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Out of the European Union’s 104 NUTS 1 
(Nomenclature of Territorial Units for 
Statistics – Level 1) regions, those belonging 
to the Visegrád Group (also known as 
Visegrád Four or V4), have been selected for 
this study due to their comparable socio-
economic characteristics and regional 
relevance. This study aims to determine 
whether the obstacles to finding the right 
employer and job role differ between genders 
in the V4. These regions, through their 
historical background and intensive 
economic relations, influence not only their 
own territories but also the economy and 
value system of the entire continent. The 
results show significant differences between 
the countries in terms of the types and 
intensity of barriers. In Hungary, language 
barriers play a crucial role in restricting 
participation in the international labour 
market. In Poland, unequal access to 
educational opportunities is predominant. In 
Slovakia, the lack of flexible work 
arrangements tailored to family 
responsibilities emerged as the most 
significant obstacle. In certain areas of the 
Czech Republic, the influence of traditional 
gender roles was decisive. By identifying 
these barriers, this study contributes to 
understanding how gender disparities shape 
job-seeking experiences across the V4 
countries. The research highlights that 
understanding the differences between 
countries is essential for a deeper 
comprehension of labour market barriers. 

  
1  For affiliation see Szonja Jenei. 
2 For affiliation see Prof. Marzena Stor. 
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Based on these findings, targeted measures 
are required, such as expanding language 
training in Hungary, making educational 
opportunities more accessible in Poland, and 
promoting flexible employment forms in 
Slovakia and less-developed areas of the 
Czech Republic. The results provide valuable 
guidance for developing policies aimed at 
improving gender equality and labour market 
participation, particularly through region-
specific approaches. 

Introduction 

In the V4 countries (Czech Republic, Poland, Slovakia, and Hungary), various 
challenges can arise when attempting to find the ideal workplace. This study focuses 
on NUTS 1-level regions within the V4 countries, as these regions can exhibit 
significant economic, social, and labour market disparities. This approach enables a 
geographical analysis of gender-related labour market barriers, which is crucial for 
uncovering differences within and between countries. 

The primary research goal of our study was to determine whether the obstacles to 
finding the right employer and job role differ between genders in the V4 countries. 
The foundations of theories on the ideal workplace and job design trace back to 
Hackman–Oldham (1975), who emphasized how well a job satisfies employees’ 
personal requirements, incorporating Herzberg et al.’s (1959) motivational and 
hygiene factors. No job system is entirely ideal for all employees; therefore, 
organizations must consider implementing variations of different types of work 
activities (Oerlemans–Bakker 2018). The definition of an ideal workplace can vary 
based on the subjective perceptions of employees. Most people do not describe the 
ideal workplace as an entirely new, imagined utopia but rather as an improved version 
of their current one. According to Cunha (2022), the most important factor for 
employees is the work environment, which includes strong interpersonal 
relationships, team spirit, and a sense of trust. Although salary and fair performance 
evaluation also played a significant role, they were not the primary concerns. In 
addition, appropriate working conditions, physical infrastructure, and opportunities 
for professional development were key factors. 

As per our definition, an ideal workplace is an environment where employees are 
committed to remaining part of the organization while having the opportunity for 
self-fulfillment in line with their abilities and possibilities. For an increasing number 
of employees, job searching is no longer just about securing any income-generating 
contract; it is also about finding the ideal or nearly ideal workplace. Using our non-
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representative sample, we aimed to identify statistically significant gender differences 
and, if such differences exist, to explain them with social and sociological reasoning. 

These four countries share similar historical backgrounds, laws, customs, 
geographical features, and transportation conditions, which can also explain their 
differences. Our meticulously crafted literature review highlights these potential 
obstacles. During the labour market research, the research team discussed which 
factors should be included in the questionnaire; from the outset, we continuously 
reviewed the relevant literature. It is worth mentioning a few important factors: 
 worsening demographic situation (HCSO 2022); 
 loosening or disappearance of attachment to the workplace (life-long 

employment) (Borgulya–Hahn 2008, Brixiova et al. 2009); 
 emergence of a drastic labour and talent shortage (Astrov 2019, Schuh 2022); 
 effects of income disparities within the European Union (Baláková et al. 2023); 
 labour migration and the appearance of foreign workers (Hassan et al. 2023); 
 economic difficulties caused by Covid-19 and the Russian–Ukrainian war 

(Tooze 2022, Shaik et al. 2023, Beck 2024). 
These obstacles significantly hinder employment opportunities for some 

individuals, particularly those seeking a job out of necessity. However, several more 
people are not just looking for a job to ensure their livelihood but one that is the most 
suitable for them and that improves their quality of life. In this light, we will first 
present the foundations on which this part of the questionnaire is based, which was 
compiled over several years of international research. Following this, we will present 
the results of our statistical analysis for the four countries under study. Finally, we will 
summarize the key findings of our research and address the study’s limitations. 

Literature review 

Barriers to finding the ideal workplace 

The job-seeking patterns and preferences of men and women, along with their 
individual motivations, are significantly influenced by social, economic, and regional 
factors. Gender disparities in employment highlight structural characteristics that 
fundamentally affect individuals’ opportunities in the labour market (Castellano–
Rocca 2019). In the NUTS 2 regions of the V4 countries, employment data 
particularly reflect these differences, which arise from the dominance of the industrial 
and agricultural sectors, the accessibility of the service sector, and the economic 
disparities between urban and rural areas (Lovaglio–Perrelli 2024). While this analysis 
focuses on individual preferences and labour market strategies, understanding 
employment differences is crucial for a deeper comprehension of the underlying 
economic and social factors (Prada–Cimpoeru 2023). The higher employment rate of 
men in industry and agriculture, alongside the broader employment opportunities 
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available to women in urban regions, clearly shows the structural inequalities present 
in the labour market (Fachelli–López-Roldán 2023). 

The publication highlights the individual challenges that men and women 
encounter when searching for the ideal workplace. While it acknowledges regional 
employment disparities from a macroeconomic viewpoint, the focus is on the social, 
economic, and cultural factors that influence gender preferences and opportunities in 
the labour market, extending beyond simply looking at gross domestic product 
(GDP). Finding the ideal workplace depends on numerous factors (Zhenjing et al. 
2022, Fiaz–Qureshi 2023). Securing the right job is time-consuming and requires a 
great deal of energy, especially in a competitive labour market that, as per the 
literature, is becoming increasingly complex and challenging to navigate (Gandía et al. 
2025, WEF 2023). Previous publications have highlighted that job seekers must 
devote sufficient time and energy to the job search process because these factors 
directly influence the chances of successful employment (Shrivastava et al. 2024, 
Stewart et al. 2021). The time and effort invested in a job search significantly 
contribute to successful job hunting. It is crucial for job seekers to allocate adequate 
time to searching for job opportunities, preparing application materials, and getting 
ready for interviews. Those who invest more energy in the job search are more likely 
to find a suitable job. As per Shrivastava et al. (2024), the time and energy spent on 
the job search are closely linked to the likelihood of successful employment. More 
intense efforts generally result in faster employment. 

Connections and references play crucial roles in the job search process. A well-
established network can help job seekers access hidden job opportunities, significantly 
increasing their employment chances. Hidden job opportunities are not publicly 
advertised positions and are only available to a select group of candidates. Jack–
Bassett (2024) showed that looser connections are often more effective because they 
provide job seekers with a broader range of information. Good references enhance a 
job seeker’s credibility and reliability in the eyes of employers. References typically 
come from the applicant’s former employers, colleagues, or professors and provide 
information about the candidate’s professional competence, work ethic, and 
achievements. 

