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Abstract 

 
 The present study investigated whether gender differences in wage expecta-
tions (reservation wage and expected wage level after probation) could be con-
sidered as a reliable explanation of the gender wage gap. First, whether women 
are willing to accept lower wage offers than men do was examined. Then socio-
economic and demographic factors that affect wage expectations in relation to 
a post of a regional manager in a winery were identified. A total of 381 Slovaks 
(201 female) participated in the study. Generally, women and men stated similar 
wage expectations despite significantly different actual incomes. Next, correla-
tion analysis showed that reservation wage was positively related to personal 
income and masculinity controlling for age (the expected wage level after the 
probationary period was not related to any of the measured variables), whereas 
hierarchical multiple regression analysis revealed personal income and mascu-
linity as significant predictor of reservation wage. Finally, after dividing partic-
ipants into age quartiles, ANOVA revealed that with increasing age wage expec-
tations increased as well. 
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Introduction 
 

 Today, women are still underpaid and underrepresented in the labour market, 
particularly in higher occupational echelons (Bertrand, 2018). According to the 
European Institute for Gender Equality, European women on average earn 20 
percent less than men, while the pension gap is even wider (35 percent). In spe-
cific industries, such as finance and insurance, the adjusted gender wage gap – 
years of education and tenure are controlled for – calculated by Amado, Santos 
and Sao Jose (2018), can exceed 40 percent. In Slovakia, 66 percent of working-
age women have some kind of a job compared to 79 percent of men, with occu-
pational segregation remaining a significant issue. Nearly 30 percent of working 
women are employed in education, health, and social work, compared to only 
5 percent of men. By contrast, only 7 percent of women work in science, tech-
nology, engineering, and medicine, while 39 percent of the male workforce is 
employed in STEM sectors, which attract higher compensation. Women are also 
significantly overrepresented in part-time work – over 9 percent compared to 
4 percent of men. Finally, nearly 60 percent of women do household chores daily 
– including cooking, cleaning, and caring for family members – compared to 
only 16 percent of men. All of this could be contributing to the unadjusted gender 
wage gap in Slovakia, which is as large as 21 percent. 
 In the literature, there are various explanations for the gender wage gap, rang-
ing from different preferences to motivational factors to social roles (see 
Bertrand, 2018). However, there is also speculation that, apart from the factors 
used to calculate the adjusted wage gap, the gap could be caused by the differ-
ences in how men and women price their work (Caliendo, Lee and Mahlstedt, 
2017). In the literature, the difference is referred to as reservation wage, i.e., the 
minimum remuneration one requires to start working. In other words, the gender 
wage gap could be caused – partially – by the women’s willingness to accept 
lower wages for their work. Consequently, if reservation wages are to be respon-
sible for the gender wage gap, it is crucial to determine whether there are gender 
differences in how men and women price work and understand antecedents of 
individuals’ willingness to accept lower compensations. 
 The paper aims to determine whether gender differences in reservation wages 
could serve as an explanation of the gender wage gap and estimate relative im-
pacts of socioeconomic, demographic, and cultural factors on reservation wage 
reported by Slovak men and women. The study extends current knowledge by 
indicating that – though women tend to earn less – reservation wages of men and 
women are similar and specifying which factors incline people to price work 
higher. Our findings bring new insights into understanding of how socioeconomic 
characteristics such as personal wealth or personality characteristics (masculinity) 
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can affect individuals’ expectations concerning fair remuneration for a given job. 
The present study also contributes to the literature by investigating actual reser-
vation wages for a specific type of job reported by working age Slovaks instead 
of estimating them based on panel data. The most important finding in this context 
is perhaps that when people think of a specific job, men and women are likely to 
price the job similarly. Thus, our results corroborate the view that previously 
reported differences in wage expectations may be caused by individuals thinking 
of different jobs when stating their expectations. The rest of the paper is orga-
nised as follows. Section 1 provides conceptual framework of the present study 
and specifies hypotheses. In section 2 we specify methods and procedures, and 
describe the study sample. Then we present results of the analysis. Discussion of 
the findings and conclusions end the paper. 
 
