
2024

W7 Position 
Papers Booklet



INDEX

Released during:

Global Thinking Foundation annual event: Social Justice 

Generations Against Violence 29 October 2024 - Rome,             

in collaboration with W7 Chairs

Benefit corporations and the 
commitment to foster a fair and 

inclusive society 

Released during: 

G7 Ministerial Meeting on Gender Equality 

6 October 2024 - Matera

Gender gap and female 
empowerment: an international 

comparison 

Released during:

G7 Ministerial Meeting on Labour and Employment 

11-13 September 2024 - Cagliari

LABOUR & A.I.

A.I. and women’s work: 
towards a new era of inclusion 

and equity

BENEFIT
CORPORATIONS

FINANCIAL 
EMPOWERMENT



3
3

LABOUR 
& A.I.

FINANCIAL 
EMPOWERMENT

BENEFIT
CORPORATIONS

LABOUR & ARTIFICIAL 

INTELLIGENCE (A.I.)



4
4

LABOUR 
& A.I.

FINANCIAL 
EMPOWERMENT

BENEFIT
CORPORATIONS

LABOUR & ARTIFICIAL 

INTELLIGENCE (A.I.)

Labour & A.I.
Executive Summary

In a labor market characterized by unprecedented 

challenges - such as the aging population and generational 

coexistence in the workplace1 - women must face a 

specific working environment shaped by the emergence 

of Artificial Intelligence (A.I.) and the digital transition. 

Issues such as the pay gap, reduced access to professional 

opportunities and the persistence of discrimination can 

be exacerbated by the rise of new technologies.2 

Today, despite women making 42% of the global 

workforce, less than 25% of them occupy executive 

positions. The adoption of A.I. could intensify these 

problems, but if managed correctly, it also offers a concrete 

and decisive resource to help combat gender 

inequality.3The technology field represents one of the 

critical sectors where women had limited representation.4 

Consequently, the transition to generative A.I. and the 

expanding use of non-generative A.I. without dedicated 

control mechanisms might reinforce gender stereotypes 

and implicit biases, damaging women’s participation in the 

workplace and limiting the diversity of ideas and 

innovation. Conversely, A.I. has undeniable potential to 

promote gender equality through targeted actions in HR 

processes, such as: making job advertisements more

inclusive, proactively reducing discrimination in candidate 

selection, personalizing professional training (upskilling), 

promoting fair pay, employing data-centric analyses that 

can help improve corporate culture by identifying existing 

discriminations.5 

In this evolving scenario, adopting a human-centred 

approach is essential, as proposed by the European Union 

A.I. Act, to prevent A.I. from amplifying gender inequalities 

instead of reducing them. To pursue this strategy, active 

policies aimed at promoting digital and STEM skills 

among women are required, and their direct involvement 

in the development of educational and employment policies 

is essential. But not less important, the complexities of A.I. 

should be addressed holistically, ensuring transparency 

and controls in algorithms thus avoiding gender 

discrimination and violations of fundamental rights. In this 

context, A.I. can certainly become an effective tool against 

gender prejudice and to advance the full expression of 

women potential, while also stimulating economic and 

social growth. An evolutionary perspective that can be 

promoted across the world a vision of the future of women 

work projected towards an era of inclusion and equality. 

AUTHORS

ALIGNMENT WITH SUSTAINABLE 

DEVELOPMENT GOALS

CLICK HERE

To download the full version 

of the document

Sources: 1 International Labour Organization, World Employment and Social Outlook – Trends 2024, 10 January 2024, Link | 2 Placing gender equality at the heart of the Global 

Digital Compact: Taking forward the recommendations of the sixty seventh session of the Commission on the Status of Women- UN Women, Link | 3 Global Gender Gap Report 2024 

– WEF, Link | 4 Deloitte Women @ Work 2024 – A Global Outlook, Link | 5 Deloitte 2023 | Beyond productivity: The journey to the quantified organization, Link
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Labour & A.I.
The current context - Key insights

Deloitte’s ‘Women @ Work: a Global 

Outlook 2024’ survey reveals that 

67% of women working for 

companies recognized as “Gender 

Equality Leaders” report increased 

workplace empowerment, leading 

to higher engagement, greater job 

retention, more career optimism, 

and lower stress levels.

