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Study 3/2025 

What Do We (Not) Know About 
Quantitatively Gifted Pupils? The Czech 
Republic in International Comparison2 

MAY 2025 

MIROSLAVA FEDERIČOVÁ*, ALENA BIČÁKOVÁ* 

 

Summary 

• The importance of gifted individuals in society and the need to enable them 
to realize their talents. Individuals gifted with exceptional intellectual abilities push 
the boundaries of science and technology through discoveries in research or the development 
of new technologies. They contribute significantly to economic growth. However, their abilities 
are not always utilized. Often, their talents remain unrecognized by others, and even by 
themselves. Additionally, some groups of gifted individuals face obstacles in daily life that 
prevent them from developing their talent. Therefore, it is important to identify talent early 
in childhood, and provide opportunities for the gifted to develop their talent, and use their 
abilities for the benefit of themselves and society. 

• We present new findings on quantitatively gifted students in European countries, 
with a focus on the Czech Republic. This study provides a detailed mapping 
of the situation of quantitatively gifted students aged approximately 10 and 15 in European 
countries, with an emphasis on the Czech Republic. We compare the characteristics 
of the gifted, the environment in which they grow up, their perceived quality of life, attitudes, 
relationship to school, and educational aspirations. Within the Czech Republic, we also 
compare quantitatively gifted students with other students. At the same time, we identify and 
discuss barriers that may hinder the gifted in developing their talent. 

 
2 This study represents only the opinion of the authors and not the official position of the Economics Institute 
of the Czech Academy of Sciences, v. v. i. nor the Center for Economic Research and Graduate Education of Charles 
University (CERGE). The authors thank two reviewers, Vladislav Tomášek (ČŠI) and Hynek Cígler (MU), for valuable 
comments and advice. Very useful suggestions were also provided by Václav Korbel (PAQ Research), Daniel Münich, 
Tomáš Protivínský, Jaroslav Groero (IDEA, CERGE-EI), Šárka Portešová (MU), and the team from the RSJ Foundation 
(Anton Tyutin, Hana Křepelková, Lenka Eckertová, and others). We thank Michal Jabůrek (MU) for professional 
consultations on the definition of quantitative giftedness. Any inaccuracies and errors are the responsibility 
of the authors. The study was created as part of Talent, a joint project of the IDEA think tank at CERGE-EI and the RSJ 
Foundation. 

* CERGE-EI, a joint workplace of Charles University and the Economics Institute of the Czech Academy of Sciences 

 What Do We (Not) Know About Quantitatively Gifted Pupils? The Czech Republic in International Comparison

Complete Policy Brief (CZ) 
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• We identify quantitatively gifted individuals based on the results of a test focused 
on logical reasoning in a mathematical context. We use data from the international 
surveys TIMSS 2019 (for 4th graders) and PISA 2018 (for 15 year olds), which allow us 
to estimate the proportion of quantitatively gifted students at a given age on a representative 
sample of students and schools in the given country. Since the data do not offer standard 
diagnostic tools used by educational-psychology specialists, we estimate quantitative gifted-
ness based on students' results in those parts of the mathematics test that focus on logical 
reasoning in a mathematical context. Therefore, our definition should be seen as a proxy 
method for identifying quantitatively gifted individuals, based on the best possible information 
available in the data. We discuss its potential shortcomings in detail at the end of the study. 

• Among 4th-grade students in the Czech Republic, we identify 10.2% as quantitatively 
gifted, and among 15-year-olds, we find 12.7%, of which 3.1% are exceptionally 
gifted. In the TIMSS 2019 survey, we are able to identify a group of quantitatively gifted 
4th-grade students (approximately 10 years old). In the PISA 2018 survey, we can further 
distinguish between above-averagely and exceptionally quantitatively gifted students among 
the 15-year-olds. Thus, in the Czech Republic, we identify 10.2% of quantitatively gifted 
students in the TIMSS 2019 sample of 4,692 students. In the PISA 2018 sample of 7,016 
students, we find 12.7% to be quantitatively gifted, of which 3.1% are exceptionally gifted. 

• We find significantly more quantitatively gifted students than official statistics 
indicate. Our findings cannot be compared directly with official statistics on the proportion 
of gifted students in the Czech Republic. The definition of giftedness in this study differs 
from the official definition outlined in the Czech decree, and not just by focusing only 
on the quantitative component of giftedness. Nevertheless, the two definitions are very closely 
related. The proportions of quantitatively gifted students that we identify, however, 
significantly exceed those in the official statistics, which indicate only 0.2% of gifted students 
and 0.1% of exceptionally gifted students in elementary schools. The report by the Czech 
School Inspectorate also notes the seriously underestimated proportion of gifted students 
identified in the Czech Republic. Based on their own survey, they identify 5% of students 
in elementary schools as gifted and less than 0.1% as exceptionally gifted, but even these 
numbers are considered to be severely underestimated. 

• We do not find significant differences in quantitative giftedness according 
to gender in our data; in contrast with official statistics that report significantly 
fewer gifted girls than boys. The insufficient identification of gifted students in the Czech 
Republic is particularly pronounced for girls. School reports record only 25% of girls among 
the elementary students identified as gifted and 26 % among those identified as exceptionally 
gifted. According to international expert literature, however, we should not observe significant 
gender differences in intellect. This is also confirmed by the results of this study. For 4th-grade 
students in the Czech Republic, we observe 42% of girls among the quantitatively gifted, and 
for 15-year-old students, the proportion of quantitatively-gifted boys and girls is balanced. 
In the group of exceptionally quantitatively-gifted 15-year-old students, the proportion of girls 
in the Czech Republic is slightly lower, at 37%. Almost half of European countries show no 
differences in the proportion of boys and girls even in this group. 

• The degree of quantitative giftedness of students is closely related to their family 
background. In the Czech Republic, the relationship between family background and 
the occurrence of quantitative giftedness is one of the strongest in all monitored countries. 
From all the characteristics available in the data, the highest level of parental education, 

 What Do We (Not) Know About Quantitatively Gifted Pupils? The Czech Republic in International Comparison

 BACK TO CONTENTS
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material security of the household, and overall socio-economic status of the family play by far 
the greatest role in the probability of quantitative giftedness of a given student. Such a strong 
conditionality of quantitative giftedness by family background has either not been found 
in other countries or only to a much lesser extent. Therefore, we believe that the low proportion 
of giftedness among disadvantaged groups of students in the Czech Republic cannot be 
explained solely by insufficient genetic endowment. Upbringing, home environment, access to 
resources, and more frequent failure to recognize giftedness among those students also play 
a crucial role. 

• Up to a third of quantitatively gifted students grow up in disadvantaged 
conditions. Among quantitatively gifted 4th-grade students in the Czech Republic, 30% 
do not have a parent with a university education, and 48% do not have sufficient resources 
for home learning. Similarly-disadvantaged family environments are also found among gifted 
15-year-old students. For the exceptionally gifted, we observe 29% of students with parents 
without a university education. For the above-averagely gifted (students who are gifted, but 
not exceptionally so) this increases to 44%. Regarding their socio-economic background, 
reflecting also the material equipment of the household, 16% of exceptionally gifted students 
have below-average conditions, and this rises to 26% for above-averagely gifted students. 
A significant portion of quantitatively gifted students in the Czech Republic thus grows 
up in conditions that are not ideal for the development of their giftedness. Whether it is 
in material resources, intellectual stimulation, or access to information, these students 
are disadvantaged compared to other quantitatively gifted students, which can then hinder 
the full development of their talent. 

• Their own education shapes parents’ aspirations for the future education of their 
gifted children. Up to 16% of parents of quantitatively gifted 4th-grade students in the Czech 
Republic do not expect their child to achieve a university education. This non-recognition 
of giftedness in children or the non-perception of the need for its development through further 
education is significantly more common among parents with lower education. While 91% 
of university-educated parents in the Czech Republic expect their quantitatively gifted children 
to obtain a university degree, for parents with only secondary education the percentage is 
just 67%. The aspirations of quantitatively gifted 15-year-old students themselves exceed 
the aspirations of parents of gifted 4th-grade students. For the 15-year-olds, 96% of exception-
ally gifted students in the Czech Republic expect to obtain a university degree. Among the 
above-averagely gifted students, 91% have these ambitions. 

• Quantitatively gifted students are more often satisfied with school and life, but 
not all of them. Quantitatively gifted 4th-grade students in the Czech Republic more often 
have a positive attitude towards school than other students, although compared to other 
European countries, it is one of the smallest shares. They are also less exposed to bullying: 76% 
of the gifted in the Czech Republic have hardly encountered bullying in the past year. Similarly, 
quantitatively gifted 15-year-old students in the Czech Republic are also more satisfied with 
life than their peers. Nevertheless, approximately 15% of the gifted students are dissatisfied 
with life. Girls and students from poorer socio-economic backgrounds are more likely to be 
among this group. The dissatisfied are more likely to be girls and students from poorer 
socio-economic backgrounds. We assume that these students face poorer conditions for 
the development of their giftedness and are therefore in greater need of support. 

 What Do We (Not) Know About Quantitatively Gifted Pupils? The Czech Republic in International Comparison

 BACK TO CONTENTS
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• Based on our results, we recommend improving the identification of gifted 
students in the Czech Republic and targeted support for specific risk groups. We 
propose a universal system of identification of giftedness directly in schools, which would 
ensure fairer and more systematic recognition of the gifted. We point out the need to pay 
special attention to girls and students from disadvantaged backgrounds, where the risk of non-
recognition of giftedness is higher. In the case of girls, this may be, for example, due to 
entrenched stereotypes that can lead to their abilities being overlooked, to insufficient 
identification and to an under-reported share of gifted girls in official data. Targeted support 
for students from disadvantaged backgrounds should include not only ensuring sufficient 
resources for the development of giftedness but also information for parents and teachers. 
Awareness and early intervention are key to compensating for adverse factors and ensuring 
equal access for all gifted students to the development of their giftedness. 

• The proportion of quantitatively gifted students we identify in the Czech Republic 
is a lower bound. The findings presented in this study concern quantitatively gifted students 
identified using internationally comparable mathematics tests within the TIMSS and PISA 
surveys. However, the samples analysed likely also include quantitatively gifted students 
whose tests did not reveal their giftedness and were thus incorrectly classified as non-gifted 
students. Therefore, the proportion of quantitatively gifted students we identify must be 
interpreted as the lower bound of the true share of the gifted. There are many reasons why 
the giftedness of some students may not be revealed by mathematics tests that we use for 
identification. In the discussion following the presentation of our results, we explain under 
what circumstances the tests may fail to identify quantitative giftedness, which types 
of students it may occur to more frequently, and what biases it may lead to in some of our 
results. 

  

 What Do We (Not) Know About Quantitatively Gifted Pupils? The Czech Republic in International Comparison

 BACK TO CONTENTS
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Study 4/2025 

Comparing Salaries and Wages 
in the Czech Republic: a bigger 

problem than it seems2 
APRIL 2025 

PAVLA BOLKOVÁ*, PAVLA DOLEŽELOVÁ*, ŠTĚPÁN JURAJDA**, 

PAVEL MRÁZEK*, DANIEL MÜNICH** 
 

Summary 

• Comparing public sector Salaries in the Czech Republic, where remuneration is based 
on tariffs (salary sphere), and Wages (wage sector employment, dominated by private 
entities) is a surprisingly complicated agenda. Our study explains the methodological 
difficulties of these comparisons and proposes a simple but methodologically sound approach. 
We discuss its shortcomings and apply it. Further, we offer recommendations for continued 
development of the data base and complementary analyses. 

