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OPUSCOLO INFORMATIVO PRASSI UNI PDR 125
Bellino ha scelto di implementare ed attuare il sistema di gestione per la parità di genere per assicurare la parità di genere relativa alla presenza e alla crescita professionale delle donne nell'organizzazione.
Il sistema di gestione, per quel che riguarda la presenza e la crescita professionale delle donne, fa riferimento alle seguenti aree di indicatori previsti dalla misura e “rinominati” per motivi di sintesi:
1.	Cultura e strategia	
2.	Governance	
3.	Processi HR	
4.	Opportunità
5.	Equità remunerativa	
6.	Genitorialità	
Il riferimento a tali indicatori è riscontrabile nelle modalità attuative del sistema e in particolare nel:
-	Porre l’attenzione e fissare precisi obiettivi per ogni fase lavorativa delle donne 
-	Misurare in modo chiaro e standardizzato i progressi realizzati
-	Certificare i risultati raggiunti seguendo processi qualificati e trasparenti
Il sistema di gestione interessa le seguenti categorie di persone che identifichiamo anche come “parti interessate” dei risultati del sistema:
-	Donne che lavorano nell’organizzazione
-	Donne che interagiscono con l’organizzazione quali:
-	Consulenti /professioniste esterne
-	Candidate all’assunzione
-	Fornitrici di beni e servizi
-	Clienti
Nel contesto economico nazionale, l’attuazione del sistema di gestione per la parità di genere, è volta a promuovere la parità di genere nelle aziende.
Tale promozione coinvolge in particolare l’attivazione delle seguenti aree:
-	Opportunità di crescita in azienda e parità di retribuzioni
-	Politiche per la gestione della genitorialità e della conciliazione vita-lavoro
-	Politiche di gestione dei processi aziendali
Il lavoro che l’organizzazione conduce in queste tre aree di intervento, attraverso il sistema di gestione, è ispirato all’intenzione della prassi di: 
-	Superare una visione stereotipata dei ruoli
-	Attivare la grande risorsa dei talenti femminili per stimolare la crescita economica e sociale
Alla luce di tali intenzioni istituzionali nelle quali la prassi è concepita l’organizzazione ha stabilito: 
-	Lo scopo del sistema di gestione che è quello di “Assicurare la parità di genere relativa alla presenza e alla crescita professionale delle donne nell'organizzazione”, in riferimento al superamento della visione stereotipata dei ruoli 
-	L’inquadramento di tale scopo nel disegno più ampio legato al business, le cui performance, per l’ipotesi illustrata in precedenza, possono essere migliorate grazie allo stile di leadership femminile.
L’organizzazione adotta una politica di parità di genere globale intesa a valorizzare e tutelare la diversità e le pari opportunità sul luogo di lavoro.
Essa esprime la modalità con cui l’organizzazione e attraverso il modello gestionale del sistema:
-	Garantisce nel tempo il mantenimento dei requisiti definiti in corrispondenza di ciascuna area
-	Misura gli stati di avanzamento dei risultati attraverso i KPI 
-	Documenta il funzionamento e i risultati ottenuti dal sistema di gestione
-	Gestisce e verifica le azioni pianificate
L’attuazione della politica è dell’alta direzione che si avvale dei membri che costituiscono il comitato guida a cui appartengono le seguenti persone inquadrate nel sistema dell’organizzazione.
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	Francesca Benedetto 
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	Amministrazione



Compiti del comitato guida
Tale comitato ha i seguenti quattro compiti:

1. Interpretare, rilevare e gestire costantemente i fattori di contesto che possono influenzare il perseguimento dello scopo e stabilire un piano strategico adeguato ad affrontarli.

2. Mantenere e attuare il sistema di gestione assicurando:

· La conformità alla prassi
· L’efficacia per raggiungere gli obiettivi di parità di genere e i target relativi ai punteggi di area della prassi
· L’idoneità delle risorse rese disponibili per raggiungere gli obiettivi e i target
· L’adeguatezza delle azioni stabilite per fronteggiare l’entità dei gap presenti  

3. Prevenire, rilevare e risolvere qualunque situazione non conforme e affrontare le conseguenze di eventuali disagi connessi 

4. Monitorare e migliorare sistematicamente le prestazioni del sistema di gestione 














POLICY FOR GENDER EQUALITY 
The purpose and efforts of Bellino Srl Bellino Srl, as established in the purpose of the management system, intends to ensure gender equality relating to the presence and professional growth of women.
In this sense, it wants to proceed to the valorization of the diversity present in the roles that it promotes in the organization and to maintain processes capable of developing female empowerment in business activities.

The attention of Bellino Srl, in the path that ensures the achievement and maintenance of this purpose, focuses its efforts in the following areas set out by the UNI 125:2022 practice 
1. Culture and strategy 
2. Governance 
3. HR processes 
4. Opportunities 
5. Pay equity
6. Parenting 
Bellino Srl believes that the development of a cultural model that promotes gender equality, in addition to generating "social value" appreciated in the European institutional economic context, constitutes a development factor for the business it conducts.

