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Introduction

Women cope with multiple issues in their working career, among them
entrepreneurial discrimination. They face problems with money loans, motherhood
rights, they suffer from prejudices in management styles or capabilities. Many - if not
all - societies already have a role for them, and it is far away from being leaders or
entrepreneurs. Since I got into contact with the work world, [ saw some discrepancies
based on worker gender. This issue was not irrelevant to me. Somebody could argue
that these are just sentences, but then the facts clearly speak. The gender pay gap is
not some sort of invention used as a marketing tool. It really exists. Is that women are

not interested in getting those positions? Or is it that they just cannot?

Governments in some of the most developed countries, including Italy, are addressing
this social issue by enacting laws that obligate firms of a certain size to employ women
in the highest positions: the famous “pink quotas”. As demonstrated by many articles,
when quotas for females are mandatory, firms find ways to bypass them. The stimulus
must be coming from the people as something voluntary. One of the ways to make it
voluntary is to show that the inclusion of women is not only something politically
correct, but also enhances the firm productivity, as many scholars demonstrated

(Chapter 2).

This thesis deals with this topic, deepening a part of the problem, because many
analysis and reports (Chapter 1) show, on the one hand, that greater inclusion of
women in the company is a bringer of different ways of running the company and that
can increase productivity; in addition, and to a greater extent, the fact that in some
economies, such as Italy, women are structurally underemployed, takes away from the
active population many skills and abilities that would lead towards the increase of the

possibility of economic development of entire countries or regions.

A lot of reports demonstrate this situation, that is why the following master thesis
starts by introducing to the reader five of the main reviews on the topic by qualified

associations or companies such as Accenture or the World Bank Group (Chapter 1).



Chapter 1 also provides Italian incentives for female entrepreneurship on a national

and regional basis.

Chapter 2 is dedicated to literature, it describes what scholars have already
discovered: gender differences in management, a correlation between gender and
performance, earnings management, motherhood and work-family balance; the
chapter culminates with the analysis of some foreign research, complementary to

mine, carried out in Australia and California, US.

Chapter 3 deals with the specific industry on which the empirical part will focus: the
wine sector, an ancient field in search for modernization, governed by traditionalisms
and secrets handed down from father to son. Firstly, I described the sector, narrowing
the attention on the main players; then, I laid out the great impact of export and
organic production, two of the most crucial themes highlighted in many interviews.
The chapter continues with wine companies’ governance peculiarities and managers’
distribution by gender. A paragraph on the Covid-19 effects conclude the chapter. The
research questions originated from some academic studies that draw food for
thoughts. | wondered: what is the role of social ties? Do they help or hinder women's

progress in this sector?

The last chapter, Chapter 4, introduces the empirical research by elaborating on Aida
data on Italian limited wine-producing companies. I analyzed them from the point of
view of geographical distribution and the characteristics of those managers (gender,
age ...), the chapter continues explaining the selected method for the analysis (Gioia
Method, 2012), the interview technique (Critical Incident Technique) and briefly
presenting the interviewed businesswomen. Afterwards I present the three business
evolution typologies I found, along with the role of ties during some common critical
phases. The thesis follows with a discussion on aggregate dimensions and, in the end,
the reader can find proposals on female wine entrepreneurs’ style of
entrepreneurship. My aim is to contribute to the research on this field, which is quite

scarce at the moment, and as well speak out loud on a topic that is very crucial to me.



Chapter 1.
Female Entrepreneurship and Women in the Workplace: the

current situation

The first chapter will analyze in-depth the ongoing set of circumstances in which
women can find themselves while approaching work. The following facts and statistics
belong to five of the main reports in the field, trying to cover as many aspects as
possible about the female workplace. The first report under analysis is the Women
Entrepreneurship 2018/2019 Report by the Global Entrepreneurship Monitor; than
the discussion continues with the most recent Accenture’s reports: “Getting to Equal
2019: Creating A Culture That Drives Innovation” (Accenture, 2019) and “Getting to
Equal 2018: When She Rises, We All Rise.” (Accenture et al., 2018). As the empirical
research of this thesis will be focused on Italian wineries, a European report was
consequently taken into consideration, namely: “The Barriers and Opportunities for
Women Angel Investing in Europe” by Women Business Angel for Europe’s
Entrepreneurs. The next one is the “Women in the Workplace” by McKinsey &
Company. The fifth and last one is “Women, Business and The Law 2019: A Decade of
Reforms” by the World Bank Group, a yearly project that put together all the
information about laws and regulations affecting women’s opportunities since 2009.
Chapter 1 will follow with a brief explication of the gender pay gap and the latter part
of the chapter is dedicated to national and regional incentives to female
entrepreneurship, for example the “Guarantee Fund for Female Enterprises”,
“Microcredit Woman” by Veneto Region and the “Non-repayable fund for female

entrepreneurship” by Friuli Venezia Giulia.
1.1 Women Entrepreneurship on Global Scale

