 
Skills Needs” (NTF-NOET 2009a), tertiary education gradu-
ates, and this also applies to S&T graduates, will be increas-
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ingly required to display a certain balance between spe-
cialist knowledge, knowledge in related disciplines and 
soft skills. One example is the designer/constructer occupa-
tions where, according to this publication, the knowledge 
necessary for doing such jobs will include, in addition to 
specialised technical knowledge, also knowledge in law, 
economics and human resources management. A more 
detailed overview of soft skills is presented in Figure 20. 

Figure 20: Employers’ requirements concerning soft skills of 
graduates (in %) 
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Among these soft skills the largest weight was attributed to 
resourcefulness/innovativeness (25%), and presentation 
and teamwork skills (22% each). The importance of the 
capacity to work in stress situations and in teams was slightly 
smaller. The employers’ emphasis on the innovativeness of 
employees is the result of the fact that innovation is the 
driving force behind the development of enterprises and the 
entire economy. Moreover, generation of new ideas is not 
separated from the work process. On the contrary, it is be-
coming an integral part of it.  

Assessment on the part of employers: the knowledge 
and skills of graduates performing occupations based 
on technology and science qualifications  

As part of the survey concerned with employers’ re-
quirements for graduates of science and technology 
programmes (NOET 2009) the employers assessed the 
degree to which the graduates meet the aforementioned 
requirements (see Figure 21).  A five-degree scale was used 
where 1 was the best score and 5 was the worst score. 
Knowledge in one’s own discipline and teamwork skills re-
ceived the highest ranking. The worst scores were given to 
knowledge in economics, knowledge in other disciplines and 
assertiveness.  Employers do not, in general, require a high 
level of knowledge in economics and assertiveness skills, but 
graduates do not  even meet these relatively soft require-
ments. The requirements as regards knowledge in other 
fields are higher, which means that the drawbacks displayed 
by graduates are more severe. Surprisingly, the employers 
are happy with the level of language competencies, which 
they consider to be very important. The ranking of the other 
soft skills mentioned above is close to the average. It may 
therefore be stated that employers, on the whole, are not too 
negative about the level of the graduates’ knowledge and 
skills. 

 Figure 21: Employers’ satisfaction with graduates’ knowledge 
and skills  
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Assessment on the part of graduates: the knowledge 
and skills of graduates of science and technology pro-
grammes  

As part of the REFLEX survey (EPC FE, 2006) graduates 
expressed their views as regards the level of their knowledge 
and skills and, also, as regards their employer’s requirements 
in this respect. An overview of the knowledge and skills 
assessed is presented in Box 8. 

Box 8: An overview of knowledge and skills 
1. Mastery of one’s own field or discipline; 2. Mastery of other disci-
plines; 3. Analytical thinking; 4. Ability to learn new things quickly; 5. 
Ability to negotiate effectively; 6. Ability to work well under pressure; 
7. Ability to “sense” new opportunities; 8. Ability to coordinate activi-
ties; 9. Ability to use time effectively; 10. Ability to work productively in 
a team; 11. Ability to mobilise the capacities of others; 12. Ability to 
make your meaning clear to others; 13. Ability to assert your author-
ity; 14. Ability to use a PC and the internet; 15. Ability to come up with 
new ideas and solutions; 16. Willingness to think again about one’s 
own and other people’s ideas; 17. Ability to present products, ideas 
or news to the public; 18. Ability to develop written materials, reports; 
19. Ability to express oneself in a foreign language (also in writing).  

The strengths mentioned by science and technology gradu-
ates included, above all, mastery of one’s own field or 
discipline (43.8 %) In this respect they do not differ consid-
erably from graduates of other programmes (see Figure 22).  

Interestingly, there were rather large differences between the 
graduates of various programmes (fields of study). Gradu-
ates of life sciences and architecture and building were those 
who most frequently ranked mastery of their own discipline 
as the most important ability (62.6% and 51.2% respectively). 
Only 22.9% of graduates mathematics and statistics attrib-
uted the largest weight to this ability. Most of them tended to 
stress their soft skills, particularly analytical thinking and work 
with a PC and the internet, as their strengths. However, in 
this case these skills form an integral part of the expertise 
and are related to mastery of one’s own discipline.  
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If we compare men and women as they assess their 
strengths it is clear that men assign far more importance to 
their expert knowledge and skills (46.3%) than women (39.2 
%). The most striking differences are to be found in ICT  (27 
p.p.) and in mathematics (25.6 p.p.). This is probably related 
to the different employment situation of men and women – 
graduates of these programmes. Women in this fields 
thought their largest strength was work with a PC and the 
internet - not specialist knowledge.     

As regards soft skills, graduates of science and technology 
programmes mentioned work with a PC and the internet 
and analytical thinking as their strengths (38.7% and 34.8% 
respectively).  In terms of the emphasis they place on these 
skills they differ considerably from graduates of other pro-
grammes. The difference is 12.3 p.p. for work with a PC, and 
11.2 p.p. for analytical thinking. 32.2% of S&T graduates 
think the ability to learn new things quickly is their strength, 
and 18.4% of them believe the same is true of the ability to 
develop written materials and reports. The remaining soft 
skills were mentioned as strengths less often. In this respect 
S&T graduates do no differ significantly from graduates in 
other disciplines (see Figure 23).   

Figure 22: Mastering of own discipline as a strength of a study 
programme (% of those who mentioned this feature in the total 
number of graduates) 
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Graduates of mathematics and ICT programmes differ con-
siderably from other graduates in that they consider, to a 

much larger extent, analytical thinking to be their most impor-
tant strength  (56.3 %; 50,5 %).  

If we compare men and women as they evaluate their 
strengths, men attach more value to their analytical thinking 
(29.6% vs. 25.2%). This difference is particularly robust in 
graduates of science and technology (52.2 % vs. 29.4 %). 
Female graduates of S&T programmes assign far more 
importance, as compared to men, to their ability to learn new 
things quickly (36.4 % vs. 27.4 %). They also differ from male 
S&T graduates in that they put more weight to other social 
competencies such as the ability to coordinate activities 
(12.5% vs. 6.3%). This is particularly true of female gradu-
ates of programmes concerned with transport services 
(48.5%). Moreover, women more often appreciate their 
ability to use time effectively  (14.2% vs. 7.1%), and the 
ability to work productively in a team  (13.9% vs. 7.9%). 
This is, again, related to the different employment situation 
of men and women, as women generally put more em-
phasis on soft skills while men focus more on mastery of 
their own discipline.  

Figure 23: Soft skills as a strength of a study programme (pro-
portion of individuals who mentioned this feature in the total 
number of graduates – in %)  
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As part of the REFLEX research project graduates were 
also asked about the skills they consider to be among their 
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weaknesses. The knowledge of a foreign language 
came out clearly as the most severe problem, as it was 
identified as a weakness by 56.4% of S&T graduates. This 
is more often felt as a problem among technology gradu-
ates, particularly in transport services (65.9%) and in manu-
facturing fields (64.2%) (see Figure 24).  

The other soft skills that the graduates thought they were 
not very good at included the ability to asserts one’s author-
ity (26%), presentation skills (25.8%) and negotiation skills 
(18.7%). It is most frequently male graduates of S&T pro-
grammes who complain about their negotiation skills 
(25.9%). In fewer cases gradates complained about their 
ability to mobilise the capacities of others and the ability to 
“sense” new opportunities. Other soft skills, as well as the 
knowledge in other fields, were considered to be a weak-
ness by a smaller number of graduates. In this respect 
graduates of science and technology programmes do not 
differ significantly from graduates in other fields. 

Figure 24: Soft skills as a weakness of a study programme 
(proportion of individuals who mentioned this feature in the 
total number of graduates – in %) 
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As concerns innovativeness – i.e. the capacity to come up 
with new ideas and solutions, the proportion of graduates 
who see it as one of their weaknesses is larger (6.3%) than 
the proportion of those for whom it is a strength (4.4%) 
However, the low number of answers suggests that the 
graduates do not consider this ability to be very important 
and necessary.   

As part of the REFLEX study the graduates were also 
asked how they assess the level of their own skills and the 
level of skills required by their current job. A scale from 1 to 
7 was used where 1 was a very high level and 7 was a very 
low level. The overall results are presented in Figure 25. 

The graduates’ ranking of the level of the skills acquired 
and those required ranges from 1.4 to 3.7 – nearly all skills 
received above-average scores. The ability to use a PC 
and the internet scored the best, while the ability to “sense” 
new opportunities did the worst in terms of ranking. While 
no other skills apart from work with a PC got an average 
mark up to 2, a score ranging from 2 to 3 was the most 
frequent one. A total of 11 skills received a mark within this 
range, including mastery of one’s own discipline and other 
soft skills. The remaining 7 skills scored, on average, be-
tween 4 and 3.7. These included knowledge in other fields 
and language skills, and also negotiation skills, presentation 
skills, the ability to mobilise the capacities of others, and to 
assert one’s authority. These types of knowledge and skills 
can therefore be viewed as less developed. Gradates of 
science and technology programmes displayed essentially 
no difference when compared to other graduates. The only 
aspect where they ranked themselves slightly better were 
PC skills, and their ranking of negotiation skills was slightly 
less positive – this was particularly true of male graduates 
of science programmes. The differences between men and 
women are not so large either. Men rank lower their ability 
to coordinate activities and to use time effectively, women 
think they do worse in innovativeness – i.e. the ability to 
come up with new ideas and solutions. 

As for most of the skills assessed, the graduates to not see 
any major differences between the level acquired and that 
required by the employer. The largest differences in the 
raking (0.4 on the seven-degree scale) concerned the skill 
to work with a PC, where the gradates think their ability is at 
a  higher level than what the employer requires. A similar 
difference may be seen in the assessment of innovative-
ness (0.3). On the contrary, the ability to work under pres-
sure is ranked lower by the graduates as compared to what 
the employer requires (the difference is 0.4). We may there-
fore infer that the level of the graduates’ skills is more or 
less in line with what their current job requires – i.e. 
they do a job that is more or less in line with their abilities. 
In this reasoning we do not take account of whether this job 
corresponds to the level and field of education of these 
graduates.   
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Figure 25: Comparing the level of skills acquired by the graduates and the level of skills required by the employer   

Note: The respondents’ answers were placed on a seven-degree scale (1 = very high level / corresponds entirely, 7 = very low level / does not 
correspond at all). As the average for the answers for all the items was above the middle point of the scale (4), for the sake of good illustration 
there is no need to provide the entire scale. Source: EPC FE (2006). 

What is also very interesting is the comparison of the 
employers’ and the graduates’ answers as regards the 
degree to which the graduates have the required skills. It 
is clear from Figure 26 that the graduates of science and 
technology programmes largely overrate their skills as 
compared to what the employers think.  This concerns 
both the specialist knowledge and soft skills. As regards 
soft skills, the largest differences can be identified in the 
ranking of innovativeness – 1.2 points on the seven-
degree scale. As opposed to the graduates, the employ-
ers consider this skill to be the most important soft skill. 
However, it turns out that they see this skill to be less 
developed and less in line with what is required as com-
pared to the graduates themselves. The point is that 
unless the graduates get an opportunity to show their 
innovativeness, their self-evaluation my be largely inap-
propriate. This also concerns work in stressful situations 
and assertiveness, which, however, the employers do not 

consider to be as important. The graduates’ own rating is 
higher by 1 point than that of the employers as regards 
work under stress, and by 0.8 point as regards assertive-
ness. Quite significant differences also occur in the rating 
of the mastery of own discipline and other disciplines, 
where the graduates rank themselves 0.6 point higher on 
the seven-degree scale as compared to the employers. 
This means that employers are less happy with the gra-
duates even as regards the mastery of own field. The only 
aspect where the rating of the employers and the gradu-
ates is nearly the same (0.2 point difference) is the lan-
guage competencies – the graduates assess themselves 
more strictly as compared to the employers.  The overall 
results of the comparison show that, in all  aspects exam-
ined, the extent to which the graduates meet the employ-
ers’ requirements is average and higher. This means that 
their situation in the labour market is good.  
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Figure 26: The extent to which graduates meet employers’ requirements   
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The graduates also answer the question as to the extent to 
which their knowledge and skills were made use of in their 
first employment, and how they are being used in their cur-
rent job. It is clear from Figure 27 that there is a major shift in 
the use of the knowledge and skills of the graduates be-
tween the first and the current job (after 5 years).  While the 
use of their knowledge and skills in the first job was most 
frequently rated by the graduates as average (mark 3 on a 
five-degree scale), in the current job it was most frequently 
one grade higher. While nearly half of the graduates used 
their knowledge and skills to a large degree in the first job 
(mark 1 and 2), this proportion is 64% for the current job. On 
the other hand, there are about 20% of graduates who state 
that their knowledge was hardly ever used or not used at all 
in their first job (grades 4 and 5). As for the current job, this 
proportion is only 11%.  

Figure 27: The use of knowledge and skills in employment   

0.0

5.0

10.0

15.0

20.0

25.0

30.0

35.0

40.0

1,00 2,00 3,00 4,00 5,00

The first job The current job

Note.: 1 (to a large degree) …..5 (not at all). Source: EPC FE 
(2006). 
 

Over one quarter of graduates (28 %) also stated that the  
level of knowledge and skills required by the job content in 
their first employment was much higher than the level the 
knowledge and skills they had acquired (grades 1 and 2 on a 
five-degree scale). The same was mentioned about their 
current job by as many as one fifth of graduates. On the 
contrary, 40% of graduates say that the job content in their 
first employment only required a slightly higher or even the 
same level of knowledge and skills they had acquired.  Half 
of the graduates said this was true of their current employ-
ment. The most frequent mark was 4 (the job content re-
quires slightly more knowledge and skills than what they 
have) – both for the first and current job. It was only gradu-
ates of technology disciplines who most frequently assessed 
their first job by grade 3 (see Figure 28).  

Figure 28: The degree to which job requirements are higher 
than the knowledge and skills acquired by graduates  
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It is clear from the above that there is a relatively large group 
of graduates whose knowledge and skills are not properly 
utilised – particularly in their first job. Understandably, it 
takes some time of work experience for young people to 
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reach employment positions where they can make appropri-
ate use of their knowledge and skills. On the other hand, a 
large group of graduates realise, even in their current job five 
years after graduation, that their work is more demanding 
than what their knowledge and skills can offer. This clearly 
points to the need for the continuing training of graduates so 
that they gain the knowledge and skills that initial education 
could not provide. This concerns more graduates of technol-
ogy programmes who, when entering the labour market, 
face a rapid technological advancement with which schools 
often cannot keep up.   

Assessment of the knowledge and skills of graduates in 
European contexts   

The overall outcomes of the REFLEX international project2 
also reveal that, in general, the labour market situation of 
graduates is favourable in most European countries (see 
Box 9).  

Box 9: The Reflex project  
There are 13 participating countries – EU/OECD members (the 
Czech Republic, Finland, France, Italy, Japan, Germany, the 
Netherlands, Norway, Portugal, Austria, Spain, Switzerland and 
the United Kingdom). They participate via universities and other 
research institutions under the guidance of ROA at Maastricht 
University. 

The most important precondition for success at the labour 
market continues to be the mastery of one’s own discipline – 
both for traditional and new occupations.  

Mastery of one’s own discipline is a prerequisite for suc-
cess at the labour market. The importance of specialist knowl-
edge and skills is often underestimated in the light of the fact 
that, in the current period of fast technological development, 
they become outdated very quickly. The consequence of this 
is that an emphasis is placed on soft skills, such as problem 
solving and the ability to learn. However, the authors of the 
REFLEX research study point out that these general skills 
cannot be developed without the context of a specific disci-
pline. Problem solving or learning skills cannot be fostered 
without a link to a specific content. It is the specific content that 
forms the basis of each discipline or field of education. There-
fore it is by means of studying a specific field and acquiring 
specific knowledge and skills that soft competencies can be 
developed. It turns out that mastery of own discipline is impor-
tant for success in the labour market not only for those who 
find employment in their own field, but also for those whose 
job is in a field other than that they studied. Good education in 
a specific field therefore makes it possible to acquire knowl-
edge and skills that are necessary for employment in the 
given field, and it also provides a basis for the development of 
general analytical and other soft skills applicable in other fields 
as well.  
In addition to the traditional requirements concerning the 
mastery of own discipline, there are growing requirements for 
the following competencies:   
 

- mobilisation of human resources, 

- functional flexibility, 

- management of innovation and knowledge,   

- international orientation. 

                                                 
2 ROA (2007). 
 

According to the REFLEX research, mobilisation of human 
resources is the second most important skill in terms of 
labour market success. This includes both mobilisation of 
own capacities, and, most importantly, mobilisation of the 
work capacities of other people. Only a few people are fully 
independent within the existing work organisation. It is inter-
dependence that is typical of the work process. A large 
portion of graduates also do management jobs where they 
motivate and appraise  other workers, or adopt strategic 
decisions in their organisations.   

Functional flexibility is understood to mean an ability to 
cope with changes in the work environment and with new 
working tasks. This also involves readiness to work in other 
fields, in addition to one’s own, where one can only use part 
of his/her skills.  

Although innovation and knowledge management is 
considered to be a key factor of economic development, the 
REFLEX study shows that innovativeness as an ability to 
come up with new ideas and solutions does not always lead 
to success at the labour market. These skills only make 
sense when graduates are directly involved in innovation 
activities. While innovation as such has its place predomi-
nantly in large companies, it is graduates in small enter-
prises who introduce innovation more often. Involvement in 
innovation activities requires, in addition to resourcefulness, 
also other skills – for example communication skills. Innova-
tion cannot be perceived as being only related to occupa-
tions in research and development. It is important in other 
occupations and fields as well. For example, teachers must 
be innovative in applying various methods of instruction, 
although we do not consider them to be innovators in the 
first place.     

International orientation and experience are already wide-
spread among graduates. Over one quarter of the graduates 
in the REFLEX research study stated that they had worked 
or studied abroad for some time. A still larger proportion of 
graduates work in organisations that operate internationally 
and where a very good command of a foreign language is 
necessary. It is therefore alarming that the learning of foreign 
languages is often seen by graduates as a weakness of 
study programmes. 

The REFLEX study revealed that the requirements for the 
aforementioned skills are more or less universal. The stan-
dards required are relatively high with only small differences 
between individual skills. Although the level of these skills 
among graduates is also relatively high, not always is there a 
match between the graduate’s knowledge and the knowl-
edge required by his/her job. Some 10% of graduates state 
that the level of their skills is lower than what is required by 
their employment. As distinct from this, around 15% gradu-
ates stay that their skills are of a higher standard than what 
their job requires. Although these proportions are small, a 
mismatch between the skills acquired and those required 
has major consequences. An insufficient level of skills 
means that graduates are unable to do their job appropri-
ately. Conversely, a higher level of skills compared to what is 
required means that they do not make proper use of their 
capacities. The REFLEX research shows that employers fail 
to make use of graduates’ capacities particularly in innova-
tion and knowledge management. It is particularly private 
companies operating at an unstable market that do not 
make an optimal use of human capital.  As opposed to this, 
organisations that want to be leaders in innovation are more 
capable of using the graduates’ potential. 
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2. Continuing Education and Training and the Information Society 
Both the Czech and the global economy are undergoing 
increasingly rapid changes that significantly affect the struc-
ture of employment, the creation and elimination of jobs and 
the demands employers place on their employees. More-
over, the economic recession of 2008/2009 is likely to speed 
up transformation processes within the Czech economy that 
will diminish the importance of industrial output and  further 
strengthen the significance of services.  

Individuals’ chances of finding employment in such circum-
stances increasingly depend on the development of new 
competencies and acquisition of new knowledge. Due to fast 
and frequent changes in occupational requirements initial 
education falls short of equipping individuals with sufficient 
knowledge and competencies they will need throughout their 
working lives. In the upcoming years we will increasingly 
witness situations where individuals change the field of 
activity several times during their career, and adults will be 
more and more required to take part the process of lifelong 
learning.  

The continuing education and training (CET) of adults may 
take the form of formal, non-formal or informal educa-
tion/learning (see Box 1).   

Box 1 – Definition of types of education 
Formal education (both initial and continuing) is subject to legal 
regulations and takes place in educational institutions, mainly in 
schools (e.g. the secondary or higher/tertiary education of adults). 
This involves inter-linking levels of education (basic, secondary and 
tertiary), and the acquisition of the relevant qualification is docu-
mented by the relevant certificate (school report, diploma, etc.).  
Non-formal education is a more frequent form of CET. It consists in 
an organised acquisition of knowledge and skills in the presence of a 
teacher, instructor etc., but it does not lead to a specific qualification 
(level of education). Non-formal education involves various courses 
organised in the participants’ free time, short-term training courses 
and lectures, and also retraining and other training activities organ-
ised by employers.   
Informal education (learning) is not organised at an institutional 
level and consists, as a rule, in a non-systematic acquisition of 
knowledge and skills in everyday life situations (in free time, in 
employment, in the family, etc.). Self-education forms an important 
part of informal learning. It is characterised, among other things, by 
the fact that the learners cannot objectively test the knowledge/skills 
they have acquired.   
Source: CZSO (2009a), date of access: 26. 10. 2009. 

The objective of this chapter is to analyse the extent to which 
adults in the Czech Republic are involved in continuing 
education and training, and the degree to which the CR can 
compare with other EU countries in this respect. The second 
part of this chapter analyses the relationship between CET 
and ICT and seeks to establish links between the rate of 
participation in CET, the development of information tech-
nologies, information literacy and other characteristics of the 
information society.   

2.1 The characteristics of CET in the CR and in the 
EU  
Continuing education and training can be compared at 
European level thanks to two surveys that were carried out 
between 2003 and 2008. The first survey is the Ad-hoc 
Module Life-long Learning (AHM, Lifelong Learning) that 
was part of the Labour Force Survey (LFS) in the CR in 
2003. From 2004 EUROSTAT worked on a new survey, 
concerned solely with adult education, that was carried out 

using a uniform methodology. This research, which was 
entitled  Adult Education Survey (AES), was conducted in 
2005–2008. In addition to these two surveys CET is regu-
larly monitored as part of LFS. Although the scope of LFS is 
limited, a uniform methodology has been applied for as 
many as 12 years, which makes it possible to compare the 
development of CET in the countries of the European Union 
over the long term (see Box 2).    

Box 2 – Surveys in the area of CET 
The Ad-hoc Module Life-long Learning (AHM) was implemented 
as part of the regular Labour Force Survey (LFS) in the 2nd quarter of 
2003. The AHM survey was conducted in thirty European countries. 
The target group included all individuals aged 25–64. The questions 
were focused on gathering data about the formal and non-formal 
education and self-education that the respondents underwent in the 
four weeks prior to the survey and in the previous 12 months.  
Adult Education Survey (AES) covered 29 European countries. 
Similarly to the AHM it focused on individuals aged 25–64. However, 
the sample was considerably smaller, which may have an impact on 
the reliability of the outputs, particularly in smaller countries. The 
survey was carried out in individual countries between 2005 and 
2008.  
The AES was a pilot survey. One of its objectives was to propose 
and test methodological instruments (including a standardised 
questionnaire) to be used for ascertaining information about continu-
ing education and training. The AES covers formal, non-formal and 
informal education from the perspectives of participation in these 
modes of CET, non-participation in CET and the barriers involved. 
Some additional aspects were explored such as participation in CET 
according to the level of education, the extent of non-formal educa-
tion in relation to employment, the number of hour devoted to learn-
ing, the costs of CET and employers’ contributions, language and 
ICT skills and participation in cultural activities. 
The characteristics of CET are compared for the countries participat-
ing in the AES survey. In addition to the EU-27 they include Norway 
and Croatia. As data concerning some characteristics are missing 
for some countries, it is not possible to adhere to a uniform structure 
of the accompanying graphs.   
As part of LFS respondents are asked about their participation in 
CET during the 4 weeks prior to their filling out of the questionnaire. 
This is the only type of survey that makes it possible to establish a 
time series for individual countries, since it is carried out annually.   

The differences in the methodologies (some indicators) 
applied to AHM and AES make it impossible to compare the 
two surveys directly and to assess the results various coun-
tries achieve in the area of continuing education and training. 
This is why the ensuing analyses are based primarily on the 
most recent AES data, and a comparison of the develop-
ment in the period between these two surveys is only made 
where the methodologies are in accord.   

In terms of the indicator of adults’ participation in continuing 
education and training the Czech Republic ranks some-
where in the middle of the European scale, but still below the 
EU-27. However, between 2003 and 2008 the rate of par-
ticipation in CET in CR increased significantly and reached 
7.8%. The most robust year-on-year increase in participation 
in CET occurred between 2007 and 2008 and amounted to 
2.1 percentage points (p.p.).  

This development can be linked to a major decrease in 
unemployment and a high demand for labour. Enterprises 
were increasingly forced to hire applicants with less appro-
priate knowledge and skills, which resulted in increased 
requirements for their retraining and enhancement of qualifi-
cations.   
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Figure 1: The proportion of population aged 25–64 participating in CET in the previous 4 weeks (in %) 
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This trend culminated in the middle of 2008 when there were 
fewer than two registered jobseekers per one vacancy – a 
considerable improvement compared to the situation two 
years earlier when this ratio was 7.35:1. This shortage of the 
workforce was felt in most sectors of the economy. The 
robust development of Czech industry exceeded the capac-
ity of the education system to supply enough workers with 
suitable qualifications. Moreover, problems related to the 
actual preparedness of school leavers grew – i.e. the struc-
ture of teaching and the actual knowledge on the part of 
young people fell increasingly short of the labour market 
requirements as viewed by employers. This is why the eco-
nomic situation was a major factor that boosted interest in 
CET and training in the 2003–2008 period.  

However, from the mid-2008 the supply of jobs was nega-
tively affected by the economic recession. In October 2009 
labour offices registered 15.5 jobseekers per one vacancy.   

As regards participation in CET, the best situation is in the 
Nordic countries. Ireland and Spain improved their position 
significantly in this respect in the period under review, the 
reverse was true of the UK and Hungary. Among new mem-
ber countries Slovenia fares very well with nearly twice as 
many people aged 25–64 involved in CET as compared to 
the CR (see Figure 1). Most countries of Central and South-
ern Europe get lower scores than the Czech Republic.  

The leading position of the Nordic countries is confirmed by 
other indicators of CET. In terms of the level of economic 

activity, all countries under review show that it is employed 
individuals who most frequently participate in CET. In eight 
countries more than half of the employed are involved in 
CET. These countries include all the Nordic countries, but 
also Slovakia and Bulgaria (see Figure 2). 

While the CR shows an above-average rate of participation 
of the employed in CET (CR: 47.6 %, EU-27: 43.4 %), the 
results are far worse for unemployed and economically 
inactive individuals. As regards the participation of inactive 
people in CET, the CR ranks sixth from bottom of the scale 
among the countries examined, and reaches about three 
fifths of the EU-27 level  (CR: 9.9 %, EU-27 17.3 %). In the 
case of the unemployed the CR ranks as low as third from 
bottom and reaches only a half of the EU-27 level (CR: 
12.6 %, EU-27 24.5 %).  

This result points to the fact that the Czechs are little inter-
ested in investing in their education and, in this way, in 
enhancing their long-term employability at the labour market.  
In most cases it is employers who initiate continuing training 
and who train their employees in specific skills that are 
necessary for the respective jobs. CET undertaken because 
the individual feels the need for it is less frequent. This is 
why the data for the unemployed and inactive part of the 
population of the Czech Republic are so far below the EU 
average.

Figure 2: Participation in CET according to economic activity in 2007 (in %) 
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This contributes to long-term and structural unemployment. 
The part of the population who are temporarily out of the 
labour market cannot see a clear link between the level of 
their knowledge and skills and their employability.  

As a result of the growing and changing requirements on the 
part of employers (technology and process development, 
legislative changes, globalisation trends), there is an increas-
ing mismatch between the knowledge and skills of these 
people and the labour market demands, and the problem of 
long-term and structural unemployment further worsens. 
This applies to a varying degree to most countries of Central 
and Southern Europe.    

The barriers to participation in CET as viewed by individuals 
in the Czech Republic are mainly related to their workload. 
Two out of five Czechs stated in the survey that their partici-
pation in CET is limited by obstacles generated by the em-
ployer, which include the impossibility of bringing the training 
and work schedules in line with one another. In the EU, on 
average, this reason is less important and only slightly over 
one fourth of respondents mention it.   
Major barriers to participation in CET in the CR are also 
related to the family, age or health – these reasons were 
mentioned by a total of over 37% of respondents, while in 
the EU average is 9 p.p. lower (see Figure 3).  

Figure 3: Reasons for non-participation in CET in 2007 (in %) 
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Source: EUROSTAT (2009), table code: trng_aes_106, date of 
access: 13. 11. 2009. 

What may be surprising, on the other hand, is that the 
Czechs do not consider the price of CET to be a major 
problem – only slightly more than 11% of the respondents 
thought this was a problem, which is less than the EU-27 
average (15.1 %). A similar importance is attributed to the 
price of education, for example, by respondents in the UK 
(10.6 %), Norway (10,.6 %), the Netherlands (12.1 %) or 
Spain (12.1 %).  

In the case of new member countries the financial reasons 
for non-participation in CET are much more frequent – for 
example in Bulgaria (43.4 %), Poland (35 %), Slovenia 
(28.5 %) or Slovakia (19.9 %). This indicator places the CR 
in the group of developed countries and does not confirm the 
widespread opinion that the Czechs, who are used to free 
basic education, are not willing to invest in further education 
when they grow up.   

However, it must be pointed out that a large portion of adults 
in the Czech Republic undergo training at work and the 
courses are either in full or in part paid by the employer. The 
provision of educational institutions is often “tailor-made” to 
corporate customers (i.e. considerable economies of scale 
are involved), and a high price per one course discourages 
individual applicants. 

On the other hand, an analysis of reasons for participation in 
CET reveals that most respondents see this education as an 
opportunity for career development and a better practice of 
their profession. In the EU-27 as a whole this is the reason 
stated by 43.7% of respondents, while in seventeen countries 
involved in the survey this view is held by more than 50% of 
respondents. The Czechs are much more sceptical in this 
respect and only 15.5% of them share this opinion. Similarly 
negative views of the benefits of CET were expressed by 
people in the UK, France or Bulgaria (see Figure 4).  

Figure 4: Reasons for participation of individuals in CET in 2007  
(in %) 
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Other reasons for participation in CET are only little related 
to specific job opportunities. Nearly 32% of respondents in 
the EU-27 see CET as an opportunity to obtain information 
about a topic in which they are interested. Another 26% 
consider CET to be a way of acquiring knowledge and skills 
applicable in everyday situations in life.    

As for this characteristic of the opinions on CET, EU coun-
tries cannot be broken down into groups that would differ 
considerably. It is normally true of new member countries 
that their citizens more frequently consider CET to be di-
rectly linked to employability. It is common in Western, 
Northern and Southern Europe that “interest-driven” and 
“practical” reasons for participation in CET are mentioned as 
frequently as the “career-driven” reasons (e.g. Norway, 
Austria, Finland, Sweden, Spain, Italy or Greece), or even 
far more often (France, Portugal).  

The attitudes to continuing education and training on the part 
of individuals in new member countries vary. This can be 
clearly seen using the examples of Estonia, Poland, Slove-
nia or Slovakia. The proportion of respondents stating “Inter-
est-driven” and “practical” reasons is also very low, but the 
same holds true of “career-driven” reasons.  Only 13 % of 
respondents in the CR underwent CET in order to acquire 
knowledge and skills applicable in everyday life situations. 
As concerns the search for information about a topic of 
interest, CET was the choice for only 9% of respondents.   

Participation in CET is normally directly linked to a particular 
occupation. People doing work that is the most skills-
intensive (ISCO 1-3) are those most frequently involved in 
CET, and the proportion of those who participate exceeds 
60% in most EU countries.   

Figure 5: Participation of individuals in CET by occupational 
groups in 2007 (in %) 
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In terms of comparison with other EU countries, the Czech 
Republic fares quite well for this indicator. Although individu-
als within ISCO 1-3 groups are the most frequent partici-
pants in CET (the CR’s 63.2% is slightly above the EU-27 
average), the CR shows an unusually high rate of participa-
tion in CET among craftsmen, machinery operators and 
unskilled occupations (ISCO 9-8, 41.5% is high above the 
EU average,  see Figure 5). These people display relatively 
intensive efforts aimed at improving their qualifications. On 

the other hand, the CR ranks far below the EU-27 average 
for the rate of participation in CET of people in administration 
and trade (ISCO 4-5).  

This situation is influenced by the nature of structural 
changes in the Czech economy after 2000. The dynamic 
increase in industrial output and the arrival of foreign inves-
tors came to a head in 2007 and 2008, and HR managers’ 
main difficulty in the CR was to fill the jobs of manufacturers 
and craftsmen who were in short supply.  

Moreover, a number of industrial companies that were set up 
in the CR as a result of direct foreign investment (particularly 
in the automotive, plastics, rubber or electrical engineering 
industries) brought advanced know-how in the area of proc-
esses, training and human resources management. This 
was connected with the fact that Czech branches that were 
strongly export-focused often had to meet stringent quality 
standards required by trans-national concerns. As distinct 
from this, enterprises in the sector of services and trade 
operate predominantly at the local market, and their empha-
sis on human resources development was weaker as com-
pared to what is common in more developed countries.  

On the other hand, however, the training of employees in 
industrial companies usually took the form of introductory on-
the-job training or retraining, and only some companies 
implemented systematic training.  

This is confirmed by the assessment of employees accord-
ing to occupational groups and the average number of hours 
they devoted to CET. The average time spent in CET per 
year and per participant in the CR is shorter than the EU 
average and it is unevenly distributed among occupational 
groups  (see Figure 6).  

Figure 6: The average number of hours individuals devoted to 
CET in 2007 - by occupational groups  
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While for skills-intensive occupations (ISCO 1-3) the length 
of CET in the CR is only slightly below the average of EU-27 
and the developed West-European countries, and while 
administrative and trade occupations (ISCO 4-5) also do 
quite well in this respect, the CR ranks at the very end of the 
scale as regards the scope of CET in less skills-intensive 
technical occupations in industry, agriculture and services 
(ISCO 6-8) and unskilled occupations (ISCO 9).    
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Figure 7: Coefficient of occupational groups’ participation in CET in EU countries in 2007  
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With 34 hours per participant in CET in the ISCO 6-7 occupa-
tional group the CR ranks third from bottom (followed by 
Slovakia and Bulgaria). And it even occupies the last position 
on the scale (together with Bulgaria) for its 21 hours in the 
ISCO 8-9 occupational groups.   