Professional experience is another important factor that employers consider when 
evaluating applicants. Relevant work experience demonstrates a candidate’s skills and 
preparedness. As per research by Kiremitçi et al. (2023), professional experience is 
closely related to workplace success and career development. However, the 
requirement for professional experience can be a disadvantage for early-career 
individuals (Dymmott et al. 2024). Educational attainment is also an important factor 
for employers. Appropriate qualifications are essential for securing a good job 
(OECD 2014) because they reflect candidates’ abilities and preparedness. Educational 
background often determines a candidate’s position in the labour market and the 
career opportunities that are available (Kossek et al. 2021). Oreopoulos et al. (2012) 
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pointed out that individuals with higher educational qualifications generally enter the 
labour market with higher starting salaries and better career prospects. Employers 
primarily consider candidates’ skills, knowledge, and adaptability (De Smet et al. 
2022). 

In the past, salary was one of the most crucial aspects for job seekers. The gap 
between expectations and offered wages often hindered the ability to find the ideal 
job. Barnard–Nash’s (2023) research suggests that job seekers typically look for 
workplaces that match their salary expectations and meet their livelihood 
requirements (Stor et al. 2024a). Higher salaries generally make jobs more attractive; 
however, other factors such as workplace culture and growth opportunities also play 
a significant role. Al-Mamun–Sultana’s (2024) research showed that language 
proficiency significantly increases employability and wages, especially in areas where 
language skills are crucial for job performance. Language skills are particularly 
important in global and multicultural workplaces. Job seekers who speak multiple 
languages are more likely to find jobs at international companies and may receive 
higher salaries. Recently, new and quite different demands have emerged in the job 
search process, including the desire for a personal and holistic lifestyle, the need for 
well-being (Stor et al. 2024b), and the possibility of hybrid work arrangements (Turner 
2023). 

McAleer et al. (2024) stated that communication skills are crucial for workplace 
relationships and professional advancement. Good communication skills increase job 
seekers’ chances of successful employment and long-term career development as they 
facilitate integration into new communities. More effective communication leads to 
better information flow, which results in more efficient job performance. The ability 
to collaborate in a team, meaning the capacity of an employee to work effectively with 
others, is becoming increasingly important in modern workplaces. Employers seek 
candidates who can work well in teams because successful collaboration is essential 
for achieving corporate goals in most work environments. Surapto et al. (2024) found 
that effective teamwork improves organizational performance and increases 
individual satisfaction. As per Salas et al. (2008), effective teams consist of members 
who communicate well, adapt quickly to changes, and resolve conflicts without 
hindering group dynamics. Good team players contribute to workplace harmony and 
achieve common goals, making them more likely to secure employment. Teamwork 
skills include collaboration, communication, conflict resolution, flexibility, and 
adaptability. Job seekers should focus on developing these skills to increase their 
competitiveness in the labour market. One of the key issues in job search is 
commuting and worker mobility. Are employees willing to commute to their 
workplace daily, and within what distance are they searching for jobs? Are they willing 
to relocate if they are offered a higher-paying job in another region? Economic 
theories simultaneously examine job selection, residential location, and commuting 
behaviour. A lack of willingness to commute can limit job seekers’ opportunities 
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(Levinson 1996). Commuting, or the daily travel between home and work, can 
significantly impact job search and selection. The length of commuting time and 
associated costs often influence whether a job seeker accepts a job offer.  
Surapto et al. (2024) found that commuting time directly affects job seekers’ decisions. 
Job seekers generally prefer jobs closer to their homes or with acceptable commuting 
times. 

Worker mobility, that is, the ability of employees to change geographic locations, 
is also a critical factor in job search. Wang et al. (2023) found that geographic mobility 
increases job seekers’ chances of employment because it allows them to search in a 
broader labour market. Job seekers who are willing and able to relocate have a greater 
chance of finding employment, especially if the local labour market offers limited 
opportunities. Workers with high mobility are better able to adapt to economic 
changes and regional labour market differences. Surapto et al. (2024) stated that in 
dual-earner households, if the two earners’ workplaces are far apart, it hampers 
mobility, as relocating can pose a challenge for both individuals. A lack of mobility 
limits the number of suitable job opportunities available to job seekers (Paluch–Shum 
2022). Discrimination can pose a significant barrier to job search (Becker 2010). Job 
seekers often face discrimination based on various factors, such as gender, age, 
religion, and ethnicity. This reduces employment opportunities because certain 
groups may be unfairly treated during job interviews or the selection process. Gender 
discrimination frequently occurs during job searches, where women and men are 
treated differently. Guillamón et al. (2024) concluded that female applicants often 
receive lower salary offers and are less likely to be placed in higher positions than their 
male counterparts. Ethnic and racial discrimination also significantly affects job 
search. López-Cevallos et al. (2024) found that individuals from ethnic minorities face 
more difficulties in finding employment and generally receive lower pay. For older 
job seekers, age-related discrimination is a serious issue. Neumark et al. (2019) showed 
that older applicants often experience age discrimination, which reduces their chances 
of employment and limits their opportunities in the labour market. Older candidates 
are generally invited to interviews less frequently and have fewer job opportunities 
than younger applicants. In the literature review, the authors found that there has 
been little research on the abovementioned barriers. They did not find any studies or 
literature that specifically examined these factors in the V4 countries. This study aims 
to help fill these research gaps. 

Methodology 

The research was based on a labour market study conducted in the V4 countries – 
the Czech Republic, Poland, Hungary, and Slovakia – aiming to identify the factors 
hindering the search for an ideal workplace and the underlying gender differences 
behind these barriers. Furthermore, this study sought to uncover the social and 



106 
József Poór–Szonja Jenei–Szilvia Módosné Szalai–Marzena Stor– 

Łukasz Haromszeki–Imrich Antalik–Zdeněk Caha 
 

Regional Statistics, Vol. 16. No. 1. 2026: 100–131; DOI: 10.15196/RS160105 

economic contexts of the identified obstacles. Data collection occurred between 2022 
and 2024 using paper-based and electronic questionnaires. University faculty 
members from the countries involved assisted in the research, leveraging their 
corporate and institutional networks to distribute the questionnaires to the target 
group. As a result of data collection, 2,011 valid responses were included in the 
analysis, with the following distribution: 239 respondents from the Czech Republic, 
302 from Poland, 1,152 from Hungary, and 318 from Slovakia. Although the sample 
was diverse in terms of respondents’ age and educational background, it was not 
representative. In this study, only gender and country relevance were considered; 
therefore, detailed socio-demographic characteristics are not presented (Table 1). 

Table 1 
Gender distribution of the sample 

Country of 
employment Distribution 

Gender 
Total 

male female 

Czech Republic 
Frequency 86 153 239 
% 35.98 64.02 100.00 

Hungary 
Frequency 371 781 1,152 
% 32.20 67.80 100.00 

Poland 
Frequency 157 145 302 
% 51.99 48.01 100.00 

Slovakia 
Frequency 135 183 318 
% 42.45 57.55 100.00 

Total 
Frequency 749 1,262 2,011 
% 37.25 62.75 100.00 

In addition to gender distribution, the sample was analysed from other 
demographic perspectives (Table 2). The age distribution of respondents varies 
significantly across countries: while the proportion of the 18–29 age group is notably 
higher in the Czech Republic, Hungary, and Slovakia, it is considerably lower in 
Poland, where the share of respondents aged 60 and above is the highest. Regarding 
educational attainment, the proportion of respondents with vocational education is 
particularly high in Poland; the share of those holding a master’s degree is also the 
highest in this country. In Hungary and Slovakia, the proportion of respondents with 
post-secondary vocational education is higher, whereas in the Czech Republic, the 
bachelor’s degree level is more dominant. Examining commuting distances, most 
Polish respondents work within their own settlements, whereas in Hungary and 
Slovakia, commuting over longer distances is more common. Regarding income 
levels, the Polish sample differs from the others at both extremes, with the highest 
proportions of respondents in the well above average and well below average income 
categories. Among Hungarian respondents, the share of those who classify their 



Gender-specific obstacles and employment disparities in the V4 countries:  
a study on finding the ideal workplace 107 

 

Regional Statistics, Vol. 16. No. 1. 2026: 100–131; DOI: 10.15196/RS160105 

income as above average is particularly high, whereas most Czech and Slovak 
respondents fall into the average income category. 

