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the Committee of the Regions and 16 groups
of European Regions. The initiative of the DG
Regio aims to highlight the issues of local de-
velopment, in particular, there will be a debate
on the issue of "Working together for regional
growth and employment: preparing the next
generation of structural fund programmes". The
Department of Equal Opportunities will take
part in the event, through two Regions which
will present two case studies.

October - Technical seminar 
on equal opportunities
In light of the new programming, the Depart-
ment of Equal Opportunities is promoting a tech-
nical working seminar to be held in Rome at the
end of October, in order to tackle the interven-
tion priorities with regard to gender equal oppor-
tunities for 2007-2013.

November - National event dedicated to women
Under the patronage of the Department of
Equal Opportunities and of the Fondazione Ma-
risa Bellisario, from 10 to 13 November Univer-
so Donna (Women’s Universe) will be held in
Rimini. The main aim of the meeting is to crea-
te a social/cultural focal point to actively bring
together women of all ages, from youngsters to
senior managers, who wish to have a role in
and promote the emancipation of a new and
real equal opportunity: women’s ability to rise
to the great challenges and concerns created
by globalisation.

November - Textile enterprise 
in a women perspective
In the context of the project Interreg III b “La tela di
Aracne”, in wich the region of Tuscany is the pro-
motor, will be organize different free seminaries
and workshops concerning the topic ”Underta-
king the textile field in a woman perspective”,
an opportunity given to the women entre-
preneurs by UE. The first seminar will
take place in Marseille (France) in
November 2005, the second in
Granada (Spain) in March
2006. 
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August - Higher education 

Between August 31 and September 3, the
"Fourth European Conference on Gender
Equality in Higher Education" was held in Ox-
ford. The initiative, targeted to academic peo-
ple, entrepreneurs, students, and researchers,
was based on three main themes: understan-
ding gender – when and why men and women
behave differently; implementing gender equa-
lity in higher education: evaluation methods;
academic people and entrepreneurs working
together – implementing partnerships and rea-
lising together projects to promote a culture of
gender.

September - Gender perspective 
in the co-financed projects
On 16th September 2005 took place in Val
d’Aosta the seminary “Gender perspective: inte-
grating Equal Opportunities between women
and man dimension in the projects financed by
the UE. The national methodology and the re-
gional  actions system”, promoted by the colla-
boration between the Office of the regional co-
uncillor of equal opportunities  and the Presi-
dency of the Region.
During the meeting it has been debated the to-
pic in the perspective of the 2007-2013 plan-
ning.

September - Women and enterprise 
According to the project “Women in Job Crea-
tion” of the European program “Leonardo da
Vinci”, the seminary  “Tools and services to sup-
port the professional development of the wo-
men in the enterprise- experiences in compari-
son” took place on 26th September 2005 in
Ferrara. During the meeting had been presen-
ted different initiatives and approaches to sup-
port the participation of women in the entre-
preneurship system. 

October - Open Days

From 10 to 13 October Brussels hosts the Eu-
ropean week of cities and regions, known as
Open Days, and realised in cooperation with
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Dear friends of the cohesion policy,  equality between men and women constitutes one fundamental objecti-
ve of the European Union. As the Commissioner responsible for Regional Policy, I am committed to the in-
clusion of the concept of gender mainstreaming at all stages of the policy. Eliminating discrimination will

lead to gains in both employment and productivity, and will also allow a better organisation of working and private
life, which so often constrains the participation of many women in the labour market and in public life. So far, 13 di-
rectives have been drawn up and 200 rulings have been pronounced by the Court of Justice showing how, at the Eu-
ropean Institution’s level, we value this subject. Last June the European Commission designated 2007 as the Euro-
pean Year of Equal Opportunities for all, as part of a concerted effort to promote equality and non–discrimination in
the EU. With respect to Structural funds, it is evident that the core objectives of growth, competitiveness and em-
ployment can only be achieved through the fullest mobilisation and participation of all citizens. This “mainstrea-
ming” approach to equal opportunities in the Structural Funds was present in the 2002 Communication (COM
(2002) 748 final), where the Commission referred to it as “a way to ensure sustained and integrated efforts to over-
come the persistent inequalities between women and men that exist in all Member States”. They include for instan-
ce aspects linked to rates of unemployment, full and part-time work, pay and conditions of employment, access to
transport and other services, sharing of unpaid domestic and family care work. Most of the issues are already being
tackled in the current programming period of the Structural Funds, and will continue to be addressed in the future
one, as illustrated in the Community Strategic Guidelines for Cohesion policy for 2007 -2013. I strongly support, in
this context, the work done by the managing authorities of the Structural Fund programmes, who use project selec-
tion criteria to promote the integration of equal opportunities between men and women. Furthermore, a High Level
Group on gender mainstreaming has been created within the Directorate-General for Regional Policy, composed of
officials from the managing authorities of all 25 Member States, plus Romania and Bulgaria as observers. This Group
contributes to the development of tools and mechanisms to integrate the gender dimension at every stage of the re-
gional and cohesion policy process and provides opportunities for the exchange of experiences and best practices. The
promotion of gender equality in the European Union’s agenda also includes the investment in human and social ca-
pital in the knowledge society, high level training and employment in innovative sectors, female entrepreneurship,
and qualifications for women in non-traditional areas. The increased integration of women into the workforce aims
at releasing the productive potential of the EU and increase social cohesion, in line with the renewed Lisbon strategy.
Such measures are essential in a context of modern social protection systems and family-friendly working environ-
ments, allowing for the reconciliation of professional and private life and addressing weaknesses of the system, such
as occupational segregation and gender pay gaps, which are still a reality in several Member States. However, pro-
posed measures will only be effective if they are discussed and implemented at all levels. Therefore, I praise the initia-
tive of “Sud News” to contribute, with this special issue, to raise awareness on this crucial issue, and I am confident
that the decision-makers will find within its pages interesting sources of inspiration.

* Commissioner for Regional Policy

Equality between men and women, priority of the EU
by Danuta Hübner*

       



At a European level, as at national level, the issue of equal opportunities has become
increasingly important through successive stages of strategic, theoretical and me-
thodological development. The theme of equality between men and women is, today,

a fundamental democratic principle enshrined in the Amsterdam Treaty and the introduction
of elements of equal opportunities between men and women in all public policies is not just
an option which is ethically preferable, but is an obligation. 
Moreover, the achievement of equality at work and in careers is increasingly not just a mo-
ral requirement, an imperative of our civil conscience, but also, and above all, a social and
economic necessity. Nowadays the world of women constitutes the greatest reservoir of hu-
man resources for a labour market which needs ever more quality, innovation and creativity
in order to be able to face  competition in the global market; particular female qualities to
which women can add their natural morality and the fact that they are outperforming men,
quantitatively and qualitatively at all levels of higher education, including in the technical
disciplines, which until recently were an exclusively male preserve. Any contribution which
helps to identify and overcome obstacles to access to work and forms of discrimination is,
thus, a precious contribution towards the economic, social and civil development of our Co-
untry. 
It is within this framework that the Ministry that I represent has endeavoured to orientate
the policies and the activities carried out both in general and at European Union program-
ming level. 
The results obtained have been numerous and substantial, even though real equal opportuni-
ties between men and women in every day life are still undermined by the fact that in prac-
tice men and women do not fully enjoy the same rights. The under-representation of women
that persists in many different sectors, from the labour market to the social and political
spheres, reveals structural gender inequalities that are still present in our Country. 
That is why Italy’s commitment to European values has been firm and consistent. First of all
the concept of gender mainstreaming, that is, the integration of equal opportunities in the
creation, implementation and evaluation stages of all policies, thus enabling the gender per-
spective to become the norm and not the exception; along with the dual approach, which has
allowed policies specifically aimed at problems deriving from gender inequality to be imple-
mented through positive actions targeting women. 
Indubitably, developing such strategies requires time, but this programming period has been
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European union policies and equal opportunities
for women and men: results and challenges
by Stefania Prestigiacomo*
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EDITORIAL

particularly crucial for the evolution of gender policies and approaches, also because of the
many obstacles to their implementation that have been eliminated. It has in fact been cha-
racterised by numerous possibilities both in the programming and implementation of policies
capable of promoting equal opportunities between men and women, thanks also to the impe-
tus provided by Structural Funds and the emphasis, agreed upon at European and at natio-
nal level, to focus on good governance, in which the decentralisation of policies and the con-
cept of subsidiarity take on an increasingly important role.   
However, these practices must still become institutionalised, also through procedural and ad-
ministrative regulations. Despite an undeniable evolution, various obstacles still remain in
the creation and programming of policies, as well as in their actual implementation. 

There are still great difficulties in this becoming an
important issue: the passage from a simple analyti-
cal approach of the “female condition” to a more
complex incorporation of the “gender perspective”
into all aspects and policies, entails moving from a
specific and definite subject matter to a different
type of approach in relation to programmes and po-
licies in which gender aspects represent an essential
element. The permanent difficulties in program-
ming, outside of specific Axes and Measures aimed
at improving female employment, are in fact, a con-
crete sign of scarce dissemination of the issue toge-
ther with the persistent difficulties in programming
actions or policies aimed at systems rather than at
individual and specific beneficiaries. 
In order to programme with a gender dimension,
and to use the specific evaluation methods and tools

(in the first place ex-ante potential impact evaluation from a gender perspective), requires a
greater awareness and ability within the administrative culture, as well as a specific politi-
cal stance. The general feeling towards gender is, unfortunately, still one of scepticism in re-
lation to the true effectiveness and importance of the incorporation of a gender perspective
into public policies; those who work on these issues often have a feeling of marginalisation
or, at worst, of imposing “something that must be done”.
Therefore, the challenge in the future is to continue on the course embarked upon in such a
way that gender mainstreaming strategies can be further developed, understood and suppor-
ted. 
This special issue of Sudnews dedicated to equal opportunities between men and women is
part of a policy of dissemination and awareness-raising which aims to increase and support

“ The general feeling to-
wards gender is, unfortu-
nately, still one of scepti-

cism in relation to the true
effectiveness and importan-
ce of the incorporation of a

gender perspective into 
public policies”
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a gender culture.
This edition opens with a brief legislative history of equal opportunities in Italy, with a view
to highlighting how our commitment to these issues come from afar and how important ob-
jectives have been achieved in a Country, Italy, which is marked by deep contradictions and
differences between various territorial contexts. 
The section dedicated to the female condition in the labour market in the Objective 1 Regions
focuses on these differences, as well as the situation in Italy in relation to the objectives set
out, in terms of female employment, by the European Council in Lisbon in March 2000. An
analysis which, despite all that still needs to be done, shows encouraging signs of improve-
ment especially in relation to female employment and activity figures in the labour force: bet-
ween 2000 and 2004, the rate of female employment increased by 5.7%  compared to an in-
crease of 2.2% for men, while the rate of female activity increased by 4.3%  against an in-
crease of 0.9% for men. 
Having started out with the Italian context, the central part of the issue moves on to equal
opportunities and gender mainstreaming at a European level with a detailed analysis of the
norms and regulations that support these themes and programming orientation. 
The central part focuses on the possibilities provided by European Union programming
2000-2006, and in the light of this highlights what has been achieved in the “Italian case”,
both in terms of figures and in terms of approaches and strategies. For example, it must be
remembered that Italy has devised a series of technical evaluation tools (primarily the VISPO
guidelines) which have consented the Ministry and the Department of Equal Opportunities
to provide regional and provincial administrations with highly qualified tools, which have
been tested at a national level, aimed at promoting gender equal opportunities in the diffe-
rent areas and fields of intervention that characterise Objective 1 in our Country. 
As regards the importance of dissemination and awareness-raising, this issue includes the
presentation of initiatives and projects developed in the course of the current programming
period, and also the methods the Department of Equal Opportunities has used in order to
promote the incorporation of the principle of gender equal opportunities by, for example, set-
ting up local support task forces or the Equal Opportunities Network, whose characteristics
and possibilities of future development are illustrated. 
It deals with particularly interesting and topical indications and information which not only
contribute to the development of an administrative culture which takes on the gender per-
spective as something more than an accessory, but above all, with a view to the new Euro-
pean programming period 2007-2013, in which Italy should fully exploit the excellent results
obtained in facing the challenges that lay ahead

