INTRODUCTION

According to a survey carried out by the society Od&M and Corriere della Sera, get in August 2001, “in Italy wage equality is an illusion”: women earn 37% less than men.

This datum surprises the most of the public opinion, but at the same time perplexes even the Trade Unions, the politicians and the entrepreneurs who are convinced that the abolition of salary gaps in the Sixties, and the Trade Union policy on equal pay in the Seventies and Eighties, caused the equality between men and women.

It is not the way it is! Equal pay is still not realized and it is the most evident factor among women discriminations in the west civilized world. Moreover it is possible (but there are not sufficient data to prove it) that the situation has taken a turn for the worse since the Eighties, and it could be less favourable if we include the hidden economy.

Since 1991 Law 125 - in the article 9 which obliges private firms to give a report also to the Trade Unions, every two years, about the male and female personnel situation – has been giving us the possibility of seeing salary gaps between men and women.

Women have certainly fewer opportunities to go far and several are the reason for this fact: on the one hand the type of services women an offer, often conditioned by discontinuity in the attendance at work, difficulty in lengthening working after hours, and in moving around; on the other hand the causes of inequality can depend on the policies of the company and on the people who run them.

When a company makes a selection finalized to the assignment of duties, and to the training investment they usually take into consideration the aptitudes , the behaviour and the competence of a subject but the amount of time the subject has devoted to the company as the most important and influential element for the rise in rank.

It is true that women in Europe work 250 hours less per year than men, they do less overtime or they often do part-time jobs, but we should wonder how most women spend their “free time”. Certainly not taking care of themselves or of the quality of their lives. The running of the house and care of the family are mostly entirely on the women’s shoulders, which obviously penalizes women twice: on the one hand this load of responsibility is never recognized in spite of its contribution to the world economy, and obliges women to reduce their working hours at the expense of their careers.

Salary gaps in Italy

As the work of the National Women Coordinating of FISAC CGIL says, Italian women earn 25% less than men and in the last years the situation is improved because in 1995 female salaries were the 28% less than male ones.

In our country the first research about salary gaps has been realized for the first time, on March 2001, by the National Committee for Equal Opportunity of the Welfare Ministry together with the research Centre Iter. This is haw things stand.

Presence of women among the incomes receivers is increased: from 39% to 44% between 1982 and 1994. But at the same time female incomes were becoming less than male ones: in 1982 they were 30% lower while in 1994 they were 37%. Categories which increase this kind of gap are the pensioners (female pension are 60% less than male pensions) and professionals, among whom men earn almost twice than women. So, incomes gaps are more than salaries gaps.

As for the salary, women earn less than men also with the same degree and qualification, and this disadvantage grows going on either with the age or the career. Moreover the specific qualities and professional skills of women are not evaluated in contracts: good knowledge of foreign languages or the ability to establish relationships, which are typical of women, are seldom appreciated, professionally recognized and financially rewarded.

Very often the same type of job is remunerated in different ways which are disadvantages for women, and it is due above all to a different standard of evaluation and to a different definition of tasks and qualifications (horizontal discrimination); moreover it is very difficult for women to run into in reaching the highest ranks (vertical discrimination).

As the research says, such discrimination is caused by a series of factors:

· In many countries the social services concerning the care of children or old family members are not adequate to the needs of a labour market which should be more and more accessible to women.

· The duties mainly performed by women, as those ones in the public administration, or in the trade sector, are the worst remunerated.

· The sectors in which men predominate are characterized by benefits, bonuses and financial incentives.

What does the disparity in wages depend on?


What does the disparity in wages depend on?

According to a research carried out by M.L. Biadene from GENDER, one of the main elements which contribute to fix the real entity of wages is, first of all, the level of assignation: there are still women who do the same job as men but are not assigned to the same levels.


Secondly the time really spent at work: part-time jobs, leave and extended leave, overtime, seniority affect payment. Time reductions are mainly requested by women, while very few of them do overtime. The problem, in this case, is to conciliate the time of professional work with time of life.


