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The year 2024, the 23rd day of the month of July in Rome 

between 

 

 

The European General Confederation of Employers (Confederazione Generale Europea 

Datoriale), in acronym FEDERDAT, represented by the National President Luigi d’Oriano 

_______________________________ 

 
 

The National Trade Union of Entrepreneurs and Farmers (Unione nazionale sindacale imprenditori 

e coltivatori), in acronym UNSIC, represented by the National President Domenico Mamone 

_______________________________  

 

 

 
The Italian National Trade Union Association of Cooperatives (Associazione nazionale sindacale 

italiana delle cooperative), in acronym UNSICOOP, represented by the National President Carlo 

Parrinello 

 

_______________________________  

 

 

 

The European Association for the Prevention (Associazione europea per la prevenzione), 

in acronym Assoprevenzione or more briefly AEP, represented by the National President 

Vincenzo Fuccillo 

 

_______________________________ 

And 
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The Italian Confederation of Union of Intellectual Professions (Confederazione Italiana di 

Unione delle Professioni intellettuali) in acronym CIU- Unionquadri, represented by the 

President Gabriella Ancora 

_______________________________ 

 

The Federation of Italian Transport and Service Company Workers (Federazione lavoratori 

aziende italiane trasporti e servizi) in acronym FLAITS, represented by the Secretary 

General Andrea Orlando 

_______________________________ 

 

 

The National General Confederation of Workers' Unions (Confederazione generale 

nazionale dei Sindacati dei lavoratori), in acronym CONSIL, represented by the 

Secretary General Gennaro Noto 

______________________________ 

 

 

 

 

The Italian Autonomous Workers Confederation (Confederazione Italiana Autonoma 

Lavoratori), in acronym CONF.I.A.L., represented by the Secretary General Benedetto Di 

Iacovo 

_______________________________ 

has been stipulated 
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the renewal of the National Collective Labour Contract for Employees of Commercial, Large-

Scale Distribution and Retail Marketing Companies code 325 code CNEL H03L consisting of: 

- Premise;  

- General part. 

 

Read, approved and signed by the representatives of all contracting organisations. 
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GENERAL PREMISE 

This National Collective Labour Contract (CCNL) for Employees of Commercial, Large-Scale 

Distribution and Retail Marketing Companies is the result of a joint commitment between the social 

partners to create a fairer, more inclusive and productive working environment. In an era of rapid 

economic, technological and social change, it is essential to promote a corporate culture that values 

the concept of enterprise and the contribution of each worker, recognising the importance of active 

participation and involvement at all levels of the organisation 

Our aim is to establish a regulatory framework that favours the professional development, well-being 

and safety of employees, while promoting the competitiveness and innovation of companies operating 

in the sector. Employee participation is seen not only as a right, but as an essential element for the 

continuous improvement of company performance and the achievement of sustainable and lasting 

results 

The principles inspiring this National Collective Labour Contract [from now on with the acronym CCNL1] 

are those 

1. of the effective protection and representation of workers and companies; 

2. of the participatory method aimed at involving workers and companies in order to find solutions 

aimed at protecting and improving the conditions of workers and protecting the 

competitiveness of companies; 

3. of the development of policies aimed at the acquisition of skills by ensuring a higher cultural 

and professional preparation of young people, women and adults, so as to make it easier for 

them to enter and remain in the world of work, as well as policies aimed at the development 

of research and innovation and the enhancement of human capital; 

 

4. of a commitment to ensuring a safe, inclusive and respectful working environment: respect for 

rights and diversity is the basis of a corporate culture that values each individual, contributing 

to a climate of trust and cooperation. 

5. of the implementation of a system of trade union relations and information consistent with the 

needs of the sector's companies and workers and functional to the identification and 

enhancement of the innovative aspects expressed in the various sectoral and company 

typologies, also with reference to the repercussions on work organisation; 

6. of the enhancement of the bilaterality system. 

 

To this purpose, the signatory Organisations express their intention to foster correct and profitable 

relations, through the deepening of knowledge of the problems of the sectors and branches and the 

practical implementation of a more advanced system of trade union relations and management tools 

for agreements, also in order to ensure compliance with the understandings and, therefore, prevent 

any conflict between the Parties. 

This CCNL therefore aims to establish the basis for a new model of industrial relations, where the 

active participation of workers becomes a central element for the success of companies and for the 

personal and professional fulfilment of employees. In this spirit of collaboration and sharing, the 

parties undertake to work together to build a better future for all involved. 

 

  

 
1 This acronym represents the Italian version of “National Collective Labour Contract” and that is “Contratto Collettivo 
Nazionale di Lavoro”. 
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FIELD OF APPLICATION OF THE CONTRACT  

 Context of application 

This National Collective Labour Contract regulates in a unified manner, for the entire national territory, 

the employment relations of companies in the commerce sector, which carry out their activities by 

any means, including mail order and e-commerce, belonging to the product sectors and categories 

specified below and their employees. 

Food 

1. wholesale of foodstuffs; 

2. supermarkets, integrated supermarkets, hypermarkets, soft and hard discount stores; 

3. retail of foodstuffs (mixed foodstuffs), except for bread and pasta shops attached to bakeries; 

4. delicatessens, sauce shops and “pizzicheries”; 

5. coffee importers and roasters; 

6. wholesale of drugs and colonials; retail of drugs and colonials (drugs and coffee roasters); 

7. wholesale and retail of cereals, legumes and fodder; 

8. wholesale of livestock and slaughtered meat, butchers, pork butchers, tripe shops, fresh and 

frozen meat outlets; 

9. wholesale of poultry, eggs, game and similar products; 

10. poultry and game shops; 

11. wholesale and retail of fishery products; 

12. wholesale trade of cheese, butter, milk, dairy products and derivatives in general; retail trade of 

milk (dairies not holding a P.S. license) and derivatives; 

13. wholesale and commission trade of fruit and vegetable products carried out in markets; retail 

trade of fruit and vegetable products; 

14. wholesale and retail trade of wine and similar products (wines, musts, sparkling wines, liqueurs, 

beer, wine vinegar); with regard to companies that carry out wholesale trade of wines, it is specified 

that the following are included: 

a. companies that purchase grapes and musts, for the production of wines, including typical wines, 

and their sale; 

b. companies that, in addition to purchasing grapes and musts for the production of wines, including 

typical wines, and their subsequent sale, carry out wine purchase and sale operations; 

c. companies that carry out bottling and bottling activities; 

15. wholesale and retail trade of mineral and carbonated waters and ice; 

16. wholesale and retail trade of oil products (olive and seed oils); 

17. commercial companies for maturing and preserving dairy products; 

Flowers, plants and similar 

1. wholesale and retail trade of flowers and ornamental plants; 

2. trade of aromatic and medicinal plants and herbal products in general; 

3. producers, wholesalers, exporters and representatives of medicinal and aromatic plants. 

 

Consumer goods and industrial products  

1. department stores; single-price stores; 

2. fabrics of all kinds, haberdashery, knitwear, yarns, lace and lace; underwear and fabric 

garments of all kinds; tailors and seamstresses; fashions and novelties; supplies for tailors and 

seamstresses; shirt shops and similar; bustiers, hat shops, millineries; sporting goods; wool and 

mattress dealers; footwear, shoe accessories; fur shops; luggage shops and travel goods; 

umbrella shops, leather goods shops; gloves, socks; perfumeries, costume jewellery and 

similar; straw braids and unfinished straw hats; used clothes; carpets; sack shops, even if they 

repair or rent sacks; rope shops and similar; 

3. dirty and washed wool, silkworm seed, cocoons, silk waste, various textile fibres (hemp, flax, 

jute, etc.), rags and textile waste, except for use of the lawn classifiers; 

4. national raw hides and bovine skins, consortia for the collection and salting of hides; national 

raw hides, sheep and goats; exotic raw hides not for fur and fur; tanned hides (soles, uppers, 

etc.), raw hides for fur, leather for leather goods and various, leather for luggage in general, 

leather for saddlery; 

5. household articles, mirrors and crystal, frames, knick-knacks, ceramics and majolica, porcelain, 

tableware, earthenware, glassware and crystalware; 

6. glass plates and containers, scientific glass, raw materials for the glass and ceramics industry; 
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7. electricity, gas, plumbing and heating products, except for companies installing systems; 

8. toys, antique and modern art shops, furnishings and sacred objects; artistic and craft products; 

auction houses; gift items, smokers' articles; 

9. goldsmiths' and jewellers' shops, silverware, precious metals, precious stones, pearls; clocks 

and watches; 

10. booksellers (including publishers' bookshops and second-hand booksellers); music publishers; 

stationers (retailers of stationery, writing materials and drawing materials); stationery and 

writing materials wholesalers; waste paper dealers; distributors of books, newspapers and 

magazines, circulating libraries; 

11. stamps for collection; 

12. furniture, office furniture and machines; 

13. sewing machines; 

14. iron and steel, non-ferrous metals, scrap, hardware and cutlery; machines in general; weapons 

and ammunition; iron and metal articles; television sets, radios, household appliances; security 

systems; musical instruments; optics and photography; surgical and medical materials; 

scientific apparatus; weights and measures; whetstones, millstones, pumice stones and 

lithographic stones; technical articles (transmission belts, vulcanized fiber, electric carbons, 

etc.); 

15. motor vehicles (sales agents and dealers, importers, even if they operate parking or rental with 

or without assistance and repair workshops); bicycles or motorcycles (even if they operate 

parking or rental with or without assistance and repair workshops or laboratories); spare parts 

and accessories for automobiles and motorcycles; tires; lubricating oils, petroleum products in 

general (including agricultural oil); 

16. fuel distribution plant operators; 

17. companies distributing compressed methane fuel for motor vehicles; 

18. fossil coals, vegetable carbons; solid, liquid and liquefied fuels; 

19. heating companies; 

20. bricks, cement, lime and plaster, cement products, refractory materials, stoneware pipes and 

similar, rough marble and cut stone in general, gravel, sand, pozzolana, masonry stones in 

general, road gravel, tar, bitumen, asphalt; paving, covering, insulating and waterproofing 

materials (marmette, bricks, majolica, cement and stoneware tiles); other construction 

materials; 

21. fabric and paper wallpaper, stucco; 

22. chemical products, chemical products for industry, paints and varnishes; 

23. companies distributing medicinal specialties and chemical-pharmaceutical products; 

24. wood and similar, cork, rushes, sorghum, etc.; 

25. resellers of monopoly goods, warehouses of monopoly goods; 

26. products for agriculture (fertilizers, fungicides, insecticides; oenological material; cereal, lawn, 

vegetable and garden seeds; feed and cakes; agricultural machinery and tools; non-ornamental 

plants, other products for agricultural use); 

27. wholesale trade in the goods and products referred to in this point c). 

Trade Auxiliaries and Foreign Trade 

1. commercial agents and representatives; 

2. public and private intermediaries; 

3. commission agents; 

4. establishments for the conditioning of textile products (except those set up by industrialists 

within and at the service of their own companies); 

5. suppliers of public and private entities (barracks companies, prison suppliers, ship suppliers, 

etc.); 

6. import and export companies and international trade houses (imports and exports of mixed 

goods); 

7. commercial agents appointed by commercial houses and/or companies operating in the 

distribution sector of petroleum products and accessories; 

8. port control companies; 

9. companies importing fruit and vegetable products. 

Services to Companies/Organisations, Network Services, Services to People 

1. leasing companies; 
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2. debt collection, factoring; 

3. rental and sale of audiovisuals; 

4. accounting and auditing services; 

5. personnel management and administration services; 

6. personnel research, training and selection services; 

7. market research, economic research, opinion polls, marketing; 

8. telemarketing, telesales, call centers 

9. management and business organization consultancy, including professional and/or 

organizational planning and consultancy; 

10. public relations agencies; 

11. commercial information agencies; 

12. design, graphics, planning, and interior and window dressing services; 

13. research, testing, analysis, technical certification and quality control services; 

14. companies for the commercial exploitation of patents, inventions and discoveries; 

15. advertising agencies; 

16. advertising concessionaires; 

17. advertising companies; 

18. advertising material distribution and delivery agencies; 

19. sales promotion; 

20. photography agencies; 

21. residence offices; 

22. congress, exhibition, show and fair organization and management companies; 

23. merchandise brokerage; 

24. environmental recovery and remediation; 

25. other services to businesses and organizations, such as the provision of general, logistical and 

technological services; 

26. companies in the parking and parking sector; 

27. non-artisan garages and car repair shops; 

28. credit card companies; 

29. non-banking exchange offices; 

30. trust and financial services; 

31. buying office; 

32. brokerage agencies; 

33. collective credit guarantee activities; 

34. companies and agencies for consultancy, real estate brokerage and promotion, real estate 

administration and management; 

35. customs operations agencies; 

36. services for requesting certificates, handling typing, data entry and photocopying procedures; 

37. translation and interpreting services; 

38. delivery, correspondence, printing and parcel agencies; 

39. sale of timeshare; 

40. car paperwork agencies; 

41. driving schools; 

42. wedding service agencies; 

43. detective agencies 

44. betting agencies; 

45. meteorological research and consultancy services; 

46. training agencies, human resources development agencies and training services promoted by 

the Organizations signing this CCNL; 

47. temporary and permanent employment agencies; 

48. intermediation agencies; 

49. personnel search and selection agencies; 

50. professional relocation support agencies; 

51. quality control and product certification; 

52. party entertainment activities, children's entertainment; 

53. other services to people. 
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The parties acknowledge that this contract for the entire period of its validity is to be considered a 

unified and inseparable set of rules aimed at achieving greater benefits for workers.  

This is without prejudice to any more favourable conditions provided for by law and supplementary 

contracting. 

 Prohibition of discrimination 

It is expressly forbidden, in accordance with the provisions of the Republican Constitution and the 

Workers' Statute, to discriminate, directly or indirectly, on the grounds of race, ethnicity, religious 

faith, gender, sexual orientation, political, trade union, association or ethical convictions of 

behaviour. 

 Positive Actions  

In accordance with Act No. 4 of 15 January 2021 “Ratification and implementation of International 

Labour Organisation Convention” No. 190 on the Elimination of Violence and Harassment in the 

Workplace, adopted in Geneva on 21 June 2019 at the 108th session of the General Conference of the 

same Organisation. (21G00007) (OJ General Series No. 20 of 26-01-2021)’ it is hereby ordered:                 

a) the adoption and implementation, in consultation with workers and their representatives, of a 

policy on violence and harassment in the workplace  

b) the inclusion of violence and harassment, as well as related psycho-social risks, in the 

management of health and safety at work  

c) the identification of dangers and assessment of risks relating to violence and harassment, with 

the participation of workers and their representatives, and the adoption of measures to prevent 

and control them  

d) the provision of information and training to workers and other stakeholders, in accessible 

formats as appropriate, on the dangers and identified risks of violence and harassment and 

related prevention and protection measures, including the rights and responsibilities of workers 

and other stakeholders in relation to the policies referred to in paragraph (a) of this Article.  

