
 

Understanding Gender Pay Inequalities:  A Comparative Analysis of 
Women and Male Salaries 
Emilia Filippi1, Letizia Lo Preiato2, Chiara Leggerini2 and Mariasole Bannò2 
1 Sant’Anna School of Advanced Studies, Pisa, Italy 
2 University of Brescia, Brescia, Italy 

emilia.filippi@santannapisa.it 
letizia.lopreiato@unibs.it 
chiara.leggerini@unibs.it 
mariasole.banno@unibs.it 

Abstract: Gender equality is enshrined in the Italian Constitution, particularly in Article 3, which emphasizes both formal and 
substantive equality between genders. However, recent data from the Istituto Nazionale per la Previdenza Sociale (INPS, 
2024) reveal that gender equality in Italy’s labor market remains elusive, especially regarding employment and pay. The 
employment rate for women is just 57%, significantly lower than the European average by thirteen percentage points. 
Moreover, while the gender pay gap appears modest, equal to 4.3%, this statistic can misleadingly suggest minimal wage 
disparity (INAPP, 2022). A more comprehensive measure—the gender overall earnings gap, which accounts for multiple 
factors—places the pay gap at a striking 43% (INAPP, 2022). In response to these persistent inequalities, Italy introduced 
Legislative Decree 198/2006, mandating gender reporting for companies with over 50 employees (Rapporti biennali sulla 
situazione del personale maschile e femminile). Our research uses these reports and adopts a cross-sectional approach to 
analyze the gender pay gap in Brescia (a province in Lombardy, Italy), through three different levels of analysis: the company's 
size, the sector to which the company belongs, and the type of contract implemented in the company, we offer an in-depth 
analysis of the firm factors influencing the existence of discriminatory practices. The results provide an up-to-date snapshot 
of gender inequality in one of Italy’s most economically advanced provinces and offer insights into potential compensatory 
measures and policies to address these imbalances. 
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1. Introduction  
Italy appears, formally, as one of the most virtuous European Union Member States regarding the gender pay 
gap, reporting a gap of only 4.3% in 2022 (Eurostat). However, this indicator is misleading as it fails to account 
for factors such as employment rate disparities, horizontal and vertical segregation, and non-wage-related 
components of salaries beyond the base pay (Oelz, 2013). 

In Italy there are two types of bargaining. First-level collective bargaining occurs at the national level through 
Inter-confederal Agreements and National Collective Labor Agreements (Contratti Collettivi Nazionali di Lavoro 
- CCNL), regulating employment within specific sectors. Second-level bargaining takes place at the territorial or 
company level, addressing issues not covered or improving upon national agreements. CCNL agreements ensure 
no wage differences between women and men, but discrepancies in additional salary components may occur, 
leading to the gender pay gap. To mitigate this gap, Italy introduced in 2006 the Decree No. 198/2006, known 
as the “Code of Equal Opportunities.” Among other provisions, it introduced the obligation for companies with 
more than 50 employees to prepare “Reports on the situation of male and female staff” (Rapporti periodici sulla 
situazione del personale maschile e femminile), which include detailed data regarding the types of contracts 
adopted, career advancements, reasons for resignations, and additional salary components for women and men 
(European Commission. Directorate General for Justice and Consumers. et al., 2022). 

By leveraging these reports, this study examines how additional salary components (i.e., overtime pay, individual 
salary supplements, productivity bonuses, and other components) vary among job positions (i.e., managers, 
middle managers, white-collar workers, blue-collar workers, protected categories workers, and workers - total) 
and three different levels of analysis: the company's size (50 to 100 employees or more than 100 employees), 
the sector to which the company belongs (secondary or tertiary sector), and the type of contract implemented 
(only CCNL or CCNL and other contracts—territorial and/or company-level). This analysis is performed separately 
for women and men and the results of the t-tests are then compared. Our sample consists of 899 companies 
with more than 50 employees located in the province of Brescia, in the heart of Lombardy, during 2021. 