In G7 countries, aging populations, 

A.I., and new working models are 

reshaping the workforce, 

emphasizing the need for diversity, 

sustainability, and women’s 

inclusion in evolving business 

practices and societal expectations.

Nowadays, the workplace faces 

challenges like demographic shifts, 

generational differences, and the 

adoption of new technologies, 

which create skill imbalances and 

labor shortages, ultimately 

hindering innovation and 

competitiveness in advanced 

economies.

Source: Global Gender Gap Report 2024 – WEF

Women representation in the global workforce

C-Suite roles | 25%

Entry-level roles | 46%

Senior leadership roles | 32%

Total workforce | 42%

https://www.deloitte.com/content/dam/assets-shared/docs/collections/2024/deloitte-women-at-work-2024-a-global-outlook.pdf?dl=1
https://www.deloitte.com/content/dam/assets-shared/docs/collections/2024/deloitte-women-at-work-2024-a-global-outlook.pdf?dl=1
https://www3.weforum.org/docs/WEF_GGGR_2024.pdf
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Labour & A.I.
The challenges of world of work and women’s work - Key insights

Closing the gender gap could boost 

global GDP by over 20%, and 

companies that prioritize gender 

equality enjoy greater diversity, 

fostering innovation and improving 

their competitiveness in the market.

Expanding female representation 

in high-growth areas such as 

technology offers immense value. 

As these sectors progress, A.I. can 

actively promote gender balance, 

helping to dismantle stereotypes 

and encouraging richer, more 

innovative contributions from 

women.

Despite women making up 42% of 

the global workforce, their 

representation in leadership 

positions is much lower, with only 1 

in 4 of top roles held by women, 

reflecting persistent gender 

inequalities in career advancement.

The value of commitment to women at work

How working women rate the following aspects according to organization type across the world*   
(Percentage saying good/very good)

Gender Equality Leaders have created genuinely
inclusive cultures where women believe they are fully
supported by management and respected by their
peers.

Loyalty to my 
employer

Productivity at 
work

Physical 
health/well-being

Motivation at work

Feeling a sense 
of belonging at 
work

76%

26%

75%

25%

74%

21%

71%

22%

71%

20%

Gender 
Equality 
Leaders

Gender 
Equality 
Leaders

Gender 
Equality 
Leaders

Non-Leaders 
in Gender 
Equality

Non-Leaders
in Gender 
Equality

Non-Leaders 
in Gender 
Equality

Source: Deloitte Women @ Work 2024

*Countries surveyed: Australia, Brazil, Canada, China, Germany, India, Japan, South Africa, the United Kingdom, and the United States

https://www.deloitte.com/content/dam/assets-shared/docs/collections/2024/deloitte-women-at-work-2024-a-global-outlook.pdf?dl=1
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Labour & A.I.
A.I. as an enabler to close the gender gap in labor - Key insights

A.I. should be developed with 

transparency and accountability to 

prevent discrimination and bias, 

ensuring gender-sensitive data and 

systems that support fairness in 

hiring, combat workplace 

harassment, and promote gender 

equity.

Policies promoting digital and A.I. 

skills development are essential for 

women’s success in the future labor 

market, as gender imbalances 

persist in STEM fields, with women 

significantly underrepresented, 

especially in Information and 

Communication Technologies.

Emerging technologies like A.I. can 

enhance workplace productivity 

and safety by automating routine 

tasks, allowing companies to focus 

on higher-value activities and 

improve overall working conditions, 

particularly for women.