Another element is the type of performed duty: there are duties imply business trips, availability, the handing of money, risks, work shifts, which imply allowances and extra payment. The segregation of duties, because of which women are obliged to do traditionally feminine jobs, can be one of the causes of disparity in wages. Loretta Lenzi, for example, in the already mentioned work of CGIL, says that in Banks more and more often the position of departments head, people in charge of a small branch, transactors, are held by women. This is an evidence of the acknowledgment of women’s professional aptitudes and of the positive fruitful relation women are able to establish. Nevertheless women are usually left out of the top positions which are still held by men.


Finally, another element is represented by the system adopted to evaluate the quality of work and of professional competence. Special qualities, skills, abilities shown by women are taken for granted and become important just when they are missing.

Italian legislation on equal treatment and equal pay

In our country , between the end of the ‘800 and the beginning of the ‘900, what women  earned for their work used to be just a little bit more than half of what men used to earn: some laws were issued to protect “women and children” seen as weak and exploited people, but women hope of reducing salary gap was betraied. During the fascist period, laws established that women earned the half of what men earned. 


The Constitution of 1948 in article 37, rules equal pay and equal normative treatment for women and men. You have to ensure to a workingwoman work conditions that allow her “the execution of her essential family function”. The Constitutional innovation is represented by the fact that the peculiarity of protection concerns working woman, while the fundamental principle of sex equality is asserted.

The contents of article 37 are received by the law 903/77 that concerns “equal treatment for women and men in the field of work”. The main features and innovations of the law are:

a) No discrimination is allowed (art 1 and 3).

b) Right to equal pay for work of equal value (art 2).

c) Right to waive the pension anticipation, choosing to continue once job until the same age as men (art 4).

d) Right to paternal leave and economical treatment for father workers, when mother workers are not entitled to them (art 7).

A. Any sex discrimination, either direct or indirect, is forbidden, as for the access to work at every hierarchical professional level. The prohibition is applied also to the field of orienteering, formation, specialization and training (Article 1). As far as qualifications, tasks and career are concerned, any discrimination is forbidden as well (Article 3). 

B. A working woman is entitled to the same pay as a man for work of equal value. The systems of professional classification to determine salaries must have the same standards for women and men (Article 2).

C. Even if working women are in the conditions to get old-age pension, they can choose to continue their job until the same age as working men (Article 4).

Law 903/1977 has been insufficient to realize the aim of sex equality in the job sector. It is based only on a formal enunciation of its principles and lacks both positive actions and a sanctionative apparatus (Static Law). 

In 1991 law 125 was approved; it represents an innovative law which gives an enunciation of principle and also provides positive actions which allow a balance between family and work responsibilities.

The innovation is represented by the fact that the law 125/91 recognizes diversity as a juridical value and as a means to underline gender differences. The law has the aim of eliminating, through positive actions, those obstacles that deny the realization of equal opportunities; that does not mean to follow the male model, but to maintain the female model introducing women in the labour market with the same opportunities as men.

Positive actions have the aim of:

· Eliminating the gender gap in school and professional training, in the work access, in the career progression, etc.

· Allowing the differentiation in women professional choices.

· Fighting labour conditions which obstruct professional and financial advancement in women’s career.

· Promoting women’s introduction to activities in which they are under represented.

· Promoting, even through a different organization of working times and conditions, a better distribution of family and professional responsibilities  between women and men.

There are two kind of positive actions:

1. Positive action with compensatory effect so called because it overturns the present situation, aims at giving women a direct advantage, reducing discrimination and achieving equality of results.
2. Positive action as a programme aims at overcoming stereotypes that is a social and economic model which gives women a pre-established role.

The actors of such an action are not only working women but also men who can benefit by a better utilization of time and work and a better organization of resources.

Article 4 of this law is of particular interest since it concerns and defines discrimination.

1.“According to law 903, any action or behaviour which produces a prejudicial effect because of the gender, is considered to be a form of discrimination”

2.“Any prejudicial treatment deriving from the adoption of criteria which disadvantage the workers of both genders is a form of indirect discrimination”.

In comparison with law 903, law 125 presents new elements concerning the concept of discrimination; the law provides not only for the cases of direct discrimination with clear reference to gender, but  includes any act or employer behaviour also omissive towards women.

The promoters of positive actions are:

The National Committee, the Councillors of  Equality, the Centres for Equality and Equal Opportunities and Centres of Training. When a form of discrimination takes place the Councillor of Equality appeals to a Magistrate who passes a sentence and obliges the employer to remove the discrimination.

