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Key questions:
1 • What are the main trends that influence women's human rights in the workplace in your national context and their impact:

1( on the types and amount of work available to women, as well as on the quality and conditions of work (including access to social protection and equal pay)?

1.When we talk about women and work, we unfortunately need to highlight a structural gap in employment and pay compared to men, which becomes more marked in the South.

The latest data from the National Statistical Office (ISTAT), referring to the second quarter of 2019, show, in quantitative terms, a female employment rate lower by 17.5 percentage points compared to that of men (50.7% female compared to 68 , 2% male). This difference, which becomes much higher in the South where 33.9% of working women are compared to 57% of men.

In these data there is unfortunately a sore that characterizes the female universe more than the male one: underemployment with involuntary part-time. On a national basin of around 2.9 million employed with involuntary part-time, women represent about 70%.
From these data, a higher unemployment rate for women also emerges in terms of long-term unemployment (over 12 months) equal to 6.1%, compared to 5.1% of men.

And yet, another worrying indicator is the high number of inactive women, where to make the difference compared to men is above all the inactivity due to discouragement (813 thousand women compared to 564 thousand men) and the family reasons connected to care needs of the family (2.8 million women compared to 138 thousand men).

As regards instead the qualitative data on the type of employment, professional classification and remuneration of women, photography is more critical, since women, although present in all sectors of activity, are more included in the profiles of lower qualification such as that of female workers and employees, although the greatest gap with respect to men is found in the most top positions of companies such as those of managers and executives (in the latter, the ratio of women to men is 1 to 5).

The difference in pay for men and women, known as the "Gender pay gap", derives from various factors, including work discontinuity and high use of part-time work.
At the national level, the latest INPS data available show a national average salary difference of around 600 euros per month. And although the supranational and national legislation, refer to the principle of equal gender pay and the principle of non-discrimination, the reality is unfortunately still far from gender equality in the workplace.

A special case is represented by the numerically significant presence of women in important sectors such as education and education, without prejudice to the fact that - although in very different percentages - women permeate all types of work, including those of high qualification. The presence of women marks with a strong gender specificity the relational approach in the various activities, providing an effective point of view and from another angle, so as to often solve even complex problems with innovative solutions.

Low employment levels, in particular in the South, rigidity in work organization and low quality, work discontinuity, old and new barriers in the entrepreneurial field and inadequate welfare remain the main factors that hinder the presence and rights of women in the world of work . Women are often given less qualified types of work, determining what we call both horizontal and vertical job segregation, which unfortunately still exists today. While living in a period in which the female employment rate is the highest in Italian history, its level still remains low compared to the European average and the Europe 2020 objectives.
Moreover, in Italy there is a lot of work done by women that is not recognized and, therefore, remunerated; think for example of family care activities. There is also the question of time: by adding paid and unpaid jobs, we realize that women have much less free time than men, unlike in Norway where the parties have the same amount of time.

2( for women's safety (including violence and sexual harassment) at work?

2. The approval of the ILO convention of last June has accelerated the reflection on the need to face and solve the problems, also because the harassment and violence remain a problem with a strong cultural matrix.

In Italy there have been important agreements between trade unions and employer counterparts, such as the one between CGIL CISL UIL and Confindustria of January 2016 (which implemented the ETUC agreement).
It declares any harassment or violence in the workplace unacceptable, reinforces the safeguards and cooperation for mutual respect and equality, supports are provided for access to both technical and psychological and legal structures, with adequate training of staff all aimed at increasing awareness of a more widespread phenomenon than is believed. The agreement provides for the adoption of appropriate measures that can go as far as dismissal for the offender. The employer remains responsible for preventing and verifying the effectiveness of the measures contained in the agreement.

In addition to laws, a fundamental role is played by national collective agreements and supplementary contracts, including corporate ones, which are often a real added value.
For the safety of women in the world of work, a great deal is being done above all in the trade unions sphere, through the demand for norms that look to the subject in an increasingly gender-based perspective, taking advantage of the differences in impact that the same rules have both on workers and on workers. 
Compared to the more specific issue of violence and sexual harassment in the workplace, in addition to raising awareness and promoting awareness of the phenomenon in public opinion and between workers and workers, much work is being done to bring out this still completely hidden phenomenon. 
Furthermore, the union is giving life to numerous services (listening and guidance desks) to concretely help women workers who turn to their offices, becoming more and more credible reference points for those who want to definitively free themselves from violence by stimulating and empowering even the companies that have every interest in building a healthy work environment, of fair relationships and therefore more productive. 
The trade unions have recently contributed, through a work of stimulation and promotion, in adherence to the campaign promoted by the Ituc, to the approval of the Convention 194 and the related regulation of the ILO to say Stop the gender violence at work.
3( on women's rights to organize and claim rights?