Research on female entrepreneurship affects more and more subjects all over the
world: the reasons for this focus are manifold, and they lead the research to range
from the study of the socio-demographic characteristics of female entrepreneurs to
the social or political issues that affect women's work. The common basis for the work

on the subject is the growing relevance of the impact of this phenomenon worldwide



and of the contribution of the female gender to the growth and well-being of
companies and societies. These two aspects represent a common thread for the work
of the Entrepreneurship Monitor (GEM), a research project described as “the world
foremost study of entrepreneurship”. Through two statistical analysis tools (APS -
“Adult Population Survey” and NES - “National Expert Survey”), the GEM is
responsible for collecting and disseminating information regarding every aspect of the
entrepreneurial phenomenon in more than 100 economies in the world, adopting two
general reading keys: entrepreneurial behaviors and attitudes of individuals, and the

relationship between these careers and the national contexts in which they engage.

Every two years it elaborates a text entitled Women Entrepreneurship Report (GEM)
(Elam et al., 2019), which provides an empirical-statistical basis for research, political
decisions and the creation of initiatives and programs to support women's working
conditions and aspirations. The work of the GEM structures the macro-context “female
entrepreneurship worldwide” following a logic of analysis that organizes the set of
subjects, development phases, attitudes, characteristics and critical factors that

influence women's entrepreneurial career.

The analysis is carried out by grouping countries by geographical regions: North
America, Europe and Central Asia, Middle East and North Africa (MENA), Latin

America and the Caribbean, East and South Asia and Pacific and sub-Saharan Africa.



The Global Entrepreneurship Monitor provides some concepts to evaluate women
situation in the world. First of all, the Total Entrepreneurial Activity (TEA) is an
indicator that defines the percentage of active population, including both nascent
entrepreneurs (subjects who are about to start their own business), and
entrepreneurs whose business is still in the beginning phase (from 42 months to 3
years of activity); it is used to measure female participation in the business world. The
average percentage of TEA for women in the world is 10.2%, while men’s one reaches
13% (see Figure 1). Second, the entrepreneurial intention (EI), which is “the conscious
state of mind that precedes action and directs attention toward entrepreneurial
behaviors such as starting a new business and becoming an entrepreneur”!. The
highest score of women’s EI was found in MENA (36.6%), while the lowest one was
documented in Europe and Central Asia (8.5%). The third measure is the established
business ownership: businesses are considered as “established” after 3.5 years of
activity. The percentage of women running an established business is 6.2%, while

men’s one is 9.5%; surprisingly, nations that demonstrated parity are Saudi Arabia
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Figure 1. Average TEA rates by country and gender, divided by level of income.

Source: (Elam et al, 2019, GEM Women's Entrepreneurship Report 2018/2019).

1 Moriano et al., (2012), p.165.



and Angola, among others. The last indicator is business discontinuance. Business
discontinuance can be caused by managerial deficits, monetary weaknesses and poor
personal decision-based characteristics of the entrepreneur. Business discontinuance
may as well represent a strategic break to reduce expenses or shrink losses in hard
economic times. The rate for women and men are similar, respectively 2.9% and 3.2%.
The majority of women declared that they closed due to financial reasons. Following
the GEM Women’s Entrepreneurship Report 2018/2019, there are expectations of
growth in the number of female workers in the next 5 years for 18.7%. Concerning
innovation, in 18 countries women are more innovative than men; the most
interesting case is Russia, where female entrepreneurs are 2.1 times more likely than
their male peers to ideate an innovative product, confirming what stated by Dezso and

Ross (2012)2.

At an international level, 53.4% of women’s Total Entrepreneurial Activity
corresponds to wholesale or trade sectors, government, health, education and social
services, compared to 43.5% of men’s TEA. Sectors in which women are less
represented are agriculture, mining, and information and communications technology

(ICT), where males are twice as likely to operate as entrepreneurs (Elam et al,, 2019).

The report also includes the reasons that bring women to start an activity. The main
two are: necessity and opportunity. Opportunity-driven entrepreneurship represents
the entrepreneurial attempt to exploit a business opportunity. On the contrary,
necessity-driven entrepreneurship can be defined as a way to reach a more satisfying
life, in particular in those countries that are less developed (Fairlie & Fossen, 2019;
Miralles, 2017). As studied by Miralles (2017), the report as well demonstrates that

when national income is increasing, the reason to start a business is more likely to be

2 See Chapter 2.



opportunistic, with a global average percentage of 68.4%, compared to 74% of males

(see Figure 2).

TEA motivations: [ opportunity |7 Necessty

Percentage of women entrepreneurs

Figure 2. Percentage of women's TEA motivations.

Source: GEM Women'’s Entrepreneurship Report 2018-20109.