Table 2 
 Demographic and socio-economic distribution of the sample 

(%) 

Category Czech 
Republic 

Hungary Poland Slovakia Total 

Age distribution      
18–29 69.8 63.4 22.8 59.1 57.7 
30–39 14.1 16.7 23.5 17.6 17.5 
40–59 14.9 18.4 28.1 20.0 19.6 
60+ 0.8 0.8 25.5 2.4 4.6 

Education level      
primary education 0.0 0.5 0.7 0.3 0.4 
vocational education 1.6 2.8 19.2 6.9 5.6 
high school 56.9 39.5 27.5 43.6 40.5 
post-secondary vocational education 3.5 16.9 8.9 9.6 13.0 
bachelor’s degree (BSc/BA) 30.6 32.4 11.6 27.5 28.5 
master’s degree (MSc/MA) 5.5 7.2 28.5 9.9 10.4 
doctoral degree 2.0 0.4 3.6 1.2 1.2 

Distance to workplace       
same settlement <25 km 57.6 59.0 74.8 52.2 60.0 
same settlement >25 km 1.6 2.3 5.3 4.8 3.0 
different settlement <25 km 22.0 15.2 7.6 19.1 15.6 
different settlement >25 km 6.3 10.5 0.0 13.1 8.9 
different settlement >50 km 5.5 7.1 6.0 3.9 6.2 
different settlement >100 km 5.1 3.3 6.3 3.6 4.0 

Income level       
well below average 4.3 4.0 7.9 5.7 4.8 
below average 29.8 19.0 23.5 23.6 21.6 
average 47.1 49.6 45.4 51.3 49.0 
above average 13.7 21.1 16.2 13.4 18.3 
well above average 1.2 1.9 6.6 2.7 2.6 

The research used a 13-item questionnaire designed to examine factors hindering 
the search for an ideal workplace. Participants expressed their opinions on a four-
point Likert scale (1 = strongly disagree, 4 = strongly agree), allowing the assessment 
of the relative weight of individual barriers. The questionnaire included factors such 
as insufficient qualifications, poor language skills, lack of networking opportunities, 
and mobility issues. The reliability of the questionnaire was tested using Cronbach’s 
alpha, which yielded a value of 0.808, indicating good internal consistency. For data 
analysis, the Mann–Whitney U test was employed because the variables were ordinal 
in nature and did not follow a normal distribution, as confirmed by the Kolmogorov–
Smirnov and Shapiro–Wilk tests. The gender differences for each barrier were 
analysed based on Z values and p-values. Negative Z values indicated that the factor 
posed a greater barrier for women, whereas positive values suggested a more 
significant issue for men. The analyses were conducted using the SPSS software, 
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ensuring accurate data processing and analysis. Although the non-representative 
nature of the sample limits the generalizability of the findings, the research provided 
valuable insights into gender differences in barriers to finding an ideal workplace. 
The results highlight the social and economic contexts that explain these barriers in 
the labour markets of the V4 countries. The identified differences serve as a useful 
foundation for the further development of labour market strategies and equality 
programs in the region. This study explored gender differences in factors hindering 
the search for an ideal workplace in the V4 countries. The following key research 
questions were expressed as follows: 

1.  What are the key barriers for men and women in finding an ideal workplace in 
the V4 countries? 

2.  To what extent are the observed barriers shared across the V4 countries, and 
where do the divergences occur? 

3.  Do gender-specific patterns emerge in the types or intensity of barriers to 
finding an ideal workplace? 

4.  How do regional and socio-economic contexts influence labour market 
barriers in the V4 countries? 

5. What measures are effective in addressing the identified barriers and promoting 
gender equality in labour markets across the V4 countries? 

The factors hindering the attainment of an ideal workplace are shown in our 
research model, which is presented in Figure 1. 

Figure 1 
 Research model  
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Research results 

Labour market data and regional differences 

Before analysing the primary data, it is crucial to provide an overview of the labour 
market conditions in the 4 countries examined with a particular focus on gender-
based disparities. Comparing employment rates by gender shows persistent 
differences between men and women, commonly referred to as the gender 
employment gap. This comparison enables a deeper understanding of how such 
disparities vary depending on the level of regional economic development. 

Analysing regional labour market disparities is crucial for identifying employment 
trends and uncovering structural inequalities. Focusing on the NUTS 2 regions of the 
V4 countries, this section presents empirical data on gender employment differences 
alongside relevant economic indicators. The objective of this study is to examine the 
relationship between GDP per capita and the relative disadvantage women face in the 
labour market and to explore how various economic structures – such as the 
dominance of the service sector or the prevalence of industry and agriculture – 
contribute to gender inequality. This overview provides a conceptual foundation for 
interpreting the findings of the primary research and clarifies how regional labour 
market patterns are shaped by broader economic dynamics. 

By examining employment rates, gender gaps, and GDP per capita, the analysis 
highlights regional variations in labour market opportunities. The data illustrate how 
economic structures, sectoral dominance, and regional development influence 
employment patterns and gender disparities. Special attention is given to the impact 
of urbanization, industrial concentration, and the presence of the service sector, 
which collectively shape labour market outcomes. The findings provide valuable 
insights into the socio-economic dynamics underlying employment trends, 
contributing to a broader understanding of regional labour market challenges within 
the V4 countries. 

Table 3 shows gender employment disparities across Hungary’s NUTS 2 regions, 
highlighting the characteristics of the regional labour market. The smallest gap was 
found in the Budapest region, where the difference was only 8.8%. This trend can be 
attributed to the urban nature of the capital city and the significant presence of the 
service sector. Moderate disparities are observed in Central and Western 
Transdanubia, where the employment gap was 11.7%. In contrast, the largest gender 
employment gap, at 14.1%, was recorded in Northern Hungary. This is largely owing 
to the region’s reliance on traditional economic activities, particularly the dominance 
of industry and agriculture. Similar trends are noted in the Great Plain regions, where 
disparities range from 11% to 12%, reflecting the influence of traditional economic 
structures. The analysis suggests that more urbanized regions tend to have more 
balanced employment rates, whereas areas dominated by traditional industries and 
agriculture experience larger gender disparities. 
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Table 3 
 Employment rate and GDP per capita in Hungary, 2022 

Hungarian NUTS 2 regions 
Female Male Gender gap 

GDP per capita 
% 

Budapest 65.7 74.5 8.8 56,100 
Pest 61.3 71.9 10.6 23,100 
Central Transdanubia 60.5 72.2 11.7 25,000 
Western Transdanubia 59.6 71.3 11.7 24,100 
Southern Transdanubia 53.3 64.9 11.6 18,500 
Northern Hungary 52.6 66.7 14.1 17,600 
Northern Great Plain 55.1 67.2 12.1 17,700 
Southern Great Plain 56.6 68.5 11.9 19,600 

Source: own editing based on Eurostat (2024a, 2024b). 