 
1.  Conceptual Framework and Hypotheses 
 
 A number of studies have focused on identifying sources of the gender wage 
gap. For example, previous research has indicated that distinct preferences, moti-
vations, and life choices could contribute to the unequal distribution of house-
hold chores, occupational segregation, and the gender wage gap. Indeed, there is 
considerable empirical evidence supporting the hypothesis that women have 
different risk, loss, and competitiveness preferences (Croson and Gneezy, 2009; 
Gneezy, Niederle and Rustichini, 2003); make different educational choices 
(Francesconi and Parey, 2018); are less mobile in the labour market (Pearlman, 
2018; 2019); value greater flexibility even at the cost of lower wages (Petrongolo 
and Ronchi, 2020); take jobs in sectors offering lower compensation (Blau and 
Kahn, 2000); and prefer fixed over volatile compensation schemes (Dohmen and 
Falk, 2011; Klinowski, 2019). Still, however, Blau and Kahn (2017) observed, 
that even after controlling for human capital (including educational attainment 
and professional experience), cognitive and non-cognitive skills, number of 
working hours, gender division of non-market work, parenthood, and vertical 
and horizontal occupational segregation, a substantial portion of the gender wage 
gap remains unexplained. In the Slovak context, Adamus and Ballová Mikušková 
(n.d.) showed that wage offers at the recruitment stage could be partially respon-
sible for the gap. In a vignette study, the authors found that Slovak HR profes-
sionals tend to offer significantly higher wages to male candidates for the post of 
a regional manager in a winery than to otherwise identical women. 
 In the literature, such differences are sometimes attributed to women’s lower 
wage expectations. For instance, using data from the IZA Evaluation Dataset, 
Caliendo, Lee and Mahlstedt (2017) concluded that gender wage gap in realized 
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wages mirror the gap in wage expectations and that including those expectations 
in an analysis nearly perfectly explains gender wage gap in realized wages. Thus, 
differences in reservation wages reported by men and women could become an 
informative factor in a study on gender wage gap. Reservation wage is defined as 
an opportunity cost of paid employment. In other words, reservation wage is the 
cost an employer needs to pay if s/he intends to motivate potential employees to 
resign from free-time leisure and limit the time they devote to unpaid work. If 
men and women have different wage expectations – particularly if women’s 
wage expectations are lower – they are then willing to accept different wage 
offers. Specifically, men are likely to consider wage offers acceptable to women as 
too low and reject them. Aware of this fact, HR managers could differentiate wage 
offers depending on the candidate’s gender (Adamus and Ballová Mikušková, 
n.d.). Contributing to the horizontal segregation in the labour market, men could 
also seek – and find – a job in industries offering higher compensations to satisfy 
their higher wage expectations. On the other hand, Caliendo, Lee and Mahlstedt 
(2017) observed that younger women with lower professional experience state 
similar reservation wages as men. This could suggest that women’s lower wage 
expectations are consequences of experienced or expected discriminatory prac-
tices in the labour market. In other words, it is possible that lower wage expecta-
tions reflect women’s awareness of labour market segregation, discrimination and 
prejudices against female employees or higher opportunity costs women need to 
incur when entering the labour market (e.g., due to household chores load) 
(Arrazola and de Hevia, 2016; Brown, Roberts and Taylor, 2011). Interestingly, 
Caliendo, Lee and Mahlstedt (2017) noticed that it is sufficient for women to 
anticipate discriminatory practices – even in the absence of actual discrimination – 
to lower their reservation wages. Conversely, if women’s wage expectations are 
consistently similar to those of men and do not decrease with time or market expe-
rience, lower wage offers may discourage them from looking for a job or a certain 
type of job, decrease their labour market attachment and consequently induce them 
to withdraw from the market permanently, also contributing to the raw gender 
wage gap (Arrazola and de Hevia, 2016; Brown, Roberts and Taylor, 2011). 
 Most empirical studies on reservation wages have observed considerable dif-
ferences between wage expectations reported by men and women. For example, 
the data from the British Household Panel Survey support the view that men and 
women have different wage expectations (Brown, Roberts and Taylor, 2011; 
Brown and Taylor, 2011). Interestingly, however, the authors indicated that gender 
itself explains only a minor part of the variation. Adding other factors to their 
analysis, they observed that having children makes reservation wages of men and 
women more similar, while the gender reservation wage gap increases with edu-
cation. In other words, better educated women expect less compared to men with 
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similar educational background, while women with children – particularly pre-
schoolers – expect to receive a premium for combining childcare with paid em-
ployment. Similarly, Bloemen and Stancanelli (2001) found that single childless 
women (women who are household heads but are not single mothers) have sig-
nificantly lower wage expectations than men. However, the Brown and Taylor 
(2011) and Brown, Roberts and Taylor (2011) noticed that their analysis could 
be biased, because women with children tended to be younger (mean age 28). 
Consequently, the authors speculated that it is likely that women over 30 or 40 
could adjust their wage expectations based on previous individual experiences of 
labour market discrimination. These findings are confirmed by Caliendo, Lee 
and Mahlstedt (2017), who observed that less experienced women set their wage 
expectations in accordance with those of men. Generally, however, the authors 
(Caliendo, Lee and Mahlstedt, 2017) established that women had significantly 
lower wage expectations than men did (by 12.5 percent). In line with this strand 
of the literature, we have expected women to have lower reservation wages (H1). 
In the analysis, we have also controlled for factors such as age, marital status, 