*  Minister for Equal Opportunities
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POLICIES

Constitutional principles

The Italian Constitution sanctions the principle
of “gender equality” recognising equal social
standing for both men and women before the
law and includes among the duties of the Re-
public the removal of social and economic ob-
stacles which limit citizens’ freedom and equa-
lity and which prevent the full development of
the person (art. 3). Recognising in particular,
equality between women and men in the
workplace (art.4 and 37), the moral and legal
equality of partners within marriage (art. 29)
and equality of access to public offices and
elected positions under the same conditions
(art. 51), the Constitution sets out the bases for
the development of future legislation.
The recognition of the fundamental right to
equality was followed by legislation which
established bans on discrimination and made
access to all public offices open to women. Sub-
sequently the problem of physical and econo-
mic protection of female workers was addres-
sed, underlying women’s interest in employ-
ment, which led to the passing of Law no. 860
of 1950 setting out “Regulations on the physi-
cal and economic protection of working mo-
thers”.

The 70s 

In the 70s there was a keen debate on the rela-
tionship between maternity and work. Law no.
1024/71 on the “protection of working mo-
thers”, which replaced the previous Law no.
860/1950,  sanctioned the ban on dismissing
working mothers, the inclusion of the period of

obligatory absence from work for maternity
leave, the payment of maternity compensation
for the whole period of absence from work.
Law no. 1044/71 “on the five-year plan for the
establishment of local authority nurseries with
state help”, represented the first legislative tool
aimed at moving the care and protection of the
child from the family to the community,
through a precise programme of social services
with direct support from the Regions and local
Authorities. Law no. 903 of 1977 “Equality of
treatment between men and women in em-
ployment” sanctified the passing from protec-
tive regulation, to the concept of equality of
treatment.

Indirect discrimination and positive actions

In the 80s, however, it was noticed that there
had been no solution for the forms of discrimi-
nation which were indirectly applied against
women, i.e. those situations of uniform treat-
ment which in reality produce differing effects
on the two sexes. And it was through the ac-
quisition of the concept of indirect discrimina-
tion that steps were taken not only regarding
the obligation to refrain from illegal practices, a
concept that had already been adopted with
Law 903/77, but there was also a recognition of
the need to adopt positive actions. In January
1983 the first draft law was presented to the Se-
nate, at the behest of the Ministry of Labour,
and aimed to regulate the promotion of positi-
ve actions as a tool aimed at favouring and
achieving equal opportunities and protecting
women from indirect discrimination. In the
meantime in 1984, through a specific Recom-

Gender equality : Italian steps 
in an ongoing process
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mendation of the European Union Council of
Ministers, positive actions became the EU’s
operational policy tool to promote the involve-
ment of women in all the levels and sectors of
work.
However, it was necessary to wait until 1991
for that draft law, following a slow and diffi-
cult passage, transformed into Law no. 125 of
10 April 1991 “Positive initiatives for the reali-
sation of equality between men and women in
employment”, which put into concrete terms
the concept of positive action by reiterating
and broadening the principles and aims which
other laws had introduced.  Art. 8 defined the
figure and respective spheres of activity for the
Equality Counsellor present nationally, regio-
nally and provincially, who is charged with
overseeing the condition of women on the la-
bour market. Art. 5, on the other hand, set up
the National committee for the implementa-
tion of the principles of equality of treatment
and equality of opportunity for male and fe-
male workers in order to eliminate discrimina-
tory behaviour in relation to sex or any other

obstacle which in practice limits the equality of
women in access to work and at work, as well
professional and career advancement. 
In 1992 another very important law was intro-
duced, Law no. 215/92, which adopted positi-
ve initiatives to promote and support female
entrepreneurship through periodic public
competitions open to all businesses consisting
of only or mainly women. The same law set up
the Committee for female entrepreneurship
operating at the Ministry of Productive Activi-
ties with functions to coordinate relations with
the Regions and initiatives to promote female
entrepreneurship and to monitor the initiatives
put into place.

Structures to promote equal opportunities

In 1996 in Italy the Minister for Equal Oppor-
tunities was appointed – by Prime Ministerial
Decree no. 405 of 28 October 1997 – and the De-
partment of Equal Opportunities was created
under the Prime Minister’s Office, with the
aims of directing, proposing and coordinating

The Department of Equal Opportunities

The Department of Equal Opportunities (DEO) is the support structure which operates in the
functional area relating to the promotion and coordination of equal opportunity policies and of
Government actions aimed at preventing and removing discrimination.  
The Department sees to:
• obligations regarding the acquisition and organisation of information and the promotion
and coordination of activities regarding knowledge, verification, control, training and informa-
tion in relation to equality and equal opportunities; 
• handling relations with interested local administrations and bodies that operate in Italy
and abroad; 
• adoption of the necessary initiatives to ensure Government representation in national and
international bodies.
The Department of Equal Opportunities, therefore, places attention, in all the areas where poli-
cies and initiatives are established, on the adoption of a “gender approach” in order to assess
their main differential impact for the sexes. 
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all the Government initiatives in a cross-cut-
ting and interdisciplinary sense. The Depart-
ment also houses the Commission for equal
opportunities between men and women –
consisting of twenty-five members chosen
from the most broadly representative wome-
n’s associations and movements, trade union
organisations, business associations, and fe-
male cooperatives – with the role as a consul-
tative and proposal-making body. 
With Legislative Decree no. 196 of 23 May
2000 the Network of equality Counsellors
was set up, consisting of the regional and
provincial Counsellors and the national one
(appointed by the Ministry of Welfare and
the Department of Equal Opportunities),
who has a coordinating role. The Network
sets in motion initiatives to support employ-
ment polices, to check the respect for the
principles of equality and equal opportuni-
ties, and to report on any irregularities and
take legal action against discriminatory ac-
tions in the workplace.

The reconciliation of family and working life 

The promotion of women in the employment
field brings to the fore the issue of reconciling
professional and family life. The concept ari-
ses from the need to encourage, through the
identification of the critical factors that pre-
vent women fully participating in the labour
market, policies that are better able to reduce
or even better remove these problems. The
responsibility for looking after children, the
elderly and people with special needs is in
fact a brake on women’s active involvement
in the work field. Against this background, a
decisive step was taken with the passage of
Law no. 53 of 8 March 2000 “Regulations to
support maternity and paternity and to har-

monise work, care and family schedules”,
which implemented the Directive on parental
leave (96/34/CE) by stressing the equality in
law and, therefore, the sharing of the choices
to suspend careers on the part of the father
and the mother. Law 53/2000 is among the
most innovative laws in Europe giving full
realisation of the principle of equality of
rights between the two sexes. Addressing
both women and men, the legislator thus
wished to favour a different organisation of
work and life schedules by reiterating, on the
one hand, the social worth of maternity and
paternity and by setting out, on the other, the
prerequisites for the satisfaction of the var-
ying needs which each individual may have
during the course of their life (for example
care activities for the elderly and disabled). 

The latest steps

On 8 March 2002, in order to ensure the pre-
sence of more women in public offices, art. 51
of the Constitution was changed. The change
makes it possible to adopt specific provisions
aimed at implementing equal opportunities
between men and women in their representa-
tion within institutions and, against this
background, reopens the debate on the op-
portunity to insert the mechanism of quotas
for the creation of electoral lists. 
The path of equal opportunities in Italy has,
therefore, passed from a stage of combating
discrimination and continued on to the affir-
mation of full equality in all the areas of a
person’s life (work, family, institutions), re-
gardless of gender. This journey, which is still
far from complete, offers stimuli and challen-
ges for the construction of policies and tools
that can in the near future interpret and crea-
te value from gender differences.  

       



Supplement to Issue 23,  August-September 2005

Alot of progress has been made
in the field of equal opportuni-
ties thanks to the initiatives un-

dertaken by the European Union. For
EU law too it is possible to highlight its
development, distinguishing three pe-
riods.

Pay equality for equal work

The principle of equal opportunities at
EU level was in fact initially developed
as part of the more general process of
building the single European market,
therefore initially with an economic
thrust, as the principle of wage equa-
lity between men and women at work.
In the Treaty establishing the European
Economic Community of 1957 the ne-
cessity is in fact stated (art. 119) for
each Member State to ensure the appli-
cation of the principle of wage equality
between workers of different sex in re-
lation to the same job.   

The principle of equal treatment 
and non discrimination

The second stage is characterised by
the appearance of the commitment by
the European Union in relation to
equal opportunities as part of secon-
dary EU law and in particular through
the use of directives to harmonise the
legislation of Member States. This de-
velopment was heavily influenced by
the impact of European Court of Justi-

ce sentences, which interpreted the
aforementioned art. 119 broadly, with a
view to protecting its effectiveness in
the cases brought to the Court’s judg-
ment. 
Directive 75/117/CEE was fundamen-
tal, as it expressly extended the princi-
ple of wage equality among male and
female workers with specific reference
to jobs of equal value. Subsequent EU
directives further broadened the con-
ceptual and legislative framework of
Directive 75/117/CEE. In particular,
Directive 76/207/CEE on equal treat-
ment in access to employment, trai-
ning, professional advancement and
work conditions was responsible for
the broadening of the concept of discri-
mination and the appearance of the
new idea of “indirect discrimination”.
Direct discrimination is the easiest
form to identify and is evident when a
person, owing to their sex, is treated
explicitly less favourably than another
person of the opposite sex has been or
would be treated in a similar situation;
indirect discrimination, on the other
hand, alludes to all those “insidious”
behavioural concepts, which appa-
rently are not discriminatory, but in
practice prove harmful, such as the
adoption of selection criteria that are
generally possessed by one of the two
sexes, normally men, and which are
not essential in carrying out work,
such as physical strength, appearance,
personality traits or also the require-

11

Gender equality in EU policies: 
from “equal pay” to a global approach
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ment for particular educational qualifi-
cations that are not strictly necessary to
carry out the duties envisaged. 
Directive 79/7/CEE in relation to the
implementation of the principle of
equal treatment between men and wo-
men regarding social security, further
extended the concept of equal treat-
ment to legal regimes which ensure
protection against the risks of illness,
invalidity, old age, workplace injury,
professional illness and unemploy-
ment, while Directive 86/378/CEE
and Directive 86/613/CEE of 1986 pro-
vide a further extension of the afore-
mentioned principle in relation to spe-
cific professional regimes and among
self-employed workers and also to the
protection of maternity.