• We discuss the limitations on data, methodology, and market reality that need to be addressed 
to reliably compare salaries and wages for the purposes of effective salary regulation. It turns 
out that sufficiently reliable empirical comparison of salaries vs. wages for effective setting 
of salary levels and structures (tariffs) is more challenging than it may seem at first glance. 

• The basis for interpreting our comparisons of salaries and wages are two principles of salary 
structure creation: (i) the principle of “equal pay for equal work” and (ii) the principle 
of “salary serves to effectively ensure local public services.” The first principle implies low 
variability of salaries within types of employment and high variability of the salary/wage ratio 
across labor market segments. The second principle implies the opposite, due to the approxi-
mation of salaries to wages within a given labor market segment, where salaries respond 
to the local wage – the price of a given type of work. We do not find strong support for either 
the former or the latter principle. 

 
2 The work on data analysis based on individual data was carried out by employees of Trexima with the consent 
of the Czech Ministry of Labour and Social Affairs (MPSV). The study was made possible thanks to the support of Pale 
Fire. The authors thank Filip Pertold, Petr Bouchal, Jan Indráček, Jan Straka, Jakub Grossmann, Klára Kalíšková, 
Barbora Pertold Gebická, and Vladimír Smolka for their valuable comments on the working versions of the study. 
All omissions, errors, and statements are solely the responsibility of the authors. 

* Trexima s.r.o. 

** CERGE-EI, a joint workplace of Charles University and the Economics Institute of the Czech Academy of Sciences. 

 Comparing Salaries and Wages in the Czech Republic: a bigger problem than it seems.

Complete Policy Brief (CZ) 

 BACK TO CONTENTS
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• Our comparison of Czech salaries and wages is based on 2023 data from the Average Earnings 
Information System (ISPV). We start with the identification of comparable jobs (ISCO job 
typology) in the salary and wage sectors and further refine comparable labor market segments. 
We measure the share of comparable employment sectors among all employees in the salary 
sphere as well as the variability of the salary/wage ratio, both regardless and with regard 
to the parallel pattern preferred. These empirical comparisons serve to illustrate our proposed 
methodological approach, different results, and to document the difficulties of commonly 
reported comparisons. Commonly presented statistics may seriously distort the actual ratios 
of remuneration for a number of reasons described in the study. 

• It is not enough to compare only average salaries and wages in a given type of employment, 
because the education and regional coverage of a profession can vary significantly across 
the salary and wage sectors. It is necessary to compare truly similar salaries and wages 
in comparable employment segments (i.e., with similar job content and in the same 
regions, age, and education groups, and by gender) to ensure that “apples are compared 
to apples.” Therefore, in both sectors, we distinguish employment segments based 
on a combination of ISCO, region, age, education, and gender. 

• Comparisons of these segments of the salary and wage spheres can be distorted by differences 
in non-wage employee benefit packages and alternative forms of remuneration (e.g., payment 
above the minimum wage in cash or remuneration in the form of parallel agreements on work 
performance, which are common in the wage sphere. 

• The salaries of a large part of employees in the salary sphere have no comparison in the wage 
sphere, because many jobs or segments of the salary sphere do not exist in the wage sphere. 
Also, many jobs that employ workers in both spheres do not have comparable job content. 
Additionally, for some jobs that could be compared in principle, our comparable employment 
segments do not have sufficient data coverage to ensure statistical reliability of the results. 
Finally, salary and wage comparisons are often not possible due to legal guarantees of data 
anonymity of reporting economic entities. The overlap of comparable employment sectors thus 
occurs in only a small part of the salary sphere. Specifically, salaries can be statistically 
compared with wages in comparable segments of the wage sector for only about 
one-seventh of employees in the salary sphere. 

• The ratio of wages to salaries for comparable employment segments in 2023 ranged widely 
from 50% to 150%, and were typically about 110%. The salary/wage ratio varies by region, 
education, and profession. Even within a single profession, there are often significant 
differences in this ratio, e.g., between Prague and other regions. For professions with low 
to medium qualifications (e.g., cooks, cleaners), the salary is often higher than the wage. This 
may be due to the practice of making part of the payment in the wage sphere in a form other 
than wages, so the salary/wage ratio may distort reality. For highly qualified jobs (e.g., 
managerial and highly specialized), the wage rate is predominantly higher than the salary. 
Our analysis shows where this is particularly the case. 

• In comparable segments of the public sector in Prague, employees in some of the most highly 
skilled occupations are paid nearly 50% less than their counterparts in the private sector. This 
suggests that the public sector compensates many of the most qualified professionals in Prague 
at roughly half the level of the private sector. While public sector pay does vary regionally 
for otherwise comparable employees, it does so to a much lesser extent than the private sector, 
and this regional differentiation does not reflect an effort to remain competitive with private 
employers—especially in Prague, a key labor market for many high-skill public sector jobs. This 
limited responsiveness hampers the public sector’s ability to attract and retain highly qualified 

 Comparing Salaries and Wages in the Czech Republic: a bigger problem than it seems.

 BACK TO CONTENTS
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employees for demanding positions in Prague-based public institutions. Further analysis also 
revealed that public sector pay does not systematically respond to competition from the private 
sector. This indicates that the public sector fails to adjust salaries upward to attract workers 
in areas where it faces direct competition from private employers. 

• For a more comprehensive and reliable comparison of salaries and wages, it would be 
appropriate to collect and process ISPV data in greater detail than has yet been done. For 
example, it would be appropriate to monitor the field of education not only in the wage sphere, 
but also in the salary sphere. It is also important to continuously monitor the quality of data 
in both sectors, especially regarding the classification of ISCO jobs, by reporting entities 
in the salary sphere. We also recommend conducting surveys on the extent and scope 
of alternative forms of remuneration in various professions in the wage sector. 

• This study represents only a first step towards meaningful and systematic comparisons 
of wages and salaries. A holistic analysis of this type should be complemented by more detailed 
analytical insights into the remuneration methods in those wage sector jobs that have 
significant representation in the salary sphere. It is also desirable to consider factors that are 
currently difficult to capture in the comparison of both sectors, such as job stability (public 
sector) vs. flexibility and higher potential future earnings (private sector). Further analyses 
could also address the issue of different degrees of monopsonistic power of employers in both 
sectors, and its impacts. 

• Individual administrative data from the Czech Social Security Administration (CSSA) would 
allow tracking of the type and frequency of employee transitions between the salary and wage 
sectors and the differences in remuneration related to these transitions. Such transitions are 
the result of competition between the salary and wage spheres and across segments. In our 
analysis, they are not considered comparable, but in real practice, they allow a worker to find 
a job in either sector. CSSA data do not allow tracking of individual ISCO jobs, but they do 
allow tracking of employee transitions of a given age or gender across employers in both 
sectors. Ideally, it would be possible to track the competition between the salary and wage 
sectors in extensive longitudinal data with ISCO codes, which are not currently available. 

  

 Comparing Salaries and Wages in the Czech Republic: a bigger problem than it seems.

 BACK TO CONTENTS
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Study 2/2025 

Part-Time Jobs: a rare commodity 
in the Czech Republic2 

FEBRUARY 2025 

JAKUB GROSSMANN*, DANIEL MÜNICH* 

 

Summary of key facts 

• The flexibility and dynamics of the Czech labour market have long been low, and part-time 
work is one tool that can help to improve the situation. For employers, part-time work can 
enhance flexibility and reduce costs. On the other side of the labour market, part-time options 
allow more work involvement by parents, students, seniors, and other disadvantaged groups. 
Part-time work can also facilitate involvement with one’s practice and profession when 
full-time work is not possible. Part-time jobs help workers to balance work and private life, 
including caring for family members. However, part-time work also carries risks, if it is forced 
by a lack of full-time work rather than being the preferred option. This can result in lower 
earnings, poorer social security, and weakened career prospects. 

• Despite the many advantages and benefits of part-time work, the Czech Republic has long 
been among EU countries where it is limited, which is typical of all countries with a legacy 
of centrally-controlled economies. While part-time work is more common across occupations 
and educational groups in Western and Northern Europe. 

• In the Czech Republic, part-time jobs are most often occupied by women aged 30-39, who 
are typically engaged in motherhood duties. Part-time work is also more common among 
women of pre-retirement age, who may reduce their workload to care for elderly parents 
or grandchildren. 

 
2 This study represents the authors’ own views and not the official position of the Economics Institute of the Czech 
Academy of Sciences nor of the Charles University Center for Economic Research and Graduate Education (CERGE). 
The authors would like to thank Štěpán Jurajda, Klára Kalíšková, Magdalena Klimešová, Filip Pertold, and Kateřina 
Šafářová for their helpful comments and suggestions. Any remaining ambiguities or errors are the responsibility 
of the authors. The study was supported by the Project Management Institute of the Czech Republic. This output was 
supported by the NPO "Systemic Risk Institute" no. LX22NPO5101, funded by European Union – Next Generation EU 
(Ministry of Education, Youth and Sports, NPO: EXCELES). 

* CERGE-EI, a joint workplace of Charles University and the Economics Institute of the Czech Academy of Sciences 

 Part-Time Jobs: a rare commodity in the Czech Republic.

Complete Policy Brief (CZ) 

 BACK TO CONTENTS
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• In the wider EU, the incidence of part-time work is more common among women with lower 
levels of education, but in the Czech Republic it is higher among the university educated. This 
is probably related to the better bargaining position of university-educated women, their 
stronger financial motivation to work and, together with their husband's higher income, their 
better opportunities to provide paid care for their pre-school children if they do not find a place 
in a public kindergarten. 

• Czech women with children under 4 years of age work in the labor market significantly 
less often than their European counterparts, and when they do work, they more often choose 
part-time work. As the age of the youngest child in the family rises, mother’s employment rates 
also rise significantly, but mainly as they return to full-time work. Overall, the prevalence 
of part-time work among women in the Czech Republic is close to the EU average up to the age 
of 35, and decreases significantly relative to the EU average with increasing age. 

• In the Czech Republic, part-time jobs are mainly found in sectors related to administration, 
where their incidence is close to the EU average. The IT sector is the only area where 
the incidence of part-time jobs for Czech women exceeds the EU average. The largest 
differences between the Czech Republic and the EU average are in construction, agriculture, 
and mining and quarrying sectors, where women are employed relatively rarely, possibly due 
in part to a dearth of part-time jobs. The relatively lower rates of part-time work in the public 
administration and health care sectors in the Czech Republic are notable, though it is easier 
for the state to support part-time work in these sectors. 

• In more economically advanced EU countries, women choose part-time work mainly 
to balance work and family care. In the Czech Republic and other post-communist countries, 
this is not the primary reason, possibly because part-time work opportunities are rare. Czech 
men are rarely engaged in part-time work, and when they are, the reason is more likely to be 
health challenges, and less likely to be difficulty finding full-time work. 

• Between 2000 and 2015, the incidence of part-time work in the EU increased slightly 
on average, but fell almost to 2000 levels in the following five years. In the Czech Republic, 
as in other post-communist countries, the incidence of part-time work has increased only 
minimally over the past two decades and continues to lag well behind the EU average. Since 
2000, part-time work has increased especially among Czech women who have a young child, 
women of pre-retirement age, and among women with a university degree or without a high 
school diploma. 

• The distribution of hours worked in the labour market between partners in Czech households 
with children continues to reflect traditional gender roles. Most mothers with children under 
4 stay at home, and most fathers work full-time, and they often work more than 40 hours per 
week. Once the youngest child reaches school age, mothers generally return to work, but 
usually full-time rather than part-time. 