One of the main sections of the GEM Women’s Entrepreneurship Report 2018-2019
regards the “Impact and Performance of Women Entrepreneurs”. The authors argue
that self-employed women are creating new job positions, at least for themselves, and
with their activity, they help relatives. Self-employment has the benefit of flexibility; it
can be carried out when it is most convenient for the woman or it can be a side-
business to improve family’s conditions. In this field, women score higher than men,

as can be seen in Figure 3.

The average rate of women as sole entrepreneurs is 37.6%, way higher than its male
counterpart which scores 27.8%. As can be deduced from the chart, the area that
reaches the lowest outcome is the MENA region, while the highest percentages are
found to be in Latin America and Europe. In fact, those two territories are

experimenting a lot of policies to encourage and sustain female entrepreneurship,



easier access to credit, subsidies, hiring and tax facilitations (European Commission &

OECD, 2017).

[l women [l Men
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East/South Asia Europe and Latin America and Middle East North America  Sub-Saharan Africa
and the Pacific Central Asia the Caribbean and North Africa

Figure 3. Proportion of entrepreneurs who are self-employed by gender and region.

Source: GEM Women’s Entrepreneurship Report 2018/2019.

1.2 The Culture of Equality

Some people argue that gender balance is a matter of culture, and that the most
important thing is to shape people’s mindset, to change the male-dominant
perspective that nowadays comprises many societies. The following reports try to

explain how and why.

Accenture is a multinational company with headquarters in the United States and legal
office in Dublin. It deals with management and strategic consulting, technology
services and outsourcing. It is the largest corporate consultancy company in the world,
permanently in the Global Fortune 500 group, it solves the most demanding
challenges for its customers by offering innovative services and solutions in the
strategy, consulting, digital, technology and operations sectors. With skills in over 40
market sectors and on all corporate functions, it supports business transformation to

meet the needs of the new digital world. Accenture provides annual reports about



equality, the most recent are presented: “Getting to Equal 2019: Creating A Culture
That Drives Innovation” (Accenture, 2019) and “Getting to Equal 2018: When She
Rises, We All Rise.” (Accenture et al., 2018). The 2019 one focuses its attention on
innovation derived from the workplace culture. Innovation is more and more
necessary to thrive nowadays, both in terms of products but also markets and
processes. Accenture was able to find a link between the culture of equality and
innovation, in fact, employees’ mindset can be up to six times more inclined to
innovate when there is a culture of equality in the workplace; therefore, creating this
condition is not only a matter of ethic, but a business primary concern. The concept of
culture of equality is driven from the 2018 Report, which is composed of 40 specific

factors, grouped in three main categories that are:

1. Empowering Environment: a stimulating environment that relies on workers
and esteems them, providing freedom of expression and cues to creativity,
flexibility and updated training, which lead to autonomy. This would boost
employees’ deep purpose.

2. Bold Leadership: a new type of leadership that establishes, promotes and
overtly control equality benchmarks and provides all the necessary resources
without punishing failure.

3. Comprehensive Action: practices and strategies aimed at sustaining the work-
family balance for both genders, accessible by everyone in the company; this

category includes bias-free recruitments and evaluations, too.

Parallel to this, Accenture gives a definition of innovation mindset, as “a measure of a
person’s capacity and desire to innovate” and use it in an econometric model to
demonstrate that the innovation mindset is enhanced by the culture of equality, in
particular by the empowering environment. The innovation mindset is characterized

by six elements:

1. purpose, that has to be in line with the company’s one;
2. autonomy, the extent to which a person has the possibility to change
something and receive trust from its superiors;

3. resources, in terms of time, tools and incentives;



inspiration, to be obtained from beyond the organization;

collaboration, with cross-functional teams which proved to have several

advantages and to enhance cross-fertilization of ideas3;

experimentation, without the fear of failure.

For employees working in an equal environment, there are fewer barriers to innovate

and a smaller fear to fail (see Figure 4). Culture’s power is independent from country,

industry and any other feature characterizing a company.
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Figure 4. Employees in the most-equal cultures are less afraid to fail.

Source: Accenture (2019).

The report also addresses the issues of different perceptions among owners and

employees. The 76% of the interviewed leaders felt to empower workers to be

innovative, but only 46% of workers felt empowered by their superior. The reason of

such difference is mainly due to the wrong encouragement; actually, the power of a

financial reward is proved to be 42 times lower in its impact than providing people

with a workplace with the right culture on innovation mindset and equality. Second,

they measured the innovation mindset with a list of 31 questions; third, the

3 (Jackson et al,, 1995; Kimberly & Evanisko, 1981; Rochford & Rudelius, 1992; Schilling, 2013).
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relationship among the two variables was established through a regression model;
and finally, the results were compared to national GDPs and labor productivity growth
rates to evaluate the impact on the whole world. The method they used is a four-step
one that includes both a qualitative analysis (surveys) and a quantitative one: an
econometric model to verify the connection between the workplace culture and the
innovation mindset. More than 18,000 people were interviewed on the 40 factors that
shape workplace culture, and respondents were divided in three bands, those who

were part of the most-equal cultures, the least-equal and the typical ones.

