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The year 2020 was - for companies around the 
world - a very complex year in labour and human 
resources management, due to the Covid-19 
emergency and the restrictions and consequences 
that came with it. In fact, companies found them-
selves having to manage many new problems 
(contagions, swabs, quarantine and illness for em-
ployees, remote work, redundancies, etc.) that in-
evitably required a surplus of energy and new tools. 
From the workers' point of view, a similarly com-
plex situation emerged, in which concerns about 
health and physical safety were mixed with fears 
of losing economic well-being, the psychological 
impact of isolation, and the difficulty of adapting 
to new family dynamics (e.g. managing children's 
distance learning). 

The good news is that companies and workers 
are quickly adapting to find common, shared solu-
tions to the critical issues of these months (remote 
working, accelerating innovation, new support 
networks that respond to people's needs). This 
situation has given businesses the opportunity to 
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A2A SERVICES AND PROCESSES

OUTCOME

Reduced by 29%  
frequency index  
of accidents and 8%  
the severity index 

21% of women  
manager and >90%  
female to male salary  
ratio in all categories

Promoted "Oltre" grant for 
all employees to handle the 
Covid-19 emergency

Digital skills developmentof 
employees thanks to the 
Digital Academy

INPUTS

11,477 Group 
employees, of whom 97%  
on permanent contracts

Promoted a listening 
survey on Covid-19 
emergency management

995 new hires and 
914 terminations of 
employment

73% employees trained 
during the year

create new skills that will be critical to post-pan-
demic competitiveness: being more digital and da-
ta-driven, having more variable cost structures and 
more agile operations.

Among the aspects to be strongly considered in 
the definition of new models of people manage-
ment, particular attention should be paid to the 
issue of diversity, including gender diversity, since 
the health and socio-economic consequences of 
the pandemic are disproportionately affecting the 
female gender. In this regard, in November 2020, 
the European Union presented its Action Plan on 
Gender Equality and Women's Empowerment 
for the period 2021-2025 (GAP III), which aims to 
address the structural causes of gender-based ine-
quality and discrimination, including by promoting 
the economic and social empowerment of women. 
In particular, with regard to the world of work, the 
European strategy aims to ensure equal treatment, 
promote work-life balance and improve access to 
childcare and other care services.

The Covid Emergency and Diversity

MATERIAL ISSUES 
Occupational health  

and safety

Development of  
human capital

Diversity and inclusion

Corporate welfare

SDGs IMPACTED @2030 STRATEGIC 
PLAN 

-57% weighted 
injury index

6k direct hires

30% women managers

100% disabled people 
included in development 

projects

400 
million 35%

JOBS LOST GLOBALLY  
IN THE SECOND  

QUARTER OF 2020

THE FINANCIAL 
PERFORMANCE OF 
COMPANIES THAT  
VALUE DIVERSITY

-16%

AVERAGE HOURLY  
SALARY OF WOMEN  

IN THE EU COMPARED  
TO MEN
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Protection of occupational health and safety
Promotion of practices and systems for the management of occupational health and safety, monitoring of 
incidents and prevention measures, also through dedicated training, for both employees and contractors. 

Development of human capital
Promotion of professional development and attraction and retention of talents; creation of development 
and training opportunities aiming to strengthen technical, managerial and organizational skills of employees; 
activation of structured systems for listening to employees, promoting dialogue and collaboration initiatives.

2020 ACTIONS

Interruption of operations due to 
injury or illness of employees and 
third-party workers

Complaints for occupational 
illnesses of employees

Possible liability profiles of the 
company in the event of Covid-19 
infection

Non-compliance with applicable 
regulations

Latest generation 
technologies that make 
operational activities safer 
and more efficient

Continuous monitoring by the HSE 
Structure
Specific Health & Safety training
Ad hoc programmes and procedures, in 
line with current regulations
Controls on contractors' sites
Integration of the MbO system with 
health and safety indicators
Specific procedures for managing 
Covid-19 emergencies and 
establishment of "point of care" for 
performing rapid swabs to employees

Safety Monday (p. 140)

Asset Security Project (p. 141)

Flu vaccination campaign 
enhanced (page 141)

OPPORTUNITY FACTORS
FOR SUSTAINABILITY

RISK FACTORS
FOR SUSTAINABILITY

MANAGEMENT
APPROACH (MA)

PLAN ACTIONS
SUSTAINABILITY

PEOPLE INNOVATION

- Health and safety

2020 ACTIONS

Potential outgoing key figures 
related to:
- key competences 
- generational handover 
Non-compliance with employment 
law

Lack of integration between 
human resources management 
systems and sustainability  
(e.g. performance assessment) 

NOT YET IDENTIFIED

Mapping of roles and profiles, 
identifying the resources of greatest 
value and definition of retention plans
Job rotations, training and initiation 
plans of resources with competence 
not present in the company
Compensation systems in line with the 
market
Continuous monitoring of changes in 
employment law
Assessment and remuneration of 
employees related to sustainability 
performance.

Talent attraction and Employer 
Branding initiatives (p. 130)

InductionA2A, an onboarding 
programme for newly hired 
university graduates (page 130)

Professional technical training 
(page 131)

Digital Academy (p. 131)

Young Talent Initiative (p. 133)

Communities in A2A (p. 134)

OPPORTUNITY FACTORS
FOR SUSTAINABILITY

RISK FACTORS
FOR SUSTAINABILITY

MANAGEMENT
APPROACH (MA)

PLAN ACTIONS
SUSTAINABILITY

PEOPLE INNOVATION

- MbO and performance 
Management

- Training
- Internal engagement

- Organization  
Wellness
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Diversity and inclusion
Commitment to the development of an inclusive culture and work environment, valuing the principle of 
equal treatment of all colleagues based on professional skills and abilities. Development and promotion of 
an integrated approach to human resources management, through appropriate practices and working con-
ditions to ensure equal opportunities for all employees in all forms.

Corporate welfare
Policies to promote the personal, family and work well-being of employees that, also through income sup-
port initiatives, are aimed at optimizing the reconciliation of private and professional life, fosteringengage-
ment, improving the work environment and developing a culture of well-being.