 

The organisations stipulating this CCNL shall endeavour to ensure that: 

a) violence and harassment in the world of work are addressed in relevant national policies, such 

as those concerning health and safety, equality and non-discrimination at work, as well as 

those concerning migration; 

b) guidance, resources, training or other tools, in accessible formats as appropriate, on the 

subject of violence and harassment in the world of work, including gender-based violence and 

harassment, are made available to employers, employees and their organisations, as well as 

to the relevant authorities; 

c) relevant initiatives are implemented, including awareness-raising campaigns. 
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CONTRACTUAL PRINCIPLES  

 Remunerations 

The Parties believe that forms of worker participation and responsible co-management of companies, 

even in the distinction of roles, are fundamental for the success of companies and work, therefore this 

CCNL provides for salary scales that make possible new and more responsible forms of remuneration 

such as: 

➢ A reward system for objectives 

➢ The development of corporate welfare 

➢ Adequate increases for overtime or additional work 

➢ The establishment and/or expansion of allowances aimed at remunerating particular 

burdens, risks, responsibilities, creativity regarding the activity of workers 

➢ The development of forms of worker participation in company profits. 

 Collaboration of workers in the company 

The explosive technological development, the growing complexity of the regulatory framework, 

starting from some proposed laws presented on the subject, supported by the collection of popular 

signatures, induce the undersigned parties to experiment, even before laws are issued, with forms of 

participation that focus the indicators of this on concrete forms of collaboration and responsibility 

capable of contributing decisively to the definition of corporate strategies that aim at productivity and 

process and product innovation. 

This aims to reduce the "managerial distances" between entrepreneur and subordinate worker, leading 

as a natural consequence to a greater sharing of the different corporate processes, choices, 

responsibilities and results between entrepreneurs, employees and collaborators, without ever 

affecting the sphere of autonomy of the entrepreneur, in relation to the vision and organization of the 

company. 

The foregoing, also taking into account art. 46 of the Constitution (… the Republic recognises the right 

of workers to collaborate, in the ways and within the limits established by the Laws, in the 

management of companies ...) and Directive 2002/14/EC, which establishes a general framework for 

informing and consulting workers in the European Union and which establishes minimum procedural 

standards on the protection of the right of workers to be informed and consulted on the economic and 

employment situation affecting their workplace.  

 Subsidiarity  

The Parties signing this Collective Contract, while aware that the CCNL cannot exhaust the problems 

connected to the complex situation of work, intend to promote as much as possible the company 

conditions of dialogue and collaboration, in order to prevent conflicts and dedicate all resources to 

development. 

Therefore, the choice of this CCNL is: 

a) to provide only the wages and rules that respond to the primary needs of the majority of 

Workers; 

b) to favor the forms of Collaboration shared between Company and Worker and the forms of 

participation in company profits, which are combined with the incentive systems of worker or 

area productivity, as identified by the Second Level Negotiation, also with the development of 

company Welfare. The foregoing, so that the Employer and the Workers seek in the company 

the economic and regulatory solutions compatible with the permanence and development of 

jobs, with the specificity of the sector market, reconciled with the protection and safeguard of 

the primary needs of Workers; 

c) address all cases of particular difficulty, which would make no sense to manage through the 

CCNL and whose risk could not be placed on the individual Companies, through the services of 

the relevant Bilateral Body, which also include disability and life insurance, health insurance 
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supplementing the National Health System and the Interprofessional, Solidarity and 

Supplementary Pension Funds. 

 Remuneration and regulatory choices and performance bonuses 

The Parties are aware of living in a rigid regulatory system that, through the established principles of 

non-derogability, tends to sclerotize the action of the Social Parties themselves and places very 

onerous social security burdens on the Work, equal to approximately 40% of the gross salary of the 

Worker, without proportionate and real compensation, thus assuming a component of hateful para-

fiscality placed on the sole responsibility of the Employees. 

But even considering that the tax wedge for companies and workers is still very large, the parties 

signing this contract have chosen to use the Performance Bonus as an equalizing element, precisely 

because it has the purpose of stimulating the overcoming of critical company issues (so-called 

"bottlenecks"); of orienting the commitment of the Workers towards particular and contingent 

objectives; of encouraging the operations of reorganization of the activity in particular sectors or 

periods; of rewarding efficiency in critical company areas, therefore improving the aspects of workers' 

remuneration. 

The relevant discipline may be defined and tested in the individual second level or company 

agreements for the application of this CCNL. 

 Participation in company profits 

Encouraged by the legal provisions on the subject (Article 46 of the Constitution, third paragraph of 

Article 2099 of the Italian Civil Code and Article 2102 of the Italian Civil Code), the Parties identify the 

participation in company profits, a powerful training system for workers and employers, on the real 

dynamics of the company, on the positive effects of mutual collaboration and the benefits that the 

latter also determines on economic results. The relative discipline can be defined and tested in the 

individual second-level or company agreements for the application of this CCNL. 

 Contractual and company welfare 

The Parties agree on the desirability of developing Company Welfare, an extension of the obligatory 

Contractual Welfare, as an element of loyalty of the Worker to the Company and to ensure greater 

benefits to the Worker at the same company cost. 

Please refer to Title II of the CCNL. 

 Progressiveness  

Because of the novelty of the approach given, there will be progressiveness and articulation in the 

overall take-off of the benefits deriving from the CCNL, Second Level and Individual Contracting. Some 

of them will be related to the measure of the economic results achieved during the year by the 

individual company.  

In addition, always in compliance with the criterion of progressiveness and in the observation of an 

increase in inflationary pressures, the Parties agree to meet within the middle of the term of this CCNL 

to assess the congruity of the increases contractually provided for herein, with respect to the evolution 

that there will be of the IPCA index of the cost of living. 

 Gender equality 

The Parties recognise the importance for companies to create the conditions to ensure the absence of 

gender bias and to guarantee the concrete possibilities of equal pay and career development, 

whenever there is equality in the quantity and quality of work performed. 

 Contractual Hermeneutics 

In interpreting the provisions of this CCNL, no other meaning can be attributed to them than that 

made clear by the proper meaning of the words in accordance with their connection and according to 

the intentions expressed in this Premise and in the Forewords of the various Titles. Doubtful cases, at 

the request of a Party, shall be resolved by the National Joint Committee referred to in Title IV. 
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 Conclusions 

The present CCNL, according to the concrete situations, intends to favour an extraordinary and 

widespread Second Level Contracting that, also thanks to the recoveries of efficiency and the 

promotion of services, allows the improvement of the real wages of the Workers, the activation of 

solidarity benefits and the development of company Welfare.  The Parties have chosen to put in place 

at the various levels, a model of labour relations and Collective Contracting, which is inspired by the 

principle of cooperation in a relationship of mutual fairness and sharing the values of subsidiarity, 

participation, regionalism, solidarity and flexibility, while respecting the primary objective of fostering 

maximum employment. 

The National Collective Labour Contract is, therefore, the instrument for defining, in normal situations, 

the mandatory minimum set of wages, standards, rights and rules necessary to configure a 

contractually correct employment relationship. This minimum level will normally be positively 

supplemented by Second Level Company Contracting. 
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FIRST SECTION: GENERAL REGULATION 

TITLE I: CONTRACTING 

 Commencement and Duration, Contractual Assistance Contribution 

The contract will be considered renewed according to the duration indicated in the first paragraph if 

not cancelled, three months before the expiry, by registered mail with return receipt. 

In the event of cancellation, this contract will remain in force until it has been replaced by the 

subsequent national contract. 

For the practical implementation of the provisions of this CCNL and to ensure the efficiency of their 

union structures at the service of workers and employers, the trade unions and employers' 

organisations will collect the contractual assistance contributions by means of a special agreement 

entered into with INPS and/or INAIL pursuant to Law No. 311 of 4 June 1973. 

The contribution measures will be the subject of special agreements and published on the portals of 

the contracting associations. 

 Workers coming from other CCNLs 

In the event of the first application of this CCNL, employees previously employed under other CCNLs 

shall be subject to the following alignment criteria, without prejudice to the possibility of recognising 

any better treatment: 

➢ Contractual grading: the Employee shall be re-graded on the basis of the actual task carried out 

in the Company, with reference to the provisions of the Classification of Personnel provided for by 

this CCNL; the foregoing may also result in mismatch with the pre-existing grading level. 

➢ Remuneration classification: respecting the principle of incompressibility of remuneration, the 

change of CCNL shall not determine, for workers already in force, an overall worse treatment 

compared to that previously recognised. Therefore, the total gross annual remuneration due to 

the worker at the time of the change of CCNL shall remain unchanged, except in the event of any 

improvement. 

➢ Regulatory classification: any differences to the disadvantage of the worker on holidays, permits 

and ROL, may continue to be recognised ad personam. 

Alternatively, by written agreement between employer and employee, they may be monetised. 

 Renewal Procedures 

The platform for the renewal of the CCNL shall be submitted in time to allow the opening of 

negotiations six months before the expiry date. 

During the six months prior to the expiry date and in the month following and, in any case, for a total 

period of seven months from the date of presentation of the platform, the Parties shall not take 

unilateral initiatives or direct actions. 

In the absence of an agreement, after a period of six months from the date of expiry of the CCNL and, 

in any case, after a period of six months from the date of presentation of the renewal platform, if 

subsequent to the expiry of the CCNL, employees will be paid a provisional element of remuneration 

(so-called contractual holiday indemnity). 

Violation of the provisions referred to in the second paragraph of this Article shall entail, at the expense 

of the Party that has caused the violation, the anticipation or postponement by three months of the 

term from which the contractual holiday pay starts. 

In the agreement renewing the CCNL, the Parties shall define the time and manner of termination of 

any contractual holiday indemnity paid. 

 Second level contracting 

The Parties, in the now consolidated elasticity of the markets, recognize the need for flexible 

contractual instruments that adapt to the individual situations governed by this CCNL and hope for 

the development of second-level contracting. 

The guiding criteria that must be followed in this comparison are: 

1. diversity and non-repetitiveness of the subjects and institutions compared to those of the CCNL; 

2. alternative to company contracting; 

3. the methods of determining the economic recognitions of a variable nature must be identified with 

the objective of increases in productivity, quality, efficiency, effectiveness and/or other elements 

relevant for the purpose of improving competitiveness, as well as results linked to economic 

performance and/or specific elements that contribute to improving productivity; 

4. it is not permitted to define or increase allowances or emoluments or fixed bonuses. Second-level 

payments must have the characteristics that allow the application of the particular contributory-social 

security treatment provided for by law. These amounts are variable and not pre-determinable and not 
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useful for the purposes of any legal or contractual institution, including severance pay. 

 

In order to evaluate these elements, the parties will have, by way of example, as points of reference: 

a. the trend of the composition of the entrepreneurial fabric existing in the territory with particular 

reference to the size groups; 

b. the trend of the composition of employment and the relative articulation by contractual levels; 

c. the levels of quality achieved in the provision of services; 

d. the effects of the application of new technologies on the development of businesses; 

e. the final evaluations of consumers on the offer of services existing in the territory. 

 Territorial level: subjects 

At the level of competence, the territorial business associations and the corresponding trade unions 

will carry out discussions aimed at reaching agreements on active labour policies with particular 

reference to: 

1. training and professional requalification interventions connected to initiatives or directives of public 

authorities also at national or community level; 

2. training programs, also promoted by bilateral bodies (EBILAV), aimed at promoting the 

reintegration of workers in areas that present significant employment imbalances or workers who have 

difficulty reintegrating due to age; 

3. positive actions for flexibility pursuant to art. 9 of Law 53/2000, and in particular: 

a. articulated projects to allow the working mother or the working father, even when one of the two 

is self-employed, or when they have a minor in foster care or adoption, to benefit from particular 

forms of flexibility in working hours and organization, including reversible part-time, teleworking and 

home working, flexible hours at the start or end, time bank, flexibility on shifts, concentrated hours, 

with priority for parents who have children up to eight years of age or up to twelve years of age, in 

the case of foster care or adoption 

b. training programs for the reintegration of workers after the period of leave; 

4. other initiatives that the parties may activate in terms of the labour market; 

5. definition of agreements on apprenticeship for the aspects expressly referred to. 

 

Furthermore, in implementation of the legislative provisions on gender equality and equal 

opportunities, study and research activities aimed at promoting positive actions in favour of female 

personnel may be carried out; any resulting agreements will be consistent with what has been agreed 

on the matter at a national level. 

Analyses will be carried out on personnel classification. 

In relation to the particular needs of the trade and tertiary sector in order to improve the quality of 

services offered to consumers, also taking into account the needs of employees, at the territorial level 

of competence, meetings may be held to discuss legislative or administrative provisions on business 

hours and those actually in force. 

Finally, at the same level, meetings may be held to discuss: 

a. weekly schedule structure; 

b. procedures for the weekly schedule structure; 

c. flexibility of schedule; 

d. Sunday and holiday work. 

 Company level: subjects 

In companies that have, even in several decentralized units within the same province, more than 

thirty employees, special rules may be agreed regarding: 

1. shifts or time slots, distribution of working hours through one or more of the following timetables: 

continuous shifts, split shifts, differentiated bands; 

2. any forms of flexibility; 

3. part time; 

4. determination of weekday shifts; 

5. fixed-term contracts; 

6. protection of the health and physical integrity of workers, environment and safety in the workplace; 

7. equal opportunities in the workplace for men and women; 

8. positive actions for flexibility pursuant to art. 9 of Law 53/2000, and in particular: 

• structured projects to allow the working mother or the working father, even when one of the two is 

self-employed, or when they have a minor in foster care or adoption, to benefit from particular forms 
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of flexibility in working hours and work organization, including reversible part-time, teleworking and 

home working, flexible hours at the start or end, time bank, flexibility on shifts, concentrated hours, 

with priority for parents who have children up to eight years of age or up to twelve years of age, in 

the case of foster care or adoption; 

• training programs for the reintegration of workers after the period of leave; 

 

9. methods of carrying out the activity of the patronages; 

10. what is delegated to contracting by articles 20 and 21 of Law no. 300/1970 “Workers' Statute 

economic benefits strictly related to the results achieved in the implementation of company programs, 

aimed at increasing productivity, quality, other elements relevant to improving competitiveness, as 

well as results related to the economic performance of the company. 

11. other matters expressly delegated by the articles of the individual institutes of this CCNL. In 

matters of personnel classification, any specific qualifications of the company may be examined, where 

they are not already provided for in this contract. Furthermore, training and requalification 

interventions may be agreed upon in connection with initiatives or directives of public authorities, 

including at national and community level. The relevant contracting must be carried out with the 

intervention of the local trade unions and employers' organizations competent for the territory. 
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TITLE II: RIGHTS TO INFORMATION AND TRADE UNION CONSULTATION 

  National level 

Annually, normally within the first four months, the employer and trade union associations, signatories 

of this CCNL will meet to carry out a joint examination concerning the structural dynamics of the sector 

and the development prospects, with particular reference to the employment implications.  

The parties will also monitor the market trend also with the technical assistance of the national bilateral 

body EBILAV and using the available sources.  

 Territorial level 

Annually, at regional and provincial level, normally within the first four months or, upon request of 

one of the parties, in a different period, the territorial business associations and the corresponding 

trade union organizations will provide information data relating to the development and 

restructuring plans, broken down by homogeneous sectors.  

 Company level 

Companies that carry out activities of particular importance within the sector, distributed in several 

establishments located in several areas of the national or regional territory and having significant 

influence in the sector in which they operate, as they are strategically linked to the development needs 

of the national and regional economy, and companies that employ more than one hundred employees, 

will provide, at the request of the parties, normally annually in a special meeting, to the competent 

national, regional or territorial trade unions, information on the company prospects and on any 

programs that involve new settlements. 