The suggestion for companies is to build an inclusion and diversity strategy by
focusing on the three macro areas above mentioned, and to unite it with the overall

strategy.
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1.3 The Barriers and Opportunities for Women Business Angels in Europe

Women Business Angels for Europe’s Entrepreneurs (WA4E) is a European program
whose aim is to increase the number of woman business angels* in Europe, and to
promote financing for startups held by women. It includes six countries, namely: Italy,
Spain, the UK, Portugal, France and Belgium. They produced an online questionnaire
that the Cass Business School provided to 6,000 women among the six countries

(2018) (see Figure 5).

(28%)
78
(12%)
BELGIUM
109
(17%)
FRANCE
, 142 T 57
22% -
72 E PAIN ) I(WQA’?,)V
(11%)
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Figure 5. Number of women respondents across the 6 partner countries.

Source: “The Barriers and Opportunities for Women Angel Investing in Europe” - Women Business Angel for
Europe’s Entrepreneurs (2018).

4 A Business Angel is an informal investor who offers capital and knowledge to start-ups that have good
development prospects. Unlike formal investors (such as lenders), informal investors invest directly in
the startup and do not limit themselves to providing capital.
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A total of 640 women answered; of them, 310 were angel investing, and 330 were not.

225 women were also interviewed through a qualitative survey.

Among the most interesting results, they reported the fact that angel investors are
more likely to be self-employed (175 versus 128 women) (Tooth & Women Business
Angels for Europe’s Entrepreneurs, 2018). Being entrepreneurs, it is possible to grasp
better angel investment opportunities. Most women angel investors discovered this
possibility thanks to peer networks (78%), word of mouth from other angels (64%)
or entrepreneurs (48%). The main motivation for women to become angel investors
is because they want to contribute and help other entrepreneurs and new businesses.
Several actions can be taken to improve the presence of women business angels and

to clarify the meaning and the process of investing, among them:

e education on the topic, such as workshops;
e female-friendly networks>;

e targeted awareness campaigns;

e forums for peer-to-peer support;

e role models and case studies.

They firmly believe that women investors are the key to women entrepreneurship.
Like any entrepreneur, women entrepreneurs need capital to grow their companies.
Unfortunately, 95% of investors are men, who, as research shows, are inclined to judge
women on different standards. Therefore, women have bigger barriers to grow
successful companies. Keep in mind, that despite men making up 95% of

investors, capital is spread evenly 50-50 between men and women.

[talian women are increasingly interested in the world of startups and their innovative

quid. According to the survey by Italian Angels for Growth® (IAG), the most important

5 The role of networks will be explained later on.

 https: / tal |
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Italian business angel network, Italy counts 11.5% of the total European women, being
the most virtuous country. Within the IAG network, ranked in 2017 among the 5
largest venture capital investors in Italy, the female percentage reaches 16%, with 26
women out of 163 active members. Paola Bonomo is one of the best-known Italian
business angels, she is former manager of giants such as Facebook and Vodafone who
since 2009 has invested in technological startups with Italian Angels for Growth. “The
presence of women, both in the business sector and in funding - underlined Antonio
Leone, president of IAG - notes flattering data for the Italian market and in the next
few years these values are expected to grow, as numerous associations of business
angels aim to increase the number of women among their partners, Italian Angels for
Growth in the first place, to anticipate the socio-cultural evolution taking place: a

greater openness to the female component in the investment world”.
1.4 Women in the Workplace: the Managerial Perspective

McKinsey & Company, in collaboration with Lean In.Org, reports the management
situation each year, starting from 2015, in the United States; the results are positive
but still far away from equality. In these five years, the representation of women has
greatly improved by 24%, even if women of color have been discriminated and their
presence is lower than 5%. Moreover, it is interesting to note that there has been an
increase of 30 points percentage in the possibility to work from home, which denotes

a higher degree of flexibility (Thomas et al., 2009).

The metaphor of the “glass ceiling” is being replaced by a new one, the “broken rung”
on the corporate ladder, the most difficult part for women is to overcome the first step
of the climbing: become managers. The result is that men are significantly more
numerous than women at managerial levels and, as a consequence, there are notably

fewer women to hire or promote to senior managers.

Five pieces of advice are proposed as a suggestion for corporations that want to set up

their “broken rungs”:

1. planafinal objective for including more women into senior positions and make

it public;
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2. use different slates not only for senior promotions, but also when looking for a
manager level candidate, so that there is more probability that a woman can be
noticed (DuBois, 2016);

3. mitigate unconscious bias via training in order not to make unfair decisions;

4. point out clear criteria for evaluation, this will make all candidates equal in
front of the examiner’;

5. prepare women for management positions, give them the same type of training
and assignments, so that when it is time to choose, everybody has the same

odds.