number of persons in a household, education and region of residence. 
 Among the factors that could be positively related to reservation wages, the 
literature mentions wealth and personal income. For example, Bloemen and 
Stancanelli (2001) have found that wealth – defined as a net value of financial 
assets minus liabilities – is positively related to self-reported reservation wages. 
Analysing data from the Dutch Socio-Economic Panel, they observed that indi-
vidual wealth increases wage expectations of both household heads and spouses. 
However, the effect was stronger for spouses. The authors (Bloemen and Stan-
canelli, 2001) estimated that doubling financial assets increases the household 
heads’ reservation wages by 1.2%. Under the same circumstances, however, 
reservation wage of spouses increases by 7.7%. In other words, wives/female 
partners from wealthier households – only women were included in the spouses 
category – expected greater wages to consider transition into employment. Simi-
lar, though less distinct, trends were observed by Lammers (2014): specifically, 
a 100% increase in wealth increases reservation wages by 2.9 percent for house-
hold heads and by 3.7 percent for spouses. As Prasad (2003) explains, individuals 
with wealthier family background are more likely to afford waiting for a job 
offer that suits them better. Based on the data from the British Household Panel 
Survey, Brown and Taylor (2015) noticed that reservation wage is also positively 
related to the wage from previous employment: the more an individual earned, 
the higher wage expectations expressed. The observation is confirmed by Caliendo, 
Lee and Mahlstedt (2017), who noticed that among German unemployed indi-
viduals, there is a considerable consistency between previously earned wage, 
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reservation wages and finally realized wages after transition to employment 
following the period of job seeking. Keaveny and Inderrieden (2000) observed 
similar patterns for their US sample and concluded that among individuals with 
greater labour market experience who are currently employed, current wages are 
the dominant factor that affects wage expectations. Finally, Le Barbanchon, 
Rathelot and Roulet (2019) reported that French unemployed women declare 
lower wage expectations than men even after controlling for previous job earn-
ings. Consequently, since, on average, women’s earnings, wealth and financial 
assets are lower, personal financial situation could partially explain the gender 
gap in wage expectations. Following this strand of the literature, we expected 
personal financial situation to be positively related to wage expectations (H2). 
 Finally, Caliendo, Lee and Mahlstedt (2017) indicated that differences in per-
sonality traits may be related to job preferences and thus affect wage expectations. 
Specifically, they established that among individuals with high levels of openness, 
the gender gap in reservation wage – and also in realized wages – tend to be insig-
nificant. The authors explain that more open individuals seek specific types of jobs 
that allows for reducing the actual gender wage gap. Furthermore, according to the 
authors, openness can serve as a proxy for wage bargaining. Consequently, it 
seems likely that more open individuals are aware of the relative parity of wages in 
jobs suiting their preferences and set their wage expectations as well as bargaining 
behaviour accordingly. The results indicate that individual characteristics could be 
more informative in the study on reservation wage and gender wage gap than gen-
der itself. Using a survey measure, Lips and Lawson (2009) asked 229 undergrad-
uate students about their wage expectations (both starting and peak), work com-
mitment, work values (promotional or advance opportunity, salary and job-related 
status) and family values (work-life balance, maternity leave) they endorse. They 
found no significant gender differences in the expected entry wage, although men 
and women differed in the peak wage they expected to achieve during their profes-
sional career. Consistently with the Caliendo, Lee and Mahlstedt’s (2017) findings, 
the authors observed that – regardless of an individual’s gender – a feature of valu-
ing power predicted greater starting wage expectations while valuing family was 
related to lower wage expectations. Interestingly, power and family values investi-
gated by Lips and Lawson (2009) are consistent with stereotypically masculine 
and feminine characteristics, respectively. Drawing on the findings by Caliendo, 
Lee and Mahlstedt (2017) and Lips and Lawson (2009), the present study tests the 
hypothesis that individual characteristics, particularly personality traits stereotypi-
cally linked with masculine characteristics, can be related to higher wage expecta-
tions. Consequently, we expected more masculine (instrumental) individuals to 
report higher reservation wages (H3). 
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 Despite subjective reports of wage expectations being a common method of 
eliciting reservation wages, Lammers (2014) observed that self-reports have 
some considerable disadvantages. Specifically, questions eliciting self-reported 
reservation wages can be sources of biases and excessive variation. For example, 
respondents could focus on what the right answer to the question is instead of 
indicating their own preferences. Afraid of misunderstanding the task, they could 
also avoid responding to the question affecting the resulting statistics (Prasad, 
2003). Finally, they could think about different types of jobs or think about an 
ideal work instead of just any job offer. This, may be particularly disturbing in 
a study on gender differences in wage expectations. Due to both vertical and 
horizontal segregation, men and women may think of different types of jobs 
when reporting a minimum starting wage they would be willing to accept. There-
fore, to avoid this common methodological downside of the method and secure 
direct, between participant comparisons of self-reports, we decided to ask partici-
pants about a minimum wage for which they would be willing to accept a specific 
type of job – a regional manager in a winery. Finally, to make the post gender-
neutral and not to put any of the genders in a disadvantaged position, the job 
description has been carefully crafted to combine both masculine (managerial) 
and feminine (communication) skills.2 
 