Both pieces of data on participation by occupational groups 
must be interconnected, since each of them only provides a 
partial view of the intensity of CET in various countries. By 
means of multiplying the proportion of the participants and the 
rate of their participation we can assess the overall level of 
intensity of CET for occupational groups in individual coun-
tries.   

The resulting indicator – the coefficient of participation of 
occupational groups in CET – reveals, apart from other things, 
strong disparities in the rate of participation of various groups 
in individual countries. A comparison shows that new member 
countries lag behind as concerns the continuing education 
and training of the ISCO 6-9 occupational groups, while there 
is no major difference in skills-intensive occupations and also 
in trade and administration (see Figure 7).  

The highest rate of participation in CET in the ISCO 8-9 
groups can be seen in the Nordic countries – Finland and 
Sweden. Lithuania and Latvia are the new member states 
where the indicator comes closest to those in these countries. 
The CR ranks last but one on the scale of selected countries, 
with the intensity of CET in these occupational groups being 
only slightly higher than 50% of the EU-27 average. As for 
ISCO 6-7 groups, the CR gets better results and it scores 
better as compared to a number of countries including Hun-

gary and Poland. However, the EU-27 average is, again, 
approximately twice as high.   

The intensity of CET should positively affect the rate of unem-
ployment. However, partial information about participation in 
CET in this context must be considered with caution. On the 
one hand, the ISCO 1-3 occupational groups show the high-
est level of skills intensity with the most frequently changing 
job requirements, and there are expectations that the individu-
als concerned will display the highest level of flexibility and 
capacity to upgrade their expert knowledge. On the other 
hand, there are often occupations within these groups that are 
characterised by a large proportion of general knowledge and 
a lower degree of specialisation, which makes their situation in 
the labour market easier and softens the requirements in 
terms of frequency and scope of CET.  

The latter characteristic often applies to ISCO 4-5 as well, 
while it is common that the remaining occupational groups 
display a higher level of specialisation and, consequently, 
there are stiffer requirements for specific knowledge and skills. 
These requirements can, of course, change with the change 
of an employer. It should be clear from the above, that CET is 
important for every occupational group as a factor of long-term 
employability. The rate of unemployment certainly does not 
depend merely on the intensity of CET. However, it is useful to 
ascertain the link between the two indicators.      

Figure 8 establishes the link between two indicators. The first 
one is the coefficient of intensity of CET which consists of the 
overall rate of participation in CET for various occupational 
groups and the duration of this education for individual partici-
pants within these groups.   

Figure 8: Correlation between the participation of occupational groups in CET and the coefficient of occupational unemployment in 
EU countries in 2007   
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Figure 9: Correlation between the participation of occupational groups in CET and the rate of unemployment in selected EU coun-
tries in 2007    

Source: EUROSTAT (2009), date of access: 13. 11. 2009, own calculations. 

The second indicator concerns occupational unemployment 
and compares the proportions of unemployed individuals 
whose last job, as they stated, fell within the designated 
occupational groups. This correlation is statistically important 
for nearly all countries under review.    

In all cases there is an indirect link – i.e. growing intensity of 
continuing education and training contributes to decreasing 
unemployment in individual occupational groups. Further-
more, in most selected countries the development of this 
correlation is similar for the occupational groups, as Figure 9 
well illustrates.   

When illustrated on a scatter graph this correlation for indi-
vidual countries and occupational groups has the shape of 
the letter S in a horizontal position. The ISCO 8-9 occupa-
tional groups is at the top left corner (low participation rate in 
CET, high indicator of occupational unemployment). For 
countries where employees in this group display a higher rate 
of participation in CET (here it is Germany, but this also 
applies to the EU-27 average), this group moves in the bot-
tom right direction in the graph (the indicator of unemploy-
ment falls along with a growing rate of participation in CET).  

The middle section of the curve for individual countries is 
almost flat – there is not a big difference between ISCO 6-7 
and ISCO 4-5, and this is so despite the fact that ISCO 4-5 
has a higher rate of participation in CET. It is typical of the 
ISCO 4-5 occupational categories that their knowledge 
and skills acquired during studies are of a more general 
nature. Upgrading this knowledge so that it is in line with 
what a specific job requires therefore nearly always re-
quires a certain scope of continuing training organised by 
the employer.  
On the other hand, the ISCO 6-7 group (crafts and skilled 
manual occupations) is normally to be found in the primary 
and secondary sectors where employers’ requirements do 
not change so quickly, and the occupational mobility is gen-
erally lower.  

Moreover, in the CR where the quality of technical and voca-
tional education is still high, employees in the ISCO 6-7 
group are relatively well prepared for the labour market. In 
many cases CET is less important as a factor ensuring their 
long-term employability.  

In the bottom right corner there is the ISCO 1-3 occupational 
group that is characterised by a high rate of participation in 

CET and a low coefficient of occupational unemployment. In 
Figure 9 the position of this occupational group for the CR is 
essentially identical with the data for the EU-27, and the 
indicator of occupational unemployment is the best among 
the countries analysed.  

The fact is that many countries show a higher intensity of 
CET in this occupational group as compared to the CR. The 
low indicator of occupational unemployment for ISCO 1-3 in 
the CR is the result of several factors. These include a small 
number of employees with tertiary qualifications (in compari-
son with the demand) who make up a majority of employ-
ment in ISCO 1 and 2 categories, and a high demand for 
skilled technicians resulting from growing industrial output 
and employment in the 2003–2008 period. 

The picture of CET as seen from the perspective of occupa-
tional groups may be complemented by information about 
financial resources spent on this education per person ac-
cording to occupational groups. As with the number of hours 
it is clear that the CR also lags behind in terms of the expen-
diture on training per participant. In this respect the CR is 
behind not only developed EU countries and the EU aver-
age, but also most new member countries (see Figure 10).   

Figure 10: The average amount spent per person in CET accord-
ing to occupational groups in 2007 (in euros)   
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This time the EU-27 average is far higher. There are also 
major differences between various occupational groups. 
While for ISCO 1-3 the CR reaches 43% of the EU-27 aver-
age, for ISCO 6-7 it is less than 20% and for ISCO 8-9 even 
as low as 13%.   

The aforementioned comparison of the occupational struc-
ture may suggest that the CR scores above-average results 
in terms of the overall number of individuals participating in 
CET. However, in terms of the number of hours per partici-
pant the CR ranks 20% lower than the EU-27 average, and, 
as regards the financial resources spent, the difference is a 
high as nearly 38%. Although the difference in price levels 
does play a certain role in the expenditure on CET, the CR 
does not fare well in this respect even when compared to 
countries that are “cheaper” in other respects (the cost of 
labour, etc.). Greece, Slovenia and Portugal, where price 
levels do not differ so much from the CR, rank relatively high 
on the scale.   
In terms of comparison with other countries, the overall posi-
tion of the CR as regards CET is captured in Figure 11 and 
Table 1.    

Figure 11: Intensity of CET in EU countries in 2007 
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Figure 11 clearly illustrates the position of the CR in the top 
left quadrant. The CR is among countries with a higher level 
of overall participation in CET and with a short duration of this 
education per participant. The other countries in this quad-
rant are the UK, France, Slovakia and Slovenia.  

The Nordic countries have a lead in terms of the rate of 
participation in continuing education and training. As for the 
duration of this education per participant, they only rank 
slightly above the average. Finland and Sweden occupy the 
same quadrant as the Baltic countries, Germany and Austria.   

Finally, the bottom right quadrant may be described as 
“South-European”. These countries have a small proportion 
of people involved in CET, but the intensity of this education 
is very high (Spain, Greece or Hungary).   

The position of the CR as compared with other countries can 
well be illustrated in a table presenting a simple sequence of 
countries according to the indicators analysed (the overall 
rate of participation in CET, the average number of hours per 
one participant and the average cost of this education per 
participant). 

Table 1: The ranking of selected countries in terms of selected 
characteristics of participation in CET  

Total participa-
tion of individu-

als in % 

Average number of 
hours per partici-

pant 

Average costs per 
participant 

SE HU AT 
FI LV CY 

NO PL GR 
UK ES SI 
SK PT PT 
DE BE NO 
NL LT DE 
BG HR NL 
EE FI ES 
BE DE EU-27 
AT AT HR 
CY NO HU 
CZ GR PL 
SI SE BE 

EU-27 EE LT 
LT EU-27 UK 
FR SK LV 
LV SI SE 
ES CY EE 
HR CZ SK 
PT BG FI 
PL UK CZ 
GR FR BG 

 

                    Significantly better than the CR 

                   No major difference 

  Significantly worse thant the CR 

Note: “No major difference” means that the level of the indicator for 
the given country is not more than 10% higher or lower than the level 
of the CR. Source: EUROSTAT (2009), date of access: 13. 11. 2009, 
own calculations. 

Table 1 documents the gradually sliding position of the 
Czech Republic from a slightly above-average level as re-
gards overall participation of individuals in CET (CR  47.5 % - 
EU-27 average of 45.4 %) towards below-average levels in 
terms of the number of hours per participant (74 hours in the 
CR compared to 93 hours as the EU-27 average) and the 
costs per participant (only 76 euros in the CR while the EU-
27 average is 202 euros).  

If we carry out an analysis of participation in CET according 
to educational categories, the breakdown of the countries will 
be similar. As regards participation of employees with tertiary 
education (ISCED 5-6), the CR ranks above average (62.4 % 
vs. 58.8 % as the EU-27 average). In terms of comparison 
with other Central and Eastern European countries only 
Slovenia scores better (67.6%). With the exception of Hun-
gary and Greece no country rates lower than 50% for partici-
pation of this educational category, and the differences be-
tween countries are relatively minute (see Figure 12). 
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When assessing participation in CET for other educational 
categories, the CR displays a deteriorating trend. The posi-
tion of the CR in terms of participation in CET of individuals 
with upper secondary education (ISCED 3-4) is only slightly 
above the EU-27 average (36.6 % vs. 36.3 %). For this 
indicator the CR ranks even lower than Slovakia or Bulgaria. 
The gaps between countries tend to enlarge. 

As for employees with basic and lower secondary education 
(ISCED 0-2), the CR falls by another 2 levels on the scale 
(14.8% vs. the EU-27 average of 18%). The differences 
between countries are relatively large. As concerns ISCED 5-
6, there are 18 out of the 24 countries under review that 
achieved similar scores as the CR (+/- 10%) and 15 of them 
were better than the EU-27 average for this indicator. In the 
case of ISCED 3-4, only 7 countries displayed similar results 
as the CR and 14 countries ranked higher than the EU-27 
average.  

Figure 12: Participation in CET by educational categories in EU 
countries in 2007  
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In the ISCED 0-2 category only 5 countries have a ranking 
similar to the CR, and only 10 countries score better than the 
EU-27 average (see Table 2). The Nordic countries rank at 
the top for all the indicators. They are followed by West-
European and Central European economies. The south of 
Europe gets the worst results in terms of this comparison 

(including large and relatively developed countries such as 
Italy or Spain).  

The best scores of the Nordic countries can also be ob-
served in the rates of participation in CET for individual age 
groups. The average participation for the 25–34 age group 
amounts to two thirds or even more, and in the oldest age 
group (55–64) it is still over one third.   

Table 2: The ranking of selected countries in terms of participa-
tion in CET according to educational categories   

ISCED 5-6 ISCED 3-4 ISCED 0-2 
SE SE SE 
FI UK NO 

NO NO FI 
AT FI UK 
SI PT NL 
NL DE DE 
CY NL BE 
PT AT EE 
BE SK AT 
DE CY FR 
UK BG EU-27 
CZ SI ES 
LT BE CY 
SK CZ PT 
EE EU-27 BG 

EU-27 EE CZ 
LV ES SK 
FR FR SI 
HR IT LV 
PL LV LT 
BG LT IT 
IT HR PL 
ES PL GR 
GR GR HR 
HU HU HU 

 

                    Significantly better than the CR 

                   No major difference 

  Significantly worse thant the CR 

Note: “No major difference” means that the level of the indicator for 
the given country is not more than 10% higher or lower than the level 
of the CR. Source: EUROSTAT (2009), date of access: 13. 11. 2009, 
own calculations. 

The CR falls within the group of countries hovering at around 
the EU-27 average. Participation in CET among young peo-
ple reaches 44.1% (the EU-27 average is 45.3%). As re-
gards the oldest workers aged 55-64, the proportion is the 
same for the CR and the EU-27 average – i.e. 27.1%. The 
new member countries that have a good ranking in all age 
categories also include Slovenia, Slovakia and Estonia (see 
Figure 13). 

As concerns the rate of participation in CET of various age 
groups, there are major differences between the countries. It 
is typical of Central and Eastern European countries that 
there is an above-average level of interest in CET in the 35-
54 age group. In terms of this characteristic they can be 
compared with developed European economies. Participa-
tion in CET in this age group exceeds 50 % in the Nordic 
countries. In other developed European economies and in 
many new member countries the rates range between 40 
and 50%. Only some countries in Southern and Central 
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Europe rank below the EU-27 average. 

This is well illustrated in Table 3 where countries are ranked 
according to participation in CET in all age groups. As re-
gards the 35–54 age group, the CR ranks 9th with 43%. This 
is 5.5 p.p. more than the EU-27 average. Slovakia is 2 places 
higher than the CR with 48.3%.   

Figure 13: Participation in CET according to age groups in EU 
countries in 2007 (in %) 

0 10 20 30 40 50 60 70 80 90

HU
GR

IT
HR
PL
LV
ES
PT
LT
CZ
BG

EU-27
AT
FR
SK
SI

EE
CY
DE
BE
UK
NL
NO

FI
SE

25-34 years

35-54 years

55-64 years

Source: EUROSTAT (2009), table code: trng_aes_101, date of 
access: 13. 11. 2009. 

The developed countries that reach similar results include, 
for example, neighbouring Germany (48.7 %), Austria (45.7 
%) and the Netherlands (44.9 %). The new member states 
that rank above the EU-27 average include Estonia (10th 
place, 42.6%), Slovenia (11th place, 42.6 %) and Bulgaria 
(14th place, 39.7 %).  

The higher rate of participation in CET for this age group in 
economies undergoing transformation may be explained by 
the inflow of investment that increased the demand for  
specific occupations (particularly in the automotive, electrical 

engineering and plastics industry and in services) for which 
workers in declining industries (agriculture, mining, textiles, 
clothing and footwear) had to be retrained.  

Table 3: The ranking of selected countries in terms of participa-
tion in CET according to age groups  
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Significantly better than  the CR 
                   No major difference 

Significantly worse than the CR 

Note: “No major difference” means that the level of the indicator for 
the given country is not more than 10% higher or lower than the level 
of the CR. Source: EUROSTAT (2009), date of access: 13. 11. 2009, 
own calculations. 

The analysis of participation in CET according to age groups 
points to a major disadvantage faced by older individuals 
(aged 55–64). Their participation in EU-27 average terms is 
more than twice as low compared to the 25–34 age group (the 
ratio is 0.48). Below-average scores for this indicator are 
achieved, most importantly, by countries of Eastern, Central 
and Southern Europe, but also by more advanced economies 
such as Belgium (0.42) and France (0.34) – see Figure 14). 

Figure 14: The ratio of participation in CET of young individuals to that of older individuals in EU countries in 2007   
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Figure 15: Participation in CET in EU countries according to gender (2007, in %) 
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There are only several countries where the ratio of participation 
for these two age groups exceeds 60% (the ratio of the partici-
pation of older workers to that of young workers). What is 
satisfying is the position of the CR (0.49 – i.e. above the EU-27 
average), which is better than that of most countries of Central, 
Eastern and Southern Europe. The involvement of older indi-
viduals in CET as a share of that of young workers is also very 
good in the Baltic economics (Latvia – 0.56, Estonia – 0.52). 
As with other characteristics of continuing education and train-
ing, the Nordic countries are at the top of the scale (Sweden– 
0,75, Norway – 0,63, Finland – 0,57). 

The CR is below the EU-27 average for another major charac-
teristic of CET, and that is the participation of women. Only one 
third of women in the CR (33.6%) undertook CET in 2007, 
which is 1.9 p.p. lower than the EU-27 average. In Central and 
Eastern Europe the Baltic countries, Slovenia and also Slova-
kia fared better than the CR in this respect (see Figure 15).   

The participation of women in CET is normally lower in new 
member states and also in Southern Europe where it ranges 
between 10-35 %. The fact is that in new member countries 
the lower participation of women reflects the overall situation in 
CET (e.g. in Hungary only 9.6% of women are involved in 
CET, while for men the rate of participation is even lower – 
8.3 %).  

However, in some European countries there are major differ-
ences between men and women in terms of their participation 
in CET, and the CR does very badly in this respect. The ratio 
of men to women in CET is 0.81 in the CR, which is the worst 
figure among all countries under review. The EU-27 average is 
much higher – 0.97. Nevertheless, it is typical of countries of 
Central and Eastern Europe that the ratio is far more often in 

favour of women. Figure 16 reveals that the transforming 
economies take up five of the first six places among the coun-
tries analysed. The first three positions are occupied by the 
Baltic countries where the ratio of participation of women to 
that of men ranges between  1.27-1.51, Hungary ranks 5th 
(1.16) and Slovenia 6th (1.13). There are 10 countries below 
the EU-27 average – for example Slovakia (0.93) and Bulgaria 
(0.91). Still, these countries do much better that the CR.  

A low rate of participation in continuing education and training 
has various negative implications related to a lower level of 
employability, lower pay, etc. However, it is difficult to docu-
ment this using the example of women.    

Figure 17 illustrates the links between the unemployment of 
women and their participation in CET. The position of each 
country in the figure is determined by two characteristics: the 
vertical axis shows the proportions of unemployed women and 
men in the economy in 2007, the horizontal axis presents the 
proportions of women and men participating in CET in 2007.  

There are no large differences between the countries. Even so 
we can trace a certain correlation – countries where the pro-
portion of unemployed women is higher than that of men also 
show a lower rate of participation of women in CET as com-
pared with men. The CR falls within the “worse” part of the 
picture with a high share of unemployed women coupled with 
their lower participation in CET. The Baltic and Scandinavian 
countries represent the reversed picture.   

The analysis of the outcomes of a survey focused on the CET 
of adults and taking account of various perspectives confirmed 
the leading position of Scandinavian countries.  

Figure 16: The ratio of the participation of women in CET to that of men in the EU in 2007   
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Figure 17: The ratios of women to men in terms of unemploy-
ment and participation in CET in EU countries in 2007  
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The question is the extent to which CET and its scope (dura-
tion) are actually beneficial for the labour market and the coun-
try’s economy. Two hypotheses may be formulated:  

Continuing education and training has a positive impact on 
the development of the economy and boosts economic 
growth. 

Continuing education and training positively affect the rate of 
unemployment. 

The testing of the first hypothesis is based on the assumption 
that a high rate of participation in CET over a long term in-
creases the level of knowledge and skills of individuals in the 
labour market, which enhances the productivity and effective-
ness of the economy as a whole. The economies that display 
a higher rate of participation in CET should, over the long term, 
be wealthier and reach higher figures for the speed of eco-
nomic growth and labour productivity.  

This hypothesis may be refuted because economic growth 
depends on many factors of long-term nature, and the influ-
ence of CET is not so significant. Continuing education and 
training may indirectly influence the economic situation of a 
country by means of improving the knowledge and skills of 
people. This is tested by the second hypothesis, which is 

based on the assumption that a high rate of participation in 
CET over a long term decreases the risks that the knowledge 
and skills of the workers might not meet the needs of employ-
ers. However, the testing of this hypothesis comes up against 
the problem of how to prove the link between the rate of un-
employment and CET. At the times of prosperity and economic 
growth unemployment decreases and the expenditure on CET 
rises particularly due to private enterprises as they need to fill 
job vacancies.  Employers have a less extensive range of 
jobseekers to choose from, the supply of labour is not suffi-
cient. This is why they must invest in the training of those who 
are available so that they attain the required standards. Con-
versely, employment services do not have to invest so much in 
the support for and retraining of jobseekers. 

On the other hand, during a period of economic recession the 
private sector cuts down its spending on the training of adults. 
Curtailing investment in training courses, which forms one of 
external cost items, constitutes a “less painful” form of saving 
compared, for example, with laying off employees. On the 
contrary, in the period of recession and growing unemploy-
ment the public sector seeks to support the redundant work-
ers. It is the very organisation of and financial support for 
training courses that may help the jobseekers find new em-
ployment.  

In both cases the two trends go against one another – one 
supports CET, the other one restricts it. The contradicting 
nature of these trends makes it impossible to make a clear 
statement about the link between continuing education and 
training and the rate of unemployment. However, we may 
modify this hypothesis and only take account of the link be-
tween CET and the rate of long-term unemployment. The 
modified hypothesis is based on the assumption that although 
it is difficult to prove a direct link between CET and the rate of 
unemployment, higher levels of participation in CET have a 
positive impact on the long-term employability of working 
individuals and, most importantly, diminish the risk that the 
jobseeker may not find a job for a long time. Long-term unem-
ployment is understood to mean unemployment lasting over 
12 months. A systematic involvement of the population in CET 
should have an effect on the rate of this type of unemployment. 
In order to test this hypothesis we may choose a correlation 
analysis that examines the relationship between a time series 
of the rate of long-term unemployment and participation in 
CET in EU countries in the 2004–2008 period. The outcome of 
the correlation analysis is that in most countries under review 
there is a strong indirect link between participation in CET and 
the rate of long-term unemployment (see Figure 18).  

Figure 18: Correlation between participation in CET and the rate of long-term unemployment in EU countries in 2004–2008   
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Figure 19: Correlation between participation in CET and the rate of long-term unemployment in selected EU countries EU (2008) 

AT

BE

BG

CZ DE

EE ES

EU-27

FI

FR 

HU
IT

LT
LV

NL

PO PT

SE 

SI

UK

0.0

5.0

10.0

15.0

20.0

25.0

30.0

35.0

0.0 0.5 1.0 1.5 2.0 2.5 3.0 3.5 4.0

Longterm unemployment rate (yearly averages, v %)

P
ar

tic
ip

at
io

n 
in

 C
E
T 

in
 la

st
 4

 w
ee

ks
 in

 %

Source: EUROSTAT (2009), date of access: 13. 11. 2009, own calculations. 

In spite of the this, it is not possible to make a positive state-
ment about the general validity of the hypothesis. Some 
countries display a major direct correlation, which is difficult 
to explain, and in other countries (including the EU-27 which 
is not stated in the Figure) the link is very weak. Based on the 
most recent data of 2008 it is possible to depict the relation-
ship between participation in CET and the rate of long-term 
unemployment using a scatter graph which partly supports 
the theory of a major indirect link. The high rate of participa-
tion in CET in the Nordic countries, the UK, Austria or the 
Netherlands is associated with a very low rate of long-term 
unemployment (see Figure 19). The more the country moves 
towards the bottom in the graph (i.e. the participation in CET 
decreases), the higher the rate of long-term unemployment.  

However, this relationship is not a linear one, and some 
countries (such as Lithuania) have a very low rate of long-
term unemployment although they show a low rate of partici-
pation in CET. In most countries the rate of participation in 
CET ranges between 5 and 10% of adults, while the long-
term unemployment fluctuates between 1 and 4%. It is there-
fore evident that the rate of long-term unemployment is 
affected by a number of factors, and the influence of CET is 
not so essential. Participation in CET is normally considered 
as a certain indicator of the level of advancement of the 

labour market and the education system, and as a factor that 
positively impacts on the country’s competitiveness. How-
ever, it is difficult to prove the benefits of CET by means of 
analysing the available statistics. One of the reasons is that 
most characteristics of continuing education and training are 
quantitative (the proportion of individuals, number of hours, 
resources invested per person, etc.), and they do not provide 
information about the quality of the courses and their benefits 
for the participants and, indirectly, for the economy as a 
whole.  

In the conclusion of this chapter we may at least make a 
basic comparison of the AHM and AES surveys based on the 
characteristics of overall participation in continuing education 
and training. In most countries no major change occurred 
between 2003 and 2007. The overall rate of participation in 
CET in the EU decreased slightly, but this may the result of 
the fact that in 2003 it was calculated for the EU-25 and in 
2007 the EU-27 was considered (see Figure 20).  

The inclusion of Romania and Bulgaria probably caused the 
worsening of the resulting EU average. Overall participation 
in CET decreased in many countries, for example in Slove-
nia, Finland, Italy, France, Belgium or Greece.  

Figure 20: Comparison of participation in CET in selected EU countries based on the AHM (2003) and AES (2007) surveys (in %)   
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Figure 21: Comparison of overall participation in CET according to the LFS methodology and the AHM and AES surveys (2003–2007, 
change in p.p.) 
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This information only partly confirms the trend in the devel-
opment of overall participation in CET that is analysed on the 
basis of regular surveys as part of LFS (see Figure 1). The 
countries where a decrease in participation in CET occurred 
in the period between the AHM and the AES surveys in-
cluded the UK, Hungary, Latvia, Slovakia, Greece and Bel-
gium. It is therefore clear that in some cases the develop-
ment trend was identical for some countries, while for other 
countries it was the opposite. The most likely reason for the 
disparities in the results is the methodology that is not identi-
cal – both when LFS is compared with the AHM and the 
AES, and when the AHM and the AES are compared.  

An overview of the most significant differences in the devel-
opment of participation in CET in various countries in the 
periods under review is provided by Figure 21. When we 
compare the two methodologies it is clear that the trends for 
individual countries display considerable differences, while 
there is a minority of cases where the results of the surveys 
are in accord. The largest disparity concerns Slovenia, 

Finland and Italy. The highest level of agreement between 
the results of the two surveys was reached in the case of 
Spain and the Netherlands. 

The final comparison of the AHM and the AES surveys con-
cerns the development of participation in CET in terms of 
occupational groups. The largest increase in the rate of 
participation in CET in the CR occurred in the ISCO 8-9 
category (in 2007 it was nearly twice as high compared to 
2003), and a considerable increase also occurred in the 
ISCO 4-5 and 6-7 groups.  

Thanks to this development the CR came much closer to the 
average of the advanced countries. However, it still lags 
behind some countries in this respect – e.g. neighbouring 
Slovakia. Continuing education and training is increasingly 
considered as being an important issue by all occupational 
groups, and the differences between the rates of participation 
for less skilled occupations and those for ISCO 1-3 are be-
coming smaller (see Figure 22). 

Figure 22: Comparison of participation in CET in terms of occupational groups according to AHM and AES surveys (2003–2007, in %) 
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2.2 Impact of information society development on 
continuing education and training 

Over the past decade we have seen a massive rise in the 
information and communication technologies (ICT) sector, 
which on the one hand has a specific branch structure of 
economic activities including manufacturing, trade and 
services (see Box 3), but at the same time it has a major 
impact on all other areas of the economy. ICT 
development changes qualifications requirements for 
the labour force and hence represents an important 
factor affecting the labour market. We can see ever 
stronger changing requirements of the labour market 
both inside and outside this sector. 

Box 3 – Definition of the ICT sector 

With view to its cross-sectional nature, the actual definition of the 
ICT sector tends to be difficult. According to the Branch 
Classification of Economic Activities (BCEA) ICT can be broken 
down into three basic groups of activities: 

a) ICT sectors in the processing industry (BCEA 30, 32, 332, 
333); 

b) ICT sectors in wholesale (BCEA 5143, 5184, 5186); 

c) ICT sectors in services (BCEA 642, 72). 

For instance, the Czech Statistical Office (CZSO) does not 
include data representing ICT sectors in wholesale in its data 
outputs due to the non-existence of reliable data in the required 
classification. Analyses of the ICT market usually rely on their 
own or adjusted branch classification. You can find more about 
the ICT sector, mainly the scope and dynamics of the ICT market 
and its development in the Innovation Performance chapter. 

Inside the sector we encounter labour force that 
generates and will continue to generate the product of this 
sector, i.e. professions such as mechatronic, CAD 
designer or programmer. 

Outside the sector there is labour force demanding the 
above products. Broadly speaking, it includes e.g. all PC 
and software product users. More narrowly, it is 
individuals using ICT to do their job. The latter group 
includes e.g. the professions of financial and tax advisors 
who make use of accounting software, most 
administrative staff or machine operators. In both cases 
the share of persons who do not use ICT at all is falling. 

Information and communication technologies, which per 
se change the mode of working with information and 
introduce new forms and qualities of communication, thus 
become both a subject and tool of education for us. In 
relation to ICT as the subject of education we encounter 
ever more frequently notions such as electronic skills (e-
skills) or information and computer literacy. The use of 
ICT for learning any subject is called e-learning. The latter 
makes use of various electronic aids, PCs and the 
Internet. E-learning often takes the form of on-line courses 
(see Box 4). 

With view to the above specific features the development 
of the information and communication technologies sector 
has to be seen as a society-wide process. The 
European Commission has had this major item on its 
agenda since the 1990s. In 1998 it fully liberalised the 
telecommunications market and in 2003, in the context of 
digitisation, it broadened this scope to other 
telecommunications and broadcasting technologies. In 

2005 monitoring and support of the development of ICT 
and the information society became part of the i2010 
initiative, which has gained a new dimension against the 
background of the global economic crisis. ICT 
development is seen as a great opportunity for the revival 
and growth of European economies (see the following 
subchapter). 

The first part of this subchapter identifies new 
opportunities as well as threats of ICT development for 
human resources, the way how they are tackled at 
national level in some EU countries (good practice 
examples) and also how they are implemented in policies 
and programmes at EU level. It discusses mainly the impact 
of ICT development on required competencies and a 
comparison of human resources flexibility in gaining e-
skills in the CR and other EU countries (EU-15 and EU-27). 

Box 4 – Definition of terms covering the relation of ICT to 
learning 

Electronic learning (e-learning): Learning with the help of 
information and communication technologies. Its subject is not limited 
to “computer literacy” (i.e. gaining new ICT skills). It may also include 
various teaching forms and methods: the use of software, the 
Internet, CD-ROMs, on-line learning and other electronic or 
interactive media. 

On-line courses, on-line learning: Learning through a network 
connection in the Internet, Intranet or Extranet environment. A more 
narrow term than electronic learning. 

 Some authors define on-line learning not only according to the 
means of learning (the net), but as learning that takes place in real 
time in a virtual classroom with the presence of a teacher. Contrary of 
the E-learning which may include e.g. also self-study with the help of 
a CD-ROM. 

Computer literacy (digital literacy, eLiteracy): The ability to make 
efficient use of information and communication technologies. 

Digital literacy (eLiteracy): The term of digital literacy is usually 
used in the same sense as computer literacy. The term emphasizes 
the use of all digital devices (PDAs, iPODs, etc.). In Czech this term 
is used less frequently. 

Information literacy: It is a broader term than computer literacy, 
comprising work with information, the ability of its efficient search and 
utilisation. 

Electronic skills (e-skills, ICT skills): Skills necessary to efficiently 
utilise information and communication technologies. Different levels 
of the above skills are distinguished. 

Basic ICT skills: Skills necessary to efficiently utilise the basic 
functions of information and communication technologies. Some 
authors limit the scope of basic ICT skills to the individual use of 
software for text and data processing, the Internet and e-mail. Others 
also include other software and hardware connection skills (e.g. 
software installation). In 2001 the European Commission 
recommended the ECDL certificate (European Computer Driving 
Licence) as the basic standard for computer literacy. 

The second part is aimed at trends in ICT use as a tool of 
continuing education and training, mainly as concerns 
participation in electronic learning (e-learning and on-
line learning) and ICT use in relation to education and 
learning. The trends in ICT use in education and learning 
are evaluated from the viewpoint of individuals and 
enterprises mainly based on statistical data from the 
EUROSTAT, the Czech Statistical Office, the European 
Commission monitoring reports that evaluate information 
society development in the Member States over the past 
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years, and a NVF-NOZV publication Forecasting Skills 
Needs of the Labour Market. 

Opportunities and threats of ICT development for human 
resources and EU initiatives in this field 

As mentioned in introduction, the information and 
communication technologies sector has a number of 
specific features. In terms of human resources, mainly the 
dynamics of its growth, the impact of changes in 
qualifications requirements and the ICT dimension as a 
learning subject and tool are of a major importance. The 
above characteristics of the ICT sector may be on the one 
hand seen as opportunities and on the other one as 
threats. In the context of ICT development the biggest 
threat and opportunity at the same time is its growth 
pace, posing high demands for the degree of e-skills 
and human resources flexibility. This trend can again 
be seen both inside the ICT sector and across the whole 
economy. Quality labour force inside the sector has an 
impact on its innovation performance. The latter was 
identified by the European Commission as one of the 
main pillars of future development and a source of ICT 
investment in EU countries (see the i2010 initiative 
below). Besides, ICT work demands and develops 
different competencies from those still applied in 
traditional forms of instruction. We can see both changes 
in the competencies of school graduates and in 
competencies required by the labour force demand. The 
use of information and communication technologies can 
therefore cause future changes on the labour market, 
which are nowadays hard to predict. EU countries see a 
rise in employees using a PC to do their job as a share of 
total employment. This fact has an impact on e-skills 
demands. Their need is on the rise both at the user and 
specialist levels (see Box 5). 
Box 5 – E-skills according to the EUROSTAT 
The EUROSTAT distinguishes two levels of e-skills: user ICT skills 
and specialist ICT skills. 
Specialist ICT skills include specification, design, preparation, 
development, installation, connection, support, maintenance, 
management, evaluation, testing and development, and research in 
the field of ICT systems. 
User ICT skills comprise mastering widely used software tools, 
specialised business tools and system applications used for the 
support of work processes. 
ICT or IT specialists are professions demanding specialist ICT skills. 
They correspond to the following professions in accordance to the 
ISCO-88 classification: 
1236 Computing services department managers; 
2131 Computer systems designers and analysts; 
2139 Computing professionals not elsewhere classified; 
2144 Electronics and telecommunications engineers; 
3114 Electronics and telecommunications engineering technicians; 
3121 Computer assistants; 
3122 Computer equipment operators; 
3132 Broadcasting and telecommunications equipment operators. 

In the Czech Republic, 40% employees as a share of 
total employment (except for the finance sector) use a PC 
to do their job (see Table 4). Compared to the European 
average (EU-27) the CR is slightly below the average, the 
leaders being mainly the Nordic countries such as Finland 
(70%) and Sweden (68%) (see Figure 23). Together with 
the Netherlands, Denmark and Germany those countries 
are also in the lead of other indicators of information 

society development such as households having Internet 
connection, share of regular Internet users among 
individuals, share of the ICT sector in total employment or 
share of employees having specialist ICT skills. 
Table 4: Employees using computers in their normal work 
routine * and enterprises using computers (2005, 2008, in %) 

Employees Enterprises 

  2005 2008 2005 2008 
CZ 36 40 31** 96 97 
EU-27  48 49 39** 96 97 
EU-15 51 53 42** 95 96 

* Percentage of employees using computers in their normal work 
routine at least once a week as a share of total employment, all 
enterprises except for the finance sector. 
** Percentage of employees using computers connected to the 
Internet in their normal work routine. 
Source: EUROSTAT (2005–2008a), table code: isoc_ci_cm_p, 
isoc_ci_cm_e, isoc_ci_eu_p, access date: 30. 10. 2009. 