During this meeting, the trade unions will be informed of the foreseeable implications of the 

aforementioned investments on the criteria for their location, on any problems regarding the situation 

of workers, with particular regard to employment and staff mobility. 

The workers' trade unions will be informed in advance of any changes to the plans already presented 

and that involve substantial variations in employment levels. 
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TITLE III: TRADE UNION RIGHTS 

 RSU 

RSUs can be formed in production units in which the company employs more than 15 employees. 

The RSU is formed, for 2/3 of the seats, by election by universal suffrage and secret ballot among 

competing lists. The remaining third is assigned to the lists presented by the trade union associations 

that have signed the CCNL applied in the production unit, and its coverage is proceeded, by election 

or designation, in proportion to the votes received. 

The number of members of the RSU will be equal to: 

- 3 members for the R.S.U. formed in establishments and business units with up to 200 employees;  

- 3 members for every 300 or fraction of 300 employees in establishments and business units with up 

to 3,000 employees;  

- 3 members for every 500 or fraction of 500 employees in larger institutes and operating units, in 

addition to the number mentioned in the previous point. 

The signatory trade union organisations are granted the appointment of the R.S.A. (Company Trade 

Union Representative). 

Permits  

The members of the national and peripheral boards or management committees of the trade union 

organizations that have signed the CCNL are entitled to the necessary permits and paid leave to 

participate in the meetings of the aforementioned bodies for a maximum of 70 hours per year. 

The managers of the trade union representatives (R.S.A. or R.S.U.) are entitled, for the performance 

of their mandate, to paid leave equal to 2 hours per year for each employee in companies that employ 

up to 200 employees, and equal to 12 hours per month in larger companies that employ up to 3,000 

employees. The above permits are due to one manager for each trade union representative in 

companies of the first type, and to one manager for every 300 or fraction of 300 employees for each 

trade union representative in companies belonging to the second category. 

In any case, to take advantage of the permits, a 24-hour written notice is required, to be presented 

through the territorial federation or the trade union organization to which they belong. 

The holders of the paid permits mentioned above are also entitled to unpaid permits for participation 

in union negotiations or trade union congresses and conventions, equal to 8 days per year. To take 

advantage of these permits, a 3-day written notice is required, to be presented through the company's 

trade union representatives. 

Finally, workers called to hold trade union, provincial and national positions or elected public functions 

may, upon request, be placed on unpaid leave for the entire duration of their mandate. 

 Right of posting  

The company trade union representatives have the right to post, on appropriate spaces that the 

employer is obliged to provide in places accessible to all workers within the production unit, 

publications, texts and communications concerning trade union and labour issues. 

 Assembly  

In the production unit where more than 15 employees are employed, workers have the right to meet 

in assemblies to discuss matters of trade union and labour interest, outside working hours as well as, 

within the limit of 13 paid annual hours, during working hours. 

The convocation shall be communicated by the end of working hours on the second day prior to the 

date of the meeting and with a specific indication of the agenda. 

External leaders of the union that has formed the RSU may participate in the assemblies, subject to 

prior notice to the employer. 

 Referendum 

The employer must allow within the company the holding, outside working hours, of referendums, 

both general and by category, on matters relating to trade union activity, called by all the Company 

Trade Union Representatives among the workers, with the right of participation of all workers 

belonging to the company unit and category particularly concerned. 

 Company delegate 

In establishments with eleven to fifteen employees, the stipulating trade unions may jointly appoint 

a company delegate on the indication of the employees with the task of intervening with the 

employer for the application of contracts and labour laws. The dismissal of the delegate for reasons 

inherent to the exercise of the two functions is null. 

 Withholding of trade union contributions 
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The company will also withhold the trade union membership contribution from employees who request 

it by delivering a proxy letter duly signed by the employee. 

The proxy letter will indicate the amount of the contribution to be withheld and the trade union 

organisation to which the company shall pay it. 

The company will transmit the amount to be withheld to the union to which it is entitled. 

The commitment made by the employee in the letter of proxy also covers any change in the trade 

union membership contribution, duly notified by the trade union organisation to the company, by 

registered letter, unless expressly stated otherwise. 

The employer that applies this CCNL is required to pay the union contribution withheld in the pay 

envelope through the INPS agreement system, indicating in the uniemens declaration the contract 

code that is indicated in the union proxy. In the event of technical difficulties in using this means of 

payment, the employer shall notify the trade union indicated in the proxy and shall pay the withheld 

contribution to the bank details of the OS indicated in the proxy. 
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TITLE IV: NATIONAL JOINT INSTRUMENTS 

Premise 

Bilaterality is proposed as one of the possible lines of action to contribute to the management 

and regulation of industrial conflict, aiming to foster a more collaborative and participatory 

approach in all those matters and areas where it is practicable and profitable for both opposing 

spheres of interest to cooperate and decide on an equal footing. 

It is a system that stems from the progressive development of a dynamic system of industrial 

relations in which the continuity and regularity of meetings between the social partners is a 

crucial element. 

 National Bilateral Body 

The Parties acknowledge the importance of bilaterality in the system of trade union relations at 

the various levels and therefore, in order to implement the aims, set out in this CCNL, agree 

that the national Bilateral Body, known as EBILAV, is the useful instrument for any initiative 

concerning employment, the labour market, training and professional qualification. 

 Functions and Purposes 

The Bilateral Body EBILAV pursues the following aims: 

1. training, in compliance with Article 37 of Legislative Decree 81/2008 and subsequent amendments 

and additions on safety at work, professional qualification and apprenticeship contract; 

2. income and employment support, also through professional retraining of employees;  

3. promotion, development and dissemination of supplementary forms in the field of social security 

and assistance, according to the agreements between the social partners; 

4. monitoring, through the establishment of an Equal Opportunities Commission, of the equal 

treatment of men and women workers, to avoid discrimination based on nationality, gender, 

political, trade union and religious ideas;  

5. reconciliation and certification, in accordance with the provisions of Legislative Decree 276/2003 

and subsequent amendments and additions; 

6. establishment of the Joint Committee for the performance of actions relating to the application of 

Legislative Decree 81/2008 and subsequent amendments and supplements;  

7. establishment of the RSU database; 

8. establishment of the RLS database; 

9. authentic interpretation of the National Collective Labor Contracts and resolution of any disputes 

in this regard, through the establishment of a specific Commission, which also has the task of 

preventing and resolving potential conflicts; 

10. establishment of a permanent Observatory for monitoring, for statistical purposes, the initiatives 

adopted by the Parties in the field of employment, labour market, contractual models, training 

and professional qualification, as well as verification of the progress of second-level bargaining 

and disputes examined by the Conciliation Commissions; 

11. management of the mandatory contributions referred to in the following articles, in accordance 

with the regulations formulated by the Parties that have stipulated this contract; 

12. establishment of bilateral bodies at territorial level and coordination of the related activities, 

verifying their consistency with the national agreements; 

13. activation, directly or by agreement, of procedures to access community programs inspired and 

financed by structural funds, with particular reference to the European Social Fund and related 

management; 

14. activation of a supplementary health care fund and a supplementary pension fund; 

15. implementation of any additional task that falls within the provisions of the Law and that is 

entrusted to the Entity by the contracting Parties. 

The National Bilateral Body will formulate a draft regulation for the Territorial Bilateral Bodies. 

 Bilateral territorial bodies 

At the territorial level, the territorial Bilateral bodies are established. 

The territorial Bilateral Body is required to carry out the following activities: 

1. monitoring of fixed-term contracts and fixed-term supply contracts; 

2. protection of the health and dignity of the person; 

3. carries out functions in the field of apprenticeship; 

4. shared work; 

5. establishes the joint body and exercises its functions in the field of safety at work; 
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6. promotes and manages, at the local level, initiatives in the field of professional training 

and qualification also in collaboration with the Regions and other competent bodies. 

7. receives communications in the field of weekly working hours, flexibility of working hours 

and in relation to the procedures for multi-weekly flexibility; 

8. carries out functions in the field of conciliation and arbitration; 

 

It can also: 

1. plan and organize, at the level of competence, reports on the economic and productive 

framework of the sector and the related development prospects on the state and 

employment forecasts, also by coordinating surveys and investigations, preparing 

estimates and projections and sending the results to the national bilateral body, also on 

the basis of the surveys carried out by business associations in compliance with the 

provisions of art. 9 of law no. 56/1987; the guarantees provided for by art. 4, fourth 

paragraph, of law no. 628 of 22 July 1961 remain unchanged for businesses; 

2. research and process, also for statistical purposes, data relating to the implementation and 

use of agreements on training and work contracts and apprenticeships, sending the 

results, usually on a quarterly basis, to the national bilateral body; 

3. acts as a body promoting the agreements for the implementation of training internships 

pursuant to paragraphs 720 to 726 of Law 234/2021, 

4. carries out the functions assigned to it by the territorial agreements on salary realignment. 

 Bilateral Body Financing 

The contribution to be allocated to the EBILAV Bilateral Body (code LAV1) is set at 0.30% (0.20% 

paid by the employer and 0.10% paid by the worker) calculated on the pay slip and contingency. 

The parties specify that, given the mandatory nature of this contribution, the company that omits 

the payment is required to pay the worker a separate element of the remuneration equal to 25 

euros/month, paid for 14 months and included in the actual remuneration. 

 

MINUTES NOTE 

Respect for the principle of trade union freedom means that an obligation to join the indicated 

body cannot be imposed and, therefore, the option to join another bilateral body that guarantees 

the same services remains intact. 

 National Tools  

The parties have the right to establish, within the bilateral body: 

1) the National Commission for the evolution at European level in social matters. 

2) the Joint Commission for Equal Opportunities; 

3) the National Observatory; 

4) the National Joint Commission. 

 

The National Commission for the development at European level in social matters, the Permanent 

Joint Commission for Equal Opportunities, the National Observatory, the National Joint 

Commission, are each composed of six members, three of whom are designated by the 

employers' organizations and three by the trade unions. A substitute may be appointed for each 

effective member. 

 National Commission for the development of social issues at European level  

It deals with the harmonization of legislative regulations and collectives’ contracts in the field of 

employment relationships with Community legislation. 

In particular, if the European Union issues recommendations or directives that affect the food 

industry sector, the Parties may meet in order to evaluate the opportunity to define joint notices 

to be submitted to the Italian legislator prior to the issuance of the implementing legislation. 

The Commission will also have the task of evaluating the agreements signed during the European 

social dialogue in the sector in order to express an opinion to the signatory Organizations 

regarding the possible implementation in the national contractual system. 

It will report on the activity carried out to the signatory Organizations. 

 Joint Commission for Equal Opportunities 

The parties agree on the opportunity to establish a Permanent Commission for Equal 
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Opportunities, which is assigned the following tasks: 

1) to study the qualitative and quantitative evolution of female employment in the sector, using 

data disaggregated by sex, level of professional classification and type of employment 

relationships; 

2) to follow the evolution of Italian, European and international legislation on equal 

opportunities in the workplace; 

3) to promote appropriate interventions to facilitate the reintegration into the labour market of 

women or men who wish to resume their activity after an interruption of work activity; 

4) to identify initiatives for professional updating and training, also in order to safeguard the 

professionalism of those who resume work activity following cases of abstention, leave of 

absence and leave, as provided for by Law 53 of 8 March 2000; 

5) prepare Positive Action projects aimed at promoting female employment and professional 

growth, also using the opportunities offered by Legislative Decree 198/2006 and the relevant 

Community Funds; 

6) promote effective interventions to prevent mobbing behavioural acts in the labour relations 

system; 

7) analyse the quantitative and qualitative data that will come from the joint bodies relating to 

the procedures and solutions identified in relation to sexual harassment; 

8) collect and analyse the initiatives and results achieved in terms of positive actions by 

promoting initiatives related to the agreements referred to in art. 9 of Law 53 of March 8, 

2000 and disseminating good practices; 

9) identify initiatives aimed at overcoming all forms of discrimination in the workplace, with 

particular regard to wage discrimination and access to professional training; 

10) collect data relating to the qualitative and quantitative aspect of the mobbing phenomenon, 

identifying its possible causes and formulating proposals for positive actions in order to 

prevent and repress critical situations, also in order to implement measures to protect the 

employee concerned; 

11) in application of the “Code of Conduct on measures to be taken to combat sexual 

harassment” attached to the Recommendation of the European Commission of 27 November 

1991, as amended by the Treaty of Amsterdam of 2 October 1997 on the protection of the 

dignity of women and men at work, prevent sexual harassment in the workplace and, in the 

event that it occurs, ensure immediate and simple recourse to appropriate procedures to 

address the problem and prevent its recurrence. To this end, this Commission will have the 

task of receiving news, reports or complaints of sexual harassment and, in cases of need, 

may avail itself of external professionals. Every worker may receive assistance and advice 

from the Commission. The Commission will also have the task of disseminating the code of 

conduct and identifying any specific training courses aimed at companies and workers. (The 

Parties ask the Government that such training programmes be considered positive actions 

also for the purposes of admission to legal funding). 

12) Any adhesion of companies to the professional training project schemes jointly defined and 

accepted by the Organizations signing the National Contract, of which the parties will 

promote knowledge, constitutes a title for the application of benefits provided for by the 

provisions of law in force on the matter. 

13) The Commission may use, for the performance of its tasks, the data provided by the National 

Observatory (if established). 

14) The Commission usually meets quarterly or at the request of one of the parties, chaired in 

turn by a member of the two groups, deliberates unanimously for the implementation of the 

tasks indicated above. 

15) It will present a report annually, complete with collected and processed materials: in this 

context it will report on its activity to the signing organizations by presenting both the 

proposals on which the unanimous opinion of the Commission has been reached, and the 

evaluations that constitute the positions of one of the components. 

 National Observatory  

The National Observatory is the instrument of the EBILAV Bilateral Body for the study and 

implementation of all initiatives assigned to it on the basis of agreements between the social 
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parties in the field of employment, labour market, training and professional qualification. 

To this end, the Observatory implements all useful initiatives, and in particular: 

a) plans and organizes reports on the economic and production framework of the sector and 

the related development prospects, on the state and forecasts of employment, also 

coordinating investigations and surveys, developing estimates and projections also in order 

to provide the parties with the technical support necessary for the realization of the meetings 

referred to in the art. 1; 

b) develops proposals on training and professional qualification, also in relation to national and 

EU legislative provisions and in collaboration with the Regions and other competent bodies, 

also aimed at creating the most appropriate conditions for their practical implementation at 

territorial level; 

c) receives and processes, also for statistical purposes, the data provided by the Provincial 

Observatories (where established) on the implementation and use of agreements on 

insertion and apprenticeship contracts as well as fixed-term contracts; 

d) receives from the territorial organizations the agreements made at territorial or company 

level, taking care of their analysis and registration; 

e) carries out the functions provided for in the field of fixed-term contracts and apprenticeships. 

 National Joint Commission  

The National Joint Commission is the body responsible for ensuring compliance with the 

agreements reached and for proposing to the signatory Organizations the updating of the 

contract on the provisions of the last paragraph of this article. 