 
2.  Methods and Procedures 
 

Participants 
 

 The data used in the analysis were collected from a representative nationwide 
panel and contain detailed information about education, age, marital status, 
number of children, income and savings. Data collection was through an online 
survey hosted on Qualtrics in May 2020. Participation was voluntary and anon-
ymous, and participants were recruited by an external agency (chosen in a tender 
and compliant with the international ESOMAR code) according to the following 
criteria: adult people (18+), balanced sex, county, and education ratio. The exter-
nal agency asked 400 Slovak adults to participate in the research; ten participants 
were excluded because of inconsistent responses. A total of 381 participants 
(201 women) were included in the analysis. Participants were 18 – 81 years old 
(M = 44.66; SD = 16.02), in equal representation from each of 8 counties (26.2% 
from small villages, 27.6% from small cities, 33.1% from middle-sized cities, 
and 13.1% from large cities), 2.6% with primary education, 84.7% with upper 
secondary education, and 12.6% with higher education. 
                                                           

 2 The study is a follow-up of a study by Adamus and Ballová Mikušková (n.d.). Consequently, we 
have chosen the same post and repeated the rationale for the post selection given in the original study. 
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Measurement and Procedure 
 
 The data were collected as part of a larger survey on financial stress, however 
the investigation of the relation of reservation wage and gender was intended to 
form an independent study and, thus, was not analysed as part of the financial 
stress study. After reading and signing the informed consent form, the partici-
pants completed demographic questions (age, sex, persons in household), finan-
cial situation questions (income, saving, debts), questions on reservation wage, 
Bem’s Sex Role Inventory (measuring masculinity and femininity), and 6 other 
questionnaires concerning financial stress not reported in the present study. 
 
Instruments 
 
 Personal financial situation. In order to quantify personal financial situation 
of the study participants, we have asked a series of questions concerning personal 
income and household income (actual net incomes including both earnings and 
unearned incomes), savings (participants were asked whether they have financial 
savings at the moment and for how many months would these savings be enough 
in case they lost all incomes), debts (participants were asked whether they have 
financial debts at the moment and for how many months they should repay this 
debt) and number of family members they live with, including children.  
 From household income, savings, debts and number of family members was 
computed index of wealth as follows. For saving and debts we used medians 
(6 months of savings, 12 months of debts), for per person income (computed as 
the ratio of household income to the number of persons in the household) we 
used 33th and 66th percentile (375, – euro, 586,67 euro). Each participant has 
got +1 point for having savings for more than 6 months, 0 point for having sav-
ing for 0 – 6 months, and -1 point for not having savings. Similarly, each partici-
pant has got +1 point for not having debts, 0 point for having debts for 0 – 12 
months, and –1 point for having debts for more than 12 months. Finally, each 
participant has got +1 point for per person income higher than 586,67 euro, 0 point 
for per person income between 375, – and 586,67 euro, and –1 point for per person 
income lower than 375, – euro. The mean of index of wealth was computed for 
each participant, the higher index indicated more wealth. 
 Wage expectations. We elicit wage expectations in two steps. First we meas-
ured reservation wage and then expected wage level after probation period. We 
used subjective measures of wage expectations. First, participants had to report 
a minimum monthly amount they would be willing to accept as a remuneration 
for working as a regional manager in a winery (reservation wage) and then how 
much they would expect their starting wage to increase (expected wage level). 
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 Masculinity and femininity. The Bem’s Sex Role Inventory (Bem, 1974) mea-
sures masculinity and femininity as an individual’s instrumental and expressive 
traits (see Appendix A for the scale details). In this study, we used a shortened 
version of the original questionnaire. Participants had to rate to what extent 12 
descriptions (6 considered masculine and 6 feminine) are characteristic and true for 
them on a 7-points scale (1 = completely untrue; 7 = completely true). Mean scores 
for the BSRI masculinity and femininity subscales were 4.62 (SD = 1.13) and 5.45 
(SD = 0.96), respectively and internal consistencies measured by McDonald’s 
omega were .818 (Cronbach’s α = .799) for masculinity and .823 (Cronbach’s 
α = .810) for femininity. Higher score indicated higher masculinity and femininity. 
 