The impact of ICT on the transformation of the public 
sector and the trade sector is manifested as a rising need 
of individuals to further develop their e-skills. 
Individuals aged 25–54 gained their e-skills mainly by 
learning by doing (EU-27 average of 57%) and informal 
education (EU-27 average of 53%) (see Figure 24). 
Figure 23: Employees using computers in their normal work 
routine at least once a week (2008, in %)* 
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* Share of total employment except for the finance sector. 
Source: EUROSTAT (2005–2008a), table code: isoc_ci_cm_p, 
isoc_pi_b1, access date: 30. 10. 2009. 

Investing money in own skills is unfortunately less 
frequent. Taking a computer course out of one’s own 
initiative is one of the least frequent ways of gaining e-
skills. In spite of that, also this form of gaining ICT skills 
slightly rose in 2006 and 2007. 
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Figure 24: Ways of obtaining e-skills by individuals aged 25–54 (2006, 2007, in %)*

Source: EUROSTAT (2006–2007), table code: isoc_sk_how_i, access date: 2. 11. 2009, except for the finance sector. 
*   School, college, university, etc. 
** Through informal assistance from colleagues, relatives in friends and some other ways. 

Adults aged 25–54 in the Czech Republic gained e-skills 
mainly by informal education with the help of colleagues, 
friends or relatives. Compared with the EU-15 and EU-27 
average, learning by doing in the CR was significantly 
less frequent in 2007. However, in this case the major 
difference may be caused by a different interpretation of a 
question contained in a questionnaire survey in the 
Czech language.1 

Ever more frequently, user or specialist e-skills are one of 
the basic requirements posed by employers. This is 
reflected in the number of individuals acquiring e-skills 
upon their employer’s request and also in the number of 
employers providing training for their employees for the 
purposes of ICT skills improvement (see Figures 25 and 
27). On average, a quarter of individuals aged 25-54 in 
EU-15 gained IT skills in a training course upon their 
employer’s request (see Figure 3). In the CR in 2007 
18% of individuals aged 25–54 acquired IT skills in this 
way, which is not much below the EU-27 average (22%). 
On the contrary, individuals in Sweden (50%), Germany 
(42%) and Austria (30%) underwent training upon their 
employer’s request most often. However, this issue has 
to be seen also from the viewpoint of the position of the 
ICT sector in a given country (see Figure 25). With view 
to the intensity of how individuals gain e-skills (see Box 
6), Sweden is again in the lead, followed by Germany, 
Denmark and Estonia. 

Box 6 – E-skills learning intensity 
The indicator describes the involvement of individuals in six most 
common forms of e-skills learning. The rate of 100% represents the 
use of all available capacities, i.e. participation of individuals in all 
forms of learning below: 
a) in a training course out of one’s own initiative; 
b) at school as part of formal education; 
c) in a training course upon one’s employer’s request; 
d) self-study from textbooks and CD-ROMs; 
e) informal education (with the help of friends, colleagues or 
relatives); 
f) self-study by means of learning by doing. 

                                                 
1 The English phrase “learning by doing” was interpreted as the 
trial and error method, see a CZSO questionnaire (List of 
questions for a household survey on the use of information 
technologies – 2006). 

Out of the Eastern European countries, Slovenia and 
Slovakia exceeded the EU-27 average (33%). However, 
this indicator does not say anything about the degree of 
e-skills, but only about the access of individuals to 
gaining them. Provided the degree of those skills has 
reached a satisfactory level, the intensity of obtaining e-
skills may be lower compared to the EU average, without 
the country being in a weaker position towards the 
remaining European countries (see Figure 27).  
Figure 25: Individuals (aged 25–54) who have obtained        
e-skills through training courses and adult education 
centres, on demand of employer (2007, in %) 
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access date: 2. 11. 2009, except for the finance sector. 

Likewise, the level of e-skills, mainly specialist ones in 
the Czech Republic is high when compared to other 
European countries. In 2008 the share of employees in 
the CR having specialist ICT skills reached 4.8% and the 
CR thus ranked third among all EU-27 countries. The first 
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two positions were taken up by Sweden and 
Luxembourg, where the share of employees having 
specialist ICT skills accounted for 5% (see Figure 26). 
The CR has a weaker position in the share of employees 
having user ICT skills. Nevertheless, it almost reaches 
the EU-27 average (it is lower only by 0.1 p.p.). 

Figure 26: Persons employed with ICT user skills  and ICT 
specialist skills as a share of total employment (2007, 2008, 
in %) 
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Romania and Bulgaria, the two countries that most 
recently joined the EU, are the worst off, with a low level 
of gained user and specialist ICT skills of employees. 
Besides, those two countries show a very low intensity of 
acquiring ICT skills. In this they differ e.g. from Portugal, 
where there is also a low level of employee ICT skills, but 
the intensity of gaining those skills is close to the EU-27 

average and in 2007 in was lower only by 4 p.p. (see 
Figure 27). 
In counties with a high share of employees using a PC to 
do their job individuals usually take computer courses 
upon their employer’s request more frequently and 
enterprises also more often invest in enhancing the ICT 
qualifications of their employees from the user level to the 
specialist one. 
Figure 27: E-skills learning intensity of individuals aged         
25–54 (2007, in %) 
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In this case the overall position of the ICT sector in a 
given country and the degree of ICT skills already 
reached by employees (not only those in the ICT sector) 
also play a role. Since learning by doing and informal 
education are one of the major forms of gaining e-skills 
and include implicit on-the-job training, we can see a 
dependence between the participation of individuals in 
those forms of learning and the share of employees using 
a PC to do their job (in 2007 the correlation coefficient 
between the two above indicators accounted to 0.703 in 
EU countries2). 

The intensity of individuals learning e-skills corresponds 
to data about individuals who completed a computer 
course in 2007 upon their employer’s request. Germany, 
Sweden, Austria and Denmark are in the lead also here. 
From the viewpoint of the position of the ICT sector in the 
above counties it is clear that those countries are the best 
knowledge economies with a high share of enterprises 
employing ICT specialists. 

                                                 
2 Own calculation based on data from 23 EU countries, Figure 1. 
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Figure 28: Enterprises who provided training to upgrade ICT 
skills of their personnel for ICT/IT specialists (2007, in %) 
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In countries with a high share of the ICT sector in 
employment and a low share of enterprises employing 
ICT specialists (e.g. Hungary) employers also show a low 
initiative of providing continuing education and training for 
their employees, i.e. enhancing their ICT skills and 
knowledge to the ICT specialist level (see Figure 28). 
Although the position of the ICT sector in total 
employment in those countries is comparable to 
economies such as Sweden or Finland, the difference in 
the knowledge level of employees is significant. The 
above Nordic countries have a higher share of 
enterprises employing ICT specialists and a higher share 
of employees having specialist ICT skills in total 
employment. Figure 29 clearly shows that countries 
ranking in the 1st and 2nd quadrants are more advanced 
knowledge economies, whereas in countries that rank in 
the 3rd quadrant the ICT sector employs rather less 
qualified labour force. 

A typical example of employers proving this trend 
includes consumer electronics assembly plants, defined 
as a part of the ICT sector, yet requiring only very little 
specialist professions with an advanced ICT skills level. 
The Czech Republic is one of the countries where this 
type of enterprises serves as a major contributor to 
employment in the ICT sector. Among other countries, 
Ireland also used to have a similar employment structure 
in the ICT sector in the past, but between 2001 and 2005 
a qualitative change took place and the assembly of 
computer hardware and consumer electronics was 
replaced by activities with a higher added value, such as 
service and logistic services for ICT producers, software 
development, etc. Those countries where such qualitative 
shift as in Ireland did not occur find themselves in a more 

risky situation in the economic crisis, which holds true 
also for the Czech Republic. In 2007 the CR almost 
reached the EU-27 average (18%) in the share of 
enterprises that employ ICT specialists. As concerns the 
share of the ICT sector in total employment in 2007 the 
CR with its 1.9% even exceeded the EU-27 average 
(1.4%), which shifted the CR right up to the upper part of 
the 3rd quadrant (see Figure 29). 

However, the above data related to the CR are based on 
the situation in 2007, which had been far more favourable 
than the situation during the global financial and 
economic crisis. Nevertheless, regardless of the crisis 
conditions between 2000 and 2007 were volatile to a 
great extent anyway and were affected by a favourable 
wave of foreign investment. Foreign investors’ plants in 
the CR have a fairly high share of employment in the ICT 
sector and unpleasant impacts of the crisis may involve 
their potential move or employee dismissals. Those 
companies include e.g. Foxconn (Hon Hai Precision 
Industry) and L.G. Philips Displays Holding/Multidisplay. 
However, the impact of the crisis on the business 
activities of the two above enterprises in the CR 
significantly differs. Foxconn, which was to create 4,500 
jobs according to its investment plan, has been hit by the 
crisis only very little and has dismissed almost no 
employees. The weaker impact of the crisis is mainly due 
to the company’s focus on Electronic Manufacturing 
Services (EMS), which find it easier to face the crisis than 
Original Equipment Manufacturers (OEM). L.G. Philips is 
far worse off; it was meant to create 3,250 jobs and in 
2006 it employed over 1,300 people. Nevertheless, the 
plant in Hranice ended in liquidation and the last 200 
employees have been dismissed. However, we have to 
take into account the difficulties the plant had been facing 
from its very establishment. 

Figure 29: Relation between the size of the ICT sector (as a 
share of total employment) and enterprises who employed 
ICT/IT specialists (2007, in %) 
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The way how foreign investors tackle the crisis differs. 
However, from the viewpoint of the CR’s competitiveness 
a role is played by the qualifications demand factor of 
professions into which domestic labour force is recruited. 



 

40 

QUALITY OF HUMAN RESOURCES ● CONTINUING EDUCATION AND ICT 
 

The Czech Republic has a good position in the share of 
employees with e-skills, predominantly specialist skills 
(see Figure 26), which should be further strengthened. 
Those skills are a necessary precondition for doing the 
ICT specialist profession (see Box 5). As has been said 
above, in 2008 the CR ranks third among EU-27 in the 
share of employees having specialist ICT skills. 

Box 7 – LearnDirect (United Kingdom), nation-wide and 
individual education 
LearnDirect is a nationally recognised education system brand in the 
United Kingdom based on eLearning. The project is funded by the 
Department of Innovation, Universities and Skills (Dius). The 
LearnDirect brand indicates a network of education and training 
centres and is owned by the University for Industry (UfI), which is an 
institution (not a higher education institution) established in 1998. 
Over a ten-year period LearnDirect has become the largest 
eLearning network of its kind in the world. Its main benefits include 
personalisation of courses according to individual level of knowledge 
and skills and easy access to education for all. A series of entrance 
tests ensures that the courses are personalised. The tests are 
designed so as to verify basic types of skills (mathematic, language, 
work with data, etc.) and the subsequent electronic training is then 
tailored to one’s individual needs. Participants can have access to a 
course from their home or from any other place with Internet access. 
Another alternative is to go to LearnDirect teaching computer 
centres. 
The franchising method has proven good for a swift introduction of 
the system into practice. The University for Industry as the franchiser 
provides e-learning software applications and other know-how under 
the LearnDirect brand to education and training centres across the 
whole of the United Kingdom, of which there are currently already 
770. The LearnDirect project aims at filling the rising qualifications 
gaps on the labour market. The following data clearly indicate that 
unless a change takes place, the low level of qualifications will 
represent a great threat for the future competitiveness of the United 
Kingdom and the mobility of its inhabitants: 
a) Five million economically active people have no qualification; 
b) One in six inhabitants does not have a level of literacy expected at 
the age of 11 and over a half of the adult population does not master 
functional numeracy skills; 
c) In order for the United Kingdom to be competitive on the global 
market, the British market will need another 5 million highly qualified 
employees by 2020. 
In the context of the rising qualifications gap on the labour market the 
British government pursues an active policy. LearnDirect is one of 
those measures. More than two and a half million clients have 
completed a training in this system since 2000. The training has 
helped them to obtain new knowledge and skills and thus has given 
them a greater chance to find a job on the labour market. Since 
autumn 2008 LearnDirect also provides career advice related to the 
selection of continuing education and training courses, return to 
work, possibilities of granting support as well as child care. 

More advanced knowledge economies (i.e. mainly those 
in the 1st and 2nd quadrants in Figure 29) again ranked 
above the EU-15 and EU-27 average as concerns the share 
of enterprises doing trainings to enhance ICT proficiency of 
their employees (see Figure 28). In 2007 countries such as 
Germany or the United Kingdom invested the most into 
continuing education and training of ICT staff. This attempt 
to enhance competitiveness also follows from the location of 
the above countries in the central part of the 2nd quadrant. 
On the whole it is clear that the competitive struggle, 
reflected in improving the knowledge of labour force, has 
affected mainly EU countries in the first and second 
quadrants, i.e. those where the ICT sector employs more 
ICT specialists than is the average. Belgium is in the lead as 
concerns the relationship between the size of the ICT sector 
and enterprises that employ ICT specialists. 

Opportunities of ICT development for human resources 
comprise its use in education through eLearning. In this field 
information and communication technologies make it 
possible to have an easier access to education, reduce 
education costs and combine some benefits of collective and 
individual learning. A good example from practice is the 
LearnDirect programme in the United Kingdom whose aim is 
to fill in a rising qualifications gap on the labour market 
through a nation-wide introduction of eLearning courses (see 
Box 7 below). 

A European Commission report on the use of ICT to foster 
innovation and lifelong learning issued in 2008 records the 
development of eLearning in EU Member States from the 
Lisbon European Council in 2000 until 2008. Results from 
the past years have led to conclusions and 
recommendations for the future period. The Lisbon meeting 
in 2000 recognised information and communication 
technologies as a key component of the knowledge 
economy and its incorporation in the education system at the 
same time as a key tool of building it. In accordance with the 
Lisbon Strategy the eEurope action plan was prepared, 
focusing on information society development, in which 
eLearning was put among the key priorities together with the 
introduction of broadband Internet or e-health. This plan 
preceded the i2010 strategy (see below). ICT support in 
education also became part of framework programmes. 
Permanent support was guaranteed by the Seventh 
Framework Programme, Programme for Competitiveness 
and Innovations and other accompanying activities of the 
European Commission (e.g. a programme entitled “e-Skills 
for the 21st Century: Fostering Competitiveness, Growth and 
Jobs”). 

Since 2007 ICT in education has become one of the four 
crucial lines of lifelong learning and a priority of four 
programmes (Erasmus, Comenius, Leonardo da Vinci and 
Grundtvig). The use of ICT in education and vocational 
training has thus been gradually incorporated in the 
mainstream of European policies. 

Conclusions of the above European Commission report 
show that in comparison with the impact of ICT on the 
transformation of public services and trade the impact of ICT 
on education and vocational training has not yet been as 
extensive as expected. The changes would have had to 
become apparent at multiple levels (see above), which has 
not been achieved yet. However, ICT has a great potential 
both for lifelong learning and for formal and informal 
education. Likewise, neither on-the-job training has yet 
made full use of ICT possibilities. They are mostly utilised by 
large enterprises and public institutions, whereas SMEs are 
still lagging behind in ICT use in employee education and 
training, even though it could greatly benefit its efficiency. 
Similarly, innovative and electronically better equipped 
schools obtain better results; however, in spite of that the 
good practice examples do not serve as role models to the 
expected extent. Experience in Member States noted by the 
European Commission has led to the following 
recommendations. 

a) Strengthen the use of information and communication 
technologies at schools, not only in instruction, but also by 
transforming instruction procedures, changing management 
and administrative and organisational conditions. Only then 
can money invested in infrastructure be efficiently utilised. 

b) Promote change and innovativeness as the key features 
of the education system. If knowledge, competencies and 
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Table 5: Ranking of policies according to priorities and involvement of EU countries (2009)

Country/Policy AT BE BG CY CZ DE DK EE ES FI FR GR HU IE LV LT LU MT NL PL RO SI SK 
1 Infrastructure* 9 9 9 9 9 9 9 9 9 9 9 9 9 9 9 9 9 9 9 9 9 9 9 
2 eGovernment 9 9  9  9 9 9 9 9 9 9 9 9 9  9  9 9 9  9 9 9 9 9 9 
3 eLearning/ICT in 

S
  9 9 9     9 9 9 9 9 9 9   9 9     9 

4 eSecurity 9   9    9 9 9 9 9 9 9         9 
5 ICT R&D and   9 9   9 9 9 9 9     9  
6 eInclusion/digital   9  9    9 9 9   9     9 9 
7 eHealth     9 9   9 9 9       9   9 
8 Encouraging use 

f C
  9       9 9   9     9 9 

9 eBusiness   9 9     9 9          
1
0

eJustice       9   9       9   9 
1
1

Green ICT           9  9 9        
1
2

Harmful content           9          

Source: EC (2009b) and own analysis. 
* Broadband diffusion, broadband Internet coverage, mobile networks, households and enterprises equipped with a PC. 

skills for the innovative society are to be transmitted, 
education as such has to be flexible and innovative. 

c) Contribute to a wider incorporation of ICT in the lifelong 
learning system and promote substantial benefits of ICT, 
meaning mainly easy access to education and 
personalisation of teaching methods. 

d) Limit the social exclusion of some disadvantaged groups 
of inhabitants from the use information and communication 
technologies, which may provide an easier solution of their 
situation. 

ICT development brings new tasks for the public sector and 
government policy. A requirement has been brought up at 
European level to maintain EU’s competitiveness in digital 
economy and globally flexible labour force. As part of 
European strategies and own initiatives Member States 
have adopted measures and national action plans 
supporting information society development. General 
strategies include e.g. expansion of Internet access, mainly 
broadband, and of the mobile services market, development 
of computer literacy as one of the aspects of the inclusion of 
citizens in the information society (eInclusion) and public 
online service (eGovernment). However, besides the above 
objectives other specific challenges are also being tackled, 
e.g. strengthening the role of ICT in business (eBusiness, 
eCommerce), electronic learning (eLearning) or healthcare 
digitisation (eHealth). 
In 2005 the European Commission introduced the i2010 
strategy. Its main aim has been to support the leading 
position of Europe in ICT and make use of the information 
society for growth and job creation in Europe. The strategy is 
based on three main pillars: 

a. Single European information area offering accessible and 
safe broadband communication, rich and diverse content 
and digital services; 

b. Performance at global level in research and innovations 
related to ICT thanks to reducing the differences between 
Europe and leading competitive participants; 

c. Widely accessible information society providing quality 
public services and supporting the quality of life. 

Evaluation of the results of this strategy in EU Member 
States between 2005 and 2009 shows that tangible results 
have been reached in all three above areas, most notably in 
the use and development of Internet access, mobile 

telephones and services. However, in some ways Europe 
is either lagging behind or the risk is that it may lose its 
competitive advantage. The second pillar, i.e. that of 
innovative development, is seen as posing the highest risk 
with Asia is in the lead, there in particular Japan and South 
Korea with the high-speed optical fibre technology, 
together with the USA and its innovative use of Internet 
services and applications. Hence, greater attention and 
investment flow into this field. In its framework programme 
for competitiveness and innovations for the period of 2007–
2013 the EU adopted its biggest ever ICT budget. As part 
of an evaluation covering the years 2005–2009 and in the 
context of the economic and financial crisis, the need for a 
new digital agenda was identified. The report says that 
EU’s ICT policies have strengthened Europe’s resilience 
during the crisis. That is why in its further Economic 
Recovery Plan the European Commission has recognised 
the key importance of broadband Internet accessibility for 
“new jobs and skills, new markets and cost reduction”. So 
as to speed up economic recovery, the European Council 
has upon EC’s proposal approved an investment of up to 
EUR 1.02 billion into rural broadband networks. The impact 
of broadband Internet accessibility on further education 
and its development in recent years is one of the issues 
discussed in the text. Even though ICT initiatives have 
been adapted in all Member States in a comparable 
structure, they differ in the mode and degree of 
incorporation in specific policies. As Table 5 shows, the 
biggest priority is infrastructure development, in particular 
broadband coverage and to a smaller extent e-business 
support. Most notably policies focusing on ICT equipment 
at schools are crucial for human resources together with 
eLearning, support of ICT use and inclusion of citizens in 
the information society (in particular of groups at risk of 
social exclusion due to insufficient ICT knowledge and 
skills) and development of computer and information 
literacy. Numerous projects target multiple levels of the set 
targets. For instance projects aimed at equipping schools 
with ICT and eLearning development are usually 
accompanied by the development of computer and 
information skills of both pupils and teachers (Bulgaria, 
Cyprus, Estonia, Finland, France, Greece, Ireland, 
Lithuania or Malta). The same applies to the inclusion of 
disadvantaged groups of citizens, e.g. the unemployed, 
economically inactive persons, low-income households not 
equipped with the Internet, women and seniors. Projects in 
the field of eInclusion want to enhance the equipment of 
the above groups with PCs and the Internet (providing 
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discounted purchase of PC equipment and Internet 
connection) and computer literacy; hence touching upon 
several levels of ICT policy: infrastructure, eLearning/ICT at 
schools, support of ICT use and eInclusion. 

Further development of ICT and the knowledge economy 
in the EU will be influenced by the new EU 2020 strategy, 
which will replace the Lisbon Strategy. The first priority of 
EU 2020 is “creating value by basing growth on 
knowledge”. Besides ICT and the digital economy it also 
focuses on full utilisation of the potential in education, 
science and research. 
Information and communication technologies as a 
CET tool 

The chapter has so far pointed out the opportunities and 
threats that follow from ICT development for human 
resources, with a focus on labour force flexibility in 
acquiring e-skills. However, as has already been said in 
the introduction, information and communication 
technologies do not serve only as a subject of education 
and training, but also as its useful tool. 

This part focuses on the use of ICT as a CET tool. It is 
often replaced by terms such as eLearning or on-line 
learning, referring to direct involvement of ICT in 
instruction. However, in general the impact of ICT on 
education and training is far broader, involving also 
innovation in management and technological, 
organisational and other changes of the education system. 
From this point of view the impact of ICT on the education 
system, mainly on formal education at school, is also 
monitored by European Union institutions. Attention is paid 
to e-learning, yet only partially. Electronic learning 
(eLearning) is seen as one of the major tools of human 
resources development and in a number of countries it is 
used as a fast and less costly way to fill qualifications gaps 
on the labour market. Electronic education methods can be 
applied both in formal and informal education and in a 
broad range of subjects. However, we first have to take the 
infrastructure of a given country into consideration, mainly 
the equipment of individuals and enterprises with PCs and 
Internet connection. This has an impact on the share of PC 
and Internet users among the inhabitants. The share of PC 
and Internet users and their participation in continuing 
education and training through eLearning is greatly 
influenced by the type of connection, namely broadband 
access. Individuals and households with a slower 
connection participate in eLearning less often. Broadband, 
i.e. high-speed Internet network density plays an important 
role in the development of the whole information society. 

Box 8 – Definition of the types PC and Internet users 
A PC user is an individual who has used a PC over the past 3 
months. Personal computers include all types of PCs, i.e. desktop 
computers (traditional non-portable PCs), portable laptops (often 
referred to as notebooks) and palmtops (Personal Digital Assistants 
– PDAs). 
An Internet user is an individual who has used the Internet over 
the past 3 months. 
Regular PC and Internet users use a PC and the Internet 
respectively at least once a week. 

Figure 30: Internet users (U) and regular Internet users (RU) 
aged 25-64 as a share of population (aged 25-64)  in selected 
EU countries (2005, 2008, in %) 
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The Czech Republic with its 67% share of Internet users 
aged 25–543 is close to the EU-27 average in 2008, which 
was higher by only 3 p.p. However, in 2005 the CR only 
reached less than 64% of the EU-27 average share of 
Internet users among the inhabitants. Between 2005 and 
2008 the share of Internet users in the CR nearly doubled. 
The CR saw the biggest increase from the whole EU-27 
(see Figure 30). The countries whose share of Internet users  

3 The age span of 25-54 has been selected for the purposes of 
comparability with other data related to the participation of this 
age group in e-learning. 
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Figure 31: Individuals aged 25–54 using the Internet and their percentage increase in EU countries (2008, 2005–2008, in %) 
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among the inhabitants was below the EU-27 or EU-15 
average in 2005-2008 may be divided into two groups: some 
Southern European countries such as Spain, Malta, Cyprus, 
Italy and Portugal saw slow growth; on the contrary, the share 
of Internet users grew quickly among the inhabitants in 
Greece, Poland, Lithuania, Latvia, Ireland and Hungary (see 
Figure 31). 

The Nordic countries (Sweden, Denmark and Finland) have 
the highest ranking among European countries, together with 
Germany and the Benelux countries. The above countries are 
among the most advanced ICT knowledge economies of the 
European Union and usually are also in the lead of other 
information society indicators. A similar situation can be seen 
in most countries with the share of regular users: over 90% of 
Internet users are usually its regular users in most countries. 

The participation of individuals aged 25-54 in education 
through on-line courses did not change significantly in most 
EU countries between 2007 and 2008 (see Figure 32). Most 
countries including the CR saw either a slight increase or 
stagnation. However, some countries experienced a major fall 
(Greece, Lithuania). High participation in on-line courses 
requires the information society to be advanced, as well as the 
infrastructure and at least a basic degree of e-skills for the use 
of this education tool. This is partly reflected in the ranking of 
countries where individuals participate in on-line courses most 
often. Besides, their ranking reflects also other factors related 
more to the supply rather than demand for this specific type of 
e-learning, i.e. the network of on-line course providers. 
Fluctuations in the rise or fall in individual participation in on-
line courses may be down to the courses on offer to a great 
extent, which may be reinforced by support at national or EU 
level (subsidy programmes, tax relief, etc.). 

This is verified by the second indicator, which is more general 
and copies the ranking of the most advanced information 
economies far more. It is namely the share of persons in the 
same age group who use the Internet for education and 
vocational training (see Figure 33). The discrepancy 
between the trends seen in these two indicators follows from 
the definition of on-line education and Internet education. An 
on-line course does not equal obtaining e-skills. In this case 
ICT is truly applied as an education tool in any subject. On-line 
education means participation in a formalised on-line course 
that takes place in real time. In general, Internet use for 

education can take numerous forms and may also include on-
line education, literature search, knowledge testing, search 
and work with information, etc. 

The first indicator may thus be more influenced by the 
education and training on offer, whereas the second one 
describes the degree of information society development as 
well as the trends in demand for education and training. 

Figure 32: Participation of individuals aged 25-54 in on-line 
training courses (2007, 2008, in %)* 
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Figure 33: Individuals aged 25–54 who used the Internet over the past 3 months for education and training (2008, 2009, in %)* 
 

Source: EUROSTAT (2005–2008b), table code: isoc_pibi_ioa, access date: 2. 11. 2009. 

A positive shift in ICT use in formal education took place in 
2000–2008, which had an impact mainly on initial education. 
However, in continuing education and training ICT tends to 
be applied more in the form of informal education. This 
follows from the low participation of adults with completed 
initial education in continuing formal education (see 
subchapter 2.1). In 2003 1.4% of adults aged 25-64 
participated in formal education, i.e. three times less than the 
EU-25 average. However, in the same year 12.4% of 
individuals of the same age group underwent computer 
training as part of informal education. None the less, also in 
this case it was less than the EU-25 average (19.2%). 
According to the latest AHM survey4 from 2006 Internet use 
in adult formal education in the CR was significantly weaker 
compared with the EU-15 and EU-27 average (see Table 6). 
This was in spite of the fact that eLearning can be applied in 
expanding formal education in the distance mode or in 
involving those groups of individuals who would not take part 
in the traditional forms of formal education (mainly unqualified 
workers). 

Table 6: Individuals who have used the Internet over the past 3 
months for formalised educational activities (2006, in %)* 

Country/age 16-74 16-24 25-34 25-54 55-64 
EU-15 9.1 16.2* 30.1 12.1 7.9 2.1 
EU-27 8.3 16.0* 27.7 10.5 6.9 1.7 

FI 23.9 31.0* 73.3 29.3 20.0 4.7 
RO 2.3 11.2* 11.1 1.1 0.5 : 
CZ 7.8 17.6* 39.0 5.6 3.1 : 

* Individuals/Individuals who have used the Internet over the past 3 
months. 
Source: EUROSTAT (2005–2008b), table code: isoc_pi_e2, access 
date: 3. 11. 2009. 

Besides PC and Internet use for formal and informal 
education of individuals, its use for on-the-job continuing 
education and training is also vital5. Large enterprises and 
public institutions are best equipped to train their employees 
by means of eLearning applications. On the contrary, SMEs 
tend to use this form of employee training below the average 
(see Table 7). The use of eLearning by employers in the 
Czech Republic has a similar structure like in EU-27. It is 
most widely used by large enterprises with over 250 

                                                 
4 For information about this survey please see Box 2, subchapter 
2.1. 
5 I.e. organised, not informal on-the-job training. 

employees (56% in 2009) and significantly less by small and 
medium-sized enterprises (32% in 2009). With view to this 
indicator the CR is above the EU-27 average, which 
accounted to 24% for all enterprises (except for the finance 
sector) in 2009, i.e. was by 8 p.p. lower than in the CR. 

Table 7: Enterprises using e-learning applications for training 
and education of employees (in %, 2008, 2009)* 

Enterprise 
size* All enterprises Large enter-

prises 
Small and 

medium-sized 
enterprises 

Country/year 2008 2009 2008 2009 2008 2009 
EU-27 24 24 44 46 23 23 
EU-15 22 21 42 42 22 20 

BE 24 : 48 : 23 : 
BU 17 18 33 38 16 18 
CZ 29 32 54 56 28 32 
DK 28 : 53 : 27 : 
DE 13 16 25 36 13 16 
EE 37 37 64 61 36 36 
IE 37 39 78 72 36 38 

GR 48 49 69 66 47 48 
FR 23 23 33 39 22 22 
IT 17 18 41 43 17 17 
CY 35 23 74 59 34 23 
LV 30 31 54 58 29 31 
LT 54 55 75 66 53 55 
LU 22 24 43 51 22 23 
HU 15 17 37 36 15 16 
MT 26 30 54 54 25 29 
NL 16 16 48 48 15 16 
AT 29 28 57 49 28 27 
PL 21 25 . 47 20 25 
PT 33 29 58 62 33 28 
RO 41 47 73 73 41 46 
SI 41 39 67 52 40 38 
SK 48 45 60 62 48 45 
FI 41 : 61 : 40 : 
SE 25 : 56 : 24 : 
UK 24 : 53 : 23 : 

* All enterprises – enterprises with more than 10 employees, except 
for the finance sector; large enterprises – enterprises with more than 
250 employees, except for the finance sector; small and medium-
sized enterprises (10–249 employees). 
Source: EUROSTAT (2005–2008b), table code: isoc_pi_e3, 
isoc_pi_e3n2, access date: 3. 11. 2009. 
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3. Labour Market Flexibility 
The following chapter examines three areas that influence 
labour market flexibility. The first section analyses foreign 
employment, its structure, its place in the labour market in 
the Czech Republic and Europe, and its long-run and short-
run evolution, which reflects the current effects of the eco-
nomic crisis. The second section focuses on flexible working 
arrangements, in particular part-time work and fixed-term 
contracts. It compares the situation in the Czech Republic 
and other EU countries and tries to identify the causes of 
differences. It also looks at the effect of the economic crisis 
on flexible forms of employment. The third section is devoted 
to earnings differentiation, which is an important feature of a 
flexible labour market. Earnings differentiation is analysed 
mainly with regard to educational attainment, occupation and 
work experience. Attention is also devoted to pay in high-tech 
and knowledge-intensive sectors. The situation in the Czech 
Republic is analysed in the context of the average situation 
in the EU and individual member states.  

3.1 Foreign employment 
Foreign labour force usually forms one of the most flexible 
components of supply in the labour market. It makes up a 
significant proportion of the labour force in some sectors and 
occupations in the Czech labour market. Labour migration is 
often mentioned on the one hand as a potential solution to 
the demographic situation in developed countries and to 
labour market imbalances, but on the other hand also as a 
potential source of new economic and social problems. This 
subchapter analyses foreign employment in the Czech 
labour market from several perspectives. First, the causes 
and background of labour migration will be analysed in the 
context of the global economy and in the context of the EU. 
The evolution and structure of foreign employment in the 
Czech Republic will then be examined. This will include an 
analysis of the occupations and sectors in which foreigners 
most frequently work in the Czech Republic and of differences 
in migration for high-skilled and low-skilled occupations. 
Finally, the impacts of the current economic crisis on foreign 
employment are examined. Labour migration and the 
employment of foreign workers are relatively difficult to 
monitor owing to illegal migration, legislative factors and 
the fragmented nature of the sources that statistically 
monitor foreign nationals in the Czech Republic. This sub-
chapter will therefore also cover the methodological and 
legislative context of the monitoring of employment of 
foreign workers in the Czech Republic and will conclude by 
discussing illegal migration and its economic and social 
consequences. 

Causes of labour migration 

Labour migration results from a combination of “push” 
factors motivating workers to leave their country of origin, 
and “pull” factors attracting migrants to a specific host 
country. The main pull factor is the labour market situation 
in the host country. An inflow of foreign workers can be 
triggered either by a shortage of a particular category of 
workers in the target country (the addition effect) or by efforts 
of employers in the target country to reduce their wage costs 
(the substitution effect).  

The addition effect – namely the situation where foreign 
workers hold positions for which suitable workers are not 
available in the target country – is seen primarily in skill 
demanding occupations. A typical example is the shortage of 
workers in ICT professions. The substitution effect, by 

contrast, is motivated by employers’ efforts to minimise 
labour costs. It usually applies to low skilled occupations and 
to occupations with difficult working conditions. Foreign 
workers take jobs that the local population is not interested in 
doing at the wages and under the conditions on offer. In 
specific cases the substitution effect can also be seen for 
certain skilled occupations for which pay in the country of 
origin does not correspond to the cost and effort spent on 
getting an education. In Europe, this is seen, for example, for 
health workers. In some cases the substitution effect in-
volves a chain reaction. Workers from countries with lower 
living costs move to countries with higher wages, thereby 
freeing up vacancies for immigrants from countries where 
costs are lower.  