Table 4 shows the disparities in employment between genders in the NUTS 2 
regions of the Czech Republic. Prague exhibits one of the smallest gaps, with a 
difference of only 13.6% between male and female employment rates. This is likely 
owing to the significant role of the service sector, which offers broader opportunities 
for both genders. A similarly balanced labour market is observed in the Moravian–
Silesian region, where the gap is 13.3%, which is attributed to economic 
diversification. In contrast, the southeast region has the largest disparity, with male 
employment exceeding female employment by 15.5%. This is closely followed by 
Central Bohemia at 15.1% and southwest at 14.3%; in these regions, the dominance 
of the industrial and agricultural sectors significantly contributes to the gender gap. 
Notable disparities are also present in the northwest (14.2%) and northeast (14%) 
regions, which are characterized by industrialized economic structures. In addition, 
the Central Moravia region shows a 14.9% gap, reflecting the prevalence of male-
dominated employment in the industrial sector. 

Table 4 
 Employment rate and GDP per capita in the Czech Republic, 2022 

Czech NUTS 2 regions 
Female Male Gender gap 

GDP per capita 
% 

Prague 64.0 77.6 13.6 73,400 
Central Bohemia 59.5 74.6 15.1 28,100 
Southwest 58.5 72.8 14.3 26,000 
Northwest 54.9 69.1 14.2 21,400 
Northeast 56.6 70.6 14.0 25,600 
Southeast 57.3 72.8 15.5 29,300 
Central Moravia 55.8 70.7 14.9 25,900 
Moravian–Silesian 55.6 68.9 13.3 25,200 

Source: own editing based on Eurostat (2024a, 2024b). 
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Table 5 shows the disparities in gender employment across the Polish NUTS 2 
regions. The smallest gap was found in the Warsaw capital region, with a difference 
of only 9.5%. This is largely owing to the benefits of an urbanized labour market that 
is primarily driven by the service sector. Conversely, the largest disparity was observed 
in the Lubusz region, where the gap was 17.1%; this trend can be attributed to the 
predominance of industry and agriculture in that area. The Subcarpathian region also 
shows a significant gap of 15.5%, primarily owing to limited economic opportunities 
and traditional employment structures. Moderate disparities are present in the 
Warmia–Masuria (15.1%), Greater Poland (14.6%), and Lesser Poland (14.7%) 
regions, where traditional economic activities continue to be important. Smaller but 
still significant differences are noted in the West Pomeranian (13%) and Podlaskie 
(13%) regions, where more balanced economic structures offer relatively equitable 
employment opportunities. Overall, urban regions tended to exhibit narrower gender 
employment disparities, whereas areas dominated by industry and agriculture showed 
wider gaps. 

Table 5 
 Employment rate and GDP per capita in Poland, 2022 

Polish NUTS 2 regions 
Female Male Gender gap 

GDP per capita 
% 

Lesser Poland 52.9 67.6 14.7 24,166 
Silesia 52.9 66.4 13.5 27,084 
Greater Poland 56.8 71.4 14.6 29,016 
West Pomerania 53.2 66.2 13.0 21,279 
Lubusz 51.0 68.1 17.1 21,499 
Lower Silesia 54.4 68.8 14.4 30,276 
Opole 53.9 67.9 14.0 21,025 
Kuyavia–Pomerania 53.8 67.5 13.7 20,761 
Warmia–Masuria 50.1 65.2 15.1 18,181 
Pomerania 56.6 70.6 14.0 25,401 
Łódź 55.1 69.5 14.4 25,240 
Holy Cross 51.6 65.7 14.1 18,667 
Lublin 52.6 65.3 12.7 18,114 
Subcarpathia 46.7 62.2 15.5 18,455 
Podlaskie 55.9 68.9 13.0 18,881 
Warsaw capital 64.9 74.4 9.5 57,932 
Mazovian regional 53.2 67.9 14.7 23,578 

Source: own editing based on Eurostat (2024a, 2024b). 

Table 6 shows a detailed overview of the differences in employment rates between 
genders in the Slovak NUTS 2 regions. The smallest disparity was found in the 
Bratislava region, where the gap was 5.5%. This smaller difference can be attributed 
to the region’s advanced economic structure and the dominant role of the service 
sector, which provides more balanced employment opportunities for men and 
women. In Western Slovakia, the gap was 8.8%, whereas in Central Slovakia, it was 
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8.9%. This disparity is primarily owing to the strong presence of the industrial sector 
in these regions. The largest disparity occurs in Eastern Slovakia, where the difference 
in employment rates between men and women was 10.6%. This significant difference 
is primarily a result of the dominance of industry and agriculture in the region, which 
typically offer fewer employment opportunities for women. 

Table 6 
 Employment rate and GDP per capita in Slovakia, 2022 

Slovakian NUTS 2 regions 
Female Male Gender gap 

GDP per capita 
% 

Bratislava region 66.8 72.3 5.5 51,900 
Western Slovakia 58.9 67.7 8.8 23,100 
Central Slovakia 57.5 66.4 8.9 21,300 
Eastern Slovakia 52.5 63.1 10.6 18,400 

Source: own editing based on Eurostat (2024a, 2024b). 

Figure 2 analyses the gender employment rate gap (men minus women) in relation 
to GDP per capita across the NUTS 2 regions of the V4 countries. It includes a linear 
trendline that indicates a slight decline, suggesting that as GDP per capita increases, 
the gender employment rate gap generally decreases. However, the low coefficient of 
determination (R² = 0.1384) shows a weak relationship between GDP and the gender 
gap, implying that other factors also play significant roles. In regions with low GDP 
per capita (between $10,000 and $25,000), the gender employment rate gap is typically 
high, ranging from 12% to 17%. These areas are often dominated by the industrial 
and agricultural sectors, which traditionally favour male employment. As a result, 
women’s employment rates tend to be lower, resulting in larger gaps. In regions with 
medium GDP values (between $25,000 and $30,000), the differences slightly 
decreased but remained significant, ranging from 12% to 15%. This suggests that 
economic structure and labour market characteristics remain crucial. In regions with 
higher GDP per capita (above $40,000), such as the Bratislava region (5.5%) and the 
Warsaw capital region (9.5%), the gender gap is considerably smaller. These regions 
are characterized by economic diversification, the predominance of the service sector, 
and broader labour market opportunities, resulting in more balanced employment 
rates. The service sector, along with higher education levels, creates favourable 
conditions for women, thereby reducing employment rate gaps. In the case of Prague, 
the gender gap-reducing effect of a well-developed service sector may be 
counterbalanced by the fact that high-prestige, well-paid jobs in the technology, IT, 
and financial sectors are still predominantly held by men. 
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Figure 2 
 Relationship between regional GDP per capita and the gender employment 

gap 

 
Source: own editing based on Eurostat (2024a, 2024b). 

Reliability test 

After conducting the reliability analysis, we proceeded with the examination of the 
primary data, considering the insights and correlations revealed through the analysis 
of the secondary, region-level data. To evaluate the reliability of the questionnaire, 
13 statements were analysed, allowing responses on a Likert scale (1 = strongly 
disagree, 4 = strongly agree). The aim of the analysis was to determine the extent to 
which the statements described barriers to finding an ideal workplace (Table 7). The 
overall Cronbach’s alpha value was 0.808, indicating that the questionnaire is reliable. 
A value above 0.7 is considered acceptable, whereas a value above 0.8 reflected good 
internal consistency. 