The action programmes

Directive 76/207/CEE doesn’t “under-
mine the measures aimed at promoting
equality of opportunity for men and
women, in particular by putting an
end to the inequality in practice which
undermines their possibilities (…)”.
This is the aim of “positive actions”,
which are not intended just to sanctio-
ning formal bans, but above all elimi-
nating situations of serious disadvan-
tage, which arise not only from the
work situation, but also from social
and cultural aspects. Consequently, the
Recommendation of the Council
84/635/CEE sets out the need to adopt
a policy of positive action aimed at eli-
minating the inequalities in practice, to
which women are subject in their wor-
king life and to promote employment. 

In this framework, from the 80s, the
EU adopted specific action program-
mes on equal opportunities, which al-
so fostered a significant push in pro-
moting the realisation of other actions
by individual Member States. Each of
these aimed to make more concrete the
objectives that had already been identi-
fied by EU documents. In particular,
the first three action programmes fo-
cussed mainly on the correct applica-
tion of the directives issued (first, 1981-
1985), on women’s access to new tech-
nologies and the redistribution of fa-
mily duties (second, 1986-1990), on the
involvement of women in the labour
market through the creation of value
from professional training from a gen-
der viewpoint and the use of positive
actions, on the promotion of reconcilia-
tion measures and generally on impro-
ving the condition of women in society
through increasing the involvement in
decision-making processes (third Pro-
gramme, 1991-1995).

The Maastricht and Amsterdam Treaties

The limitation on the implementation
of the principle of gender equality to
the workplace alone, for a long time re-
presented a great limit to its more ex-
tensive and effective application. 
In this regard, as from 1992, it is possi-
ble to highlight a third stage in the de-
velopment of EU gender law, characte-
rised by the consolidation of social po-
licies, thanks to the Treaties of Maa-
stricht and Amsterdam. 
The Maastricht Treaty, signed in 1992,
envisages an agreement on social po-

POLICIES
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licy signed by eleven Countries, aimed
at extending the competences of the
European Union, for some sectors, in-
cluding equal treatment between men
and women. 
The Amsterdam Treaty of 1997 repre-
sented the chance to make significant
progress in enhancing the principle of
equal opportunities between women
and men. In fact it does not limit itself
to asserting parity between the sexes
(art. 2), but goes further by formalising
the commitment of the European
Union towards the integration of equal
opportunities as part of EU policies

and not only in relation to specific ac-
tions to protect female interests, thus
welcoming the principle of  mainstrea-
ming as a strategic/political priority
tool (art. 3). 
In relation to equal treatment at work,
the treaty reformulates art. 118,
through the promotion of  equal op-
portunities on the labour market, and
art. 119 which was rewritten (now art.
141), by definitively introducing the
principle of same pay for the same job
or for a job of equal value and finally
by sanctioning the possibility for
Member States to adopt in the employ-

The  gender mainstreaming - The term gender suggests a systematic integration of at-
tention to situations, priorities and needs of women and men in all policies. This strat-
egy, therefore, requires that in planning, implementing, monitoring and assessing ini-
tiatives, their effects on the respective situations of women and men are considered, in
accordance with a prospective that can be defined as “gender based”. 
Men and women in fact have different needs, resources, situations and this diversity in-
fluences the way in which they access/use/live their different work, personal, family
and social situations. 
Although formally sanctioned in the Amsterdam Treaty, the principle was included in
the policies of the European Union as from the Communication of the Commission en-
titled “Integrating equal opportunities between women and men in the overall range of
EU policies and actions” COM (96) 67. 
The key points of the strategy of mainstreaming were subsequently adopted by the
Council in the “Resolution on the integration of equal opportunities for women and
men  in structural funds” of 2 December 1996 and made operative in the Community
Framework Strategy  2001-2005 (COM 335).
The most recent regulations at European level have stressed the need to consider the
gender dimension in the whole programming of Structural Funds, as an essential tool
for the development of equal opportunities between women and men, in accordance
with an approach which aims both at promoting specific measures to favour women and
parity between the sexes (positive actions) and adjustment of all policies in general,
through mainstreaming actions (“dual approach”).

What’s what
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ment field positive actions to provide
specific advantages in favour of the
“underrepresented sex”. The Amster-
dam Treaty also introduced art. 13,
which establishes the possibility for
the Council to adopt due measures to
combat discrimination based on sex,
race or ethnic origin, religion or perso-
nal convictions, handicap, age or se-
xual tendencies. 
It is in fact thanks to the Amsterdam
Treaty that for the first time we have
the inclusion of a general principle
which sanctions equality of opportu-
nity between men and women in all
sectors and not just in employment.
This regulation, therefore, allows the
European Union to take the appropria-
te positive action aimed at removing
the obstacles which prevent achieving
equality between the sexes in any sec-
tor.

A new generation of action programmes

The fourth (1996-2000) and fifth (2000-
2005) action programmes sanctioned
the definitive change, by introducing,
alongside the inclusion of specific
measures aimed at women, the practi-
ce of mainstreaming in accordance
with the new global and cross-cutting
approach formally sanctioned at EU le-
vel by the Amsterdam Treaty. 
The fifth action programme, aimed at
mobilising all the EU policies towards
the objective of equality, is a real Fra-
mework Strategy in relation to the in-
tervention sectors specifically identi-
fied (equality in economic life, partici-
pation and representation under equal

conditions, equality of access and the
enjoyment of civil rights, equality in ci-
vil life) and in relation to which the
programme identifies objectives, ini-
tiatives and links with general policies.

The new directives

On the basis of article 13 of the Treaty,
two directives were adopted: Directive
2000/43/CE (implemented in Italian
legislation by Legislative Decree
215/2003), which sanctions the princi-
ple of equal treatment between people
regardless of race and ethnic origin
and which ensures protection against
such discrimination in the employ-
ment sector and in working condi-
tions; and Directive 2000/78/CE of the
Council (implemented in Italian legis-
lation by Legislative Decree 216/2003),
which establishes a framework for
equal treatment in relation to employ-
ment and working conditions. The Di-
rective bans discrimination based on
religion or personal beliefs, handicap,
age, sexual orientation, by providing
antidiscrimination regulations and
measures, as well as judicial and non-
judicial remedies. 
Both the directives provide a timely
definition of indirect discrimination,
identifying it as the situation which is
consequent on an arrangement, crite-
rion or practice which is apparently
neutral, which put, or may put, people
of one sex in a disadvantageous posi-
tion in relation to the other sex, unless
that arrangement criterion or practice
is objectively justified by a legitimate
aim and the means used to achieve this
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aim are appropriate and necessary. 
The issuing of these directives made it
necessary to provide coherent defini-
tions relating to gender. 
To this end, Directive 2002/73/CE was
adopted to modify Directive
76/207/CEE in relation to the imple-
mentation of the principle of equal
treatment between men and women as
regards access to work, training and
professional promotion and working
conditions. 

This Directive, besides expressly refer-
ring to gender mainstreaming and
supplying, in keeping with the afore-
mentioned directives, the same defini-
tion of indirect discrimination also in
reference to gender, deals with sexual
harassment and equates it expressly to
sex discrimination, nor does it fail to
underline how sexual harassment ari-
ses not only in the workplace, but also
in the stage of accessing employment
and during training. 

The Beijing platform

The year 1975 was declared “International Year of Women” by the UN and the years
1975 – 1985 were declared “United Nations’ Decade for Women” on occasion of the
first “World Conference on Women” held in Mexico City.
However, a key moment in developing equal opportunity policies was the Fourth
United Nations World Conference on the condition of women in the world, which
was held in Beijing in 1995. During this meeting, the “Beijing Action Platform” was
drawn up, which defined a reference framework for policies in favour of women. The
document identifies twelve critical environments within which to undertake specific
actions: women and poverty; education and training of women; women and health;
violence against  women; women and armed conflict; women and the economy; wo-
men, power and the decision-making process; institutional mechanisms for the pro-
motion of women; human rights of women; women and the  mass-media; women and
the environment, and young women. The Beijing Conference also highlighted the
concept of gender and the need to include equality between the sexes in all the insti-
tutions, policies and actions of the members of the United Nations, by identifying as
necessary conditions to improve the position of women: increasing their presence in
managerial positions; the importance of policies considering their needs; equality of
access to education, employment and business; and an increase in the resources inve-
sted for their health.
On 14th - 16th of september 2005, there has been, in New York, the UN World Sum-
mit in which, among results on human rights, democracy and rule of law, it has been
reaffirmed the will to “cancel and punish the persistent discriminations between wo-
men and men, like disparities in matters of education and property rights, violences
against women and young women, and to end impunity in such cases”.
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The latest steps

An important contribution to progress
in gender policies also came from the
European Councils held in Lisbon and
Nice in 2000. 
The strategy defined by the Council of
Lisbon identified the promotion of
equal opportunities among the essential
goals to support and develop, identif-
ying in particular new objectives for
women cen-
tred largely on
increasing fe-
male employ-
ment. At the
European Co-
uncil of Nice
the Charter of
fundamental
rights was
adopted within
which there is
full recognition
of the principle
of non-discrimination in a broad sense
and of gender equal opportunities, in
relation to the legitimisation of positive
actions (art. 23) and recognition of the
rights linked to the protection of family
and professional life (art. 33). Under this
latter aspect the rights to protection
against dismissal for maternity, to ma-
ternity leave and to parental leave were
reiterated in particular. 
Five years on from the meeting in Li-
sbon, the Council of Europe in Brussels
(22-23 March 2005) noted that the objec-
tives set had only been reached in part
and that it was necessary to relaunch 

the Lisbon Strategy, by focussing atten-
tion on the initiatives to promote
growth and employment coherently
with the goal of sustainable develop-
ment, among which female employ-
ment is underlined. The new social
Agenda for the period 2006-2010 also is
an essential element for the European
Concil, thanks to its crucial role in deve-

loping the so-
cial dimension
of economic
growth. In par-
ticular, the
Agenda indi-
cates employ-
ment and
equal opportu-
nities and so-
cial inclusion
as the priori-
ties in order to
orient the ac-

tion of the EU towards the development
of the European social model. The Com-
mission also defined the year 2007 as
the European year for equal opportuni-
ties, so as to highlight this issues and
making visible at the same time the re-
sults achieved, and setting up the Euro-
pean gender Institute which will deal
mainly with the gathering and dissemi-
nation of information and good practi-
ce, as well as assisting the Commission
and the Member States in implementing
the EU objectives to promote equality
between men and women and their in-
tegration into EU policies.