To this end: 

a) examines, with the exception of the matter of disciplinary sanctions, all disputes regarding 

the interpretation and application of entire institutions or individual contractual clauses; 

b) identifies professional figures not included in the current classification, in relation to 

technological/organizational innovation processes of particular importance. The Commission 

will meet at the request of one of the parties in the face of a need that has also emerged 

during territorial comparison. The Commission will proceed to examine the content of the 

professional figures and their classification, on the basis of the contractual criteria and using 

evaluation elements jointly deemed suitable. In carrying out its activity, the Commission will 

pay particular attention to the problems relating to emerging professional skills. The 

conclusions of the Commission must be submitted to the signatory parties and, if accepted, 

will integrate this CCNL. 

c) develops the examination of the classification, in order to seek coherence between the 

current declarations and the related examples, formulating any proposals for updating to the 

contracting Organizations. Annually, usually in the second semester, the Commission will 

report to the contracting parties, in a specific meeting, the results of the studies carried out. 

Three months before the contractual expiry, the Commission will present a final report to 

the parties. 

d) examines, on the occasion of contractual renewals, any proposals put forward by the 

contracting parties and develops new proposals regarding classification, subsequently 

submitting them to the contracting parties for their inclusion in the contractual text. 

 National Joint Commission: procedures  

The Secretariat of the National Joint Commission shall take minutes of the meetings and 

resolutions adopted, which must be signed by the members of the Commission itself. 

The National Joint Commission shall meet upon request submitted, by registered mail with return 

receipt or certified email, by the Organizations stipulating this contract or by the local trade 

union organizations belonging to the aforementioned national Organizations, independently or 

on behalf of an employee, or by companies adhering to the local or national category 

organizations signing this CCNL. 

Upon submission of the request referred to in the previous paragraph, the interested party shall 

submit to the National Joint Commission all the elements useful for examining the dispute. 

The meetings of the National Joint Commission shall normally take place at the headquarters of 

FEDERDAT. 

The date of the meeting shall be set by agreement between the parties within 15 days of the 
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submission of the request referred to in the previous fourth paragraph and the entire procedure 

shall be completed within the following 30 days. 

The Commission, before making a decision, may summon the parties in dispute to acquire any 

information and observations useful for examining the dispute itself. 

The decisions of the Joint Commission are transmitted in copy to the interested parties, who are 

obliged to comply with them and, where appropriate, to implement them, transferring their 

contents to a conciliation report, pursuant to and for the purposes of Articles 411, third 

paragraph, and 412 of the Code of Civil Procedure and 2113, fourth paragraph of the Civil 

Procedure, as amended by Legislative Decree no. 80 of 31 March 1998 and Legislative Decree 

no. 387 of 29 October 1998. 

While proceedings are pending before the National Joint Commission, the trade unions and the 

interested parties may not take any other trade union or legal initiative. 

For everything relating to the functioning of the National Joint Commission, the Commission 

itself may provide, with its own resolutions. 
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TITLE V: WORKERS' SAFETY REPRESENTATIVES  

 RLS 

Pursuant to Legislative Decree 81/08, the number of safety representatives is identified as 

follows: 

a) one representative in companies or production units with up to 200 employees; 

b) three representatives in companies or production units with 201 to 1000 employees 

c) six representatives in all other companies or production units; 

except for more favourable clauses in company contracts, defined in relation to the peculiarities 

of the risks present in the company. 

 

The safety representative may not suffer any prejudice due to the performance of his/her 

activities and the same protections provided by law for trade union representatives apply to 

him/her. 

In application of art. 50 paragraph 1, letters e) and f) of Legislative Decree 81/2008, the 

representative has the right to receive the information and company documentation provided 

for therein for the most profitable performance of the assignment. 

The representative may consult the risk assessment document kept at the company, where 

applicable. 

The representative is required to use such data and the production processes of which he/she is 

made aware or becomes aware, in a manner strictly connected to his/her assignment, in 

compliance with company secrecy. 

The employer consults the safety representative on all events for which the legislative discipline 

provides for the latter's consultative intervention. 

The minutes of the consultation must include the observations and proposals formulated by the 

safety representative. 

The safety representative, to confirm that the consultation has taken place, signs the minutes 

of the same. 

The safety representative, in carrying out his/her duties and where necessary, uses the same 

premises that the company has allocated to the RSA/RSU. 

The right of access to the workplace must be exercised in compliance with organizational and 

production needs and business secrecy with the limitations provided for by law. 

The safety representative elected directly by the workers within the company must inform the 

employer, with at least 2 working days' notice, of the visits he/she intends to carry out in the 

workplaces. 

The same, during the visits that he will carry out in the workplace, will be accompanied for 

organizational and production reasons by the service manager or by a delegated person. 

The territorial safety representative must inform the employer, with at least 7 days' notice, of 

the visits that he intends to carry out in the workplace. 

The same, during the visits that he will carry out in the workplace, will normally be accompanied 

by a representative of the employers' association competent for the territory. 

The safety representative has the right to the training provided for in art. 50, paragraph 1, letter 

G) of Legislative Decree 81/2008; the training cannot entail economic costs for the safety 

representative and is carried out through additional paid leave in addition to that already 

provided for his activity; 

Such training must include, with specific reference to the sectors involved, a 32-hour program 

that must include: 

- general knowledge of the obligations and rights provided for by the legislation; 

- fundamental knowledge of the risks and the related prevention and protection measures; 

- risk assessment methodologies; 

- minimum communication methodologies. 

The training courses are organized by the Regional Joint Body or in collaboration with it. Taking 

into account the provisions introduced by the State-Regions Agreement of 7 July 2016, relating 

to the identification of the duration and minimum content of the training courses for the 

Managers and Employees of Prevention and Protection Services, pursuant to art. 32 of Legislative 

Decree 81/2008 and subsequent amendments, the Parties confirm that the "basic training" for 
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R.L.S. and subsequent refresher courses may also be provided in e-learning mode. 

To this end, the training must comply with the provisions contained in the aforementioned State-

Regions Agreement of 7 July 2016, in terms of organizational, technical and educational 

requirements. 

It is understood that in the event of regulatory changes and/or additions, it will be necessary to 

adapt to the aforementioned contents. 

 RLST 

The Workers' Representative for Safety in the Territory will carry out the same legal duties as 

the RLS for a group of Companies included in a specific territory. 

The RLST is an expression of the Joint Body (Organismo Paritetico - OP) for the application of 

Legislative Decree 81/2008. 

The OP will designate each RLST in the ratio of 1 RLST for every 1,000 (one thousand) employees 

and/or 1 RLST up to a maximum of 250 companies. 

 Joint bodies (Organismi Paritetici – OP) 

The O.P.N. (Organismo Paritetico Nazionale - National Joint Body) for Safety at Work has the 

following tasks: 

• promote direct training, through seminars and other complementary activities for the 

members of the O.P.R. (Organismo Paritetico Regionale - Regional Joint Body); 

• promote the establishment of the Regional Joint Bodies and coordinate their activity; 

• verify the establishment of the Regional Joint Bodies; 

• develop the guidelines and criteria for the training of workers and safety representatives, 

taking into account the provisions of the Ministers of Labor and Health; 

• promote the exchange of information and assessments regarding the application of the 

legislation; 

• promote and coordinate training and other interventions in the field of health and safety at 

work, obtaining funding from the EU and national public and private bodies; 

• encourage the testing of flexible and innovative training modules that meet the specific 

needs of companies, and intended for the subjects referred to in this agreement, also on 

the basis of EU and national public sources; 

• evaluate proposals for community and national regulations, also to develop common 

positions to propose to European bodies, the Government, Parliament and other competent 

national administrations; 

• receive from regional joint bodies the list of names of safety representatives. 
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TITLE VI: SETTLEMENT OF DISPUTES 

 Conciliation Commissions 

Pursuant to the provisions of articles 410 and following of the Code of Civil Procedure, as 

amended by Legislative Decree 31/3/1998 n. 80 and Legislative Decree 29/10/98 n. 387, for all 

individual or multiple disputes relating to the application of this contract and other contracts and 

agreements in any case concerning employment relationships in companies included in the scope 

of application of this contract, a mandatory attempt at conciliation at a trade union level is 

foreseen according to the rules and methods set out in this article to be carried out at the 

Conciliation Commissions. 

 

The Conciliation Commission is composed: 

 

- for employers, from a minimum of one to a maximum of three representatives of the 

local signatory trade union organization to which the company is registered and/or has given a 

mandate. 

- for workers, from a minimum of one to a maximum of three representatives of the local 

signatory trade union organization to which the worker is registered and/or has given a mandate. 

 

The members of the conciliation commission, in order to carry out their effective role as 

conciliators, must have deposited their signature at the competent Provincial Labor Inspectorate, 

pursuant to the provisions of the law. 

The party interested in settling the dispute must request the conciliation attempt through the 

Trade Union to which they are registered and/or have given a mandate. 

Once the communication has been received, the Territorial Conciliation Commission will convene 

the parties within 20 days, setting the day and time at which the conciliation attempt will be 

made. The conciliation attempt must be carried out, pursuant to Law no. 183/2010, the 

conciliation attempt must be carried out within 60 days from the date of receipt or presentation 

of the request by the employers' association or Trade Union to which the worker gives a 

mandate. 

The Territorial Conciliation Commission carries out the conciliation attempt pursuant to articles 

410, 411 and 412 c.p.c. and 412 ter. 

 

The minutes of conciliation or lack of agreement are filed by the Conciliation Commission at the 

territorial Directorate of Labour competent for the territory and for this purpose must contain: 

 

1. the reference to the collective contract or agreement that governs the employment 

relationship to which the conciliated dispute refers; 

2. the presence of union representatives whose signatures are deposited with the Territorial 

Directorate of Labor; 

3. the presence of the parties personally or correctly represented. 

 

If the parties have already found a solution to the dispute that has arisen between them, they 

may request, through spontaneous appearance, to conciliate the same for the purposes and 

effects of the combined provisions of articles 2113, paragraph 4 of the Civil Code, 410 and 411 

of the Italian Code of Civil Procedure, 412 and 412ter. 

 

The decisions taken by the Territorial Joint Conciliation Commission do not constitute an 

authentic interpretation of this contract, which therefore remains the responsibility of the 

National Joint Commission. 

 

In the event of a request for an attempt at conciliation for a dispute relating to the application 

of a disciplinary sanction, this will be suspended until the conclusion of the procedure. 
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SECTION SECOND: REGULATION OF THE EMPLOYMENT RELATIONSHIP 

TITLE I: LABOUR MARKET 

CHAPTER I: APPRENTICESHIP  

 Apprenticeship contract 

The apprenticeship contract can be established with young people between the ages of eighteen 

and twenty-nine, and is aimed at qualifying workers through a training course for the acquisition 

of basic, transversal and technical-professional skills. 

For subjects in possession of a professional qualification, obtained pursuant to Legislative Decree 

17 October 2005, n. 226, the professionalizing apprenticeship contract can be stipulated from 

the age of seventeen. 

 General regulation 

In order to hire an apprentice worker, a written contract is required, which must indicate: the 

service covered by the contract, the probationary period, the initial, intermediate and final 

classification level, the qualification that can be acquired at the end of the relationship and the 

duration of the apprenticeship period. 

The individual training plan must be defined at the same time as the signing of the contract. 

Illness, injury or other causes of involuntary suspension of the relationship for more than 30 

consecutive days entail the extension of the expiry date of the apprenticeship contract, with the 

consequent postponement of the terms related to the contributory benefits. 

In this case, the employer will communicate to the worker the new expiry date of the 

apprenticeship contract. 

During the apprenticeship, the parties may withdraw from the contract only in the presence of 

a just cause or a justified reason. 

In the event of failure to give notice, pursuant to art. 2118 of the Italian Civil Code. civ., the 

provisions of this CCNL regarding compensation in lieu of notice shall apply. 

Upon expiration of the contract, if one of the parties intends to withdraw from the relationship, 

it shall be required to communicate this with a written notice equal to 30 days from the expiration 

of the training period. 

 Role of the Bilateral Body (EBILAV) 

Employers who intend to hire apprentices may request a conformity opinion from the specific 

Commission of the Bilateral Body competent for the territory. For this purpose, it is necessary 

to submit an express request, accompanied by a training plan. 

In order to issue the conformity opinion, the Commission is required to verify the 

appropriateness of the numerical ratio between apprentices and qualified workers, the 

admissibility of the contractual level of classification, as well as compliance with the condition 

referred to in the previous article. 

If the Commission does not express itself within 30 days of receiving the request, it will be 

considered accepted. 

As an alternative to the provisions of the previous paragraphs, companies with production units 

distributed in more than two regions may forward the application referred to in the first 

paragraph to the specific Commission established within the National Bilateral Body. 

The joint commission established within the National Bilateral Body will express its opinion of 

conformity in relation to the rules set out in the CCNL on apprenticeship, the training programs 

indicated by the company and the contents of the training plan, aimed at achieving specific 

professional qualifications. 

If the joint commission within the National Bilateral Body does not express itself within 30 days 

of receiving the application, the conformity of the training plan will be considered acquired. 

When hiring apprentices, companies will forward the opinion of conformity of the joint 

commission within the National Bilateral Body or, after the 30 days referred to in the previous 

paragraph, to report the automatic confirmation of the training plan to the joint commissions 

established within the Bilateral Bodies of the territories in which the hiring is planned and to 

which the related requests will be forwarded, in order to allow the sole verification of the 
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appropriateness of the numerical ratio between apprentices and qualified workers, the 

admissibility of the contractual level of classification as well as compliance with the condition 

referred to in the previous art. 

If the Commission does not express itself within 30 days of receiving the request, this will be 

considered accepted. 

Employers based in territories where there are no Bilateral Bodies and/or joint bodies operating 

between the parties stipulating this CCNL will forward the request referred to in paragraph 1 of 

this article to the Commission established within the National Bilateral Body which will express 

its opinion within 30 days of receiving the request.  

 Probationary period 

A probationary period may be agreed, lasting no longer than that provided for the qualified 

worker classified at the same initial hiring level during which the right to terminate the 

relationship without notice is reciprocal. 

 Duration 

The maximum duration of the apprenticeship is set as follows: 

 

Levels Duration / 

months 

2nd, 3rd, 4th 

and 5th 

36 

6th 24 

 

In derogation from the aforementioned durations, for professional figures with 

competence contents that are homologous and overlapping with those of artisan figures 

and for which it is considered possible to activate apprenticeship contracts for training 

periods exceeding 3 years, the agreement specifies the professional figures for which a 

duration of up to 48 months is permitted. 

 Employer's obligations 

The employer has the obligation: 

a) to impart or have imparted in his company, to the apprentice employed by him, the necessary 

training so that he can acquire the ability to become a qualified worker; 

b) not to subject the apprentice to work paid on a piecework basis or in general to incentive-

based work; 

c) not to subject the apprentice to work beyond his physical strength or that is not relevant to 

the work or trade for which he was hired; 

d) to grant the apprentice, without making any deductions from the salary, the permits 

necessary for the acquisition of formal training, internal or external to the individual companies; 

e) to grant the apprentice the paid permits necessary for the exams relating to the achievement 

of qualifications. 

 

The companies will give written notice of the qualification to the apprentice 30 days before the 

expiry of the apprenticeship period. 

 Duties of the apprentice 

The apprentice must: 

a) follow the instructions of the employer or the person in charge of his professional training and 

follow with the utmost commitment the teachings given to him; 

b) carry out his work with the utmost diligence; 

c) attend with assiduity and diligence the teaching courses for the carrying out of formal training; 

d) observe the general disciplinary rules provided for in this contract and the rules contained in 

any internal company regulations, provided that the latter do not conflict with the contractual 

and legal rules. 

 

The apprentice is required to attend the courses referred to in letter c) of this article, even if in 

possession of a qualification. 