• The reasons for the long-term low incidence of part-time work in the Czech Republic are 
probably many, and are likely to include the lack of places in publicly operated accessible 
pre-school facilities, an insufficient supply of residential and outreach care for the elderly, and 
an economy that is strongly oriented towards industrial production with shift industries. 
Further, the relatively smaller service sector, low rates of progression in the system of direct 
taxes and deductions from wages and salaries (i.e., the relatively high levy burden on low 
earnings), fixed components of employee costs, and the persistence of social division of roles 
in families all likely play a part. 
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• In 2023, a discount on employer-paid insurance premiums was introduced in the Czech 
Republic for part-time employees over 55 years of age, those caring for children under 
10 years of age, full-time students, and for invalid people. However, the impact of this 
measure has not yet been assessed. Foreign models may provide inspiration for regulatory 
support for part-time work. For example, more progressive taxation along the lines of that 
in the Netherlands, German laws that allow for easier transitions between full-time and 
part-time work, or the French system of support for temporary reductions in working time 
for family reasons could all be helpful. In the Czech Republic, the public sector, financed 
from public budgets, offers easier regulatory routes to increased part-time work than does 
the private sector. 
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Study 1/2025 

From Necessity to a New Reality: working 
from home after the covid-19 pandemic2 

JANUARY 2025 

ALENA BIČÁKOVÁ*, KLÁRA KALÍŠKOVÁ* 

 

Summary 

• Prior to the covid-19 pandemic, the Czech Republic was among countries with a low 
proportion of employees working from home. During the pandemic, working from home 
increased significantly due to anti-pandemic measures. 

• This study maps the extent of working from home in the Czech Republic before, during, 
and after the covid-19 pandemic. We are interested in whether the significantly higher 
prevalence of working from home was sustained after the pandemic, similarly as in other 
countries around the world. We also focus on whether different demographic and socio-
economic groups engage in working from home at different rates, and the degree to which 
current rates of working from home match the desires and preferences of different groups 
of workers. 

• Based on data from 2018–2023, we show that there has been a significant and sustained 
increase in working from home in the Czech Republic as a result of the pandemic. After 
the pandemic finally ended in 2023, one in ten employees continued to work from home, 
compared to only one in twenty before the pandemic. Employees working from home most 
often do so for fewer than half of their working hours. 

 
2 This study was developed within the framework of the NPO project “National Institute for Research on Socioeconomic 
Impacts of Diseases and Systemic Risks,” No. LX22NPO5101, funded by the European Union – Next Generation EU 
(MoEYS, NPO: EXCELES), and with financial support from the Czech Science Foundation under project 24-12151K. 
This publication uses data obtained through the data services of the Czech Social Science Data Archive / European Social 
Survey - Czech Republic (CSDA/ESS-CZ) project. The CSDA/ESS-CZ research infrastructure project is supported 
by the Ministry of Education, Youth and Sports under Grant No. LM2023046. The study was also published thanks 
to the support of the Academy of Sciences of the Czech Republic within the framework of the AV21 Strategy research 
programme Society in Motion. The authors would like to thank Daniel Münich and Jakub Grossman for their valuable 
comments and advice on the study design. Any errors are the sole responsibility of the authors. This study represents 
the authors’ own views and not the official position of the Economics Institute of the Czech Academy of Sciences nor 
of the Charles University Center for Economic Research and Graduate Education (CERGE). 

* CERGE-EI, a joint workplace of Charles University and the Economics Institute of the Czech Academy of Sciences. 
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• The post-pandemic differences in the extent of home-based work between women and men 
are surprisingly small. Education, on the other hand, plays a crucial role. People without 
a high school diploma rarely work from home, and remote work is conducted almost 
exclusively by employees with at least a high school diploma. Of those with a university 
degree, about a quarter work from home. 

• People aged 25–44 are the most likely to work from home, the share of them working 
from home increased from 6% to more than 12%. The highest relative increase in working 
from home has been among the youngest group, aged 20–24, where the share has increased 
five times, from just under 2% to 10%. 

• Although parents are now working from home slightly more often than those without 
children, the increase in home-based work was surprisingly similar for both groups. While 
the presence and number of children has little effect on parents' engagement in home-based 
work, the age of the youngest child is quite crucial. Rates of working from home increased 
most among parents with younger children. The increase was modest for mothers with 
a youngest child aged 13–17, and there was no increase at all for fathers. Women with a child 
aged 0–2 were the most likely to work from home, and also experienced the largest 
increase after the pandemic. Today, almost a third of these mothers work from home. 

• While the size of a company or workplace does not play a major role in working from home, 
the sector of employment is quite important. Working from home is naturally used mainly 
in occupations that are easier to perform from home. It is mainly found in information 
and telecommunications, real estate, finance, and insurance sectors. In information and 
telecommunications, fully half of employees now work at least partly from home. 

• There is a positive correlation between household partners in the extent and frequency 
of working from home. If one partner does not work from home at all, it is very likely that 
their partner also does not. People who work more from home than from work have partners 
who are also more likely to work predominantly from home. Conversely, people who work 
less from home and are more often at work have partners who also work mostly at their 
workplace and only spend a small part of their working hours from home. While these 
similarities in working from home between partners may be due to people choosing partners 
with similar educational backgrounds or those who work in similar sectors, they are also 
likely to reflect similar preferences of partners for working from home. 

• Based on preferences expressed in the January 2023 survey, 66% of men and 70% of women 
would prefer to work from home several days a week, most often two or three. Workers' 
preferences about the extent to which they engage in working from home largely correspond 
to whether and to what extent they already work from home. However, preferences and 
reality do not always coincide, and some work from home more often than they would like. 
At the same time, however, more than half of those working solely in their workplace would 
prefer to work at least partly from home. Overall, therefore, we can expect that working from 
home will continue to increase, if employees' preferences coincide with employers' 
capabilities and willingness of employers to allow working from home. 

• Increased home-based work in the Czech Republic could also lead to higher rates of labour 
market participation of mothers of young children. Earlier returns of women from parental 
leave, facilitated by the possibility of working from home or by partners working from home 
who can take over some part of childcare responsiblities could help to reduce persistent 
gender inequalities in employment rates and incomes. 
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• The post-pandemic differences in the extent of home-based work between women and men 
are surprisingly small. Education, on the other hand, plays a crucial role. People without 
a high school diploma rarely work from home, and remote work is conducted almost 
exclusively by employees with at least a high school diploma. Of those with a university 
degree, about a quarter work from home. 

• People aged 25–44 are the most likely to work from home, the share of them working 
from home increased from 6% to more than 12%. The highest relative increase in working 
from home has been among the youngest group, aged 20–24, where the share has increased 
five times, from just under 2% to 10%. 

• Although parents are now working from home slightly more often than those without 
children, the increase in home-based work was surprisingly similar for both groups. While 
the presence and number of children has little effect on parents' engagement in home-based 
work, the age of the youngest child is quite crucial. Rates of working from home increased 
most among parents with younger children. The increase was modest for mothers with 
a youngest child aged 13–17, and there was no increase at all for fathers. Women with a child 
aged 0–2 were the most likely to work from home, and also experienced the largest 
increase after the pandemic. Today, almost a third of these mothers work from home. 

• While the size of a company or workplace does not play a major role in working from home, 
the sector of employment is quite important. Working from home is naturally used mainly 
in occupations that are easier to perform from home. It is mainly found in information 
and telecommunications, real estate, finance, and insurance sectors. In information and 
telecommunications, fully half of employees now work at least partly from home. 

• There is a positive correlation between household partners in the extent and frequency 
of working from home. If one partner does not work from home at all, it is very likely that 
their partner also does not. People who work more from home than from work have partners 
who are also more likely to work predominantly from home. Conversely, people who work 
less from home and are more often at work have partners who also work mostly at their 
workplace and only spend a small part of their working hours from home. While these 
similarities in working from home between partners may be due to people choosing partners 
with similar educational backgrounds or those who work in similar sectors, they are also 
likely to reflect similar preferences of partners for working from home. 

• Based on preferences expressed in the January 2023 survey, 66% of men and 70% of women 
would prefer to work from home several days a week, most often two or three. Workers' 
preferences about the extent to which they engage in working from home largely correspond 
to whether and to what extent they already work from home. However, preferences and 
reality do not always coincide, and some work from home more often than they would like. 
At the same time, however, more than half of those working solely in their workplace would 
prefer to work at least partly from home. Overall, therefore, we can expect that working from 
home will continue to increase, if employees' preferences coincide with employers' 
capabilities and willingness of employers to allow working from home. 

• Increased home-based work in the Czech Republic could also lead to higher rates of labour 
market participation of mothers of young children. Earlier returns of women from parental 
leave, facilitated by the possibility of working from home or by partners working from home 
who can take over some part of childcare responsiblities could help to reduce persistent 
gender inequalities in employment rates and incomes. 
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• In the long term, the documented increase in working from home is likely to allow for 
increases in commuting distance and commuting time. This may enhance labour mobility, 
strengthen the matching of labour supply and demand, and increase overall competition 
in the labour market. Given that working from home is primarily among workers with 
higher education and in better paid occupations, further growth in working from home may 
also contribute to growing economic and social disparities in society. 
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TALENT: 
Critical Literature Review1 

MAY 2024 

MIROSLAVA FEDERIČOVÁ, TOMÁŠ PROTIVÍNSKÝ 
 

 

Scope and Purpose 

• This document has been created to familiarize the reader with scientific literature 

that deals directly or implicitly with the education of gifted students, their specificities, 

and the challenges they may face in developing their talents. It focuses on the findings 

of literature from an economic perspective, specifically in the field of the economics 

of education, and with an emphasis on topics that are important in the Czech context. 

• It offers an economic perspective on the importance of supporting gifted children for 

individuals and for society as a whole, explores factors that contribute to development 

of talent, and identifies potential obstacles faced by gifted children. It also draws 

on psychological and educational literature, particularly in defining talent and examining 

teaching practices aimed at gifted students. 

• We wish to emphasize that there is no expert consensus on what talent or giftedness 

actually is.2 Therefore, in this document, we describe a variety of existing views, but we 

do not subscribe to any one. 

 

1 This study represents the authors’ own views and not the official position of the Economics Institute of the Czech 
Academy of Sciences nor of the Charles University Center for Economic Research and Graduate Education (CERGE). 
The authors are grateful to Patrick Gaule (University of Bristol, Global Talent Lab), Hynek Cígler (FSS MU), Daniel 
Münich and Alena Bičáková (IDEA, CERGE-EI) for their valuable comments and advice. This work was produced as part 
of Talent, a joint project of IDEA Think Tank at CERGE-EI and RSJ Foundation and also supported from the Czech 
Academy of Sciences within its AV21 Strategy research programme Society in Motion. 
2 Due to a lack of scientific consensus on the definition of talent and giftedness, the terms are typically used as synonyms, 
as in this report, and generally refer to high level of a certain ability. If a particular author or a theory distinguishes 
between these concepts, it is always stated in the text. See Hříbková (2009) for an additional discussion of these terms 
in the Czech context. 
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• Due to the breadth of the topic, it is not possible to offer the reader an exhaustive review 

of related literature. This document is intended to serve more as an initial introduction 

to the topic and an aid to further exploration of it. For readers who are interested 

in the specifics of gifted education in the Czech Republic, we suggest consulting 

the detailed reports by the Czech School Inspectorate (ČŠI, 2016 and ČŠI, 2022). 

• Readers interested in an international comparison of gifted education practices may find 

valuable insights in works such as Rutigliano and Quarshie (2021), Tourón and Freeman 

(2018), and Heuser et al. (2017). While we reference selected findings from these sources, 

our report primarily concentrates on economic academic literature and does not attempt 

an exhaustive review of these well-documented areas. 
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Study 7/2024 

Public Financing for Pre-school Places 
Still Pays Off: a cost-benefit analysis2 

NOVEMBER 2024 

KLÁRA KALÍŠKOVÁ*, DANIEL MÜNICH*, JIŘÍ SLABÝ* 
 

Summary 

• The long-term shortage of places in Czech kindergartens has continued for the last ten 
years, although it has been decreasing thanks to demographic development and new 
alternative child groups. However, the need for pre-school places has again skyrocketed 
due to the wave of immigration from Ukraine following its military invasion by Russia in 
February 2022. There has been a significant drop in the number of births over the last few 
years, which will reduce the mismatch between supply and demand again in a few years. 
At the same time, however, it remains the case that the mismatch between supply and 
demand is a localised phenomenon with limited links to national developments. 