16

To boost female employment rates,
is a part of wider economic and 

social objectives set out 
in Lisbon in 2000

     



As part of the European Employ-
ment Strategy – EES, the Euro-
pean Council of Lisbon in March

2000 invited the European Commission
and the Member States to favour all
aspects of equal opportunities in their
employment policies. The Council also
set quantative goals aimed at bringing

the employment rate of women up to
57% by 2005 and to 60% by 2010. 
The social and economic analysis of the
Italian situation in terms of equal op-
portunities must, therefore, be read to-
gether with both the intermediate and
final Lisbon goals. A first reflection is
provided by the evidence of a conti-
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Women and labour market,
still under-represented in Ob. 1 Regions

NATIONAL CONTEXT

Activity, employment and unenployment rates - men, women, total

Activity rates (1) Employment rates (2) Unemployment rates (3)
men women total men women total men women total

anno 2004
ITALY 74,5 50,6 62,5 69,7 45,3 57,5 6,4 10,5 8,0

North-West 77,0 57,8 67,5 74,4 54,3 64,4 3,4 6,1 4,5
North-East 77,8 59,1 68,5 75,8 55,7 65,9 2,5 5,7 3,9
Centre 75,6 55,1 65,2 71,9 50,2 60,9 4,9 8,7 6,5
South 70,3 38,7 54,3 61,8 30,7 46,1 11,9 20,5 15,0

anno 2003
ITALY 74,4 48,3 61,4 69,3 42,7 56,0 6,8 11,6 8,7

North-West 76,2 55,6 66,0 73,9 52,3 63,2 2,9 6,0 4,2
North-East 77,2 57,8 67,6 75,6 55,1 65,4 2,2 4,7 3,2
Centre 74,9 51,8 63,2 71,4 46,9 59,1 4,5 9,3 6,5
South 71,4 36,3 53,7 61,4 27,1 44,1 13,8 25,3 17,7

anno 2002
ITALY 74,0 47,9 61,0 68,8 42,0 55,4 7,0 12,2 9,0

North-West 75,4 54,8 65,2 73,1 51,2 62,3 3,0 6,4 4,4
North-East 76,9 57,0 67,0 75,1 54,2 64,8 2,2 4,9 3,3
Centre 74,0 50,8 62,3 70,5 46,0 58,2 4,7 9,4 6,6
South 71,4 36,8 54,0 61,2 27,0 44,0 14,1 26,4 18,3

anno 2001
ITALY 73,6 47,3 60,4 73,6 47,3 60,4 7,3 13,0 9,5

North-West 74,9 53,7 64,4 74,9 53,7 64,4 2,9 6,3 4,3
North-East 76,7 56,3 66,6 76,7 56,3 66,6 2,3 5,4 3,6
Centre 73,6 50,3 61,9 73,6 50,3 61,9 5,4 10,3 7,4
South 71,0 36,4 53,6 71,0 36,4 53,6 14,8 28,1 19,3

anno 2000
ITALY 73,6 46,3 59,9 67,5 39,6 53,5 8,1 14,5 10,6

North-West 74,6 52,7 63,7 72,0 48,4 60,3 3,4 8,0 5,3
North-East 76,4 55,3 66,0 74,5 52,1 63,4 2,4 5,9 3,8
Centre 73,6 49,1 61,3 69,1 43,4 56,1 6,1 11,6 8,3
South 71,3 35,5 53,3 59,5 24,6 42,0 16,3 30,4 21,0

Notes:
(1) The activity rates are calculated as the ratio of the work force (aged 15-64) to the population aged between 15 and 64.
(2) The employment rates are calculated as the ratio of employed workers (aged 15-64) to the population aged between 15 and 64.
(3) The unemployment rates are calculated as the ratio of the unemployed to the work force.
Source: IRS elaboration of ISTAT data on the work force.
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nuing gap in relation to both the inter-
mediate (up to 2005) and final Lisbon
goals. ISTAT in its report on the work
force in relation to the years from 2000
to 2004 showed that, despite the fall in
unemployment, the female employment
rate in Italy in 2004 (45.3%) is 11.7% be-
low the intermediate goal set for 2005
and 14.7% below the goal set for 2010.
Comparing the labour market involve-
ment of men and women, the largest gap
is found for women. 
Unfortunately, despite the progress ma-
de, Italy is still a long way from the
goals identified by the European Union,
and the road toward 2010 is clearly com-
plex.
This divide tends to widen if we consi-
der the local levels between the North
and South of the Country in terms of
employment rates (ER) and activity ra-
tes (AR). Specifically for women, the ac-
tivity rate in the South (38.7%) is 19.7%

below that of the North (the average of
the North-East and North-West is in fact
58.4%), while in relation to the female
employment rate the difference between
the North (the average of the North-East
and North-West is 54.9%) and the South
(30.7%) is 24.2%. The figures clearly
highlight that if the analysis was limited
just to the areas of the North-East,
North-West and Centre, the Italian gap
in relation to the intermediate Lisbon
goals would be reduced. It is also im-
portant to stress that the activity and
employment rates show a constantly ri-
sing trend from 2000 to the present day. 
There emerge from the analysis some
signs of improvement, especially con-
cerning female employment and activity
rates: between 2000 and 2004 the former
improved by 5.7% compared to an in-
crease of 2.2% for men, while the latter
grew by 4.3% compared to growth of
0.9% for men.

Activity rate 2000 - 2004
80 %
70 %
60 %
50 %
40 %
30 %
20 %
10 %
0

2000 2004
Anno

Italy men Italy women South Italy men South Italy women

Employment rate  2000 - 2004
80 %
70 %
60 %
50 %
40 %
30 %
20 %
10 %
0

2000 2004
Anno

   



Supplement to Issue 23,  August-September 2005

19

For the highly disadvantaged situa-
tion of the female population in Italy,
above all in the South, the imple-

mentation of equal opportunity policies
has taken on an important role in the pro-
gramming of Structural Funds for 2000-
2006.
The current programming of Structural
Funds in fact takes the dual approach as
an essential element and thus the differen-
tiation between equal opportunity policies
(direct policies) and mainstreaming poli-
cies (indirect policies) becomes very im-
portant, in line with the approach adopted
by the European Union. 
If in previous programming the initial
commitment of the Structural Funds was
concentrated on some vertical priorities
(adoption of positive actions to enable wo-
men to overcome access barriers in the use
of services, training, the labour market
and, therefore, with projects about partici-
pation and on “specific issues” which con-
cerned women), the adoption of the main-
streaming approach implies, instead, the
adoption of both vertical and horizontal
priorities (to integrate the equality objecti-
ves between the sexes in all policies and
measures).
If this approach proves functional as part
of Objective 3, by enabling the differentia-
ted highlighting of the extent of the value
added by the principle of equal opportuni-
ties and by that of mainstreaming, as part
of Objective 1 the importance of the divi-
sion between direct and indirect policies is
even shown to be of strategic value. 

The Objective 1 Community Support Fra-
mework (CSF), in fact, has the aim of crea-
ting significant economic growth in key
territories “in order to reduce the social
and economic gap in areas of the South in
a sustainable fashion, i.e. by increasing
long-term competitiveness, creating full
and free employment access conditions, as
well as protecting and leveraging environ-
mental and equal opportunity values”. 
The Objective 1 CSF privides for six broad
areas for intervention (Priorities): natural
resources, cultural resources, local deve-
lopment systems, cities, networks and ser-
vice nodes. Against this background, indi-
rect policies take on particular importance
and equal opportunities become a resour-
ce to exploit to encourage local develop-
ment of the area. Indirect policies are in-
cluded in “Policy field E”, aimed at the
promotion of female participation in the
labour market, as part of Priority III – Hu-
man Resources; this policy field benefits
form the 10% of the ESF resources of this
Priority (which are the largest share of all
ESF resources). The mainstreaming ap-
proach (indirect policies) is applied in re-
lation to other types of action, in the im-
plementation of which particular attention
must be paid to the promotion of equal
opportunities as a “cross-cutting princi-
ple” of the CSF. 
This point is reiterated both within Prio-
rity III, for initiatives targeted at human
resources, and with reference to other
Priorities, given the importance that the
Ob.1 CSF places on integrating equal op-

Programming 2000-2006,
a key to change for gender equality in Italy

CSF FOCUS
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portunities into all aspects of the develop-
ment strategy. At national level the dual
approach strategy has been promoted
through the adoption of a general metho-
dology, the VISPO Guidelines (Valutazio-
ne dell’Impatto Strategico sulle Pari Op-
portunità, 1999, Assessment of the Strate-
gic Impact on Equal Opportunities) which,
by offering support both for definition of
the Programmes and in terms of the asses-
sment approach in relation to all the stages
of EU programming, have enabled a sti-
mulus to be given to the internalisation of
the gender viewpoint and increasing effec-
tiveness of the mainstreaming principles
at all levels and in all policy fields. The ge-
neral aims of the VISPO model are:
• to identify directions and pointers in me-
thodology to enable the expansion of the
information base on the condition of wo-
men in relation to the labour market and

to the initiatives launched with EU resour-
ces to improve that condition;
• not to limit equal opportunity initiatives
to the realisation of specific measures, but
rather to highlight the aspects linked to
equal opportunities in all the stages of
programming, implementing and asses-
sing the Operational Programmes (both
through the identification of the sectors
most favourable to equal opportunities
and the range of services and policies rela-
ting to access to work and reconciling pro-
fessional and family life);
• to identify the quality standards to use in
assessing Operational Programmes, with
particular attention to the application of
the principle of gender mainstreaming;
• to define methods of equal opportuni-
ties, also through a network of local pla-
yers interested in implementing the rela-
ted policies.

20

The V ISPO Guide l ines
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The Objective 1 Community Support
Framework gives an important role
to evaluation in all the three stages

envisaged by the EU Regulations on
Structural Funds: ex ante, in itinere and
ex post. In the ex ante evaluation, the VI-
SPO Guidelines provided a specific eva-
luation system for the Regional and/or
Provincial Operational Programmes
(OP). In the intermediate evaluation sta-
ge, at the behest of the “National evalua-
tion system” (comprising the public
structures responsible for coordinating
the evaluation of the various policies co-
financed by the Structural Funds), as
part of the definition of the Guidelines
for the Evaluation of OPs, the Depart-
ment of Equal Opportunities – DEO -
provided a specific module (Gender
analysis in intermediate evaluations of
Ob.1 OPs), which sets out the main infor-
mation goals and the essential logical
steps in an intermediate evaluation from
a gender viewpoint. 
The main recipients of the guidelines ha-
ve been the Managing Authorities (MA)
for the OPs, the institutional figures inte-
rested in the issue (relevant offices, equa-
lity promoters, etc.) and the equal oppor-
tunity experts of independent evaluators.
In a subsequent stage, in order to check
how and with what results the guidelines
have been applied, the DEO conducted a
cross-cutting analysis from a gender
viewpoint of the intermediate evalua-
tions reports (IERs), also in order to pro-
vide some suggestions for the updating
of the intermediate evaluations. The
main results proved to be:

Growth of equal opportunities aware-
ness and culture 
Most IERs analysed showed a good level
of involvement by the institutional figu-
res in place to ensure the respect of equal
opportunities in EU programming (e.g.
equality promoters) or other important
institutional and social players (equality
counsellors, associations representing
women’s interests, etc.), as well as a gra-
dual and developed dissemination of the
culture of equal opportunities.