Box 1 – Residence of foreign nationals in the Czech Republic 
The residence of foreign nationals in the Czech Republic is governed 
by Act No. 326/1999. It distinguishes the following basic types of 
residence of foreign nationals in the Czech Republic: 
Temporary residence 
Citizens of EU states may stay temporarily in the Czech Republic 
without restrictions. Permission to stay temporarily is a right and can 
be refused or cancelled only in exceptional cases, such cases 
usually being linked with the endangerment of public safety. 
Third-country nationals may stay temporarily in the Czech Republic: 
- in the short term (up to 90 days) without a visa (citizens of states 

with which the Czech Republic has visa-free relations), 
- on the basis of a short-term visa for a stay of up to 90 days, 
- on the basis of a long-term visa for a stay of over 90 days, valid 

for a maximum of one year, 
- on the basis of a long-term residence permit, provided that they 

intend to reside in the Czech Republic for more than one year 
and previously resided in the Czech Republic on the basis of a 
long-term visa for a stay of over 90 days. A long-term residence 
permit can be obtained in special cases for the purpose of em-
ployment in the form of a “green card”, i.e. a joint residence and 
work permit for specified jobs. 

Permanent residence 
Permanent residence can be obtained by a foreign national who:  
- has resided in the Czech Republic for an uninterrupted period of 

at least five years, 
- is employed in the Czech Republic and has resided there con-

tinuously for at least three years, 
- applies for residence on the basis of cohabitation with a family 

member who is a citizen of the Czech Republic or has perma-
nent residence in the Czech Republic (in the case of citizens 
of other EU states the family member may also be a citizen of 
another EU country having permanent residence in the Czech 
Republic). 

Various forms of residence permit may also be granted on humani-
tarian or similar grounds. Applicants for asylum and foreign nationals 
having valid asylum status form a special category. The rights of 
asylum seekers correspond in scope to permanent residence. 
In the CZSO’s statistics, the Czech population includes foreign 
nationals with permanent residence, EU nationals with temporary 
residence and third-country nationals with long-term residence. It 
therefore does not include foreign nationals residing in the Czech 
Republic in the short term or on the basis of a long-term visa for a 
stay of over 90 days. 
Source: Act No. 326/1999 Coll. and CZSO (2009b), date of access 
2. 11. 2009. 

For both effects, the supply of labour from abroad affects the 
supply-demand equilibrium in the target country’s labour 
market. In the case of the addition effect, it helps to eliminate 
the mismatch between supply and demand. In the ideal 
case, it can also contribute to reducing unemployment in the 
country of origin. The substitution effect has ambiguous 
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impacts as regards labour market equilibrium. The supply of 
foreign workers from a country with a lower standard of living 
who are satisfied with a lower wage level reduces the costs 
of low skilled labour in the target country and can thereby 
increase the unemployment rate among domestic low skilled 
workers. Unlike workers from countries with lower costs, 
they are not willing to work for the wage on offer and prefer 
to remain dependent on the social security system. Interna-
tional labour migration thus reduces the costs of host-
country employers but can generate indirect costs for the 
host country. The rise in unemployment has impacts on the 
state budget and leads to problems due to exclusion of 
social groups in the domestic population in the long term. 
Problems associated with the integration of foreigners into 
society also place new demands on the host country. 

On the other hand, production in a given country, whether it 
employs workers from the home population or from abroad, 
always contributes to GDP of host country and generates tax 
revenues for the state. In the global market, any restriction 
on the inflow of foreign workers will not necessarily lead to 
investors hiring domestic workers at a higher wage. Rather, 
it might result in the given type of production not taking place 
in the country at all and the investors moving production to a 
country where they can get cheaper labour. Restrictive meas-
ures in the domestic market therefore entail many risks. 

The movement of foreign workers depends not only on the 
situation in the target country, but also on that in the country 
of origin and in other countries. The motivation to migrate 
depends above all on the difference in economic and wage 
level between the country of origin and the target country. 
Studies have been conducted to measure the differential 
between the country of origin and the target country. Based 
on the size of that differential, they identify four levels of the 
income motivation to migrate, ranging from a very strong 
motivation (earnings in the target country at least three times 
higher than in the country of origin) to “economic maturity”, 
where the motivation to migrate virtually disappears (earn-
ings in the country of origin equal to 70% of earnings in the 
target country) (see Baštýř, 2009). If the labour market 
situation in the country of origin improves and the differences 
between the target country and the country of origin shrink, 
the push factors that originally motivated workers to migrate 
vanish and in some cases those workers return to their 
country of origin. This has happened in recent years, for 
example, in the case of Polish workers in the UK and Ire-
land. A change in the labour market situation in surrounding 
countries can also affect migrants’ behaviour. Foreign work-
ers form one of the most flexible components of the labour 
force in the target country. Moving on to a third country with 
an even better labour market situation is a relatively minor 
problem for them compared to the domestic population. 

Other, non-economic factors influence the pattern of migra-
tion behaviour as well. Established social networks play a 
major role. Among potential countries with similar labour 
market situations, migrants tend to opt for those where a 
community of their compatriots is already established to 
some extent. Such a community can help them find work, 
obtain work permits, communicate with officials, overcome 
language barriers and so on. The nationality structure of 
immigrants therefore varies greatly from one European 
country to another. In the Czech Republic the Vietnamese 
community operates the most on the basis of social support 
networks, and there is also a large group of immigrants from 
Ukraine. In South European countries – in particular France, 
Spain and Italy – there are large groups of immigrants from 

Morocco. Polish emigrants, which form one of the largest 
groups of emigrants in Europe, are concentrated mainly in 
the UK and Germany (see Herm, 2008). 

Demographic trends and immigration 

A major labour market problem across Europe is the ex-
pected decline in labour supply due to population ageing. 
Generations entering the labour market are smaller than 
those exiting it. Labour immigration is often mentioned as a 
potential solution to the problem of population ageing.  

The latest Eurostat population projection predicts that net 
migration (the difference between the number of immigrants 
and the number of emigrants) will gradually fall in the EU. In 
the Czech Republic it should continue rising over the next 
couple of years, but in 2012 it will also start declining slowly 
and after 2040 the migration inflow will be lower than it is 
now. The Eurostat population projection in general assumes 
convergence, with all EU countries gradually copying the 
demographic behaviour of the “front-runners” and the differ-
ences in the demographic behaviour of EU countries gradu-
ally disappearing. The convergence year is 2150, when zero 
net migration (immigration equal to emigration) is also as-
sumed. The decline in immigration may be affected, for 
example, by the fast economic growth in Asian countries and 
the transfer of industrial production to countries with lower 
labour costs, which will also shift demand for low skilled 
third-country workers outside Europe. In some source coun-
tries a rising price level may also play a role by narrowing the 
differential between source and host countries and thereby 
reducing the motivation to migrate. International migration, 
however, is the most difficult to predict population projection 
variable, as it depends on numerous external (e.g. economic 
and legislative) conditions. For example, in its projection the 
Czech Statistical Office does not assume a fall in migration, 
but keeps net migration constant and positive over the entire 
projection period up to 2065.1. 

Figure 1: Projection of Czech population aged 15–64 
(millions) 
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In terms of population ageing the Czech Republic is in a 
worse situation than the EU-27 as a whole. According to the 
Eurostat projection, by 2050 the population aged 15–64 will 
decrease by 12% in the EU-27 and 24% in the Czech Re-
public taking migration into account. In the hypothetical case 

                                                 
1 Source: CZSO (2009f), date of access: 16.11.2009.  
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of zero migration, the productive-age population would fall by 
37% in the Czech Republic and 27% in the EU-27 (see 
Figure 1). According to the projection, migration has greater 
potential to slow the effect of population ageing in the EU-27 
than in the Czech Republic, but even in the Czech Republic 
its slowing effect on the decline in the productive-age 
population is significant. Population projections reveal that 
immigration to European countries, not excepting the Czech 
Republic, can help to slow but not reverse the labour force 
shrinkage trend. Despite immigration to the EU, therefore, 
ageing of the European population must be expected and 
further measures introduced to deal with it. 

Labour statistics and stay of foreign nationals 

There are no fully integrated statistics of the stay and em-
ployment of foreign nationals in the Czech Republic. The 
data on foreign nationals come from numerous different 
sources (see Box 2). Although the CZSO tries to publish 
these data in a single location, they do not form a consistent 
database that can be linked to the figures on total employ-
ment in the Czech Republic. 

Box 2 – Sources of data on foreign nationals in the Czech 
Republic and their employment 
The Interior Ministry Directorate of the Alien and Border Police 
Service monitors the stay of foreign nationals in the Czech Republic 
and the type (duration) of this stay broken down by regions of the 
Czech Republic. It provides information on the country of origin of 
foreign nationals residing in the Czech Republic and on their age 
and sex structure, but it does not monitor their economic activity. The 
statistics include data on the number of foreign nationals residing in 
the Czech Republic on the basis of temporary residence of EU 
citizens, permanent residency permits, long-term residency per-
mits or visas for stays of over 90 days in the case of third-country 
nationals (i.e. citizens of non-EU/EEA/EFTA countries). The data are 
published monthly and in a more detailed breakdown quarterly and 
annually. Legislative amendments to the types of stay of foreign 
nationals have caused methodological changes to these statistics 
and thus breaks in some of the time series in 2000 and 2004. 
The Ministry of Labour and Social Affairs (MoLSA) Employment 
Services Administration monitors information on foreign nationals 
as employees, partners, members, and members of statutory bodies 
of companies and cooperatives. It keeps records of valid employ-
ment permits issued to foreign nationals and data on the recruitment 
of foreign nationals who do not need an employment permit 
(EU/EEA and Swiss citizens and nationals of other countries with 
permanent residence). The MoLSA data contains information on the 
occupations and sectors of employment of foreign nationals and are 
published monthly and in a more detailed breakdown quarterly and 
annually. 
The Ministry of Industry and Trade keeps records on the number 
of trade licences issued and hence provides certain information on 
the employment of trade licence holders, among other things 
source documents relating to the sector breakdown. These data 
are available annually. 
The Labour Force Survey (CZSO) is generally the primary 
source of information for monitoring the structure of employment 
and unemployment in the Czech Republic. This survey takes place 
quarterly on a sample of around 26,000 households living in flats. 
Collective accommodation establishments are excluded from the 
survey. 
Source: CZSO (2009b), date of access: 2. 11. 2009. 

The standard survey providing information on employment 
and its structure in the Czech Republic is the Labour Force 
Survey (LFS) conducted quarterly by the Czech Statistical 
Office. However, because the LFS is conducted in house-
holds it systemically omits some groups of the population. For 
example, it excludes collective accommodation establish-
ments (hostels, dormitories), which are occupied largely by 

foreign nationals. The numbers of foreign nationals residing 
and employed in the Czech Republic are thus systematically 
and significantly underestimated in the LFS. The occupation 
and sector structures of foreign nationals are of course also 
misrepresented in the LFS, since hostels are occupied 
significantly more often by low skilled foreign nationals 
working in elementary occupations in construction and 
manufacturing.  

The statistics on the employment of foreign nationals obtained 
from Ministry of Labour and Social Affairs (MoLSA) and 
Ministry of Industry and Trade administrative sources cannot 
be simply added to the LFS employment statistics, as they 
differ methodologically. Moreover, it is impossible to iden-
tify exactly what proportion of foreign nationals is covered by 
the survey. As the employment of foreign nationals accounts 
for a significant 7% or so of total employment, the issue of 
integrating the two sets of statistics is highly important. Be-
sides differences stemming from the various examination 
methods, illegal stays and illegal labour are a major problem. 
In some sectors, illegal workers can account for a significant 
proportion of employment. From the statistical perspective, 
this results, for example, in unrealistic labour productivity 
results in those sectors. Despite the major limitations of the 
current statistics on foreign nationals working in the Czech 
Republic, however, numerous analyses can be conducted. 
These are presented in the following text. 

Number of foreign nationals in the Czech Republic 
and their employment 

Immigration to the Czech Republic differs from the immigra-
tion behaviour observable in other EU countries. Overall 
growth in the rate of migration to the EU-27 gradually slowed 
in 2002–2006. In particular, there was slowing growth in 
migrants from third countries, who make up the majority of 
migrants in EU countries. By contrast, migration of citizens 
between the current EU countries increased faster and 
faster, being strongly affected by the enlargement of the EU 
and later the Schengen Area (see Herm, 2008, p. 2) 
The Czech Republic recorded a different trend. Growth in 
immigration to the Czech Republic started accelerating in 
2004 in the case of both EU-27 and third-country immigrants. 
The rate of migration to the Czech Republic expressed in 
terms of the number of immigrants (i.e. persons who in a 
given year migrated to the Czech Republic for 12 months or 
more) per 1,000 citizens was still below the EU-27 average 
in 2006 but was above it in 2007 (see Figure 3).The Czech 
Republic has shown positive net migration of foreign nation-
als since 2002. Every year the number of immigrants ex-
ceeds the number of emigrants and so the number of 
foreign nationals residing in the Czech Republic is rising 
in the long term. The growth trend accelerated sharply after 
the Czech Republic joined the EU in 2004. Between 2003 
and 2008, the number of foreign nationals residing in the 
Czech Republic rose by almost 80% (see Figure 2).2  

 

                                                 
2 The statistics on the stay of foreign nationals cover foreign 
nationals residing in the Czech Republic on the basis of visas for 
stays of over 90 days and longer durations. They do not cover short-
term stays of up to 90 days. 



 

48 

                     QUALITY OF HUMAN RESOURCES ● LABOUR MARKET FLEXIBILITY 

Figure 2: Foreign nationals residing in the Czech Republic and their employment (thousands) 
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Figure 3: Rate of migration to EU countries (‰) – num-
ber of immigrants per 1,000 citizens 
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The share of foreign nationals who have permanent resi-
dence in the Czech Republic in the total number of foreign 
nationals is broadly constant. Until 2003 it was fluctuating 
around one-third. On the Czech Republic’s entry to the EU it 
jumped to around 40%. This increase was due mainly to a 
change in conditions entitling EU citizens to apply for per-
manent residence in some cases after three rather than five 
years (see Box 1). 

The primary reason for immigration to the Czech Republic is 
a desire to work in the Czech labour market. The most 
frequent purpose for which foreign nationals are granted 
residence permits is employment (33%). In second place is 
family unification, which also entitles family members of 
Czech citizens to work in the Czech Republic (28%), and in 
third place is work on the basis of a trade licence (17%) (see 
CZSO, 2009b). Studying is not a major factor attracting 
migration to the Czech Republic. One reason for this may be 
the language barrier and the still low capacity of courses 
offered in major world languages. 
Approximately 60% of all foreign nationals in the Czech 
Republic are men. The structure of the Czech labour market 
offers male foreign nationals better job opportunities than it 
does female ones (for example in industrial production and 
construction). Many families, especially from relatively near-
by countries such as Ukraine, opt for a strategy of temporary 
employment of a male family member in the Czech Republic 
while the rest of the family stays in the country of origin, 
where living costs are lower. In recent years, a predomi-
nance of male over female immigrants has also been re-
corded by the EU-27 as a whole, and in particular by the 
states of Central and Eastern Europe. By contrast, women 
have predominated among immigrants to the countries of 
Southern Europe (see Figure 4), where they are probably 
finding work primarily in tourism. The mismatch between 
male and female migration is higher for migrants from EU 
countries than for those from third countries.  
The rate of employment of foreign nationals in the 
Czech Republic is around 80% of the number of all resident 
foreign nationals. This is a significantly higher figure that 
that for the domestic population and testifies to economic 
reasons for migration. When one relates the number of 
foreign nationals employed in the Czech Republic to the total 
number of foreign nationals aged over 15, the employment 
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rate comes to almost 100%.8 90% of foreign nationals 
residing in the Czech Republic are of economically active 
age (15–64 years). For comparison, only 71% of people in 
the Czech population are of economically active age (2007) 
(see CZSO, 2009b and CZSO, table 3, date of access 
2.11.2009).  

Figure 4: Shares of males and females in immigration 
(2007, %) 
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http://epp.eurostat.ec.europa.eu/cache/ITY_SDDS/Annexes/migr_flo
w_esms_an1.pdf. Source: Eurostat (2003–2007), table code 
migr_immictz, date of acsess 10. 11. 2009. 

The number of foreign nationals working in the Czech 
Republic fluctuated in the second half of the 1990s. An 
unbroken rise in the number of foreign workers started in 
2002 and accelerated in 2005 after the Czech Republic 
joined the EU (see Figure 5). Between 2004 and 2008, the 
number of foreign nationals working in the Czech Republic 
more than doubled, rising faster than the total number of 
foreign nationals residing in the Czech Republic. Work was 
thus an increasingly frequent reason for immigration following 
the Czech Republic’s entry to the EU (see Box 3). 
There was particularly dynamic growth in the number of 
foreign employees, which rose 2.6 times between 2004 and 
2008. The numbers of foreign trade licence holders also 
rose, but far less significantly and also not constantly; for 
example, their number fell slightly between 2005 and 2006. 

                                                 
8 The employment rate calculation is only approximate, as the 
data on stays and employment come from various sources (see 
Box 2). 

Figure 5: Employment of foreign nationals in the Czech 
Republic 1997–2008 
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Box 3 – Employment of foreign nationals 
Employment of foreign nationals is governed mainly by Act No. 
435/2004 Coll., on Employment. Only EU citizens, family members 
of Czech nationals and foreign nationals having permanent resi-
dence are allowed to work in the Czech Republic without a work 
permit or trade licence. Other foreign nationals may be employed 
only if they have a valid residence permit for the purpose of employ-
ment and a valid employment permit or are green card holders. 
Employment permits are issued by labour offices for a maximum 
period of two years and can be extended. Trade licences are issued 
to foreign nationals by the Ministry of Industry and Trade. 
Source: Act No. 435/2004 Coll. 

The Czech Republic’s entry to the EU and the related 
opening of the Czech labour market to citizens of the EU, 
EEA countries and Switzerland was a key factor in the inflow 
of foreign workers. The number of workers from these 
countries rose 1.8 times in the case of the new EU member 
states and 1.9 times in the case of the old EU member 
states between 2004 and 2008. The growth in the number of 
third-country workers was even more sizeable (see Figure 
6), but this growth was due more to the overall economic 
situation in the Czech Republic than to EU accession per se. 
In 2005–2008, the Czech Republic recorded relatively high 
economic growth and rising employment, which in turn 
generated higher demand for foreign labour. The rising 
number of foreign nationals employed in the Czech Republic 
was influenced by jobs created by foreign investors, which 
boosted demand mainly for less skilled workers in manu-
facturing and construction.  
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Figure 6: Numbers of foreign workers by country of 
origin (thousands) 
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Structure of foreign employment 

Given the above limitations of the statistics, the structure of 
foreign employment can be investigated to only a limited 
extent. The following analysis is based on the structure 
monitored in Ministry of Labour and Social Affairs and 
Ministry of Industry and Trade administrative sources (see 
Box 2). 

Table 1: Numbers of foreign workers by nationality (top 
ten countries in 2008) 

2000 2008 
 

Score % Score % 
Foreigners total 164,987 100.0 361,709 100.0
Slovakia 70,237 42.6 109,478 30.3
Ukraine 37,155 22.5 102,285 28.3
Vietnam 19,382 11.7 48,393 13.4
Poland 8,712 5.3 22,044 6.1
Mongolia 891 0.5 13,157 3.6
Moldova 1,852 1.1 9,748 2.7
Bulgaria 2,697 1.6 6,066 1.7
Russia 2,970 1.8 4,576 1.3
Germany 2,289 1.4 4,135 1.1
Romania 1,090 0.7 3,876 1.1

Source: CZSO (2009b), date of access 2. 11. 2009. 

Not surprisingly, Slovaks account for the largest share of 
foreign nationals working in the Czech Republic (see Table 
1). Many are long-term or permanent residents of the Czech 
Republic. Unlike other foreign nationals, they do not face 
language or cultural barriers and their labour market condi-
tions are close to those of the domestic population. Although 
their share in total employment is decreasing, they still make 
up almost one-third of foreign employment. The number of 
workers from Ukraine almost drew level with the number of 
Slovaks in 2008. It recorded the largest growth between 2000 
and 2008. Ukrainians accounted for 28.3% of employment of 
foreign nationals in the Czech Republic in 2008. Workers 

from Vietnam accounted for a further 13.4% of foreign 
employment in the Czech Republic in 2008, with Poles, 
Mongolians and Moldovans following some way behind. 
Germany is the only EU-15 state in the top ten. More than 
1,000 registered workers also came from other EU-15 
countries (the UK, France, Italy and Austria).  

Employment status 

Most foreign nationals work in the Czech Republic as em-
ployees. In 2008, employees made up around 79% of all 
foreign workers in the Czech Republic. However, the pro-
portion of trade licence holders is higher among foreign 
nationals than among the Czech population (21% as against 
16%) (see CZSO, VŠPS, 2008). A trade licence is easier to 
obtain and more advantageous than a work permit, as the 
latter is tied to a specific job and if that job is lost the resi-
dency permit can also be cancelled. This is confirmed by the 
fact that the proportion of trade licence holders is just 10% 
among EU/EEA citizens, who do not require a work permit to 
work in the Czech Republic, while it is 30% among third-
country nationals. Third-country nationals often work in 
disguised employment (as so-called “Švarc system work-
ers”), i.e. they work mostly for a single employer, but as 
trade licence holders rather than as employees. The em-
ployer is thus not bound by the obligations laid down in the 
Labour Code and does not have to pay employee-related 
social and health insurance contributions. 

By far the highest proportion of trade licence holders is 
recorded in the Vietnamese community (66%). Vietnamese 
people living in the Czech Republic have taken on the role of 
small traders, and most of them are genuinely doing busi-
ness. There are also relatively high proportions of trade 
licence holders among citizens of Russia (28%) and Ukraine 
(21%), where the share of Švarc system workers is certainly 
significant (see Figure 7).  

Flexibility of foreign employment 

As with the Švarc system, other (legal) forms of flexible 
employment of foreign nationals tend to be imposed by em-
ployers rather than being requested by foreign employees 
themselves. In particular, third-country nationals working in 
manual jobs very often have fixed-term employment con-
tracts lasting just a few months. According to a survey of 
employers conducted in 2006, roughly half of employers 
preferred fixed-term contracts for foreign nationals working in 
manual jobs and almost one-third preferred the same for 
foreign nationals working in qualification demanding occu-
pations (see Rakoczyová, 2007, p. 78). Meanwhile, the 
proportion of fixed-term contracts or agreements among all 
those employed in the Czech Republic in the same year 
was just 10% in manual occupations (ISCO 5–9) and 7% in 
skilled occupations (ISCO 2–3) (see CZSO, 2006). In many 
cases, the fixed-term work of foreign nationals is linked with 
the limited time validity of work permits. 

A specific form of employment of foreign nationals is agency 
employment. The agency functions as an employer that 
provides its employers to various companies for work. These 
workers are the company’s most flexible staff, as the Labour 
Code does not apply to the company in respect of such 
workers. The Labour Code must be observed by the em-
ployer, i.e. the agency, which can react flexibly to changes in 
demand by moving its workers from one company to another. 
There were 1,025 employment agencies with authorisation 
to employ foreign nationals registered in the Czech Republic 
in October 2009 (see MoLSA, 2009a). In past years the 
number of foreign nationals employed by employment agen-
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cies was quite high. However, in the first half of 2009, owing 
to the economic crisis and rising unemployment, administra-
tive restrictions were imposed on the occupations for which 
foreign nationals can be hired on temporary assignment 
from employment agencies. The newly specified occupa-
tions only covered vacancies that could not be filled despite 
the rising unemployment – in particular technicians, health 
workers, construction and other trades workers, machine 
operators and drivers (see GO 64/2009 Coll.). In October 
2009 the number of employment permits for foreign nationals 
employed by employment agencies was less than 5,0004. 

Foreign nationals form a flexible workforce not only as re-
gards easier termination of employment (either by termina-
tion of agreement or by expiration of contract), but also as 
regards adaptability to difficult working conditions. According 
to the results of the LFS, around 20% of workers were working 
nights, while 31% of employers reported foreign nationals 
working nights. 22% of total employment was weekend 
work, while 72% of employers reported weekend work for 
foreign nationals (see CZSO, 2006 and Rakoczyová, 2007, 
p. 81). Although the data from the LFS and the employer 
survey are not fully comparable, they do suggest that foreign 
nationals work non-standard hours more often than the 
domestic population. 

Figure 7: Share of trade licence holders among workers 
from various countries (2008, %) 
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Sector structure of employment of foreign nationals 

The employment of foreign nationals in the Czech Republic 
is concentrated mostly in two sectors – manufacturing and 
construction. By comparison with the domestic population 
the share of foreign nationals employed in construction is 
particularly high. The majority of foreign nationals entering 
the Czech Republic work in these sectors, mostly as unskilled 
workers in low-paid jobs with difficult working conditions. 
Another (smaller) proportion of foreign nationals is concen- 

4 Source: MoLSA (2009c). 

trated in highly specialised service sectors such as legal and 
accounting services, architectural and engineering services, 
research and development, advertising and market re-
search, and translating. These are sectors where foreign 
nationals work in highly specialised positions for which the 
Czech labour market still seems to lack workers with the 
necessary expertise (see Table 2). 

Table 2: Sector structure of employees in the Czech 
Republic as a whole and of foreign nationals (2008, %) 

NACE Rev. 2 Foreigners CR 
A Agriculture, forestry and fishing 1.9 3.0 
C Manufacturing 36.2 30.6 
F Construction 24.3 7.0 

G 
Wholesale and retail trade; repair of 
motor vehicles and motorcycles 8.4 11.2 

H Transportation and storage 2.8 7.0 

I 
Accommodation and food service 
activities 2.2 3.4 

J Information and communication 2.6 2.3 
L Real estate activities 3.2 0.6 

M 
Professional, scientific and techni-
cal activities 7.0 2.5 

N 
Administrative and support service 
activities 3.1 2.5 

P Education 1.5 6.5 

Q 
Human health and social work 
activities 1.9 7.1 

 Others 5.1 16.2 
 Total 100.0 100.0 

Note: Data on foreign nationals with employee status are available 
for 2008 in the structure of the new CZ-NACE classification of eco-
nomic activities. By contrast, the latest data on the structure of trades 
licences issued are available for 2007 still in the structure of the 
previously used OKEČ classification. The change to the new 
classification restricts full comparability of the data on trade licence 
holders and employees but is not a barrier to the main findings. For 
more on the classification of economic activities see the CZSO 
website: 
http://www.czso.cz/csu/klasifik.nsf/i/klasifikace_ekonomickych_ci
nnosti_(cz_nace). Source: CZSO, 2009c, date of access 2. 11. 
2009 and CZSO, 2008a. 

For the analysis of the sector structure of foreign-national 
trade licence holders, data are available on the number of 
trade licences issued. This does not directly give the sector 
structure of the main line of business, since some people 
may have more than one trade licence. The comparison with 
the LFS trade licence holder structure is thus only indicative. 
However, it does generate some interesting findings.  

Foreign-national trade licence holders operate to a far great-
er extent than their Czech counterparts in the trade sector 
(see Table 3). The majority are people from Vietnam who 
make a living as retailers in the Czech Republic. A large 
percentage of foreign nationals – most of them Ukrainian 
citizens – also do business in the construction sector. Some 
of them may be genuinely independent craft workers, but 
many are hired by firms on the basis of trade licence certifi-
cates rather than being employed (the aforementioned 
Švarc system). 

Skilled and unskilled labour of foreign nationals 

As indicated earlier by the sector structure of employment, 
the employment of foreign nationals in the Czech Republic is 
highly polarised between a minority of workers in highly 
qualification demanding jobs and a majority of workers in 
jobs requiring very low or zero skills. 33% of foreign nation-
als with employee status work in elementary occupations. 
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Table 3: Sector structure of trade licence holders in the 
Czech Republic and trade licences issued to foreign 
nationals (2007, %) 
NACE Rev. 1.1 Foreigners CR 
A,B Agriculture, hunting and forestry; Fishing 1.4 4.2
D Manufacturing 8.0 13.6
F Construction 20.4 21.4

G 
Wholesale and retail trade; repair of 
motor vehicles, motorcycles and per-
sonal and household goods 44.8 17.8

H Hotels and restaurants 3.9 4.3
I Transport, storage and communication 0.9 5.9

K Real estate, renting and business 
activities 14.6 15.9

M Education 2.0 1.2

O 
Other community, social, personal ser- 
vice activities 3.3 7.8

  Others 0.6 7.9
  Total 100.0 100.0

Source: CZSO (2009b), date of access 2. 11. 2009 and CZSO 
(2007). 

Foreign nationals make up more than 25% of all employees 
in such jobs. A further large section of foreign nationals 
works in other low-skilled occupations – as craft workers 
(24%) and as plant and machine operators and assemblers 
(17.5%) (see Table 4). 

Table 4: Occupation structure of employment of foreign 
nationals (2008) 

 

Em-
ployees 

total 

For-
eigners 

Foreigners 
as a share of 
all employees 

1. Legislators, senior officials 
and managers 5.3 2.5 3.2
2. Professionals 10.5 6.8 4.4
3.Technicians and associate 
professionals 23.1 6.9 2.0
4. Clerks 8.2 3.0 2.5
5. Service workers and shop 
and market sales workers 11.7 4.7 2.8
6. Skilled agricultural and 
fishery workers 1.0 0.9 6.3
7.Craft and related trades 
workers 17.0 24.2 9.7
8. Plant and machine opera-
tors and assemblers 15.2 17.5 7.8
9. Elementary occupations 8.1 33.4 28.2
Total 100.0 100.0 6.8

Source: CZSO (2009b) and CZSO (2008b), date of access 
2. 11. 2009.  

The share of foreign nationals in qualification demanding 
occupations is relatively low, but a higher proportion of foreign 
nationals work in high demanding occupations – as manag-
ers, professionals and technicians – than in medium demand-
ing occupations – as clerks and service workers. Manage-
ment positions are often held by managers of international 
companies appointed to such posts when companies start up 
in the Czech market. Temporary duplication of managerial 
posts (i.e. a foreign manager working together with a Czech 
one) also exists.  

The smaller share of foreign workers in medium demanding 
occupations may also be due to the more frequent need for a 
good knowledge of Czech language in administrative jobs and 
services, which restricts the employment of foreign nationals 
in such jobs. Prejudice also plays a large role, as it often stops 

employers in services from recruiting workers with “Eastern 
accents” (see Grygar, Čaněk, Čejník, 2006, p. 9).  

The occupation structure of foreign employees corresponds 
fairly well to the structure of vacancies registered by labour 
offices, which again suggests that foreign nationals work in the 
Czech Republic mainly in jobs that the Czech population is not 
interested in doing (see Figure 8). The differences are only 
small – among foreign nationals the proportion of unskilled 
occupations is higher, while among vacancies, by contrast, 
the proportion of skilled craft occupations is higher. 

Low skilled and unskilled work in the Czech Republic is the 
domain of third-country nationals, especially from Eastern and 
South-Eastern Europe. Foreign nationals from these countries 
are viewed by the public as being predestined for unskilled work 
regardless of their true qualifications. Employers fail to use the 
skills potential of third-country migrants and in most cases 
recruit them automatically only to low skilled jobs. 

Although the Labour Force Survey is not particularly appro-
priate for investigating the employment of foreign nationals, it 
can offer some relevant data. This data reveals that third-
country nationals work far more frequently in low-skilled occu-
pations than do the domestic population and EU foreign na-
tionals, regardless of their formal qualifications. According to 
the LFS, around 28% of all those with tertiary education from 
third countries were working in lower skilled occupations 
(ISCO 5–9). Among Czech workers the equivalent figure was 
just 4% and among workers from EU/EEA countries it was 
practically zero. That said, one should bear in mind that the 
LFS systematically underestimates the numbers of third-
country workers working in low skilled occupations because 
they are living in hostels and dormitories (see above). The true 
share of third-country university graduates working in lower-
skilled occupations is therefore probably even higher.  

It would seem that the Czech Republic does not know how to 
fully exploit the potential of third-country workers and offer 
them employment commensurate with their skills. And yet a 
large proportion of tertiary-educated foreign nationals have 
technical and health training that is in high demand in the 
Czech Republic. Highly qualified third-country workers are still 
motivated to come to the Czech Republic. The earnings 
difference and the difference in the supply of job opportunities 
is so great that university-educated foreign nationals are better 
off doing unskilled work in the Czech Republic than skilled 
work in their country of origin. The language barrier may also 
be preventing foreign nationals from entering skilled occupa-
tions in the Czech labour market.  

Besides not being employed in highly qualification demanding 
occupations, third-country nationals are also at an earnings 
disadvantage compared to Czechs. Although exact data are 
not available, the predications of employed foreign nationals 
suggest that their starting salaries and wage progression are 
significantly lower than those of Czechs employed in the same 
position with the same employer, even among foreign nation-
als that already have permanent residence in the Czech 
Republic (see Grygar, Čaněk, Čejník, 2006, p. 17). 
The migration of qualified labour force is usually promoted 
strongly by target countries. Countries of origin, by contrast, 
tend to try to prevent this situation, as for them a brain drain 
means a major loss of development potential. If, however, 
labour emigration is only temporary, its effect on the country of 
origin need not be negative. Work experience in an economi-
cally more advanced country can develop workers’ skills and 
experience, which can then be applied in country of origin. 
Host countries try to attract skilled foreign workers 
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Figure 8: Occupation structure of foreign employees and vacancies (as of 31 December 2008, %) 
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Source: CZSO (2009b), date of access: 2. 11. 2009 and MoLSA (2009d), date of access: 4. 11. 2009. 

with various incentives. At the start of 2009, the Czech Re-
public introduced a “green card” scheme allowing employ-
ment and residence permits to be obtained simultaneously 
for selected occupations. Just after it was introduced, how-
ever, the inflow of foreign nationals into the Czech Republic 
was hit by the economic crisis. This measure is on the statute 
book but not used to any great extent. Twenty green cards 
had been issued by the end of October 2009 (see MoLSA 
(2009e). 

With increasing skills, the intensity of the income incentive to 
migrate falls and the importance of other motivating factors, 
such as gaining experience or developing language skills, 
rises. A special case is the mobility of leading experts and 
scientists, for whom the income incentive plays a smaller 
role and the academic prestige of the host institution and 
creativity are more important (see Vavrečková, 2006, p. 12). 
The income incentive to migrate for high skilled workers can 
differ greatly from one occupation to another depending on 
the demand for them and on salaries in the country of origin 
and the host country. Doctors have a particular high earnings 
incentive to migrate from the Czech Republic to the UK, 
Ireland, Germany and Austria. On the other hand, computer 
programmers have virtually no incentive to migrate, as their 
salary level in the Czech Republic is almost comparable with 
that in Ireland, Germany and Austria (see Baštýř, 2009). 