Compared to the past, however, more senior women are named leaders. This is
possible for two reasons: first, many more women are hired at Director level than in
the past; moreover, promotion rates for senior-level women are better than for men.
Despite these small improvements, women continue to be under-represented at all
levels. Perhaps because growth within the organization is also closely intertwined
with corporate culture: when perceived as inclusive and fair, women and under-
represented groups are more satisfied and better prepared to grow. Since there are
many more men at the manager level, the number of women to be hired or promoted
is significantly lower and decreases as you scale towards the top management. Despite
the profound impact that the “broken rung” has on women's growth trajectory, both

HR leaders and employees underestimate the problem. More than half of HR leaders

7 The research also highlights and suggests that having a third component during the evaluation
improves objectivity (Correll, 2017).
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and employees believe and are confident that their company will be able to achieve

gender equality in leadership within the next 10 years (see Figure 6).
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Figure 6. % Of the Time Needed To Achieve Gender Equality According To Employees And HR Leaders.

Source: “Women in the Workplace” - McKinsey & Company (2019).

Furthermore, there seems to be a lot of difficulty in understanding the problem in
general. Answering the question about the main challenges that need to be addressed
to recover the gender gap, they demonstrate that there is no awareness of the “broken
rung” and promotions as managers. HR leaders say it has more to do with the lack of

solid sponsorship or the absence of female talent in the pipeline.
1.5 Legal Discrimination in the Workplace

Gender equality is a critical component of economic growth. The choices women make
will influence their financial safety, professional advancements and work-life
equilibrium. “Women, Business and the Law 2019: A Decade of Reform” made by the
World Bank Group, studies this issue via multiple questions to almost 190 countries
around the world in a ten-year period. The report has been produced to show how
women’s career and entrepreneurship are shaped by legal discrimination. Over the

last ten years, there has been substantial advancement towards gender equality: 131
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countries produced almost 300 reforms and regulations; 35 nations established
penalties for sexual harassment in the workplace, defending almost 2 billion more
women than in the past ten years (Adnane et al,, 2019). The study uses eight indexes
that are built around female experience with the jurisprudence during their
employment from the recruitment until termination. The indexes are: Going places,
Starting a job, Getting paid, Getting married, Having children, Running a business,
Managing assets, Getting a pension. To deepen the eight indexes, the analysists used a

series of 35 questions (Table 1).
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Table 1. Indicators and questions.

Going Places

1) Can a woman choose where to live in the same way as a man?

2) Can a woman travel outside her home in the same way as a man?

3) Can a woman apply for a passport in the same way as a man?

4) Can a woman travel outside the country in the same way as a man?

Starting a Job

1) Canawoman legally get ajob or pursue a trade or profession in the same way

as aman?

2) Does the law mandate non-discrimination in employment based on gender?

3) Isthere legislation on sexual harassment in employment?

4) Are there criminal penalties or civil remedies for sexual harassment in

employment?

Getting Paid

1) Does the law mandate equal remuneration for work of equal value?

2) Can women work the same night hours as men?

3) Can women work in jobs deemed hazardous, arduous or morally

inappropriate in the same way as men?

4) Are women able to work in the same industries as men?

Getting Married

1) Is a married woman not legally required to obey her husband?

2) Can a woman legally be “head of household” or “head of family” in the same

way as a man?

3) Is there legislation specifically addressing domestic violence?

4) Can a woman obtain a judgment of divorce in the same way as a man?

5) Do women have the same rights to remarry as men?

Having Children

1) Isthere paid leave of at least 14 weeks available to women?

2) Doesthe government pay 100% of maternity leave benefits, or parental leave

benefits (where maternity leave is unavailable)?

3) Isthere paid paternity leave?

4) Is there paid parental leave?

Source: World Bank Group (2019).
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There may be the perception that equality of chances gives to women the possibility
to decide which job is better for them, nevertheless, when legal gender unbalances are
present, this is not the case anymore. Reforms that motivate legal gender equality will
result in a greater number of women entering the work world; in fact, in countries that
reformed the law, female labor force grew by 0.70 percentage points (pp), in opposite
to only 0.21pp in those economies that did not reshape the work legislation. The eight

indexes are explained as follow:

¢ Going Places: measures “constraints on freedom of movement, including
whether women can independently decide where to go, travel and live”
(Adnane et al,, 2019). For example, Afghanistan eliminated a requirement for
married women to be accompanied by or have written permission from their
husbands to get a passport.

e Starting a Job: analyses laws affecting women’s decisions to enter the labor
market. For example, Bolivia, the Democratic Republic of Congo, Cote d’Ivoire
and Togo, reformed to allow women to get a job or pursue a profession without
permission.