Areas of excellence and areas to improve
Some areas of excellence were recorded,
especially in cases where the analysis
was in relation to equal opportunities in
accordance with innovative and modern
methods: in some cases the IERs stressed,
for example, the level of coherence bet-
ween the indications of programming in
terms of equal opportunities, the selec-
tion criteria, the orientations provided in
the public tenders and the initiative fi-
nanced.  

Mid term review from a gender view-
point
The evaluation activities had a signifi-
cant impact on the procedures for the
mid-term review of the OPs: the specific
recommendations and operative indica-
tions formulated by the IERs were taken
on board and generally used by MAs, in
order to implement as effectively as pos-
sible equal opportunity policies and gen-
der mainstreaming. In most cases the
evaluation was carried out both through
the drawing up of a specific research

Evaluation from a gender viewpoint
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study and through a gender readout in all
the analysis fields (gender mainstreaming),
also in the parts of the Report that were not
specifically dedicated to the priority, thus
providing a significant contribution to-
wards the mid term review. 
Also other analyses of the status and me-
thods of implementing the Programmes
can contribute to improve their effective-
ness. To this end, a “qualitative monito-
ring” project is ongoing.Generally, a moni-
toring system is basically set up as an exer-
cise to systematically collect data and infor-
mation of both quantative and qualitative
nature, which are needed to construct the
indicators/varia-
bles to check the
i m p l e m e n t a t i o n
status of a Pro-
gramme and, speci-
fically, of the initia-
tives that the Pro-
gramme has intro-
duced. “Qualitative
monitoring” is an activity aimed at follo-
wing the main intervention stages (design,
programming, realisation) in order to ade-
quately describe the implementation status
in the moments where it has the most si-
gnificant impact on the beneficiary of the
initiative itself and/or with the agent im-
plementing the service. From a gender
viewpoint, qualitative monitoring has the
aim of checking how some projects have
concretely implemented equal opportuni-
ties in carrying out their activities in rela-
tion to various variables/elements that are
considered especially pertinent to gender.
The first test was carried out in relation to
three Objective 1 Regions which had shown
the most interest and analysed 20 projects

for each Region, distributed over the ROP
Measures relating to various Funds. Inclu-
ded in the analysis were Measures which,
on the basis of the VISPO method, were
considered as having a potential impact
both of the “open” type (sufficient) and of
the “set” type (good), in such a way as to
not concentrate exclusively on Measures
dedicated to the promotion of equal oppor-
tunities and female employment, financed
through the ESF. The choice of project sam-
ples was made in accordance with the state
of progress of the financial execution of the
Measures, the integration of gender into
the implementation of the Measures and

the drawing up of
public tenders, the
mark awarded to
cross-cutting priori-
ties, the size of the
budget, and atten-
tion to the criterion
of work/family re-
conciliation. The

subsequent stage involves the identifica-
tion of specific information/variables to be
recorded. Besides investigating the set ob-
jectives, the activities undertaken and the
results achieved, importance is also given
to “process” variables aimed at encoura-
ging, from a gender viewpoint, the presen-
ce/creation of networks, the implementa-
tion of joint programming procedures, the
adequacy and completeness of the design
and implementation framework, the repro-
ducibility or transferability of the projects,
and the presence of innovative elements (in
process and/or product), etc. A field study
will be undertaken, as well as the drawing
up of a summary document for information
purposes.

A monitoring analysis is ongoing
to find out the implementation of
equal opportunity policies in a 

cluster of selected project 
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The increase in the awareness and sensiti-
vity of public bodies to the principle of
gender equal opportunities, as well as the

greater knowledge arising from the structures
and tools put into place, have had a significant
impact on the mid-term review of the Ob.1 Com-
munity Support Framework (CSF) and of Ope-
rational Programmes (OP). As for the CSF, al-
though both direct policies and the general prin-
ciple of mainstreaming were already included in
the version of the CSF approved in 2000, specific
initiatives were identified only for some areas.
With a view to favouring a mid-term review mo-
re sensitive to gender mainstreaming, the DEO
provided a specific analysis of the state of the art
of what had been produced in the programming
cycle to support the application of the equality
principle as part of Ob.1 programming. This

analysis aimed at providing operative indica-
tions to support the Administrations that run
Operational Programmes in order to optimise
the mid term review stage from a gender view-
point. As for OPs, the mid-term review has ena-
bled better definition of the policies to support
equal opportunities. This review has taken ad-
vantage not only of the experience gained in the
first stage of implementation by the Managing
Authorities, but also the study and analysis un-
dertaken in 2000 – 2004, such as “gender rea-
dout”. The gender readout has confirmed the
presence of elements connected to equal oppor-
tunities in the OPs and in the related Programme
Complements, by using the VISPO method of as-
sessment, in order to monitor the ways that Ma-
naging Authorities take on board the directions
from the Department of Equal Opportunities. 

The pinker hue of the CSF after mid term review

• Cultural resources Priority – attention paid to the employment impact for women from initiatives to
support the development of SMEs in manufacturing, crafts, tourism, and dedicated to typical activities
of the area.
• Human resources Priority – presence of skills in the field of equal opportunities in employment servi-
ces; specific attention in active labour policies to the job offers for women; initiative to develop the tech-
nical and scientific skills of young girls as part of the policies for education and training; importance of
accompaniment actions to support involvement in services for teaching, training and employing disad-
vantaged women and integrated programmes aimed at victims of domestic violence and people traffic-
king.
• Local development systems Priority – integration of the initiatives already planned in order to encou-
rage the broadening of women’s access to the industrial system and to promote female entrepreneurs-
hip with initiatives to raise awareness of and use of information technology, as well as greater planning
of financial incentives to include assessment criteria on horizontal issues, such as equal opportunities;
• City Priority – increased partnership with the organisations representing women’s interests as part of
the initiatives to improve services for people; actions aimed at facilitating the reconciliation of work and
family life, such as services for children and the elderly or pilot projects regarding city life, or the testing
of innovative models and tools to support the social integration of those at higher risk of exclusion (also
through the introduction of tools such as social care vouchers).

Examples of initiatives introduced in the Ob.1 CSF following the mid term review
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In the 2000 – 2006 programming pe-
riod, the Department of Equal Op-
portunities of the Precidency of the

Council of Ministries (DEO) carries out
support activity for the various Admini-
strations involved in managing Structu-
ral Funds for the internalisation of the
principle of equal opportunities bet-
ween men and women, as also with the
broader and cross-cutting principle of
gender mainstreaming, in the various
stages of programming and implemen-
tation. The aim is to launch – for Admi-
nistrations that run Operational Pro-
grammes (OP) – a major initiative of di-
recting, orienting, identifying and trans-
ferring good practices, as well as collec-
ting and processing data and statistical
information, so as to ensure the neces-
sary homogeneity and effectiveness for
the activities undertaken at the various
programming and implementation le-
vels.
To this end, some operative projects ha-
ve been activated within the National
OP “Technical Assistance and System
Actions” for Ob. 1 Regions (Ob. 1 TASA
NOP), managed by the Ministry of Eco-
nomics and Finance, and within the
NOP “System Actions” for Ob. 3 Re-
gions (Ob. 3 NOP SA), managed by the
Ministry of Labour. Both the Program-
mes are aimed to support, not only the
management of the related CSFs, but al-
so the implementation of the respective
Regional OPs by the Regions concerned.
As part of the Ob. 1 NOP TASA 2000-

2006, the DEO is in charge of two opera-
tive projects relating to equal opportu-
nity policies between men and women,
financed with European Regional Deve-
lopment Fund (ERDF) resources, and
which fall under Priority I: measure 1.2
“Technical assistance actions and opera-
tive support for the organisation and
realisation of activities to direct, coordi-
nate and orient central Administrations”
and measure 1.4 “Actions for communi-
cation, information and advertising”. As
part of the Ob. 3 NOP SA 2000-2006, the
DEO is in charge of the operative project
“Actions to support the application of
mainstreaming and the dissemination of
a culture of equal opportunities between
men and women”, as part of Measure
E.1, co-financed by the European Social
Fund (ESF).
In particular, the specific aims of the
Objective 1 operative project are: to per-
mit the continuous updating of the VI-
SPO guidelines; to contribute to the im-
plementation, monitoring, and asses-
sment of the effectiveness and control of
the measures and actions adopted by the
Objective 1 CSF, in order to achieve the
principle of equal opportunities for men
and women; to develop a network of
stakeholders and actions to raise aware-
ness throughout the territory; and to de-
velop a constructive programme of ex-
perience sharing and growth.

Local task forces
The activities envisaged by the Ob.1

The integration of gender policies 
in Structural funds

      



operative project are of various kinds
and refer to two main levels of action:
central and regional. The DEO set up
task forces at the Managing Authorities
of the Objective 1 ROPs consisting of
two people per Region who are experts
in the subject. Their activities can be
summarised in two broad categories: ac-
tivities to support and assist the imple-
mentation of equal opportunities and
gender mainstreaming in carrying out
the ROP; activities regarding institutio-
nal networking and contact enhance-
ment aimed at carrying out initiatives to
promote the culture of equality and
equal opportunities. Their presence in
the Regions, which is part of an increa-
singly broader decentralisation of acti-
vities, has enabled the realisation of mo-
re effective and efficient technical sup-
port to develop regional programming
from a gender viewpoint, with particu-
lar reference to the activities linked to
mid-term review and to the need for
progressive diversification of technical
assistance activities in the various regio-
nal contexts. 

The equal opportunities network
As part of the operative projects, the De-
partment of Equal Opportunities has
carried out a pilot project at European
level: the website “The equal opportuni-
ties network” (www.retepariopportuni-
ta.it). This is the first institutional portal
wholly dedicated to the issue of equal
opportunities, and contains important
news, documents, in-depth analyses on
specific subjects of interest, and minisi-
tes dedicated to various players belon-
ging to the “network”. The project, ma-

naged directly by the DEO, is financed
by the European Regional Development
Fund, by the European Social Fund, and
by national funds, through the Objective
1 NOP TASA and the Objective 3 NOP
SA. The equal opportunities network is
a quick and easily accessible means to
encourage the exchange of planning ex-
periences, the sharing of work and ope-
rative methodology tools for the imple-
mentation of gender mainstreaming and
the realisation of specific initiatives as
part of the policies co-financed by the
Structural Funds. Particularly important
is the communication through the web,
thus providing timely and full informa-
tion. On the site, besides the news pu-
blished on the home page, there is also
available to users all the specialist docu-
mentation produced for the areas of in-
terest set out in sections divided by the-
me. The network involves various insti-
tutions engaged in programming Struc-
tural Funds, with particular reference to
the Regions which, on the site, have re-
served areas. The project, owing to its
peculiar and unique nature, was also
presented as good practice at a Euro-
pean level at the first meeting of the
High Level Group for gender mainstrea-
ming in Structural Funds, promoted by
the European Commission – DG Regio-
nal Policy, which took place in Brussels
on 1 June 2004.