According to a study conducted in 2004/5, there was particu-
larly high demand in the Czech labour market for technical 
professionals (ISCO 214). They accounted for 31% of pro-
fessionals in demand among high-skilled occupations (ISCO 
1+2). Among them, mechanical engineers were the most 
highly sought after. There was also high demand for busi-
ness professionals (finance, personnel, etc.) and health care 

professionals, in particular doctors and pharmacists. It turned 
out that the Czech labour market was short of experts capa-
ble of combining their specialised knowledge with other skills 
(e.g. customer relations) (see Vavrečková, 2006, p. 39). 
These occupations are in many cases very difficult to replace 
with short-term and temporary foreign labour, as many posi-
tions still require a good command of Czech. For technologi-
cal positions, where the degree of communication with cus-
tomers is lower and where customers are often foreign na-
tionals owing to links to foreign clients, Czech is less impor-
tant and the prospects of recruiting experts from abroad are 
rather better. 

Effect of economic situation on foreign employment 

Foreign employment shows a stronger dependence on 
economic growth than total employment in the Czech Repub-
lic (correlation coefficients of 0.804 versus 0.452 in the period 
1997–2008), confirming the assumption of high flexibility of 
foreign labour force5. GDP and the numbers of foreign na-
tionals have been rising very significantly in recent years, and 
so, therefore, has their share in employment in the Czech 
Republic. In 1998, foreign nationals made up around 3% of 
total employment; by 2008 the figure had reached 7% (see 
Figure 9). As indicated in the methodology section, however, 
the share of foreign nationals in total employment may be 
misleading, as it is not exactly clear which employed foreign 
nationals are included in total employment and which are not. 

 

5 Employment generally lags behind the economy – economic 
growth/decline is reflected in employment growth/decline with a lag of 
one or more quarters. Economic growth in 1996–2007 and employ-
ment in 1997–2008 were thus used for the correlation computation. 
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Figure 9 – Share of foreign nationals in total employment and 
GDP growth (%) 
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Until 2007, the number of foreign nationals with employee 
status was developing in line with the number of vacancies 
(see Figure 10). This suggests that foreign labour force 
responds to the labour market situation and can help to 
resolve labour market imbalances. However, this applies fully 
only in a situation of rising vacancies. Foreign labour force 
reacts far less quickly to a fall in the number of vacancies. 
This is indicated by the discrepancy between a rising number 
of foreign nationals and a falling number of vacancies result-
ing from the economic crisis at the end of 2008.  

The inflow of foreign employees adjusted strongly to the 
increased demand for labour at the time of rapid economic 
growth and rising employment in the Czech Republic in 
2005–2008. The economic crisis led to a wave of redundan-
cies which most affected agency employees, fixed-term 
contract workers and workers in lower-skilled occupations, 
i.e. the categories of employees in which the largest propor-
tion of foreign employees is concentrated. 

Figure 10: Number of foreign nationals with employee 
status and number of vacancies. 
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As Figure 11 shows, the rate of inflow of foreign employees 
clearly reacted to the onset of the economic crisis. The long-
term upward trend in the number of foreign employees in the 
Czech Republic immediately halted when the crisis broke 
out in September 2008. Foreign employees were made 
redundant in the shortest time allowed by the statutory two-
month notice period, i.e. in December 2008. The fall in the 
number of employed foreign nationals was very rapid during 
the first quarter of 2009 and then slowed slightly. A particu-
larly sharp fall was seen in January, linked primarily with the 
termination of fixed-term employment at the end of the cal-
endar year. This situation is repeated seasonally every year. 
In previous years, the January decline had been offset by the 
signing of new contracts in the subsequent two months and 
the situation had returned to the long-term upward trend in 
employed foreign nationals. In 2009, however, as a result of 
the economic crisis, new contracts were not signed and the 
total number of employed foreign nationals kept falling until 
August 2009 (for which the latest data are currently available). 

Figure 11: Number of foreign nationals with employee status at the onset of the economic crisis 
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The consequences of the crisis have been different for third-
country nationals working in the Czech Republic on the 
basis of work permits and for foreign nationals from 
EU/EEA/EFTA countries, who do not need a work permit to 
work in the Czech Republic. The rate of growth of the num-
ber of third-country nationals kept increasing in the period 
2006–2008, mainly because of strong demand for their 
labour in low skilled occupations, especially in manufactur-
ing and construction. These sectors were hit hardest by the 
crisis. Employment of third-country nationals started falling 
at the end of 2008 and declined at a roughly constant rate 
right up to the end of the period under review. Between 
August 2008 and August 2009, employment of foreign na-
tionals working in the Czech Republic on the basis of work 
permits decreased by almost one-quarter, i.e. by around 
28,000 workers. 

The rate of growth in the number of foreign nationals from 
EU countries began slowing roughly in mid-2007. The out-
break of the crisis of course led to a decline in employment 
in this group, too, in late 2008 and the first quarter of 2009. 
In May 2009, however, the number of foreign nationals from 
EU countries employed in the Czech Republic began rising 
again. In August 2009 their employment fell only by around 
11,000 persons year on year, i.e. around 8%. The recent 
trend is one of gradual growth. Foreign nationals from EU 
countries work in the Czech Republic to a greater extent in 
service sectors and in higher-skilled occupations, which 
have not been hit as hard by the economic crisis as indus-
trial sectors and less-skilled occupations.  

The preceding analysis of longer-term trends reveals that 
the number of employed foreign nationals is linked to a large 
extent with the registered number of vacancies. During the 
economic crisis this trend has been confirmed for third-
country employees, although the decline in employment of 
foreign nationals is lagging behind that in the number of 
vacancies, probably because of statutory notice periods. The 
number of employees from the EU, however, is not following 
the number of vacancies to any great degree. The former 
started rising in May 2009, whereas the number of vacan-
cies registered by labour offices is still falling (see Figure 12). 

Figure 12: Number of foreign nationals with employee 
status and vacancies during economic crisis 
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This may again be due to the qualification level of the occu-
pations in which EU citizens work. Labour office registers 
contain lower skilled vacancies to a much greater extent. 
Qualification demanding vacancies are usually filled by other 
mechanisms. Now that the initial, most dramatic effects of 
the economic crisis have subsided, demand for qualification 
demanding occupations is creeping up again, since firms 
need skilled employees for innovation and restructuring 
processes.  

The impacts of the crisis have hit foreign employees in the 
Czech Republic harder than employees as a whole. Up to 
the third quarter of 2008, when the economic crisis started, 
the share of foreign nationals in all employees in the Czech 
Republic was rising regardless of seasonal effects. Since 
then, it has been falling constantly. Although the total num-
ber of employees has also been decreasing as a result of 
the crisis, the share of foreign nationals reveals that foreign 
employees have been hit harder (see Figure 13). 

This is due both to their sectoral and occupational structure, 
with manufacturing sectors and low skilled occupations 
having been hardest hit, and to the fact that foreign nationals 
in the Czech Republic were working more often than the 
Czech population on the basis of some form of flexible con-
tract (for instance as agency employees, by agreement or 
for a fixed period). These flexible arrangements were first in 
line to be cancelled when the crisis erupted. 

Figure 13: Share of foreign nationals in all employees 
(%) 
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The economic crisis has led to a decline in both total employ-
ment and the absolute number of employees in the Czech 
Republic. Seemingly paradoxically, however, the absolute 
number of trade licence holders has started rising. This has 
been enforced largely by employers, who have started to 
use the labour of their former employees through the Švarc 
system. 

At present it is impossible to determine whether a similar 
strategy has been adopted by foreign nationals who previ-
ously worked in the Czech Republic as employees and 
hence to what extent the total employment of foreign na-
tionals in the Czech Republic has really fallen. The data on 
the number of foreign nationals with a trade licence are 
published only once a year and the latest data are from the 
end of 2008, when the economic crisis had yet to impact 
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fully on employment. This is, however, an important analyti-
cal issue as regards future monitoring of the employment of 
foreign nationals. The hypothesis appears likely also be-
cause the numbers of foreign nationals living legally in the 
Czech Republic has not started falling at all significantly 
despite the declining number of foreign employees (see 
Figure 14). If these individuals have not started performing 
some other type of economic activity, they would not be able 
to continue residing legally in the Czech Republic. 

Figure 14: Number of foreign nationals with employee 
status and all resident foreign nationals 
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Illegal labour of foreign nationals 

The preceding analyses were based on statistics on foreign 
nationals who are residing and working legally in the Czech 
Republic and are therefore captured in the official statistics. 
Besides them, however, an additional large number of 
foreign nationals are residing and working illegally or unre-
ported in the Czech Republic, like in other European states. 
This part of the subchapter on the employment of foreign 
nationals at least briefly examines the issue of illegal labour, 
which had to be omitted from all the previous analyses 
owing to a shortage of data sources. Illegal labour of foreign 
nationals can take a whole range of forms, ranging from 
basically criminal activity through to mere failure to report the 
labour of foreign nationals allowed to work legally in the 
Czech Republic. In the following text, illegal labour refers 
primarily to work that is not necessarily criminal per se, but 
whose illegality ensues from the fact that it is performed by a 
worker who is not legally entitled to work in the Czech Repub-
lic. Unregistered work refers primarily to unreported work by 
EU citizens, who are entitled to work in the Czech Republic 
without restrictions, but whose employer is required to report 
that it has entered into an employment relationship. 

Illegal labour has adverse economic and social conse-
quences. Taxes and mandatory deductions are not paid 
from it, so it reduces the revenues of the state budget. In 
occupations with a higher proportion of illegal employees, 
legal wages are pushed downwards and worsen the working 
conditions both for legally employed foreign nationals and for 
workers from the domestic population. Legal employees are 
not able to compete with illegal ones in the labour market, 
since their labour is more expensive on principle. Illegal 

employment also gives an unfair advantage to employers, 
as it reduces their labour costs in comparison with employ-
ers who employ workers legally and who must therefore 
abide by the Labour Code and pay mandatory deductions 
for their employees. 

Besides the above economic consequences, illegal labour 
and residence generates social problems. Putting people in 
any way outside the law carries the risk of further criminality. 
The key question is how to deal with illegal migrants and 
employees whose employment permits have ended as a 
result, for example, of the economic crisis, and how the 
responsibility and potential costs associated with repatriation 
should be split in this situation. Illegal employee status also 
has numerous negative implications for migrants themselves 
and in many cases is not voluntary. Many migrants entering 
the Czech Republic use the services of agencies, be they 
legal or illegal and whether they operate from the Czech 
Republic or directly in the migrant’s country of origin. Mi-
grants and their families often get heavily into debt in order 
to be able to work in the host country. In many cases this 
subsequently implies loss of work/residence permit, thus 
putting migrants in a very difficult life situation. If they re-
turned to their country of origin, they would be unable – 
given the wage level there – to repay the debt from their 
income. Illegal labour in the host country, which guarantees 
a higher income, is thus basically the migrant’s only way out 
(see Drbohlav, 2008). 

Although migrants themselves are primarily responsible for 
dealing with the situation of loss of employment and resi-
dency permit, the large majority of them are not able to do so 
for the reasons given above. Repatriation costs could in 
theory be borne by the other entities involved in the entire 
process – the host country, employer or agent. It has been 
proposed that the state should organise coverage of such 
expenses, for example via payments into a fund by employers 
or agencies employing foreign nationals. It is very hard to 
avoid excessive debt preventing return. The only possible 
solution is tighter control of agencies organising employment 
for foreign nationals in other countries and cooperation with 
governments of countries of origin. Given the political situa-
tion, however, this is possible only in some cases. 

Illegal and unregistered employment is also a problem with 
regard to monitoring the labour market and the performance 
of the economy. In the statistics, output produced by illegal 
workers is regarded as having been produced by legal 
employment, which distorts the labour productivity picture. 
As illegal employment is concentrated primarily in just a few 
sectors, this distortion can be relatively significant despite a 
generally negligible level of illegal employment.  

By its very nature, the extent of illegal migration and employ-
ment is difficult to measure. According to the statistics on 
recorded illegal migration, the number of illegal migrants has 
been falling sharply in recent years (see Figure 15). Pro-
vided that the efficiency of police work in this area is not 
falling drastically, one can thus assume that illegal migration 
is still declining overall.  

Illegal employment is not the same as illegal migration. 
Some illegal workers may be residing legally in the Czech 
Republic but their residence permit does not entitle them to 
be employed or carry on business. The extent of illegal 
labour is very difficult to quantify. It can be inferred, for ex-
ample, from the inspections conducted by labour offices. In 
2007, labour offices inspected almost 22,000 foreign work-
ers, of which almost 4,000, i.e. around 17%, were not regis-
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tered. 7% of cases concerned illegal labour and 10% con-
cerned failure to fulfil the reporting duty. Most frequently 
involved were citizens of Slovakia and Ukraine, who make 
up the largest group of foreign nationals working in the 
Czech Republic (see MoLSA, 2008). If the results of these 
inspections reflected the true level of illegal labour, it would 
mean that there are more than 60,000 workers working 
unregistered or illegally in the Czech Republic. However, this 
generalisation is very approximate, since the inspections are 
not conducted in a very systematic or representative way. 

Figure 15: Recorded illegal migration (thousands) 
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Expert estimates of the number of illegal migrants in the 
Czech Republic lie in the wide interval of 17,000–300,000 
(see Drbohlav, 2008, p. 178). The median number of illegal 
workers according to the Delphi expert opinion method 
ranged between 100,000 and 150,000 in 2005/6, but here 
too there was no great consensus (see Table 5). Such high 
illegal employment would account for almost 3% of total 
employment in the Czech Republic. The high rate of illegal 
labour by foreign nationals is influenced by the fact that 
illegal labour is also quite widespread among the domestic 
population in the Czech Republic, usually in the form of unde-
clared side-line job or failure to declare some proportion of 
business work. 

Table 5: Likely number of illegally economically active 
migrants in the Czech Republic 
 Informants answers (%) 
0–39,999 11 
40,000–99,999 33 
100,000–149,000 19 
150,000–199,999 19 
200,000 and more 19 

Note: Total exceeds 100% owing to rounding. Source: Drbohlav, 
2008. 

Agriculture, construction and low-productive manufacturing, 
retail trade, and hotels and restaurants are regarded as the 
traditional sectors of illegal labour. That said, illegal labour 
also reflects changes in the economy and is starting to be 
seen in personal services as well (child-minding and clean-
ing). These are all sectors with a high volume of manual 

work, low productivity and high seasonality. However, illegal 
labour is also now penetrating higher-skilled sectors. Here it 
is being supported, for example, by the spread of information 
technology, which makes it relatively easy for self-employed 
people to work illegally (see Drbohlav, 2008, pp. 69 and 72). 
According to experts, by far the largest percentage of illegal 
workers comes from Ukraine, followed by Russia and Viet-
nam (see same reference, p. 109). Bear in mind, however, 
that among third countries these countries also account for 
the highest shares of legal workers in the Czech Republic. 

Illegal and legal employment of foreign nationals is a rela-
tively new and increasingly important phenomenon in the 
Czech labour market. Owing to the ageing of the Czech 
population and the shortage of workers in some occupations 
starting to emerge in the Czech labour market, the impor-
tance of workers from abroad for the Czech Republic will 
remain high. There is thus a need to seek ways of integrat-
ing foreign nationals effectively into the Czech labour mar-
ket, minimising illegal employment and exploiting the skills of 
foreign nationals who come to work in the Czech Republic. 

3.2 Flexible working arrangements 
Globalisation of the economy, technological progress (linked 
with a rising pace of change in demands on the labour force) 
and the drive to stay competitive in this environment are 
fostering an emphasis on quick and easy adaptability (flexi-
bility) of human resources. The concept of “flexicurity” has 
become a focus of interest among analysts and politicians in 
recent years. This expresses the effort to achieve sufficient 
labour market flexibility while maintaining adequate social 
security and employee protection.  

In this chapter we examine an important element of labour 
market flexibility, namely flexible forms of employment. 
Flexible working arrangements and working hours play a key 
role in work-life balance. The accelerating population ageing 
expected in the coming decades and the growing need to 
increase employment among those who are currently often 
completely outside the labour market (e.g. parents on paren-
tal leave, older persons and the disabled) will lead to a 
greater prevalence of flexible working arrangements tailored 
to the needs of individuals and groups.  

The term “flexible forms of employment” has blurred bounda-
ries. The legal definition of flexible forms of work in the 
Czech Republic is described in Box 4. It also mentions other 
alternative work organisation methods that are applied de-
spite not being expressly defined in the legislation. In differ-
ent countries, however, the individual alternatives are de-
fined differently and are subject to different rules, or they 
may even not occur in a given country at all. They also differ 
in concept and content across different studies and papers.  

By comparison with other EU countries, the Czech Republic 
provides a very high level of legislative protection of standard 
(permanent) employment. Temporary employment con-
tracts, by contrast, are regulated to a relatively small extent. 
Changes have been made to the Labour Code in recent 
years in an effort to gradually redress the balance. On the 
one hand, greater freedom has been introduced into em-
ployment contracts (the “what is not forbidden is allowed” 
principle) and the process of laying off employees has been 
made easier. Social partners also have greater freedom to 
negotiate flexible forms of work and these changes are also 
appearing more frequently in collective agreements (see 
Nekolová, 2008). On the other hand, legislative protection is 
being increased for temporary employees and agency work-
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ers, for example through a ban on chaining temporary con-
tracts for more than two years.  

Despite these quite rapid changes in the legislation, the 
active use of flexible forms of employment in the Czech 
Republic is lower than in the majority of European countries. 
According to a questionnaire survey conducted in the Czech 
Republic in 2008 by the Confederation of Industry of the 
Czech Republic6, 79% of companies apply flexible forms7 of 
work, but those forms account for just 5% of the total volume 
of employment, which is below the EU average. The most 
prevalent arrangements are flexitime (86% of companies 
that use flexible working arrangements, corresponding to 
around 68% of all the companies surveyed) and part-time 
work (around 40% of all the companies surveyed). Some 
companies also offer the option of homeworking (around 
30%). The other flexible forms of work covered by the survey 
are less prevalent in the Czech Republic (e.g. phased re-
tirement – 17%, job sharing – 9%). 

Box 4: Flexible forms of employment in Czech labour law 
The basic options for flexible employment in the Czech Republic are 
laid down in the Labour Code. As regards duration of employment it 
distinguishes fixed-term (temporary) employment, for which a 
duration period is expressly stipulated, and indefinite-term (perma-
nent) employment. Temporary employment contracts (including 
repeating ones) between the same parties are limited to a maximum 
total period of two years. The exemptions where a longer temporary 
employment contract is permissible consist mainly of the situation 
where someone is standing in for an employee who is temporarily 
absent because of a career break (in practice this refers mainly to 
maternity and parental leave). 
The Labour Code also defines agreements on work performed 
outside the scope of employment, where the employer is not 
obliged to specify the employee’s working hours. Such agreements 
cover agreements on work performance, limited to 150 hours a year, 
and agreements on working activity, limited to half the weekly work-
ing time on average.  
Under an employment contract it is possible to agree part-time 
work, i.e. working hours shorter than the stipulated weekly hours (in 
most occupations 40 hours), for which the employee receives a 
commensurately reduced wage. Working hours can also be flexibly 
scheduled in various ways. So-called irregular working hours 
allow for working time to be scheduled into shifts (of 12 hours at 
most) according to the needs of the firm or the employee. Flexible 
working hours mean that the employee chooses when to start and 
finish work within time periods defined by the employer, in between 
which there is a core period when the employee is required to be at 
work. The employee must complete the required working hours in a 
four-week balancing period at most. In the case of a working time 
account the employer is required to keep a working time account 
and earnings account for the employee and the balancing period 
may be up to 26 weeks long (the working time account primarily 
addresses large seasonal fluctuations in work volume).  
In addition to these forms of employment defined expressly by the 
Labour Code, the following options can be applied, for example: 
homeworking, where the employee works off-site and schedules 
his or her own work time; teleworking, where the employee again 
works off-site and stays in touch by means of telecommunication; 
jobshare, where two or more part-time employees share a job and 
split their working hours by agreement; and compressed working 
week, where the full weekly working time is concentrated into four 
longer days and the employee takes the fifth day off. 

6 The survey was conducted as part of the project Promotion of 
Flexible Forms of Work through Social Dialogue from Employers’ 
Perspectives. Responses were obtained from 114 domestic 
companies and compared with the results from eight other 
European countries. 
7 The survey did not cover agreements on work performance, 
agreements on working activity and temporary employment 
contracts. 

The Czech Society for Human Resources Development 
(ČSRLZ) also conducted a survey of flexible forms of em-
ployment among its members in 2008 (ČSRLZ, 2008) and 
arrived at similar conclusions. Companies were also asked 
about agreements on work performed outside the scope of 
employment (agreements on work performance and agree-
ments on working activity). These turned out to be the most 
prevalent types of flexible working (offered by around 90% of 
the companies surveyed8). The other findings were broadly 
in line with the results of the Confederation of Industry 
(SPČR) survey. Part-time work and flexitime are very widely 
used (both being offered by roughly 80% of the companies 
surveyed). 36% of the companies surveyed allow some of 
their employees to work from home part time. The other 
flexible work options covered by the survey are offered to a 
lesser extent: full-time homeworking – 12%, jobshare – 11%, 
compressed working week – 6%. 

The comparability of the SPČR and ČSRLZ surveys is 
limited, since they examined various forms of flexible work-
ing which in neither case copy exactly the breakdown of 
work forms defined by the Czech legislation. The slightly 
more positive results obtained by the ČSRLZ may be due to 
the fact that it conducted its survey mostly among its mem-
bers and it is reasonable to assume that these are employ-
ers that put greater emphasis on care for human resources. 

The explanation of why flexible forms of work are still less 
prevalent in the Czech Republic than in most EU countries 
lies in a combination of factors. State support for them is 
insufficient, employees show little interest in them as they 
are not favourable for the majority of them under the existing 
conditions (see below), and a large proportion of employers 
see them as risky. For example, the SPČR survey reveals 
that almost half of the employers surveyed are worried that 
there could be more limited training opportunities for em-
ployees in flexible forms of employment. Almost half of 
employers are also convinced that flexible work forms re-
quire a different style of human resources management. 
One-third of employers believe that flexible work forms mean 
less control over employees’ work time (almost half of em-
ployers not using alternative work forms believe this).  

On many issues the survey results revealed a large differ-
ence between the opinions of companies that use flexible 
forms of employment and those that have no experience of 
them. The survey results took no account of the area of 
business, which significantly affects how much flexible work 
forms are feasible and advantageous for the companies and 
therefore also the probability of whether or not they have 
experience of them. The difference in opinions does deserve 
attention, though. Companies with no experience viewed the 
risks as being more serious and the benefits mostly as being 
smaller, or saw the potential benefits as lying elsewhere than 
actually stated by companies using flexible forms of em-
ployment based on their experience. Companies not using 
alternative forms of employment also much more frequently 
(40%) said that they did not have enough information about 
them. It can therefore be inferred that distorted ideas and 
low awareness among employers are a major barrier to the 
wider use of flexible work forms in the Czech Republic. 
Take, for example, the responses of employers regarding 
higher administrative costs associated with flexible forms of 
employment. Only 16% of the  companies that  use  these  

8 A total of 105 companies took part in the ČSRLZ survey. The 
overwhelming majority of them were in the 500–3,000 employ-
ees category. 
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forms replied that they cause increased administrative costs, 
whereas 53% of them disagreed with this assertion. By 
contrast, 57% of companies that do not use flexible work 
forms believe that they do cause increased administrative 
costs. These findings suggest that this frequently cited ar-
gument against flexible forms of employment is either preju-
dice or justified by concerns arising from the hard-to-quantify 
organisational and capacity costs of switching to a new way 
of organising work. Nevertheless, firms in which flexible 
forms of work are already established and functioning do not 
experience higher administrative costs.  

Employers were also asked about the potential benefits of 
flexible forms of work. Quite a large number of benefits were 
found. Employers believe most frequently that flexible forms 
of work allow better retention of valuable employees who 
otherwise might leave the company (64%), that they can 
increase the subjective satisfaction and motivation of em-
ployees (62%) and that they allow them to extend operating 
hours without incurring overtime costs (60%). Large propor-
tions of employers also said the advantages included more 
flexible planning during peak and quiet periods (e.g. sea-
sonal fluctuations) or flexibility in covering sick/annual leave 
(54%), wider recruitment options (49%) and reduced re-
cruitment/turnover/absenteeism costs (34%).  

A large proportion of employers express an interest in in-
creasing the number of flexible workers in the future (for 
example 54% of those surveyed in the ČSRLZ study). The 
further development of such work forms will probably also be 
supported by the economic crisis, which will force compa-
nies not only to cut jobs, but also to offer alternative work 
forms to valuable employees whom they wish to retain (see 
SPČR, 2008).  

The prevalence of flexible forms of work is influenced to a 
large extent by the size and type of business of the com-
pany. For a small firm it can be organisationally difficult and 
potentially risky to coordinate labour if it has a high percent-
age of employees enjoying a high level of freedom (ibid.), 
but the international EWCS9 survey showed that in most EU 
countries, including the Czech Republic, part-time work is 
more prevalent among people working in small enterprises 
(or in small local units of companies) of up to 49 employees. 
In many countries (although not the Czech Republic), how-
ever, the share of part-time workers rises again in the largest 
enterprises/units (250+ employees). The prevalence of 
flexible forms of work also differs markedly across sectors 
(see below), since the individual forms differ in their suitabil-
ity for different types of business. 

Two forms of flexible working – part-time work and tempo-
rary contracts – were chosen for more detailed analysis.  

Part-time work 

Part-time work is far less prevalent in the Czech Republic 
than in the EU on average. Indeed, the Czech Republic has 
one of the lowest levels of part-time work as a percentage of 
total employment – 5.6% (see Table 6). There is no great 
interest in part-time work among either employees or em-
ployers in the Czech Republic. The lack of interest among 
employees is due mainly to the lower earnings associated 
with shorter hours. Consistent with this is the fact that the 
part-time work is least prevalent in less developed countries. 
However, Turkey and Romania, for example, have appre-
ciably higher shares than the Czech Republic, indicating that 

                                                 
9 European Working Conditions Survey (Eurofound, 2005). 

economic level and relative income are not the sole determi-
nants. 

Another reason why employees do not favour part-time work 
is the fact that such workers are often expected to do more 
than their fair share of work and a widespread culture of 
unofficial overtime forces them to work harder than they are 
paid to do. Part-time employees also tend to be excluded 
from company programmes and benefits provided to full-
time employees (e.g. meal vouchers, pension/life insurance 
contributions, contributions for leisure activities, career plans 
and training support).  

The EWCS findings confirm that the subjective assessment 
of part-time work is often worse than that of full-time work. 
For almost all EU countries, including the Czech Republic, 
part-time workers have far fewer subordinates on average 
than do full-time workers. Part-time work is therefore associ-
ated more frequently with lower positions. This is logical 
given the obvious fact that managerial positions, associated 
with the management of subordinates, tend to be more 
demanding and require control of the entire work process 
and therefore require a full-time presence in the workplace.  

Table 6: Part-time work as a percentage of total employment 
(2Q 2009, %) 

Age group 

 Total 15–24 25–49 50–64 65 and 
older 

NL 48.2 73.6 40.9 46.9 79.7 
SE 27.0 48.2 22.0 25.5 68.8 
DE 26.3 22.0 25.3 27.5 69.7 
UK 26.1 38.1 20.9 28.0 67.6 
DK 25.8 60.5 16.5 23.3 63.6 
AT 24.9 18.3 25.1 24.7 70.7 
BE 23.2 25.8 20.9 28.4 61.6 
EU-15 21.6 31.3 19.0 22.1 57.7 
IE 20.8 33.4 17.1 23.9 39.8 
EU-27 18.8 28.1 16.1 19.7 53.6 
FR 17.1 21.7 15.4 18.9 53.3 
IT 14.4 20.2 15.0 10.6 25.5 
FI 13.4 35.7 8.0 12.9 59.7 
ES 12.9 25.5 12.1 10.7 30.5 
EE 11.7 16.3 u 9.5 10.8 57.8 u 
PT 11.7 12.9 6.3 13.5 58.5 
TR 11.3 12.0 8.5 19.4 35.2 
SI 10.7 37.5 5.8 10.7 45.9 
RO 10.0 14.7 6.7 12.1 35.8 
LT 8.6 10.0 u 7.0 10.7 28.1u 
PL 8.6 14.4 5.5 12.2 56.2 
CY 8.4 15.4 6.2 7.5 43.8 
LV 8.1 17.0 5.7 8.3 20.6 
GR 6.0 14.8 5.3 4.9 19.0 
CZ 5.6 8.1 3.9 6.1 53.1 
HU 5.6 7.5 4.3 7.3 50.4 
SK 4.0 4.8 3.2 5.3 39.2u 
BG 2.6 3.4 u 1.9 3.3 19.2u 

Note: u – unreliable data. Source: EUROSTAT (2000–2009), table 
code: lfsq_eppga, date of access: 30. 10. 2009. 

It is also practically the rule among EU countries, including 
the Czech Republic, that full-time employees significantly 
more frequently see prospects for career advancement. In 
most countries full-time workers also state more frequently 
that they have opportunities to learn and grow. This trend is 
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Figure 16: Reasons for part-time work among women and men (2008, %) 
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also indicated in the Czech Republic, but was not confirmed 
as statistically significant owing to the small size of the sample. 
In roughly half of EU countries, part-time workers worry more 
frequently that they might lose their jobs in the next six 
months. In the Czech Republic, this result was again not 
confirmed as statistically significant. Lastly, in the majority of 
EU countries, full-time employees more frequently have 
friends at work. This can be regarded as an indicator of feeling 
good at work and subjectively integrated into the organisation. 
However, the difference compared to part-time workers is not 
large and in many countries, including the Czech Republic, 
not statistically significant. 

The EWCS findings also reveal some positive aspects of part-
time work. For example, in the majority of European countries 
part-timers state more frequently that their working hours fit in 
with their family and social commitments. In the Czech Repub-
lic the difference in the responses is small and not statistically 
significant. It was also not confirmed here that part-time em-
ployees are less satisfied than full-time employees with how 
well paid they are for the work they do.  

Employers are deterred from offering part-time work by con-
cerns about increased administrative and organisational costs 
associated with dividing the same amount of work between 
employees and by the idea that part-timers (in particular those 
working significantly shorter hours, e.g. half the full number) 
are not fully focused on their work, lack work continuity in 
teams and so on. (The disadvantages employers see in 
flexible forms of employment were ascertained in the Confed-
eration of Industry survey in 2008 – see above.) 

The Czech Republic also lacks a system of state support for 
part-time workers, including the systematic information sup-
port that exists in many Western European countries. Finan-
cial incentives, for example, are common: tax relief (UK), 
reduced social security contributions (France and Belgium) 
and direct subsidies for employers/employees (see Kotrusová, 
2006). In the UK a campaign took place in 2000 to encourage 
employers to introduce flexible forms of work (“Work Life 
Balance Campaign”) (see ILO, 2005). 

Table 6 also shows that the percentage of persons working 
part time in their main job is very low in the Czech Republic in 
all age groups. In the 15–24 years age group the figure is 
8.1% (the EU average for this age group is 28.1%). Only in 
the group of persons of retirement age (65+) is the share of 
part-time work in total employment significantly higher 

(53.1%). However, even this figure is not high by European 
standards – it is close to the EU-27 average (53.6%). 

Part-time employees in the Czech Republic work an average 
of 22 hours a week10, which is around 52% of the average full-
time figure. The figures for other European countries are 
similar at around half the full-time figure. The EU-27 average 
is 19.9 hours, which represents 48% of the average full-time 
figure in the EU-27. Germany has relatively the shortest num-
ber of hours (18.1 hours, i.e. 43% of the average full-time 
figure), while Romania has the longest (24.4 hours, i.e. 60% of 
the average full-time figure).  

The share of part-time work in the Czech Republic is fairly 
stable. Between 2001 and 2008 it fluctuated between 4.8% 
and 5.1%.11 Between 2008 and 2009 (data for 2Q) it rose 
more sharply as a result of the economic crisis (from 5% to 
5.6%). The absolute number of part-time employees rose 
even though total employment fell. However, this result is still 
among the smallest increases in the EU. Estonia recorded the 
biggest rise in the share of part-time work, from 6.4% to 
11.7%. In Slovakia it rose from 2.2% to 4%. The EU-27 coun-
tries on average have been recording steady growth since 
2001, although this has increased recently in year on year 
terms (16.4% in 2000, 18.3% in 2008 and 18.8% in 2009). For 
all the countries under review the percentage of part-time work 
is higher among women than among men (data for 2Q 2009). 
This difference tends to be greater in countries where part-
time work is more prevalent. In countries such as Belgium, 
Germany, Austria and France, part-time work is approximately 
five times more prevalent among women than among men. 
Southern European countries – Italy and Spain – are not far 
behind. In countries where part-time work is more marginal, its 
prevalence among men and women is also more balanced (in 
Romania, Lithuania, Bulgaria and Slovakia the percentage of 
women is approximately 1.2–1.5 times higher than that of 
men).  

It is reasonable to assume on the one hand that these facts 
show that in countries with higher average incomes women 
can more frequently afford to work part time, and on the other 
hand that they reflect traditional patterns of behaviour in some 

                                                 
10 Source: EUROSTAT (2000–2009), table code: lfsq_ewhun2, 
data for 2Q 2009, date of access: 11. 11. 2009. Actual hours of 
work, including paid and unpaid overtime, were monitored.  
11 Source: EUROSTAT (2000–2009), table code: lfsq_eppga, 
date of access: 10. 11. 2009. 
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countries where full-time work is more typical of men while the 
focus of women’s activities lies more often outside employ-
ment, for example in the home. The Czech Republic is an 
exception to this tendency. Although the rate of part-time work 
is very low overall, the difference between men and women is 
quite large. 9.2% of women work part time, compared to just 
2.8% of men.  

The overwhelming majority of part-time employees in the 
Czech Republic chose this status voluntarily for personal or 
family reasons. The proportion of those who work part time 
involuntarily (i.e. would prefer full-time work but cannot find it) 
is just 12.6% of total part-time work and has been falling 
constantly since 2005. This is a favourable fact, especially by 
comparison with the average for the EU-27, where the rate of 
involuntary part-time work in 2008 was almost one-quarter 
(24.2%) and unlike in the Czech Republic has been showing a 
rising tendency in recent years.  