Article 9 concerns the Report about the personnel situation. Private and public companies with more than 100 employees have to make a report, every two years, about the male and female personnel situation for each profession, and related to the status of employment, training, professional promotion, levels and so on.

In 2000 law 53 was approved: it promotes the balance between working time and time for family and for training through:

1. the introduction of paternal leave

2. the introduction of leave for permanent training

3. the coordination of timing for a better functioning of cities

By repealing and rewriting old laws, the Law 53 recognizes parental leave to both parents, which does not overcome a total limit of 10 months, and the abstention from job because of children illnesses.

As for training, Article 5 decrees that public and private employees can ask for a period of temporary cessation of work in order to follow training courses (for a period not longer than 11 months). “Training leave” can be asked to complete compulsory school, to take a degree and to follow training activities different from those introduced by the employer. In this case the employee maintains his/her workplace but is not entitled to get his/her salary.

Article 6 provides for “permanent training” leaves to employees who want to increase their  professional skills and competence. Training can be either an independent choice of the employee or a decision of the employer. The Collective Bargaining of each category determines length of training, timing and retribution.

Article 9 introduces actions to support time flexibility, in particular provides for the allocation of contributions to those companies which apply positive actions as:

· projects that allow working parents to use flexible timing and flexible organization of work (part-time work, telework, work at home, etc.)

· training programs for the reintegration of workers after leave

· projects that allow the substitution of either the employer or the employee, who benefits leave, with another worker.

Law 328/2000 concerns “the realization of a system of interventions and social services”. An important step forward has been taken: from social intervention, as form of reparation of a suffered damage, to social intervention as a form of promotion of the welfare of people  and families.

Article 16 underlines the peculiar role of families in training and people care. Social benefits are meant to promote  relationships, joint responsibilities and solidarity between generations, as well as equal opportunities and the sharing of responsibilities between women and men, and to recognise the independence of every family member. 

Priorities will be: allocation maternity benefits, and other actions to support maternity; conciliation policies between time for work and time for care.

The law considers that the parental responsibilities and the difficulties in the conciliation between job and family condition the women’s participation to the labour market. Social policies must have general aims as, for example, actions to support the conciliation between parental responsibilities and the participation to the labour market, especially for women (integrated school services, incentives and cooperation with the firms for the adoption of flexible timing).

The law 328/2000 recognizes a “significant workload on woman”: 48% of working women work more than 60 hours per week, considering housework and job, versus 20% of working men; and recognizes that family responsibilities are the main cause of abandonment of job by women.

The realization of the project BETSY
In the first part of our project, after the first Steering Committee in Stockholm, we were active in searching and choosing the companies and Municipalities for the national network.

Our intention was to do a mapping of the participants from the North, the Centre and the South, considering the ones of medium and large size. We also carried out an analysis about Italian legislation and wage policies.

While it was much simpler to involve the University and the Municipalities, we had remarkable difficulties in involving private firms, Insurance Companies and Banks.

In this activity of research and involvement of the participants we asked Trade Unions and Chamber of Commerce for cooperation but even their action was not so useful.

There’s seemed to be a sort of indifference towards these themes and problems, and suspicion as if they felt under control. We only asked them a form of participation and cooperation to understand what are the factors that create those differences in salary between men and women, and what can we do together to carry out a positive action to solve or reduce this discrimination.

Nevertheless we were quite satisfied because of the participation of big organisations as: the University of Palermo (5.000 employees), the Municipality of Rome (25.000), the Ansaldo Energia of Genova (joint-stock Company) (2.200), Banco di Sicilia (1.000 only in Palermo), and also medium size organisations as: the Municipality of Sambuca di Sicilia (78 employees) and firms as Calatrasi s.r.l. (50), Salerno Packaging s.r.l. (40). We were waiting for a reply from Unipol Insurance, whose participation was almost certain, but we did not received any answer. This result had been due to the big work of relation and continuous contact with the actors to explain the project and the method to apply.

The first companies are big entities in which the themes of Equal Opportunity and Equal Pay have been taken into consideration in the recent years; they have carried out positive actions and wage policies.

The second ones are medium size southern organisations very dinamic and that joined the project with interest, and in some of them a Committee for Equal Pay has been created.