The Ob.1 equal opportunities working Group
The Department of Equal Opportunities,
in its coordination role, also chairs the
Ob.1 Equal opportunities Working
Group, set up as part of the Monitoring
Committee for the Ob.1 CSF as a tool to
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coordinate and study in depth the speci-
fic issues. The aim of the Group is to
promote the application of the principle
of equal opportunities in the initiatives
envisaged by the Ob.1 CSF and, to this
end, to offer technical support to the
Managing Authorities of the Regional
and National Operational Programmes.
In particular the Group has the role of:
carrying out technical investigations in
relation to specific issues at the request
of the Monitoring Committee; ensuring
adequate information and technical sup-
port to the Managing Authorities of
Operational Programmes on the deve-

lopment and direction of national and
EU policies in relation to equal opportu-
nities for the initiatives co-financed by
Structural Funds; examining issues and
solutions in relation to the implementa-
tion of the principle of equal opportuni-
ties, where possible shared over the
whole national territory, also by brin-
ging the available documentation to the
attention of the members of the Group;
ensuring technical support to the Mana-
ging Authorities in the stages of pro-
gramming and implementing the initia-
tives, in particular in the stage of project
selection.
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Equal opportunities working Group

Chair
Head of the Department of Equal Opportunities, Precidency of the Council of Ministers

Fixed element Variable element

Others
As observers:

As experts:

Managing Authorities of the CSF
Central administrations in charge of
the Funds 
Managing Authorities of the ROPs
and NOPs
Ministry of Economics and Finance, 
General Inspectorate for financial re-
lationships with the European Union
European Commission

Central Administrations responsible or otherwise involved which form
part of the CSF Monitoring Committee, in relation to the issues addres-
sed, including the Ministries of Labour and Social Affairs – Department for
Social Affairs; Prime Minister’s Office – Department of Public Administra-
tion; Prime Minister’s Office - Department for the Coordination of EU Poli-
cies; Service for the Negotiated Programming, Evaluation Unit of the Tech-
nical Office for Evaluation and Control of Public Investments – UVAL, both
of the Department for Development and Cohesion Policies of the Ministry
for Economics and Finance.
Economic and social parties and NGOs, in relation to the issues of direct
interest to them

exponents of organisations for the economic and social parties and NGOs not designated
to be part of the Group itself, at the invitation of the Chair
experts in the sector as occasionally identified, in relation to the specific issues to be ad-
dressed, by the equal opportunities Group or its Chair, which will inform the CSF Monito-
ring Committee

        



During the first stage of 2000 – 2006
programming period, several Regions
took steps to equip their administrati-

ve structures with two new positions dedica-
ted to the dissemination of attention to equal
opportunities in administrative action.

Authorities for Gender Policies
The launch of Authorities for Gender Policies
is an organisational and managerial solution
in order to correctly and efficiently integrate
the principle of gender mainstreaming in all
the initiatives undertaken by the Regional
Operational Programmes (ROP). 
This structure, identified first by the Region
of Sardinia, is represented by the Responsible
for Equal opportunities of the Managing Au-
thority, which makes use of the support of the
local task forces of the Department of Equal
Opportunities (DEO) and the team of the net-
work of equal opportunity promoters, the lat-
ter consisting of one or more managers who
work in the regional administration offices
and in the operative bodies of the Region.
The body acts in all the implementation sta-
ges of the Programme and carries out a role of
consultation, proposal and promotion with
regard to equal opportunities in relation to
the ROPs Managing Authorities. It also car-
ries out a function of bringing together the va-
rious institutional players who for various
reasons take part in the implementation of
equal opportunity policies. This Authority al-
so has the task of taking action in the stage of
drawing up public tenders, through an initial
opinion, which is set up as obligatory, even if
not binding, in order to suggest adjustments
and corrections in the case that, during the
definition of the initiative, adequate account

had not been taken of the cross-cutting prio-
rity.

Equal opportunity promoters
The equal opportunity promoter arises from
the lead of the DG Employment and Social
Affairs of the European Commission which,
as part of the current programming period,
promoted the identification of such figures in
order to support the Managing Authorities in
implementing the Programmes and in ma-
king an effective technical contribution to the
implementation of the principle of mainstrea-
ming. The promoter carries out local promo-
tion to develop favourable conditions to im-
prove the understanding and promotion of
the values and principle of equal opportuni-
ties. This figure is useful in the situations in
which it is intended to bring significant ad-
ded value to the implementation of the stra-
tegy of equal opportunities, and especially for
the implementation of mainstreaming at the
level of the Managing Authority or of the pla-
yers involved in the realisation of the policies. 
Several regions, both under Objective 1 and
Objective 3, have nominated promoters, both
from among external consultants who are ex-
pert in equal opportunities, or turning to in-
ternal figures, identified among the staff of
the Administration. The organisational place-
ment of the promoters employed – owing to
the varying procedures used and the organi-
sational peculiarities of each Administration –
is very varied, while there is a notable simila-
rity in the activities undertaken by the pro-
moters, who are above all engaged in dra-
wing up public tenders, in taking part in the
definition of the selection criteria for projects,
and in information activities.
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Among the countries in the EU,
the functions concerning gen-
der policies and equal oppor-

tunities are mainly allocated with de-
legated responsibility to the Ministry
of Labour, Social Policies, Welfare and
so on. Only a few countries have a Mi-
nister/Ministry which deals with
equal opportunities exclusively or
jointly with other related issues. 
The distinction between Ministry and
Minister derives from the fact that in
some cases – Luxembourg – there is a
structure which operates indepen-
dently and with its own budget; in
other cases – France and Italy – there
is an organisation which operates un-
der the direction of an ad hoc Mini-
ster, but without portfolio and with
delegated responsibility from the Pri-
me Minister ’s Office or other Ministry. 
In some cases, despite the presence of
specific structures, each Ministry is re-
sponsible for the dissemination and
implementation of gender policies in
its area of competence. 
In Luxembourg, based on the former
Ministry for the Promotion of Women,
since 2004 there has been a Ministry
for Equal Opportunities, which deals
solely with issues regarding gender
equality and the strategies of gender
mainstreaming. The Ministry has its
own budget, which over time has seen
a slight increase (from 0.10% of the
state budget in 1995 to 0.14% in 2004). 
The initiatives implemented are lar-

gely concentrated in three areas: edu-
cation and training; employment and
equality between the sexes in profes-
sional carrier; combating violence
against women.
The experiences in Denmark and Swe-
den are particularly interesting. 
In both countries the Ministry for
Equal Opportunities, although wor-
king on several related themes, about
the equal opportunities concentrates
solely on the promotion of gender po-
licies.
In Denmark, although the individual
Ministers are responsible for the ap-
plication and dissemination of gender
policies in their own area of compe-
tence, as from July 1999 there has been
a specific Ministry for Social Affairs
and Gender Equality. Among its du-
ties this Ministry lead the Government
policies concerning the gender equa-
lity and coordinates  gender policies
manage by the various administra-
tions of the central Government.
In Sweden, as in Denmark, each indi-
vidual Ministry is responsible for the
application of gender policies in their
own area of competence. Nonetheless,
there exists a Ministry for Democracy,
Metropolitan Issues and Gender Equa-
lity, which acts under the sphere of
competence of the Ministry of Justice
and is responsible for the coordination
of all the Government policies concer-
ning the issue of gender equal oppor-
tunities.
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The Governance of equal opportunities 
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France

Minister
Ministry for Eq. Opp. 

Italy
Luxembourg

Austria
Belgium

Ministry with 
incorporated Denmark
functions Sweden

Hungary
Cyprus
Estonia
Finland
Germany
Great Britain

Greece

Ireland
Lettonia

Department for Lithuania
Eq. Opp. within Malta
another Ministry Holland

Poland

Portugal

Czech Republic
Slovak Republic
Slovenia

Spain

The institutions which deal with equal opportunities in EU countries
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In France there are two different Ministries: a Ministry for Equal Op-
portunities, which acts on behalf of the Prime Minister and deals
with  equal opportunities in a broad sense; a Minister for Social Co-
hesion and Equality who deals with equality of treatment in em-
ployment acting within the sphere of competence of the  Ministry
for Employment, Social Cohesion and Housing Policies.
Ministry for Equal Opportunities
Ministry for Equal Opportunities

Federal Ministry for Health and Women
Ministry for Civil Service, Social Integration, Urban Policy
and Equal Opportunities
Ministry for Social Affairs and Gender Equality
Minister for Democracy, Metropolitan Issues, Gender In-
tegration and Equality- – Ministry of Justice

Ministry of Childhood, Youth and Equal Opportunities
Ministry of Justice and Public Order
Ministry for Social Affairs
Ministry for Social Affairs and Health
Federal Ministry for the Family, the Elderly, Women and the Young
In Great Britain the Government body which deals with
equal opportunities is the Unit for Women and Equality.
This operates independently supporting the work of the Mi-
nister for Women and the Deputy Minister for Women.
Ministry for the Interior, Public Administration and De-
centralisation
Department for Justice, Equality and Legislative Reform
Ministry of Welfare 
Ministry of Labour and Social Security
Ministry of the Family and Social Solidarity
Ministry for Social Affairs and Employment
The competent Government body is the Plenipotentiate
for equality between women and men.
The competent Government body is the Commission for
Equality and Women’s Rights which operates under the
Prime Minister’s Office as Directorate of the same
Ministry of Labour and Social Affairs
Ministry of Labour, Social Affairs and the Family
The competent Government body is the Office for Equal
Opportunities
Ministry of Labour and Social Affairs
The competent body is the Institute for Women, an inde-
pendent body which operates as part of the Secretariat
for Equality Policies – Ministry of Labour and Social Af-
fairs

                 