 Regulatory treatment 
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During the apprenticeship period, the apprentice is entitled to the same regulatory treatment 

provided for by this contract for workers of the qualification for which he is completing the 

internship. 

 Professional classification levels and economic treatment 

The professional classification levels and the resulting economic treatment for apprentices will 

be as follows: 

1. 2 levels lower than the one in which the professional role for which the apprenticeship is 

carried out is classified for the first half of the apprenticeship period; 

2. 1 level lower than the one in which the professional role for which the apprenticeship is carried 

out is classified for the second half of the apprenticeship period. 

 

At the end of the apprenticeship, the level of employment will be that corresponding to the 

qualification obtained. 

For apprentices hired to acquire the qualifications and roles included in the sixth classification 

level, the classification and the resulting economic treatment are at the seventh level for the 

first half of the duration of the apprenticeship relationship. 

It is forbidden to establish the apprentice's compensation according to piecework rates. 

 Previous apprenticeship periods 

The apprenticeship period carried out at other companies, the hours of training for the acquisition 

of basic and transversal skills and the hours of professional training will be computed at the new 

employer, also for the purposes of fulfilling training obligations, provided that for professional 

training, the training refers to the same activities and there has not been an interruption of more 

than one year between one period and the other. 

 Hiring new apprentices  

The professionalizing apprenticeship contract cannot be used by companies that have not 

retained in service at least 20% of the workers whose apprenticeship contract expired in the 

previous 36 months, including temporary workers who have completed the entire apprenticeship 

in the company. For this purpose, workers who have resigned, those fired for just cause, those 

who, at the end of the training period, have exercised the right of withdrawal, employment 

relationships terminated during or at the end of the probationary period and consensual 

resolutions are not counted. This limitation does not apply when less than 5 apprenticeship 

contracts have expired in the previous three years. 

 Field of application 

The professionalizing apprenticeship is admitted for the achievement of all qualifications and 

tasks included in levels from 2nd to 6th of the classification with the exclusion of the following 

figures: 

— archivist and protocol officer; 

— typist (with a specific diploma from a legally recognized professional typing school); 

— assistant clerk (5th level); 

— person in charge of auxiliary sales operations in fully self-service companies (department 

stores, single-price stores, supermarkets and similar businesses); person in charge of all 

auxiliary sales operations, meaning the mixed exercise of the functions of collection and related 

registration, preparation of packages, pricing, marking, reporting of overstocking of counters, 

restocking of the same, physical movement of goods, for the first 18 months of service (5th 

level); 

— responsible for all operations in sorting warehouses, distribution centers and/or warehouses 

in companies with full self-service (department stores, single-price stores, supermarkets and 

similar businesses), for the first 18 months of service (5th level). 

 

It is possible to establish professionalizing apprenticeship relationships also with young people 

in possession of a post-compulsory qualification or a professional qualification certificate suitable 

for the activity to be carried out. 

 Duration of apprenticeship 

The minimum duration of the apprenticeship is 6 months, except for shorter durations for 

activities carried out in seasonal cycles. The apprenticeship relationship ends in relation to the 

qualifications to be obtained according to the deadlines indicated below: 
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Levels Months 

II 36 
III 36 

IV 36 
V 36 

VI 24 

 

 Training: duration  

The duration of training for professional apprenticeship is set at 120/80/40 hours of training 

depending on the apprentice's qualifications. 

Training can be provided by training bodies operating in the area or directly by companies in 

possession of the minimum standards necessary to perform the functions of training body. 

Training can also be provided via FAD. Pending the definition of the methods at regional level, it 

is believed that the limits to FAD envisaged for training on workplace safety and accident 

prevention can be applied. 

 Reference to the law 

For anything not regulated by this contract in terms of apprenticeship and professional 

education, the parties make express reference to the provisions of law and regulations in force 

in this matter. 

 

 

CHAPTER II: FIXED-TERM CONTRACT and FIXED-TERM ADMINISTRATION CONTRACT 

 Fixed-term contract 

The total number of fixed-term employment relationships established by each employer cannot 

exceed 20% of the number of permanent workers in force on 1 January of the year of hiring, 

with the decimal rounded up to the next unit if it is equal to or greater than 0.5. For companies 

that employ up to five employees, it is always possible to stipulate a fixed-term employment 

contract. 

 Fixed-term employment provision 

Without prejudice to the reasons for the establishment of fixed-term staff leasing contracts 

provided for by current legislation, the parties agree that the total use of all types of fixed-term 

staff leasing contracts may not exceed 20% per year of the permanent staff in force in the 

production unit. 

 Percentage limits 

Hirings carried out with fixed-term contracts and with fixed-term supply contracts may not 

exceed 28% of the permanent staff employed in the production unit per year. 

 Exceptions to the percentage limit 

Except for the percentage limit provided for in the previous articles, fixed-term contracts 

concluded in the start-up phase of new activities for the periods identified by collective 

contracting, for the replacement of absent staff, for seasonal activities, for radio or television 

shows or programmes, as well as those concluded with workers over 55 years of age and fixed-

term contracts in tourist locations or for employment support are not subject to quantitative 

limitations. 

 Right of precedence  

The worker hired on a fixed-term contract for at least 6 months, will be able to assert the right 

of precedence on new fixed-term contracts stipulated by the company for the same tasks, in the 

12 months following the end of his contract. 

Due to the structural differences of the sectors that make up Commerce, the parties may, at 

territorial or company level, regulate cases in which the right of precedence can be used. 

 Fixed-term contracts in tourist locations 

The parties, having acknowledged that in certain locations with a prevalent tourist vocation, 

companies need to manage intensified work peaks in certain periods of the year, agree that 

fixed-term contracts concluded to manage work peaks are attributable to seasonal reasons and 

are excluded from quantitative limitations. 
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The parties agree to identify the locations with a prevalent tourist vocation with a specific 

agreement. 

 Fixed-term employment support contract 

In order to promote the inclusion or relocation of disadvantaged categories of individuals, for 

the duration of this CCNL, fixed-term employment support contracts may be stipulated only once 

with the same individual with individuals who have not had a paid job for at least 6 months or, 

in the last 6 months, have carried out self-employed or para-subordinate work from which an 

income is derived that is lower than the minimum annual personal income exempt from taxation 

or with individuals who have completed the apprenticeship period with another company and 

whose employment relationship was terminated at the end of the training period and with 

individuals who have exhausted access to income support measures. The aforementioned fixed-

term employment support contract will have a duration of 12 months, and is excluded from 

quantitative limitations. In order to facilitate the integration of the worker into the company 

context, the employer will carry out 16 hours of training, including learning related to accident 

prevention, also through participation in company training projects or in support for the hours 

dedicated to training. The aforementioned hours must be highlighted in the Single Employment 

Book (Libro Unico del Lavoro). 

The professional classification level and the resulting economic treatment will be, for the first six 

months, 2 levels lower and for the remaining period one level lower than the qualification 

indicated in the employment contract. 

In the event of transformation of the relationship into a permanent contract, the classification 

level and the resulting economic treatment will be one level lower than that due for the 

qualification indicated in the employment contract, for a further period of 24 months. 

For workers hired for qualifications included in the sixth level, the classification and the 

consequent economic treatment will be at the seventh level for the first six months of the 

duration of the contract and at the sixth level for the remaining 6 months of the duration of the 

contract as well as for any additional period of twenty-four months in the event of conversion of 

the same to a permanent contract. 

 

 

CHAPTER III: PART-TIME 

Premise 

The parties, believing that the part-time employment relationship can be considered a suitable 

means to facilitate the meeting between supply and demand of work, with the aim of 

guaranteeing part-time workers a correct and fair regulatory regime, agree on the merits as 

follows. 

The part-time employment relationship has the function of allowing: flexibility of the workforce 

in relation to the flows of activities within the day, week, month or year; response to individual 

needs of workers, even those already employed. 

 Part-time relationship  

The establishment of the part-time relationship must be reflected in a written document, which 

indicates the following elements: 

1. the probationary period for new hires; 

2. the duration of the reduced working performance and the related modalities to be brought 

back to the working hours regimes existing in the company; the individual performance will be 

set between employer and employee in an amount not less than the following limits: 

• companies that employ up to 30 employees in total 

16 hours, in the case of reduced working hours compared to the normal weekly hours; 

64 hours, in the case of reduced working hours compared to the normal monthly hours; 

532 hours, in the case of reduced working hours compared to the normal annual hours. 

• companies that employ more than 30 employees in total 

18 hours, in the case of reduced working hours compared to the normal weekly hours; 

72 hours, in the case of reduced working hours compared to the normal monthly hours; 

600 hours, in the case of reduced working hours compared to the normal annual hours. 

1. economic and regulatory treatment according to criteria of proportionality to the amount of 

work performed; 
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2. precise indication of the duration of the work performed and the placement of the hours with 

reference to the day, week, month and year. 

 

Part-time work contracts lasting 8 hours per week may be created for Saturdays, which may be 

accessed by students and/or workers employed part-time by another employer, as well as young 

people up to 25 years of age. 

Different methods relating to the placement of the working day may be defined following a 

company agreement or following a binding opinion of conformity from the Territorial Bilateral 

Body. 

In relation to the specific territorial and company realities and the particular conditions of the 

workers, different agreements may be reached at the second level of contracting regarding the 

provisions regarding the duration of the service. 

The daily work performance of up to 4 hours may not be split up over the course of the day. 

 Parents of disabled people 

Parents of severely disabled people, certified by the competent Health Services for the area, who 

request to switch to part-time work, have the right of precedence over other workers. 

 Part-time employment relationship regulation 

The part-time relationship will be governed according to the following principles: 

1. voluntariness of both parties; 

2. reversibility of the service from part-time to full-time in relation to the company's needs 

and when it is compatible with the tasks performed and/or to be performed, without 

prejudice to the voluntariness of the parties; 

3. priority in the transition from full-time to part-time or vice versa of workers already in force 

with respect to any new hires, for the same tasks; 

4. applicability of the rules of this contract as compatible with the nature of the relationship 

itself; 

5. voluntariness of the parties in the event of changes to the agreed schedule. 

 Proportionality criterion 

The proportionality of the economic and regulatory treatment of the part-time worker is 

determined on the basis of the relationship between the reduced weekly or monthly hours and 

the corresponding full hours provided for in this contract. 

 Period of grace and injury leave 

The proportionality criterion referred to in the previous article also applies to the grace period. 

In the horizontal part-time employment relationship, the grace period is set at 180 calendar 

days, regardless of the daily length of working hours. 

In the vertical or mixed part-time employment relationship, the worker has the right to retain 

his job for a maximum period not exceeding half of the working days agreed between the parties 

in a calendar year, regardless of the daily length of working hours provided for therein. 

 Daily remuneration quota 

It being understood that, with the exception of occasional or sporadic services, the remuneration, 

both normal and de facto, of workers employed part-time is a fixed monthly amount, the daily 

portion of which is obtained, in all cases, by dividing the monthly amount by the conventional 

divisor 26. 

 Hourly quota of remuneration 

For part-time workers, the hourly portion of the salary, whether normal or de facto, is obtained 

by dividing the monthly salary that would have been due if the relationship had been carried out 

full-time by the conventional hourly divisor provided for. 

 Paid permits 

Without prejudice to the calculation of paid leave by twelfths, the annual number of hours of 

paid leave due to part-time workers is determined using the proportionality criteria. 

 Holidays 

Part-time workers are entitled to a period of annual leave of 26 working days, it being understood 

that the working week, regardless of the distribution of the weekly working hours, is in any case 

considered to be six working days from Monday to Saturday for the purposes of calculating 

holidays. The relative remuneration must be commensurate with the ordinary work performed 

in relation to the period of accrual of holidays. 
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Only in the case of work performance configured as an alternation of months worked full-time 

with others not worked, as an alternative to what is provided for in the previous paragraph, the 

holiday period will be calculated proportionally in relation to the months worked in the accrual 

period, with payment of full remuneration. 

 Study permits 

For part-time workers, the number of hours of paid study leave is determined using 

proportionality criteria. 

 Supplementary work: regulations 

The parties, given the opportunity, in light of the organizational needs of the company, to also 

allow part-time workers hired on a fixed-term basis to increase their remuneration by carrying 

out work in excess of the contractual hours, agree that the carrying out of additional or 

extraordinary work is permitted to all part-time workers. 

Additional or supplementary work means work performed on a voluntary basis until the working 

hours of full-time staff are reached. 

The hours of additional work must be paid a 35% increase over the basic hourly wage. 

  Retail Sector – Retail Sales and Large-Scale Distribution 

Given the nature of the service provided by the sector, it is agreed to include among the causes 

legitimizing the request for additional work performance those indicated below: 

- increase and concentration of the flow of visitors and/or sales in the store (increase in average 

receipt) during the weekend, the so-called Christmas period (December), the sales period; 

- activities necessary for the start-up of new stores, build up (in the 2 months preceding and 6 

months following the official opening of the store: inauguration/opening to the public), for the 

renovation of the Environment and for the "Change Prices"; 

- causes of force majeure and replacement of personnel absent for unforeseeable reasons. 

For the same legitimizing causes, with the exclusion of causes of force majeure and replacement 

of personnel absent for unforeseeable reasons, it is agreed to the possibility of resorting to forms 

of temporary consensual increase in the working hours of the individual contract for part-time 

workers (which constitute a hypothesis distinct from additional work). 

The application of the provisions of the supplementary contract remains unchanged. 

  Variation in distribution and increase 

The timing of the work performance may be changed, compared to that contractually 

established, in the case of technical, organizational, productive or replacement needs. 

The notice period for the exercise of the variation in increase or distribution is at least two days. 

The worker's agreement to the variation in increase or distribution must be in writing. 

The agreement must indicate the reasons of a technical, organizational, productive or 

replacement nature. 

The ordinary working hours, requested following the application of the variation in distribution 

will be paid, only for the hours in which the variation itself is carried out, in an amount not less 

than the sole increase of 1.5% to be calculated on the portion of actual remuneration. 

The parties to the part-time employment relationship may agree to variations in increase of the 

duration of the performance, within the maximum limit of 30% of the agreed annual working 

hours. 

The hours that determine a lasting increase in the quantity of the service will be paid with the 

hourly portion of the actual remuneration and the lump sum and conventional increase 

determined at least in the amount of 36.5% (35% + 1.5%) to be calculated on the hourly portion 

of the actual remuneration. 

The increases provided for in this article are not included in the actual remuneration. 

Any refusal by the worker to the increase or distribution variation does not constitute the grounds 

for justified dismissal, nor the adoption of disciplinary measures. 

The written act of admission to the increase or distribution variation must provide for the 

worker's right to denounce the agreement itself, during the course of the part-time employment 

relationship, at least in the following cases: 

• health protection needs certified by the public health service; 

• proven establishment of another work activity; 

• personal needs, duly proven. 
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The written complaint may be made when six months have passed since the stipulation of the 

agreement and must be accompanied by at least one month's notice. 

The employer may, in turn, withdraw from the agreement with at least one month's notice, 

which authorize the application of flexible or elastic clauses. 

 Supplementary monthly payments (13th and 14th) 

For part-time workers, in the event of a transformation of the relationship during the year, the 

amount of the 13th and 14th monthly salary is determined in twelfths, re-proportioning each of 

them on the basis of the proportionality criteria. Each twelfth is calculated on the basis of the 

actual remuneration due at the time of payment. 