Results based on stakeholder satisfaction The company, for this reason, intends to ensure gender equality through concrete actions that, in addition to being compliant with the requirements/stability indicators in the individual areas indicated, result in real and concrete appreciation by the women present, who are the real stakeholders, of the results that the management system produces. Bellino Srl, with the desire to pay attention to a satisfaction account at any time and in any circumstance of a woman's working life, has chosen to look at a "life cycle" account through the following aspects:
· Selection and hiring (recruitment)  Career management
· Pay equity
· Parenting, care 
· Work-life balance 
· Prevention of abuse and harassment
For each of the following aspects, Bellino Srl has established more specific policies that are reported below. Each policy that expresses the principles that inspire the company has associated specific and measurable equality objectives indicated in the strategic plan.
Bellino Srl, in relation to the analysis of its business processes, has understood and established the principles to be respected in reference to each of the following points.
These principles constitute the inspiring criteria of the processes aimed at addressing:
• The existing gaps in reference to the indicators established by the UNI PdR 125:2022 practice
• The needs of the women present, seen as the main parties interested in the concrete results of the system.

POLICIES:

SELECTION AND RECRUITMENT
Our company respects, with a view to improving, the following principles in the selection and hiring of personnel to be employed in business activities:
· The selection of the candidate must be carried out in a gender-neutral manner
· The selection criteria must take into account the requirements aimed at personal qualities such as: professionalism, competence, specialization, experience
· The selection must not include issues relating to marriage, pregnancy and family responsibilities
· The selection must consider that the presence of women and men in the workforce must be balanced with respect to the total number of people present
· The job position, foreseen during the hiring phase, must provide for a remuneration related to the duties and responsibilities and not influenced by gender
· The selection must consider that the percentages of women and men whose contract provides for variable remuneration are balanced.

CAREER MANAGEMENT
Bellino Srl is aware that the economic results achieved also depend on the human resources that work there and all the opportunities for the development of such career intends to refer them only to the results and merit of the person regardless of gender. With a view to improvement, it manages the careers of internal staff respecting the following principles:

• The assignment of roles and duties must consider, as applicable, a balance of gender leadership
• Career path planning and presentation must be addressed regardless of gender
• Staff career paths are accessible to all people who can verify, in a transparent manner, the maintenance of balances related to gender equality
• The work environment in which most of the day is spent must ensure the possibility (technological and physical) for all people to express themselves and well-being seen as safety and comfort
• Training for the development of skills and awareness is a fundamental process intended to remove any career difficulties and restore any leadership balances in gender
• Promotions, if foreseen, always take into account the gender balance in reference to the functional level.

SALARY EQUITY
During the hiring phase and throughout the staff career, Bellino Srl intends to ensure salary equity regardless of gender. Bellino Srl does not consider asymmetrically the costs to be incurred to remunerate people of different genders. In determining, paying and modifying remuneration, it respects the following principles:
· The remuneration of individuals is recognized in relation to their role and responsibilities and any additions in the form of benefits and bonuses to such remuneration are intended to be based exclusively on the results produced and recognized
· The remuneration, payment of bonuses and assignment of benefits, for transparency, are documented.

PARENTHOOD, CARE
Bellino Srl intends not to constitute any obstacle to parenthood, supporting motherhood and fatherhood through activities designed to meet the needs of those who, due to their status connected to parenthood, must balance their commitment between work and new needs that have emerged. The company supports this intention in light of the following principles:
· Maternity and paternity are supported by training, information and reintegration programs
·  Maternity is assisted before, during and after birth as provided for by the applied CCNLL
· Paternity leave must be promoted so that all potential beneficiaries can benefit from it for the entire period provided for by law
· Returns from leave are supported by specific reorientation initiatives.

WORK-LIFE BALANCE
The organization intends to provide its staff with the opportunity to manage the time to dedicate to life and work through a balance of balances that takes into account both the company's business objectives and the psychophysical well-being of the worker resulting from greater freedom of self-determination. The principles underlying the work-life balance are the following:
· Work-life balance measures are aimed at all staff regardless of gender
· Adopts part-time, flexible hours
· Allows telematic connection with all staff who work from outside (regardless of contract), for work operations and participation in meetings.

PREVENTION OF ABUSE AND HARASSMENT
Bellino Srl repudiates any form of abuse and harassment and for this purpose carries out a zero-tolerance prevention and repression of the phenomenon. It implements its prevention through concrete actions whose principles include:
· That the risks related to abuse and harassment are identified
· Plan prevention actions in relation to this risk
· The possibility of reporting suspicions and/or facts related to abuse and harassment
·  The absolute protection of the reporting persons from any subsequent retaliation
· Analyze and understand any episodes of abuse and harassment
· Develop kind and gender-neutral communication.
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