 

2. Literature Review 
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2.1 Salary Components  

The right to fair remuneration is firmly established in Italian legislation, ensuring both formal and substantive 
equality (Italian Constitution, Law 903/1977, Law 125/1991, and the subsequent Decree No. 198/2006). This 
right appears to be well safeguarded in Italy, with a gender pay gap of 4.2% in 2020 and 5% in 2021, significantly 
lower than the European Union average of 12.7% in 2020 and 12.9% in 2021 (Eurostat). However, as argued by 
Carta et al. (2023), this relatively narrow gap is partially attributable to compositional effects. Italian women, in 
fact, exhibit lower participation in the labor market, and when they do participate, they face pronounced 
horizontal and vertical segregation (Carta et al., 2023). Furthermore, Italian culture continues to perpetuate 
deeply ingrained gender roles, often confining women to caregiving responsibilities (Lombardo & Del Giorgio, 
2013). This dynamic significantly affects women's time flexibility, reducing working hours, ultimately restricting 
and hindering their career advancement and adverse financial outcomes (Goldin, 2024, EIGE, 2023). The limited 
availability of time prevents women from accessing the supplementary components of salary, ultimately 
defining the gender pay gap. 

Indeed, according to a report by the International Labour Organization (ILO) (2013), determining whether a 
salary is genuinely fair requires evaluating all elements of the earnings package. These include base pay, 
overtime, production bonuses, performance-related bonuses, seniority increments, opportunities for business 
travel, prospects for career advancement, the absence of restrictions following maternity leave, and flexibility 
in working hours (Oelz, 2013). Together, these components provide a more comprehensive picture of wage 
equity, and the barriers women may face in the labor market. The relevance of this assumption is emphasized 
in the report “Reporting obligation regarding gender equality and equal pay” which references the 2012 protest 
by Fiat/FCA women workers. The protest, brought to the attention of then-Labor Minister Elsa Fornero, 
highlighted how family leave or leave to care for their children penalized them for obtaining the annual 
performance bonus (European Parliament. Directorate General for Internal Policies of the Union., 2021). 

So, to understand the true financial impact of this social dynamic, it is necessary to look beyond the minimum 
wage, which is equitably guaranteed by National Collective Labor Agreements (CCNL) and focus instead on the 
additional components of remuneration which can vary based on the characteristics of the company under 
consideration. As highlighted in the INAPP 2022 report, the composition of wages is influenced by multiple 
factors, including the size of the company, the sector to which the company belongs, and the collective or 
sectoral bargaining agreements. Exploring the disparities that arise from these variables offers a more nuanced 
and comprehensive perspective on the complexities of gender pay inequality, shedding light on its multifaceted 
nature beyond standard wage metrics. 

2.2 The Province of Brescia: in the Heart of Lombardy 

Italy is characterized by significant territorial disparities between the northern regions and the southern. 
Lombardy stands out as Italy's economic powerhouse, hosting the highest number of active businesses in the 
country. In 2020, the region registered a total of 826,051 active enterprises, which increased to 848,449 in 2021 
(Istat, 2023). This robust entrepreneurial landscape spans various industries, including finance, technology, 
manufacturing, and services, reflecting Lombardy's diverse and dynamic economy. 

The province of Brescia, situated in the heart of Lombardy, plays a pivotal role in this economic framework. After 
Milan, Brescia ranks as the province with the second-highest number of active enterprises. In 2020, Brescia had 
102,473 active businesses, which increased to 104,911 in 2021 (Istat, 2023). Known for its strong industrial base, 
particularly in metalworking, machinery, and automotive sectors, Brescia's economy is highly export-oriented, 
with substantial output in both traditional and high-tech industries (Istat, 2023). In terms of sectoral distribution, 
some industries are particularly dominant. The province’s economic performance mirrors that of the region, 
characterized by a high level of business activity, but also faces the challenges of achieving gender equality in 
the labor market, particularly regarding wage disparities and workforce participation. Moreover, the province 
of Brescia presents a particularly low employment rate for women, recorded at 41.7% in 2023, compared to 
61.3% for men (Istat). 