Possible discrimination 

High employee turnover

Ageing of workers performing 
operational activities, particularly 
in the waste collection sector

Valorization of diversity

Actions that favour diversity, a 
conciliation of private and working life 
and well-being 
Projects to raise awareness about 
diversity in the company 
Programmes to enhance the value of 
workers with disabilities/occupational 
illness 
 Job rotation programmes and study 
of ergonomic solutions for waste 
collection

Diversity and Inclusion function 
established (page 142)

Initiative “#Rispettiamo”  
(page 142)

Nuove Energie Project  
(page 143)

OPPORTUNITY FACTORS
FOR SUSTAINABILITY

RISK FACTORS
FOR SUSTAINABILITY

MANAGEMENT
APPROACH (MA)

PLAN ACTIONS
SUSTAINABILITY

PEOPLE INNOVATION

- Welfare, diversity and 
equal opportunities

2020 ACTIONS

2020 ACTIONS

Poor work-life balance

Little attention to employee 
well-being

High employee turnover

Non-transposition of employees' 
needs

Legislative and regulatory 
framework for better 
corporate welfare

Development of specific initiatives 
linked to the organizational, family and 
employee well-being spheres
Development of an employee welfare 
credit management portal

"Welfare A2A" programme  
(page 134)

OPPORTUNITY FACTORS
FOR SUSTAINABILITY

RISK FACTORS
FOR SUSTAINABILITY

MANAGEMENT
APPROACH (MA)

PLAN ACTIONS
SUSTAINABILITY

PEOPLE INNOVATION

- Welfare, diversity and 
equal opportunities
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We believe in listening and in in-
volvement of everyone and we 
favour collaboration and growth 
through an active policy of trans-
versal development. We combine 
tradition with innovation to be 
able to treasure all our People 
and attract the best Talents.

A2A places human capital at the centre of its business strategy, considering people as the main strategic le-
ver for achieving its business objectives and creating shared value. For this reason, the Group has defined 
and included in its Strategic Plan to 2030 a people strategy oriented towards enhancing the potential and 
skills of all Group employees.

In a year characterized by great instability and un-
certainty, the Group demonstrated its ability to 
adapt very quickly to the new working methods 
required by the health emergency situation. Busi-
ness continuity was in fact ensured thanks to the 
collaboration between various company functions, 
which guaranteed, on the one hand, the safety of 
workers and, on the other, the continuation of ac-
tivities and services. 

At December 31, 2020, there were 11,477 peo-
ple employed by the A2A Group (+2% com-
pared to 2019), of whom 17% were women and 
10% were under 30 years old. Work stability re-
mains a Group prerogative: 97% of employees 
are hired on permanent contracts; just 3% are 
on fixed-term contracts. In 2020, there are 1,972 
women in the Group, 17% of the entire population 
and 21% of the managers are women.

In order to guarantee the safety of its workers and 
at the same time ensure the continuation of its ac-
tivities, it has been necessary to substantially re-
view the working methods of A2A people. At op-
erational level, the Group has succeeded in a short 
period of time in providing 40% of its employees 
with the necessary means to carry on their work 
remotely, activating a plan to strengthen and accel-
erate the digital transformation process. 

The motto of the people strategy is "Energize People" and is based on 5 pillars: Envision, Engage, Enable, 
Execute , and Evolve.

ENVISION: The future starts every day. A2A thinks about the changes of tomorrow, designing them from 
now, in order to make people's experience in A2A as inclusive, satisfying and sustainable as possible. The 
Group rewards the results and contribution of employees by involving them and listening to their opinion 
on team performance.

ENGAGE: the Group delivers its services through the involvement it creates in its teams. A2A managers are 
the coaches who lead the team to the achievement of common long-term goals.

ENABLE: technology pervades the Group's reality, building a company that has employee at its core and 
that allows exploiting the power of data and digital to deliver the highest quality and most efficient experi-
ence, in which colleagues can be key players.

EXECUTE: A2A is organized in such a way to be increasingly faster and more effective, measuring what 
is of value and removing complexity from the way of working. Business decisions are based on clear KPIs 
and data.

EVOLVE: the Group develops its people to take them to their maximum. Plan together a path that starts 
from recruitment and leads employees to express themselves at their best throughout their experience in 
A2A. Self-development and know-how is encouraged to keep up with a changing world.

8.1 People and their value 8.2 Responsible management of human capital

The adoption of this new method has, on the 
other hand, also raised challenges and critical is-
sues, which A2A has rapidly intercepted by activat-
ing a new channel for listening to its people, which 
is fundamental for defining and developing action 
plans relating to the new working methods. In fact, 
the worker listening survey for 2020 focused 
precisely on remote work and the impact it has 
generated in both work and private life. Based 
on the assessment model developed by the Smart 
Working Observatory of the Milan Polytechnic, the 
survey was therefore constructed to respond to 
A2A specific needs. About 4,500 people were sur-
veyed (with a redemption of 58%) through ques-
tions on three dimensions: organization, relation-
ship and well-being. The survey made it possible to 
identify any technological and organizational criti-
calities and, subsequently, to structure support ac-
tions and training interventions. Since mid-March, 
in fact, a training course dedicated to all remote 
workers has been activated, with informative video 
briefs on all three dimensions analyzed in the sur-
vey, however with particular focus on Well-being, 
IT and Cybersecurity. Video briefs on emergency 
management, work-life balance and mindfulness 
were also produced. 
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Recruitment
During 2020, despite the emergency period, talent 
attraction and employer branding activities within 
the A2A Group did not stop. During the year, se-
lection interviews were largely conducted through 
video conferencing platforms and recorded video 
interview tools. 

Training
In 2020, despite the difficulties related to the health 
emergency, more than 148 thousand hours of 
training were provided, mostly in e-learning mode, 
for an average of 13 hours per capita. Overall, 73% 
of Group employees received training during the 
year. Compared to last year, participation in train-
ing courses increased by 82%, while the number of 
hours decreased by 27%. This reduction can be at-
tributed to the fact that the courses were provided 
online, therefore designed with a shorter duration 
than those provided in previous years in the class-
room. 

For training activities, the 2020 investment, in-
cluding all Group companies, amounts to approxi-
mately 1.4 million euro.

The Group, through the various upskilling and re-
skilling activities, encourages the updating of the 
skills of its human capital, inviting its workers to 
develop their skills and manage their professional 
growth.

As far as professional technical training is con-
cerned, A2A has carried forward the lean six 
sigma green belt project, the theoretical and prac-
tical training programme for the application of the 
lean philosophy and methods, to develop people 
in the company who can foster operational excel-
lence and trigger "continuous improvement". De-
signed for a specific part of the company popula-
tion, the EGE course is instead aimed at acquiring 
the preparation to then obtain a certification in ex-
pert in energy management. A training programme 
on the information and geographic system used to 
create ArcGIS maps was started for employees of 
the Networks & District Heating Business Unit.

