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RECONCILING WORK AND FAMILY 
Policies to achieve reconciliation represent an important innovation in social, economic and cultural models, that affect men, women, and organizations and provide tools to ensure a balance between work and family sphere.
Several initiatives have been undertaken at national and European levels in order to promote a better quality of family Life.
In Italy, in recent years, the rate of participation of women in the labor market has increased, but it remains low especially compared to other European countries.
Causes for this include: the demographic structure of families; the tendency to relegate women to the home environment, a phenomenon which is now diminishing in younger generations; the age difference in terms of presence in the labor market between men, whose involvement increases with age, and women, for whom there has been a gradual reduction due to the dual role of working women and mothers.
However, the last decade has seen a gradual increase in female participation in social life, work and family due to many factors, including: the increased level of women’s scholastic education, a gradual cultural change and more employment opportunities for women.  But all this must be accompanied by strong and effective legislation, which instead today is still insufficient.
THE LAW

The Italian Constitution, art. 37 provides that "Working women have equal rights and equal pay for equal work as working men.
Working conditions must allow women to fulfill their essential family duties and ensure both mother and the child special and appropriate protection. "
Over the years, a series of legislative measures has strengthened this principle in the Constitution to ensure, in practice, the actual performance of the role of both parents (mother and father) in caring for the offspring, thus giving equal dignity to woman's work.  These principles create the basis for encouraging greater professional and, therefore, economic autonomy.
Among the fundamental laws that have contributed to a significant change it is important to emphasize the Law 1204 of 1971 "protection of working mothers." This law had introduced certain fundamental rights, such as the period of absence from work and the prohibition of being dismissed within the first year of a child’s life.
Law 903 of 1997, "equal treatment between men and women in employment," represented a turning point for the primary purpose of achieving equality of treatment and protecting working women.  It also extends certain rights to working fathers as well.
The regulatory path developed until the promulgation of Law 53 of 2000, whose purpose is to promote a balance between work, care, training and relationships, through:

a) the establishment of parental leave and extension of support for parents of persons with disabilities;

b) leave for continuing education and extension of leave for training;
c)  managing life in the city and promoting the use of time for purposes of life balance.
With Decree law 151/2001, "Consolidated laws concerning the protection and support of motherhood and fatherhood," several measures were introduced, including:
· prohibition on assigning pregnant women to jobs that could create problems during the pregnancy (lifting weights, dangerous work, unhealthy conditions);
· prohibition on changing responsibilities, except for safety reasons, in which case  pay and status must be maintained;
· protection even during the first year of the child’s life (prohibition of night work);
· prohibition of dismissal during pregnancy and lactation (until 1 year of age);
· Permission to breastfeed until the first year of age of the child's life;
· Mandatory leave for the 2 months before the presumed delivery date and for three months afterwards;
· During mandatory leave the employee is entitled to payment equal to 80% of pay from the public entity INPS (National Institute of Social Security).   The trade and services CCNL (National Collective Agreement of Work) mandates that the employer augment the amount to arrive to 100% of the original pay;

· Additional optional periods of leave with pay allowances up to 30%  are provided for and paid by the public entity INPS;
· Contributions relief is granted to companies that hire temporary workers to replace staff on maternity leave;
Also to note is the important initiative outlined in the 2002 Budget Law.  This announces specific funding for companies that choose to provide child-care or play centers to improve the business climate and quality of life of working mothers and make the separation between mother and infant less stressful.
On March 7, 2011, an agreement was signed between the Ministry of Labor and the Social Parties on measures in support of policies for balancing family and work, with the primary objective to support an increase in female employment.

This agreement emphasizes the importance of flexible work arrangements and hours, which are both in the interest of employees and the company;  it is understood that through the practice of “second-level” negotiation (negotiation between unions and company), one can be assured of better distribution of working hours during the week, month, year, in response to market needs, adapting - in compliance with the law - the average and maximum hours of production needs and balancing them with respect for the rights and needs of the people.
There is also the commitment to emphasize best practices for family-friendly flexibility and existing efforts to balance work and family, in ways that are consistent with the company’s size, production and organizational needs.
WHAT THE CCNL ANTICIPATES
Although within CCNL there is no specific reference to the theme of balancing work and family, there are many references and tools to facilitate the role of women in the workplace.  One example is the possibility of requesting conversion from full-time to part-time employment for a specific time frame.
Other potential agreements may regulate and improve the CCNL.  Some of them are recognized by FILCAMS/CGIL, Fisascat/CISL, UILTuCS/UIL and, as of today, a small group of businesses, often multi-localized, have identified interesting practices, such as:

- The transformation of a contract from full-time to part-time to allow working mothers to care for their children, allowing for the hiring of "substitutes" for uncovered hours;
- A coaching/mentoring program to assist in the reintegration of female workers returning from maternity leave;
- A yearly voucher and a birth delivery bonus;
- A set of services, paid by the company, to help employees better manage time dedicated to family, health and to domestic responsibilities.  These incude: assistance finding baby-sitters, periodic availability of medical specialists and/or access to medical services (blood tests, etc.) in the company’s facility.
However, these experiences are often aimed at a corporate image and do not affect the true nature of the business organization, where, today, the balance between work and care is considered an exception to normal process and to standard work hours.
BILATERAL COMMERCIAL ENTITY OF THE PROVINCE OF PERUGIA


The bilateral entity of Perugia, in support of reconciliation policies, has identified funds for worker support, such as birth delivery bonuses and reimbursements to cover day-care and summer camp expenses.
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