 

 

3. Method 
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3.1 Data  

The data used for the analysis comes from the periodic reports on the gender composition of the workforce 
(Rapporti biennali sulla situazione del personale maschile e femminile). The sample consists of 899 companies in 
Brescia, with at least 50 employees. The reports categorize employees into management, middle management, 
white-collar workers, blue-collar workers, and protected categories. These reports provide overall values, 
disaggregated by gender and role, for the additional components of salary, which include overtime, individual 
salary supplements, productivity bonuses, and a comprehensive category encompassing all other components, 
referred to as “other”.  

Overtime work is defined as work performed beyond the standard working hours established by law, a collective 
bargaining agreement, or an individual contract that provides more favorable terms for the employee. Article 5 
of Royal Decree-Law No. 692 of December 6, 1923. The component “individual salary supplements” 
(Superminimi individuali) refers to an additional remuneration agreed upon individually between the employer 
and the employee, exceeding the base salary established by the National Collective Bargaining Agreement 
(CCNL). This component is discretionary and reflects specific agreements tailored to the worker's role or 
performance. Productivity bonuses refer to variable compensation components tied to individual, team, or 
organizational performance outcomes. These bonuses aim to incentivize efficiency and productivity 
improvements, often based on predefined metrics or targets established by the employer. The “other” 
component includes all additional wage elements that cannot be classified as overtime pay, individual salary 
supplements or productivity bonuses. 

Data refers to 2021, partly mitigating issues from the Covid-19-induced economic contraction. 

3.2 Analysis  

The analysis was conducted using t-tests to examine how additional salary components (i.e., overtime pay, 
individual salary supplements, productivity bonuses, and other components) vary among job positions (i.e., 
managers, middle managers, white-collar workers, blue-collar workers, protected categories workers, and 
workers - total) and three different levels of analysis: the company's size (50 to 100 employees or more than 100 
employees), the sector to which the company belongs (secondary or tertiary sector), and the type of contract 
implemented (only CCNL or CCNL and other contracts—territorial and/or company-level). 

Specifically, the following comparisons were analyzed with t-tests. First, we compared the mean salary 
component for each job position in companies with 50 to 100 employees (Group 1) and the corresponding 
amount in companies with more than 100 employees (Group 2). The classification of “company size” into Group 
1 and Group 2 was informed by the sample composition. Out of 899 companies, 478 (53,2%) companies fell 
within Group 1, while 421 companies (46,8%) are classified into Group 2. Second, we compared the mean salary 
component for each job position in companies operating in the secondary sector (Group 1) and the 
corresponding amount in companies operating in the tertiary sector (Group 2). Out of 899 companies, 556 
(53,4%) belong to the secondary sector, while 343 (46,6%) companies operate in the tertiary sector. Third, we 
compared the mean salary component for each job position in companies adopting only the CCNL (Group 1) and 
the corresponding amount in companies adopting CCNL and other contracts (territorial and/or company-level) 
(Group 2). Out of 899 firms, 522 (58,1%) companies adopt only the CCNL, while 377 companies (41,9%) adopt 
CCNL and other contracts.  

The analysis was performed separately for women and for men. The results of the t-tests were then compared. 

4. Results  
Tables 1, 2, and 3 report the results of the t-tests conducted on the mean salary components received by women 
in various job positions, categorized by firm size, industry, and contract type. Similarly, Tables 4, 5, and 6 present 
the results of the t-tests for men across the same classifications. Table 7 compares the mean salary components 
between women and men for each job position, segmented by firm size, industry, and contract type. 

Focusing on these comparative tables, it emerges that firm size has varying impacts on additional salary 
components across the categories analyzed. Specifically, firm size significantly affects the overpay component 
for women in managerial positions, while it is not statistically significant for men across any job position. 
Regarding individual salary supplements, the effect is significant for women managers, whereas for men, it is 
statistically significant for white-collar workers, blue-collar workers, and protected categories. Productivity 
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bonuses show a statistically significant impact only for women in protected categories. Similarly, the "other" 
salary component is significant only for women in blue-collar roles. Notably, one category—women blue-collar 
workers' productivity bonuses—does not reach statistical significance but is close to the threshold (p-value = 
0.111), indicating that a larger sample size might render the variable significant. Regarding the firm's industry, 
statistical significance is observed for the "overtime" salary component for women managers. For men, 
significance is observed for most salary components and job positions. Finally, the analysis of contract types 
highlights their impact on the salary supplement for women, for productivity bonuses in specific positions (i.e., 
middle management, protected categories, and total), and for all other components (except for women 
managers). For men, statistical significance is observed only for overtime pay of middle managers. 