As in previous years, part of the management train-
ing was dedicated to developing the digital skills of 
employees. During the year, a survey was carried 

There were 995 new hires compared to 914 ter-
minations, an increase of +13.5% in total hires com-
pared to the previous year. In 2020, the percentage 
of hires as a percentage of the total workforce is 
8.7% and, considering the three-year period, the 
percentage of female hires as a percentage 
of the total workforce has steadily increased, 
reaching 9.23% in 2020.

out to identify the "Digital DNA" of employees 
hired after the first edition. In addition, the A2A 
Digital Academy, i.e. the course dedicated to rais-
ing awareness of the issues of digital transforma-
tion, has been enhanced with new content. Ap-
proximately 4,000 employees have been mapped 
for their aptitude with respect to the various com-
ponents of the expected digital profile; by admin-
istering the survey, a profile has been defined and 
communicated in real time and, consistent with it, 
some indications on how to contribute to the inno-
vation or digital transformation of the company. In 
fact, the survey returned the Group's digital iden-
tikit, which made it possible to segment employees 
on the level of digital readiness. Subsequently, three 
training paths were launched based on people's dig-
ital and innovation skills: "Warm up", dedicated to 
all colleagues who need to "warm up their muscles 
well" on digital and innovation issues, but also for 
all those who want to keep fit; the "Get Fit" path, a 
more intense training, dedicated to colleagues who 
have already demonstrated a good predisposition 
and a high interest in these issues, but also open to 
those with advanced skills; the "Advanced" path, the 
training dedicated to more experienced colleagues, 
those who have demonstrated an excellent orien-
tation to digital and innovation, curious and always 
looking for something new. The contents of the 
Digital Academy were also promoted with a com-
munity game. 
The Digital Academy programme covered the fol-
lowing topics: cybersecurity, customer experience 
& customer centricity and data driven analysis & 
decision making - artificial intelligence. 

Among the management training initiatives 
launched in 2020, “La palestra dei comporta-
menti” (the Behaviour Gym) was also launched. 
The programme consists of short online courses 
to train the "soft" skills referred to in the A2A man-
agerial model. 

Thanks also to collaborations with universities, 
schools and research entities, in 2020, 36 intern-
ships and 31 apprenticeships were activated. The 
events with the universities actually continued in 
the form of virtual meetings, and through the 24 
online events held, A2A managers met numerous 
students, providing them with an orientation on 
the Group's various functions. 

InductionA2A, the A2A Group's onboarding pro-
gramme for new graduate recruits, also continued 
in 2020. The fifth edition, which involved over 100 
new recruits, was held entirely online and be-
gan with a part dedicated to getting to know the 
Group and its people management projects, to fa-

Figure 34 Recruitment trends, by gender
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cilitate awareness of the Group's managerial model 
and promote a sense of identity and belonging. This 
was followed by a moment of deeper reflection on 
the Group's reference culture. The second part of 
the programme was structured differently depend-
ing on the target audience: for senior professionals 
the focus was on the ability to innovate and evolve 
continuously, while for younger people there was 
a self-empowerment course to discover their own 
potential and transversal skills. Assessment activi-
ties also continued for young engineers to be in-
cluded in the technical functions, again using live 
platforms, which allowed candidates to be involved 
in various role-plays, teamwork and business cases.
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COURSE TO BECOME INTERNAL TEACHERS

Also with a view to developing skills, in 2020, a process of mapping out skills of transversal interest 
was launched in order to identify possible internal teachers suitable to start training for the role "in 
house". The added value of this project is certainly the knowledge sharing and the provision of training 
interventions that can be increasingly closer to the specific business needs. The theoretical treatment 
can be accompanied by practical exercises on business cases brought by the employees themselves and 
the testimonies of internal teachers provide participants with the correct tools to be able to operate 
better in the company in their role. In addition, there is the possibility of having an internal reference 
(expert in the field) to whom questions can be submitted even after the training has been provided. 
The "in house" training project is supported by various programmes, such as: the "Classroom man-
agement for internal trainers" course, on topics aimed at supporting colleagues in the creation of 
a distance learning lesson; a course on communication issues, which provides for the acquisition of 
practical tools to increase communication effectiveness by recognizing different communication styles.

YOUNG TALENT

In 2020, the Young Talent programme continued, a talent management programme of training, lis-
tening and engagement actions for over 150 young people with potential in the Group. At the be-
ginning of 2020, work groups were set up with a number of young talents, with the aim of creating a 
programme in line with their needs, in a co-design logic, and the Young Talent Academy Online was 
created, an e-learning area consisting of 5 training fields, for a total of 26 courses on hard and soft 
skills, considered key by the Community. The "Webinar Newsroom" project involved the creation of ten 
webinars held by management on topics of general interest, pre-selected by the young talent commu-
nity through a survey, with the opportunity to interact directly with top managers. Significant focus 
was also placed on the performance evaluation process, involving the young talent community in some 
overall reflections, resulting in the creation of a pilot on continuous feedback. In general, the Young Tal-
ent programme also promotes development actions aimed at helping people acquire transversal skills 
through internal job rotation opportunities and project experiences outside their own sphere. In fact, 
individual interviews continued with each young talent with the aim of gathering some reflections and 
expectations regarding the skills acquired and the future development path.

Lastly, an asynchronous English-language training 
course was launched in 2020 on topics related to 
role training, specific to professional families. The 
courses were identified on the basis of the com-
petencies of the IDENTITA2A professional model 
(see page 153) and following the analysis of the dif-
ferent needs of the areas involved. The project, in 
its pilot phase, has seen a strong collaboration with 
the managers of the training recipients, who, to-
gether with the training team, have had the oppor-
tunity to view the contents, choose them, define 
the timing of delivery based on the needs of the 
structures involved and design methods to support 
the training path, such as, for example, moments of 
sharing in plenary and the application of knowledge 
acquired on real projects.