The statements were analysed based on the mean if item deleted, variance if item deleted, 
item-total correlation, and alpha if item deleted indicators. The mean if item deleted indicates 
how the removal of a specific statement affects the overall mean, and the variance if 
item deleted measures the variance after its removal. The item-total correlation shows the 
strength of the relationship between the specific statement and the overall scale, and 
the alpha if item deleted shows how the reliability of the scale would change if the 
statement were removed. The results showed that the statement “already found” had 
a negative item-total correlation value (−0.225), and its removal would have increased the 
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Cronbach’s alpha value to 0.844. This suggested that the statement did not align well 
with the other items on the scale, potentially affecting the accuracy of the results. 
Therefore, this statement was excluded from further analysis. Several statements 
within the scale showed a strong correlation with the overall scale, such as “poor team 
player” (item-total correlation: 0.617), “poor communication skills” (0.64), and “poor 
references” (0.647). These statements significantly contributed to the internal 
consistency of the questionnaire. Furthermore, moderately strong items such as “poor 
professional experience” (0.465), “no right qualification” (0.513), and “poor network” 
(0.494) also fit well within the scale, supporting the questionnaire’s objectives. 

After excluding the “already found” statement, the questionnaire showed adequate 
internal consistency and was deemed suitable for further studies exploring barriers to 
finding an ideal workplace. 

Table 7 
 Reliability test 

Variable Mean if Variance if Item-total Alpha if 

Already found 34.959 56.462 −0.225 0.844 
Poor energy to searching 34.818 49.545 0.239 0.811 
Poor professional experience 34.911 46.249 0.465 0.793 
No right qualification 34.743 45.561 0.513 0.789 
Poor language skills 34.771 47.224 0.393 0.799 
Poor team player 34.107 45.404 0.617 0.781 
Poor communication skills 34.206 44.827 0.640 0.779 
Poor references 34.364 44.509 0.647 0.778 
Poor network 34.579 46.154 0.494 0.791 
Poor payment 34.687 46.653 0.455 0.794 
Cannot commute 34.497 45.338 0.547 0.786 
Cannot move 34.634 45.499 0.489 0.791 
Gender, age, religion, and minority status 34.188 45.440 0.549 0.786 

Normality test 

The distribution was not normal, as indicated by the Kolmogorov–Smirnov and 
Shapiro–Wilk tests (p < 0.01); this refers to all 13 variables. 

Differences between men and women by country 

In this analysis, the Mann–Whitney U test with continuity correction was applied to 
assess the differences between men and women in the V4 countries regarding 
13 variables related to job search challenges. The Mann–Whitney U test was used 
because it is a non-parametric test suitable for comparing two independent groups 
(men and women) on ordinal or continuous variables that do not follow a normal 
distribution. Significant differences were found in several areas, as outlined below. 
For each of the 13 variables, shorter names were used. 
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The Czech Republic: significant findings 

The analysis examined the differences in factors hindering the attainment of an ideal 
workplace for men and women living in the Czech Republic (Table 8). Using the 
Mann–Whitney U test, the research identified factors that showed significant gender 
differences. The results clearly highlight that certain barriers affect women to a greater 
extent, providing important insights into labour market equality. The most 
pronounced difference was observed in the barrier of low wages. The data indicated 
a Z value of −4.167 and a p-value of 0.000, representing a statistically highly 
significant difference. The negative Z value shows that low wages are a greater 
obstacle for women than for men. Similarly, for poor references, the Z value was 
−3.414 and the p-value was 0.001, indicating that women perceive this barrier to a 
significantly greater extent. The lack of a network also showed a significant difference, 
with a Z value of −2.270 and a p-value of 0.023, indicating that this barrier is more 
impactful for women. Regarding poor teamwork skills, the Z value was −2.410 and 
the p-value was 0.016, indicating that this obstacle affects women more. In contrast, 
several factors, such as poor professional experience (Z = −0.631, p = 0.528), lack of 
language skills (Z = −0.584, p = 0.559), or barriers related to discrimination, such as 
gender, age, or religious affiliation (Z = −1.047, p = 0.295), did not show significant 
differences; this suggests that these barriers affect men and women to a similar extent. 
When interpreting the results, it is crucial to emphasize that negative Z values indicate 
that specific factors pose greater barriers for women. This is particularly relevant for 
low wages, poor references, and lack of network because these factors significantly 
influence women’s labour market opportunities. Such findings can inform targeted 
labour market interventions designed to reduce barriers faced by women and promote 
equality. The analysis underscores the importance of considering gender differences 
when designing labour market strategies and ensuring equal opportunities. 

Table 8 
 Gender differences in the Czech Republic 

Test statistics Mann–
Whitney U 

Wilcoxon W Z Asymp. sig.  

Already found 5,645.5 17,273.5 −1.855 0.064 
Poor energy to searching 5,581.5 9,322.5 −1.222 0.222 
Poor professional experience 5,812 9,553 −0.631 0.528 
No right qualification 5,989 16,142 −0.101 0.920 
Poor language skills 5,809 16,105 −0.584 0.559 
Poor team player 5,072.5 8,813.5 −2.410 0.016 
Poor communication skills 5,547.5 9,288.5 −1.249 0.212 
Poor references 4,665.5 8,406.5 −3.414 0.001 
Poor network 5,221 8,962 −2.270 0.023 
Poor payment 4,278 8,019 −4.167 0.000 
Cannot commute 5,762.5 9,503.5 −0.814 0.416 
Cannot move 5,527 9,268 −1.351 0.177 
Gender, age, religion, and minority status 5,675 9,416 −1.047 0.295 
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Hungary: significant findings 

The aim of the analysis was to identify the factors hindering men and women in 
Hungary from finding an ideal workplace and to examine the gender differences 
among these factors (Table 9). Weak language skills emerged as a prominent issue, 
with a Z value of −3.981 and a p-value of 0.000, indicating that this factor poses a 
significantly greater barrier for women than for men. A similar disparity was observed 
regarding the lack of teamwork skills, where the Z value was −3.112 and the p-value 
was 0.002, suggesting that the absence of these skills makes employment more 
challenging for women. The barrier of low wages also showed a statistically significant 
difference (Z = −2.293, p = 0.022), indicating that it is a greater challenge for women. 
Mobility issues, particularly the obstacle of relocation, were also notable, with a 
Z value of −3.130 and a p-value of 0.002, suggesting that the lack of relocation 
opportunities is a much more significant barrier for women. In contrast, several 
factors, such as poor professional experience (Z = −1.128, p = 0.259), lack of 
communication skills (Z = −1.152, p = 0.249), and weak networks (Z = −1.383, 
p = 0.167), did not show significant differences between men and women; this 
indicates that these barriers affect both genders to a similar extent. The findings of 
this analysis offer crucial insights into understanding labour market challenges. 
Factors such as weak language skills, lack of teamwork skills, low wages, and mobility 
constraints disproportionately affect women, highlighting the requirement for 
targeted measures to reduce gender inequalities. Such research can serve as a 
foundation for developing comprehensive labour market strategies aimed at 
addressing gender disparities and overcoming barriers for men and women. 

Table 9 
 Gender differences in Hungary 

Test statistics Mann–
Whitney U 

Wilcoxon W Z Asymp. sig.  