Statistical Analysis 
 
 Descriptive statistics for the age (mean, standard deviation, median, minimum, 
maximum) and number of persons and children in household, personal income, 
wealth, reservation wage, expected wage level, masculinity (BSRI), and feminin-
ity (BSRI) were calculated. The Cronbach´s α and McDonald’s ω were used to 
evaluate the internal consistency of BSRI. Next, a chi-square test of independ-
ence was performed to compare men and women in education, counties, and 
having savings and debts, and independent sample t-tests to compare men and 
women in their age, personal income, wealth, reservation wage, expected wage 
level, and masculinity and femininity. Subsequently, one-way ANOVA was used 
to examine the effect of age on personal income and partial correlation to exam-
ine relationships between personal income, wealth, wage expectations, and mas-
culinity and femininity were computed controlling for age.  
 In additional analyses, a one-way ANCOVA was conducted to determine 
a statistically significant difference between men and women in reservation wage 
controlling for personal income and for masculinity, and one-way ANOVA to 
compare groups (in which were participants divided according to sex, partnership, 
and parenthood) in wage expectations. Finally, hierarchical multiple regression 
was conducted for reservation wage as the dependent variable and education, 
personal income, wealth, and masculinity and femininity as predictors.  
 
 
3.  Results 
 
Descriptive Statistics 
 
 Descriptive statistics of all measured variables are in Table 1.  
 Before comparison of men and women in their reservation expectations, they 
were compared in their age, education, counties, income, savings, and debts. 
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A chi-square test of independence showed that there was a significant associa-
tion between the sex and education: men were more likely than women to have 
secondary education without GCSE and more women have secondary education 
with GCSE than men (χ2 (5) = 11.612, p = .014). There were also significant 
differences in personal income (t(379) = 2.337, p = .020, d = .240) and femininity 
(t(379) = 4.958, p < .001, d = .509): woman’s salaries (M = 627.44, SD = 424.32) 
were significantly lower than men’s (M = 733.03, SD = 457.46), and woman’s 
femininity (M = 5.67, SD = 0.85) was significantly higher than men’s (M = 5.20, 
SD = 1.02). 
 
T a b l e  1 

Descriptive Statistics of All Variables 

N M SD Md min max 

Age 381 44.66 16.02   43 18 81 
Persons in household 381   3.16 3.21     3   1 42 
Children in household 381   0.52 0.90     0   0   5 
Personal income  381 677.33 442.86 600   0       3,500 
Wealth 381 0.49 1.56     0 –3   3 
Reservation wage 381 1,459.61 1,396.40 1,200   0   20,001 
Expected wage level 381 1,741.55 1,663.36 1,500   0   20,000 
Masculinity (BSRI) 381 4.62 1.13     4.67   1.83   7 
Femininity (BSRI) 381 5.45 0.96     5.5   2   7 

Source: Authors. 

 
Sex Differences in Wage Expectations 
 
 Independent sample t-test did not revealed differences between men and women 
in their reservation wage (t(379) = 0.047, p = .962, d = .05) nor in the expected 
wage level after probation period (t(379) = 0.899, p = .369, d = .092) (H1). 
 In additional analyses – because there were no sex differences in wage expec-
tations and there were significant sex differences in personal income and mascu-
linity – a one-way ANCOVA was conducted to determine a statistically signifi-
cant difference between men and women in reservation wage controlling for 
personal income and for masculinity (separately). There was no effect of sex on 
reservation wage after controlling for personal income, F(1,378) = 0.103, p = .749. 
And there was also no effect of sex on reservation wage after controlling for 
masculinity, F(1,378) < 0.001, p = .997. 
 Moreover, whether partnership (do not/live in partnership) and parenthood (do 
not/having children) in combination with sex play role in wage expectations was 
examined. Participants were divided into 8 groups: single childless men (n = 63), 
single childless women (n = 73), single men with children (n = 6), single women 
with children (n = 21), men with children living in partnership (n = 42), women 
with children living in partnership (n = 53), childless men living in partnership 
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(n = 69), and childless women living in partnership (n = 54). We found no statis-
tically significant differences in reservation wage nor expected wage increase 
after probation period (post-hoc tests and differences in details in Appendix B). 
 
The Relationship between Wage Expectations and Financial Situation  

and Masculinity 
 
 We examined correlations between wage expectations, financial situation, 
masculinity/femininity and age (Table 2). There were positive correlations of 
reservation wage and age, personal income and masculinity, and positive correla-
tions of expected wage level with age and masculinity. After examining scatter 
plots we found that all correlations were linear, except for correlations of age and 
income (r = .065, p = .207), the regression line in scatter plot had concave shape. 
 
T a b l e  2 

Correlations of Wage Expectations, Age, Financial Situation and Masculinity/ 
Femininity 

1. 2. 3. 4. 5. 6. 

1. reservation wage – 
2. expectation wage level .503** – 
3. age .209**   .168** – 
4. personal income .156**   .055 .065 – 
5. index of wealth .058 –.038 .116*   .234** – 
6. masculinity .149**   .101* .152**   .165** .075 – 
7. femininity .037   .082 .066 –.020 .001 .385** 

Note: * p < .05; ** p < .01; *** p < .001. 

Source: Authors. 

 
T a b l e  3 

Partial Correlation of Wage Expectations, Personal Income, Wealth and Masculinity  
and Femininity Controlling for Age 

Control variable: age 1. 2. 3. 4. 5. 