0%

Gender gap across fields of study in Europe
Women Men

10% 20% 30% 40% 60% 70% 80% 90% 100%50%

Source: European Commission, 2024

Education Health and welfare 

Arts and humanities 

Social sciences, journalism and information

Generic programmes and qualifications

Business, administration and law

54% 46%Total 

Health and welfare

Natural sciences, mathematics and statistics

Agriculture, forestry, fisheries and veterinary

Services

Engineering, manufacturing and construction

Information and Communication Technologies

https://commission.europa.eu/document/download/ec1409c1-d4b4-4882-8bdd-3519f86bbb92_en?filename=The%20future%20of%20European%20competitiveness_%20In-depth%20analysis%20and%20recommendations_0.pdf
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Financial Empowerment
Executive Summary

Addressing the gender gap remains a significant challenge 

for global social and economic growth. The phenomenon 

of the gap takes on many forms globally including 

restrictions on access to education and healthcare, as well as 

economic and civil rights inequalities. While the literature 

on these themes highlights a growing commitment to 

implementing measures to support equal opportunities, it 

is important to emphasize the persistence of significant 

gaps that requires continued efforts to achieve gender 

equality. 

Initiatives aimed at investing in projects that promote 

gender equality (such as Gender Bonds) together with 

government policies that support female empowerment 

contribute to reduce the gender gap by promoting access 

to capital, reducing wage inequality, promoting work-life 

balance and increasing female representation in decision-

making positions. 

The main global indices that analyze the gender gap, such as 

the ‘Gender Gap Index’ and the ‘Gender Equality Index’, 

show that the most desirable results are have been

achieved in Northern Europe, with fourteen European 

countries currently among the top twenty countries in the 

world. Despite Europe’s favorable position in the current 

global landscape, the World Economic Forum estimates that, 

at the current pace, it would take 67 years to achieve full 

gender equality in Europe.1, 2 

Italy recently launched its National Strategy for Gender 

Equality 2021-2026, with the aim of significantly reducing 

gender discrimination by 2026.3 Italy’s G7 presidency in 2024 

presents a unique opportunity to accelerate progress 

towards gender equality. This can be achieved by promoting 

ambitious and concrete policies that foster inclusive 

economic growth.

Closing the gender gap is an investment in the future of our 

country, as a more equitable and inclusive society could 

allow women to fully express their potential, making a 

decisive contribution to the country’s social and 

economic development. Contributing to the common good 

in an equitable manner is today’s challenge for the future. 

AUTHORS

CLAUDIA SEGRE                    
W7 Co-Chair

ALIGNMENT WITH SUSTAINABLE     

DEVELOPMENT GOALS

CLICK HERE

To download the full version

of the document

Sources: 1 In the context of Europe, the term «Europe» refers to geographical Europe | 2 World Economic Forum, Global Gender Gap Report 2023, June 2023, Link | 3 Department 

for Equal Opportunities National Strategy for gender equality 2021-2026, Link 
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https://www.deloitte.com/content/dam/assets-zone2/it/it/docs/about/2024/w7-position-paper-financial-empowerment-eng.pdf?icid=quicklinks_gender-gap-and-female-empowerment---an-international-comparison?icid=quicklinks_gender-gap-and-female-empowerment---an-international-comparison
https://www.deloitte.com/content/dam/assets-zone2/it/it/docs/about/2024/w7-position-paper-financial-empowerment-eng.pdf?icid=quicklinks_gender-gap-and-female-empowerment---an-international-comparison?icid=quicklinks_gender-gap-and-female-empowerment---an-international-comparison
https://www.deloitte.com/content/dam/assets-zone2/it/it/docs/about/2024/w7-position-paper-financial-empowerment-eng.pdf?icid=quicklinks_gender-gap-and-female-empowerment---an-international-comparison?icid=quicklinks_gender-gap-and-female-empowerment---an-international-comparison
https://www.weforum.org/publications/global-gender-gap-report-2023/
https://www.pariopportunita.gov.it/it/politiche-e-attivita/parita-di-genere-ed-empowerment-femminile/strategia-nazionale-per-la-parita-di-genere-2021-2026/
https://it.linkedin.com/in/barbara-pontecorvo-038b97105
https://www.linkedin.com/in/marco-vulpiani-phd-3994213?utm_source=share&utm_campaign=share_via&utm_content=profile&utm_medium=android_app
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https://www.linkedin.com/in/martinarogato/
https://www.linkedin.com/in/atartaglia/
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Gender gap: global analysis – Key insights

Over the past decade, the G7 

countries have made notable 

progress in closing gender gaps, 

though further advancements are 

needed. Among these leading 

economies, only Germany ranks in 

the Top 10 of the 2024 Global 

Gender Gap Index.