 Notice 

The notice periods for part-time workers have the same duration as those provided for full-time 

workers and are calculated in calendar days regardless of the duration and structure of the work 

performance. 

They run from the first and sixteenth day of each month. 

 Part time post maternity 

In order to allow workers employed on a full-time permanent basis to care for their child until 

they reach the age of three, companies will accept, within 3 percent of the workforce employed 

in the production unit, based on the fungibility of the workers involved, the request for temporary 

transformation of the employment relationship from full-time to part-time by the parent. 

In production units that employ 20 to 33 employees, no more than one worker will be able to 

benefit from the reduction in hours. The employer will accept the requests based on the 

fungibility of the workers involved and based on the criterion of chronological priority of the 

submission of the applications. 

The request to switch to part-time must be submitted with 60 days' notice and must indicate the 

period for which the working performance is reduced. 

 Workers affected by oncological pathologies 

Workers affected by oncological pathologies, for whom there is a reduced working capacity, also 

due to the disabling effects of life-saving therapies, certified by a medical commission established 

at the local health unit company with territorial jurisdiction, have the right to the transformation 

of the full-time employment relationship into vertical or horizontal part-time employment. The 

part-time employment relationship must be transformed back into a full-time employment 

relationship at the request of the worker. In any case, provisions more favourable to the 

employee remain valid. 

 More favourable conditions 

Any more favourable conditions, including corporate ones, in force, with reference to the matter 

referred to in this title remain confirmed. 

 

 

CHAPTER VI: TELEWORKING 

Premise 

Smart working and remote working 

The parties, pursuant to the law, distinguish smart work, as defined in this title, from remote 

work (or teleworking), the latter being understood as a dislocated method, different from that 

regulated by articles 18 et seq. of Law 81/17, of carrying out ordinary work, carried out at the 

worker's home with a fixed workstation and predefined working hours. 

Definition of Smart Work 

1. The work performance is carried out partly inside the company premises and partly outside 

without a fixed workstation within the limits of working hours set out in this CCNL. 

2. The employer is responsible for the safety and proper functioning of the technological tools 

assigned to the worker for carrying out the work activity. 

3. The agreement, relating to the smart working method, stipulated in writing, regulates the 

execution of the work performance carried out outside the company premises, the tools to be 

used, the rest and work times, the disconnection of the worker. The agreement can be fixed-

term or indefinite. In both cases, termination cannot occur with less than 15 days' notice. 

Smart Work relationships can be established "ex novo" or transformed, compared to the existing 

relationships carried out in the physical premises of the work structure. 
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It is understood that the smart worker is on the staff of the original work structure, or, in the 

case of "ex novo" establishment, at the work unit indicated in the letter of employment. 

Smart working relationships will be governed according to the following principles: 

1) voluntariness of the parties; 

2) possibility of reversibility of the relationship, after a period of time to be defined in the 

event of transformation, without prejudice to the voluntariness of the parties; 

3) equal opportunities with respect to career progression, training initiatives and other 

opportunities that arise in the work structure; 

4) definition of the conditions relating to the service to be carried out under Smart Working, 

such as the determination of the hours (partial, total or without constraints), in compliance 

with the limits of the law and the contract; 

5) guarantee of the maintenance of the same professional commitment, i.e. of similar quality 

levels of the activity carried out in the work structure, by the individual worker; 

6) explanation of the functional and hierarchical links that are maintained and/or modified 

with respect to what exists in the work structure, including returns to the premises of the 

same; 

7) assumption by the employer of the costs of IT and/or telematic work equipment; 

8) inviolability of the worker's home, except for access strictly necessary for setting up the 

workstation and fulfilling the obligations incumbent on the employer; 

9) inapplicability to the smart worker or smart worker of the rules on working hours, and of 

other institutions directly related to the performance of the service in a place pertaining to the 

employer. 

The agents of the establishment and/or transformation of the new working method are 

respectively the employer and the worker. The worker who requests it or confers a mandate, 

may be assisted by the R.S.U./R.S.A., or in the event of their absence, by the territorial 

structure of one of the trade union organizations that signed this C.C.N.L. 

10) The practical methods of carrying out the work through Smart Work agreed between the 

parties must be shown in a written document, constituting the agreement for the start and/or 

transformation of the working method. 

11) the worker may request access to smart work for health reasons, for personal safety, 

(mobbing, sexual harassment) to safeguard his/her own safety or other causes that may harm 

the health or safety of the person, the employer in such cases and, where possible, may grant 

access to Agile Work or smart working. 

12) In all cases, the employer shall provide the smart worker with information relating to 

Directive 91/533/EEC, the specific nature of the work to be carried out, the duration, whether 

full-time or part-time, considering that the working hours are those provided for in this CCNL, 

the break times or detachment from the IT systems, the day(s) in which the worker is available 

at the workplace in the case of a full-time contract, the delivery of hardware, software 

including antivirus, passwords, webcams and all other devices deemed suitable by the 

employer to guarantee the security of company data and the protection of the worker's 

privacy. 

Collective rights  

Smart workers have the same collective rights as workers operating within the company, 

including the production bonus. Communication with workers' representatives must not be 

hindered and the same conditions of participation and eligibility for elections for workers' 

representative bodies apply where these are provided for. Smart workers are included in the 

calculation to determine the thresholds for workers' representative bodies in accordance with 

the provisions of this CCNL. 

Workers' representatives are informed and consulted on the introduction of smart working in 

accordance with the provisions of this national collective agreement. 

Remuneration 

The parties agree that the remuneration for the smart worker is that provided for by this C.C.N.L. 

the smart worker enjoys the same rights, guaranteed by the legislation and by this CCNL, 

provided for a comparable worker who carries out activities on the company's premises. 

However, in order to take into account, the specific characteristics of smart working, specific 
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supplementary agreements of a collective and/or individual nature may be used. In any case, 

the employer must refer to the CCNL for all other contractual institutions, including the 

production bonus, which cannot in any way or case be worse than workers at the company 

premises. 

Specific allowances 

The employer in the written agreement for access to smart working of the worker must also 

include a reimbursement for the consumption of electricity and the internet connection which 

must be proportional to the actual consumption that the worker bears, in the case of Home 

office, only for the hours of work, including the break - disconnection, provided for by the 

relevant collective agreement and any company contract. 

Communication system 

Unless otherwise expressly agreed, each smart worker is required to make themselves available 

in a daily, weekly or monthly time slot, to be agreed upon individually or by work unit, to receive 

any communications from the employer. In the event of justified impossibility, the worker is 

required to notify the employer, including electronically. 

The employer respects the smart worker's right to privacy. Any installation of any control tool 

must be proportionate to the objective pursued and must be carried out in compliance with 

Directive 90/270/EEC relating to video terminals. 

Meetings and convocations of the work structure 

In the event of meetings scheduled by the employer for technical/organizational updates, the 

smart worker must make themselves available for the time strictly necessary for the meeting 

itself. It is understood that the time dedicated to the meeting is considered to all intents and 

purposes a work activity. 

Remote controls  

The parties agree that the data collected for the evaluation of the individual worker's 

performance, including by means of computer and/or telematic systems, do not constitute a 

violation of art. 4 of Law no. 300/1970 and the contractual provisions in force, as they are 

functional to the performance of the relationship. 

The employer is required to explain to the smart worker in advance the operating methods and 

any changes to the software for evaluating the work performed, in order to guarantee the 

transparency of the controls. 

In the individual smart work agreement, the employer may communicate to the worker the 

additional methods for carrying out the controls, even indirect, of the services rendered. 

Trade union rights  

Workers who perform smart working are granted the right to access union activities that take 

place in the work structure, through the establishment of an electronic notice board, or other 

connection system managed by the employer. This right is aimed at allowing smart workers to 

access information of union and work-related interest, including trade union debates underway 

in the work structure. The amount of assembly hours will not be less than that defined by the 

current C.C.N.L. 

Organization of the work structure  

The parties acknowledge that smart work, in the proposed configuration, represents a mere 

modification of the place of performance of the work, without affecting the worker's inclusion in 

the organization of the work structure and the consequent subjection to the employer's 

managerial and disciplinary power. The worker is required to communicate in advance to the 

employer the place/places outside the company where he/she will carry out the assigned work. 

Diligence and confidentiality 

The smart worker is required to perform his/her work with diligence and confidentiality, adhering 

to the instructions received from the employer. The smart worker cannot carry out work on his 

own behalf or for third parties in competition with the activity carried out by the employer on 

whom he depends. 

Training 

The parties, in agreeing on the need to guarantee full equality of treatment in terms of training 

interventions, undertake to ensure that initiatives are put in place aimed at safeguarding an 

adequate level of professionalism and socialisation of smart working workers. 

Information rights 
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The employer is required to organize its communication flows in such a way as to guarantee 

rapid, effective and complete information to all workers in order to offer equal conditions to 

those who are less present in the work structure. 

Also, for the purposes of the provisions of art. 7 of law no. 300/1970, the employer will send a 

copy of this C.C.N.L. to the smart worker by email, thereby considering the obligation to 

advertise fulfilled. Any communications, including those of a union nature, pursuant to and for 

the purposes of the laws and contractual provisions in force on the matter may be made, in 

addition to traditional systems, also with telematic/IT supports. The employer also provides a 

form of insurance against accidental damage to company assets made available. 

Workstations 

Smart working can be performed by the worker in any suitable place, which guarantees an 

adequate internet and telephone connection, respect for the privacy of communications with the 

employer, and the safety of the worker. In this sense, the individual smart working agreement 

can better define the characteristics of the place deemed suitable for carrying out the smart 

working service. 

Smart working can also be performed at the worker's home. 

The employer is responsible for adopting appropriate measures, in particular with regard to 

software, to ensure the protection of data used and processed by the smart worker for 

professional purposes. The employer shall inform the smart worker of all applicable laws and 

company rules relating to data protection. The smart worker is responsible for complying with 

such rules and regulations. The employer shall inform the worker, in particular, of: 

a) any restrictions regarding the use of equipment, tools, computer programs, etc.; 

b) the sanctions applicable in the event of violation. 

Work tools 

1) Any issue regarding work tools and responsibilities must be clearly defined in the written 

agreement in accordance with the provisions of the law, as well as any issue regarding costs. 

2) As a rule, the employer is responsible for the supply, installation and maintenance of the 

tools necessary for a smart worker carried out regularly, unless the smart worker uses his 

or her own tools. 

3) Where smart work is carried out regularly, the employer provides proportional compensation 

or coverage of costs directly arising from the work, in particular those relating to the internet 

connection, presumed electricity consumption and a daily maternity voucher. 

4) The employer provides the smart worker with the technical support and software necessary 

for carrying out the work. 

5) The employer, in accordance with the provisions of the legislation, bears the costs arising 

from the loss and damage of the work tools as well as the data used by the smart worker. 

6) In the event of failure or malfunction of the work tools, the smart worker must immediately 

notify the competent company structures. 

7) The smart worker will take due care of the work tools entrusted to him and will not collect 

or spread illegal material via the internet. 

8) The worker, in the cases provided for in the previous paragraph 7, may be subject to 

disciplinary measures provided for in this CCNL. 

Verification of work activity 

The employer or his representative, through the webcam tool, has the right to periodically verify 

the progress of the work assigned to the smart worker under the same verification conditions 

that the employer would do with a worker with the same job in the presence of the company 

premises. 

In the same way as in the previous paragraph, the smart worker has the right to speak with the 

designated Manager for any clarification regarding the work to which he has been assigned. 

The written agreement must indicate the company manager who can proceed with the 

verification and assistance. 

Likewise, the written agreement must indicate the Company Union Representative or Single 

Union Representative or the Provincial Union Representative and the Safety Representative. In 

this case, the smart worker can connect with his union representative or Safety Representative 

only during the break-disconnection. The webcam or similar tool suitable for recognizing the face 
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must be positioned, in agreement with the employer or his representative, so that the worker's 

face is visible. 

The verification by the employer or his representative must be accompanied by an identification 

code and a time counter different from that of the break-disconnection and other pressing causes 

that may occur to the worker forcing him to temporarily disconnect. The time counter must 

always be provided. The IT tools must allow this operation. 

Technical interruptions 

Interruptions in the telematic circuit or any machine downtime, due to breakdowns or accidental 

causes and in any case not attributable to the workers, will be considered the responsibility of 

the employer, who will take action to ensure that the breakdown is repaired. If the breakdown 

cannot be repaired within a reasonable time, the employer has the right to define the worker's 

return to the work structure, limited to the time necessary to restore the system. The worker is 

required to notify the employer promptly, and in any case no later than 1 hour after the event, 

of the interruption or malfunction of the IT or telephone tools necessary for the correct 

performance of the work in smart working. 

Protection and prevention measures 

In compliance with the provisions of Legislative Decree no. 81/2008 and subsequent 

amendments and additions, visits by the person responsible for prevention and protection of the 

work structure and by the safety delegate will be permitted, upon request, to verify the correct 

application of the provisions on safety, in relation to the workstation, if identified, and the 

technical equipment connected to it. Each smart working employee is required to use the 

workstation diligently, if provided by the employer, in compliance with the safety regulations in 

force, not to tamper with the systems and not to allow others to use them. In any case, each 

worker must take care of his own safety and health and that of other people in the vicinity of his 

work space, in accordance with his training and the instructions relating to the means and work 

tools used. 

The employer is relieved of all liability if the worker does not comply with the aforementioned 

provisions. The employer will proceed to stipulate a specific agreement for the insurance of the 

premises, if predetermined, in which the smart working performance takes place, as well as of 

the person and third parties who physically access it. In the case of smart working with a fixed 

workstation, a personal computer with a fixed video or in any case with an active-matrix monitor 

is expected to be installed. Workers must be informed on the correct use of the tools. In this 

sense, reference is made to the application agreement of Legislative Decree no. 81/2008 

attached to this c.c.n.l. 

Communication of the Agreement 

The company must, within one week of the activation of smart working, provide communication 

to the Bilateral body for statistical purposes only on the extension of the application of this 

flexibility tool. The communication must provide the following data: worker's classification level, 

worker's job description, duration of the agreement. No sensitive data shall be sent to the 

Bilateral body which is therefore not required to request release pursuant to Legislative Decree 

196/2003. 

Accident 

The parties agree to carry out joint action against INAIL and the relevant institutions in order to 

examine and define the consequences arising from the performance of smart working in 

domestic premises. 

Remote Work (Telework) 

Regulation of remote work relationship 

The employment relationship, if carried out outside the company premises and at the worker's 

home, on a continuous basis, is defined as "remote work". 

Workers who have an interest in it may access this dislocated method of work performance, 

upon request, within the limit of 1% of the company workforce. 

Remote work must be the subject of a written agreement in which the following are established: 

a) Duration; 

b) Method of carrying out the work performance; 

c) Assignment of company equipment necessary for carrying out the performance; 

d) Method of monitoring the remote performance; 
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e) Working hours 

f) Type of data connection necessary for carrying out remote work 

g) Preparation and provision of the workstation necessary for carrying out the work performance 

h) Regulation of use of telephone and IT tools necessary for carrying out the remote 

performance. 

The employer shall provide for the installation - on loan for use pursuant to articles. 1803 of the 

Civil Code and following, unless otherwise agreed – at the worker's home of a remote workstation 

suitable for the needs of the work activity. The choice and acquisition of the equipment are the 

responsibility of the employer. The costs associated with the installation and management of the 

smart working station at the worker's home are borne by the company. The costs relating to the 

necessary and instrumental domestic utilities useful for the functioning of the workstation 

(electricity, web connection, heating, water, gas) remain the responsibility of the worker. 