• This cost-benefit analysis of the financial costs and benefits of running nurseries quantifies 
the amount of money lost by the Czech public budgets as a result of the shortage of pre-
school places. We estimate that the net return to public budgets from one additional child 
placed in a kindergarten is approximately CZK 46,000 per year. This is mainly due to the 
higher income tax and insurance contributions collected by the working parent, mostly the 
mother, as a result of the nursery school places. The positive net returns are even under 
very conservative assumptions. The net returns are even higher if secondary and long-term 
effects are taken into account, including the investment costs of building the nurseries. The 
investment costs are relatively low compared to the operating costs because they are spread 
over a long period of the nursery's place in operation. 

• The analysis does not take into account other potential public and private benefits, such as 
easier planning and reconciliation of parental and working life, higher fertility rates, higher 
household incomes and living standards, less dependence on welfare benefits, or better 
socialisation and school readiness of children. 

 
2 This study represents the authors’ own views and not the official position of the Economics Institute of the Czech 
Academy of Sciences nor of the Charles University Center for Economic Research and Graduate Education (CERGE). 
Any remaining ambiguities or errors are the responsibility of the authors. The study was produced with support from 
the Czech Academy of Sciences under the AV21 Strategy research programme, Society in Motion. 

*CERGE-EI, a joint workplace of Charles University and the Economics Institute of the Czech Academy of Sciences. 
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• There are a number of reasons for the persistent local shortage of pre-school capacity: 

o First, the representation of many municipalities does not sufficiently monitor 
demographic trends and residential development in a timely manner and does not 
sufficiently translate them into pre-school capacity. 

o Second, although additional children in kindergarten represent a net financial gain 
for public budgets, this gain is not realised by municipal budgets but by central 
budgets. On the contrary, the construction costs are charged to the municipal 
budgets. The fact that, while the costs are well visible, the returns are much 
less so. This significantly reduces the incentives of municipalities to address 
pre-school capacity. 

o And thirdly, although the investment cost per pre-school place spread over a long 
period comes out as low, the immediate level of investment costs is an insur-
mountable obstacle for most smaller to medium-sized municipalities. In fact, 
the chances of obtaining subsidies are relatively low and the possibilities 
of credit financing for municipal construction are limited, given the governance 
of municipalities by elected representatives. 

  

 Public Financing for Pre-school Places Still Pays Off: a cost-benefit analysis after 10 years.

 BACK TO CONTENTS



19

                                                                                               

4 
 

 

Study 6/2024 

Which Innovative Firms Do/Do Not 
Receive Public Support for Innovation?2 

OCTOBER 2024 

MARTIN SRHOLEC 
 

Summary 

• The purpose of this analysis is to show which innovative firms do and do not benefit 
from public support for innovation. We specifically study which innovative activities 
receive public support, the types of support they receive from what sources, and what 
the findings imply for Czech innovation policy. 

• This is the first time that the focuses of public support for innovation in the Czech 
Republic have been mapped in a comprehensive and detailed manner. The analysis is 
based on a large database of firm-level data on innovation for the period 2010–2020, 
which was created in cooperation with the Czech Statistical Office in an OECD project 
by linking five innovation surveys and other sources. 

• Only a quarter of innovative companies are engaged in research and development 
(R&D) on a continuous basis. Another quarter perform R&D only occasionally. As many 
as half of innovative firms do not engage in R&D at all, i.e., they innovate in other ways 
than through in-house R&D. 

• Two thirds of all firms innovate without public support. In the remaining third, firms 
receive direct support (subsidies) for innovation much more frequently than indirect 
support (R&D tax incentives). 

 
2 This study represents the author’s own views and not the official position of the Czech Academy of Sciences’ 
Economics Institute nor that of the Charles University Center for Economic Research and Graduate Education 
(CERGE). The study was produced with support from the Czech Academy of Sciences as part of its Center for 
Research, Development and Innovation Analysis programme (RaDIAC). The author accessed, processed and 
matched the micro data and performed the computations on the basis of a confidentiality agreement in place during 
a short-term employment contract at the Czech Statistical Office. I would like to thank Matěj Bajgar, Daniel Münich, 
and Štěpán Jurajda for their help, helpful comments, and suggestions. All remaining omissions and errors are 
my own. 
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• Firms that perform continuous R&D draw public support for innovation most often; 
about three-fifths of them are supported. Innovative firms that carry out occasional 
R&D are only half as likely to receive support. Innovative firms that do not conduct 
their own R&D are by far the least likely to receive support. 

• Indirect support for innovation in the form of R&D tax incentives is used by fewer than 
a third of companies that are continuously engaged in R&D, and an even smaller 
proportion of that kind of small and young firms. This is surprising, because the tax 
incentive programme is aimed to support firms that carry out R&D. 

• On demographic characteristics, small, young, independent innovative firms 
in the service sector, i.e. innovative “non-manufacturing” start-ups, prove to be 
the least likely to be supported. In contrast, large, established industrial firms that are 
part of the domestic group (with headquarters in Czechia) most frequently receive 
support for innovation. Firms headquartered abroad draw relatively more indirect 
than direct support. 

• Firms that perform continuous R&D outperform innovators that perform only 
occasional R&D and those with no R&D activity on a number of other indicators 
of innovativeness: they spend more not only on their own R&D, but also on purchases 
of R&D services and intellectual property. They are more likely to introduce product 
innovations, to collaborate on innovations, to file for patents, and to deliver products 
to foreign markets. 

• In contrast, innovators with no in-house R&D perform equally well and sometimes 
even outperform those with R&D activity in process innovation. and in their expendi-
tures on non-R&D innovation activities, such as investments in buildings, machinery, 
and/or software for innovation, or innovation-related marketing, design, and training 
costs. 

• Firms that receive support for innovation outperform those that do not, particularly 
in investments in buildings, machinery, and software for innovation, and also 
in collaboration on innovation with partners in the public research sector and 
in patenting. However, the latter two differences are directly related to the conditions 
of their participation in subsidised projects. In other respects, the differences 
in innovativeness between receivers and non-receivers of support are rather limited. 

• Direct targeted (non-institutional) support for innovation financed from Czech public 
budgets goes predominantly to firms engaged in continuous R&D activities. The main 
outliers are large Ministry of Industry and Trade programmes, i.e., the TIP programme, 
and those of the Technology Agency of the Czech Republic, i.e., the ALFA programme, 
part of which was also used by companies that engage in occasional R&D. Innovative 
firms that do not carry out their own R&D draw only a fraction of these subsidies. 
Subsidies funded from EU sources, i.e., operational programmes, go much more 
frequently to innovative firms conducting only occasional or no R&D activities than 
do national subsidies. 
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• Time series analysis shows that the probability of a firm switching from engaging 
in R&D occasionally to continuously is significantly higher if it begins to receive 
support for innovation. This effect is also supported by econometric estimates using 
a difference-in-differences model. This signals that the main impact of the support 
might be in stimulating greater R&D intensity. However, data to identify a causal 
impact of the support in this regard are lacking. 

• International comparison within 27 EU/EFTA countries indicates that support for 
innovation in Czechia is generally above the European average. A closer look by sector 
and firm size confirms, however, that Czechia supports innovation in medium and large 
firms relatively often, but lags behind other countries in supporting small innovative 
firms, especially in services. 

• Recommendations for innovation policy: 

- In Czechia and abroad, support for innovation has been shown to have 
the largest positive impact in small and medium-sized enterprises. However, 
public support for innovation in Czechia is most often received by large, 
established, industrial firms. It is as if Czech innovation policy is more 
concerned about preserving the past than supporting businesses that have the 
greatest potential to drive economic growth in the future. 

- At the very least, funding providers should avoid putting innovative start-ups 
at a disadvantage in the evaluation phase of project proposals, e.g., by awarding 
extra points for a company's historical track record. It would be worthwhile 
to systematically examine the extent to which the design of innovation support 
programmes, particularly the criteria set for selecting projects to support, puts 
such firms at a disadvantage. 

- Ex-post evaluation of innovation support programmes should focus on their 
demonstrable impact at the programme level. So long as one of the main 
considerations is the proportion of successfully completed individual projects 
in the programme, it is not surprising that providers prefer to play it safe by 
supporting more established larger companies with bright track records, and 
to take fewer risks supporting innovative start-ups. 

- The question arises whether the overall innovation policy mix should become 
more diversified between direct and indirect support. Indirect support through 
tax incentives could play the role of the main instrument to support continuous 
R&D efforts of firms, while programmes offering direct support would be steered 
towards funding firms engaged in occasional R&D, and to stimulating shifts to 
continuous R&D (and thus shifting the firms to the tax incentives), and support 
for firms innovating without in-house R&D activity. This would free up the direct 
support to provide more funding to smaller and younger service firms. 

- In any case, a call for a realignment of national subsidy programmes for 
innovation looms on the horizon. Subsidies from EU programmes, which are 
much more available than those from national programmes for companies 
carrying out occasional R&D and those that innovate without in-house R&D will 
largely dry up in a few years after the operational programmes end. National 
programmes will either expand their support for this kind of innovating firms 
or their support will dwindle. 
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Study 5/2024 

Regional Budgets under Scrutiny: where 
their revenues come from, what they are 

spent on, and what the budgetary allocation 
of taxes change will bring2 

SEPTEMBER 2024 

PETR JANSKÝ, DANIEL KOLÁŘ 
 

Summary 

• Since 2000, self-governing regions have played an important role in the Czech public 
administration system and have managed significant resources. This study analyses 
the 2023 revenues and expenditures of 13 regions and the impacts of proposed changes 
in allocation of regional revenues. We substract earmarked transfers and do not include 
Prague, which fulfils the roles of both a region and a municipality. 

• The revenues of the 13 remaining regions amounted to CZK 120 billion in 2023. Their 
expenditures were slightly lower, at CZK 109 billion. The key to regional budgets is 
the allocation of taxes, which determines the vast majority of regional budget revenues, 
and thus dictates their scope for spending. Budgetary allocation of taxes determines how 
much of tax revenue collected will go to regions, municipalities, and the state. 

• Regions with higher gross domestic product (GDP) per capita manage budgets that are, 
on average, smaller per capita than do regions with lower GDP per capita. This can be seen 
as supporting regions with lower GDP per capita, i.e., as a redistributive aspect of regional 
budgets. We also show that the current budgetary allocation of taxes system tends to favour 
regions with smaller populations at the expense of those with larger ones, particularly 
Moravia-Silesia and South Moravia. 

 
2 This study represents the authors’ own views and not the official position of the Economics Institute of the Czech 
Academy of Sciences nor of the Charles University Center for Economic Research and Graduate Education (CERGE). 
The authors, who are affiliated with the Institute of Economic Studies, Faculty of Social Sciences, Charles University, 
are grateful to Jaromír Baxa, Petr Bouchal, Daniel Münich, Jan Pavel, and Daniel Prokop for their valuable comments 
on the working versions of this study. Any remaining ambiguities or errors are the authors’ own. This study was 
produced with support from the Czech Academy of Sciences within its AV21 Strategy research programme Society 
in Motion. 
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• In per capita terms, the regions that benefit most from the budgetary allocation of taxes 
system today are Vysočina, South Bohemia, and Karlovy Vary region, while South Moravia 
and Moravia-Silesia receive the least funds per capita. There are large differences in 
budgetary allocation of tax revenues between the regions: today, the Vysočina region 
receives almost twice as much tax revenue per capita as does South Moravia. 