e Getting Paid: studies regulations influencing occupational segregation and the
gender pay gap. Countries like Bolivia, Libya and Vietnam put in place laws
mandating equal wages for work of equal value. Moreover, Vietham also
launched job limitations for women that work in certain fields such as:
agriculture, construction and transportation.

e Getting Married: measures legal restrictions related to marriage. The majority
of reforms were related to the protection against domestic violence.

e Having Children: studies regulations that change women’s work after giving
birth. Many countries in the world approved paid paternity leave, among them
Iran, Maldives, Gambia, Turkey and China. Other economies such as Chile,
Montenegro, Poland, and the United Kingdom gave the possibility to exploit the
paid parental leave, at the disposal of both parents.

e Running a Business: assesses possibilities for women that decide to start a

business. Many countries around the world ensured equal possibilities for
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accessing credit together with consumer protections policies, apart from the
MENA region.

e Managing Assets: looks into contrasts in property and hereditary laws between
men and women, the latter being normally at disadvantage. The State of Togo,
for example, ensured equal rights for the division of inheritance between
children or relatives, both male and female.

e Getting a Pension: regards laws on women’s pensions. Over the last decade,
more than 20 countries have balanced or are gradually balancing the ages at
which men and women can withdraw with full pension benefits. Moreover,
some nations (Malawi and Bolivia among others) provided pensions for

women that stopped working for taking care of their child.

The average cross-country outcome is 74.71, which means that on average, a country
only provides women with 75% of men’s rights. Six countries - Belgium, Denmark,
France, Latvia, Luxembourg and Sweden - scored 100, meaning that feminine laborers
are on equal to workmen across all eight indicators®. The least average score in the
MENA region is 47.37, demonstrating that on average, a woman living in that region
has less than the 50% of men’s legal rights. The economies with the lowest scores are
Sudan (29.38), United Arab Emirates (29.38) and Saudi Arabia (25.63). The best
improvement has been reached by the Democratic Republic of Congo, that in ten years
was able to improve his result with a growth of 64.7%, from 42.50 to 70 points
(Adnane et al.,, 2019).

This huge upgrade was also due to the measures that gave married women the
permission to open a new business, have their own savings accounts, validate
agreements, work and decide where to live in the same way as men. Obedience to
husbands has been revoked, as have limitations on the sector in which women could
work. Even if over the past decade there has been great progress of reforms in gender

equality in labor law there are still many economies with a very low score, meaning

8 [taly scored 94.38.
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that women do not have many rights and they are not equal to men in front of the law.
Looking at the results of the study is also evident that there is high diversity among
countries on gender issues. So, this means that the countries with the lowest average
scores are, at the same time, the less inclined to implement gender equality
regulations. In particular, South Asia and the MENA region. These regions should be
boosted to provide women more rights primary for their dignity and freedom and then
for their possibility to access to the labor force. There is still a long and hard way of
reforms to be made in order to be completely satisfied in achieving equal rights

between genders (United Nations, 2010).

1.5.1 What is the gender pay gap?

The gender pay gap is the social-economic phenomenon by which the average gross
hourly salary for women is way lower compared to men, referring to the same job. The
related Index was introduced in 2006 by the World Economic Forum in order to mark
the gender-based disparities over time. There are two main ways to calculate the
gender pay gap. The first is the one that Eurostat calls “average gender pay gap” or
“unadjusted” and it is the result of the difference of the average gross hourly salary
between men and women expressed in percentage. The second one is the result of the
annual pay gap between male and female workers, called “overall gender pay gap” or
“adjusted”. The second evaluation is more precise since it shall take into account not
only the actual gross hourly salary, but also all those social-political factors (internal
or external) that prejudice women in the labor market. Some examples of these factors
are the minor labor hours paid and the lower employment rate in general, due to
carrier interruption because of family issues, but also due to discrimination and the

phenomenon of the “Glass Ceiling”.

21



Figure 7. The unadjusted gender pay gap, 2017 (difference between average gross hourly earnings of male and
female employees as % of male gross earnings).

Source: Eurostat.

“Glass ceiling” is a metaphor coined by feminists representing all the invisible barriers
that impede minorities from rising above certain levels in a hierarchy in the
workplace, even though the Eurostat shows that women graduate more and with
higher grades. This difference in the most prestigious workplaces is due to stereotypes
in certain sectors (for example in technology/scientific or politics fields) or roles (like
CEO, Minister); in general, the social pressure impose that the experts in certain fields
or topics are male figures and there is the perception that women are not appropriate
for those roles due to stereotypes as being emotional, irrational, low in leadership and
linked to family and motherhood roles. According to Eurostat, women earn on average
16% less than their men colleagues. Of course, Gender Pay Gap is different for every
country. Figure 7 is a clear representation of the data from the Eurostat (2019).
Concretely, men earn €1.8/h more than women in the private sector and if we take
into consideration the average wage, the difference is circa € 3,000 per year. In
addition, especially in the USA, black women and Latinas face an even wider pay gap,
in fact they earn respectively 64 cents and 56 cents for every dollar made by a white

man.