Remote controls in tele-working 

The parties agree that the data collected for the evaluation of the individual worker's 

performance, including by means of computer and/or telematic systems, do not constitute a 

violation of art. 4 of Law no. 300/1970 and the contractual provisions in force, as they are 

functional to the performance of the relationship. 

The employer is required to explain in advance to the remote worker the operating methods and 

any changes to the software for evaluating the work performed, in order to guarantee the 

transparency of the controls. 

Any control visits by the employer or his substitutes must be agreed with the smart worker, with 

sufficient advance notice before the inspection. 
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TITLE II: CONTRACTUAL WELFARE 

 Supplementary health care fund 

The Parties, sharing the importance, have stipulated - through the EBILAV bilateral body - an 

agreement with the mutual aid society Cesare Pozzo in order to guarantee the provision of 

supplementary health care. 

"Cesare Pozzo" is the largest mutual aid society, operating for over 135 years (since its 

establishment on 01 May 1877) on the national territory in compliance with the founding law 

n.3818/1886 and subsequent amendments; its purpose is mutual aid solidarity and is non-profit. 

It is an organization with exclusively welfare purposes, regularly registered in the Register of 

Health Funds (at no. 0021073 – 18/06/2010-DGPROG-DGPROG-UFFV-P with renewal in the 

years 2011, 2012, 2013, 2014 and 2015) and therefore authorized to receive contributions 

intended for supplementary health care of the SSN for workers with the current tax breaks 

referred to in art. 51 paragraph 2 letter a) of Presidential Decree no. 917/86, i.e. the deductibility 

of the sums paid by the employer and intended for supplementary health benefits in the areas 

provided for by the Ministry of Health with Decree 31.03.2008 and with subsequent Decree 

27.10.2009. 

“Cesare Pozzo” is able to guarantee to the workers of the entrepreneurs registered with EBILAV 

and who apply the relevant CCNL, the supplementary health benefits to the SSN provided for 

therein, upon adhesion by the employers by signing the application for membership as a 

promoter member and subsequent admission resolution by the Board of Directors of Cesare 

Pozzo, with the automatic simultaneous enrolment of the relevant workers; 

Memberships 

Each worker, upon request for membership to Cesare Pozzo by EBILAV - as well as by the related 

registered entrepreneurs - by virtue of the application for admission as a "promoting member" 

and subsequent resolution of acceptance by the Board of Directors of Cesare Pozzo itself, will be 

registered in the latter's member book (in the affiliated members section) and placed in the basic 

plan "EBILAV Supplementary Health Fund (Fondo sanitario integrativo EBILAV)". 

The coverage will be active starting from the first day of the month in which the membership 

fee is paid according to the methods and times indicated in the following point 5. 

The health plan covered by this agreement provides for two ways of using the coverage that 

Cesare Pozzo can provide to the beneficiary worker: 

a) direct assistance, by directly using the supplementary health services at a facility that has an 

agreement – directly or through Consortia in which Cesare Pozzo participates (Consorzio MU.Sa.; 

Fondo Salute SCE a r.l.) – with the Cesare Pozzo health or dental network, without paying the 

cost in advance or contributing within the limits of the amount to be paid by the beneficiary 

worker, in accordance with the provisions of the “EBILAV supplementary health fund” plan. The 

lists of the aforementioned contracted facilities can be consulted on the Cesare Pozzo website 

www.ceserepozzo.org; 

b) indirect assistance, by reimbursement of the health expenses incurred by the beneficiary 

worker, according to the limits and conditions defined in the “EBILAV supplementary health fund” 

plan regulations. 

Contributions 

For the financing of the mutual fund, a mandatory contribution is due to the company, which is 

required to collect it as per its own regulations, equal to €144.00 (one hundred and forty-

four/00) per year for each beneficiary worker, to be paid to the Cesare Pozzo mutual fund in 

advance in equal monthly instalments, equal to €12.00 (twelve/00 euros) for each worker, no 

later than the 16th (sixteenth) day of each month. 

Starting from the month following the date of signing of this CCNL, the company that fails to pay 

the aforementioned instalments is alternatively required: 

• to provide the worker with a separate element of the non-absorbable remuneration of an 

amount equal to 15.00 euros gross, to be paid for 14 months and which is included in the actual 

remuneration; 

• to ensure that workers receive the same health benefits guaranteed by the Cesare Pozzo 

mutual. 
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MINUTES 

The parties do not exclude the possibility of resorting to other Funds for supplementary 

healthcare. 

In this latter case, the membership methods and the related fees will be established through an 

agreement supplementary to this CCNL. 

In particular, it is noted that the EuroSALUTE Supplementary Healthcare Fund was established, 

created to provide healthcare and social-healthcare assistance to its members. 

The operating methods will be made known through an agreement supplementary to this CCNL. 

 Supplementary pension fund  

The Parties, sharing the importance of establishing supplementary pension schemes, undertake 

to establish (through the EBILAV bilateral body) a supplementary pension fund or to join an 

already established fund. 

 Continuous training 

The Parties identify and will refer to joint inter-professional funds for facilitated access to the 

resources allocated by the legislator to the financing of continuing training programs. 

 Experimental corporate welfare 

Companies are required, on July 1st of each year, to make welfare tools available to workers 

who have passed the probationary period for an annual amount of €250.00 to be used by June 

30th of the following year. This amount will be proportionally reduced in the case of a part-

time contract. 
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TITLE III: ESTABLISHMENT OF THE EMPLOYMENT RELATIONSHIP   

CHAPTER I: Classification of working personnel  

Premise 

Workers are classified in a single classification scale divided into 7 levels, in addition to 

Executives Managers. 

The classification of the various tasks in the individual categories must be carried out on the 

basis of the declarations and examples provided for by this CCNL. It therefore remains firm that 

the assignment of Workers to the various categories must be carried out on the basis of the 

tasks actually performed by them, regardless of the names in use at the Company. 

 Classification  

First level 

This level includes workers with highly professional roles, including executive management 

responsibilities, who supervise production units or an organizational function with initiative and 

operational autonomy within the scope of the responsibilities delegated to them, namely: 

1. head of service and technical, administrative, commercial (sales or purchasing), legal office; 

head of EDP center; 

2. manager or manager of a shop, branch, or food supermarket even if integrated into a large 

warehouse or single-price warehouse; 

3. manager with a degree in chemistry - pharmacy required by health laws for wholesale 

warehouses of pharmaceutical products and medicinal specialties; 

4. systems analyst; 

5. manager or head of a workshop or assistance center with complete technical and 

administrative responsibility; 

6. manager of project development and implementation; 

7. marketing manager in advertising companies; 

8. public relations manager in advertising companies; 

9. market research manager in advertising companies; 

10. research office manager in advertising companies; 

11. sales manager for newspapers in advertising agencies with duties of promotion, coordination, 

support and producer controls; 

12. copywriter in advertising agencies; 

13. art director in advertising agencies; 

14. producer-tv-cineradio in advertising agencies; 

15. account executive in advertising agencies; 

16. media planner in advertising agencies; 

17. public relations executive in advertising agencies; 

18. research executive in advertising agencies; 

19. press technician responsible for a production service in advertising agencies; 

20. product manager; 

21. product coordinator in market research companies; 

22. organizational development expert; 

23. other qualifications of equivalent value not expressly included in the aforementioned list. 

Second level 

This level includes concept workers who perform operationally autonomous tasks and/or with 

coordination and control functions, as well as personnel who carry out their activity with a 

creative character within a specific technical and/or scientific professionalism, namely: 

1. inspector; 

2. main cashier who supervises several cash registers; 

3. scientific propagandist; 

4. concept correspondent with or without knowledge of foreign languages; 

5. person in charge of the execution of projects or parts of them; 

6. head of department or sector even if not in charge of sales operations; 

7. accountant with concept duties; 

8. secretary of management with concept duties; 

9. warehouse consignee; 

10. purchasing agent in timber companies; 
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11. external agent consignee of goods; 

12. cost determiner; 

13. estimator in art and antiques companies; 

14. licensed forwarder; 

15. qualified wine technician, oenologist and oil technician; 

16. laboratory chemist; 

17. tugboat captain; 

18. chemical technician also with sales functions in the chemical trade sector; 

19. simultaneous interpreter or translator; 

20. creator of sketches, creator-editor of advertising texts; 

21. tester and/or acceptor: the worker who independently carries out the test and diagnosis of 

the motor vehicle, prepares the work plan, carries out the acceptance and approval checks, 

assesses the cost of the repair and maintains representative relationships with customers within 

the scope of his specific function; 

22. layout designer of advertising agencies who defines the layout mock-up of the newspaper or 

equivalent instrument, in contact or connection with the editorial staff of the publisher also 

through its printing house; 

23. production secretary of advertising agencies with conceptual duties and coordination and 

control functions; 

24. cinema advertising programmer in advertising agencies; 

25. art buyer in advertising agencies; 

26. traffic organizer (progress) in advertising agencies; 

27. visualizer in advertising agencies; 

28. assistant copywriter in advertising agencies; 

29. assistant art director in advertising agencies; 

30. assistant account executive in advertising agencies; 

31. assistant media planner in advertising agencies; 

32. press technician in advertising agencies; 

33. yard manager: coordinates, on the specific assignment of the manager, the personnel and 

sales in those facilities that due to their structure and importance require this function; also 

carries out the normal duties of a specialized pump operator; 

34. analyst programmer; 

35. workshop programmer: the worker who jointly carries out the following tasks: coordinates 

the activity of multiple acceptance lines and, on the basis of work plans on individual orders 

prepared by the various acceptors, plans, in full operational autonomy, the workshop activity, 

prepares the work plan by establishing the sequence of interventions on individual vehicles, 

independently determines the related delivery times and provides the data and related cost 

allocations for workshop accounting; 

36. process supervisor in market research companies; 

37. survey supervisor in market research companies; 

38. assistant to the product manager; 

39. internal auditor; 

40. EDP auditor; 

41. quality control specialist; 

42. accountant; 

43. organizational procedures analyst; 

44. other qualifications of equivalent value not expressly included in the aforementioned list. 

Third level 

This level includes workers who perform conceptual tasks or tasks that are predominantly such 

that require specific technical knowledge and adequate experience, and skilled specialized 

workers who, in conditions of operational autonomy within their tasks, perform work that 

requires specific and adequate professional ability acquired through in-depth theoretical and 

technical-practical training, however obtained, and that is: 

1. steno-typist in foreign languages; 

2. technical designer; 

3. fashion designer; 
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4. window dresser; 

5. creator or editor of reports in commercial information institutes, with discretionary power to 

evaluate the information data; 

6. jewellery appraiser; 

7. optician graduated from a school recognized pursuant to art. 140, Royal Decree of 27 July 

1934, no. 1265; optician licensed pursuant to arts. 30, 31, 32 Royal Decree of 31 May 1928, no. 

1334; 

8. orthopaedic and hindfoot mechanic with a license in accordance with the law; 

9. bookstore clerk who has technical responsibility for the book supply of the company or a 

department thereof, who knows how to handle correspondence relating to the supply itself and 

who has sufficient knowledge of a foreign language and bibliography; 

10. customs and currency procedures clerk; 

11. skilled specialized worker; 

12. motor vehicle sales clerk with used vehicle appraisal functions; 

13. skilled worker in the automotive sector: 

the group/s repair mechanic (electrical and/or mechanical and/or hydraulic and/or power 

supply), as well as the bodywork worker (tinsmith, painter), who carry out the tasks in 

operational autonomy, on the basis of in-depth theoretical and practical knowledge, also through 

the appropriate use of specific instruments, identifying, from a technical-economic point of view, 

within the scope of specific company directives, the opportunities and methods of execution, 

intervention and definition of the causes of defects and carry out the functional resolution; 

the mechanical, electrical, autotronic, mechatronic maintenance technician, the adjuster, the 

repairer who, in conditions of operational autonomy, with the critical interpretation of the 

drawing or diagram, identifies and evaluates the faults, chooses the sequence and methods of 

the interventions and carries out any intervention of a high degree of difficulty for adjustment, 

repair, maintenance of machines or systems, taking care of their fine-tuning and carrying out 

the functional resolution; 

14. skilled worker experienced in advertising agencies: cinema-TV technician; projection 

technician; 

15. counter clerk in advertising agencies; 

16. skilled clerk experienced also in the food sector: personnel with conceptual tasks, with 

proven professionalism deriving from experience acquired in the company, who are recognized 

with operational autonomy and adequate decisive initiative, with the task of jointly carrying out 

the following tasks: providing active consultancy actions for the good performance of the 

commercial activity, ensuring within the scope of their duties the optimal management of the 

goods entrusted to them, intervening on the composition of the stocks and the determination of 

prices, maintaining commercial and sales relationships with the public also through appropriate 

promotional actions, carrying out collection operations, placing their experience for the purpose 

of training and professional education of other workers; 

17. computer operator with flow control; 

18. flow scheduler; 

19. Accountant/administrative clerk: personnel who, in conditions of operational autonomy and 

adequate decisive initiative within the scope of their duties, on the basis of instructions and 

applying complex operating procedures relating to the accounting and/or administrative system 

adopted within the specific field of competence, are responsible for jointly carrying out the 

following tasks: detecting, verifying, imputing, accounting data and closing accounts, processing 

accounting situations and carrying out operations also functional to budget estimates or final 

balance sheets, highlighting irregular positions and managing the resulting operational 

interventions; 

20. Programmer minuter of programs; 

21. incoming and outgoing material control officer who organizes the storage of products and 

the activities of commission preparers, in commercial companies in the iron and steel, non-

ferrous metals and scrap sectors; 

22. experienced specialized worker, in commercial companies in the iron and steel, non-ferrous 

metals and scrap sectors: 

23. the mechanical maintenance technician, the electrical maintenance technician, the adjuster, 
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the repairer who, in conditions of operational autonomy, with the critical interpretation of the 

drawing or diagram, identifies and evaluates faults, chooses the sequence and methods of 

interventions and carries out any intervention of a high degree of difficulty for adjustment, 

repair, maintenance of machines or systems, taking care of their fine-tuning and carrying out 

the functional resolution; 

24. the first line operator with proven professionalism resulting from experience acquired in the 

sector, charged, in addition to the tasks specific to the position, with jointly carrying out, in 

conditions of operational autonomy, the following tasks: operate, choosing the work to be 

performed, interventions on organs, apparatus and/or systems with the related start-up test, 

possibly carry out operations on any type of equipment consisting of substantial repairs, 

adjustments, checks and maintenance, contribute with his experience to the training and 

professional education of the other operators; 

25. person in charge of the distribution of the banders, within the processing departments with 

control of shipments, in companies distributing books and periodicals; 

26. driver of heavy trucks and articulated lorries who, in conditions of operational autonomy, 

also carries out maintenance and repair functions on the vehicle supplied; 

27. process specialist operator in market research companies; 

28. market surveyor in market research companies; 

29. household appliance repair technician: the adjuster and repairer who, in a condition of 

operational autonomy, with a critical interpretation of the drawing and diagram, identifies and 

evaluates faults, chooses the sequence and methods of interventions and carries out any 

intervention of a high degree of difficulty for the adjustment, repair and maintenance of complex 

equipment, taking care of its set-up and carrying out the functional approval, even at the 

customer's home; compiles, if applicable, the necessary documentation relating to the service 

performed and collects the fee set out in the company's tariffs; 

30. office machine repair technician: the adjuster and repairer who, in a condition of operational 

autonomy, with a critical interpretation of the drawing and diagram, identifies and evaluates 

faults, chooses the sequence and methods of interventions and carries out any intervention of a 

high degree of difficulty for the adjustment, repair and maintenance of complex machines and 

equipment, taking care of its set-up and carrying out the functional approval, even at the 

customer's home; compiles, if applicable, the necessary documentation relating to the service 

provided and collects the fee provided for by the company's tariffs; 

31. skilled specialized butcher: is the worker with specific and adequate professional skills 

acquired through in-depth theoretical and technical-practical training who, in operational 

autonomy, within the scope of the assigned tasks, expertly carries out all the following work 

phases: anatomical cutting, boning, deboning, trimming, wire cutting, by hand and by machine, 

presentation on a tray, trimming of the cuts and repackaging of the packages collected from the 

counter; 

32. other qualifications of equivalent value not expressly included in the aforementioned list. 