• In 2024, the government approved an amendment to the budgetary allocation of taxes 
Act based on a proposal by the Association of Regions of the Czech Republic, which is 
currently awaiting approval in Parliament. We show how the new system would change 
regional budgetary allocation of tax revenues per capita. For example, the Pardubice 
and Olomouc regions currently receive roughly average per capita revenues, but with the 
proposed changes, the Pardubice region would receive significantly more and the Olomouc 
region would receive less. The Pardubice region, along with the Zlín, Liberec, and Karlovy 
Vary regions are expected to see the largest increases in revenue. Conversely, the Ústí nad 
Labem region, which is one of the poorest (measured by GDP per capita), would see 
a decrease. The primary loser in the changes would be Moravia-Silesia, where an already 
low budgetary allocation of taxes revenues would decrease further, by about CZK 700 
per capita. For South Bohemia, South Moravia, Central Bohemia and Pilsen region, 
the changes would not result in any major alterations in the budgetary allocation of taxes 
revenues. 

• In our view, the proposed changes to the budget allocation of taxes system are moving 
in a good direction, replacing long-term fixed shares with a variable mechanism based 
on changing regional characteristics. However, it would be helpful to consider adding 
incentive elements to the system that would motivate regions to, for example, encourage 
greater economic activity in their territory, to make strategic investments, or to improve 
the quality and efficiency of public services. 

• Regarding the structure of regional non-transfer expenditures, where regions have room 
to take their own priorities into account: 

- Roughly one-seventh of regional spending goes to education, supplementing 
transfer funding from the state budget. Moravia-Silesia and South Moravia spend 
the largest shares of their expenditures on education (19% and 17% respectively). 

- Regions spend 12–25% of their total expenditures on construction and 
maintenance of road networks, and 16–31% on public transport. The differences 
between regions in this respect are quite large. In aggregate, the largest percentage 
of the regional budget is spent on public transport in Central and South Bohemia 
and in Vysočina. 

- Other important regional expenditures include health (8–17%), public 
administration (7–12%) and culture (5–15%). Health expenditures primarily 
include funding for regional hospitals and emergency medical services. Expenditu-
res on public administration consists, for example, of salaries of employees of 
regional authorities; expenditures on culture consists of contributions to cultural 
organisations. 
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Study 4/2024 

Teacher Salaries in 2023 and Beyond: 
Driving Downhill2 

JUNE 2024 

DANIEL MÜNICH, VLADIMÍR SMOLKA 
 

Summary 

• The development of teachers’ salaries is determined by the development of a country’s public 
education expenditures, specifically, the share of GDP spent on education. In the Czech 
Republic, share of GDP on education reached a historical peak in 2021, roughly corresponding 
to the average of EU27 and OECD countries. Since then, analyses of developments, 
the Medium-Term State Budget Outlook and the forecast of the Czech economy show that this 
share has been declining, will decline in 2024, and very likely will continue to decline in 2025 
and 2026. The current Medium-Term State Budget Outlook does not take into account the new 
statutory anchoring of relative teacher salaries at 130% of average wages in the economy. 
If the share of education spending in GDP in 2025 were to return to the average of EU27 
countries in 2021, spending would need to be about 40 billion higher than the current outlook 
for 2025, i.e., 15%. 

• The relative amounts of teachers’ salaries helps to define how attractive it is to enter 
the teaching profession, and can be a component in ensuring sufficient interest in teaching. 
Selectivity into teaching, both at entry and throughout a career, determines the quality 
of education. These processes are realised in the long term through continuous entries and 
exits from teaching, and ongoing training during a teaching career. Therefore, the effects 
of teacher salaries on interest in entering the profession, the quality of teachers’ work, and 
ultimately a country’s educational outcomes can only be tracked over the long term, over 
decades rather than years. 

 
2 This study represents the authors’ own views and not the official position of the Economics Institute of the Czech 
Academy of Sciences nor of the Charles University Center for Economic Research and Graduate Education (CERGE). 
We are grateful to the Ministry of Labour and Social Affairs for its approval to use ISPV data collected and managed 
by TREXIMA spol. s r. o. The authors are grateful to Karel Gargulák, Václav Korbel, and Miroslav Hřebecký and 
numerous others for their valuable comments and advice. We appreciate consultations on salary indicators kindly 
provided by the Department of Statistics at the Ministry of Education, Youth and Sports. Any remaining ambiguities 
or errors are the responsibility of the authors. The study was produced with support from the Czech Academy of Sciences 
under the AV21 Strategy research programme, Society in Motion. 
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• The originally political and now legal commitment to relative teacher salaries of 130% refers 
to the average wage in the Czech economy, while the OECD international comparison relates 
teacher salaries to the average wages of university-educated employees. However, the value 
of the Czech indicator of 130% roughly corresponds to the OECD indicator at the level 
of the OECD and EU27 average, which is 90%. In 2021, the Czech Republic reached 79%, 
while the OECD average was 90%. In 2023 and 2024, the Czech Republic started to move 
further below the OECD average. 

• Teacher salaries, including school principals and other education management staff, relative 
to the overall average wage of all workers in the Czech economy, were very low until 2017, 
at about 106%. In 2021, thanks to unprecedented increases over those few years, they grew 
significantly, to 125%, though they did not reach the 130% level, and in 2022 and 2023 
the trend reversed, with education wages falling to 115%. Indeed, teachers salaries rose by only 
0.8% and 3.5%, while wages in the economy grew faster, by 5.3% and 7.5%. To date in 2024, 
the expected growth in teacher salaries is likely to again lag well behind expected growth 
of average wages in the economy. 

• The outlook for 2025–2026 is difficult to predict. It will depend on the amount of the subsidy 
for teachers’ salaries from the state budget, the amounts contributed from the budgets 
of municipalities and regions, the degree of redistribution of funds among schools, develop-
ment of numbers of teachers, and development of the average wage in the economy. Based 
on the current forecast on growth of the economy by the Ministry of Finance of the Czech 
Republic, and the Medium-Term State Budget Outlook for 2025 and 2026, the nominal 
increases in 2026 compared to 2021 should be as follows: price level (+36.7%), nominal GDP 
(+37.4%), average wages in the economy (+33.0%), the budget of the Ministry of Education 
without EU funds (+14.5%) and its contribution to regional education (+14.9%). 

• Simply maintaining the 2024 level of relative wages in 2025–2026 will require increases 
at the rate of nominal wage growth in the economy in those years, i.e., 5.5% and 4.7% 
respectively. Lower growth rates would mean a further decline towards the lowest relative 
teacher wages in the OECD, as they were before 2017. Reaching the OECD average in 2024 
would require a 20–25% rise in teacher salaries. If relative teacher salaries were to reach 
the record level of 2021 in 2025, the budget would have to be CZK 26 billion higher than 
in 2023. If the OECD average were to be reached in 2025, the budget would have to be even 
higher, by CZK 31.7 billion. However, the Medium-Term State Budget Outlook for 2025 
foresees year-to-year decrease of CZK 2 billion for the Ministry of Education, Youth and Sports. 

• In 2023, the relative salaries of teachers of all age groups fell for the second year in a row. 
Salaries for the youngest teachers under 30 remain the most attractive. In contrast, the relative 
salaries of middle-aged teachers aged 30–49 remain the lowest. Teachers' salaries increase 
more slowly with age, or, more precisely, with years of experience, compared to those of most 
other professions that require a university degree (even in international comparisons), but they 
do increase throughout a teaching career. In addition to setting salary scales, the absence 
of regulation and quality standards for the performance of teachers at different stages of their 
careers contributes to this. 
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• Teacher salary variability remains low in the long term in national and international 
comparisons and does not correspond to differences in the quality of teachers’ work. 
In addition to their level of education, teachers’ pay is still dominated by tariffs, i.e., years 
of experience. Flat-rate salaries in education lead to underpayment and poor motivation 
of quality teachers. This increases the risk of teachers leaving the profession and reduces 
interest in the profession among younger generations. 

• After a very significant rise in the share of the extra tariff component of teachers’ salaries 
between 2019 and 2021, there has been a slight decrease between 2022 and 2023, but wages 
are still higher than for comparable professions in the public sector. However, the share 
of the overhead component in 2023 was significantly lower than the 20% indicated 
in the revised government programme statement. 
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Study 3/2024 

Reform of Single-Bidding in Public 
Procurement: More Competition, Lower Price2 

MAY 2024 

VÍTĚZSLAV TITL 
 

Summary 

• Public procurement markets in the European Union (EU) were valued at about 14% of GDP 
in the period from 2011 to 2020. The share of public procurement contracts in the EU 
awarded to the single firm that submitted a bid was 23.5% in 2011 and 41.8% in 2020. This 
means that about 3.3% in 2011 and 5.8% of European GDP in 2021 was awarded without 
competition. 

• In Czechia, the share of single-bidding in public procurement was very similar, at 22.7% 
of the volume of all public procurement contracts 2010-2013, so that inefficiency caused 
by the lack of competition is a first-order issue for the Czech public sector. 

• A Czech procurement law from 2012 banned awarding public procurement contracts 
with only one bid submitted. In this study, I evaluate the impact of this reform, which was 
reversed in 2014. 

• First, I show that the ban led to a decrease in prices of about 6% of the estimated cost 
of procurement projects affected by the reform. 

• Second, I discuss suggestive evidence that, in response to the reform, public procuring 
entities including ministries, regions, and municipalities started to provide significantly 
longer descriptions of procurement contracts and extended the timeframe for firms 
to prepare bids. This finding helps to explain the decline in prices. 

• Finally, I show that the decline in prices observable on overage for all contracts, however is 
not present for public procurement contracts awarded to firms donating to political parties, 
firms with personal connections to political parties, and anonymously owned firms. 

  

 
2 The author would like to thank Filip Pertold for his useful comments on the draft version of the text. Any inaccuracies 
or errors including opinions expressed are responsibility of the author. The study received support from the research 
programme Strategy AV21 of the Czech Academy of Sciences. 
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Pozn.: Pro bližší detail lze nadřazené kategorie rozkliknout. Lišta pod grafem ukáže, v jaké podskupině se nachází zobrazené kategorie.

Státní rozpočet reguluje zaměstnanost v organizacích, které dohromady čítají cca 484 tisíc zaměstnanců státu.

Státní úředníci z těchto zaměstnanců státu tvoří pouze cca 16 % – a z cca 76 tisíc státních úředníků většina pracuje v tzv. neústřední státní správě, tj. v organizacích, jako jsou finanční úřady či správy sociálního zabezpečení,
tedy často na přepážkách mimo Prahu.

Pozn.: Pro bližší detail lze jednotlivé nadřazené kategorie rozkliknout.

Rozložení platových nákladů mezi jednotlivé kategorie zhruba odpovídá počtům zaměstnanců. Celkem výdaje na platy zaměstnanců regulovaných státním rozpočtem činí 258 miliard korun.

Pozn.: Ministerstvo školství, mládeže a tělovýchovy zkresluje graf vzhledem k zahrnutí učitelů v kategorii “Příspěvkové organizace”. Lze odfiltrovat kliknutím na patřičnou položku legendy.

Za řízení zaměstnanosti v jednotlivých oblastech veřejného sektoru zodpovídají správci rozpočtových kapitol.

Při pohledu na jednotlivé kapitoly dominuje v počtu zaměstnanců Ministerstvo školství (MŠMT), přes které jdou výdaje na učitele v regionálním školství.