The situation in the European Union is definitely not homogeneous. There are certain
Member States with an unadjusted pay gap lower than 10% like Italy, but also
Belgium, Slovenia, Romania and Poland; others like the Czechia, United Kingdom,

Germany, Austria and Slovakia with an average above 20%. Between 2002 and 2015,
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thanks to OECD?® policies, a 10% reduction of the above-mentioned average occurred.
In Italy, the unadjusted Gender Pay Gap is 5.5% while the adjusted one is 43.7%,

compared to 39.3% in the European Union.

Iceland is defined as the highest gender equal nation in the world - even if women still
earn 16% less than men - because it was the first state to elect a female President,
almost half of the CEOs and 41% of Iceland Parliament is composed by women; in
addition, almost 4 women out of 5 do work. In order to reduce even more this Index,
in 2018 Iceland introduced norms due to which, up to 2022, every institution with
more than 25 employees, might be penalized if it is not able to prove the absence of
discrimination related to the equal employees’ compensation both in the private and

public sector.

1.6 Financial Incentives for Female Entrepreneurship: the Italian Situation

According to statistics prepared by Unioncamere, in 2018 there were more than
1,377,000 female enterprises in Italy, with an increase of about 6 thousand with
respect to the 2017 data and representing 21.93% of the total number of companies
registered in the Register of Chambers of Commerce. The result of 2018 is determined
by the increasing presence of foreign businesswomen (145 thousand), which
increased by over 4 thousand compared to the previous year. These are some ideas
that emerge from reading the data processed by the Unioncamere and InfoCamere

Observatory for Female Entrepreneurship.

Unioncamere has been dealing with female entrepreneurship since 1999: through a
first protocol signed with the Ministry of Economic Development and subsequently
renewed also with the Department for Equal Opportunities, the Committees were
born at each Chamber of Commerce. As part of the scheduling of chamber activities
and in agreement with the Chambers, the Committee proposes the development and

qualification of the presence of women in the business world, according to the

% Organization for Economic Co-operation and Development.
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principles of mainstreaming and empowerment; the Committee finds its main raison
d'etre in supporting the creation and consolidation of women's enterprises, thus
contributing to employment, growth and the increase in the competitiveness of

production systems.

Dissemination of facilitated finance tools and opportunities for access to credit,
planning of orientation paths for entrepreneurial choice and accompaniment for doing
business, organization of fairs and B2B events: these are some of the activities carried

out by the Committees throughout the national territory.

Unioncamere, thanks to the statistical data of the Observatory, reads and monitors the
progress of women's enterprises every three months and is also an active part of the
Women's Entrepreneurship Table at the Forum of the Adriatic Chambers of
Commerce, a moment of exchange and transfer of good practices on a European scale.
The regions that recorded consistent growth were Sicily, Lazio, Campania and
Lombardy, with an increase in 2017 of over 8,000 businesses compared to the
previous year. This is an important growth that leads women-led companies to

represent almost 22% of the total of Italian companies.

1.6.1 What is a women's enterprise in Italy and what are the requirements?

According to the official definition, “companies whose control and ownership is
mainly held by women are considered female enterprises: they are classified
according to the greater or lesser degree of female entrepreneurship, inferred from
the legal nature of the company, from the share capital held by each shareholder, and
by the percentage of women among the directors or owners or members of the
company”. Women's enterprises are micro, small and medium-sized enterprises that

possess these characteristics:

1. they can be cooperative societies or partnerships made up of at least 60% of
women;

2. orjoint-stock companies whose shareholdings are owned by at least two-thirds
of women and whose administrative bodies are made up of at least two-thirds

of women;
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3. or even individual businesses run by women.

The definition of women's enterprises is established by art. 2, paragraph 1, letter a) of

Law 215/1992 and subsequent amendments and additions.

Although there are many women entrepreneurs and freelancers, there are many
others who have a secret wish and want to make it happen through subsidized finance.
Subsidized loans or credit guarantees can, in fact, be the right solution for all those

women who need a little help to start their business in the best way.

1.6.2 Subsidized loans for female entrepreneurship: national incentives

The subsidized loans, especially in cases where they are at a zero rate, are designed to
support women who wish to receive liquidity immediately to start their own business.
Credit guarantee instruments, on the other hand, support businesswomen in

accessing credit, facilitating the possibility of receiving bank loans.

New zero interest companies

One of the best-known facilities is undoubtedly Invitalia's “New zero-interest
companies”. Dedicated to young people under 35 and women of all ages, it offers up
to 1.5 million euros for business projects in all economic sectors. The only exceptions
are activities related to fishing, aquaculture and primary production of agricultural
products, and activities mainly related to export. Female companies that are less than
12 months old and women who want to start a new business can participate in the

call.