Europe stands out as a global 

leader in gender equality, with 13 

of its countries among the top 20 

worldwide, closely followed by 

North America and Latin America 

and the Caribbean, highlighting 

regional progress in closing gender 

gaps.

In 2024, the Global Gender Gap 

Index, which measures disparities 

between women and men across 

economic, educational, health, and 

political dimensions, revealed that 

68.5% (100 represents full parity) of 

the global gender gap had been 

closed.

Source: WEF Global Gender Gap Report 2024

Composition of the Global Gender Gap Index

Global Gender Gap Index 68.5%

96.0%

94.9%

60.5%

60.5%

Health and Survival

Educational Attainment

Political Empowerment

Economic Participationand Opportunity

https://www3.weforum.org/docs/WEF_GGGR_2024.pdf
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Gender gap: Italian current condition - Key insights

Since 2013, Italy has improved 

significantly in gender equality, 

moving up eleven places, with its 

strongest performance in health 

(9th among EU members) but 

persistent challenges in the labour 

domain, where it consistently ranks 

last.

The Gender Equality Index, which 

assesses gender equality within 

European Union nations, ranks Italy 

13th out of 27, scoring 68.2% out of 

100% (full equality), falling just below 

the European average of 70.2%.

In 2024, Italy ranked 87th out of 

146 countries in the Global Gender 

Gap Index with a score of 70.3%, 

with a slight improvement over its 

2014 score of 69.7%. However, it still 

remains below the European 

average of 75.0%. 

Source: EIGE 2013-2023

Comparison of sub-indices of  Gender Equality Index for Italy

2013 2023 Diff%

Gender Equality Index 53.3% 68.2% +28%

Health 86.3% 89.2% +3%

Money 78.9% 80.3% +2%

Time 55.1% 67.4% +22%

Work 61.3% 65.0% +6%

Power 25.2% 62.7% +149%

Knowledge 53.8% 60.8% +13%

https://eige.europa.eu/gender-equality-index/2023/country/IT
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Gender gap: how to promote gender equality - Key insights

Despite significant progress in 

promoting pay equity and gender-

sensitive pension plans, ongoing 

efforts are essential to further close 

the gender wage gap. Notably, Italy’s 

gender pay gap, measuring the 

average earnings difference between 

men and women, is 3.3%, the 

lowest among G7 countries.

Gender governance promotes 

equality in corporate decision-

making, yet Italy has the lowest 

percentage of female managers 

among European G7 nations, with 

just over 1 in 4 managerial roles 

held by women.

Gender bonds, fixed-income 

securities issued to fund gender 

equality initiatives, particularly in 

support of female 

entrepreneurship, have expanded 

significantly, growing from $4.3 

billion in 2020 to $14.4 billion by 

2023.

Source: OECD.Stat 2021

Percentage of female managers in worldwide management positions by country*

41.4%

29.2%

13.2%

*Data slightly different from the one presented in the Position Paper, which refers to 2019

0 10 20 30 40 50

Japan

Italy

Germany

Canada

United Kingdom

France

United States

28.6%

36.8%

35.6%

37.8%

https://stat.link/51xum9
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Benefit Corporations
Executive Summary

In the current socio-economic context, where stereotypes 

and inequalities persist, there is a need for concrete 

actions and policies that help promote inclusion, equity, 

and equality as drivers of growth and development. 

These efforts have the potential to impact not only 

economies but also social and cultural dynamics. The path to 

achieving gender equality remains long, with many women 

still facing gender biases, economic and legal barriers, and 

challenges in accessing the workforce. These obstacles 

manifest as gaps in training, wage disparities, 

underrepresentation in leadership roles, and the complex 

challenges of balancing motherhood and caregiving 

responsibilities.

Gender balance is no longer solely an ethical or social matter  

linked to rights; it has become a strategic imperative for 

the sustainability of national economies. In this context, 

the model of benefit corporations (introduced in Italy in 

2016 and adopted by over 3,500 Italian companies1) offers a 

meaningful response to the growing demand for responsible 

business practices. These companies are committed to 

improving social conditions, creating inclusive

employment opportunities, promoting education, and 

reducing inequality, with a positive impact on people, 

communities, and the environment.