Pokud odhlédneme od této skupiny (administrativně vedené jako ‚Příspěvkové organizace‘), jsou rozpočtovými kapitolami s největším počtem zaměstnanců Ministerstvo vnitra (MV), které zahrnuje policisty a hasiče a
Ministerstvo obrany (MO), které zahrnuje armádu. Dále Ministerstvo práce a sociálních věci (MPSV) a Ministerstvo financí (MF), která zahrnují zaměstnance velkých úřadů poskytujících služby po celé republice, často na
přepážkách.

Pozn.: Ministerstvo školství, mládeže a tělovýchovy zkresluje graf vzhledem k zahrnutí učitelů v kategorii “Příspěvkové organizace”. Lze odfiltrovat kliknutím na patřičnou položku legendy.

Průměrné platy se výrazně liší jak mezi kategoriemi organizací, tak mezi organizacemi uvnitř těchto kategorií. Nejvyšší průměrné platy měli v roce 2023 zaměstnanci ministerstev (58 tis. Kč měsíčně), dále pak zaměstnanci
‚Ostatních ústředních orgánů‘ (51 tis. Kč).

Velmi široký rozptyl měly průměrné platy organizací zařazených do kategorie ‚Ostatní organizační složky státu‘ (zde označené jako ‚Ostatní vč. Armády‘), což odráží velkou rozmanitost funkcí a personálního složení těchto
organizací. Podobně, byť s nižším průměrným platem, tomu bylo u ‚Příspěvkových organizací‘.

Nejnižší platy pak mají zaměstnanci ‚Neústřední státní správy‘, tedy převážně organizací poskytujících přímé služby občanům. Zhruba uprostřed spektra průměrných platů se pak pohybují ‚Sbory‘ (49 tis. Kč), které si jsou co do
průměrného platu podobné.

Ve srovnání s průměrnou mzdou v národním hospodářstvím se průměrné platy v jednotlivých kategoriích a rozpočtových kapitolách také výrazně odlišují.

Průměrné platy zaměstnanců většiny ministerstev přesahují průměrnou mzdu v Praze, rozpětí ale sahá od -15 % do +14 %. Přesné důvody této platové nerovnosti nelze z dostupných dat vysledovat. Obecně hraje roli rozdílné
personální složení co do odbornosti i věkové struktury a historicky dané rozdíly, které systém rozpočtování a platové politiky jednotlivých úřadů v průběhu času zachovávají.

Většina ‚Ostatních ústředních orgánů‘ platové úrovně Prahy nedosahuje, přičemž rozpětí je ještě větší než u ‚Ministerstev‘ (od -22 % do +22 % průměrné mzdy v Praze); zde se odráží ještě větší heterogenita funkcí a
personálního složení těchto organizací. Podobně je tomu u ‚Ostatních organizací státní správy‘, kde ale průměrné platy srovnáváme se mzdami v celé ČR.

‚Neústřední státní správa‘ vykazuje průměrné platy typicky pod úrovní průměrné mzdy v národním hospodářství.

Pozn.: Pro srovnatelnost v čase graf nezahrnuje zaměstnance ministerstev vnitra a zahraničních věcí, viz Data a metodologie.

Zde jde pouze o ‚Státní úředníky‘, tedy zaměstnance ‚Ústředních orgánů‘ (ministerstev a ostatních) a ‚Neústřední státní správy‘.

V roce 2023 jich bylo celkem 62 579 (76 600 při započtení MZV a MV, kterýžto údaj ale není srovnatelný v čase). Z nich přes 48 tisíc pracovalo v ‚Neústřední státní správě‘, cca 9 900 na ‚Ministerstvech‘ (22 tis. při započtení
MZV a MV, kde je ale zahrnuto velké množství civilních zaměstnanců bezpečnostních složek) a přes 4 tisíce na ‚Ostatních ústředních orgánech‘.

Počet ‚Státních úředníků‘ v posledních třech letech klesl cca o 2 tisíce, především kvůli snižování počtů zaměstnanců v ‚Neústřední státní správě‘. Nejvyšší od roku 2003 byl celkový počet ‚Státních úředníků‘ v roce 2019 (65,4
tis.), nejnižší naopak v roce 2011 (58 tis.)

Pozn.: Zahrnuty kapitoly ministerstev vnitra a zahraničních věcí

Pozn.: Pro srovnatelnost v čase graf nezahrnuje zaměstnance ministerstev vnitra a zahraničních věcí, viz Data a metodologie.

Podobný profil v čase jako počty ‚Státních úředníků’ mají i výdaje na jejich platy. Ty nejvíce rostly v období let 2011 až 2019, kdy růst nákladů odrážel růst počtů i reálných průměrných platů (po zohlednění inflace). Nárůst výdajů
mezi lety 2021 až 2023 byl tažen snahou alespoň částečně kompenzovat inflaci.

Vývoj výdajů očištěný o inflaci ukazuje Graf 4d níže.

Pozn.: Pro srovnatelnost v čase graf nezahrnuje zaměstnance ministerstev vnitra a zahraničních věcí, viz Data a metodologie.

Pozn.: Pro srovnatelnost v čase graf nezahrnuje zaměstnance ministerstev vnitra a zahraničních věcí, viz Data a metodologie.

Výdaje na platy státních úředníků ve stálých cenách (po zohlednění inflace) byly v roce 2021 vyšší o 40–65 % než v roce 2003. Poté, během poměrně krátké doby výrazně poklesly na 12–32 % roku 2003. Za 2 dekády mezi lety
2003 až 2023 nejvíce narostly výdaje na platy v ‚Neústřední státní správě‘ a nejméně na ‚Ministerstvech‘.

Pozn.: Reálné hrubé měsíční platy jsou uvedeny v cenách roku 2023 a vypočteny podle indexů spotř. cen (datová sada ČSÚ 010022 Indexy spotř. cen).

Reálné průměrné platy (očištěné o vliv inflace, tj. vyjádřené v cenách roku 2023) od roku 2003 vzrostly u všech kategorií státních úředníků. Od roku 2020 ale výrazně klesají, přičemž u zaměstnanců ‚ Ministerstev‘ pokles začal
už v roce 2019. Tento pokles je výraznější než v období po finanční krizi mezi lety 2009 až 2012.

Pozn.: Pro ministerstva a ostatní ústřední orgány srovnáváme s průměrnou mzdou v Praze. V ostatních případech srovnáváme s průměrnou mzdou v národním hospodářství. Údaje o průměrných mzdách čerpáme z datové sady ČSÚ Průměrná hrubá měsíční
mzda a medián mezd v krajích. Hodnota 100 % znamená, že průměrný plat v kategorii je stejný jako průměrný plat v národním hospodářství.

Platovou atraktivitu státních institucí reflektuje i jejich srovnání s úrovni mezd v ekonomice. U ‚ Ministerstev‘ a ‚Ostatních ústředních orgánů‘ průměrný plat srovnáváme s průměrnou mzdou v Praze, pro ostatní kategorie s
průměrnou mzdou v ČR.

V tomto srovnání je patrné, že práce v těchto skupinách veřejných institucí ztrácí platovou atraktivitu už od období let 2017/2018.

Zvláště u ‚Ministerstev‘ a ‚Ústředních orgánů’ je nutné brát v potaz, že tyto organizace vyžadují vyšší úroveň vzdělání, než je v průměru běžné v rámci zaměstnanosti v české ekonomice, a proto je i toto srovnání nedokonalé.

Pozn.: Pro srovnatelnost v čase graf nezahrnuje zaměstnance ministerstev vnitra a zahraničních věcí, viz Data a metodologie.

Průměrné platy státních úředníků ve stálých cenách (po zohlednění inflace) byly v roce 2021 vyšší o více než 40 % než v roce 2003. Poté, během poměrně krátké doby výrazně poklesly na zhruba 20 % roku 2003. V trendech je
vidět snahu o konsolidaci veřejných výdajů po světové finanční krizi 2010–2013 a v letech 2021–2023.

Zaměstnanci státu a úředníci:
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Zaměstnanci státu

Příspěvkové organizace
​286 710 zaměst.​

Organizační složky státu

Státní správa Ostatní
vč. armády
​39 923 zaměst.​Sbory
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Státní úředníci (celkem)

Neústřední st. správa
​49 372 zaměst.​

Ústřední orgány

Ministerstva
​22 877 zaměst.​

  

Graf 1a. Počet zaměstnanců státu dle regulace zaměstnanosti (2023)
​Velikost obdélníků je úměrná podílu dané skupiny na celkovém počtu zaměstnanců státu​
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Graf 1b. Výdaje na zaměstnance státu dle regulace zaměstnanosti (2023)
​Velikost obdélníků je úměrná podílu dané skupiny na celkových výdajích​
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Graf 2a. Počet zaměstnanců státu dle rozpočtových kapitol (2023)
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Graf 2b. Výdaje na zaměstnance státu dle rozpočtových kapitol (rok 2023, mld. Kč)
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Graf 3a. Průměrné platy zaměstnanců státu (2023)
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Graf 3b. Průměrné platy zaměstnanců státu v poměru k průměrné mzdě
v ekonomice (2023)
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Graf 4a. Počet státních úředníků (2003–2023)
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Graf 4b. Počet státních úředníků, včetně MV a MZV (2003-2023)
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Graf 4c. Výdaje na platy státních úředníků (2003-2023)
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Graf 4d. Reálné výdaje na platy státních úředníků (2003-2023)
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Graf 4e. Změna reálných výdajů na platy státních úředníků (v % základny roku 2003)
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Graf 5a. Reálné průměrné platy státních úředníků 2004-2023 (v cenách roku 2023)
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Graf 5b. Průměrné platy státních úředníků v poměru k průměrné mzdě v ekonomice
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Graf 5c. Změna reálných výdajů na platy státních úředníků (v % základny roku 2003)
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Graf 6. Celkové změny platů a počtu zaměstnanců v období 2004-2023

Pozn.: Pro bližší detail lze nadřazené kategorie rozkliknout. Lišta pod grafem ukáže, v jaké podskupině se nachází zobrazené kategorie.

Státní rozpočet reguluje zaměstnanost v organizacích, které dohromady čítají cca 484 tisíc zaměstnanců státu.

Státní úředníci z těchto zaměstnanců státu tvoří pouze cca 16 % – a z cca 76 tisíc státních úředníků většina pracuje v tzv. neústřední státní správě, tj. v organizacích, jako jsou finanční úřady či správy sociálního zabezpečení,
tedy často na přepážkách mimo Prahu.

Pozn.: Pro bližší detail lze jednotlivé nadřazené kategorie rozkliknout.

Rozložení platových nákladů mezi jednotlivé kategorie zhruba odpovídá počtům zaměstnanců. Celkem výdaje na platy zaměstnanců regulovaných státním rozpočtem činí 258 miliard korun.

Pozn.: Ministerstvo školství, mládeže a tělovýchovy zkresluje graf vzhledem k zahrnutí učitelů v kategorii “Příspěvkové organizace”. Lze odfiltrovat kliknutím na patřičnou položku legendy.

Za řízení zaměstnanosti v jednotlivých oblastech veřejného sektoru zodpovídají správci rozpočtových kapitol.

Při pohledu na jednotlivé kapitoly dominuje v počtu zaměstnanců Ministerstvo školství (MŠMT), přes které jdou výdaje na učitele v regionálním školství.

Pokud odhlédneme od této skupiny (administrativně vedené jako ‚Příspěvkové organizace‘), jsou rozpočtovými kapitolami s největším počtem zaměstnanců Ministerstvo vnitra (MV), které zahrnuje policisty a hasiče a
Ministerstvo obrany (MO), které zahrnuje armádu. Dále Ministerstvo práce a sociálních věci (MPSV) a Ministerstvo financí (MF), která zahrnují zaměstnance velkých úřadů poskytujících služby po celé republice, často na
přepážkách.