In the second part of the project, from the second Steering Committee in Magdeburg to the fourth Steering Committee in Barcelona, the main and most urgent intents were: 

· to define the companies of the network;

·  to collect and analyse their documents so that we could have a first simple profile of the organizations;

· to fix the days for the training course.

Because of internal problems of reorganization, Banco di Sicilia and Salerno Packaging have 

abandoned the project and they have been replaced by AMT an urban transport company in Genoa. Since then, the Companies of the network have been: 

1. Municipality of Rome (25.000 employees)

2. Ansaldo Energia S.p.A. of Genoa (2.200)

3. AMT S.p.A of Genoa (2.985) 

4. University of Palermo (5.000)

5. Municipality of Sambuca di Sicilia (78) 

6. Calatrasi s.r.l. (50). 

We decided to divide the organizations in three groups: the two companies of Genoa, the Municipality of Rome and the three organizations in Sicily.

On the 8th of July, when we met the personnel managers of Ansaldo Energia and AMT in Genoa, we planned the work we had to do and had a first presentation of the companies organization.

Ansaldo Energia is a big firm that after various years on income support, since 2000 has working at full blast: they have produced profit, they have recruited new staff - now among the factory workers, they have a percentage of women that is increasing - and they are going to do new recruitments in 2003.

Even if they are not very well acquainted about the Italian legislation on Equal Pay and Equal Opportunity and its possible applications, they have accepted with interest the idea of expanding on these themes through the use of the Method: Ansaldo is a dynamic, growing firm, open to the exterior realities.

On the contrary, the AMT reality at the beginning appeared more difficult and complex. In 80’s, for the first time, and then in 1996, they recruited women as bus drivers, but the women presence in the company is too low at any hierarchical level.

In 1999 they were members of the EQT Group, “European Transport Group for the gender policies development”.

Despite the initial doubts, the cooperation with this company has become more and more interesting and useful, thanks also to the precious work of Dr.ssa Cristina Gagino, who represents Arcidonna/La Luna in Genoa. She collected a lot of interesting data about the personnel organization and their salary levels.

Finally in the two companies we began a training course, as follows: on the first 3 days (26th, 30th of September and 1st of October) there was a description of the Project and the Method Betsy, an action of sensitization about the themes of Equal Pay, a description of the Italian legislation and the creation of the outline of a plan of action in order to determine how the organizations could work to carry out gender equality as far as equal pay is concerned. 

The first three day course was carried out by Dr.ssa Raffaela Gallini, Councillor of Equality inside the National Committee for Equal Opportunities ruled by the law 125/91, and by Dr.ssa Cristina Gagino.

The sensitization was directed to six women: a person responsible for the Sector of Training and Development and her closest assistant, and an employee of the Training Sector from Ansaldo; a person responsible for the Organisation, Recruitment and Development Sector, an employee of the Human Resources Sector and an employee of the Sector of Union Relations – the last two at the beginning of their career – from AMT. Unlike we had requested, no senior executive from the Human Resources Sector or from the Sector of Union Relation was involved . 

In spite of the initial interest, the staff of Ansaldo were not sufficiently interested in the themes of Equal Opportunities and Equal Pay, showing a passive attitude and facing the activities more as a problem than as an opportunity: they were convinced that for women the opportunity to go far depends just on her personal abilities, engagement and total availability.

In AMT the women who attended the course were particularly active and involved, even if they were not acquainted about the Italian legislation on Equal Pay: particularly the person responsible for the Organisation, Dr.ssa Milvio, showed interest in the situation of the other European firms and their wage and company policies. 

The third day was particularly involving for all the groups who took part in the filling of the Measure Card with a particular concern and verve. From the exchange of ideas and experiences it emerged that in AMT the company policies are, on the whole, positive and in favour of the development of the women competence and skills; and that in Ansaldo discrimination, both direct and indirect, between men and women is apparently absent.

After this three day course, on the last 2 days (the 17th and the 18th of October), we analyzed the Measure Card and developed a plan of action. This two day course was carried out by Dr.ssa Valeria Ajovalasit, president of Arcidonna and expert on Equal Opportunity. 
As far as the Municipality of Rome is concerned, we collected data during the month of October, even if the size of the Municipality required longer times and a slower progression. However we knew they have carried out salary and gender policies: for example the Major Relation about the state of application of gender policies inside the Municipality.