The equal opportunities bodies in the
various Member States interact, at a
European level, through specific bo-

dies which deal with the coordination and
orientation of the development of Commu-
nity policies.
The High Level Group for the integration 
of the gender dimension
This was set up in Paris in 2000, following
an informal meeting between the Equal Op-
portunities Ministers from individual Mem-
ber States. The Commission – DG Employ-
ment, Social Affairs and Equal Opportuni-
ties presides over the Group which is com-
posed of High Level representatives from
the governmental authorities of Member
States which deal with gender equality.
Its main mission is to carry out liaison acti-
vities between Member States and the Com-
mission for political bodies exclusively of a
high administrative profile which deal with
equal opportunities. The group is also the
main office, at Community level, for the
planning and strategic monitoring of actions
that have been launched on the basis of the
Beijing Platform. To this end its role consists
of disseminating and sharing between all
Member States the new indicators defined
by the rotating Presidencies for monitoring
and evaluation of the implementation of the
twelve gender themes launched on that oc-
casion. Furthermore, as of 2003, it provides
support to the Commission in drafting the
annual report on equality between women
and men which is submitted to the Spring
European Council.
The High Level Group for gender 
mainstreaming in Structural Funds
This unites officials responsible for the coor-

dination of the Structural Funds in the
Member States and Accession Countries,
and is presided over by the European Com-
mission – DG for Regional policy. The grou-
p’s tasks are to:
• contribute to the development of the stra-
tegies and tools used to apply the principle
of gender mainstreaming and specific ac-
tions for equal opportunities between men
and women in all Structural Funds;
• facilitate the exchange and dissemination
of good practice;
• support the discussion on the future of
Structural Funds, starting from the expe-
rience gained from the current programmi-
no period;
• provide for suggestions for the presenta-
tion of Annual Reports;
• highlight possible problem areas relating
to the implementation of gender mainstrea-
ming;
• set up a partnership network between
Member States.
The Group also aims to consolidate rela-
tions between individual members so as to
facilitate the flow of information, best prac-
tice, experience and documents. 
In particular, the exchange of information
focuses on several macro-areas of interest,
including: the integration of the various
Structural Funds in order to implement the
strategies and tools for the development of
the gender perspective; the dissemination
of statistical gender data and the identifica-
tion of relevant indicators; training for ad-
ministrators and stakeholders; and the me-
thodologies used to monitor and evaluate
the implementation of the programming
cycle. 
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In the glossary “One hundred words for equa-
lity” the European Commission defines re-
conciliation as “The introduction of family

and parental leave schemes, care arrangements
for children and the elderly, and the develop-
ment of a working environment structure and
organisation which facilitates the combination of
work and family/household responsibilities for
women and men”. On this basis, it is easy to un-
derstand how the low activity level of Italian
women in the socio-economic context of the Co-
untry, is closely linked to problems of reconciling
work and family responsibilities. As of the 90s,
the theme of reconciliation of work and family li-
fe has taken on a pivotal role in European and
national equal opportunities policies. At a Euro-
pean level, the first actions undertaken in favour
of reconciliation, as well as for the equal distri-
bution of care work, consisted of communica-
tions and recommendations, promoted in order
to encourage Member States to adopt measures
which reconcile professional life and family life.
This was done with a view to adopting a new
model of work organisation, favouring the in-
volvement and permanence of women in active
employment policies and supporting less rigid
gender, male and female models. To this end, it
is important to remember Directive 96/34/EC of
the European Council of 3 June 1996 regarding
“Parental and family leave” (subsequently
amended by Directive 97/75/EC of the Council
of 15 December 1997), as well as the Resolution
of the European Council and the Ministers of
Employment and Social Affairs of June 2000,
concerning a balanced participation of women
and men in professional activities and family li-
fe. Thanks to the evolution of a deep awareness
of the need for reconciliation of work and family
life, Italy enacted Law no. 53 of 8 March 2000:

“Regulation  in support of motherhood and fa-
therhood”, which is among the most innovative
in the European context, not only because it ad-
dresses both women and men, but also because
of the amount of institutions involved. Italian le-
gislation incorporated the 1996 Directive on pa-
rental leave by drawing up a wide-ranging pro-
vision which aims to enable people to fulfil their
professional and personal lives through particu-
lar attention to working schedules. This provi-
sion emphasises equal rights, and thus the sha-
ring of interruptions in their working lives by
both fathers and mothers, reaffirming on the one
hand the social value of motherhood and father-
hood and on the other laying down the condi-
tions to fulfil the differing needs that each indi-
vidual may have during their lifetime (for exam-
ple activities to care for the elderly and disabled).
To date this law has financed:
• actions devised to allow working mothers or
fathers, also when one of the two is self-emplo-
yed, or if they foster or have adopted a minor, to
benefit from particular forms of flexible working
times and work organisation (among which re-
versible part-time, teleworking and home wor-
king, flexible starting or finishing times, hour
banks, flexible shifts, concentrated timetables,
with priority for parents with children up to age
eight, or up to age twelve for parents who have
fostered or adopted children);
• training programmes to reintegrate workers af-
ter periods of absence;
• projects which consent the substitution of en-
trepreneurs or self-employed people, who bene-
fit from the obligatory period of leave or paren-
tal leave, with another entrepreneur or self-em-
ployed worker.
The VISPO guidelines also envisaged reconcilia-
tion as an equal opportunities objective within
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the framework of the four strategic impact areas,
which aim to integrate the gender dimension in-
to Managing Authorities’ programming relative
to the allocation of Structural Funds. The contri-
bution provided by Structural Funds to  the is-
sue  of reconciliation is of major importance. 
In particular, the types of actions financed by the
ESF for reconciliation focussed on
Priorities/Measures specifically aimed at pro-
moting equal opportunities between men and
women (Priority E for Objective 3 and Policy
field E of Priority Human Resources for Objecti-
ve 1). They concerned mainly the arrangement
and implementation of care services for children
and the elderly to favour reconciliation; accom-
paniment actions to rearrange working times
and innovation in organisational models, as well
as support measures and services to allow access

to and permanency of women in the labour mar-
ket. Throughout the current programming pe-
riod, the Department of Equal Opportunities has
carried out intense activities of awareness-rai-
sing on this theme and provided support for te-
sting innovative tools with particular reference
to the use of reconciliation vouchers, a sort of co-
upon for the acquisition of services which help
to reconcile work and the needs of family care.
Assessment and monitoring activities on the im-
plementation of vouchers in Objective 1 Pro-
grammes have been carried out, on the basis of
which operational indications have been drawn
up to support the various Managing Authorities,
taking into particular account the suggestions
that emerged from the experience of implemen-
ting these reconciliation vouchers in other Re-
gions.
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Best practices implemented by Ob. 1 Regions on the theme of reconciliation

Public tender in support of reconciliation, which finances two types of actions:
• a reconciliation voucher for unemployed or inactive women, resident in Basilicata, who
care for children under the age of 14, disabled or elderly family members. The voucher is
a supplementary contribution to acquire care services, so as to enable these women to
participate in training courses funded by European Funds of the Basilicata Regional Ope-
rational Programme 2000/2006.
• incentives for firms which, in order to meet employed women’s needs, intend to try out
different forms of work organisation in terms of flexibility or activate services which con-
tribute to improving reconciliation opportunities (from shuttle services to reduce travelling
times, to setting up company nurseries, to arrangements with structures which provide ca-
re services).

Multi-measure public tender (2004) for the presentation of personal voucher requests,
which specifically envisages service vouchers to help women in family care responsibili-
ties, in order to assist their re-entry into the labour market. 

Provisions regulating the procedures and modalities of implementation of the accompa-
niment measure “personal vouchers”. In particular a bonus is provided, which can be
used for public and private services and entitles regularly paid and documented expen-
ses to be reimbursed. The beneficiaries shall be unemployed or occupied in permanent
training, priority will be given to women , resident in the Sicilian region, who have care
responsibilities (of young children, elderly people who are not self-sufficient, people
with differing degrees of ability, the chronically and/or terminally ill) and are involved in
training actions co-financed by the ESF under the Sicily ROP 2000-2006.

Basilicata Region

Calabria Region

Siciliana Region

         



As is well-known in 2000, following the
transfer to the Regions and the local Au-
thorities of the functions and duties re-

lating to job placement and employment poli-
cies – as part of a general role for the State in di-
recting, promoting and coordinating such poli-
cies, as set out in Legislative Decree 469/97 – a
reform was launched of employment services
(Servizi per l'Impiego). These are now directly
under the Provinces and carry out functions and
duties to facilitate the matching of employment
demand and supply, operating in close contact
with the individual players on the local labour
market. 
As a support for the full enstablishment of the
new employment services, as well as to imple-
ment the recent labour market reform, the Na-
tional Operational Programme “Technical Assi-
stance and Systems Actions” for Ob.1 Regions
(TASA NOP) includes a line managed by the
DG Employment of the Ministry of Labour
(Measure II.1.A). Within this line, a project has
been promoted for consultancy, information
and sharing of experiences aimed at the em-
ployment services and centres in implementing
specific female-oriented initiatives. 
This initiative envisages the testing of orienta-
tion projects and group competence audits ai-
med at young and mature women who use the
employment services in the provincial structu-
res of: Benevento (Campania); Bari, Lecce (Pu-
glia);  Caltanissetta, Enna (Sicily); Sassari, Orista-
no (Sardinia). The test has enabled the diversifi-
cation of the offer of specific services aimed at fe-
male users who are resident locally, has contri-
buted to enhancing the tools employed by ope-
rators in the employment structures and has

had a double role: for the user, orientation initia-
tives to help them with their integration or re-in-
tegration into work have been proposed; for the
employment services, the initiatives have been
an opportunity to disseminate and provide acti-
ve employment services that pay attention to
gender issues. In fact, it has been possible to see
how the women asked to be “helped” and ac-
companied to regain a “place” within the labour
market, which is perceived as hostile or indiffe-
rent; in addition, female work brings to the fore
the social services system, the methods of recon-
ciling work and family, local culture and family
negotiations on care responsibilities, which can
favour or hinder the entry, re-entry, and the per-
manence of many women in the labour market. 
Fourteen group competence audit projects have
been undertaken, lasting 20 hours, spread out
over 5 days. The recipients of the course were
120 unemployed women registered at the em-
ployment centres involved in the testing, within
an age range set by the employment services
themselves in relation to the local labour market,
being mainly between 25-29 (38 participants)
and 40-44 (29 participants). Around 70% of the
women had a good level of education, with a
high school leaving certificate and a degree, but
26% of the participants held a lower qualifica-
tion without any specialisation and this aspect
was indicated by them as being important in de-
termining their unemployed state. The women
most interested in the orientation programmes
were, on the one hand, young school leavers
who have been unemployed for a few years or
with limited professional experience and, on the
other, women aged 40-45, who wished to rejoin
the labour market following a period dedicated
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to looking after their children and who had ge-
neral, non-specialist academic qualifications.
The projects included: an initial information gi-
ving stage, an exploration stage (on the expecta-
tions and motivations of the user; the related
training, personal and professional history; their
personal characteristics and values; the objective
and subjective obstacles which could interfere
with the realisation of the project; their expe-
riences and their translation into skills in terms
of know-how, self-knowledge and knowledge);
a reflection and re-elaboration of the elements
that emerged in the previous stage; an action
stage consisting of the preparation of a profes-
sional project; a final monitoring stage, after 2-3
months, on the outcomes of the competence au-
dits and a check of the performance of the deve-
loped project. All the projects included a mee-
ting with operators of the employment centres
in order to provide participants with informa-
tion that may be useful in terms of the labour

market in each territory and the services offered
by the centres. From the monitoring of the effec-
tiveness of the programmes, conducted by the
employment service operators involved, it
emerged that the orientation projects and the
competence audits enabled “breaking of the vi-
cious circle” of increasing despair at finding a
job and limited effort made to find one, motiva-
ted by women’s fear of not being sufficiently
skilled for the market and from the lack of expe-
rience of accessing the services present locally.
For this reason, the recipients asked for longer
training courses and individual accompaniment
periods during the job hunt, and also work ex-
perience programmes to give them the opportu-
nity of “getting a foot” into the labour market. 
The orientation is, therefore, a resource to face
the difficulties of employment integration or re-
integration, since it can structure project plans to
include the professional sphere without losing
sight of the personal and family element.
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The competence audit
The objective of a competence audit programme is the awareness of the collection of skills
and knowledge acquired and of the potential for personal and professional progress in or-
der to define a professional project (where necessary a training project) and its realisation.  
It was created and developed in Canada in the latter half of the 80’s and then moved onto
Europe and in particular France, where the orientation culture had already been particu-
larly widespread for some time, thanks also to the concept of continuous training and to
the tradition of support initiatives for people in the transition “to” and “in” work. 
The year 1991 was the moment when the audit really became widespread in France: the ini-
tiative, recognised in regulatory terms by French legislation on active labour policies, be-
came a right for workers, for whom there was recognition of the importance of “analysing
one’s personal and professional skills in order to establish a professional project and, if nec-
essary, a training project”. In France, the provision of competence audits was entrusted
mainly to the public structures of the CIBC (Centres Interinstitutionnelles de Bilan de Com-
pétences) which largely worked with employed or unemployed workers of both sexes who
were looking for a new job or in situations of changing jobs. They are normally adults with
at least some professional experience.