Pozn.: Ministerstvo školství, mládeže a tělovýchovy zkresluje graf vzhledem k zahrnutí učitelů v kategorii “Příspěvkové organizace”. Lze odfiltrovat kliknutím na patřičnou položku legendy.

Průměrné platy se výrazně liší jak mezi kategoriemi organizací, tak mezi organizacemi uvnitř těchto kategorií. Nejvyšší průměrné platy měli v roce 2023 zaměstnanci ministerstev (58 tis. Kč měsíčně), dále pak zaměstnanci
‚Ostatních ústředních orgánů‘ (51 tis. Kč).

Velmi široký rozptyl měly průměrné platy organizací zařazených do kategorie ‚Ostatní organizační složky státu‘ (zde označené jako ‚Ostatní vč. Armády‘), což odráží velkou rozmanitost funkcí a personálního složení těchto
organizací. Podobně, byť s nižším průměrným platem, tomu bylo u ‚Příspěvkových organizací‘.

Nejnižší platy pak mají zaměstnanci ‚Neústřední státní správy‘, tedy převážně organizací poskytujících přímé služby občanům. Zhruba uprostřed spektra průměrných platů se pak pohybují ‚Sbory‘ (49 tis. Kč), které si jsou co do
průměrného platu podobné.

Ve srovnání s průměrnou mzdou v národním hospodářstvím se průměrné platy v jednotlivých kategoriích a rozpočtových kapitolách také výrazně odlišují.

Průměrné platy zaměstnanců většiny ministerstev přesahují průměrnou mzdu v Praze, rozpětí ale sahá od -15 % do +14 %. Přesné důvody této platové nerovnosti nelze z dostupných dat vysledovat. Obecně hraje roli rozdílné
personální složení co do odbornosti i věkové struktury a historicky dané rozdíly, které systém rozpočtování a platové politiky jednotlivých úřadů v průběhu času zachovávají.

Většina ‚Ostatních ústředních orgánů‘ platové úrovně Prahy nedosahuje, přičemž rozpětí je ještě větší než u ‚Ministerstev‘ (od -22 % do +22 % průměrné mzdy v Praze); zde se odráží ještě větší heterogenita funkcí a
personálního složení těchto organizací. Podobně je tomu u ‚Ostatních organizací státní správy‘, kde ale průměrné platy srovnáváme se mzdami v celé ČR.

‚Neústřední státní správa‘ vykazuje průměrné platy typicky pod úrovní průměrné mzdy v národním hospodářství.

Pozn.: Pro srovnatelnost v čase graf nezahrnuje zaměstnance ministerstev vnitra a zahraničních věcí, viz Data a metodologie.

Zde jde pouze o ‚Státní úředníky‘, tedy zaměstnance ‚Ústředních orgánů‘ (ministerstev a ostatních) a ‚Neústřední státní správy‘.

V roce 2023 jich bylo celkem 62 579 (76 600 při započtení MZV a MV, kterýžto údaj ale není srovnatelný v čase). Z nich přes 48 tisíc pracovalo v ‚Neústřední státní správě‘, cca 9 900 na ‚Ministerstvech‘ (22 tis. při započtení
MZV a MV, kde je ale zahrnuto velké množství civilních zaměstnanců bezpečnostních složek) a přes 4 tisíce na ‚Ostatních ústředních orgánech‘.

Počet ‚Státních úředníků‘ v posledních třech letech klesl cca o 2 tisíce, především kvůli snižování počtů zaměstnanců v ‚Neústřední státní správě‘. Nejvyšší od roku 2003 byl celkový počet ‚Státních úředníků‘ v roce 2019 (65,4
tis.), nejnižší naopak v roce 2011 (58 tis.)

Pozn.: Zahrnuty kapitoly ministerstev vnitra a zahraničních věcí

Pozn.: Pro srovnatelnost v čase graf nezahrnuje zaměstnance ministerstev vnitra a zahraničních věcí, viz Data a metodologie.

Podobný profil v čase jako počty ‚Státních úředníků’ mají i výdaje na jejich platy. Ty nejvíce rostly v období let 2011 až 2019, kdy růst nákladů odrážel růst počtů i reálných průměrných platů (po zohlednění inflace). Nárůst výdajů
mezi lety 2021 až 2023 byl tažen snahou alespoň částečně kompenzovat inflaci.

Vývoj výdajů očištěný o inflaci ukazuje Graf 4d níže.

Pozn.: Pro srovnatelnost v čase graf nezahrnuje zaměstnance ministerstev vnitra a zahraničních věcí, viz Data a metodologie.

Pozn.: Pro srovnatelnost v čase graf nezahrnuje zaměstnance ministerstev vnitra a zahraničních věcí, viz Data a metodologie.

Výdaje na platy státních úředníků ve stálých cenách (po zohlednění inflace) byly v roce 2021 vyšší o 40–65 % než v roce 2003. Poté, během poměrně krátké doby výrazně poklesly na 12–32 % roku 2003. Za 2 dekády mezi lety
2003 až 2023 nejvíce narostly výdaje na platy v ‚Neústřední státní správě‘ a nejméně na ‚Ministerstvech‘.

Pozn.: Reálné hrubé měsíční platy jsou uvedeny v cenách roku 2023 a vypočteny podle indexů spotř. cen (datová sada ČSÚ 010022 Indexy spotř. cen).

Reálné průměrné platy (očištěné o vliv inflace, tj. vyjádřené v cenách roku 2023) od roku 2003 vzrostly u všech kategorií státních úředníků. Od roku 2020 ale výrazně klesají, přičemž u zaměstnanců ‚ Ministerstev‘ pokles začal
už v roce 2019. Tento pokles je výraznější než v období po finanční krizi mezi lety 2009 až 2012.

Pozn.: Pro ministerstva a ostatní ústřední orgány srovnáváme s průměrnou mzdou v Praze. V ostatních případech srovnáváme s průměrnou mzdou v národním hospodářství. Údaje o průměrných mzdách čerpáme z datové sady ČSÚ Průměrná hrubá měsíční
mzda a medián mezd v krajích. Hodnota 100 % znamená, že průměrný plat v kategorii je stejný jako průměrný plat v národním hospodářství.

Platovou atraktivitu státních institucí reflektuje i jejich srovnání s úrovni mezd v ekonomice. U ‚ Ministerstev‘ a ‚Ostatních ústředních orgánů‘ průměrný plat srovnáváme s průměrnou mzdou v Praze, pro ostatní kategorie s
průměrnou mzdou v ČR.

V tomto srovnání je patrné, že práce v těchto skupinách veřejných institucí ztrácí platovou atraktivitu už od období let 2017/2018.

Zvláště u ‚Ministerstev‘ a ‚Ústředních orgánů’ je nutné brát v potaz, že tyto organizace vyžadují vyšší úroveň vzdělání, než je v průměru běžné v rámci zaměstnanosti v české ekonomice, a proto je i toto srovnání nedokonalé.

Pozn.: Pro srovnatelnost v čase graf nezahrnuje zaměstnance ministerstev vnitra a zahraničních věcí, viz Data a metodologie.

Průměrné platy státních úředníků ve stálých cenách (po zohlednění inflace) byly v roce 2021 vyšší o více než 40 % než v roce 2003. Poté, během poměrně krátké doby výrazně poklesly na zhruba 20 % roku 2003. V trendech je
vidět snahu o konsolidaci veřejných výdajů po světové finanční krizi 2010–2013 a v letech 2021–2023.

Zaměstnanci státu a úředníci:
kde pracují a za kolik (2024) !
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Graf 1a. Počet zaměstnanců státu dle regulace zaměstnanosti (2023)
​Velikost obdélníků je úměrná podílu dané skupiny na celkovém počtu zaměstnanců státu​

Vysvětlující poznámky (rozbalte kliknutím) ›

Zaměstnanci státu

Příspěvkové organizace
​144.6 mld. Kč​

Organizační složky státu

Státní správa Ostatní
vč. armády
​21.7 mld. Kč​Sbory

​48.4 mld. Kč​
Státní úředníci (celkem)

Neústřední st. správa
​24.8 mld. Kč​

Ústřední orgány

Ministerstva
​15.9 mld. Kč​

  

Graf 1b. Výdaje na zaměstnance státu dle regulace zaměstnanosti (2023)
​Velikost obdélníků je úměrná podílu dané skupiny na celkových výdajích​

Vysvětlující poznámky (rozbalte kliknutím) ›
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Graf 2a. Počet zaměstnanců státu dle rozpočtových kapitol (2023)
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Graf 2b. Výdaje na zaměstnance státu dle rozpočtových kapitol (rok 2023, mld. Kč)
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Graf 3a. Průměrné platy zaměstnanců státu (2023)
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Graf 3b. Průměrné platy zaměstnanců státu v poměru k průměrné mzdě
v ekonomice (2023)
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Graf 4a. Počet státních úředníků (2003–2023)
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Graf 4b. Počet státních úředníků, včetně MV a MZV (2003-2023)

Rok

Po
če

t s
tá

tn
íc

h 
úř

ed
ní

ků
 (v

 ti
sí

cí
ch

)

Sloupce (v tisících) Sloupce (v %) Trendy

Vysvětlující poznámky (rozbalte kliknutím) ›

2003 2005 2007 2009 2011 2013 2015 2017 2019 2021 2023
0

5

10

15

20

25

30

35

Ministerstva Ostatní ústřední Neústřední st. správa

Graf 4c. Výdaje na platy státních úředníků (2003-2023)
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Graf 4d. Reálné výdaje na platy státních úředníků (2003-2023)
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Graf 4e. Změna reálných výdajů na platy státních úředníků (v % základny roku 2003)
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Graf 5a. Reálné průměrné platy státních úředníků 2004-2023 (v cenách roku 2023)
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Graf 5b. Průměrné platy státních úředníků v poměru k průměrné mzdě v ekonomice
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Graf 5c. Změna reálných výdajů na platy státních úředníků (v % základny roku 2003)
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Graf 6. Celkové změny platů a počtu zaměstnanců v období 2004-2023

APLIKACE: Oborová publikační 
výkonnost a autoři výzkumných 
organizací v ČR v letech 2007–2023

  AKTUALIZACE & ROZŠÍŘENÍ 
• Aktualizace o časopisecké publikace roku 2023
•  Dlouhodobé trendy publikačního výkonu 

a autorů v letech 2007–2023
•  Mezinárodní srovnání publikačních produktivit 

vysokých škol
• Srovnání dopadů různých parametrů
• Uživatelská přednastavení
• Rozšířené možnosti stahování zdrojových dat

Oblíbený on-line 
analytický nástroj

https://ideaapps.cerge-ei.cz/Performance/

 Interactive web tools

 BACK TO CONTENTS

https://ideaapps.cerge-ei.cz/zamestnancistatu/
https://ideaapps.cerge-ei.cz/Performance/
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 Events

Seminar and discussion by Prof. Roland Sturm: 
Developing a Microsimulation Tool for Diabetes Care from Medical Records 

May 12, 2025

Follow us on Facebook, X, and Instagram:

facebook.com/ideacerge instagram.com/idea_cerge_ei@IDEA_ThinkTank

Think tank IDEA at CERGE-EI and association Občan invite you 
to a seminar and discussion:

Big Data in Health Policy:
Developing a Microsimulation Tool 
for Diabetes Care from Medical Records
Velká data ve zdravotní politice: Vývoj mikrosimulačního 
nástroje pro péči o diabetiky na základě lékařských záznamů

Monday, May 12, 2025 from 2 p.m. 
CERGE-EI | Politických vězňů 7, Prague 1 
Digital Media Center #402 on the 4th floor

REGISTER for the event by filling out 
on-line form at  https://idea.cerge-ei.cz/ 

 IN-PERSON  and  ON-LINE  participation options 
are available. The event will be in English.

