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Current Status, Issues and Policies for Women’s empowerment and Diversity Inclusion in Italy

Abstract

Women’s empowerment and gender diversity inclusion in
Italy is a topic of high interest, more and more discussed in
the country both in private and public institutions.

Policy of gender inclusion has been made aiming to promote
gender equality in organizations through processes of struc-
tural change.

Annually, gender equality plans and gender reports are written
by public institutions to promote inclusion in different envi-
ronments.

In this paper, general aspects on the topic and a focus on
women’s empowerment in academia are discussed.

Moreover, some considerations about the personal experience

of the author are reported.
Introduction

In the last decade, the situation of the women is radically
changed, making tremendous progress around the world in all
countries. Women are more and more resolute to obtain the
right role in the society and to occupy leadership position in
any field.

In any case, the measures of women’s empowerment are
strongly associated with religion culture as proxied by reli-
gious marriages and according to the World Economic Forum
(WEF 2021 [1]) no country has fully reached equality between
men and women in all fields. Wide gender gaps are still
present also in advanced countries and the economic partici-
pation and political empowerment dimensions are very
reduced [2].

It has been stated that women’s political empowerment is
generally positively related to economic growth and techno-
logical advancement of countries [3].

In Italy, the situation strongly depends on the social class,
cultural level, religion culture, belonging region. Generally, in
northern regions there is a higher women empowerment inde-

pendently of cultural level mainly in the industrial field.
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However, the plan of the policy makers in Italy is to promote
more and more the gender inclusion and there is also a law,
named gender quota, for fixing the number of positions
reserved to women in some contexts [4].

Such law wants to protect gender equality in access to the
administrative and supervisory bodies of companies listed on
regulated markets. The law, recognizing the situation of
chronic imbalance in the representation of genders in the top
positions of the aforementioned companies, intends to rebal-
ance access to top management bodies in favor of women. In
particular, an amendment to the 2020 budget law raised the
gender quota to 2/5 for the boards of directors and boards of
statutory auditors of listed companies.

Moreover, in all the call for entrepreneurship, for positions in
public institutions, for funded projects there are many incen-
tives for women employments.

Despite of it, in apical positions the number of women is
always very low.

In the Global Gender Gap Index 2021 rankings, Italy is at 63
positions on 156 reported countries. Four main components
(subindexes) of the index are considered: Economic Participa-
tion and Opportunity, Educational Attainment, Health and
Survival and Political Empowerment.

Many efforts will have to be made to improve the situation,
even if the generational change is now underway and it is
hoped that Italy will be able to make a big leap in the rankings
for the policies adopted.

Finally, in Italy a new social phenomenon is occurring, gender
diversity recognition and its inclusion in different contexts
considering different sexual orientations, by also introducing
new forms of language not only related to males and females.

This is a first step for total future inclusion.
Women’s empowerment in Academia

In Italy, there are fewer women in the upper positions of
accounting academia that in other European countries, and
fewer female full professor than in other countries at Italian
Universities [5]. Different barriers can be recognized and
traditionally academia in Italy has been dominated by a patri-
archal culture. It has strongly influenced women’s careers. In
both the workplace and society, it engenders difficulties in

maintaining work and life balance, shaping male and female
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roles in the universities [5].

There are barriers related to direct and indirect gender
discrimination (such as inadequate female role models, diffi-
culty on returning to work after maternity leave, difficulty of
work-life balance, etc.), and barriers related to institutional
gender discrimination (such as stereotypes on the abilities of
women and men on division of roles in society public and
private). The last concept is it is very widespread in the engi-
neering sector to which the author of this work belongs, who
in 2019 was the first female Director of a Department of the
Engineering Faculty at the University of Rome Tor Vergata.
For such University, the distribution of the academic staff in
2021 is reported in Table 1 [6].

The percentage of female full professor is 22%, associate
professor 38%, researcher 46%, assistant professor 34%. In
total, in the academic staff the women are 35%.

In 2023, in the governance, the Rector and vice-Rector are
men, always been men, while the general manager is a
woman. Only 4 women are head of 18 departments.

In Italy, women make up 39% of the total academic staff (25%
of these are full professors, 40% are associate professor and
46% are researcher according to the latest 2020 data from the
Ministry of University and Research) [3,7].

A quite recent legislative reform (Italian Law 240/2010 [8])
has introduced important changes in the recruitment and
career advancement, objective criteria have been defined at
national level, but subjectivity remain an important factor
during the competition for higher academic positions.

In the author’s opinion, to reach leadership positions in
academia is very difficult but surely possible for women. It is
necessary to overcome cultural barriers, to have high educa-
tion and a lot of energy to balance work and life, especially
sacrificing the family when the children are small, to be strong
and kind for facing all difficulties, without ever getting
discouraged; In a nutshell, believe you can get there without
any compromise. This then allows you to feel free to act
solely for the good of the institution. This does not always
succeed, but when it happens it’s really very rewarding. And

when women are involved in decision making can make the

Table 1 Academic Staff- University of Rome Tor Vergata -
Year 2021.

2021
Female Male Tot
Full professor 73 251 324
Associate Professor 172 278 450
Researcher 149 177 326
Assistant Professor 50 98 148
443 804 1248
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difference, can bring a different point of view, and manage
concern with high diplomacy. The female contribute can
enrich the discussions, harmonize when the debate is heated.
Furthermore, women can do several things at the same time, it
is life that teaches them.

Combining family life and work can be difficult but it helps
you to optimize the time available.

Therefore, the female contribute can be very positive for the
institution. The apparent feminine weakness can be translated
into an incredible strength in facing the most critical situa-
tions. Concreteness, thoughtfulness, diplomacy, fortitude are
women’s strengths.

When a woman wants to achieve an important goal, she uses
all her energies to do it.

The important thing is that she does so with integrity and with
the welfare of the company and institution she works for in
mind. Sometimes, however, this is disregarded, and only

personal fulfillment is aimed at.
Conclusion

Women’s empowerment and gender diversity inclusion is a
multifaceted phenomenon influenced by different factors.
Religious culture and degree of religiosity, region of
belonging, social class and cultural level are strongly linked to
unequal representation of women in politics, in top managerial
positions and academia. Patriarchy persists and limits female
career advancement.

The Italian institutions are implementing various initiatives to
promote and encourage the gender inclusion in public and
private sectors, and it is hoped that they will be effective in
the short term.

In this context, the strength of women can be very useful for
society. The contribution that they can give in each situation,
in each environment can be very positive.

As mentioned above, with their concreteness, thoughtfulness,
diplomacy, and fortitude, they can make the difference. Never-
theless, they must avoid wanting to imitate men, otherwise
they end up losing their femininity which can help in critical
situations.

The author’s hope is that the role of mother and wife may in
the future continue to be harmonized with that of a leader at
work. This would allow women to have a privileged role in

society and to be an example for future generations.
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