Development
In 2020, individual developmentinterviews con-
tinued to be conducted with HR business partners 
on the occasion of professional developments of 
colleagues linked to the assumption of responsibil-
ity and appointment to the appointment of Mid-
dle Manager. The interviews were preceded by a 
brief assessment light phase, through the provision 
of a self-empowerment test, which allowed people 
to self-assess their managerial skills and receive a 

8.2.2 Internal communication
A2A informs and listens to all the Group's employ-
ees by means of multi-channel communication: on-
line, through the corporate Intranet (news, videos, 
storytelling, breaking news, service notices, com-
munity, desktop personalization, webinars, emails, 
DEM) and offline through leaflets, questionnaires, 
bulletin board communications and text messages. 
The emergency situation, however, required the 
Group to enter an extraordinary mode of com-
munication, accelerating the digitalization path al-
ready undertaken by the Group, making communi-
cation more digital oriented, timely and addressed 
to all. Right from the start of the pandemic, A2A 
provided an immediate response to the need for 
internal and external information by setting up a 
central committee and a committee for each busi-
ness structure, with the task of overseeing and 
promptly communicating any new internal infor-
mation or Prime Ministerial Decree (DPCM). Thus, 
the need arose for new storytelling, identifying a 
different narrative style and tone of voice for each 
employee cluster. With the aim of reinforcing the 
sense of safety, increasing the sense of belonging 
and making consistent requests to employees, sto-
ries were created to make people feel part of a 
community, through positive stories and conveying 
closeness to the employees themselves, as well as 
sending numerous "good practice" communications 
on how to manage everyday life during the emer-
gency phase (such as the correct use of PPE). 

Digital tools are increasingly confirmed as the 
main communication channels for reaching em-
ployees in a timely manner, involving them, for ex-
ample, in virtual meetings. On July 28, 2020, the 

summary picture with their areas of strength and 
improvement.

In order to develop its people, the Group has de-
fined a performance management process that 
involves executive, middle managers and employ-
ees across the Group. The process envisages that, 
during the phases of assigning objectives (for exec-
utives, middle managers and managers) and finaliz-
ing the assessment, the first step is given to each 
employee to encourage proactivity, awareness and 
a responsible approach to self-development. In the 
self-proposal phase of the goals, it is also possible 
to select from a library ofsustainability goals. It is 
at the end of the evaluation phase that the feed-
back interview phase begins: a key moment in the 
relationship between manager and employee that 
allows concrete development actions to be set up 
for continuous improvement. With this in mind, the 
"Anytime Feedback" pilot project was launched at 
the end of 2020, offering the possibility of exchang-
ing continuous feedback between managers and 
employees and between colleagues. The project in-
volved about 800 people and will continue in 2021, 
with the aim of nurturing the culture of feedback 
in the company and facilitating dialogue between 
people with a view to continuous improvement. 

first "Virtual meeting" with the Chair and CEO was 
organized, dedicated to the Group's Management, 
with over 1,000 colleagues connected, who were 
able to interact with the top management through 
a Q&A session.

The Group's first full digital convention was held 
on January 20 and 21, 2021, with the aim of telling 
A2A employees about the 2021-2030 Strategic 
Plan. Numerous changes were explored, including 
a real paradigm shift for the Group, which for-
mally committed to becoming a "Life Company". As 
a concrete gesture of the launch of the plan and 
in confirmation of its new commitment as a "Life 
Company", A2A planted, in collaboration with the 
Treedom association, 100 papaya trees to popu-
late a forest in Africa, which will enable it to absorb 
an average of around 10 Kg of CO2per year. Dur-
ing the two days of the convention, vertical issues 
relating to the businesses were analyzed, including 
them within the pillars of the Plan and answering 
questions from colleagues. The talks were given by 
the CEO, the Chair and the Group's directors, sup-
ported by colleagues from the business, thanks also 
to the participation of sector journalists from the 
main national newspapers. Guests of the two days: 
Anna Grassellino, director national quantum infor-
mation science SQMS center head of superconducting 
quantum materials and systems division (SQMS), Jo-
seph Stiglitz, Nobel prize in economics in 2001 
and Oscar Farinetti, entrepreneur and founder of 
the Eataly chain.
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8.2.3 Welfare
The A2A Group is committed to promoting the 
well-being of its people and organization, seeking 
to integrate working life with the daily and subjec-
tive needs of each employee. In 2020, the Group 
seized the opportunities of the legislative provi-
sions that allow the introduction of new facilities 
for the development of corporate welfare, integrat-
ing the initiatives. 

In 2020, welfare activities focused on employee or-
ganization, family and well-being: 
• family environment: among the various meas-

ures aimed at supporting families, there is the 
daycare and nursery school at the A2A head-
quarters in Brescia available for the children 
of the Group's employees and those of other 
affiliated companies. During 2020, there were 
13 children of employees enrolled in daycare 
and 18 in nursery school. In 2020, moreover, in 
collaboration with Centro ELIS in Rome, A2A 
organized online digital laboratories for the 
children of employees, the "Tech Camps", to 
bring the youngest members of staff closer to 
the world of technology and offer a recreational 
activity during the lockdown. Different types of 
workshops were held, each with different con-
tent and topics according to the age of the par-
ticipants, starting from 6 years old. Enrolment in 
a course required attendance at three meetings. 
Six workshops were carried out, involving 132 
girls/boys and their parents;

• employee well-being: in 2020, also in response 
to the pandemic, the social-psychological as-
sistance service became available online, involv-
ing the entire company population; 

• mobility: also for 2020, advantageous rates have 
been applied for the purchase by employees 
of season passes for local public transport. In 
2020, 1,109 season passes were activated;

• organizational area: in terms of work-life bal-
ance, the Group granted 377 part-time jobs in 
2020, 69% of which to women. A total of 480 
parental leaves have been agreed, 14% less than 
2019. 95% of the people granted parental leave 
in 2020 returned to work in the same year. In 
Italy, the law provides for 5 months of maternity 
leave. However, the Group, in order to meet the 
needs of its employees, offers an extra month of 
maternity leave compared to national standards.

COMMUNITY 
INCONTRIAMOCI INA2A

IncontriamociINA2A is the new commu-
nity, launched in mid-May 2020 and open to 
all colleagues who have access to the company 
Intranet (about 7,500 employees). A virtual 
community to recreate those moments of 
meeting among colleagues that the Covid-19 
emergency has cancelled in the traditional 
ways, but that are instead essential in everyday 
work. The community is divided into 5 the-
matic areas (sport, cooking, networking, art 
and culture and social commitment) on which 
to exchange information and opinions. Be-
tween May and December 2020, there were 
about 28,000 views, and there were about 50 
active discussions.