This is one of the key findings of the 2024 DE&I Maturity 

Index study, published by Deloitte Italy, which assesses the 

maturity level of Italian organizations regarding diversity, 

equity, and inclusion (DEI). The study, for the first time, also 

measures the positive impact of the benefit model on DEI. It 

reveals that the companies in the sample analyzed are 

actively committed to improving social conditions and 

reducing inequality, often embedding gender equality 

goals into their articles of association. 

Equally notable is the rise of B Corp companies (more than 

9,300 in the world), which integrate social and 

environmental matters into their business processes by 

adhering to an internationally recognized certification 

system2. Italy’s presidency of the G7 in 2024, particularly 

through the Women 7 initiatives, presented an opportunity 

to examine gender balance from multiple perspectives, 

including the exploration of new organizational models 

that combine economic goals with community benefits.
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of the document

Sources: 1 Benefit Corporation, National Research on Benefit Corporations 2024 Part 1, 2024, Link  | 2 B Corp Lab Europe, Towards Gender Equality – A guide from the B Corp 

Gender Equality Working Group, 2022, Link
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Benefit Corporations
Benefit corporations and the context – Key Insights

The benefit corporation model has 

gained international traction, with 

adoption spreading to countries like 

Colombia, Canada, France, and 

Rwanda, reflecting growing global 

interest in socially responsible 

business practices.

Italian law allows companies to 

declare common benefit 

objectives in their articles of 

association, committing to 

reducing negative impacts on 

people, society, and the 

environment while pursuing 

positive outcomes.

Benefit corporations, introduced in 

the US in 2010 and later adopted in 

Italy in 2016, integrate profit-

making with the pursuit of social 

and environmental benefits, 

promoting responsible, sustainable, 

and transparent practices.
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Benefit Corporations
Benefit corporation: facts and figures - Key Insights

Benefit corporations’ success is 

driven by investments in 

innovation, internationalization, 

and employment, combined with a 

strong commitment to sustainability, 

which enhances both 

competitiveness and market 

positioning.

Benefit corporations consistently 

outperform traditional companies, 

with faster growth, greater 

productivity, and a median revenue 

increase of 37%, compared to just 

18% for non-benefit corporations.

Since its introduction in 2016, the 

benefit corporation model in Italy 

has experienced significant 

expansion, with the number of such 

organizations rising from 400 to 

3.600 between 2019 and 2023 thus 

reflecting their increasing appeal 

across various sectors.

Source: Benefit Corporations, National Research on Benefit Corporations 2024 Part 1, 2024

2017

177
313 442

805

1.697

2.626

3.619

2018 2019 2020 2021 2022 2023
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+37%
Number of Benefit Corporations in Italy

https://www.societabenefit.net/client-assets/files/allegati/2024/Ricerca_nazionale_Societa_Benefit-2024.pdf
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Benefit Corporations
The impact of the Benefit model on gender balance - Key Insights

Studies like the 2024 Deloitte DE&I 

Maturity Index reveal that benefit 

corporations prioritize DEI, with 

84% including diversity and 

inclusion as key purposes, 

demonstrating their potential as 

catalysts for equitable and 

sustainable corporate practices.

The legal status of benefit 

corporations reinforces their 

commitment to diversity, equity, 

and inclusion (DEI). This structure 

ensures that DEI initiatives, such as 

equal pay and gender balance in 

leadership roles, are systematically 

pursued, creating fair work 

environments and fostering equity.

Benefit corporations are uniquely 

structured to address social 

challenges in the private sector by 

embedding inclusivity and equal 

opportunity in their business models. 

They prioritize gender balance, pay 

transparency, and anti-

discrimination policies, resulting in 

measurable social impact.

Source: Deloitte Italy, 2024 Deloitte DE&I Maturity Index, 2024

Focus areas of Italian benefit corporations

15%

46% 46%

54% 54% 54%

69%

85%

https://www.deloitte.com/content/dam/assets-zone2/it/it/docs/services/consulting/2024/2024-deloitte-annual-diversity-equity-inclusion-maturity-index-report.pdf
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