For both men and women, the most prevalent reasons why 
employees chose part-time work in the Czech Republic are 
further unspecified “other reasons” – 39.3% of men and 
30.5% of women working part-time (see Figure 16). For men, 
“own illness or handicap” followed in second place (28.2%) 
and “in education or training” in third place (16.6%). For 
women, “looking after children or incapacitated adults” was in 
second place (21.1%) and “could not find a full-time job” was 
in third. For men, this is the second least common reason 
(behind looking after children or incapacitated adults). This 
reveals a rather unfavourable phenomenon as regards equal 
access to employment, namely that women in the Czech 
Republic who work part-time are forced much more often than 
men to choose this form of employment out of necessity. The 
Czech Republic differs strongly from the European average in 
the prevalence of this reason. This difference is due largely to 
different responses by men in the Czech Republic, just 7% of 
whom gave this reason, as compared to 29.2% in the EU-27. 
The situation is underscored by the fact that in most European 
countries the difference between the shares of men and 
women giving this reason is the exact opposite to that in the 
Czech Republic. The percentage of men is higher – 29.3%, as 

compared to 22.7% of women (the EU-27 average). This ratio 
is unaffected by less-developed countries or by new member 
states, since the EU-15 has very similar values on average 
(28.9% of men and 22.8% of women) as the EU-27. Along 
with the high proportion of men working part time in the Czech 
Republic for health reasons, this is further evidence that this 
form of employment is a marginal phenomenon among Czech 
men and not one of the usual choices considered by employ-
ees and employers.  

The relatively low prevalence of involuntary part-time work 
compared to the EU average may be linked with the fact that 
Czech employers do not favour part-time work and part-time 
jobs do not feature much in the job supply. If someone is 
interested in working in the Czech Republic, they are more 
likely to find full-time work than to be forced into taking a part-
time job involuntarily. By contrast, in countries where the share 
of involuntary part-time jobs in the job supply is higher, such 
jobs can also far more often become an “emergency exit” for 
job seekers.  

The correlation between the rate of part-time work and the 
unemployment rate, compared across EU countries, is shown 
in Figure 17. It is evident that for all 27 EU countries the corre-
lation between these two indicators is not all that strong. The 
correlation coefficient for all countries is -0,38, but three outly-
ing countries contribute significantly to this outcome (the 
Netherlands, Spain and Slovakia). Without them, the correla-
tion coefficient is just -0.12. The strongest correlation between 
the rate of part-time work and the unemployment rate is that 
for the old EU member states (correlation coefficient -0.66), 
while that for the new EU member states is much weaker 
(correlation coefficient -0.37, or -0.11 excluding Slovakia), 
since for the latter the rate of part-time work is relatively low 
regardless of the unemployment rate.  

The labour market institutional systems in the older EU coun-
tries are generally more stable. This, combined with a higher 
income level of the population, allows for freer (more sponta-
neous) development of part-time work. By contrast, the lower 
average income level in the new member states hinders wider 
use of part-time work. 

Figure 17: Correlation between the unemployment rate and the rate of part-time work in the economy (2008, %)  
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A comparison of the rate of part-time work with the percent-
age of part-time work accepted involuntarily by employees 
offers an interesting insight into the role played by part-time 
work in the labour market of a particular country. This com-
parison is shown in Figure 18. The y-axis shows the preva-
lence of part-time work in a given country (part-time work as 
a percentage of total employment). The x-axis shows invol-
untary part-time work as a percentage of total part-time 
work. The average for the EU-27 countries notionally divides 
the field of values into four quadrants. The lower left-hand 
field contains countries in which the situation is similar to that 
in the Czech Republic. Part-time work has a relatively low 
prevalence and the percentage of persons who accept it 
involuntarily is also very low. These are, broadly speaking, 
the more developed new member states (the Czech Repub-
lic, Slovenia, Poland, Estonia, Slovakia and Lithuania) and 
small countries (Luxembourg and Malta).  

The lower right-hand quadrant contains countries that also 
have a relatively low rate of part-time work, a high percent-
age of which, however, is involuntary. These are typically 
Southern European countries (Spain, Italy and Greece) or 
economically less developed new member states (Roma-
nia and Bulgaria), for which the rate of involuntary part-time 
work is highest of all (up to almost 45%). It is evident from 
the outcome for these countries that full-time work is re-
garded as the norm and part-time work is just an “emer-
gency exit”, a solution to unemployment that is regarded as 
temporary.  

An outcome in the upper left-hand quadrant indicates a 
positive function of part-time work as a factor increasing 
labour market flexibility in a given country without part-time 
workers viewing it as a threat to their security. Part-time 
work has a relatively high prevalence here and a large 
percentage of such workers choose it voluntarily, i.e. it fits 
in better with their family and social commitments. This 
quadrant contains the Netherlands, Austria, Denmark, 
Belgium and, with a slightly higher rate of involuntary part-
time work, but still below the EU-27 average, Germany. 
The Netherlands has an extraordinary level of both values. 

Part-time work is entirely normal there (47.3%), with a 
negligible percentage of persons accepting it involuntarily 
(4.4%). One can say, then, that people in the Netherlands 
regard part-time work as a normal alternative to full-time 
work and choose between the two freely according to their 
personal and family commitments. 

Figure 19 shows the prevalence of part-time work in various 
sectors according to the NACE (rev. 2) classification. Be-
sides the EU-27 average, data for the Netherlands are 
included for comparison; its average rate of part-time work is 
the highest in the EU.  

It is clear from the figure that the Czech Republic differs from 
the EU-27 average not only in terms of a low rate of part-
time work, but also to some extent as regards the structural 
distribution of part-time work within the economy. On aver-
age in the EU, part-time work is far more prevalent in the 
sector “Activities of households as employers” (58%). How-
ever, only a very small proportion of the labour force is em-
ployed in this sector. The negligible share of this sector in 
employment also explains why a figure for part-time work is 
not available for the Czech Republic.  

The more significant sectors in which part-time work has a 
high prevalence in the EU are the following: arts, entertain-
ment and recreation (33%), human health and social work 
activities (31%), other service activities (29%), administrative 
and support service activities (28%) and accommodation 
and food service activities (28%). In the Czech Republic, 
part-time work has the highest prevalence in education 
(12%), arts, entertainment and recreation (11%), real estate 
activities (11%), administrative and support service activities 
(10%) and other service activities (10%).  

In both the EU and the Czech Republic, typical industrial 
sectors lie at the notional other end of the spectrum: electric-
ity, gas, steam and air conditioning supply, construction, 
manufacturing, and water supply, sewerage, waste man-
agement and remediation activities. The shares of part-time 
work in these sectors range between 6% and 8% in the EU 
and just 1% and 3% in the Czech Republic. 

Figure 18: Comparison of the rate of part-time work in the economy with the rate of involuntary part-time work (2008, 
%) 
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Figure 19: Rates of part-time work in individual sectors according to NACE rev. 2 (2008, %) 
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In terms of the rate of part-time work, the Czech Republic 
lags furthest behind in agriculture, forestry and fishing and 
human health and social work activities, where its percent-
age share is less than one-fifth of the EU average. The low 
prevalence of part-time work in these sectors is probably 
linked with their typically low rates of pay, as the reduced 
earnings associated with part-time work are insufficient to 
cover the necessities of life. In agriculture a strong tradition 
of full-time work and a low proportion of seasonal work 
compared to many other European countries play a role. In 
health and social care facilities, constant staff shortages are 
causing an increased need for overtime work rather than 
fostering the development of part-time work. In the more 
developed European nations, individualised social services 
are also much more widespread, allowing greater working 
time flexibility (e.g. client home visits), whereas in the Czech 
Republic large facilities providing mass care still predomi-
nate. 

The Czech Republic is closest to the EU average in profes-
sional, scientific and technical activities, real estate activities 
and education, where the rate of part-time work is “only” 
around half of the EU-27 average. This is probably due to 
the high need for flexibility and rapid change in sectors 
where dynamic commercial services provided to companies 
and individuals predominate but where a round-the-clock 
presence in a fixed workplace is not necessary (real estate, 
education, professional services such as management 
consultancy and accountancy, etc.). Another factor is that 

demand for teachers is falling in the Czech Republic owing 
to declining pupil numbers in schools. This is exerting pres-
sure for shorter working hours. At the same time, the nature 
of the teaching profession allows teachers to have a second 
job and thus combine jobs at various schools or other edu-
cational establishments. Teachers deal with low earnings 
levels in this way more frequently than do people in other 
professions (see Kadeřábková, 2007).  

Temporary employment contracts 

Part-time work can be assessed with regard to flexicurity in 
an unequivocally positive way. It is often used on the basis 
of free choice or because it suits particular life situations. 
And if it is used conceptually it has the potential to be of 
benefit to both employees and employers. Temporary em-
ployment contracts cannot be assessed quite so unequivo-
cally. The benefits stemming from the flexibility offered by 
temporary employment tend to lie with employers. From the 
perspective of employees, this type of employment is viewed 
as a threat to long-term employment security. This is also 
reflected in the fact that almost two-thirds of such contracts 
(see below) in the EU are involuntary on the part of employ-
ees. Temporary contracts are also often linked with the 
secondary labour market12, and members of socially mar-
ginalised or high-risk groups more often work on this basis 
(see, for example, European Commission, 2007). 

                                                 
12 The secondary labour market is characterised by low prestige 
and income levels, greater volatility and low-skilled work.  
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It is probably for these reasons that temporary employment 
contracts are not always classed among flexible forms of 
work (for example, they were not included in the ČSRLZ and 
SPČR surveys – see above). However, in areas of the 
economy where the labour market is very vigorous and 
volatile, where economic activity is characterised by a high 
prevalence of time-limited projects or assignments that 
require various levels of expertise for limited periods of time 
or are linked with seasonal work, temporary employment 
can be a very important and practical alternative not only for 
employers, but also for some employees.  

The results of the EWCS13 reveal that employees in the 
present EU have a subjectively worse experience of tempo-
rary employment contracts than of permanent contracts. 
Employees with temporary contracts are more worried that 
they might lose their jobs, on average also have positions 
with a smaller number of subordinates (hence usually lower 
positions) and less frequently express the view that they are 
well paid for the work they do. In many countries, including 
the Czech Republic, temporary employees also identify less 
strongly with their employer (less frequently reply that they 
feel at home at their workplace) and less frequently have 
good friends at work. 

In order to increase employee protection, temporary em-
ployment contracts tend to be subject to various legislative 
restrictions. In the Czech Republic their duration is limited 
by law. They can be agreed between the same employer 
and employee for a maximum total period of two years (the 
same applies to repeating contracts). The employment 
relationship then either ends or converts into permanent 
employment. An exemption pertains to academic staff, with 
whom temporary employment lasting 2–5 years must be 
agreed. This may be repeated no more than twice in a row 
(any subsequent contract must then be permanent). Until 
2009 pensioners were also legally exempt (see below). 

As Table 7 shows, the proportion of temporary workers 
varies considerably across the EU, from a negligible 1.3% 
in Romania to 29.3% in Spain. This is due both to different 
legislation with different levels of employment protection 
and to other characteristics of the labour market in each 
country (e.g. a higher prevalence of seasonal work, high 
costs of laying off employees – for example in Spain (EC, 
2007a), etc.). A simple comparison with the EU-27 average 
is therefore relatively problematic in this case from the meth-
odological perspective. However, we can use it to get a 
basic idea of the differences in the prevalence of this form of 
employment in individual countries as a starting point for 
further, more detailed investigation.  

With an 8% share of temporary contracts (i.e. around half 
the EU-27 average), the Czech Republic is in the bottom 
third of countries. The breakdown of employees by age 
group reveals that in virtually all countries temporary con-
tracts are used primarily for the youngest category of em-
ployees (15–24 years), followed by the oldest group (65+). 
They are less prevalent in the central age group (25–49) and 
least prevalent among persons in the 50–64 category, i.e. 
among those who are at pre-retirement age or recently 
exceeded it.  

The Czech Republic is one of the few exceptions to this 
ranking, with 83% of employees older than 65 years working 
on temporary contracts. This was due to legislation which 
provided that employees drawing an old-age pension might 

                                                 
13 European Working Conditions Survey (Eurofound, 2005). 

only be employed on temporary contracts (one year at the 
most). The aforementioned limitation of the total period of 
temporary employment to two years did not apply to them. 
As from 2010, however, this limitation has been lifted and 
pensioners may work and simultaneously draw an old-age 
pension without restrictions. This is intended to promote 
employment of the older people and phased retirement. It is 
therefore likely that the prevalence of temporary contracts in 
this age group will fall. 

Temporary employment contracts are more prevalent 
among women than among men in almost all EU countries. 
On average in the EU-27, 13.3% of employed men and 
14.9% of women were working on temporary contracts in 
2008.14 The Czech Republic ranks among the countries 
where the inequality between men and women is relatively 
high (men 6.5%, women 9.8%).  

Table 7: Employees on temporary employment contracts as 
a percentage of the total number of employees (2008, %) 

Age group 

  

Total 
15–24 25–49 50–64 65 and 

older 

ES 29.3 59.4 29.0 14.2 14.8 
PL 27.0 62.8 23.8 18.3 41.3 
PT 22.8 54.2 21.9 10.0 : 
NL 18.2 45.2 14.2 6.9 50.2 
SI 17.4 69.8 12.7 5.7 55.7 
SE 16.1 53.6 12.6 6.4 35.2 
FI 15.0 39.6 13.7 6.7 26.5 
DE 14.7 56.6 10.2 4.7 7.2 
EU-15 14.4 41.4 12.3 6.1 14.4 
FR 14.2 51.5 11.2 6.3 18.4 
EU-27 14.0 40.0 12.0 6.6 17.4 
CY 13.9 20.8 15.1 6.4 : 
IT 13.3 43.3 12.4 5.9 12.7 
GR 11.5 29.2 11.0 6.4 : 
AT 9.0 34.9 4.8 2.7 : 
IE 8.5 22.0 6.1 4.9 13.0 
DK 8.4 23.5 6.1 3.4 15.2 
BE 8.3 29.5 7.0 3.6 : 
CZ 8.0 15.6 5.3 9.4 83.4 
HU 7.9 20.0 7.5 5.2 16.7 
UK 5.4 12.0 4.0 4.2 12.4 
BG 5.0 9.5 4.4 4.9 16.0 
SK 4.7 12.6 3.7 3.4 43.4 
LV 3.3 6.5 3.0 2.3 : 
RO 1.3 4.3 1.0 0.8 : 

Note: - figure not available; for other notes see EUROSTAT, LFS.  
Source: EUROSTAT (2000–2009), table code: lfsa_etpga, date of 
access: 18. 11. 2009. 

In the Czech Republic, as in the EU-27, the predominant 
reason why people work on temporary contracts is unfortu-
nately that they cannot find a permanent job (in the Czech 
Republic 63.2% of men and 62.5% of women, in the EU-27 
61% of women and 57% of men) – see Figure 20. However, 

                                                 
14 Annual averages. EUROSTAT (2000–2009): table code: 
lfsa_etpga, date of access: 22. 12. 2009. 
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the situation in the Czech Republic differs considerably from 
the EU-27 average as regards the other reasons given. 
More than one-third of those employed in the Czech Re-
public on temporary contracts are not interested in working 
on permanent contracts – 36.4% of women and 35.6% of 
men. Among the over 65s, more than 77% of the respon-
dents gave this response. However, the aforementioned 
fact that until 2009 pensioners were only allowed to work 
on temporary contracts played a role here. A negligible 
percentage (1.1% of women and 1.3% of men) give train-
ing as a reason for this type of contract. This is the most 
marked difference by comparison with the EU-27 average. 
The final reason (probation period) is not represented at all 
in the Czech Republic, because probation periods do not 
take place here in this way (at least not officially). 

On average in the EU-27 countries training is the second 
most frequent reason (17.2% of women and 20.2% of 
men). In third place is voluntary choice of temporary work 
(13.5% of women and 12.9% of men) and in fourth is pro-
bation period (8.4% of women and 9.5% of men).  

In the breakdown of reasons why people work on tempo-
rary contracts there are no major differences between men 
and women. In the Czech Republic the differences are 
practically negligible (1 p.p. at most). In the EU-27 on 
average they are not sizeable either, although they do 
exist, revealing in particular that men – by comparison with 
women – less frequently work on temporary contracts 
involuntarily (i.e. because they cannot find other work) and 
more frequently do so because of training. 

Figure 20: Reasons for working on temporary contracts 
– comparison of men and women (2008, %) 
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The percentage of temporary contracts has been declining 
in recent years in most European countries. On average in 
the EU-27 it fell from 14.2% to 13.5% between 2008 (2Q) 
and 2009 (2Q), i.e. by 0.7 p.p. The decline in the last year 
was probably strengthened by the economic crisis and 
falling employment, as temporary employees are more at 

risk of losing their jobs if their employer runs into problems. 
Nonetheless, the use of temporary contracts has been 
declining since 2007, i.e. since before the global financial 
crisis started. However, the decline was initially more mod-
est (0.3 p.p. between 2Q 2007 and 2008).  

The Czech Republic is among the minority of countries in 
which the percentage of temporary contracts has in-
creased slightly in the last year (from 8.1% to 8.3%). Since 
2004, when the percentage of temporary contracts in the 
Czech Republic reached 9.5%, it has been recording a 
downward trend, with some fluctuations. Legislative 
changes which, with effect from 2004, limited the maximum 
duration of repeating temporary contracts to two years 
have been making themselves felt here. The amendment 
to the Labour Code was also reflected in a relatively size-
able fall in the share of involuntary temporary contracts. In 
2004, such contracts accounted for 68% of all temporary 
contracts. The figure fell to 65.2% the following year and 
on to 59.6% in 2007. In 2008 it rebounded slightly to 
62.8%. 

In the Czech Republic the largest percentage of temporary 
contracts are for a duration of four months to one year 
(41.2%) – see Figure 21. In second place are contracts for 
more than two years (22.5%). This may seem inconsistent 
with the above-mentioned legal limitation. However, given 
the relatively low absolute number of such employees 
(around 74,000), we can infer that these are mostly work-
ers standing in for employees on maternity or parental 
leave, for whom the Labour Code permits an exemption 
from the two-year limit, and academic workers (see above). 

A comparison of the rate of temporary employment con-
tracts with the percentage of those signed “out of neces-
sity” owing to a lack of other opportunities again offers an 
interesting insight into the issue. This comparison is shown 
in Figure 22. The EU-27 average was chosen as the refer-
ence value. It divides the notional field into four quadrants.  

It is reasonable to assume that sufficient employment 
flexibility, linked with the option of using temporary con-
tracts under relatively advantageous terms and conditions, 
as well as security of movement of people on the labour 
market (i.e. a high degree of confidence that they will find a 
new job and that their existential security will not be put at 
risk) would be reflected in a higher proportion of temporary 
contracts and in particular a high share of voluntary tempo-
rary contracts. In such a situation, it would be common for 
people to accept employment for a time-limited assignment 
without worrying too much about staying unemployed for 
long after it ended, and it would be convenient for them to 
use temporary work as part of their career for a time (e.g. 
when training). In Figure 22 the upper left-hand quadrant 
would depict such a trend (above-average use of tempo-
rary contracts in the economy, most of them voluntary). We 
can see that there are few countries here, so this situation 
is far from common in the EU. The Netherlands, Slovenia 
and Germany are closest to it, but the cause of the out-
come is different in each of these countries, as temporary 
contracts are used to address different situations – in the 
Netherlands such contracts are frequently used as proba-
tion periods, in Germany they are very widespread during 
training, and in Slovenia a large proportion of those sur-
veyed replied that they were not interested in permanent 
contracts. 
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Figure 21: Duration of temporary employment contracts 
(2008, %) 
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The lower left-hand quadrant features countries in which 
the share of involuntary temporary contracts is very low but 
the total percentage of temporary contracts is also rela-
tively low (below the EU-27 average). Here, then, the 
emphasis in this sense is on employee protection and 

temporary contracts do not have any great influence as 
regards increasing the flexibility of the labour market. A 
prominent example is Austria, where the total share of 
temporary contracts is just 9%, of which 12.5% are involun-
tary. This group of countries also contains Denmark, Ire-
land, the UK and others. However, these countries have a 
higher proportion of temporary contracts (around 40–50%).  

At the notional opposite end of the spectrum are three 
countries (Spain, Poland and Portugal) that have high 
values of both indicators. They have the highest share of 
temporary contracts in the EU-27 (roughly every third or 
fourth employment contract) and a large majority of these 
are concluded due to a lack of other opportunities (70–
90%). This high proportion of temporary contracts may 
therefore contribute more significantly to labour market 
flexibility, but does so at the cost of lower subjective satis-
faction of the individuals who are put in this situation invol-
untarily. One can say that such a situation is more advan-
tageous for employers.  

The lower right-hand quadrant features countries that have 
a below-average prevalence of temporary contracts, most 
of which are involuntary. This group of countries contains 
the Czech Republic along with, for example, Slovakia, 
Greece, Latvia, Romania, Bulgaria and, from the more 
developed countries, Belgium. A high rate of involuntary 
temporary contracts is an unfavourable phenomenon, but 
given the generally low share of temporary contracts in the 
economy this situation pertains to a relatively small number 
of employees. One can say that in these countries tempo-
rary work is a marginal choice that is often forced by cir-
cumstance. 

Figure 22: Comparison of the rate of temporary employment in the economy with the rate of involuntary tempo-
rary employment (2008, %) 
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In the Czech Republic, temporary contracts are most 
prevalent in sectors in which part-time work is also com-
mon (see above), with the exception of education. In ad-
ministrative and support service activities 19.9% of em-
ployment contracts are temporary ones. In real estate 
activities the figure is 15.4%, in arts, entertainment and 
recreation it is 14.5%, and in accommodation and food 
service activities it is 11.4%. Temporary contracts are least 
prevalent in electricity, gas, steam and air conditioning 
supply, transportation and storage, mining and quarrying, 
and financial and insurance activities (see Figure 23). 

In first place in the EU-27 as regards the share of tempo-
rary contracts is agriculture, forestry and fishing with 28.9% 
(in the Czech Republic the figure is just 6.3%). Seasonal 
work probably plays a role here, as this is more common in 
many European countries than in the Czech Republic. 
Similarly as in the Czech Republic, in the next places are 
arts, entertainment and recreation (22.8%), accommoda-

tion and food service activities (22.5%) and administrative 
and support service activities (19.7%). As in the Czech 
Republic, the sectors in which temporary contracts are 
least prevalent in the EU-27 are electricity, gas, steam and 
air conditioning supply, financial and insurance activities, 
and mining and quarrying. The real estate sector differs 
significantly, having the second-highest share of temporary 
contracts in the Czech Republic but the fourth-lowest in the 
EU-27 (8.6%, as against 15.4% in the Czech Republic). 
We can speculate that this is due to the relatively high staff 
turnover and labour market volatility in the real estate field 
in the Czech Republic. However, we do not have data 
available for a more detailed analysis.  

For comparison, Figure 23 also includes data for the Neth-
erlands, which has the most favourable temporary contract 
labour market in the EU, i.e. a relatively high proportion of 
temporary contracts, most of which are voluntary. 

Figure 23: Rates of temporary employment in individual sectors according to NACE rev. 2 (2008, %) 
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3.3 Earnings differentiation  
Earnings differentiation is an important feature of the labour 
market. It reflects not only individual characteristics such as 
education level and subject, work experience, work perform-
ance and sex, but also company characteristics such as 
product market position, labour productivity, ownership na-
ture, management methods and union strength. Earnings 
differentiation is also influenced by the state, primarily 
through the setting of minimum wage and social benefit 
levels, which play an important role in decisions to recruit 
low-paid workers. Earnings differentiation also reflects bal-
ances/imbalances between the supply of and demand for 
labour and for individual occupations.  

Earnings differentiation is analysed on the basis of data on 
the structure of earnings in relation to selected key factors 
that influence it, e.g. educational attainment, occupation, 
work experience as expressed indirectly by employees’ age, 
and sector of employment. Special attention is given to the 
earnings level in high-tech sectors. The situation in the 
Czech Republic is compared with that in the EU, and devel-
opments in the Czech Republic are studied in more detail. 
The gender perspective is not subject to analysis, even 
though the differences in earnings between men and women 
are still sizeable. A whole range of easily available domestic 
and foreign studies are devoted to this topic.  

Selected factors affecting earnings differences  

Educational attainment largely predetermines success in the 
labour market. People with higher education are less ex-
posed to unemployment, are out of work for shorter periods 
and tend to have more diverse opportunities and better pay. 
The term education premium is generally used to express the 
difference in earnings between employees with different 
levels of education. It reflects not only the expected higher 
labour productivity of such employees compared to those 
with a lower education level, but also the costs they incurred 
in obtaining a higher education as well as the length of time 
they were inactive in the labour market because of their 
studies and thus did not have regular work income.  

The earnings differences across individual occupations also 
reflect labour market imbalances. Excess supply of some 
occupations leads to a fall in the wages at which firms are 
willing to recruit, whereas insufficient supply gives people 
offering skills that are in demand a good bargaining position. 
For example, the rapid development of IT and its penetration 
into all fields of human activity has led to an imbalance in this 
segment of the labour market. This imbalance has, in turn, 
affected remuneration. In 2008, the mean earnings of com-
puter systems designers, analysts and programmers (ISCO 
2131) in the Czech Republic were around 20% higher than 
those of ISCO 21 employees (physical, mathematical and 
engineering science professionals). 

As a result of globalisation, the earnings differences across 
occupations are also being increasingly affected by interna-
tional mobility of both labour and vacancies. The strong 
labour potential of less developed countries is changing the 
labour market situation in more advanced countries. It is 
increasing the supply of labour for less-skilled occupations 
while simultaneously pushing down wages in such occupa-
tions, as the economic situation in the countries of origin of 
such workers means that they have lower wage demands. 
This strengthens earnings differentiation in favour of high-
skilled occupations.  

Recently, however, vacancy mobility has begun to counteract 
this trend. This no longer pertains solely to less skills- and 
knowledge-intensive vacancies, but is also starting increas-
ingly to effect vacancies requiring tertiary education. This 
change in the nature of mobile vacancies has been made 
possible mainly by a rising educational level of the young 
population in developing countries and by the wide availabil-
ity of advanced telecommunication services. Activities such 
as data processing, programming, design services and 
accounting are starting to move to countries with lower wage 
costs, and the range of such activities and thus also occupa-
tions can be expected to keep expanding. The occupations 
concerned are mostly relatively high-skilled yet easily stan-
dardised. Not only the migration of such activities itself, but 
also the mere possibility of migration is exerting pressure on 
wages in these occupations. Employees and the unions 
representing their interests vis-à-vis employers are usually 
willing to make concessions in exchange for a commitment to 
preserve jobs.  

Earnings differentiation versus educational attain-
ment in EU member states  

The international comparison of earnings differences is 
based on the results of surveys conducted under the meth-
odological guidance of Eurostat on the structure of earnings 
dating from 2006. Data on mean gross annual earnings are 
used to compare earnings differentiation in the Czech Re-
public and the EU according to the highest level of education 
attained. This is because such data are available for a more 
countries than the data on the mean hourly wage, which 
would be more suitable for comparison as they eliminate the 
effect of different paid working hours. As working hours are 
usually governed by legislation, it is reasonable to assume 
that the differences within individual countries are not great 
enough influence the relationship between earnings of em-
ployees with different educational levels. The highest level of 
educational attainment is monitored using the ISCED 97 
International Standard Classification of Education, a simpli-
fied description of which is given in Box 5.  

Box 5 – ISCED 1997 classification of education (simplified de-
scription) 
ISCED 1       Primary education (first stage of basic education com-

pleted). 
ISCED 2 Lower secondary education (second stage of basic 

education completed) – hereinafter basic education.  
ISCED 3 Upper secondary education (secondary school com-

pleted) – hereinafter secondary education. 
ISCED 4 Post-secondary education – hereinafter secondary 

education. 
ISCED 5A Tertiary education (bachelor’s or master’s degree 

completed) – hereinafter referred to as bachelor’s and 
master’s education. 

ISCED 5B  Lower tertiary education (study at tertiary professional 
schools or conservatoires) – hereinafter lower tertiary 
education. 

ISCED 6 Tertiary doctoral education – hereinafter doctoral edu-
cation.   

Earnings differentiation is analysed using the relationship 
between the earnings of employees with basic education and 
those of employees with a higher level of education, i.e. 
ISCED 2, ISCED 3–4, ISCED 5B and ISCED 5A. The analy-
sis only covers countries for which data are available for all 
four levels of education monitored, i.e. 21 EU member states.  
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Figure 24: Relationship of mean annual gross earnings of se-
lected educational levels to earnings of employees with basic 
education – ISCED 2 (2006, %) 
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As Figure 24 illustrates, earnings increase with increasing 
level of education. Employees with secondary education 
(ISCED 3–4) are paid 32% more, employees with lower 
tertiary education (ISCED 5B) 80% more, and employees 
with bachelor’s and master’s education (ISCED 5A) 114% 
more than employees with basic education (ISCED 2) on 
average for the EU-27. There are three exceptions from this 
general tendency, namely Ireland, Portugal and the UK, 
where ISCED 5B employees earn more than ISCED 5A 
employees.  

Compared to the EU-27 average, the Czech Republic has an 
above-average earnings premium for ISCED 5A employees, 
but a below-average earnings premium for ISCED 5B and 
ISCED 3–4 employees. In the Czech Republic in 2006, the 
mean gross annual earnings of ISCED 5A employees were 
almost 2.5 times the earnings of ISCED 2 employees, while the 
respective figures for ISCED 5B and ISCED 3–4 employees 
were 1.5 times and 1.3 times. In terms of remuneration, there-
fore, ISCED 5B employees are closer to ISCED 3–4 employees 
than to ISCED 5A employees. It is apparent that in the Czech 
Republic and a whole range of other countries the labour market 
does not put too much value on this education level.  

By comparing the mean data for the entire EU (EU-27) and 
the euro area countries (EA-13) which make up the eco-
nomically more advanced core of the EU (Belgium, Ger-
many, Ireland, Finland, France, Italy, Luxembourg, the Neth-
erlands, Austria, Greece, Spain, Portugal and Slovenia) one 
can infer that the earnings premium of tertiary-educated 
employees (ISCED 5) is higher in countries with a lower 
economic level, in which there is simultaneously a lower 
proportion of tertiary-educated people. This general relation-
ship does not apply absolutely. It does not mean that the 
country with the highest earnings premium for tertiary-
educated people (Slovakia) simultaneously has the lowest 
GDP (Romania) and the lowest proportion of tertiary-
educated people (Romania and Malta). 

Figure 25 compares EU member states according to GDP 
and the earnings premium of tertiary-educated employees. 
Tertiary-educated employees are those with bachelor’s and 
master’s education and graduates of tertiary professional 
schools (ISCED 5A, 5B). The earnings premium of the terti-
ary educated is expressed as the ratio of their mean gross 
annual earnings to those of employees with basic education 
(ISCED 2). The economic level of the individual countries is 
expressed relatively as the ratio of GDP per capita to the 
mean value of this indicator for the EU.  

Countries with a lower economic level and a higher earnings 
premium for tertiary-educated employees than the EU-27 
average are located in the upper left-hand quadrant of Figure 
25. The Czech Republic belongs to this group of seven 
countries (Slovakia, Poland, Hungary, Malta, Romania, 
Lithuania). All except Malta are post-communist countries 
that have undergone transformation from a centrally planned 
to a market economy and related profound structural 
changes. These structural changes have gone hand in hand 
with the introduction of new technology and growth in de-
mand for tertiary-educated workers, whose availability, how-
ever, is lower than in economically advanced countries (see 
Figure 26). 

The EU-27 member states also include countries that record 
both an above-average economic level and an above-
average earnings premium. There are only two such coun-
tries, namely Germany and Finland (the upper right-hand 
quadrant of Figure 25).  

By contrast, five countries had both a lower economic level 
and a lower earnings premium for tertiary-educated employ-
ees in 2006. These countries are shown in the lower left-
hand quadrant. This is the only quadrant in which the new 
member states (Bulgaria, Estonia and Slovenia) and old 
member states (Greece and Portugal) are both represented. 
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Figure 25: Education premium of tertiary-educated employees and GDP (2006, %) 
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The largest number of countries (eight) recorded a higher 
economic level and a lower earnings premium compared to 
the EU average. All of them are old member states. This 
quadrant contains Italy, Belgium, France, Denmark, the 
Netherlands, the UK, Ireland and Spain.  

Figure 26 compares EU countries according to the earnings 
premium of tertiary-educated persons and the availability of 
tertiary-educated labour force. The availability of tertiary-
educated labour force is expressed as the share of tertiary-
educated people aged 25–64 in this age category of the 
population.  

The Czech Republic belongs to the group of six countries 
which have a lower proportion of tertiary-educated labour 
force and a higher earnings premium. The other countries in 

this group are Slovakia, Poland, Hungary, Romania and 
Malta (see the upper left-hand quadrant of Figure 26). This is 
a similar set of countries as that in the comparison of the 
earnings premium and economic level. Again, all except 
Malta are former Soviet Bloc countries. In these countries, 
access to tertiary education was very limited for both political 
and capacity reasons. Several generations were denied the 
opportunity to attain tertiary education, so a lag behind coun-
tries with smooth democratic development is still apparent 
even though educational opportunities have been expanded 
significantly through both capacity increases at public univer-
sities and the creation of private colleges. As demand for 
tertiary-educated labour force comes into line with supply, the 
education premium can be expected to decrease and con-
verge to the level usually observed in countries with a higher 

Figure 26: Education premium of tertiary-educated employees and availability of tertiary-educated labour force (2006, %) 
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proportion of tertiary-educated people. The largest number of 
EU member states is located in the lower right-hand quad-
rant. These countries have an above-average proportion of 
tertiary-educated people, but employees with this level of 
education earn a below-average earnings premium. There 
are eight of them in all (France, Belgium, the Netherlands, 
Denmark, Ireland, the UK, Spain and Estonia).  

The third-largest group (five countries) consists of countries 
with a below-average proportion of tertiary-educated people 
and a below-average earnings premium. It contains three 
representatives of the old member states (Portugal, Italy and 
Greece) and two representatives of the new member states 
(Slovenia and Bulgaria). The least common combination is 
an above-average proportion of tertiary-educated people and 
an above-average earnings premium. This combination 
occurs in just two countries – Finland and Lithuania. Ger-
many has a unique position, with an average proportion of 
tertiary-educated people aged 25–64 earning an above-
average earnings premium.  