What’s what
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This is a list of significant projects aimed at fostering gender equal opportunities in the Strustu-
ral Funds 2000 – 2006 Programmes. 

The projects are organised by Region and they are classified on the basis of the field of intervention.

Some projects for equal opportunities

Improving women’s quality of life

• STOP project (Sospensione Temporanea e Opportunità professionali) analysis of the needs in reconciling the
work and life of female entrepreneurs and realisation of a communication campaign and dissemination of equal
opportunity issues
• Equal for women and work: testing of new tools to combat inequality in the employment field through career
programmes that can be reconciled with family life 
• Equality Logo: Regional quality logo given to companies that adopt gender policies
• La Rete In/Comune: “testing laboratories”, within companies, public structures that are linked with the social
private sphere in order to favour flexibility and reconciliation

• FUTURA: Equal opportunity services aimed at women involved in training programmes or integration into the
labour market that require care of children or relatives

• New school hours to reconcile work and family life for women and to improve their position on the labour
market 
• Methodology, technology, @-quality: new training models for the inclusion and employment of women in the
ICT sector, from a quality of work perspective 
• Self-employed women:service centre for businesses with under three years of operations. Awareness-raising
initiatives undertaken and operators trained with the role of “Mentor for new female-run businesses” and a net-
work system tested, for online information between the bodies that supply services aimed at the needs of new fe-
male-run businesses
• Project n.i.do (new ideas for women) analysis and detailed mapping of the needs and willingness of compa-
nies to enhance their alternative/integrated socio-educational services for children. Creation of an information
point and consultancy for the creation of structures for children to support business initiatives.
• Varese online for equal opportunities: analysis aimed at highlighting the most sought after professional figures
for local companies. Creation of study groups on the issues of eq. opp. and “info point”. Analysis of the services
offered by those operating in the employment policy field and testing of support for a group of new businesses

• Time laboratory: space dedicated to reconciling everyday life with training programmes. Welcome and orientation servi-
ces have been realised, as have initiatives for ITC training, Internet Point, with the possibility of accessing trans-European
communication forums, language laboratories and theatre with an area devoted to looking after children
• Trio technologies research innovation and orientation for professional training Hermes: testing in companies of inno-
vative methods in work organisation in order to reconcile family and work
• Net-WORK: an integrated network of information points for female employment which offers services for employment and for business

EMILIA ROMAGNA

FRIULI

LOMBARDY

TUSCANY
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Women and the labour market

• Young entrepreneurship: concession of a 1st place prize for young entrepreneurs and young female entrepre-
neurs in agriculture
• Calabria female business: initiative aimed at including women in “Local development” and a training program-
me for female owners of SMEs
• Professional training from a gender perspective in Calabria: research which identifies the features of the pro-
fessional training system in Calabria from a gender perspective
• La vie en rose – female projects: promotion activities through exchanges aimed at unemployed women resi-
dent in rural areas and who have particular practical skills

• Creo in rete: network of the Centre for Female Employment (COF), the Laboratories and the human resources (equal
opportunity promoters, partnership networks, the technical staff and experts) present in the areas for the testing of inno-
vative initiatives for the reduction of unemployment and female inactivity. The COF are centres for promoting the female
resources of the area, in order to increase the presence of women in employment and female employability
• Policies, tools and mainstreaming practices to integrate the principle of equal opportunities between women and
men into the Reginal Operational Programme: “Guidelines for the implementation of the Principle of Equal opportu-
nities in managing Structural funds”, “Operative indications for the management, assessment and mid term review of
the ESF MEASURES”, “Guidelines for the assessment of the impact on Equal opportunities in integrated projects”

• Service of professional training and work issues: training initiatives aimed at long-term unemployed women
in order to favour their entry or re-entry to the labour market

• Tools and skills for the management of sales in SMEs: tools to provide specialist skills, in particular for wo-
men with children, in order to manage the whole sale process effectively and efficiently
• STARTECH 2 - Between education and society: gender as a resource and enhancement of technical, techno-
logical and scientific culture: models aimed at forming links between education/training and the employment
field and professions to bring out possible synergies and to test reconciliation initiatives
• DOTS – Women and technical/scientific training: actions to provide orientation and information in relation to the technical
and scientific sectors. Training programmes to stimulate integration of the female workforce into connected employment roles
• LA D.O.TE – Female labour, orientation and technology: technical and scientific training programmes to favour
women’s access to ITC sector jobs
• ESC – Women and science - Scientific education and careers in technical and scientific professions: analyses
aimed at understanding the factors that direct women’s choices to technical and scientific training programmes and
professions; finalisation of an orientation model to support women in developing their career possibility and in ex-
ploring new professional possibilities in the technical and scientific field
• MARTHA 2002: Training of professional figure (social assistance operator) to support the social and professional in-
clusion of immigrant women in social/assistance work situations 

• “Job & Gender: Centres for female employability” testing of services aimed at specific targets of users of employment
centres and construction of a network to encourage female employability

CALABRIA

CAMPANIA

MARCHE

Autonomous Province of TRENTO

UMBRIA
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Gender mainstreaming in the implementation of Structural Funds

• Measure 7: training for teachers on equal opportunities; orientation, development of tecnical-scientific compe-
tences, and support to entrepreneurship in secondary schools; orientation, motivation to studying and training con
basic skills for adult women

• Female schedules, City schedules: information of women of their rights regarding the reconciliation of work
and family life
• Do-Praxis: research of best practice; analysis and definition of models and start of monitoring of the opportuni-
ties that IT and teleworking can offer to women
• Lavoro doc: communication, logo and quality marking aimed at integrating “the quality of work with the quality
of life”, creating value from the empowerment and mainstreaming of women

• Multiethnic trainer: training of professional figures with specialist psycho pedagogic skills who can tackle the
process of the transformation of Italian society into a multicultural body
• Female work in the social sector: initiatives aimed at development such as – quantitative development of female
employment in the social sector, also through the use of the possibility of female self-employment
• Net economy expert (women, family, businesses): business training to allow women to take an increasing role
in family businesses and to assume decision-making positions
• training on Expert in molecular Biotechnologies

MINISTRY FOR EDUCATION

LIGURIA

VENETO

Women and  empowerment

• Artistic crafts: initiatives of communication and training for the support, integration and reintegration of women
into work
• SVI.P.O. – Development of equal opportunities: creation of new services and skills to increase the presence of
women within local public and private organisations through the involvement of all the players in the area

• Extra EU Immigrants - Women@Work : training programmes for social/work and cultural integration
• Information point Women-work network: employment integration programmes for women 
• "ALBA" Combating the exploitation of prostitution: full range of support for foreign women who intend to
leave behind the exploitation of prostitution

• “Advantage for everyone” Communication plan, local promotion and awareness raising on issues of social and
employment inclusion of disadvantaged subjects: Action A – Information and consultancy support service for wo-
men-run businesses, Action B – Interest free loans in favour of individual female run companies

• BI.G: gender readout of public bodies’ budgets, by defining the impact of the use of the economic resources for men and women
• EVA realisation of awareness raising and information campaign fro female administrators in Valle d'Aosta to con-
struct a network for their visibility and effectiveness in elected assemblies, in the executives of local bodies and in
a broader context (regional, national, European)

BASILICATA

Autonomous Province of BOLZANO

SARDINIA

VALLE D’AOSTA

                                                    



DOCUMENTS

• Guidelines on the implementation of the
equal opportunities principle among men
and women and evaluation of the gender ba-
lance in the programming cycle of the
Structural funds 2000-2006 - VISPO Gui-
delines (Assessment of the Strategic Im-
pact on Equal Opportunities), June
1999. 
• Guidelines for drawing up and assessing
Program Complements in relation to respect
of the principle of equal opportunities bet-
ween men and women, July 2000. 
• Gender readout, June 2002. (An analysis
of how the principle of equal opportuni-
ties has been incorporated in the Ob. 1
programming documents).
• Gender readout of the Transport, Fishing,
Security for the Development of Southern
Italy, Technical Assistance and system ac-
tions NOPs, and of the Ob. 1 CSF, Septem-
ber 2003.
• Analysis of implementation of the princi-
ple of equal opportunities in Ob. 1 public
tenders and calls, July 2002.
• Update of the analysis of implementation
of the principle of equal opportunities in
Ob. 1 public tenders and calls -period 2002-
2003, September 2003. 
• Update of the analysis of public tenders of
the Ob.1 Regions, September 2004. 
• Vouchers for work/family reconciliation
in the ESF, May 2002. 
• The use of vouchers for reconciling work
and family in order to promote gender equal
opportunities in Objective 1 2000-2006
programming period. November 2003. 
• Orientation for the figure of promoter of
equal opportunities, February 2002.
• Selection criteria for projects and possible
indicators for the realisation of gender

mainstreaming with the contribution of the
ESF, April 2002.
• Selection criteria for projects and possible
indicators for the realisation of gender
mainstreaming with the contribution of the
ERDF and the FEOGA, April 2002.
• Selection criteria for projects and possible
indicators for the realisation of gender
mainstreaming with the FIFG, June 2003.
• The integration of mainstreaming in pu-
blic tenders: legal aspects and operative in-
dications, April 2005.
• 4% performance reserve Guide Lines on
how to identify the projects that incorpora-
te the principle of equal opportunities, Fe-
bruary 2002. (The document aims to
provide a methodology to use for the
specification of the minimum require-
ments indicated by the VISPO guideli-
nes to which reference is made in set-
ting the identification and selection cri-
teria for projects in relation to the appli-
cation of the selection criterion A.2.3 of
the 4% performance reserve, as specif-
yied iby the Italian Ob.1 CSF).
• Guidelines for the intermediate evalua-
tion of the Operational Programmes - Mo-
dule V: gender analysis in the intermediate
evaluation of Ob. 1 OPs, December 2002.
(The module aims to provide a single re-
ference framework that can be used to
give the issue of gender mainstreaming
real value in the intermediate asses-
sment of Operational Programmes).
• Survey of the outcomes of the intermedia-
te evaluation, support for a mid term review
from a gender perspective, March 2005.
• Objective 1: state of implementation of
the VISPO guidelines. Indications for the
mid term review, July 2003. 
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Follows a list of the documents issued by the Italian Department for 
Equal Opportunities on mainstreaming the Structural Funds.
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