The training course in Rome, following the same plan as in Genoa, was carried out in the 16th, the 17th and the 23rd of October, but the huge size of the Municipality and the consequent difficulties in the organizations, together with a very limited cooperation between the different departments (Equal Opportunity Department and Human Resources Department) caused the participation of just a few employees and no senior executive managers. 

On the first two days Dr.ssa Gallini and Dr.ssa Chiara Ajovalasit mainly tried to spread the knowledge of the National and European legislation and, in general, of the themes of Equal Opportunities and Equal Pay: themes unknown and unconsidered excepted for one person, member of the staff of the Chairman for Equal Opportunity – Dr.ssa Isola.

Above all youngest people showed a sufficient interest even if the top level of the Municipality, in whose presence we were mostly interested, were completely absent, obviously making our action much less effective than we hoped: when we introduced the Measure Card the employees asserted not to be able to fill it since they were not informed about the Municipality policies. At this point we have tried to involve the managers and the representatives of the Union Relations in a next meeting in the final phases of the course, without success.

As for the University of Palermo, the Municipality of Sambuca di Sicilia and the Calatrasi, which had some problems in cooperating, because of their own activities, we began to collect information only at the end of the month of September, so we could carry out the 5 day training course in the month of October.

During the training course (22nd, 23rd and 24th of October) the three organisations involved showed a remarkable interest. They were:

for the Municipality of Sambuca the Mayor, a person responsible for the Sector of the Human Resources, a person responsible for the Sector of the Administration and an employee of the Union Relations;

as for the Calatrasi firm, a person responsible of the Commercial area and a person responsible for the Staff;

as for the University of Palermo the Managing Director, a person responsible for the Technical Career and three people responsible for the Staff Management.

The course followed the plan of the previous phases, dealing with the presentation of the present legislation as well as sensitization to the themes of Equal Pay.

It is interesting to point out that the men who took part in the course, who were at first convinced of an absolute lack of discrimination against women, were immediately aware of the fact that some aspects in their organisations could be considered a sign of the limited presence of women and of gender discrimination: at the University, for example, they have never appointed a woman as a Rector or as a Managing Director. 

We tried to organize a national meeting with all the organizations in the month of November, but it was impossible because of theyr businesses and full activity.

The analysis carried out shows:
· a very low presence of women in these historically typically male job fields;

· a considerable percentage of women in the high career levels, compared with the total number of women in the companies;

· a managers consciousness of the adding value of women;

· a total ignorance of the euql pay legislation and its application;

· a small awareness, even among women, of the problem of wage gap and poor female presence;

· an average good level of interest among the participants to the training course;

· a limited participation of managers in charge for internal policies;

· mistrust about the cooperation requested in our project.

 What to do

The European Community, the national government and the social forces and institutions in charge of Equal Opportunities can play a significant role in the achievement of a real equality between men and women. Various are the fields in which they can intervene to change things.


Some of the possible strategies, suggested by the research of the FISAC CGIL, are herewith pointed out:

· to create a Permanent European Observatory which can analyze changes in the labour world, and collect and diffuse data and experiences of good practices all around Europe.

· To create at European level a statistic collection of data about the gender salary gaps.

· To spot the sectors in where men are predominant and to plan training project to favour the introduction of women.

· To spot the sectors where women are predominant and choose the right measures the access of men, both from a social and a legal point of view.

· To subject all the laws to “balance of genders” to see how much they produce as far as wage equality is concerned.

· To fix strategies and instruments in the “Plans of national Action” in order to favour the access of women to the labour market and to fight against wage discriminations.

· To enforce law 125/91 on Positive Actions for realising Equal Opportunities in work sector, and law 53/2000 on “Regulations for the support to motherhood and fatherhood, for the right to be looked after and to training and for the coordination of the times of the towns”.

As for the wage bargaining the research says that the necessary strategies could be:

· To pay attention to wage policies, above all in the sectors where women are more numerous and on the increase.

· To carry out a new evaluation and classification of work, of duties and status.

· To work out the measures to obtain the funds of the Fifth European Program in order to train experts of tariff policy who could work in the Trade Union Committees.