3.With regard to women's rights to organize and claim their rights, there is no lack of the realities of civil society, starting with the trade unions, which promote and require substantial changes on this front, including through concrete and sustainable proposals as well as the various platforms that they demand respect for women's rights as fundamental human rights. It is not always easy to move from claiming to concrete results; this obviously requires time and graduality.

A fundamental role on the subject of rights and protections is inevitably covered by collective bargaining, including supplementary bargaining, where the construction of a welfare system aimed at a better life-work balance can be the prerequisite for improving the rights of working women.
4 • What are the promising practices emerging from your country to guarantee the fulfillment of women's rights to work and women's rights in the workplace, in the context of technological and demographic change, as well as of continuous globalization and the transition to sustainability? (laws; economic policies, labor market and social policies; programs).
4.The strong and incessant technological push in work and in its organization, needs to be accompanied by targeted policies to avoid the risk of technological unemployment.

To avert this phenomenon, it is necessary to adapt the skills and professionalism that in some cases are too obsolete with respect to technological changes by investing in continuous training supported by inter-professional funds. To further develop the good practice of access to training, can be a tool for opportunities of access to the world of work and professional growth especially for women.

There are several practices and actions implemented in recent years to relaunch female employment in Italy, although at present there has been some setbacks, to prevent and combat gender-based violence, to promote equal opportunities of access to the labor market, also in light of the changes taking place from a technological point of view, and the preservation of the workplace in particular after maternity. 
Suffice it to mention the Budget Law for 2018 which had, for example, provided for specific resources to favor conciliation measures within labor contracts with excellent results and good participation of employers. Or ad hoc incentives to encourage the recruitment of women victims of violence within social cooperatives, paid leave to victims of violence who enter certified paths of social and labor reintegration, extended with the 2019 Budget Law also to the domestic sector first excluded. Incentives also to allow women to get closer to technological work. 
Furthermore, it must be said that the national plan against men's violence against women should soon enter its operational phase. 
Another good practice has been the increase in days of compulsory paid leave for fathers in private sectors, for the purpose of greater sharing of parental care responsibilities, which nowadays lies mainly on the shoulders of women.
Specific questions

Technology

5 • How does technological change affect women's work experiences in your national context? (eg increase access to ICT, robotics, machine learning, automation)
5. The technological transformation taking place in the world of work requires the creation of new professional figures capable of managing this transformation. For women it can be a great opportunity to be protagonists of change and give new impetus to female employment to bring it at least to the level of European colleagues.

It must be said that, at least in Italy, there is always a greater participation of the male universe in study paths oriented to scientific and technological subjects also as a consequence of cultural stereotypes. From this it follows that in the most technological sectors the presence of men is strongly marked.

So, meanwhile, there would be a need for a cultural change with a greater female presence in these scholastic paths, overcoming prejudices and ideological barriers.

It must be taken into account that women, although present to a lesser extent than men, obtain better results in the study of science and technology subjects.
6( What are some of the good practices to help women equally benefit from technological advances? (laws, economic and social policies, institutional measures, regulation, employers' actions)

6. Discussions and moments of awareness are important from this point of view to help women get closer to science and technology. But the only concrete initiatives to date on this side remain courses funded by the Ministry of Education to familiarize precisely with the so-called "STEM" subjects. It is therefore necessary to expand this experience to ensure a more widespread distribution throughout the national territory.

Other measures could be, and are being studied, forms of incentive for women who continue their university studies in STEM (for example through the exemption from taxes and scholarships).
Economy "Gig" and "On Demand"

7 • How does the rise of more flexible forms of work, including the economy called "gig economy" and "on demand", influence women's work experiences in your national context?
7. The most recent flexible forms of work, such as the Gig Economy that is expressed in different types of jobs managed through digital platforms, are not currently regulated.
The absence of protections and rights of a large part of the workers who lend their activity through an organization of work established by an algorithm, essentially derives from the uncertainty of their employment status since to date it is not yet clear whether they are subordinate or autonomous. Collective bargaining is taking its first steps towards these new ways of organizing work, trying to extend to these workers rights and protections typical of subordinate work.

There is also the difficulty in quantifying this new phenomenon in terms of workers involved, although the proliferation of digital platforms and on-call jobs leads us to think that this is a growing number of workers.

It is therefore still difficult, to date, to know how much the employment of women affects, although certainly present.