Already found 139,656 207,921 −0.852 0.394 
Poor energy to searching 137,258.5 427,199.5 −0.021 0.983 
Poor professional experience 131,499 421,440 −1.128 0.259 
No right qualification 132,608.5 420,269.5 −0.870 0.385 
Poor language skills 117,745 408,448 −3.981 0.000 
Poor team player 123,960 188,221 −3.112 0.002 
Poor communication skills 131,095.5 194,998.5 −1.152 0.249 
Poor references 134,045.5 199,386.5 −0.676 0.499 
Poor network 130,105 419,285 −1.383 0.167 
Poor payment 125,687 414,867 −2.293 0.022 
Cannot commute 127,093 414,754 −1.740 0.082 
Cannot move 121,350 410,530 −3.130 0.002 
Gender, age, religion, and minority status 136,512 201,853 −0.121 0.904 
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Poland: significant findings 

The analysis aimed to identify the factors hindering the attainment of an ideal 
workplace in Poland, with a particular focus on gender differences (Table 10).  
The most significant difference was observed in the lack of appropriate qualifications, 
where the Z value was −2.220 and the p-value was 0.026, indicating a statistically 
significant disparity. This result shows that women are more likely to perceive their 
lack of qualifications as a barrier to finding an ideal workplace. 

For the category “already found an ideal workplace”, the Z value was −1.907 and 
the p-value was 0.057. Although this result does not meet the strict significance 
threshold, the trend suggests that women may face more challenges in this area. 
This finding warrants further attention in the analysis of gender-based labour market 
inequalities. 

Other examined factors, such as lack of language skills (Z = −0.161, p = 0.872), 
poor teamwork skills (Z = −1.018, p = 0.309), or wage issues (Z = −0.557, p = 0.578), 
did not show significant differences between men and women; this indicates that 
these barriers similarly affect both genders in Poland.  

According to the respondents’ opinions, women more frequently perceive a lack 
of appropriate qualifications as a barrier to attaining their ideal workplace. 
This phenomenon may have several causes, including labour market expectations, 
discrepancies between qualifications and employer requirements, and socio-cultural 
factors influencing women’s self-assessment and employment opportunities. 
Research indicates that women generally achieve higher educational levels than men; 
however, findings also suggest that they are more likely to feel that their qualifications 
are insufficient (Taparia–Lenka 2022, Bertrand 2018). This perception is partly linked 
to the glass ceiling effect, which refers to structural and informal barriers that hinder 
women’s professional advancement. As a result, women often face hidden obstacles 
that make it more difficult for them to reach higher positions, even when they 
formally meet the necessary qualification requirements (Ganiyu et al. 2018). 
Respondents’ experiences suggest that beyond objective qualifications, other factors, 
such as employer perceptions, access to professional networks, and differences in 
professional self-confidence, play crucial roles in career development. Studies have 
also highlighted that structural characteristics within workplace systems and implicit 
biases significantly contribute to women perceiving lack of qualifications as a barrier, 
even when no actual skill deficit exists (Ciminelli et al. 2021). 
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Table 10 
 Gender differences in Poland 

Test statistics Mann–
Whitney U 

Wilcoxon W Z Asymp. sig.  

Already found 9,995 20,580 −1.907 0.057 
Poor energy to searching 10,421 21,006 −1.331 0.183 
Poor professional experience 10,517 22,920 −1.202 0.229 
No right qualification 9,786.5 22,189.5 −2.220 0.026 
Poor language skills 11,265.5 23,668.5 −0.161 0.872 
Poor team player 10,658 23,061 −1.018 0.309 
Poor communication skills 10,870 23,273 −0.722 0.470 
Poor references 10,941 23,344 −0.621 0.535 
Poor network 11,073.5 23,476.5 −0.425 0.671 
Poor payment 10,982 21,567 −0.557 0.578 
Cannot commute 10,725 23,128 −0.914 0.361 
Cannot move 11,272 23,675 −0.152 0.879 
Gender, age, religion, and minority status 11,224 23,627 −0.223 0.823 

Slovakia: significant findings 

This study analysed the factors hindering men and women in Slovakia from finding 
an ideal workplace, with a particular focus on gender differences (Table 11). 

The results revealed that lack of energy for searching jobs was one of the most 
significant differences. The Z value was −3.571, and the p-value was 0.000, indicating 
that women struggle with this issue to a much greater extent than men; this finding 
could be attributed to the increased burdens arising from women’s life situations and 
societal roles. Lack of teamwork skills also showed a significant difference,  
with a Z value of −2.008 and a p-value of 0.045, suggesting that women perceive this 
barrier as more severe than men. Furthermore, poor communication skills showed a 
notable difference, with a Z value of −2.441 and a p-value of 0.015, highlighting that 
the absence of these skills poses a greater obstacle for women in succeeding in the 
labour market. Relocation barriers also presented a significant challenge,  
with a Z value of −2.408 and a p-value of 0.016. This clearly indicates that difficulties 
in relocation represent a greater obstacle for women, potentially owing to family 
obligations or other social factors. Other factors, such as lack of professional 
experience (Z = −0.803, p = 0.422), weak language skills (Z = −1.189, p = 0.234), or 
wage issues (Z = −0.086, p = 0.932), did not show significant differences between 
genders, suggesting that these challenges affect men and women similarly. 

Overall, the analysis shows that certain factors – particularly lack of energy for 
searching jobs, weak teamwork and communication skills, and mobility barriers – 
pose greater difficulties for women in finding an ideal workplace. 
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Table 11 
 Gender differences in Slovakia 

Test statistics Mann–
Whitney U 

Wilcoxon W Z Asymp. sig.  

Already found 11,206.5 20,386.5 −1.393 0.164 
Poor energy to searching 8,966.5 17,481.5 −3.571 0.000 
Poor professional experience 10,497.5 25,548.5 −0.803 0.422 
No right qualification 10,608.5 18,993.5 −1.368 0.171 
Poor language skills 10,687 19,202 −1.189 0.234 
Poor team player 10,309.5 18,824.5 −2.008 0.045 
Poor communication skills 10,012 18,790 −2.441 0.015 
Poor references 11,238 19,884 −0.765 0.444 
Poor network 11,752.5 20,530.5 −0.082 0.934 
Poor payment 11,749.5 27,859.5 −0.086 0.932 
Cannot commute 10,653.5 19,299.5 −1.354 0.176 
Cannot move 9,941.5 18,719.5 −2.408 0.016 
Gender, age, religion, and minority status 11,337 20,115 −0.792 0.429 

Discussion of the results in the context of the research questions 

This section of the article provides answers to the previously developed research 
questions. The first research question explored was as follows: what are the key 
barriers for men and women in finding an ideal workplace in the V4 countries? 

This study identified several key barriers affecting job seekers in the V4 countries. 
While these obstacles are present for both men and women, they tend to impact 
women more severely. Common barriers include economic issues, such as low wages; 
skill and qualification gaps; and limitations in professional networks. Furthermore, 
mobility constraints and challenges in balancing work with personal responsibilities 
further restrict access to ideal workplaces. 

Low wages emerged as a significant economic barrier, highlighting persistent wage 
disparities. In the Czech Republic, low wages particularly hinder women’s access to 
ideal workplaces. Harman–Bartůsková (2024) emphasized that the gender pay gap is 
especially persistent in lower-income brackets, although women generally exhibit 
better labour market indicators than men. Furthermore, Holienka et al. (2016) 
underscored that low wages reduce women’s entrepreneurial ambition and overall 
labour market participation. The Covid-19 pandemic intensified these inequalities, 
significantly reducing women’s incomes, as noted by Alwago (2021). Qualification 
gaps, particularly in access to training and education, were also notable, as was the 
difficulty of building strong professional networks. Ingham–Ingham (2002) further 
emphasized the need for targeted educational programs to address this issue and 
improve women’s labour market participation. 