COVID: INSURANCE POLICY FOR EMPLOYEES

Given the period of emergency caused by the spread of the Covid-19 virus, A2A has signed up all 
employees to the OLTRE grant, concrete support in the event of infection with the Covid-19 virus, 
which provides recognition of daily allowances for hospitalization and post-hospitalization, reimburse-
ment of healthcare costs, payment of benefits incurred by the employee due to infection with the 
Covid-19 Coronavirus diagnosed in Italy, as well as social and family support services. In line with the 
Group's initiatives, the LGH Group has also activated economic protection and insurance coverage 
tools for employees in the event of infection by Covid-19. In addition, pre-decease insurance coverage 
was also extended to employees covered by the Environment and Commerce Collective Bargaining 
Agreement, introduced unilaterally by the company to protect employees and their families.

In addition to the measures already in place to protect workers in an exceptional context such as the 
current one, LGH has made available a subsidy to support workers for days of hospitalization with the 
National Health Service - including post-intensive care - economic coverage and benefits for the family. 
There is also the possibility of transferring the benefit to dependent family members. In addition, LGH 
has extended the policy for the protection of dependants in the event of the death of an employee to 
all employees who did not hold this policy. The LGH Group has also opened up the possibility for its 
employees, who can contribute voluntarily, to donate hours of pay to hospitals in southern Lombardy.

A2A has also confirmed the possibility of convert-
ing the result bonus into a welfare credit for 2020. 
A real value that increases the purchasing power of 
individuals, allowing them to choose services and 
benefits ranging from reimbursement of expenses 
for the education of children to babysitting, from 
gym subscriptions to health and home care for 
elderly relatives. It is also possible to take advan-
tage of a study and work orientation service (for 
employees' children) and access the network for 
the purchase of health care services (check-ups). 
In continuation of last year, it offered an additional 
share of 15% of the amount converted and spent. 
The programme is managed through a dedicated 
portal with five main areas: family, health, savings, 
time for you, well-being. 

The new healthcare system, created through 
a shared pathway by the A2A bilateral governing 
body, started in 2020. The new system was de-
signed to provide an immediate and concrete re-
sponse to Group employees and their families by 
offering supplementary benefits to the National 
Health Service. The initiative involved 4,600 mem-
ber employees who, during 2020, put about 4,000 
family members on coverage against more than 
13,000 requests.



8 Human capital A2A 2020 Integrated Report

136

Letter to 
stakeholders 

Note 
on method

1  
The A2A Group 
and its business 
model 

2  
Governance

3  
The A2A 
sustainable 
strategy

4  
Stakeholder 
engagement 
and materiality 
analysis 

5  
Financial 
capital 

6  
Manufacturing 
capital 

7 
Natural 
capital

8  
Human capital

People and their 
value

Responsible 
management of 
human capital

Occupational health 
and safety

Diversity and 
inclusion

9  
Intellectual 
capital

10  
Relational 
capital

Independent 
auditors’  
report

GRI Content 
Index

TCFD Content 
Index

8.2.4 Trade union agreements
Relations of all A2A Group employees are regu-
lated by National Collective Bargaining Agreements 
(“CCNL”). 

In 2020 too, multiple trade union agreements were 
stipulated, divided into those of a transversal na-
ture to Group companies and other specific ones 
of some realities. The following are the main ones:
• agreements to regulate emergency situ-

ations: agreements were signed both in the 
energy and environment areas to define organ-
izational structures in emergency situations and 
the corresponding treatment;

• agreement on emergency management 
tools: the agreement identified a number of 
tools useful for managing labour relations during 
the delicate phase of the health emergency;

• agreement for the establishment of the 
Observatory on work Inclusion: the agree-
ment establishes a system of information and 
dialogue of company initiatives undertaken to 
promote the better work inclusion of people 
with disabilities or suffering from serious or pro-
gressive pathologies;

• emergency agile work: the agreement defined 
the management issues related to agile work 
during the emergency phase, adapting the rules 
already in place at the Group;

• agreement on body cameras: the agreement 
identified the body camera as the best way to 
guarantee the highest level of operator safety 
during audits for the entire Group, ensuring the 
quality and completeness of information.

8.2.5 Remuneration
A2A pays its employees salaries that are consist-
ent with market standards and with internal re-
muneration practices that guarantee an adequate 
level of both external competitiveness and internal 
fairness. In defining the type of contract and salary, 
A2A complies scrupulously with Italian legislation, 
which excludes any distinction of gender in remu-
neration. In particular, at the end of the 2020 salary 
review, an in-depth analysis was carried out on the 
gender balance of remuneration measures, struc-
turing an action plan on the basis of the results 
to further neutralize the differences between men 
and women. As in previous years, the differences 
in average remuneration within the different qual-
ifications are minor. The change in the figure for 
executives is related to a turnover phenomenon.

Figure 35 Average salary of men/woman by 
category 

Category
2018
Men/

women

2019
Men/

women

2020
Men/

women

Managers 102.7% 103.4% 97.7%

Middle 
Managers 95.7% 95.4% 94.4%

White-collar 
workers 90.4% 91.3% 90.5%

Blue-collar 
workers 95.8% 96.4% 95.2%

The Group’s remuneration policy is mainly con-
ceived to acknowledge and optimize the commit-
ment, constant achievement of results, compe-
tences and behaviour of employees in line with 
the Group's Managerial Model and to guarantee 
the correct remuneration positioning of people 
in connection with their duties. For all employees, 
remuneration is structured into fixed and variable 
monetary components and provides for a package 
of benefits in support of income or similar such 
additions (medical and social security insurance, 
projects and initiatives for employees and their 
families, promotions and benefits of various types). 
The variable monetary component is based on 
systems of a direct connection between company 
performance and individual performance (“MbO”) 
or on discretionary mechanisms for the recognition 
of working performance and conduct in terms of 
“one-off” bonuses. 

In 2020, despite the effects of uncertainty con-
nected with the pandemic crisis context, consider-
ing that the A2A Group's people have maintained 
stable productivity levels both with traditional 
working methods and with smart working, the re-
muneration policy process, which took place in the 
second half of the year, was confirmed, maintaining 
the bonus payment in 2020 and postponing the 
interventions on the fixed over 2021. The entire 
process was carried out with the support of a ded-
icated company software (SmartPeopleA2A) that 
allowed for the direct involvement of all managers 
and greater sharing of pay decisions, confirming the 
path towards digitalization of the Group's human 
resources processes. 