K E Y N O T E  S P E A K E R

Roland Sturm
Senior Economist and Professor of Policy Analysis, 
RAND School of Public Policy

Data is generated at an astonishing rate, yet it is seldom utilized beyond its initial purpose. Private 
companies face limited incentives to repurpose data for public interest inquiries or to enhance 
its accessibility. Additionally, various technological, organizational, and legal challenges persist. 
In the healthcare sector, while electronic health records are now widely adopted, estimates 
for population health continue to rely on surveys, often published with significant delays of 
several years. This talk will highlight two projects that leverage “Big Data” to guide public health 
decisions. The first project assessed a rebate program designed to encourage healthy food 
purchases, utilizing scanner data from 400 supermarkets. The second ongoing project focuses 
on developing a new microsimulation tool for diabetes complications predictions, drawing from 
electronic health records within an integrated health system.

• Tons of health data, but little public 
benefit – companies have no reason to share.  

• Tech, bureaucracy & law: the triple barrier 
to smarter health data use.

• Digital records are everywhere, yet we still 
rely on slow, outdated surveys.

• See “Big Data” in action: supermarket receipts 
reveal food choices; simulations predict 
diabetes risks.

• $300 billion in U.S. diabetes costs – old 
models can’t keep up. What can we learn 
from real data on 150,000 patients?

Seminar by Prof. Martin Wörter: 
Swiss innovation promotion: What can we learn from it? 

March 20, 2025

Embassy of Switzerland in the Czech Republic 
and IDEA think tank at CERGE-EI invite you 
to a seminar and discussion:

Švýcarské velvyslanectví v České republice 
a think-tank IDEA při CERGE-EI Vás zvou 
na seminář a diskusi na téma:

Swiss innovation promotion: 
What can we learn from it?
Podpora inovací ve Švýcarsku: Jaké z toho plyne poučení?

20. 3. 2025 CERGE-EI
16:00–18:00 Politických vězňů 7, Prague 1

WELCOME PŘIVÍTÁNÍ
Urs Bucher |  Ambassador, Embassy of Switzerland in the Czech Republic
Jan Švejnar | Director, IDEA at CERGE-EI

KEYNOTE SPEAKER HLAVNÍ ŘEČNÍK

Martin Wörter | Professor, ETH Zürich

REFLECTION FROM CZECHIA POHLED Z ČESKA 
Martin Srholec | Researcher, IDEA at CERGE-EI

Switzerland is ranked as one of the most innovative 
countries globally. Yet there are virtually no direct public 
subsidies and limited tax credits to R&D in the business 
sector. Swiss companies, particularly smaller ones, 
also face innovation challenges like elsewhere such as 
a lack of financial resources, skilled labour or high risk 
associated to innovation projects, but the government(s) 
support them differently than with “cash” instruments. 
The focal point of the seminar is to discuss what sets the 
Swiss innovation system apart, what makes it effective 
and whether it can serve as a model for other countries:

• What distinguishes innovation policy in Switzerland?
•  Are public “cash” subsidies to business R&D 

indispensable?
•  What else should government(s) do to promote 

innovation?
•  How effective is the innovation promotion 

of Innosuisse?
• What can we learn from it all in Czechia?

Švýcarsko se globálně řadí k  nejvíce inovativním 
zemím. Nicméně se tam téměř neposkytují přímé 
dotace a  jen velmi omezeně daňové odpočty na 
VaV v  podnikatelském sektoru. Švýcarské firmy, a  to 
zejména ty menší, čelí v inovační činnosti podobným 
výzvám jako jinde, např. nedostatku finančních zdrojů, 
kvalifikovaných zaměstnanců anebo vysokému riziku 
spojenému s  inovacemi, avšak vláda(y) jim pomáhají 
jinak než skrze „peněžní“ nástroje. Středobodem 
semináře bude diskuse o  tom, v  čem je švýcarský 
inovační systém jiný, díky čemu je tak produktivní a jestli 
může sloužit jako model pro jiné země:

• Čím se odlišuje inovační politika ve Švýcarsku?
•  Jsou veřejné „peněžní“ dotace pro podnikatelský 

VaV nezbytné?
•  Co jiného by měly vlády dělat pro podporu 

inovací?
• Jak účinná je pomoc s inovacemi od Innosuisse?
• Co z toho všeho plyne pro Česko?

The seminar is in English. After the presentations follows 
a general discussion and light refreshments with opportunities 
for informal interaction.

Register by e-mail: idea@cerge-ei.cz or by filling out the regis-
tration form available at:
https://idea.cerge-ei.cz/zpravy/swiss-innovation-woerter.

Pracovním jazykem semináře je angličtina. Po prezentacích 
bude následovat diskuse a  po ní lehké pohoštění s  možností 
pokračovat v neformálním dialogu.

Své místo si rezervujte e-mailem na adrese idea@cerge-ei.cz 
nebo vyplněním registračního formuláře, který naleznete na:
https://idea.cerge-ei.cz/zpravy/swiss-innovation-woerter.

Follow us on Facebook, X, and Instagram:

facebook.com/ideacerge instagram.com/idea_cerge_ei@IDEA_ThinkTank

 BACK TO CONTENTS
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Part-Time Jobs - a Rare Commodity: 
presentation of a new comparative study

February 25, 2025

H Y B R I D N Í  S E M I N Á Ř

Částečné úvazky – vzácné zboží: 
prezentace nové srovnávací studie
Hybridní seminář a panelová diskuse 
(účast možná prezenčně i on-line)

Úterý 25. února 2025 od 10 hod. 
CERGE-EI | Politických vězňů 7, Praha 1
Odkaz na studii a video přenos obdržíte po registraci den před seminářem 
e-mailem. Registrujte se vyplněním formuláře, který naleznete na:

 https://idea.cerge-ei.cz/ 

P A N E L I S T É

Jakub Grossmann IDEA při CERGE-EI
Magdalena Klimešová Ministerstvo práce a sociálních věcí
Kristýna Cejnarová spoluzakladatelka MUMDOO

M O D E R Á T O R

Daniel Münich     IDEA při CERGE-EI

O čem se kromě studie bude debatovat:
•  Proč se zabývat částečnými úvazky?
•  Jak je na tom Česko s částečnými úvazky 

v evropském srovnání?
•  Kde a kdo částečné úvazky využívá? 
•  Co se za poslední dvě dekády změnilo?
•  Kdo může z vyšší nabídky částečných úvazků 

nejvíce benefitovat?

Sledujte nás na Facebooku, 
Twitteru a Instagramu:

facebook.com/ideacerge

instagram.com/idea_cerge_ei

@IDEA_ThinkTank

Public lecture by Prof. Scott Imberman: 
What Does Economic Research Say About the Effectiveness 

of Advanced Academic Programs?
March 4, 2025

• What are the impacts of advanced academic 
programs for gifted students on their 
academic outcomes?

• How can one apply causal methods to 
evaluate the benefits and potential downsides 
of advanced academic programs?

• Do these programs contribute to long-term 
success in postsecondary education?

• Are advanced programs equally accessible, or 
do they exacerbate educational inequalities?

• Jaké jsou dopady pokročilých akademických 
programů pro nadané studenty na jejich 
studijní výsledky?

• Jak lze použít kauzální metody k vyhodnocení 
přínosů a případných negativních stránek 
pokročilých akademických programů?

• Přispívají tyto programy k dlouhodobému 
úspěchu v postsekundárním vzdělávání?

• Jsou pokročilé programy dostupné všem 
nebo prohlubují nerovnosti ve vzdělávání?

Register for the event by filling out on-line form at https://idea.cerge-ei.cz/

Think tank IDEA at CERGE-EI and the RSJ Foundation invite you 
to a public lecture and discussion:

What Does Economic Research 
Say About the Effectiveness of 
Advanced Academic Programs?
Co říká ekonomický výzkum o efektivitě 
pokročilých akademických programů 
pro nadané žáky?

March 4, 2025 10 a.m. 
CERGE-EI | Politických vězňů 7, Prague 1 
Digital Media Center #402 on the 4th floor

 IN-PERSON  and  ON-LINE  participation options 
are available. The event will be in English.

K E Y N O T E  S P E A K E R

Scott Imberman
Professor of Economics and Education Policy, 
Michigan State University

THE EVENT IS ORGANIZED AS A PART OF TALENT – A JOINT PROJECT OF THE RSJ FOUNDATION AND IDEA OF CERGE-EI

Follow us on Facebook, X, and Instagram:

facebook.com/ideacerge instagram.com/idea_cerge_ei@IDEA_ThinkTank

 Events
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 Talks

Jan Švejnar: Od teorie k praxi 
ekonomické transformace 90. let (1. díl)

L I S T O P A D  2 0 2 4

Sledujte nás na Facebooku, Twitteru a Instagramu

facebook.com/ideacerge @IDEA_ThinkTank instagram.com/idea_cerge_ei

Všechny ostatní studie IDEA naleznete na našich webových stránkách 
 http://idea.cerge-ei.cz/publikace

K zasílání informací o našich novinkách se můžete přihlásit na e-mailu 
 idea@cerge-ei.cz

IDEA Talks 44: From theory to practice of economic transformation of the 1990s – Part 1: Jan Švejnar 

Priority veřejných výdajů: srovnání zemí EU 
Z Á Ř Í  2 0 2 4

Sledujte nás na Facebooku, Twitteru a Instagramu

facebook.com/ideacerge @IDEA_ThinkTank instagram.com/idea_cerge_ei

Všechny ostatní studie IDEA naleznete na našich webových stránkách 
 http://idea.cerge-ei.cz/publikace

K zasílání informací o našich novinkách se můžete přihlásit na e-mailu 
 idea@cerge-ei.cz

IDEA Talks 42: Public spending priorities: a comparison of EU countries (Daniel Münich) 

•	 IDEA Talks 48: Czech education through the eyes 
of the OECD, part 2: problems of higher education. 
Daniel Münich  

•	 IDEA Talks 47: Czech education through the eyes 
of the OECD, Part 1: problems of primary and 
secondary education. Václav Korbel  

•	 IDEA Talks 46: Science without borders: about 
the global market of academic economists. 
Štěpán Jurajda  

•	 IDEA Talks 45: Does the lagging Czech Republic need 
further transformation? - Part 2. Jan Švejnar  

•	 IDEA Talks 44: From theory to practice of economic 
transformation of the 1990s - Part 1. Jan Švejnar  

•	 IDEA Talks 43: The rigidity of the Czech labour 
market. Jakub Grossmann  

•	 IDEA Talks 42: Public spending priorities: 
a comparison of EU countries. Daniel Münich  

•	 IDEA Talks 41: Which innovative firms do/do not 
receive public support for innovation. 
Martin Srholec  

•	 IDEA Talks 40: The economics of student grants, 
loans and tuition fees. Daniel Münich  

•	 IDEA Talks 39: Regional budgets under scrutiny. 
Daniel Kolář  

•	 IDEA Talks 38: The risks of reforming doctoral 
studies. Štěpán Jurajda  

•	 IDEA Talks 37: Teacher salaries in 2023 and beyond: 
driving downhill. Daniel Münich  
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Media impact of  (examples)

Work until you die? Economist says raising 
retirement age to 67 will be easier to accept 
over time

Filip Pertold discussed the pension reform 
in a big interview for Agenda SZ Byznys 
podcast of Seznamzpravy.cz, October 2024  

Building new kindergartens pays off for the 
state, a study showed. The problem is that 
municipalities are expected to cover the costs. 
IDEA study in Hospodářské noviny, 
November 2024

Which is the best and the worst region to live in. 
The latter is fairly clear 
IDEA study in magazine Respekt, 
September 2024
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