Mobility constraints, including challenges with commuting or relocation, were 
consistently identified as barriers that are often tied to family obligations or regional 
economic disparities. In Slovakia, these constraints intersect with a lack of energy and 
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motivation for searching jobs. Dvouletý–Orel (2020) link this issue to family and 
household obligations, which disproportionately limit women’s job searching 
opportunities. Fialová–Želinský (2019) highlighted that motivational programs and 
support systems could increase women’s labour market activity, while Hornat (2021) 
identified cultural and social factors as significant influences on women’s motivation. 
These findings underscore the complexity of labour market barriers, reflecting the 
interplay of systemic economic inequalities and broader social and cultural dynamics. 
Although these general findings highlight the pervasive nature of these challenges, 
country-specific patterns and gendered differences reveal additional nuances. 

The second research question was as follows: to what extent are the observed 
barriers shared across the V4 countries, and where do the divergences occur? 

Building on the general findings outlined above, this analysis reveals that certain 
barriers are shared across all V4 countries, reflecting systemic issues that transcend 
national boundaries. Low wages consistently emerged as a significant barrier for 
women in each country, although the severity varied depending on the national 
context. Similarly, weak professional networks and mobility constraints were 
common obstacles that disproportionately affected women across the region. These 
shared barriers suggest that structural gender inequalities are a persistent feature of 
the labour markets in the V4 countries. Despite these commonalities, the analysis also 
highlights significant divergences. In Hungary, weak language skills are a critical 
barrier for women, particularly when seeking employment in international markets. 
Arendt et al. (2024) demonstrated that inadequate language proficiency limits 
women’s ability to secure higher positions and fully participate in competitive labour 
markets. This challenge disproportionately affects women from lower socio-
economic backgrounds, as argued by Nowiński et al. (2019). Additionally, Holienka 
et al. (2016) noted that weak language skills hinder the operations of female 
entrepreneurs in international markets. In Poland, inadequate qualifications were a 
major obstacle, particularly for women seeking higher-level positions, owing to 
disparities in access to education and vocational training. In Slovakia, women reported 
a distinct lack of motivation and energy for job search, which was not observed with 
the same intensity elsewhere. Conversely, in the Czech Republic, low wages and weak 
professional networks were particularly pronounced challenges, reflecting regional 
economic disparities. These findings show the importance of addressing shared and 
country-specific barriers through a combination of regional and tailored national 
strategies. 

The third research question was phrased as follows: do gender-specific patterns 
emerge in the types or intensity of barriers to finding an ideal workplace? 

As seen in the shared and divergent barriers discussed earlier, women across the 
V4 countries face disproportionately severe challenges, including weak language skills, 
inadequate qualifications, and mobility constraints. These barriers consistently 
highlight the systemic disadvantages faced by women in accessing ideal workplaces. 
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In Slovakia, women faced significant challenges related to motivation and energy for 
job search, reflecting additional burdens such as caregiving responsibilities. Mobility 
constraints, including relocation and commuting difficulties, were also more severe 
for women, limiting access to desirable employment opportunities. In Hungary, weak 
language skills emerged as a particularly pronounced barrier for women, affecting 
their ability to compete in international labour markets. Similarly, in the Czech 
Republic, women were more likely to experience barriers related to low wages and 
weak professional networks. In Poland, inadequate qualifications disproportionately 
affected women, reflecting broader gender disparities in education and training 
opportunities. These gender-specific patterns underscore the broader structural and 
cultural dynamics that contribute to labour market inequalities. Addressing these 
systemic challenges, as highlighted by studies such as Holienka et al. (2016) and 
Korotaj et al. (2024), will require gender-sensitive policies tailored to the unique 
barriers faced by women across the V4 countries. 

The fourth research question focused on understanding how regional and socio-
economic contexts shape labour market barriers in the V4 countries. 

To address the question of how regional and socio-economic contexts influence 
labour market barriers in the V4 countries, the analysis must first identify the most 
significant barriers in each country based on the empirical data and then contextualize 
these barriers using relevant literature. As previously discussed, barriers such as low 
wages in the Czech Republic or weak language skills in Hungary highlight systemic 
challenges that are often intensified by regional disparities and socio-economic 
contexts. Instead of restating these barriers, answering the research question will 
focus on the broader regional and economic factors that shape them. 

In the Czech Republic, low wages and the lack of professional networks and 
recommendations emerged as the most significant barriers. Literature suggests that 
regional economic disparities, particularly between developed regions such as Prague 
and rural areas, contribute to these challenges (Finardi 2022). Women in less-
developed regions are overrepresented in lower-paying sectors, limiting their ability 
to access better-paying jobs. The lack of professional networks is often linked to 
restricted career mobility and relocation opportunities, as highlighted by the structural 
barriers discussed in previous studies (Cukrowska-Torzewska et al. 2020). In Slovakia, 
regional disparities in urbanization and economic activity intensify challenges such as 
motivation and energy for job search. Hornat (2021) argued that women in rural areas 
face fewer employment opportunities and encounter greater structural barriers to 
relocation, further limiting their labour market activity. Moreover, these challenges 
are compounded by societal norms that disproportionately place caregiving 
responsibilities on women, as noted by Fialová–Želinský (2019). Similarly, in 
Hungary, regional economic disparities exacerbate issues such as weak language skills 
and mobility constraints. Access to language training is more limited in economically 
underdeveloped areas, further disadvantaging women in international labour markets 
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(Cefalo et al. 2020). Mobility constraints, already influenced by caregiving 
responsibilities, are further amplified by limited opportunities in rural regions. 

In Poland, inadequate qualifications continue to be a significant barrier, 
particularly for women seeking higher positions. Recent studies indicate that although 
women generally achieve higher education levels than men, many perceive their 
qualifications as insufficient to meet labour market expectations (Zawistowska 2024). 
This issue is particularly evident in sectors where job market demands and women’s 
skills show substantial mismatches, such as STEM and ICT (Dzieńdziora–Dacko-
Pikiewicz 2018). The transition from education to employment is a critical phase in 
which discrepancies between acquired qualifications and labour market requirements 
become particularly pronounced. Research shows that young female graduates in 
Poland face significant difficulties in securing jobs that match their educational 
background, primarily owing to rigid labour market structures and limited career 
advancement opportunities (Niewiadomska-Cudak 2017). Moreover, studies have 
highlighted that despite their high education levels, Polish women encounter various 
employment barriers. These challenges are most prevalent in technical fields, where a 
lack of female role models and structural biases contribute to persistent gender 
disparities (Flaszyńska 2020). Efforts to bridge the gap between education and labour 
market needs, particularly in male-dominated fields such as STEM and ICT, are 
essential for reducing these gender-based barriers and ensuring equal employment 
opportunities. 

In conclusion, regional and socio-economic contexts significantly influence labour 
market barriers in the V4 countries. Economic disparities between regions, access to 
education and training, and cultural norms all contribute to distinct challenges in each 
country. While earlier research questions focused on specific barriers in each country, 
this analysis underscores how regional contexts intensify these obstacles and create 
additional complexities. For instance, challenges such as weak language skills in 
Hungary or lack of motivation in Slovakia cannot be fully understood without 
considering the regional disparities and socio-economic divides that exacerbate these 
issues, as argued by Hornat (2021) and Cefalo et al. (2020). Although the empirical 
data in the article does not directly analyse regional contexts, the literature provides 
valuable insights into how these factors shape labour market outcomes. Future 
research should integrate more regionally disaggregated data to provide a deeper 
understanding of these dynamics and their impact on gender-specific barriers. 