The correlation coefficient indicates that the relationship of 
the education premium of tertiary-educated employees to the 
economic level is roughly as strong as that to the share of 
tertiary-educated people in the population aged 25–64. The 
correlation coefficients are -0.50 and -0.46 respectively.  

The earnings premium of tertiary-educated employees can 
be expected to converge gradually within the EU as eco-
nomic convergence progresses, the availability of tertiary-
educated labour force increases in the new member states, 
and the free movement of labour intensifies.  

Given the data available, the tendency in the earnings pre-
mium of tertiary-educated people can only be assessed for 
the period 2002–2006. However, the 2002 data are more 
aggregated, the only figures available being those on the 
earnings of employees with at most a basic level of education 
(ISCED 0–2) and the earnings of employees with tertiary 
education, which covers employees with lower tertiary educa-
tion and bachelor’s, master’s and doctoral education (ISCED 
5–6).The 2006 data were therefore recalculated for the same 
education categories.  

Figure 27: Earnings premium of ISCED 5–6 employees (%) 
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As Figure 27 shows, the period 2002–2006 saw conver-
gence of the earnings premium of ISCED 5–6 employees 

between the new (EU-10) and old member states (EU-15). In 
the new member states the earnings premium of ISCED 5–6 
employees decreased by 10 p.p. while in the old member 
states it increased by 2 p.p. The difference between the new 
and old member states thus narrowed from 23 p.p. to 11 p.p. 
In the Czech Republic, however, the trend differed from the 
average in the new member states. The earnings premium of 
ISCED 5–6 employees in the Czech Republic further in-
creased, as the earnings of ISCED 5–6 employees rose 
faster than those of ISCED 0–2 employees.  

In the Czech Republic, overall earnings expressed in pur-
chasing power parity (see Figure 28) are lower than the 
average for the old member states (EU-15) but higher than 
the average for the countries that joined the EU in the same 
year as the Czech Republic (EU-10). In terms of earnings 
level, the Czech Republic is thus less attractive to investors 
than the other new member states. Mean earnings in the 
Czech Republic in 2006 were 14% higher than the EU-10 
average for all employees and 36% higher for ISCED 5–6 
employees. Comparing the earnings level with the earnings 
of employees in the EU-15, overall mean earnings in the 
Czech Republic were 49% of earnings in the EU-15. The 
earnings ratio of the tertiary educated is more favourable 
thanks to their relatively high earnings premium; in 2006 their 
mean earnings were 70% of the mean earnings of ISCED 5–
6 employees in the EU-15.  

Figure 28: Mean annual earnings overall and of ISCED 5–6 
employees (PPS)  
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table code:earn_ses06_30, date of access: 22. 9. 2009, own 
calculation. 

The earnings of ISCED 5–6 employees in the Czech Repub-
lic in 2006 converged significantly towards the earnings of 
such employees in the EU-15. In 2002 the earnings of the 
tertiary educated in the Czech Republic amounted to just 
55% of earnings in the EU-15, but by 2006 the figure had 
reached the aforementioned 70%. This shift was due to the 
fact that earnings in the EU-15 decreased slightly (by just 
under 1%) while earnings in the Czech Republic increased 
by almost one-quarter.  

However, the convergence of total mean earnings in the 
Czech Republic towards mean earnings in the EU-15 was far 
slower. Their ratio rose from 46% in 2002 to 49% in 2006. 
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This slower convergence was mainly due to the fact that in 
the Czech Republic total earnings rose more slowly than 
earnings of ISCED 5–6 employees (15% vs. 25%), whereas 
in the EU-15 total earnings rose more quickly than earnings 
of the tertiary educated (8% vs. -1%). In both cases, though, 
earnings growth was more dynamic in the Czech Republic 
than in the EU-15.  

Earnings differentiation versus educational attain-
ment in the Czech Republic  

The structural statistics on employees’ earnings published by 
the Czech Statistic Office (CSU) give a more detailed insight 
into the earnings of individual education categories of em-
ployees in the Czech Republic (see Box 6).  

Aggregated data for the entire Czech Republic are available 
for employees in the following five education categories: (a) 
basic and uncompleted basic education (ISCED 0–2), (b) 
secondary education without “maturita” examination (ISCED 
3C), (c) secondary education with “maturita” examination 
(ISCED 3A), (d) tertiary professional and bachelor’s, (e) 
master’s and doctoral. The comparison of earnings differ-
ences between the individual levels of educational attainment 
is based on median monthly earnings. This is the earnings 
level that divides employees into two halves, one half earning 
less than the median earnings level and the other half earn-
ing more. This indicator reflects earnings differentiation be-
tween individual education categories of employees better 
than mean earnings, which are affected by earnings differen-
tiation within these education categories. Internal earnings 
differentiation will be assessed later in this subchapter using 
the following two indicators: (a) the ratio between earnings in 
the 5th percentile and those in the 95th percentile, and (b) 
the coefficient of variation.  

Box 6 – Structural statistics on employees’ earnings 
The structural statistics on employees’ earnings are published by the 
Czech Statistical Office in cooperation with the Ministry of Labour and 
Social Affairs (MoLSA). All components of gross earnings as well as 
important personal details about employees, in particular sex, age 
and education, are determined directly. Two data sources are cur-
rently used: (a) the MoLSA’s Average Earnings Information System 
(ISPV), which is used to determine data on employees’ earnings in 
the business sector, and (b) the Finance Ministry’s Pay Information 
System, which is used to determine data on employees’ pay in 
budgetary and certain other organisations. The databases of the two 
information sources are consolidated into a single database used to 
calculate wages for the whole national economy. Unlike the ISP, the 
ISPV does not contain data for units with less than ten employees. 
The data are collected electronically directly from the relevant com-
pany databases. Legal and natural persons registered in the Com-
mercial Register are included in the survey. All sectors of the national 
economy are covered.  
In the structural statistics, gross earnings cover all wages and sala-
ries, including bonuses and other pay, all payments for time not 
worked (leave, holidays, etc.) and payments for being on call.   
Source: CZSO, Structure of employees’ earnings 2008 – Introduc-
tion. 

Monthly earnings depend on the amount of paid work time. 
The effect of this factor, however, is generally negligible – the 
differences between the individual education categories are 
very small. On average for the period 2002–2008, ISCED 3C 
employees worked the most paid hours per month (174.5 
hours) while ISCED 3A employees worked the least (171.9 
hours). The maximum monthly difference was less than 2.6 
hours. The differences between other employees are in the 
tens of minutes. University-educated employees worked 
172.8 paid hours per month, employees with basic education 

172.7 hours per month and employees with lower tertiary 
education 172.6 hours per month.   
Figure 29 shows that ISCED 3A employees and employees 
with tertiary professional and bachelor’s education are very 
close to each other in terms of median monthly earnings. 
Simplifying somewhat, we can say that in the Czech Repub-
lic the differences between the individual consecutive educa-
tion categories are usually two years, or three years in the 
case of tertiary professional and bachelor’s education. The 
additional years of study leading from ISCED 3A to tertiary 
professional and bachelor level are associated with the 
smallest earnings shift. In 2008 the earnings of the latter 
employees were only 10% higher than those of ISCED 3A 
employees. The largest earnings increase is associated with 
the attainment of master’s and doctoral education. In 2008 
the earnings of these employees were 32% higher than 
those of employees with tertiary professional and bachelor’s 
education. Roughly the same earnings shift is associated 
with the attainment of ISCED 3A and 3C. ISCED 3A employ-
ees had earnings 22% higher than ISCED 3C employees in 
2008, and the latter had earnings 24% higher than ISCED 0–
2 employees.  

Figure 29: Median gross monthly earnings of employees by 
level of educational attainment (CZK) 
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Source: CZSO (2008d), table A4, date of access:12. 11. 2009.  

In 2002–2008, only employees with tertiary professional and 
bachelor’s education saw a significant change in the remu-
neration of additional years of study. In 2002 their earnings 
were only 6% higher, but in 2008 they were 10% higher as 
mentioned above. It is apparent that employers are starting 
to get used to employees in this category, as indicated by the 
fact that their earnings are starting to get relatively closer to 
those of employees with master’s and doctoral education. In 
2002, the earnings of employees with tertiary professional 
and bachelor’s education stood at 73% of those with mas-
ter’s and doctoral education. By 2008 the figure had reached 
76%. In absolute terms, however, the difference in their 
earnings widened (from CZK 6,506 to CZK 8,270). Employ-
ees with tertiary professional education (certified specialists) 
and bachelor’s education are evidently gradually starting to 
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occupy higher-skilled jobs. Another factor here may be the 
fact that persons with some length of experience also begin 
to be represented in this segment of the labour force in 2008. 
As employees with this level of education have only been in 
the labour market since the turn of the millennium, their 
length of experience is thus still incomparably shorter than 
that of people with other types of education. Tertiary profes-
sional school graduates could have had no more than 10 
years’ experience by 2008, and graduates of bachelor’s 
degrees usually raise their level of education to master’s level 
through other forms of study at work. Issues of remuneration 
of length of experience are examined later in this chapter.  

The entry of certified specialists onto the labour market only 
since the turn of the millennium is due to the fact that study at 
tertiary professional schools started mainly in the 1996/97 
school year, when tertiary professional schools were enacted 
as a new type of college offering 2–3 and 5-year courses for 
those wishing to continue their studies after graduating from 
secondary school but interested in shorter and more practical 
courses. Owing to experimental testing of this type of study 
(1992/93–1996/97) its first graduates started appearing on 
the labour market in the second half of the 1990s. The num-
bers of graduates with lower tertiary education continued 
rising steadily thanks to graduates of the bachelor level of 
study, which started to be offered in particular by private 
universities, which were allowed to be established starting in 
1999/2000, and also to the gradual division of almost all 
university degrees into bachelor’s and master’s levels. The 
fact is, however, that the overwhelming majority of bachelors 
still continue to master’s level.   

Figure 30: Earnings differentiation within education categories 
(2008, CZK)  
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The distribution of earnings into individual percentiles also 
provides information on earnings differentiation. The follow-
ing Figure 30 shows gross monthly earnings in the 5th and 
95th percentiles of employees in the individual education 
categories. It is evident that earnings differentiation between 
the individual education categories is higher for employees 
with higher pay, i.e. those in the 95th percentile, than for 
employees with the lowest earnings, i.e. those in the 5th 

percentile. For example, the earnings of the worst paid em-
ployees with master’s and doctoral education are around 
double those of the worst paid ISCED 0–2 employees, and 
the earnings of the best paid employees with master’s and 
doctoral education are four times the same.  
The ratio of earnings in the lowest and highest percentiles 
also illustrates earnings differentiation within education 
categories. This increases with increasing education level. 
ISCED 0–2 and ISCED 3C employees have the least differ-
entiated earnings, with the highest earnings being around 
three times the lowest (3.2 and 3.3 respectively). There is 
greater earnings differentiation among ISCED 3A employees 
and employees with tertiary professional and bachelor’s 
education, where the highest earnings are around four times 
the lowest (3.7 and 3.8 respectively). The greatest earnings 
differentiation is recorded for employees with master’s and 
doctoral education, whose earnings in the 95th percentile are 
almost six times those in the 5th percentile (5.5). The internal 
earnings differentiation reflects internal differentiation in the 
skills requirements of individual jobs. People with basic edu-
cation can hold a relatively narrow range of jobs, whereas 
jobs associated with university education cover a wide spec-
trum. Earnings differentiation versus employment is exam-
ined later in this chapter.  
The coefficient of variation also provides information on 
internal earnings differentiation (see Figure 31). It confirms 
that internal earnings differentiation increases with increasing 
education level. The only exception is the earnings of ISCED 
0–2 employees, which are more differentiated than those of 
ISCED 3C employees. In 2008, internal earnings differentia-
tion was the equal for ISCED 3A employees and employees 
with tertiary professional and bachelor’s education. Earnings 
differentiation for ISCED 0–2 employees and ISCED 3C 
employees is relatively close.   

Figure 31: Coefficient of variation of mean gross monthly earn-
ings of individual education categories 2002–2008  
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Internal earnings differentiation increased slightly in 2008 
compared to 2002 for all education categories. The only 
exception was the earnings of employees with tertiary pro-
fessional and bachelor’s education, whose earnings level 
converged.  

Earnings differentiation versus educational attain-
ment and age in the Czech Republic 

Age to some extent reflects the work experience acquired 
during a worker’s career. However, we cannot assume a 
directly proportional relationship between an employee’s age 
and professional experience. Career paths can be inter-
rupted for a time by exit from the labour market, i.e. a period 
of labour inactivity, or a spell of unemployment. In addition, 
rapid technological progress, the changing structure of job 
opportunities and the changing demands on traditional occu-
pations are leading to more frequent changes in employment 
or employer. A lifelong profession or employer will increas-
ingly be characteristic only of people with very high and 
specialised education.  
As Figure 32 illustrates, the earnings level of employees in 
individual education levels depends on age. The degree of 
dependence increases with increasing level of education. 
This is due to differences in career progression opportunities. 
During their productive life, people with a lower level of edu-
cation have significantly narrower career (and thus also wage 
growth) opportunities than employees with a higher level of 
education. Jobs higher up the hierarchy are usually associ-
ated with at least ISCED 3A educational attainment.  

Figure 32: Mean gross monthly earnings of employees by 
education level and age (2008, CZK)  
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According to 2008 data, the mean gross monthly earnings of 
employees with secondary and lower education peak at 
the age of 30–34 years. After that, they decrease slightly and 
essentially stay constant. A change occurs at the age of 55–
64, when mean earnings increase somewhat. This is mainly 

because males are more strongly represented in this age 
category than in previous ones, as females have a lower 
retirement age. In all education categories men still have 
higher earnings than women. (In 2008 mean gross monthly 
earnings were CZK 29,628 for men and just CZK 21,939 for 
women, i.e. 74% of the male wage15.) Another factor may be 
that it is mainly those with higher earnings who remain in 
employment at this age.  

Employees with master’s and doctoral education aged 
35–39 were the best-remunerated category of employees 
with this level of education. Figure 32 shows that the starting 
salaries of employees with master’s and doctoral education 
are relatively low but rise sharply over the next 10–15 years 
as these workers gain experience and make career progres-
sion. Their remuneration in subsequent age categories de-
creases then stabilises. The 50–64 age category has more or 
less the same mean gross monthly earnings. The lower 
remuneration of the over-40s compared to the 35–39 cate-
gory is probably due to the fact that younger age categories 
of such educated people find work in sectors with high salary 
levels (e.g. finance and real estate, see below) and hold 
more senior positions because their education is more up to 
date, they have been partly educated abroad, and they have 
better language skills.  

Earnings differentiation shows a similar pattern with respect 
to age for employees with tertiary professional and bachelor’s 
education as for employees with master’s and doctoral edu-
cation. In 2008, the 35–39 age category had the highest 
earnings. The earnings of older age categories were lower. 
As tertiary professional school graduates and bachelors 
starting entering the labour market only at the turn of the 
millennium, at the age of around 22 years, employees who 
reached the age of 30 or more in 2008 must be represented 
mainly by graduates of conservatoires. According to the 
earnings structure survey, their careers – and thus also their 
remuneration – peak at the age of 30–39 years. 

Earnings fall among the over-65s regardless of educational 
attainment. Gross monthly earnings of ISCED 0–2 and 
ISCED 3C employees are below the starting wages of the 
under-19s with an equivalent education level. For employees 
in the other education categories the earnings decline is also 
large, but their earnings level is not below that of the young-
est employees. The mean gross monthly earnings of the 
oldest population category are also affected by the fact that 
employees in this age category are usually employed only 
part time. Their wage demands also tend to be much lower, 
as they are receiving old-age pensions as well as wages.   

Earnings differentiation versus employment 

Earnings differentiation is analysed in relation to job held 
using the International Standard Classification of Occupa-
tions (ISCO). The Czech version of the ISCO has the KZAM  
abbreviation and a similar structure. The international ISCO 
is a four-digit classification, whereas the Czech version is a 
five-digit one. Given the statistical data available, only the 
one-digit breakdown is used here. It distributes all occupa-
tions into ten classes. However, the tenth class, comprising 
members of the armed forces, is excluded from the analysis. 
Box 7 gives an overview of the ISCO.  

There is a relatively strong link between educational attain-
ment and job held. Persons with a higher education level 
mostly hold higher-skilled jobs. They are employed mainly as 

                                                 
15 Source: CZSO (2008d), table A1, own calculation.  
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senior officials and managers (ISCO 1), professionals (ISCO 
2) and technicians and associate professionals (ISCO 3). 
Earnings differentiation between individual occupations is 
compared using the earnings premium, which is expressed 
as the ratio of their earnings to those of workers in elemen-
tary occupations.  

Box 7 – International Standard Classification of Occupations 
(ISCO)  
ISCO 1 – Legislators, senior officials and managers 
ISCO 2 – Professionals 
ISCO 3 – Technicians and associate professionals 
ISCO 4 – Clerks 
ISCO 5 – Service workers and shop and market sales workers 
ISCO 6 – Skilled agricultural and fishery workers 
ISCO 7 – Craft and related trades workers 
ISCO 8 – Plant and machine operators and assemblers 
ISCO 9 – Elementary occupations 
ISCO 0 – Armed forces 
Source: CZSO – Classification of Occupations 
http://www.czso.cz/csu/klasifik.nsf/i/kzam_systematicka_cast 

Figure 33: Ratio of earnings in individual occupations to earn-
ings of persons working in elementary occupations (2006) 
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Figure 33 shows that employees in more senior jobs than 
elementary occupations are remunerated better in the Czech 
Republic than the EU average. The sole exception is plant 
and machine operators, whose earnings premium is equal to 
the EU average (39%). By contrast, the earnings of agricul-
tural workers, for example, represent 108% of the earnings of 
employees in elementary occupations on average in the EU 
and 138% in the Czech Republic. Another example of a 
major difference is the earnings of senior officials and man-
agers, which was 309% of the earnings of employees in 
elementary occupations on average in the EU and 327% in 
the Czech Republic. It is clear that high skills are better re-
munerated in the Czech Republic than in the EU on average. 

Although educational attainment is the key prerequisite for 
performing a particular occupation, it is not the only one. 
Table 8 shows that persons at almost all education levels 

were represented in all occupations in the Czech Republic in 
2008 according to earnings structure survey data. A signifi-
cantly higher-than-necessary education level (tertiary educa-
tion in ISCO 4–8 jobs) is particularly prevalent among foreign 
employees, for whom the language barrier is an obstacle to 
working in jobs with commensurate skills requirements (for 
details see the foreign employment subchapter). 

Table 8: Education premium of employees with different educa-
tion levels working in same occupations in the Czech Republic 
(2008, %)  

Education level 

Employment 
  ISCED 

3C 
ISCED 

3A 

Tertiary 
profes-
sional 
and 

Bache-
lor’s 

Master’s 
and 

Doctoral 

ISCO 1 0.88 1.67 1.21 1.57 
ISCO 2 1.01 1.09 1.01 1.25 
ISCO 3 1.08 1.02 1.03 1.40 
ISCO 4 1.05 1.17 1.14 1.29 
ISCO 5 1.12 1.25 1.24 0.92 
ISCO 6 1.08 1.04 1.23 0.83 
ISCO 7 1.17 1.05 0.98 1.09 
ISCO 8 1.13 1.06 1.10 0.89 
ISCO 9 1.10 1.06 0.95 1.09 

Note: The education premium is calculated as the ratio of mean 
gross monthly earnings of employees with individual education levels 
to earnings of employees with basic education in the same occupa-
tion. Source: CZSO (2008d), table C6, own calculation. 

The education premium can be used as an indicator of the 
education level that is best remunerated in individual occupa-
tions. The earnings structure survey reveals that for ISCO 2, 
ISCO 3 and ISCO 4 occupations in the Czech Republic 
university education is the best remunerated relative to other 
education levels. Compared to other education levels, ISCED 
3A pays off the most for senior officials and managers. This 
finding is generally surprising, since university education 
might have been expected to be the best remunerated for 
this occupation category as well. Clearly a factor here is the 
remuneration of managers of small firms, who are simultane-
ously the owners of such firms. The ISCED 3A education 
level is also the best remunerated for service workers and 
shop and market sales workers (ISCO 5).  

Compared to employees with higher education levels, ISCED 
3C employees are the best remunerated as craft and related 
trades workers (ISCO 7), plant and machine operators and 
assemblers (ISCO 8) and workers in elementary occupations 
(ISCO 9). For these less-skilled occupations a higher educa-
tion level is not an advantage. Skills and techniques learned 
during training and in practice are most valued. 

Given that for individual types of occupation, persons with an 
education level lower or higher than generally required for the 
relevant occupation are represented in only a very limited 
number in the sample analysed, these conclusions – and in 
particular the indicator values (i.e. education premia) – 
should be regarded as illustrative.  

Earnings in high-tech and knowledge intensive sectors  

The fact that higher earnings are associated with higher 
education levels and higher-skilled jobs should also be re-
flected in the differences in earnings between individual 
sectors. Knowledge intensive sectors should offer higher 
wages than less demanding sectors. 
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Figure 34: Ratio of mean annual earnings in high-tech manufacturing industries to earnings in manufacturing as a whole (2006, %)
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EUROSTAT divides manufacturing into four categories 
according to technological intensity and thus also skills inten-
sity. The first two categories represent high-technology in-
dustries and the second two categories low-technology 
industries. Earnings differences will be analysed only for 
high-technology and medium-high-technology industries. An 
overview of the industries classed as high-tech and medium-
high-tech industries is given in Box 8.  

Box 8 – High-technology and high-skilled manufacturing indus-
tries (NACE)  
High-technology industries 
NACE 30 – Manufacture of office machinery and computers 
NACE 32 – Manufacture of radio, television and communication 

equipment and apparatus 
NACE 33 – Manufacture of medical, precision and optical instru-

ments, watches and clocks 
Medium-high-technology industries 
NACE 24 – Manufacture of chemicals and chemical products 
NACE 29 – Manufacture of machinery and equipment n.e.c. 
NACE 31 – Manufacture of electrical machinery and apparatus n.e.c. 
NACE 34 – Manufacture of motor vehicles, trailers and semi-trailers 
NACE 35 – Manufacture of other transport equipment 
Source: Eurostat, 
http://epp.eurostat.ec.europa.eu/cache/ITY_SDDS/Annexes/htec_esms_
an2.pdf 

Figure 34 shows that earnings in high-tech manufacturing 
industries were 9% higher than earnings in manufacturing 
as a whole on average for the EU-27 in 2006. This conclu-
sion does not apply, however, to all the member states. In 
four countries (Slovenia, Estonia, Luxembourg and Cyprus) 
earnings in high-tech manufacturing industries were con-
versely lower, and in one country (Greece) they were the 
same. Employees in high-tech manufacturing industries had 

the lowest earnings by comparison with earnings in manufac-
turing as a whole in Cyprus (71%), while employees in Latvia 
had the best earnings conditions (134%).  

The relative earnings of employees in high-tech manufactur-
ing industries in the Czech Republic are below the EU aver-
age. Employees in high-tech manufacturing industries had 
only 5% higher earnings than employees in manufacturing as 
a whole. Abstracting from other factors, the earnings gap of 
employees in high-tech manufacturing industries should 
reflect the gap in the difficulty of the work they do. It can be 
expected, therefore, that in countries where earnings in high-
tech manufacturing industries differ little from earnings in 
manufacturing as a whole, the skills requirements for em-
ployees differ little as well. In such countries, including the 
Czech Republic, lower stages of production tend to be repre-
sented in high-tech industries and the skills structure of 
employees is skewed towards a higher proportion of persons 
with secondary rather than tertiary education.  

Medium-high-tech manufacturing industries comprise five 
industries in all (see Box 8). The earnings of employees in 
these industries are the same on average for the EU-27 as 
earnings in high-tech industries. The Czech Republic and 
Spain are countries in which the situation is the same as the 
EU average. 

There are countries in the EU where earnings in medium-
high-tech manufacturing industries are higher than those in 
higher-tech industries. There were 12 such countries in 2006 
– six old member states (e.g. the Netherlands, Ireland and 
Germany) and six new ones (e.g. Cyprus, Estonia and Slo-
venia). High-tech companies in these countries employ 
workers with a lower education level than lower-tech compa-
nies. This is linked with a need for machine operators and 
elementary workers, which is evidently higher in higher-tech 
industries.  
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Figure 35: Ratio of mean annual earnings in medium-high-tech manufacturing industries to earnings in high-tech manufacturing 
industries (2006, %) 
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In the remaining 13 EU states, earnings in lower-tech manu-
facturing industries are lower than earnings in higher-tech 
industries. This difference is negligible in some states (for 
example 1% in the UK, Italy and Bulgaria) and much larger in 
others (for example 18% in Malta).   
In more advanced economies, services are playing an in-
creasingly important role. EUROSTAT divides services into 
four categories according to technological and knowledge 
intensity: (a) high-tech services, (b) market services, (c) 
financial services, (d) other knowledge-intensive services. An 
overview of the services forming the individual categories of 
high-tech and knowledge-intensive services is given in Box 9.  

Box 9 High-tech and knowledge-intensive services 
High-tech services 
NACE 64 – Post and telecommunications 
NACE 72 – Computer and related activities 
NACE 73 – Research and development 
Market services 
NACE 61 – Water transport 
NACE 62 – Air transport 
NACE 70 – Real estate activities 
NACE 71 – Renting of machinery and equipment without operator 

and of personal and household goods 
NACE 74 – Other business activities 
Financial services 
NACE 65 – Financial intermediation, except insurance and pension 

funding 
NACE 66 – Insurance and pension funding, except compulsory 

social security 
NACE 67 – Activities auxiliary to financial intermediation 
Other knowledge-intensive services 
NACE 85 – Health and social work 
NACE 80 – Education 
NACE 92 – Recreational, cultural and sporting activities 
Source: Eurostat, 
http://epp.eurostat.ec.europa.eu/cache/ITY_SDDS/Annexes/htec_esms_
an2.pdf 

Earnings in high-tech and knowledge-intensive services 
(demanding services) are higher on average in the EU than 

earnings of employees in high-tech and medium high tech 
manufacturing industries (demanding industries) (see Figure 
36). However, this relationship is not typical of all the member 
states. On the contrary, in eight countries earnings in de-
manding industries exceed earnings in demanding services. 
All eight are old member states belonging to the economically 
advanced core of the EU. Examples include the Netherlands, 
Finland and Germany, where earnings in high-tech services 
are around 10% lower.   

The biggest difference in favour of employees in demanding 
services was recorded by Cyprus (84%). With the exception 
of Cyprus, Luxembourg and Portugal, earnings are most 
skewed in favour of employees in demanding services, i.e. 
by around 30% or more, in countries that underwent a rela-
tively long period of central planning. These countries include 
the Czech Republic, where earnings in these services ex-
ceed earnings in high-tech manufacturing industries by 30%.  

Simplifying somewhat, one can say that this difference is 
greater in less developed countries than in more developed 
countries. This is linked with the fact that in less developed 
countries the availability of tertiary-educated labour force is 
more limited and its education premium is higher, and with 
the fact that in these countries the preponderance in the 
share of tertiary-educated labour force in demanding services 
over that in high-tech manufacturing industries is greater than 
in more developed countries.  

Two facts are apparent from Figure 36: (a) in all EU countries 
the share of tertiary-educated labour force in demanding ser-
vices is greater than that in demanding industries, and (b) the 
earnings difference in favour of employees in these services 
increases with increasing difference in the share of tertiary-
educated labour force (ISCED 5–6).  

Mean earnings in demanding services are the outcome of 
different earnings levels in the individual categories of sectors 
that qualify as such services. The starting point for comparing 
earnings differences between the four segments of high-tech 
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Figure 36: Difference in share of tertiary-educated labour force in high-tech and knowledge intensive services versus its share in 
high-tech manufacturing industries (p.p.) and ratio of mean annual earnings of employees in high-tech and knowledge intensive  
services to earnings of employees in high-tech manufacturing industries (2006, %) 
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and knowledge-intensive services is earnings in high-tech 
services. Earnings in the remaining three segments, i.e. 
market services, financial services and other knowledge-
intensive services, are related to their level (see Figure 37).  

If earnings in high-tech services represent 100%, then in the 
EU as a whole earnings in financial services stand at 123%, 
earnings in other knowledge-intensive services at 85%, and 
earnings in market services at 81%. If the earnings ratios 
reflected the ratios in the shares of tertiary-educated labour 
force, the ranking would have to be different. On average for 

the EU, tertiary-educated employees are most represented 
among employees in other knowledge-intensive services 
(48.3%), followed by high-tech services (41.8%), financial 
services (38.8%) and market services (38.4%).  

In the Czech Republic, as with the EU average, the best 
remunerated employees worked in financial services (147%). 
In second place were employees in high-tech services 
(100%) and in third place were market services employees 
(83%). Employees in other knowledge-intensive services had 
relatively the lowest earnings (72%). 

Figure 37: Earnings differentiation in high-tech and knowledge-intensive services (2006, %)
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As with the EU average, the ranking by shares of tertiary-
educated labour force in total employment in the individual 
segments of high-tech and knowledge intensive services in 
the Czech Republic is also different. The highest share of the 
tertiary educated in the Czech Republic is recorded by other 
knowledge-intensive services (33.5%), where, however, 
earnings are relatively the lowest. In second place are high-
tech services (31.6%), in third place are market services 
(30.3%) and in last place are financial services (27.4%), 
despite being first in terms of remuneration.16 The substan-
tially lower representation of the tertiary educated in the 
individual segments of high-tech services compared to the 
EU is due to the generally low representation of the tertiary 
educated in the population. In 2006, the tertiary educated 
(ISCED 5–6) accounted for just 13.5% of the total population 
aged 25–64 in the Czech Republic, while the EU-27 average 
was 22%.  

Financial services are best remunerated in Romania 
(185%). Other post-communist countries occupy the subse-
quent places in the notional ranking. With a share of 147%, 
the Czech Republic has the sixth-highest remuneration in 
these services. Financial services started evolving in post-
communist countries as their market economies developed. 
To recruit employees with high skills levels, these services 
offer a high earnings premium derived from the profitability of 
this sector. In the Czech Republic, market services employ-
ees also enjoy an above-average earnings premium (83% 
vs. 81%). 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

                                                 
16 Source: Eurostat, LFS, annual means for 2006, own calcula-
tion. 

However, employees in other knowledge-intensive services – 
especially education and health and social care – are signifi-
cantly under-remunerated in the Czech Republic compared 
to the EU average (72% vs. 85%). These are activities 
whose quality and availability are exceptionally important for 
the future direction of individual countries and for the present 
situation/contentment of the population. The earnings situa-
tion of employees in this segment of knowledge-intensive 
services is typically adverse in post-communist countries 
(Slovakia: 55%, Bulgaria: 61%, Poland: 69%), where the 
earnings gap compared to earnings in high-tech services is 
greatest. Only in three EU countries are the earnings of 
employees in other knowledge-intensive services equal to or 
higher than those of employees in high-tech services 
(Greece, Italy and Cyprus).   

The standard deviations reveal that earnings in the high-
tech and knowledge-intensive services sector are least 
differentiated in Greece, Finland, Ireland, Sweden and 
Cyprus (standard deviations: 10–12). By contrast, the big-
gest differences are recorded by Romania, Lithuania, Lat-
via, Estonia and Hungary (standard deviations: 35–53). The 
Czech Republic ranks among the countries with the highest 
earnings differentiation (standard deviation: 33). It is evident 
that the countries that underwent a relatively long period of 
earnings equalisation under central planning are now going 
through a period of relatively higher earnings differentiation 
than is the norm in countries in which the market economy 
has evolved continuously. 



 

80 

                     QUALITY OF HUMAN RESOURCES ● CONSLUSION 

4. Conclusion 
The quality of human resources as a factor of the Czech 
Republic’s competitiveness was examined in three chapters. 
The first chapter deals with the preparation of human re-
sources for occupations that require tertiary qualifications in 
science and technology disciplines, and with the employment 
situation of graduates of these programmes. The second 
chapter analyses the decisive aspects of participation of the 
adult population in continuing education and training (CET) 
and the penetration of ICT into CET.   The third chapter is 
concerned with foreign employment, flexible employment 
contracts and wage differentiation as important elements of a 
flexible labour market. The position of the CR within the EU is 
identified in all three chapters.  

Preparation of human resources for skills-intensive 
occupations  

Technological advancement and structural changes that take 
place in economies and lead towards more technology-
intensive production and services intensify the demand for 
skilled labour. Moreover, there are growing requirements and 
demand for graduates of science and technology disci-
plines. The PISA international study has provided evidence 
that the Czech Republic continues to pay inappropriate 
attention to encouraging young people to study these fields. 
When the so-called scientific literacy was examined, Czech 
pupils did relatively badly in answering questions scientifically 
and, on the other hand, they were very successful in practical 
application of knowledge. In countries where as young as 
basic school pupils have good results in these areas, there is 
a higher proportion of students and graduates of science and 
technology programmes at tertiary level.  

Interest in studying at higher education institutions in the 
Czech Republic is constantly growing. In the 2003-2008 
period there was an increase both in the number of applica-
tions filed (by 38.5%) and in the number of applicants (by 
37%). However, there are considerable differences between 
various fields of study. Humanities and business disciplines 
are traditionally most sought-after – the number of applicants 
for these programmes increased by 73% in the 2003-2008 
period, while for science and technology fields the increase 
was only 25%.  As regards S&T programmes, there is a 
constant increase in the ratio of persons admitted to those 
who turned up for entrance examinations. The level of this 
indicator (for technology fields it is 90%) points to a growing 
willingness on the part of institutions to admit also less capa-
ble applicants in order to maintain a certain number of stu-
dents that is important for their operation.    

The proportion of students in science and technology 
programmes of tertiary education in the CR decreased in 
the 2003-2007 period, similarly to the EU-27. However, in 
terms of comparison the decline in the CR was many times 
larger. As for sciences, the drop was 0.8 percentage points 
(p.p.) for the CR as compared to 0.2 p.p. for the EU-27, and 
for technology fields it was 6.3 p.p. for the CR and 1 p.p. for 
the EU-27. The largest decrease occurred in architecture and 
building (2.4 p.p.), while the only sub-category where an 
increase occurred was computing (04 p.p.) 

The proportion of female students in the total student 
population in tertiary education in the CR is constantly grow-
ing. This means that this proportion in the total number of 
students in science and technology programmes is also 
increasing. In the 2001-2007 period this proportion in sci-
ences grew from 24.3 % to 35.1 %, and in technology pro-

grammes it remained roughly at the initial level – i.e. some 
25%. In terms of comparison with the European Union the 
CR ranks at a below-average level for the proportion of 
female students in sciences (the EU-27 average was 38.2% 
in 2007), and for this proportion in technology programmes it 
hovers at around the average level (the EU-27 average was 
24.6%).  

