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1.
Introduction

The present Affirmative Actions Plan is included in the ambit of the initiatives promoted by the Municipality of Bareggio to achieve the equal opportunity objectives as provided by the regulations in force, particularly the Code of Equal Opportunities for Men and Women, approved with Law by Decree No. 198 of 4 November 2006.

The Code contains general provisions for the promotion of equal opportunities for men and women and provides, under Art. 48, that the public administrations shall prepare an Affirmative Actions Plan to ensure the removal of obstacles that impede the full realisation of equal job opportunities and equal treatment in the workplace for men and women.

Lest the Affirmative Actions Plan remain a mere declaration of intentions, it provides for a series of activities that make it possible in actual fact to undertake actions of an integrated type able to produce significant effects of change in the Municipal Administration.

In particular, the attention of the present Affirmative Actions Plan will focus on support measures aimed at favouring professional valorisation and growth, as well as the balance between family and professional responsibilities.

The Affirmative Actions Plan is therefore included in the ambit of the organisational strategies, undertaken in the Municipality of Bareggio, aimed at the realisation of labour policies and the development of human resources that promote actions for the improvement and reconcilement of working conditions.

2.
The Actions of the Plan

2.1 Monitoring of the organisational dynamics and working conditions of employees – male and female – of the Municipality

The Municipality undertakes to produce, every year, an updating of the employment situation, with reference to gender data by sector, category, incidence of staff with an atypical employer-employee relation and any other facts possessed by the Administration useful for an awareness of the condition of all staff on duty.

A statistical analysis of the internal job market data will have to include:

-
number of employees broken down by gender

-
job classification

-
working hours

-
number of part-time employees

-
professional development (horizontal/vertical progression)

-
professional training

-
presence of children

-
maternity/parental leaves

The Observatory will attend to an annual updating of data on the employment situation, bringing to light problems both old and new, and discussing them with the Municipal Administration and Labour Organisations.

2.2 Equal Opportunities Committee

For the purpose of strengthening action in the matter of equal opportunities, as well as favouring initiatives aimed at the achievement of the equal dignity of persons in the workplace, the Municipality undertakes to promote the setting up of an Equal Opportunities Committee.

If deemed necessary, it will be possible to provide suitable formative/advisory support for the setting up and functioning of the Equal Opportunities Committee.

2.3 Policies for reconciliation

In order to diffuse knowledge about the normative provisions for the safeguarding of maternity and paternity introduced by Law 53/2000 and Law by Decree No. 151 of 25 March 2001 concerning parental leaves, the Municipality will promote actions of information and accompaniment for the use of Law No. 53, addressed to male and female employees in their capacity as parents, as well as persons with responsibilities for the care of relatives and adult family members.

The actions provided for include:

· Printed and/or on-line information, addressed to all employees, on the legislation of reference (informative notes, newsletter updates, notice board postings, etc.);

· Opening of a “reconciliation counter” available to any male or female in need of further information, joint comparison and activation of reconciliation measures;

· Realisation of a feasibility study for the purpose of creating a reserve of places for the employees at the municipal nursery school.

The Municipality further undertakes to search for organisational proposals able to offer employees suitable solutions to the difficult matter of the reconciliation of the time devoted to work and time for family, taking care to temper the need for flexibility with the need to guarantee the usability of services for the citizen.

2.4 Training
A course is provided for accompanying the return to work of female/male workers following maternity/paternity and extended parental leaves.

To that end, the following actions are identified:

· Identification of modalities of information and updating addressed to the concerned individuals on the changes – internal/external – that have occurred during their absence in the organisation of work, job performance, etc.;

· Accompaniment in the return to work in the organisational structure of the Municipality through suitable modalities of job assistance for a period to be determined on the basis of the role and duties performed, as well as the needs for updating of the female/male employee.

It will be possible to formulate a special “project for accompaniment to return to work” for each employee, including the timeframe of assistance and the contents of the professional updating.

The project for return to work gets shared with the female/male employee and will conclude with a joint evaluation of the person in charge and the employee.

3.
Mobbing
In order to prevent and/or deal with the themes tied to mobbing and sexual harassment, the Municipal Administration undertakes to begin a confrontation with the Labour Organisations, directed toward increasing awareness of the problem and the eventual preparation of a “Code of Conduct.”

4.
Evaluation and monitoring of the Plan
In order to evaluate the effectiveness/quality of the affirmative measures undertaken, to make any disparities emerge and to intervene in a corrective manner, including prior to the conclusion of the same, modalities for the monitoring of the actions indicated in the Plan will be decided, to be implemented through the use of questionnaires and statistical surveys.

The subsequent Three-year Plan will draw on the results of the monitoring and will have to provide for corrective measures for the following three years.

5.
Normative references

The intervention measures described in the present Plan are included in the ambit of the normative provisions of reference, to which express reference is made, as well as in the ambit of the provisions contained in the matter in the National Collective Labour Agreement of the Regions – Local Governments Division and the Supplementary Decentralised Contract.

6.
Approval of the Plan

Following the completion of prescribed collective labour agreement procedure, the Three-year Affirmative Actions Plan will be approved by the Town Council, at the proposal of the Council Spokesman for Equal Opportunities.

7.
Management of the Plan

The management of the Plan will be assigned, by means of the planning tools provided under the regulations in force, to the Personnel Department.
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