Observing the summary results in Table 7, it emerges that firm’s size and firm’s contracts affects only some 
salary components of specific job positions occupied by women and men. Instead, the effect of firm’s industry 
is stronger: it affects many salary components across many job positions, especially for men. 

Table 1: Mean salary components received by women in various job positions. Comparison by company size. 

 

 

 

 

 

 

 

 

 

Table 2: Mean salary components received by women in various job positions. Comparison by company 
sector. 
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Table 3: Mean salary components received by women in various job positions. Comparison by contract.  

 

 

 

 

Table 4:  Mean salary components received by men in various job positions. Comparison by size 
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Table 5: Mean salary components received by men in various job positions. Comparison by industry. 

 

 

 

Table 6: Mean salary components received by men in various job positions. Comparison by contract 
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Table 7: Summary results 

 
 

 

5. Conclusion  
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The firm's sector emerges as the variable with the most significant impact on both men and women across all 
hierarchical levels and for most salary components. On the contrary, firm size and firm contracts influence only 
specific salary components in certain hierarchical positions. 

In terms of the magnitude of salary differences, we observe that for firm size, the statistically significant 
components for women show an increase in mean values as firm size increases. This trend, however, is not 
observed for men. For the statistically significant components among men (i.e., men white-collar workers' 
individual salary supplements, men blue-collar workers' individual salary supplements, and men protected 
categories workers' individual salary supplements), mean values increase as firm size decreases. This divergence 
may be explained by men's potentially greater ability to negotiate individual salary increments, particularly in 
smaller firms where a more familiar and close-knit environment may facilitate such negotiations. 

Regarding firm’s sector, a higher mean remuneration for all additional salary components is observed overall, 
with the secondary sector showing the highest values. However, for women, statistical significance is found for 
the women managers’ overtime pay component. For men, the firms’ sector appears to have a broader impact. 
This finding aligns with the fact that women are predominantly employed in the tertiary sector compared to 
men, potentially granting men greater bargaining power in this domain, where they are perceived as the primary 
workforce. 

Finally, concerning firm’s contracts, a consistent trend is observed for both men and women in terms of 
quantitative differences across the various components. Specifically, for overtime pay, the mean is lower when 
additional contracts beyond the National Collective Labor Agreement (CCNL) are applied. However, this is 
statistically significant only for the men middle managers' overtime pay variable. Italian legislation mandates 
that additional contracts to the CCNL must always be advantageous. Therefore, further analysis would be 
necessary to understand the reasons behind this discrepancy. 

For the other salary components, the means are generally similar or higher when multiple contracts are applied 
concurrently, aligning with the provisions of Italian law. However, the effect of contract differences is statistically 
significant only for women, particularly for the variables regarding productivity bonuses and the “other” 
component. This finding is particularly noteworthy as it underscores the importance of collective bargaining, 
especially for women. 

This study is not without limitations. First, the sample used is relatively small and markedly homogeneous in 
terms of firm size (over 50% of our sample includes firms with 50 to 100 employees) and geographical location 
(all firms are based in the province of Brescia). These characteristics embed the sample in a uniform economic 
context that also influences the typology and sectors of the firms, potentially biasing the sample structure itself. 
Second, the analysis considered only one type of variable—namely, the mean salary component—without 
accounting for factors such as other firm characteristics that could have influenced the robustness of the 
analysis. 

Despite these limitations, the significance of the results highlights the need for more in-depth studies on the 
additional components of salaries and the dynamics that shape their composition. Future research could explore 
additional variables, such as the gender pay gap. 

This study is not exhaustive in defining and analyzing the phenomenon but serves as a starting point for future 
investigations. Such research could shed light on the gender pay gap and provide the awareness necessary to 
build a society where men and women have equal rights and opportunities. 
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