1. reservation wage –     
2. expectation wage level .486*** –    
3. personal income .140**   .020 –   
4. wealth .034 –.058 .594*** –  
5. masculinity .121*   .077 .111**   .058 – 
6. femininity  .024   .072 .059 –.007 .381*** 

Source: Authors. 

 
 Because of the non-linear relationship of age and personal income, the corre-
lation of personal income, wealth, wage expectations, and masculinity and femi-
ninity were computed controlling for age (Table 3). Reservation wage correlated 
positively with personal income and masculinity; expected wage level after proba-
tion period did not correlate with income or femininity and masculinity (H2 – H3). 
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Interestingly, masculinity correlated positively with personal income (r = .111, 
p = .030) and wealth (r = .594, p < .001). 
 To obtain more detailed information on the nature of the relationship between 
reservation wage and personal income, wealth, masculinity and femininity, hierar-
chical multiple regression was conducted for reservation wage as the dependent 
variable. Because we did not found differences between men and women in their 
reservation wage and the role of age was analysed separately (because of non-
linear relationship with personal income), only education was entered in the first 
step of regression; personal income and wealth were entered in the second step, 
and masculinity and femininity in the third step of regression (Table 4). For reser-
vation wage, the hierarchical multiple regression revealed that at step 1, education 
did not contribute significantly to the regression model. Introducing personal 
income and wealth explained an additional 2.1% of the variation in reservation 
wage and this change in R² was significant, F(3,377) = 3.116, p = .012. Finally, 
introducing masculinity and femininity explained an additional 3.1% of the varia-
tion in reservation wage and this change in R² was significant, F(5,375) = 3.406, 
p = .005. Only personal income and masculinity were revealed as significant 
predictors of reservation wage.  
 
T a b l e  4 

Summary of Hierarchical Regression Analysis for Variables Predicting Reservation  

Wage 

 
      95% CI 

 Predictors B SE β t p lower upper 

1 (Constant) 965.904 267.769  3.607 .000 493.41 1492.4 
 Education 164.137 85.810 0.098 1.913 .057 –4.59 332.86 

  
F(1,379) = 3.659, p = .057, R2 = .010 

2 (Constant) 831.639 273.658  3.039 .003 831.64 273.66 
 Education 108.363 88.284 .065 1.227 .220 108.36 88.28 
 Personal income  .437 .168 .139 2.611 .009 .44 .17 

 
Wealth 11.617 47.097 .013 .247 .805 11.62 47.10 

  
F(4,377) = 3.716, p = .012, R2 = .029, R2Δ = .019 

3 (Constant) 264.895 493.022  .537 .591 264.90 493.02 

 
Education 96.156 87.996 .057 1.093 .275 96.16 88.00 

 Personal income  .378 .169 .120 2.240 .026 .38 .17 
 Wealth 8.271 46.886 .009 .176 .860 8.27 46.89 
 Masculinity 157.505 69.196 .127 2.276 .023 157.501 69.20 

 
Femininity –15.147 79.573 –.010 –.190 .849 –15.15 79.57 

  
F(5,375) = 3.406, p = .005, R2 = .043, R2Δ = .015 

Source: Authors. 

 

Additional Analyses 
 
 Because of non-linear relationship of age and personal income, participants 
were divided into four age groups according 25th, 50th and 75th percentile (31, 43, 
and 58 years) and compared in wage expectations, personal income, wealth, and 
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masculinity/femininity. ANOVA revealed significant differences in personal in-
come, wealth, reservation wage and expected wage level between age groups 
(Table 5; post-hoc tests are in Appendix C). The lowest personal income was 
reported by the youngest and oldest age groups; least wealth had participants 
aged 32 – 43, greatest wealth had those aged 58+. Nevertheless, with increasing 
age wage expectations increased. 
 
T a b l e  5 

ANOVA – Age Groups Comparison in Income, Wealth and Wage Expectations 

 
Age groups N M SD F p 

Personal income  18 – 31 99 561.12 483.05 5.836 .001 

 
32 – 43 92 756.67 465.29 

  
 

44 – 58 99 778.71 456.88 
  

 
58 and more 91 613.24 301.76 

  
Wealth 18 – 31 99     0.61 1.46 8.387 < .001 

 
32 – 43 92   –0.09 1.59   

 
44 – 58 99     0.42 1.55   

 
58 and more 91     1.02 1.48   

Reservation wage 18 – 31 99 1,125.24 747.21 6.276 .000 

 
32 – 43 92 1,401.78 1,117.17 

  
 

44 – 58 99 1,382.74 704.54 
  

 
58 and more 91 1,965.45 2,330.45 

  
Expected wage level 18 – 31 99 1,420.60 1,394.12 3.721 .012 

 
32 – 43 92 1,546.30 778.30 

  
 

44 – 58 99 1,873.05 2,033.59 
  

 
58 and more 91 2,145.05 2,028.30 

  
Masculinity 18 – 31 99 4.42 1.17 2.102 .100 

 
32 – 43 92 4.56 1.13   

 
44 – 58 99 4.72 1.12   

 
58 and more 91 4.79 1.05   

Femininity 18 – 31 99 5.31 1.00 1.036 .377 

 
32 – 43 92 5.52 0.94   

 
44 – 58 99 5.52 0.99   

 
58 and more 91 5.46 0.92   

Source: Authors. 