The MbO (Management by Objective) process, 
which was launched at the beginning of the year 
as per standard, was affected by a slowdown linked 
to the pandemic emergency, but was anyway con-
cluded with only a slight revision of the objectives 
and targets. In this way, A2A has confirmed the 
importance of formalized incentive processes in in-
creasing the closeness of employees to the Group's 
objectives and incentivizing each worker towards 
the achievement of corporate results. In 2020, 
the number of people involved reached 100% of 
managers, 37% of middle managers and 2% of 
employees.

In line with the objectives of sustainable growth, 
also extraordinary incentive plans continued for 
the sale of energy efficiency services and incentives 
aimed at the achievement of the objectives of opti-
mizing smart city technologies.

The variable remuneration system is also supple-
mented by a collective incentive tool (results bo-
nus), which is based on Group productivity and 
profitability goals, aimed at guaranteeing the in-
volvement of all staff, including those not assigned 
MbOs, in company performance. In line with cur-
rent legislation and following an agreement with the 
workers' representatives, also in 2020, all employ-
ees were given the opportunity to convert part 
of the performance bonus into services through a 
special welfare platform. The results achieved were 
positive in line with those of the sector.

Finally, in order to encourage the implementation 
of the initiatives of the Sustainability Plan defined 
by the Group, a structured model of sustainabil-
ity objectives was confirmed in the management 
incentive systems, increasing their relative 
weight. This system will be further strengthened 
during 2021 also in relation to the new Strategic 
Plan.
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The Group has defined an organizational model 
for health and safety, with the aim of guarantee-
ing the appropriate allocation of risk management 
responsibilities to company figures with adequate 
managerial, decision-making, technical/functional 
and financial autonomy and to allow the identifica-
tion, at the various levels, of company figures and 
structures to which the tasks of guidance, coor-
dination and control of health and safety manage-
ment activities are delegated.

This model is described in a Group Guideline for 
the implementation, at individual companies, of 
management systems for the safety and health of 
workers, in line with the international standard 
UNI ISO 45001:2018 and with the Organization 
and Management Model (MOG) pursuant to Leg-
islative Decree 231/01. The implementation and 
internal verification of Health and Safety Man-
agement Systems covers 99% of the company 
population, all activities and all workplaces of the 
Group. This system has been audited by certifica-
tion bodies and certified as compliant with the rel-
evant standards. 

For the Group, each individual worker is called 
upon to contribute to the effectiveness and im-
provement of the health and safety management 
system by carrying out their activities in compli-
ance with the provisions of company rules and 
regulations, providing feedback as part of the 
participation and consultation process and proac-
tively reporting dangerous situations or areas for 
improvement through the channels made available 
by the company. 

Through meetings, working groups, surveys and fo-
cus groups, every worker is involved, consulted and 
made aware of these issues. 

8.3 Occupational health and safety

All companies of the A2A Group organize, during 
the year, regular meetings with the Employer, Ap-
pointed Physician, the Prevention and Protection 
Service Manager and the Workers' Safety Repre-
sentative in representation of all workers, during 
which the following matters are discussed:
•  risk assessment document; 
• trend of injuries, occupational diseases and 

health surveillance; 
•  criteria for the choice, technical characteristics 

and effectiveness of the personal protection 
equipment;

•  information and training programmes of man-
agers, safety officers and workers for safety and 
the protection of their health;

•  codes of conduct and good practice to prevent 
risks of injuries and occupational diseases;

•  objectives for the improvement of occupational 
health and safety. 

During the emergency phase, compulsory train-
ing activities continued in compliance with cur-
rent regulations, through the provision of online 
courses for all employees with company devices 
and access to the Intranet. When permitted, 
courses were reactivated in person in total safety 
through: the promotion of the correct use of PPE 
(e.g., "mask use" video prior to each lesson and 
practice on holding), compliance with distancing 
following space assessments, sanitization during 
drills, use of new electronic devices for training. 
Technical solutions are also being explored to ena-
ble distance delivery of training requiring practical 
exercises. 

COVID EMERGENCY MANAGEMENT

• centralized management of some catego-
ries of Personal Protective Equipment at 
risk of lack of availability (e.g. masks);

• extension of smart working and activation 
of remote working modes for activities 
that allow it and strengthening of IT and 
security systems to support the increase in 
remote activities; 

• new virtual social spaces, dedicated to over 
5,000 employees to stimulate engagement, a 
sense of belonging and dialogue;

• enhancement of online training and use of 
in-person training only if it is compulsory, in 
any case in compliance with infection pre-
vention protocols;

• travel restrictions; 
• development and implementation of a meth-

odology for conducting audits remotely, in 
order to ensure continuity of all internal 
control activities regarding health and safety 
in the workplace;

• protocols for the management of in 
situquarantine for asymptomatic workers 
in essential services who have come into 
close contact with individuals who tested 
positive;

• establishmentofa victims' fund and an in-
surance policy for employees affected by 
the emergency and their families;

• definition of a protocol for rapid swabs and 
related point of care in the logic of emer-
gency intervention; 

• Implementation of a digital platform for-
workers to report symptoms, positivity 
and other updates on Covid-19; 

• protocols for screening workers returning 
from periods of extended absence or illness;

• definition of a control checklist for the 
access of external workers to company 
sites and indications for limiting interference 
between employees and external personnel 
at plants;

• draftingof FAQs for employees and im-
plementation of the related communication 
plan; 

• constant benchmarking with other compa-
nies and trade associations to compare best 
practices and approaches adopted.

Since the start of the Covid-19 emergency, the 
A2A Group has set up a Committee that is co-
ordinated by Group Security and has the objec-
tive of monitoring, governing and directing the 
Group's actions connected with the emergency. 
At the same time, Business Continuity Com-
mittees have been set up at each Business 
Unit, which meet periodically and have the ob-
jective of guaranteeing the continuity of service 
provision, implementing the Guidelines issued 
by the Covid-19 Management Committee.

In addition, a specific Joint Committee with 
the trade unions (A2A Group Committee) has 
been set up to define and check the applica-
tion, across all the Group's companies, of the 
guidelines and measures for combating and con-
taining the spread of the Covid-19 virus in the 
workplace.