The fifth research question addressed the following issue: what measures could be 
effective in addressing the identified barriers and promoting gender equality in labour 
markets across the V4 countries? 

Effective measures to address the identified barriers and promote gender equality 
in labour markets across the V4 countries must target shared and country-specific 
challenges, reflecting the systemic and contextual nature of the obstacles faced by 
women. 



Gender-specific obstacles and employment disparities in the V4 countries:  
a study on finding the ideal workplace 123 

 

Regional Statistics, Vol. 16. No. 1. 2026: 100–131; DOI: 10.15196/RS160105 

To address the pervasive issue of low wages, policies aimed at reducing gender 
pay gaps should be prioritized. Strengthening equal pay legislation, encouraging wage 
transparency, and introducing measures to encourage women’s representation in 
higher-paying industries and positions are important steps. These policies should be 
complemented by broader labour market reforms that promote fair compensation 
practices and reduce wage disparities. Weak professional networks, which limit 
women’s access to ideal workplaces, can be mitigated through targeted networking 
initiatives. Mentorship programs and professional networking platforms designed 
specifically for women can enhance their access to career opportunities. Expanding 
employer-sponsored training programs to develop skills and strengthen women’s 
professional profiles would also help address this barrier. 

Mobility constraints require the development of policies that promote flexible work 
arrangements, such as remote work options, flexible hours, and telecommuting. These 
measures can help women balance work with family responsibilities, which is a 
significant factor that limits mobility. Furthermore, investments in transportation 
infrastructure and subsidies for commuting costs would reduce geographic barriers to 
employment, particularly in rural or economically disadvantaged regions. To address 
weak language skills, particularly in Hungary, governments should invest in accessible 
language training programs tailored to women re-entering the workforce or seeking 
higher-skilled roles. These programs should focus on practical language use relevant to 
international or competitive labour markets. Partnerships between governments, 
employers, and educational institutions can ensure that training is affordable and aligned 
with labour market demands. In Poland, addressing inadequate qualifications requires 
expanding access to education and vocational training, particularly in rural areas where 
opportunities are limited. Policies should focus on providing financial support to 
women pursuing higher education or for reskilling programs. Integrating gender-
sensitive curricula and creating targeted scholarships for women in underrepresented 
fields, such as STEM, can help bridge qualification gaps. 

For Slovakia, measures to increase women’s motivation and energy for job search 
should address underlying societal norms and structural constraints. Public awareness 
campaigns promoting shared domestic responsibilities and the benefits of gender 
equality in the workforce can help shift cultural attitudes. Moreover, job search 
assistance programs, such as career counselling and coaching services, can provide 
women with the support and resources required to navigate the labour market 
effectively. Finally, regional cooperation within the V4 countries can amplify the 
impact of these measures. Sharing best practices, pooling resources for cross-border 
initiatives, and aligning gender equality policies can address shared barriers more 
efficiently. By combining regional strategies with tailored national interventions,  
the V4 countries can create a more inclusive and equitable labour market for women. 
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Summary and final conclusions 

The primary research goal of our study was to determine whether the obstacles to 
finding the right employer and job role differ between genders in the V4 countries. 
Considering the findings presented here, we conclude that this goal has been 
successfully achieved. This was made possible by a thorough analysis of the research 
data collected and by providing detailed answers to the research questions. 

However, it is important to acknowledge that the sample used in this study is not 
representative, which limits the extent to which the findings can be generalized to the 
entire population. As a result, the conclusions should be interpreted as indicative 
rather than definitive; future research should aim to collect a more balanced and 
representative dataset or complement the analysis with qualitative methods to provide 
deeper insights. 

This study sheds new light on gender-based labour market barriers in the V4 
countries, paying particular attention to the unique challenges faced by each country 
and situating the findings within the context of the existing literature. The results 
indicate that women face significantly greater barriers to labour market participation. 
Zwysen (2019) found that gender differences in educational participation rates 
significantly influence labour market opportunities, particularly in Central and Eastern 
Europe. Limited access to lower-level education hinders women’s career 
advancement, which is particularly relevant in Poland’s case. The impact of 
conservative gender roles has been emphasized by Fleckenstein–Lee (2017), who 
argued that these factors significantly restrict women’s labour market participation. 
This finding aligns with data from Slovakia, where lack of motivation plays a key role 
in job search. The relevance of language barriers in Hungary is supported by 
Cefalo et al. (2020), whose studies show that lack of language skills is a serious 
obstacle in international work environments. Furthermore, Holienka et al. (2016) 
highlighted that the impact of barriers is strongly influenced by gender-specific social 
roles and the regions’ economic development. This reinforces the current study’s 
findings, which identified a combination of economic background and social norms 
as significant barriers. 

Disparities between the NUTS 1 regions show that addressing labour market 
barriers requires considering the economic and social differences among the regions. 
For instance, the Central Hungarian region, which has the highest GDP, exhibits 
significantly different barriers compared with the eastern regions of the country, 
where economic underdevelopment is more pronounced. This research makes a 
crucial contribution to understanding labour market inequalities by presenting 
country-specific, empirical data. Finardi (2022) highlighted how gender pay gaps and 
maternity leave policies contribute to labour market inequalities in the Czech context. 
This study extends that work by showing how these barriers manifest differently 
across the V4 countries. As per Cukrowska-Torzewska et al. (2020), gender 
differences in employment often stem from structural barriers, the effects of which 
can persist in the long term. This supports the current study’s conclusions regarding 
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the structural and cultural constraints. The research highlights that gender-based 
labour market barriers vary significantly not only between countries but also at the 
regional level. The analysis of the NUTS 1 regions confirmed that regional differences 
are closely related to social and economic conditions, which impact labour market 
participation and equality. For women, the lack of access to educational and training 
programs, particularly in Poland and Hungary, emerged as a fundamental barrier. 
Addressing these issues through targeted training opportunities is required to enhance 
women’s labour market prospects. 

The study also emphasized the significant role of family obligations and traditional 
social expectations in restricting women’s labour market participation. Flexible work 
options, such as part-time roles and telecommuting regulations, could serve as key 
measures to mitigate these challenges. In Hungary, the lack of language skills poses a 
particularly significant barrier for women, hindering their access to high-quality 
international positions. Implementing targeted language training programs is not only 
crucial for improving employability but also vital for enhancing workforce mobility 
and competitiveness. 

Furthermore, the research underscored the profound impact of conservative 
gender roles that restrict women’s opportunities through societal norms and cultural 
stereotypes. Addressing these issues requires awareness campaigns and policy 
measures aimed at promoting gender equality. 

Although the research provided several important insights, its non-representative 
sample limits the generalizability of the findings. Future studies should incorporate 
larger, more geographically and socially diverse samples to yield more reliable and 
comprehensive results. Moreover, longitudinal studies can offer a deeper understanding 
of the dynamics of labour market trends and changes over time. Following the findings 
of Heintzelman (2016), future research should also examine the interplay between social 
and political factors to further refine the understanding of gender differences. Overall, 
this study not only contributed to the detailed exploration of gender-based labour 
market disparities but also provided practical recommendations for overcoming these 
barriers. The findings clearly support the need for targeted interventions to improve 
women’s employment opportunities, increase labour market flexibility, and promote 
economic development in the region. Such strategies can reduce barriers for women 
and strengthen social cohesion and sustainable economic growth in the long term. The 
results of this research can encourage policymakers and the employment sector to take 
proactive steps toward creating a fairer and more inclusive labour market, fostering 
equal opportunities for all. 
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