 
 
4.  Discussion 
 
 The aim of the present study was to examine whether gender differences in 
wage expectations provide a meaningful explanation of gender wage gap in the 
Slovak labour market. Additionally, we investigated potential antecedents of 
wage expectations, including financial situation, family status and personality 
traits stereotypically linked with masculinity. Contrary to our hypothesis (H1), 
the study shows that – even after controlling for marital status and family size as 
well as masculinity and personal income – men and women express similar wage 
expectations, both in terms of reservation wage and expected wage level after 
probation period. In line with the Open Science Collaboration, we believe that not 
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confirming a hypothesis brings equally significant information for the research 
and practice as confirming it. In our view, null results are a step in the direction 
of scientific discovery and better understanding of particularly complex social 
phenomena. Gender differences are among them. In this view, which we share, 
failing to confirm an established assumption is no failure at all. On the contrary, it 
suggests that either social phenomenon in question (wage expectations in the pre-
sent study) evolves or that previous studies reflect both publication and confirma-
tion biases favouring significant results in line with commonly accepted views. 
 The study established that an individual’s financial situation as well as mas-
culinity are among strong correlates of wage expectations. Specifically, after 
controlling for age, personal income and masculinity were positively related to 
reservation wage but not to the expected wage level after probation, partially 
confirming our hypotheses (H2, H3). Moreover, masculinity was associated with 
higher personal income and wealth. This indicates that more masculine individuals 
not only have greater wage expectations but also actually earn and accumulate 
more. Interestingly, after controlling for personal income and masculinity, still 
there was no effect of biological sex on reservation wage. The relation, however, 
is correlational and the present study cannot answer the question whether higher 
earnings increase individuals’ sense of masculinity or rather more masculine 
individuals seek jobs in sectors offering greater rewards.  
 To investigate predictors of wage expectations more thoroughly, we con-
structed a hierarchical regression model including all investigated factors. The 
analysis shows that, in the complex model, only personal income and masculinity 
remains a reliable predictors of reservation wage. The effect of age was exami-
ned separately in additional analyses. The study revealed that despite the unequal 
distribution of income and wealth across age groups, with increasing age wage 
expectations increased. Interestingly, the oldest group of participants earned 
more only than the youngest group – possibly due to some of them being already 
pensioners – yet still expressed the greatest wage expectations indicating diver-
gence between age and income impact on wage expectations. Although our analy-
sis does not provide a direct answer to this puzzling effect, the data clearly 
shows that the oldest participants were also those who accumulated most wealth. 
If reservation wage is to be understood as an opportunity cost of paid employ-
ment (Bloemen and Stancanelli, 2001), wealthier people, regardless of current 
income, may price their work higher. In other words, they may expect consider-
ably higher compensations for giving up leisure.  
 Another limitation worth mentioning here is the fact that we did not control 
for years of professional experience. Although it seems reasonable to assume 
that experience increases with age and, consequently, to expect older participants 
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to have more professional experience, our data do not allow to analyse this rela-
tion directly. Nevertheless, we observe that an individual’s age explains the 
greatest share of variation in wage expectations – both in terms of reservation 
wage and expected wage level. An open question, to be investigated by future 
research, is what role in this relation is played by professional experience the 
individual may have. 
 Our results also suggest that previous findings concerning women’s lower 
wage expectations, which use self-reports, may indeed be biased in terms of the 
differences in jobs imagined by men and women when responding to the survey 
questions. It is speculated that the differences are caused by different jobs men 
and women think about when stating their wage expectations. The current design 
allowed to delve deeper into this speculation. When asked to state expectations 
concerning a specific type of a job – a regional manager in a winery – both men 
and women expressed similar reservation wages and expected similar wage level 
after probation and the result holds in a sample of the population.  
 The sample selection was driven by mixed results of research focusing on 
specific samples. For instance, Lips and Lawson (2009) showed that male and 
female undergraduates expected similar starting wages. On the other hand, better 
educated women—including those with proper background to perform managerial 
roles – reported significantly lower reservation wages than similarly educated men 
(Brown, Roberts and Taylor, 2011; Brown and Taylor, 2011). Consequently, 
a single study with a specific sample would not provide a definite answer to the 
question concerning gender differences in wage expectations. Therefore, we 
have decided to focus on a parsimonious design that could provide most mean-
ingful answers disentangling from sample-job description confounding effects. 
Interestingly, the present study shows that wage expectations of both men and 
women exceeded offers for the post of a regional manager in a winery made by 
HR managers for best male candidates by about 16 – 19 percent (wage increase 
and starting wage, respectively) (Adamus and Ballová Mikušková, n.d.). Women’s 
wage expectations turned out to be more inflated: they expected 33 – 38 percent 
more than HR managers would be willing to offer to best female candidates.  
 The results provide a warning signal for employers and HR managers and 
indicate that it is time to acknowledge that women, too, may have great wage 
expectations. As Arrazola and de Hevia (2016) noted, even if wage expectations 
do not explain gender wage gap, together with actual market offers wage expec-
tations can provide valuable information about why women may be crowded out 
from the labour market. If their expectations are equally high as those of men but 
market offers as well as actual wages they receive are significantly lower, at least 
some women may decide to abandon their professional aspirations and withdraw 
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from the labour market permanently, decreasing the pool of available talents and 
human capital (Brown, Roberts and Taylor, 2011). Also, in accordance with the 
fair wage-effort hypothesis (Akerlof and Yellen, 1990), employees put less effort 
in a job and feel more disengaged when they perceive their compensation as 
unfair or unsatisfactory. If wage expectations of women tend to match those of 
men – but women continue to receive lower wage offers – female workers are 
likely to become less satisfied with their jobs. Additionally, if their wage expec-
tations increase with age but their wages rise slower, they may become more 
disappointed, too, making it more difficult to meet the ambitious 75 percent target 
set for women employment by the Europe 2020 strategy, which has yet to be 
reached in Slovakia. 
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A p p e n d i x  A 
 