The main initiatives undertaken during the man-
agement of the emergency for employees of the 
A2A Group include the following: 

• definition of a Group Guideline for the 
management of the Coronavirus emergency 
("Guideline for addressing the "new normal") 
which defines, in accordance with current 
regulations, the mitigation measures, during 
phase 2, designed to ensure the continuation 
of the services provided by the Group com-
panies and at the same time, the maximum 
protection of the health and safety of the 
workers of the companies themselves; 

• definition by Group companiesof specific 
Covid-19 procedures for managing all spe-
cific risks not covered by the Group proto-
col; 

• definition of a series of Protocols for mon-
itoring and managing contagions and 
close contacts; 

• protocols for the sanitation of work-
places; 

• provision of a preventionkit to all workers 
when they return to the office, containing 
information material on the practices to be 
adopted to prevent contagion, as well as sur-
gical masks, sanitizing gel, digital thermome-
ter and material for sanitizing the worksta-
tion;

• validation and verification, by a qualified 
third-party company, of the protocols de-
fined by the company and of their applica-
tion at offices and sites, in order to ensure 
their full effectiveness;
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8.3 Occupational safety 
The monitoring of occupational safety aspects is 
ensured by ARIAL (Applicativo RIschi Ambiente 
e Lavoro), the application used by the Group to 
manage environmental, health and safety aspects. 
The tool allows the creation of customized risk as-
sessment documents in a simple and guided way, 
so that the initial risk level and the residual risk 
level following the application of the specific pre-
vention and protection measures are evident, with 
a clear and traceable approval process; the system 
also allows the management of PPE, safety training 
and health surveillance, as well as the management 
of chemical products and controls on safety-criti-
cal equipment. ARIAL is also used to record and 
classify unsafe conditions and accidental events 
reported by workers (accidents, near misses and 
injuries to employees and third-party workers), a 
classification that is made according to a level of se-
verity based on the potential and/or actual effects 
of the event.

In the event of accidents with a first prognosis of 
more than 30 days and/or of reports/near misses 
related to certain hazards (electrocution, fall from 
height/cavity, fire, fall of materials from height, ac-
tivities in confined spaces, bursting of pressurized 
equipment, i.e. the most significant risks in the 
various activities of Group companies), a specific 
investigation is carried out to identify the factors 
contributing to the event by analyzing aspects re-
lated to any failed defences, errors and violations 
committed, the workplace and work organization. 
The aim of the survey is to define improvement 
actions, also included in ARIAL, to which priorities, 
deadlines and responsibilities for implementation 
are associated. In support of the survey, a report 
and a specific document called "Lesson Learned" are 
prepared with the aim of sharing the analysis of the 
event and the actions taken in other areas of the 
Group.

In view of the complexity and frequency of reg-
ulatory updates during the emergency period, 
an archive of HSE obligations applicable to the 
Group's companies has been created and made 
available to HSE structures and Employers, where 
the relevant extensions and deadlines are tracked. 
The archive is kept constantly updated in relation 
to the contents of the national and regional reg-
ulations issued and each fulfilment, extension or 
deadline is described and categorized with an in-
dication of the BU/company potentially impacted. 
In order to allow the operational lines to always 
have evidence of the requirements applicable at the 
time, the duration of the validity of each tracked 
element is also clearly indicated. The archive is up-
dated in relation to each measure with HSE im-
pact issued at national or regional level and is cir-

culated fortnightly to all recipients (or immediately  
downstream of significant measures).

Safety Monday continued in 2020, an initiative that 
aims to promote a true culture of safety, tackling 
specific issues that may affect work activities in an 
agile manner, using unconventional communication 
systems and languages that also affect the emo-
tional sphere, a fundamental element for modifying 
unsafe behaviour. Publication on the Intranet oc-
curs every first Monday of the month for a new 
stage in the journey to safety.

Compared to 2019, injuries decreased by 30% to 
325 in 2020, resulting in a 29% decrease in the fre-
quency index and an 8% decrease in the severity 
index. These reductions are, in large part, attribut-
able to the Covid-19 emergency.

With regard to workers of contractors, 22 accidents were recorded during 2020, of which 2 severe1. 
The frequency index stands at 7.47 compared to the severity index of 0.25. Given the ongoing Covid-19 
emergency, during 2020, health and safety awareness initiatives with contractors have been postponed: in 
fact, the hours of training carried out have decreased by 78% compared to 2019.

ASSET SECURITY PILOT PROJECT
The verification of regulatory compliance of ma-
chinery and equipment is an aspect of particular 
importance for prevention in terms of occupational 
health and safety and, for this reason, the employer 
must adopt objective tools that can provide sup-
port in the process of risk assessment. In 2020, a 
work group was established to carry out a pilot 
project with the aim of improving and making more 
objective the assessment of machinery and equip-
ment installed at two power plants of the Gen-
eration and Trading BU, verifying their compliance 
with the requirements of Legislative Decree 81/08, 
with a particular focus on equipment manufactured 
before the entry into force of Directive 95/16/EC 
(Machinery Directive). The results of the analysis 
carried out have led to the definition of a plan 
of activities to achieve even higher levels of plant 
safety, to guarantee greater protection for work-
ers and with a view to continuous improvement of 
health and safety conditions in the workplace. The 
process started with the pilot project will subse-
quently be extended to all the Group's operating 
companies.

8.3.2 Occupational health
The Group constantly monitors, through health 
monitoring, the health of workers in relation to 
the specific risk for the various tasks present at the 
workplace. 

The health protocol is a set of instrumental and lab-
oratory tests and examinations, the frequency and 
content of which are established by the Group's 
doctors with the guidance and coordination of 

the Health Unit and according to quality standards 
shared with university structures. 

The clinical examinations are carried out mainly 
by external structures whose service is assigned 
through a system of tenders the specifications of 
which define the services and the relative level of 
service to be provided.

The economic costs of health surveillance are 
borne by the employer.

The health surveillance service is offered mainly 
in the approximately 65 medical units distrib-
uted throughout national territory, and with 
authorised external facilities. In 2020, more than 
7,000 medical examinations of fitness for the job 
and more than 2,700 drug tests were carried out, 
in addition to 13,000 checks in accordance with 
health protocols. The appointed physicians also 
carried out more than 100 site inspections at the 
workplaces.

At December 31, 2020, there were 12 cases of 
occupational illnesses recorded by the Group, the 
main types of which included diseases of the os-
teomuscular system and asbestos-related illnesses.

Health promotion initiatives continued during 
2020. In particular, in view of the spread of the 
Covid-19 pandemic, the flu vaccination campaign 
was enhanced and this year, despite the scarcity of 
available doses, all workers who requested it were 
able to get vaccinated. More than 1,700 vaccina-
tions were administered, whereas in previous years 
the figure was between 600 and 800.

Figure 36 Accident indices 
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1 Severe accident: Injury resulting in death, hospitalization with a reserved prognosis or first prognosis of more than 40 days.