In connection with the Bologna Declaration most higher 
education institutions switch to a three-cycle structure of 
studies where the largest emphasis is placed on Bachelor 
level. Evidence of this is, among other things, the gradual 
development of the number of tertiary education graduates 
as broken down according to study programmes. The num-
ber of the graduates of Bachelor studies in the Czech Repub-
lic grew by 290% in the 2003-2008 period, and the number of 
the follow-up Master degree graduates and Doctoral gradu-
ates also increased (by 155% and 47% respectively).   

The development in the number of graduates of science 
and technology programmes faces the problem of frequent 
dropouts, particularly in technology fields. Due to a limited 
number of applicants technology-focused HE institutions 
admit a larger body of students where there is a higher per-
centage of those less talented and also those who perceive 
the technical institution as a safeguard in the event of not 
getting admitted to a programme in which they are interested 
more.  Therefore it is not an exception that these students 
leave the institution as early as the first year of studies either 
because they cannot cope with the requirements or because 
they have got admitted to the programme they prefer.  

The proportions of students in most fields within science and 
technology programmes in the total number of students 
grew in 2003-2007. The largest increase occurred in envi-
ronmental protection (1.1 p.p.) and computing (0.7 p.p.). On 
the contrary, this proportion decreased for physical science 
(0.4 p.p.). The proportion of graduates of both sciences and 
technology disciplines increased in the CR in this period (1.3 
and 1 p.p. respectively), while the EU-27 saw a decrease 
(0.4 and 1 p.p. respectively). The CR occupies one of the top 
places as for the absolute increase in the number of gradu-
ates of these fields. With five years being the average length 
of studies, this corresponds to an increasing proportion of 
students in these fields until 2002. Then the proportion began 
to diminish. We may therefore expect that the proportion of 
graduates of science and technology programmes will de-
crease in the upcoming years.  

The forecast of the number of graduates in the Czech 
Republic until 2014 confirms the trend towards more ad-
vanced levels of education. From 2006 until 2014 the propor-
tion of graduates of secondary programmes without 
“maturita” in the total number of graduates? is expected to 
decrease from 25% to 11%. As concerns graduates of sec-
ondary programmes with “maturita” there will be a decrease 
from 46% to 29%. As distinct from this, the proportion of 
graduates of tertiary education will double from 29% up to 
61%. In the 2008-2013 period there will be a slight increase 
in the number of graduates of so-called other engineering 
fields at tertiary level (i.e. engineering fields excluding me-
chanical engineering, metal casting, metallurgy, electrical 
engineering, energy, building and architecture) – from 4.4 
thousand to 6.3 thousand. The number of graduates of sci-
ences will also increase from 4.4 thousand to 7.1 thousand.   
Another aspect that is important for the competitiveness of 
the economy is the situation of these graduates at the labour 
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market. The employment of graduates of science pro-
grammes in the 25-29 age group was 75% in 2007, for tech-
nology graduates it was slightly higher – 80%. The CR ranks 
below the EU-27 average for these indicators. The figures for 
the EU-27 were 81.1 % and 87.2 % respectively. In the CR 
there also was a relatively high percentage of graduates who 
were economically inactive for various reasons such as 
childcare, foreign internships or further studies. In the 30-34 
age group the employment of graduates in the CR was 
considerably higher (90.7% for science graduates and 90.9% 
for technology graduates.  

Graduates of technology disciplines often found employment 
as late as after completion of studies (69.8%), and only a 
small share of them worked still during studies (16,4 %). A 
slightly higher percentage of graduates of science pro-
grammes had a job during studies pracoval již při zaměst-
nání-V ČJ JE MYSLÍM CHYBA (21.5 %). However, the 
average for other fields was 28.7 %. Most technology gradu-
ates found a job by contacting employers on their own initia-
tive  (30.3 %), whereas graduates of sciences more often 
combined several strategies – apart from their own initiative 
they also sought assistance of their family or friends, and 
used the Internet. A clearly predominating proportion of 
graduates got a permanent employment contract in their first 
job – this percentage was higher for technology graduates 
(72.1%) compared to    science graduates (64.4%). This 
proportion further grew in the second and third job.  

The identification of requirements for the knowledge and 
skills of graduates of science and technology programmes 
constitutes an important source of information. This informa-
tion may be used to inform systemic changes in various 
areas, particularly in tertiary education, and also to assist the 
students and graduates themselves. According to employ-
ers, the most important feature in all employees doing jobs 
based on science and technology qualifications is mastery of 
one’s own discipline. This feature accounts for an average of 
50% of their qualification profile. The weight of the graduates’ 
specialist knowledge is larger in technical disciplines as 
compared to, for example, humanities and social sciences. A 
thorough knowledge of ones’ own field is of key importance. 
However, it does not suffice.  

The second place in terms of importance is occupied by 
language competencies (17 %). The requirements for 
foreign language skills in individuals working in technology 
and science fields have recently been growing rapidly. This 
is, to a large degree, the result of foreign investors’ stakes in 
Czech enterprises and internationalisation of manufacturing 
processes that require communication with foreign partners. 
The command of one foreign language is a must, the knowl-
edge of another language is an advantage. In view of the 
considerable degree of dependence of Czech producers on 
German consumers and partners, the second most fre-
quently required language is German.   

The importance of soft skills was rated, on average, to 
amount to 12% of the overall qualification profile. The most 
important soft skills included, according to the rating, innova-
tiveness and presentation and teamwork skills. The employ-
ers’ emphasis on the innovativeness of employees is the 
result of the fact that innovation is the driving force behind the 
development of enterprises and the entire economy. More-
over, generation of new ideas is not separated from the work 
process and it is becoming an integral part of it.   

It is clear from the above that graduates will be increasingly 
required to display a certain balance of specialist knowledge, 

knowledge of other disciplines and soft skills. As regards the 
rating by employers, mastery of one’s own filed and team-
work received the highest scores, while business knowledge, 
knowledge of other disciplines and assertiveness were at the 
bottom of the scale. Employers are surprisingly satisfied with 
the level of graduates’ language skills, which they consider to 
be very important. The rating of other soft skills is around the 
average. Therefore we may say that employers are not 
particularly negative about the overall knowledge and skills of 
graduates.   

The strengths mentioned by graduates of science and tech-
nology fields included, above all, mastery of one’s own disci-
pline (43.8%). As concerns soft skills, work with a PC and the 
Internet was most frequently seen as a strength (38.7%)  as 
well as analytical thinking (34,8%). If we compare men and 
women as they assess their strengths, it is clear that women, 
in general, rank their soft skills more highly whereas men 
concentrate more on mastery of own discipline. 

According to graduates, their most severe problem is profi-
ciency in a foreign language. 56.4% graduates of science 
and technology programmes mentioned this as a weakness. 
It is more often technology graduates who see this as a 
problem. As for innovativeness – i.e. the ability to come up 
with new ideas and solutions - a higher proportion of gradu-
ates think this is a weakness (6.3%) as compared to those 
for whom this is a strength (4.4%). However, the low number 
of answers suggests that, in general, graduates do not con-
sider this ability to be overly important and necessary.   

Graduates believed that, for nearly all skills, the level they 
had acquired was above the average as compared to what 
was required in their current job. Work with a PC and the 
Internet received the highest scores in this respect, the ability 
to “sense” new opportunities was rated the lowest. As con-
cerns most of the skills assessed graduates do not see major 
differences in the level acquired and that required by the 
employer. This means that the graduates’ level of skills is 
more or less in line with what their current employment de-
mands.   

However, when we compare the answers of employers and 
graduates it is revealed that graduates largely overestimate 
their skills. As regards soft skills, the largest differences can 
be seen in the assessment of innovativeness. As opposed to 
graduates employers believe this is the most important of soft 
skills, and it is evident that employers think this skill is less 
developed in the graduates as compared to what the gradu-
ates think. The problem is that unless graduates get an 
opportunity to show their innovativeness, their self-evaluation 
in this respect may be inappropriate to a large degree.  

As for the use of the graduates’ knowledge and skills at 
work, nearly one fifth of them declare that their knowledge 
and skills very little used in their first job after graduation or 
not used at all.  On the other hand a large group of graduates 
(also one fifth) realise – and this also applies to their current 
job - that the job requirements are higher than the level of 
their knowledge and skills. This applies more to technology 
graduates who enter the market and immediately face rapid 
technological development with which educational institutions 
often cannot cope.  

Overall, graduates fare well at the labour market in most 
European countries. Mastery of one’s own discipline contin-
ues to be the most important precondition for success at the 
labour market – both in traditional and new occupations.  In 
addition to the traditional requirements for expertise in one’s 
own field there are increasing requirements for the following 
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competencies: mobilisation of human resources, functional 
flexibility, management of innovation and knowledge, and 
international orientation. 
The requirements for the aforementioned skills are more or 
less universal. The level required is relatively high with small 
differences between the competencies. Although the level of 
these competencies among graduates is, on the whole, 
relatively high, not always does it match the level required 
from a particular graduate in a particular job. Employers do 
not make use of graduates’ capacities particularly in man-
agement of innovation and knowledge. It is mainly private 
companies that operate at an unstable market and do not 
make an optimal use of human capital. As distinct from this, 
organisations wishing to be top innovators display a better 
ability to use the graduates’ potential in this respect.  

Continuing education and the information society  

Continuing education and training in the context of the rapidly 
changing labour market and employers’ requirements are 
becoming more and more important. In virtually all European 
countries, and the Czech Republic is no exception, we can 
see growing investment in CET.   

In terms of the overall rate of participation in continuing 
education and training the CR’s ranking is average among 
EU countries. However, as compared to 2003 there has 
been a major increase in this rate in the CR. Due to this the 
gap between the rate of participation in CET in the CR and 
the average for the EU-27 and other developed countries has 
been diminishing in recent years. As for this participation, 
Nordic countries are traditionally the leaders with some West 
European countries at their heels (e.g. the United Kingdom). 
As regards new member countries, Slovenia and the Baltic 
countries (e.g. Estonia) are also getting closer. The CR falls 
within a large group of countries of Central and Southern 
Europe where the overall rate of participation fluctuates 
below the EU-27 average. However, within this group the CR 
ranks among the better performers in this respect. 

The major increase in the overall rate of participation in CET 
in the CR was the result of two main factors. The first factor 
was a robust economic growth in the CR in 2003-2008. Due 
to this development the rate of unemployment fell signifi-
cantly and the labour market could more easily meet the 
growing requirements on the part of employers. Companies 
were forced to invest in staff development as the mismatch 
between the knowledge and competencies required and 
those offered increased. At the same time a new trend ap-
peared which made the situation concerning demand for 
labour more complicated: companies were stiffening their 
requirements, the selection criteria were tougher, and they 
would not do with job applicants who did not meet the job 
requirements in full. The second important factor was the 
inflow of resources from EU structural funds. In the budgetary 
period of 2004-2006 there was the Operational Programme 
Human Resources Development, the follow-up to which is 
the Operational Programme Education for Competitiveness 
for 2007-2013, and also partly the Operational Programme 
Human Resources and Employment. As a result of unfa-
vourable economic forecasts public support for continuing 
education and training is likely to play a more important role 
in the upcoming years than has so far been the case. 

In terms of comparison with other European countries, con-
tinuing education and training in the CR has certain specific 
features. First of all, the CR displays an above-average rate 
of participation in CET on the part of employed individu-
als, while the rates are far worse for the unemployed and 

economically inactive people. The explanation of this is 
related to one factor that affects the overall participation: CET 
is, in most cases, an initiative of employers who train their 
staff in the skills needed for specific jobs.  CET undertaken 
because an individual feels the need for it is less frequent, 
and the respective data for the unemployed and economi-
cally inactive part of the population of the Czech Republic fall 
deep below the EU average. Unfortunately, this may work as 
a factor of long-term and structural unemployment as people 
who are temporarily out of the work process do not see a 
clear link between enhancement of their knowledge and skills 
on the one hand and the chances of finding good employ-
ment on the other hand.  

The extensive involvement of employers in the coverage of 
the costs of CET contributes to the fact that the Czechs do 
not see the price of courses to be a major problem.  On the 
other hand, there is a significant portion of employers who do 
not recognise the benefits of continuing education, and it is 
the workload of Czech employees (i.e. obstacles erected by 
the employer) that is mentioned as the most frequent reason 
for non-participation in CET. This reason is less frequent in 
other EU countries. The differences in the occurrence of 
reasons related to the family, age and health between the 
CR and the EU-27 are similar.   

An analysis of reasons for participation reveals that the 
prospects of a further career growth and a pay increase 
predominate. While in most EU countries this reason is 
mentioned by every second respondent, in the CR it was 
only by every seventh respondent. As for the other reasons 
why continuing education and training are pursued (interest 
in a particular area, efforts to learn a particular skills applica-
ble in everyday life), the Czechs are also very passive in 
terms of comparison with the EU average. It might appear 
from their answers that, in many cases, they do not ascribe 
major importance to CET. 

When considering participation in CET according to occupa-
tional groups it is evident that the situation in the CR im-
proved in the 2003-2007 period. In 2003 the CR compared 
with developed countries in the most skills-intensive occupa-
tions (ISCO 1-3). However, in terms of rate of participation in 
CET on the part of the other occupational groups the CR 
lagged behind. During the four-year period there was a major 
improvement. In 2007 the rate of participation of ISCO 8-9 in 
the CR was above the EU-27 average, and for ISCO 4-5 it 
was slightly below the EU-27 average.   

Although the CR ranks above the average for the overall rate 
of participation of adults in CET, the duration of this education 
(number of hours per participant) is much shorter. In terms of 
the average number of hours devoted to CET per participant 
and year, the CR ranks among the countries at the bottom of 
the EU-27 scale. This is particularly true of less skills-intensive 
engineering occupations in industry, agriculture and services 
(ISCO 6-8), and unskilled occupations (ISCO 9).    

It is therefore not surprising that the CR also lags behind for 
the indicator of investment in continuing education and 
training. Even in terms of the occupational groups that show 
the highest rate of participation in CET (ISCO 1-3), the CR 
scores lower than 50% of the EU-27 average (in euros per 
one participant in CET). The results of the comparison are 
even less favourable for the ISCO 6-7 and ISCO 8-9 groups. 
The difference in the price level does play a role in this com-
parison, but the CR does not do well even in comparison with 
countries that do not differ too much in this respect, such as 
Greece, Slovenia or Portugal. 
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In terms of participation in continuing education and training 
according to educational categories, the analysis or the 
position of the CR does not provide any surprise. The rate 
of participation among people with tertiary qualifications is 
above the average, whereas for other educational catego-
ries the CR’s scores gradually worsen in terms of compari-
son with other countries. Slovenia and Bulgaria are exam-
ples of new member countries that fare better than the CR 
for this indicator.  

On the other hand, the CR ranks relatively well as compared 
to other countries for the rate of participation according to 
age groups. In the 35-54 category, in particular, the CR 
outruns a number of more developed countries. The seamy 
side is the lower participation of young people aged 25-34. 
However, most new countries face a problem in this area.    

Furthermore, it is important to mention participation of 
women in continuing education and training, which is some 
20% lower than that of men in the CR, while in the EU-27 this 
difference is only 3%. For this indicator the CR ranks at the 
very bottom of the scale among the countries under review.  

This means that, in the 2003-2007 period, the CR slightly 
improved its position among European countries as regards 
CET. The most striking weaknesses still include the involve-
ment of people doing lower skilled jobs, young people and 
also women. From these perspectives the CR does not do 
well in terms of comparison with other EU countries.   Al-
though the overall benefits of CET for the participants and, 
consequently, for labour productivity, the pace of innovation 
and other characteristics of competitiveness of the economy 
are difficult to measure, there is no doubt that initial education 
cannot guarantee long-term employability due to rapidly 
changing requirements for knowledge and skills, and that a 
low rate of participation in CET is one of the indicators of 
long-term and structural unemployment.   

The ICT sector development is constantly increasing re-
quirements for the knowledge and skills of employees in 
relation to the use of modern technologies. This places 
higher demands on the development of the systems of both 
formal education and the continuing education of the adult 
population. It is also true that information and communication 
technologies may contribute to elimination of skills shortages 
at the labour market. However, participation in electronic 
learning is strongly dependent on the accessibility of broad-
band connection to the Internet and on the level of ICT 
knowledge and skills of the population of the given country.  

EU countries witness a growing proportion of people who 
use a PC to do their job in total employment. This propor-
tion in the CR is 40% (all sectors excluding finance), which is 
below the EU-27 average (49%). This fact has an impact on 
the electronic skills both at user and specialist level. The 
influence of ICT on transformation of the public and business 
sectors takes the form of a growing need on the part of indi-
viduals to undergo further training in electronic skills. In the 
EU-27 individuals aged 25-54 acquire their electronic skills, 
above all, by means of practical and informal learning – 
mostly at work or on the initiative of their employer. In the CR 
adults aged 25-54 gained e-skills most often through informal 
learning with the help of colleagues, friends or relatives.  

Electronic skills at user or specialist level are more and more 
frequently presented as one of the principal requirements on 
the part of employers. This is reflected in the number of 
individuals who were trained in e-skills at the request of the 
employer, and also in the number of employers who pro-

vided training for their employees in order to improve 
their ICT skills. This is the way in which 18% of individuals 
aged 25-54 gained ICT skills in the CR in 2007, which is not 
much less as compared to the EU-27 average (22%). On 
the other hand, training on the initiative of employers was 
the case of most individuals in Sweden (50%), Germany 
(42%) and Austria (30%).  

In terms of the CR’s competitiveness, the skills intensity of 
occupations for which Czech workers are hired is going to 
play an increasingly important role. The CR has a good 
position as regards the proportion of employees with elec-
tronic, mainly specialist, skills. This position should be further 
strengthened.  These skills constitute a prerequisite for the 
jobs of ICT specialists. In 2008 the proportion of employees 
with specialist ICT skills was 4.8% in the CR (the third 
highest figure in the EU-27). The first two places on the scale 
were occupied by Sweden and Luxembourg where the 
proportion of employees with expert ICT skills reached 5%.  
The CR has a weaker position as concerns the proportion of 
employees who have user ICT skills, but this figure roughly 
equals the EU-27 average. The worst situation in this respect 
is in Romania and Bulgaria. These new member countries 
display a low level of both user and specialist ICT skills 
among employees. Moreover, these countries are character-
ised by a very low drive for ICT skills acquisition.  

In countries with a large proportion of people using a PC in 
their employment it is generally more frequent that these 
individuals undergo PC courses at the requrest of their em-
ployer. Moreover, enterprises tend to invest more often in 
upgrading their employees’ ICT skills from user to specialist 
level. The overall position of the ICT sector also plays a 
certain role in this case, and so does the level of ICT skills 
employees already have (not only in the ICT sector). As 
learning by doing and informal learning constitute the key 
approaches to e-skills acquisition (this implicitly includes 
learning at the workplace), we may also observe a link be-
tween participation of individuals in these modes of learning 
and the proportion of employees using a PC to do their job.  

The ICT sector also involves some less skills-intensive 
activities and processes, such as installation of computer 
hardware and consumer electronics. In countries of Central 
and Eastern Europe (including the CR), workers in these 
areas account for a considerable proportion of employment 
in the ICT sector. Targeted staff development in assembly 
plants in the ICT sector is far less common in these coun-
tries, and they rank deep below the EU-27 average in this 
respect. However, these countries are to undergo transfor-
mation of this sector in the upcoming years. Assembling and 
other less demanding activities will be gradually moved to 
cheaper locations, and the pressure for enhancing the knowl-
edge and skills of employees in the ICT sector will grow.  

With its 67% of Internet users aged 25-54 the Czech Re-
public approached the EU-27 average in 2008 (the EU-27 
average was only 3 p.p. higher). In 2005 the proportion of 
Internet users in the population was only 37% - i.e. less than 
64% of the EU-27 average at that time.   

The rate of participation of individuals aged 25-54 in on-line 
courses did not show any major changes in the 2007-2008 
period. A large majority of countries (including the CR) ex-
perienced either a slight increase or stagnation. A high rate of 
participation in on-line courses is conditional upon a certain 
level of advancement of the information society, the relevant 
infrastructure and at least basic level of e-skills making it 
possible use this learning instrument. This is reflected, to 
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a degree, in the ranking of countries according to the rate of 
participation in on-line courses. Moreover, the ranking re-
flects other factors that concern the supply of rather than 
demand for this specific type of electronic learning. One of 
these factors is the network of on-line learning providers.  

A positive change in the use of ICT in formal education 
occurred between 2000 and 2008. This particularly con-
cerned initial education. In continuing education and training 
ICT is used more as part of informal learning. In 2003 there 
were 1.4% of adults aged 25-64 who took part in formal 
education – i.e. three times less than the EU-25 average. 
However, in the same year there were 12.4% of individuals in 
the same age group who learned to use a PC as part of 
informal learning. Even in this case the figure was lower than 
the EU-25 average (19.2%).  According to the most recent 
survey of 2006, the use of the Internet in the formal educa-
tion of adults was considerably lower as compared of the EU-
15 and EU-27 average figures. The point is that eLearning 
may contribute to enlarging the scope of distance formal 
education, and to involving those groups of individuals who 
will not take part in traditional formal education approaches.  

Apart from the formal and informal education of individuals, 
the use of a PC and the Internet is of key importance for the 
continuing training at the workplace. Large companies and 
public institutions are best equipped for the training of their 
staff with the use of eLearning applications. On the con-
trary, small and medium-sized companies usually rank below 
the average as regards the use of these forms of training for 
their employees.  

The use of eLearning by employers in the CR is similar to 
that in the EU-27 in terms of structure. Large companies with 
over 250 employees implement eLearning techniques most 
frequently (56% in 2009). Small and medium-sized compa-
nies show a much lower use (32% in 2009). In terms of the 
level of this indicator the CR is above the EU-27 average, 
which was 24% for all companies in 2009 (i.e. 8 p.p. less 
than in the Czech Republic).  

Labour market flexibility 

The inflow of foreign nationals into the Czech Republic 
has grown dramatically in recent years.  This growth began 
to speed up considerably after the CR’s joining the European 
Union in 2004. For this development the Czech Republic 
differs from the immigration patterns in the EU-27 where the 
inflow of immigrants from third countries has been gradually 
slowing down. The most important reason for foreigners 
coming to the CR is their pursuit of employment or self-
employment (a trade licence). Other reasons, such as stud-
ies, are not too important.    

The inflow of immigrants into the labour market is impor-
tant as it may, to a degree, close the gap between the supply 
of and demand for workforce. Foreign labour force may, to 
an extent, offset the negative implications of the Czech popu-
lation ageing and to generate a pool of labour for occupations 
for which there are not enough skilled individuals among the 
Czechs or which are not attractive for Czech workers due to 
pay and work conditions. On the other hand, the supply of 
foreign labour pushes wages down and this may contribute 
to growing unemployment rates among low-skilled groups of 
the Czech population.  

In 2008 there were some 350 thousand foreigners working in 
the CR on a legal basis – i.e. approximately 7% of total em-
ployment. The occupations performed by foreigners in the 
Czech Republic are strongly polarized. Most foreign nationals 

do jobs at a very low level of skills intensity regardless of 
their formal education – mainly in manufacturing and con-
struction. There are even people with tertiary qualifications 
doing unskilled jobs. A smaller portion of foreigners hold 
positions with a very high level of skills intensity for which 
there are no suitable candidates in the Czech Republic – 
particularly in professional services and in the management 
of foreign companies.  

Foreign workers form the most flexible component of em-
ployment. As compared with the Czech population they show 
a higher level of geographic mobility as well as mobility 
across sectors and occupations.  Flexible employment con-
tracts in the case of foreigners tend to be forced by employ-
ers. Foreign workers are very often employed on the basis of 
contracts for a fixed period of time. They more often work in 
difficult working conditions (e.g. shifts, evening hours, at night 
and at weekends) as compared to Czech employees.  

The inflow of foreigner labour force into the CR was sparked 
by the rapid economic growth in the Czech Republic in 2005-
2008.  However, the employment of foreigners was relatively 
quickly and severely affected by the economic crisis. The 
beginning of the crisis nearly coincided with a halt in the 
increase of foreign employment. At the beginning of 2009 the 
number of foreign employees started to fall. The employment 
of foreigners declined faster compared to overall employment 
in the CR. There was a particularly robust decrease in the 
number of workers from third countries most of whom did 
unskilled jobs in manufacturing. However, this decline could 
be partly offset by an increasing number of trade licence 
holders and a more extensive use of the so-called “švarc-
systém” (people working for an employer on self-employment 
basis – i.e. not on the basis of an employment contract). This 
is indicated by the fact that the total number of foreigners 
legally residing in the CR has not decreased dramatically.  

The tracking of foreign employment is constrained by a lack 
of coherent sources of statistical data. In addition to this there 
is a relatively extensive scope of illegal working that is not 
covered by the statistics. The number of illegal workers is 
estimated by experts to range from 17 thousand to as many 
as 300 thousand. Illegal work brings about negative eco-
nomic as well as social implications. It does not generate 
revenues to the state budget, pushes the cost of labour 
down, and creates an unfair competitive advantage for em-
ployers. Furthermore, statistically uncovered illegal work 
distorts views of labour productivity.  

Flexibility in the forms of employment is increasingly at 
the centre of analysts’ and policy makers’ attention, as it is 
one of the main pillars of labour market flexibility. This is one 
of the areas where many changes have taken places in 
recent years. These changes were largely aimed at increas-
ing the flexibility of employment contracts and expanding the 
use of alternative forms of employment. The Czech Republic 
is no exception in this respect. Even so, flexible forms of 
employment in the CR are little used as compared to most 
European countries. Moreover, state support in this area is 
insufficient. Although the legislative framework does provide 
a relative freedom in this respect, in practice alternative 
employment contracts are still viewed only as complemen-
tary forms of employment.  

For the use of part-time employment contracts the CR 
ranks far below the EU-27 average. In the second quarter of 
2009 these contracts only accounted for 5.6% of total em-
ployment, while in many European countries this figure is 
over 20% (the EU-27 average was 18.8%). The main reason 



 

85 

                     QUALITY OF HUMAN RESOURCES ● CONSLUSION 

behind the scarce occurrence of part-time jobs is the rela-
tively lower income level, as compared to more developed 
countries, which is coupled with non-existence of state incen-
tives and preference for traditional full-time employment on 
the part of both employees and employers. The proportion of 
part-time employment in the CR has shown slight fluctuations 
since 2001 with no major changes in general. As distinct from 
this, this proportion is slowly but constantly growing in EU-27 
countries. A larger year-on-year increase was observed both 
in the CR and EU-27 in the most recent comparison, which is 
a consequence of the economic crisis.  

A more extensive use of part-time jobs is normally associated 
with a lower rate of unemployment. An analysis of EURO-
STAT data confirmed this link in EU-15 countries. However, 
in new member states the outcome was not so clear. The 
use of part-time employment contracts is relatively low in 
these countries while the rates of unemployment vary. A 
good condition of the economy and a relative level of income 
therefore appear to be an important condition for a major 
increase in the occurrence of part-time jobs.   

Fixed employment contracts provide more flexibility to 
employers in particular. Employees see this type of contract 
as a certain threat to their job security and there are rather 
negative sentiments attached to it as compared to permanent 
employment. This is why in many countries the use of tempo-
rary employment contracts is regulated by legislation.   

The CR ranks among countries with more extensive legisla-
tive restrictions, which results in a lower proportion of fixed 
employment contracts in the economy – 8% of total employ-
ment as compared to the average 14% in the EU-27 (2008 
data). From 2004 this proportion tended to decrease due to 
more legislative restrictions being enacted, but the most 
recent year-on-year evaluation revealed a slight increase. 
The average figure for the EU-27 has been slowly decreas-
ing over the long term. The most recent year-on-year evalua-
tion showed the decrease was even larger. This is likely to be 
an impact of the economic crisis as employees are more 
threatened for a certain period of time during economic 
recession. 

Wage differentiation is the result of the workings of many 
factors. The most important ones include the characteristics 
of individual employees (the level and field of education, work 
experience, commitment, gender), company characteristics 
(position in the product market, the power of trade unions), 
state interference (minimum wage) and the relationship 
between the supply of and demand for labour.  

The wage level increases along with the level of educa-
tional attainment.  In 2006 the wage of employees with 
secondary qualifications (ISCED 3-4) amounted to 132% of 
the wage of employees with basic qualifications (ISCED 2). 
The wage of individuals with Bachelor degree education 
and Master degree education (ISCED 5A) amounted to 214% 
of the wage of people with basic qualifications. In the CR the 
wage premium of Bachelor and Master degree holders was 
significantly higher than the EU average. Their wages reached 
247% of the wage of employees with basic education.  

The data for the EU reveal that the wage premium of em-
ployees with tertiary qualifications (ISCED 5) is lower in 
countries with higher economic standards and higher avail-
ability of people with tertiary education as compared to coun-
tries where the reverse is true. According to correlation coef-
ficients the relationship between the wage premium and the 
economic standards is about as strong as the link between 
the wage premium and the availability of the relevant work-

force (the correlation coefficients were –0.50 and 0.46 re-
spectively).   

The wage level in various countries is one of the main deci-
sion-making factors for investors as concerns the placement 
of their activities.  In 2006 the average wage expressed in 
purchasing power parity terms was 14% higher in the CR as 
compared to new member states (EU-10). However, in terms 
of comparison with the old member states (EU-15) it ac-
counted for less than half (49%). The wages of employees 
with tertiary qualifications (ISCED 5) in the CR are 36% 
higher as compared other new member countries, and in 
terms of comparison with old member states (EU-15) they 
reach as high as 70%. These differences in the development 
of average wages and the wages of people with tertiary 
qualifications are influenced by two factors. On the one 
hand, in the CR the wages of people with tertiary education 
grew more quickly as compared to the wages of people 
with lower levels of education. On the other hand the wages 
of people tertiary qualifications in EU-15 average terms 
decreased slightly.   

With a certain degree of simplification we may say that, in the 
CR, people must study additional two to three years to 
achieve the following more advanced level of education 
(qualification). These additional years of study are best 
appreciated by means of wages in the case of Master de-
grees. In 2008 the median wages of graduates of Master 
programmes were 32% higher than the wages of graduates 
of tertiary professional schools and Bachelor programmes 
(ISCED 5A, 5B). It was the graduates of these levels of 
education (i.e. Bachelors and “Specialists with a Diploma” – 
graduates of tertiary professional schools) who had the 
lowest wage premium. In 2008 employees with these qualifi-
cations got wages that were only 10% higher compared to 
those of employees with secondary education with “maturita”.  

Evidence of the improving labour market situation of Bache-
lor degree holders and specialists with a diploma is the fact 
that their wages have began to come closer to those of the 
graduates of Master and Doctoral programmes. In 2002 they 
only accounted for 73%, in 2008 it was 76%. It is clear that 
employers are gradually beginning to appreciate this type of 
tertiary education which is relatively new in the CR. This 
appreciation also results from the fact that there are people 
with these qualifications at the labour market who have 
already gained some work experience. However, this experi-
ence is still very short as compared to that of graduates at 
other levels of education. For example, the first graduates of 
tertiary professional schools entered the labour market as 
late as the 2nd half of the 1990s.    

There are wage differences not only between educational 
categories but also within them. Internal wage differentia-
tion reflects, apart from other influences, differentiation in 
qualification requirements within individual educational cate-
gories. This differentiation increases along with the growing 
level of educational attainment. People with more advanced 
education can do a larger spectrum of jobs compared to 
people with lower qualifications. The highest wages (95th 
percentile) of employees with basic education are three 
times higher than the lowest wages (5th percentile), 
whereas in the category of people with tertiary qualifications 
the difference is six-fold.  

Wage differentiation also depends on experience gained 
during a career. The age of an employee is an indirect indica-
tor of the scope of practical experience, although there is 
no direct proportionality due to possible career changes or 
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interruptions. Data about average gross monthly wages show 
that employees in the CR reach the highest wage levels after 
some 10-15 years of work experience. Then there is a slight 
but more or less stable decline or stagnation. As for employees 
with upper secondary qualifications, the highest wages were to 
be found in the 30-34 age group.  Among people with tertiary 
qualifications it was the following five-year age cohort (35-39) 
that received the highest pay. It is clear that, in addition to the 
length of work experience, employers also appreciate the 
relevance of formal education, which is higher in younger 
employees as compared to older ones.  

Moreover, remuneration changes depending on the occupa-
tion. Since there are different qualification requirements for 
individual occupations it is clear that jobs with higher skills-
intensity level offer higher wages than jobs where lower skills 
suffice. In the CR wage differentiation based on occupation is 
larger than the EU average. The biggest gap can be see 
between the wage of managers and that of auxiliary workers, 
which is 327% in the CR and 309% in the EU. The gap 
between the wage of technicians, healthcare personnel and 
teachers and that of auxiliary workers is also quite significant. 
It is 187% in the CR and 177% in the EU.  

The fact that wages increase along with the employees’ level 
of education should also be reflected in the wage level of 
employees in technology and skills-intensive sectors of 
the national economy. In 2009 wages in technology-intensive 
manufacturing industries in the EU exceeded the wage level 
in manufacturing in general by 9%. The Czech Republic 
ranks among countries where this difference is smaller – only 
5%. Neither in the CR nor in EU average terms do wages in 

manufacturing industries with a high level of technology 
intensity differ from wages in industries with a medium level 
of this intensity. It seems that the skills intensity of those two 
sectors is relatively the same.    

Services play an increasingly important role in the economy of 
developed countries. Technology and knowledge-intensive 
services in all EU countries have a higher proportion of work-
force with tertiary qualifications as compared to technology-
intensive manufacturing industries. However, their wages are 
lower in many member countries. The Czech Republic is not 
one of these countries. Lower wages in technology-intensive 
services as compared to wages in technology-intensive manu-
facturing are more typical of advanced economies such as 
Finland, Germany and the Netherlands.  

In the CR, as in EU average terms, employees in financial 
services had the highest wages, although the largest propor-
tion of people with tertiary education was to be found in other 
knowledge-intensive services (healthcare, education, recrea-
tional and cultural services). It is clear that people with tertiary 
qualifications who do jobs in these sectors are underpaid.  

The level of wage differentiation varies in individual EU 
member countries. In broader terms, there are certain simi-
larities in old member countries, and new member countries 
also share certain features in this respect.  At present wage 
differentiation is larger in new member countries that had 
undergone periods of central planning and the related wage 
equalisation, and periods of a very limited access to tertiary 
education.
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