These are types of work that must necessarily be regulated, both by evaluating a perimeter of rights that must be recognized to all workers (decent compensation, health and safety, training, the right to rest as a mere example) regardless of the legal nature of the relationship of work both strengthening the role of collective bargaining, otherwise they are configured as "bad flexibility" that act to take advantage of the critical employment situation for the sole purpose of maximum gain.
8( What are the implications for job security due to greater flexibility and care responsibilities for women, as well as harassment and violence?

( Which groups of women are more likely to be affected by this type of work?

8. These forms of work obviously contain less protection and therefore have a lower level of safety at work, configuring themselves in a less protected context, also as regards harassment and forms of violence, also psychological. 
If we talk about personal services, for example, women who are most affected by this type of work are immigrants who often work without time limits and without the right to rest and their own life time.
9( What are some of the good practices to guarantee access to social protection for women in informal work and "on request"? (laws, economic and social policies, institutional measures, regulation, employers' actions)
9. To date, in informal work, especially in on-call work, there are no laws that guarantee the protection of traditional work, but, as we have seen, stringent and super-controlled working conditions as if workers were robots. 
The union recently became the spokesman of some claims by these workers and has undertaken some actions to raise awareness and urge institutions and employers to reason together to recognize more acceptable working conditions and to define the status of this category of workers , coming, for example, to sign the cd contract riders in May 2019 contained in the collective logistics contract. Development in this direction is hoped for.
10( What are the good practices for the collective organization of women in the context of more flexible forms of work?

10. Being a particular moment of transformation of working methods, within the gig economy, outside of Collective Bargaining, it has not yet arrived at a regulation that guarantees all workers and workers the right protections. This is why, to date, it is not possible to identify specific good practices on work organization that can support women in the context of more flexible forms of work.

Demographic change
11 • How does demographic change in your national context affect women's work experience?

11. The demographic change / decline underway for years in Italy (1.35 children per woman) has a negative impact on women's work experience. The increase in life expectancy is drawing an increasingly elderly population that obviously needs assistance and care, a burden that falls entirely on women in our country, forced in most cases to give up work. The same is true in the case of a desire for motherhood; here too the woman is faced with the difficult crossroads between child and work.
12( What are the implications of the aging of the population and the "youthful burden"?

12. One of the main reasons is that a small number of active people, and therefore young people, will have to guarantee and sustain current levels of growth and social protection systems. A burden that is already difficult to sustain today and that if adequate and sustainable solutions are not found, it risks growing too large.

13( What economic and social policies are needed to ensure that growth in the care and care sector creates decent work opportunities for women? What are some promising emerging practices? (laws, economic and social policies, institutional measures, regulation, employers' actions).

13. The greater qualification of the professional figures in the health sector, as has already been happening for years in our universities, can certainly guarantee a more dignified and satisfying job for women at different levels. 
Equally, we need economic policies that do not mortify the national health system, such as so-called "linear" cuts, but look at the health of citizens as an investment and not at a cost. The cuts certainly do not even help the dignity of those who work with commitment and dedication in the system.

Compared to the Italian context, there are still no organic measures that are able to overcome the problems caused by the long-term decline in births. Therefore, there are sporadic measures (baby sitting vouchers, baby bonuses, etc.) that due to their limited action over time are not able to reverse the current trend. Motherhood is experienced as a cost, a weight, and not as a social value and, therefore, an investment, with considerable consequences, as we have seen above, on job and generational turnover.
Transition to sustainability
15 • What measures are needed to ensure that women equally benefit from the transition to sustainability in their national context? What are some promising practices to ensure that green jobs do not replicate existing gender disparities in other sectors (eg professional segregation, gender pay gap)?
15. The "green transformation" of the economy can represent a great opportunity for the revival of female employment. To succeed in doing this, however, it is necessary to overcome the ancient prejudice according to which there are sectors and jobs that are more suitable for women. We know that the world of energy and environmental protection is, to date, a male-dominated sector. It is therefore necessary to invest in the absorption of female professionalism in the Green Economy sector. And it is clear that the overcoming of these structural elements cannot take place following the logic of automatism but through an effort that will have to see institutions, companies and trade unions in the front line.

Above all, it is a matter of developing a strong cultural action to transform the perception of the sector and strengthen women's access through the affirmation of a logic of equal opportunities. Several studies show that women are generally more inclined to issues such as environmental sensitivity and energy saving and, therefore, potentially interested in pursuing a career in the sector. For this reason, the training offer must also include measures to encourage female participation in specific courses of study, also using the pink quota instrument. This means activating, first of all, the tools that can give substance to these objectives, starting from those of a contractual nature.
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