PROCESS OF REPORTING INCIDENTS

The analysis and assessment of reports and incidents are key tools for monitoring and identifying 
areas for improvement in the HSE risk management system. As part of the HSE awareness projects 
over the last two years, a lot of effort has gone into reporting incidents, particularly near misses and 
unsafe conditions for both people and the environment. This led to the implementation of reporting 
within the ARIAL system and the consequent revision of the procedure for the "Communication and 
Management of Incidents". In 2020, an analysis of the data collected within ARIAL was carried out 
in order to monitor the process, identifying areas of risk and recurring cases in order to define im-
provement actions. With this aim, a reporting system has been made available to HSE colleagues and 
employer lines, in order to implement continuous improvement through the analysis and monitoring of 
data related to incidents and reports that everyone can communicate.
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The Group's approach to diversity and inclusion 
is based on the principles of integrity and protec-
tion of the individual within the work environment, 
ensured through the Group's Code of Ethics. 
Through the Code of Ethics, in fact, A2A under-
takes to guarantee its employees a climate of 
mutual respect for the dignity, honour and 
reputation of each individual, preventing insulting, 
discriminatory or defamatory attitudes and openly 
condemning any mobbing, harassment of any 
kind or unjustified attempts to hinder the pro-
fessional prospects of others. Within the Group, 
anyone who believes to have been subjected to 
harassment and/or discrimination may make a 
report, which is promptly taken into consideration 
and assessed.

The commitment of A2A to fostering inclusion and 
enhancing diversity also took concrete form in the 
signing in 2019 of the "Patto Utilitalia - La Diver-
sità fa la Differenza" (Utilitalia Pact - Diversity 
makes a Difference), as well as its membership 
since 2015 with Valore D, an association of busi-
nesses committed to gender balance in organiza-
tions in our country. In 2018 A2A adhered to the 
Manifesto promoted by Valore D, a 9-point pol-
icy document to promote female employment and 
gender equity as a factor of innovation and growth 
for companies. 

In 2020, the Group set up the "Diversity and In-
clusion" department, which aims to design, develop 
and promote projects to foster and encourage a 
culture that values the full expression of individual 
characteristics and an increasingly inclusive work 
environment.

8.4 Diversity and inclusion

8.4.1 Gender diversity
The Group has been implementing concrete in-
itiatives to support this issue for years, adopting 
measures to promote equal treatment and op-
portunities between genders within the entire 
corporate organization. During the year, the se-
lection policy was updated to specify that, where 
possible, the presence of women in the pool of 
candidates is guaranteed.

Already since 2018, the Group has been operat-
ing the GEA2A (Gender Equality in A2A) pro-
gramme, dedicated to the empowerment and 
development of female leadership, which aims 
to develop transversal actions to value genders, 
setting well-defined objectives, raising employee 
awareness, thanks to the work of transversal 
groups made up of women and men ambassadors: 
the GEAgents. In 2019, the GEA project was im-
plemented continuing and intensifying its activities 
on the adoption of measures to promote equal 
opportunities, with a programme that envisages a 
"systemic" approach to the issue, through the acti-
vation of a multiplicity of "levers" that accompany 
the fundamental issues of the employee's corporate 
life: from the candidate selection phase, to aware-
ness raising during the induction phase, to female 
talent and role model projects, to ad hoc training 
programmes for all managers. The project involved 
53 people, both men and women, from across the 
Group. The GEA project continued into 2020 and 
the GEAgents were involved in an empowerment 
path, with the aim of creating awareness of uncon-
scious bias and coaching leadership behaviours to 
influence cultural change, until an action plan was 
identified. 

The Group has also renewed its commitment to 
targeting technical professions and breaking gen-
der stereotypes for a more inclusive work en-
vironment. Since 2018, A2A has been involved in 
the Elis Sistema Scuola Impresa project, aimed 
at training young people and creating the human 
capital of tomorrow's country, with specific at-
tention to girls and their access to professions in 
male-dominated sectors. In the two-year period 
2019-2020, Inspirational talks were carried out by 
the 7 Role Models of A2A, carrying out a total of 
9 meetings and reaching 288 students, in addition 
to the creation of online videos usable from the 
EDUTV platform (see page 195). Role models are 
people who motivate and encourage people to fol-
low their own inclinations, to become what they 
want to be, inspiring young people to make a dif-
ference, to overcome their limitations and to think 
big about their future. As of December 2020, there 
are 22 Role Models identified among the GEAgents 

working in the technical field. After initial training, 
their commitment will continue the following year, 
with testimonies in schools to inspire professional 
choices. 

 AMSA also launched the #Rispettiamo (Let's re-
spect) initiative, which is part of the GEA project 
and is aimed at promoting and building a culture of 
respect based on common values in all company 
relationships, enhancing the plurality/heteroge-
neity present in the company and strengthening 
the feeling of belonging among employees.Online 
focus groups have been set up, involving around 
50 AMSA employees across roles, seniority and 
gender, 16 Ambassadors have made a concrete con-
tribution to supporting and conveying the values 
of the project to all AMSA employees and around 
400 people (300 from operating areas and 100 of-
fice staff) have been involved in a training activity. 
A common path to work on three main aspects: 
awareness, sharing and evolution and to develop 
the culture of respect.

In 2021, the Group officially joined the Bloomberg 
Gender Equality Index (see page 78). 

8.4.2 Disability
In the A2A Group, there are 399 people with dis-
abilities or invalidities, of whom 88 are women and 
311 are men. The Group is in full compliance with 
the obligations of Law 68/99, which establishes to 
a defined extent the compulsory employment of 
people with disabilities. 

Including disabled people, however, also means 
being able to ensure that tools and methods are 
in place to facilitate effective employment. For this 
reason, the Group, by developing the logic acquired 
in the project F.A.S.I. - Formazione Accompagna-
mento Sensibilizzazione Inclusione (Training, Ac-
companiment, Awareness, Inclusion), promoted by 
AFOL, to which it had previously adhered, designed 
the "Nuove Energie" project in the early months 
of 2020 with the aim of defining an organizational 
model of disability management to facilitate the in-
volvement of people with disabilities in company 
projects. The project, suspended due to the pan-
demic, will resume in 2021 with the administra-
tion of survey questionnaires to both managers 
and workers with disabilities to identify a targeted 
action plan. In October 2020, an agreement was 
signed with the national trade unions aimed, among 
other things, at setting up a bilateral observatory 
as a valuable tool for sharing and monitoring the 
initiative.
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