Memorandum of Understanding of Associazione Bancaria Italiana (ABI)

Based on an agreement signed in 2014, the result of a collaboration between the ABI,
the Department for Equal Opportunities, the Ministry of Economic Development, and
the major trade associations, a series of interventions are envisaged to facilitate access
to credit by Italian businesswomen. The ABI Memorandum of Understanding provides

that each of the 48 member banks makes a specific credit limit available to women and
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self-employed women for the granting of loans at preferential conditions.

Consequently, women entrepreneurs can exploit three important subsidized loans:

1. “We invest in women” - a group of loans designed to support businesswomen
to make new investments and develop their business or profession;

2. “Women in start-ups” - a set of loans designed to create female start-ups or to
start their own professional studio;

3. “Women in recovery” - that is, a series of loans aimed at promoting the recovery
of SMEs and self-employed women who, due to the effect of the crisis, are

experiencing a temporary situation of difficulty.

Furthermore, these loans can be guaranteed through the SME Guarantee Fund, which

is discussed in the next section.

1.6.3 Guarantee Fund for Female Enterprises

The Microcredito’s Central Guarantee Fund is a unique opportunity as support for
access to credit for small businesses. It is an instrument established by the Ministry of
Economic Development with Law no. 662/96 (art.2, paragraph 100, letter a), and has
been operating since 2000. Its main purpose is to facilitate access to financial sources
by small and medium-sized enterprises, through the granting of a public guarantee
that is alongside, and often replaces, the real guarantees provided by companies. With
the Central Guarantee Fund, the European Union and the Italian State support
companies and professionals who have difficulty accessing bank credit because they
do not have sufficient guarantees. The public guarantee, in practice, replaces the
expensive guarantees normally required to obtain a loan. The company that turns to
the affiliated banking institution asking for and obtaining the intervention of the
Guarantee Fund, will not have to provide further guarantees, such as insurance
policies, on the portion guaranteed by the fund itself. The special section of the Fund
dedicated to women's businesses allows easier access to bank credit for this type of
business. In fact, in addition to being able to receive a public guarantee of up to 80%
of the total transaction, the female company can take advantage of privileged

conditions, such as:
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1. priority of preliminary investigation and resolution;

2. exemption from paying the one-off fee to the Fund.

In this case, not only the limited companies (S.R.L., S.R.L.S., or S.P.A.) and partnerships
can request the guarantee, but also the VAT holders or freelancers to give a boost to

their business.

“I stay in the South” by Invitalia

For southern women aged between 18 and 45, this is the most important one. It is a
subsidy that allows women to receive between 50 and 200 thousand euros for the
launch of new business projects in the southern regions. With this announcement,
women can finance entrepreneurial activities related to the production of craft-goods,
industry, manufacturing and service supply sectors. All commercial activities are
excluded, namely retail and wholesale trade and also e-commerce, agriculture,
forestry and all freelance activities. This is what concerns national opportunities, the

following are some regional announcements dedicated to women.

1.6.4 Lost fund for female entrepreneurship: regional concessions

Here below the reader can find some regional concessions for entrepreneurs or VAT
holders, who want to develop their business or activity, or want to create a new one,

but prefer to make use of a non-refundable contribution.

“Innovation, feminine noun” by Lazio Region

The Lazio Region, in collaboration with Lazio Innova, has published the new edition of
the announcements for proposals, with a total financial allocation of 1 million euros
and specific resources for the Municipalities of the Complex Crisis Areas of Lazio.
Female companies, freelancers, and women who want to start a new business can
participate in the call. The facility provides with a non-refundable contribution from
50% to 80% of the cost of the project, for a maximum of €32,000. The contribution
can be used for tangible and intangible investments, such as fees for services in

“software as a service” model and specialist consultancy.
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“Non-repayable fund for female entrepreneurship” by Friuli Venezia Giulia

The Friuli Venezia Giulia Region makes grants to support female entrepreneurial
projects in the craftmanship, industry, commerce, tourism and services sectors, in
order to encourage their production development. New female SMEs, or those
registered for less than 36 months in the Business Register at the date of submission
of the application, operating on the regional territory, can apply for contributions. The
intensity of the contribution is 50% of the costs admitted to the project and can vary
from a minimum of 25 hundred euros to a maximum of 30 thousand euros. The
contribution covers expenses for tangible and intangible investments, strictly
functional to the exercise of the economic activity, expenses for the establishment of
the activity, and those related to microcredit operations. In addition, this incentive
also provides for the coverage of first plant costs, such as those related to the start of

franchising activities.
“NIDI, the lost fund for women” by Puglia Region

Another interesting facility, promoted by the Puglia Region, is NIDI (Nuove Iniziative
D’Impresa). The Fund created by Puglia Region in favor of New Business Initiatives
provides with the possibility of receiving up to 150 thousand euros, half as a non-
refundable loan and half as a subsidized loan, granted at zero rate starting from 2018.
In this case, the forms of the