Bem’s Sex Role Inventory (Bem, 1974) – Description and Procedure 
 
 Bem’s Sex Role Inventory (BSRI, Bem, 1974) reflects a trait approach to 
gender-role orientation that posits masculinity and femininity are closely related 
to the individual’s instrumental and expressive traits. Originally, the question-
naire comprised 60 items believed to be characteristic of either men or women. 
The scores (masculinity and femininity) are formed by arithmetic means of items 
composing relevant subscales. Studies have shown that the two subscales in the 
two instruments are weakly correlated, indicating that masculinity and femininity 
are two independent dimensions. In other words, an individual can score high (or 
low) on either of the two subscales or both of them. Based on results regarding 
instrument reliability reported by Fernández and Coello (2010), we decided to 
apply the short versions of the questionnaire (12-item) which is now considered 
standard and contains 6 items for each of the subscales. 
 
Instructions 
 
 Rate yourself on each item, on a scale from 1 (never or almost never true) 
to 7 (almost always true). 
 
Items in the Order of Presentation 

Item 

1 Defends own beliefs 
2 Affectionate* 
3 Has strong personality 
4 Sympathetic 
5 Has leadership abilities 
6 Sensitive to needs of others 
7 Makes decisions easily 
8 Dominant 
9 Warm 
10 Tender 
11 Acts as a leader 
12 Gentle 

Note: * Items in italics form the femininity subscale. 

Source: Bem (1974); translation by the authors. 
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A p p e n d i x  B 
 

 We examined the effect of sex when combining with partnership and parent-
hood (8 groups: single childless men/women, single men/women with children, 
men/women with children living in partnership, childless men/women living in 
partnership) not only in wage expectations and masculinity but also in personal 
income, wealth and femininity. There were statistically significant differences 
between group means as determined by one-way ANOVA in: 

• personal income (F(7,379) = 3.743, p = .001; men with children living in 
partnership earned a third more than single childless participants, single women 
with children and childless women living in partnership),  

• wealth (F(7,373) = 5.745, p < .001; women with children living in partner-
ship had less wealth than childless participants), and  

• femininity (F(7,373) = 4.153, p < .001; men with children living in partner-
ship had lower femininity than women, except single mothers – there was no 
difference). 
 We found no statistically significant differences in reservation wage nor ex-
pected wage increase after probation period. Post-hoc test are in figures B1 – B3. 
 
F i g u r e  B1  

Differences in Personal Income (ANOVA – Post Hoc Tests) 

 
Source: Authors. 
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F i g u r e  B2  

Differences in Wealth (ANOVA – Post Hoc Tests) 

 
Source: Authors. 

 
F i g u r e  B3  

Differences in Femininity (ANOVA – Post Hoc Tests) 

 
Source: Authors. 
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A p p e n d i x  C 
 

F i g u r e  C1  

Differences in Personal Income (ANOVA – Post Hoc Tests) 

Source: Authors. 

 
F i g u r e  C2  

Differences in Wealth (ANOVA – Post Hoc Tests) 

 
Source: Authors. 
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F i g u r e  C3  

Differences in Reservation Wage (ANOVA – Post Hoc Tests) 

 
Source: Authors. 

 
F i g u r e  C4  

Differences in Expected Wage Level (ANOVA – Post Hoc Tests) 

 
Source: Authors. 

 