Fourth level 

The fourth level includes workers who perform operational tasks, including sales and related 

complementary operations, as well as workers assigned to jobs that require specific technical 

knowledge and particular technical-practical skills, however acquired, and that is: 

1. order accountant; 

2. common cashier; 

3. translator (used only for written translations); 

4. auctioneer; 

5. technical sector controller of a data processing center, including the telecommunications 

sector; 

6. mechanical operator; 

7. sales clerk to the public; 

8. employee in charge of auxiliary sales operations in fully self-service companies (department 

stores, single-price stores, supermarkets and similar establishments): employee in charge of all 

auxiliary sales operations, meaning the mixed exercise of the functions of collection and related 

registration, preparation of packages, pricing, marking, reporting of uncovered counters, 

restocking them, physical handling of goods; 
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9. Person in charge of all operations in sorting warehouses, distribution centers and/or 

warehouses in fully self-service companies (department stores, single-price stores, 

supermarkets and similar establishments); 

10. Sales assistant in a rotisserie, fry shop and delicatessen, even if normally involved in 

preparation and packaging; 

11. Warehouse worker; warehouse worker also with sales functions; 

12. Model; 

13. Beautician, also with sales functions; 

14. Shorthand typist; person in charge of secretarial duties; 

15. Product promoter with duties that do not require scientific knowledge; 

16. Tax collector, excluding delivery men and parcel carriers authorized to collect the amount of 

the goods upon delivery; 

17. Executive painter or designer; 

18. Executive window and display fitter; 

19. Person in charge of receiving and carrying out on-board duties; 

20. truck driver; 

21. meat market counter assistant; 

22. specialized worker; 

specialized worker in the automotive sector: carries out work of medium complexity for repair 

and maintenance with acquired technical-practical knowledge; 

23. specialist in butchery, delicatessen, fishmonger, cheese, pastry, also with sales functions; 

24. commission preparer in wholesale medicine warehouses with knowledge of pharmaceutical 

specialties; 

25. telephone operator in charge of orders in wholesale medicine warehouses with knowledge of 

pharmaceutical specialties also with computer typing; 

26. person in charge of checking the incoming deliveries from distributors and retailers of book 

and periodical distribution companies; 

27. testing worker: worker who carries out tests on the motor vehicle and simple testing 

operations always on the instructions of the workshop manager or the tester without diagnostic 

tasks; 

28. specialized fireman: attends to the dispensing of fuel and the sale of all products sold at the 

point of sale; attends to technical assistance services, minor maintenance and spare parts for 

users; takes care of collection with cash responsibility, invoicing, cleaning of his/her workplace; 

provides information and assistance; 

29. specialized worker in commercial companies in the iron and steel, non-ferrous metals and 

scrap sectors: 

1. the first operator on the flattening and transverse and/or longitudinal cutting lines, the first 

operator on the guillotine shear or bending press with automatic feeding and unloading, the 

operator of the automatic pantograph oxy-fuel cutting machine, the first operator on the 

beam cutting and drilling line, the first operator on the banding or profiling line, all of whom 

with proven professionalism deriving from experience acquired in the sector, operating in 

conditions of relative autonomy, on the basis of general instructions received, choosing the 

sequence of operations, means and methods of execution, carry out preparation, start-up and 

operation of the plant, possibly also entrusted to other personnel, with the provision of 

measuring instruments and intervention during processing to correct any anomalies; 

2. operator of transport and movement means: the crane operator who carries out precision 

manoeuvres for lifting, transporting, loading and unloading materials; the forklift operator 

specially equipped for lifting, transporting, loading and unloading materials housed on 

cantilevers; the locomotive driver (also in conjunction with the FF.SS) for the transport of 

materials on wagons who also carries out simple adjustments and maintenance operations 

with the means available on board; the operator of overhead or gantry cranes, for the 

movement of materials, equipped with special means that require great precision and high 

complexity for lifting, transporting, tipping, positioning of materials (scrap spiders, large 

electromagnets, coil tipping clamps, coil stapling clamps, or with other equipment, when this 

occurs with equivalent professional capacity such as to achieve the same results permitted 

by the use of the special means mentioned above); 
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3. the assembler of knives for longitudinal cutting lines who, by choosing the sequence of 

operations - on the basis of the instructions received - assembles the circular knives, forming 

and preparing the head for cutting the coils; 

4. the flame demolition operator in the scrap sector who, with proven professionalism deriving 

from experience acquired in the sector, operating in conditions of relative autonomy, on the 

basis of general instructions received, choosing the sequence of operations, means and 

methods of execution, carries out the demolition of industrial warehouses or other complex 

structures that require interventions of similar professional content; 

5. shear operator in the scrap sector; 

6. crusher operator in the scrap sector; 

7. the qualifier of metal and steel products who, with proven professionalism deriving from 

experience acquired in the sector, operating in conditions of relative autonomy, on the basis 

of general instructions received, carries out, in addition to dimensional measurements, tests 

of normal difficulty for the control of the physical characteristics of the materials, choosing 

the means and methods of execution and with the aid of mobile equipment, to be prepared, 

if necessary, and provides for the recording of the data; 

8. the mechanical, electrical maintenance technician, adjuster, repairer who with technical-

practical knowledge acquired in any case, identifying faults of normal detection, carries out 

medium complexity work for the repair, electrical and/or mechanical maintenance, set-up of 

machines or systems; 

30. Person in charge of changes in distribution services in book and periodical distribution 

companies; 

31. Process operator in market research companies; 

32. Other qualifications of equivalent value not expressly included in the aforementioned list. 

Fifth level 

This level includes workers who perform skilled work for which normal knowledge and adequate 

technical and practical skills are required, however acquired, and that is: 

1. invoice preparer; 

2. commission preparer; 

3. information officer in commercial information institutes; 

4. circulating library worker; 

5. sales control officer; 

6. shop or exhibition branch worker; 

7. check, control and counting officer at book, magazine and newspaper distribution companies 

and news agencies; 

8. chemical laboratory worker; 

9. typist; 

10. archivist, protocol clerk; 

11. index card sorter; 

12. coder (translates accounting, statistical data, etc. into code); 

13. drilling and checking machine operator; 

14. sample collector, pricer (in charge of compiling the company's price lists); 

15. Person in charge of applying unit prices on copies of accompanying notes at newspaper, 

book and magazine distribution companies; 

16. Person in charge of the material distribution of newspapers and magazines in news agencies; 

17. Person in charge of checking and verifying goods; 

18. Telephone switchboard operator; 

19. Assistant clerk in companies selling general food products (delicatessen, delicatessen, mixed 

food shops, fruit and vegetable shops and outlets, fishery products shops and outlets, milk and 

dairy products retail outlets); 

20. Assistant counter assistant at meat outlets; 

21. Assistant clerk; 

22. Driver of cars; 

23. Person in charge of auxiliary sales operations in companies with full self-service (department 

stores, single-price stores, supermarkets and similar outlets); assigned to all the auxiliary sales 

operations, meaning the mixed exercise of the functions of collection and related registration, 
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preparation of packages, pricing, marking, reporting of overstocking of counters, replenishment 

of the same, physical handling of goods, for the first 18 months of service; 

24. assigned to all the operations in sorting warehouses, distribution centers and/or warehouses 

in companies with complete self-service (department stores, single-price warehouses, 

supermarkets and similar businesses), for the first 18 months of service; 

25. skilled worker; 

26. skilled worker in commercial companies in the iron and steel, non-ferrous metals and scrap 

sectors: 

1. the second operator at the flattening and transverse and/or longitudinal cutting lines, 

the second operator at the guillotine shear or bending press with automatic feeding and 

unloading, the second operator at the beam cutting and drilling line, the second operator 

at the banding or profiling line, all of whom, while supervising the operating machines, 

also carry out preparation, start-up and operation operations, assisting the first operator; 

2. the operator on operating machines not requiring high professional skills, who, on the 

basis of detailed instructions, carries out manoeuvres of normal difficulty for the 

implementation of the work cycle, the cutter at the mechanical saws also with automatic 

feed, the cutter with manual or semi-automatic oxy-fuel cutting, the press operator, the 

concrete rebar shaper, the operator at the bending machine and the operator at the 

guillotine shear; the flame cutter; 

3. the operator on automatic binding and stacking systems; 

4. the operator of overhead cranes and gantry cranes with normal equipment for lifting, 

transporting, loading and unloading materials; 

5. the operator of wagons; 

6. the forklift driver; 

7. the weigher who, with any type of scale, weighs the material and records the weight; 

8. the mechanical or electrical maintenance worker who carries out maintenance 

operations and simple repairs of repetitive faults; 

27. the person in charge of preparing and/or dividing the bundle in companies distributing books 

and periodicals; 

28. other qualifications of equivalent value not expressly included in the aforementioned list. 

Sixth level 

This level includes workers who perform jobs that require simple practical knowledge, namely: 

1. demonstrator (person in charge of propaganda and demonstration with mainly manual tasks); 

2. usher; 

3. packer; 

4. packager; 

5. motor-van driver; 

6. motor-boat driver; 

7. warehouse guard; 

8. delivery boy; 

9. parcel carrier with or without the right to collect; 

10. custodian; 

11. winder; 

12. bander and header cutter in newspaper distribution companies; 

13. doorman; 

14. lift operator; 

15. loading and unloading operator; 

16. common worker; 

17. common pump attendant without cashier's responsibility; washer; dryer; 

18. common worker in commercial companies in the iron and steel, non-ferrous metals and scrap 

sectors 

1. the slinger who slings goods and/or materials, guiding their lifting, transport and storage; 

2. the binder who ties the material, even with manual equipment; 

19. other qualifications of equivalent value not expressly included in the aforementioned list 

Note to the minutes 
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For those responsible for the manual loading and unloading of heavy packages, the exemption 

referred to in art. 27, paragraph IV of Legislative Decree 198/2006 applies. 

Seventh level 

This level includes workers who perform cleaning or equivalent tasks, namely: 

cleaning worker, including with mechanical means;  

boy. 

 

Sales operators 

1st Category 

Conceptual employee with the task of traveling to deal with customers and search for them, for 

the placement of the items for which he has been assigned. 

2nd Category 

Order employee with the task of placing the items handled by the company, even when he 

simultaneously provides for their direct delivery. 

Sales operators may be assigned alternative and/or complementary tasks to the direct sales 

activity (e.g. promotion, advertising, assistance at the point of sale). 

 

 Classification of the pharmaceutical distribution sector - new professional 

profile 

Without prejudice to the classification of workers employed by companies referred to in Title III, 

Chapter I of the Tertiary CCNL, the Parties agree to include the following professional profile in 

the V level of the current classification: 

Order preparer in wholesale medicine warehouses with the aid of IT support. 

The aforementioned classification and its permanence at the fifth level of the classification will 

be the subject of further study and specific agreement by a specific Commission. 

 Personnel classification for betting agency employees 

Without prejudice to the personnel classification rules provided for in the CCNL, the parties agree 

to include the following specific professional figures in the aforementioned personnel 

classification: 

First level 

- area manager - Example profile: coordinates and manages the activity of multiple agencies by 

carrying out the related management control; 

1. director with responsibility for multiple agencies with management control tasks; 

2. oddsmakers - Example profile: develops the opening odds and ensures the monitoring of the 

game and any realignment of the odds played 

Second level 

- agency manager - Example profile: manages a betting agency with autonomy and initiative 

within the scope of company procedures and the directives given. 

Third level 

- deputy agency manager – Example profile: collaborates and supports the agency manager's 

activity, assuming the related functions in case of absence 

Fourth level 

- room contact person – Example profile: functional contact person for the preparation of the 

room for accepting bets and for the reception and payment of bets, and delegated to evaluate 

and authorize fixed-odds bets. 

- odds clerk – Example profile: prepares and transmits to agencies and third parties the 

functional material for the correct application of the odds developed and/or approved by the 

first-level oddsmakers. 

Fifth level 

- betting clerk – Example profile: person in charge of receiving and paying for bets, subject to 

authorization, including mechanical/computer authorization (ticket clerk). 

 Classification of personnel for auxiliary, parking and parking activities 

Without prejudice to the personnel classification rules set forth in the CCNL, the parties agree to 

include the following specific professional figures in the aforementioned personnel classification: 

First level 

1. area manager; 
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2. senior professional. 

Second level 

1. facility manager; 

2. junior professional. 

Third level 

1. team leader of parking control personnel; 

2. operations room manager; 

3. team leader of technical-maintenance unit; 

4. operations unit manager. 

Fourth level 

1. personnel with the prevalent activity of parking assistant (art.17 paragraph 132 law 

15/5/1997 n. 127); 

2. maintenance personnel for non-ordinary interventions on parking equipment and systems. 

Fifth level 

1. personnel with surface and facility parking control personnel; 

2. personnel with the movement and regulation of car flows in parking lots; 

3. ticket clerk; 

4. personnel with the ordinary maintenance of equipment and signage; 

5. Vehicle removal and blocking personnel. 

Sixth level 

1. Custodial and simple surveillance personnel. 

 Personnel classification of employees from real estate agents 

Without prejudice to the personnel classification rules set forth in the CCNL, the parties agree to 

include the following specific professional figures in the aforementioned personnel classification. 

Executives Managers 

1. manager pursuant to art. 11 Ministerial Decree no. 452/90; 

2. head of personnel; 

3. public relations manager. 

4. operational branch managers. 

First Level 

1. department heads or contract sector managers; 

2. department heads or sales sector managers; 

3. department heads or accounting sector managers; 

4. department heads or advertising sector managers; 

5. department heads or task acquisition sector managers. 

Second Level 

1. personnel exclusively responsible for providing customer information and organizing the 

archives of properties available for sale and rental; 

2. personnel responsible for task acquisition with the ability to make estimates; 

3. personnel responsible for tourist property management services; 

4. sales personnel. 

Third Level 

1. Customer information officers with specific tasks in the field of conservation of real estate 

archives, registry archives and documents in general; 

2. Customer reception officers in the field of rental in tourist locations; 

3. Sketchers and advertising officers with tasks of recording statistical data for the advertising 

itself; 

4. Employees with public contact tasks provided for at level IV who are able to speak and write 

one or more foreign languages who are required to perform such tasks; 

5. Non-designer draftsmen with tasks of recording and/or developing executive details, as well 

as with tasks of planimetric and perspective surveying, even in multiple dimensions, of any type 

of property; 

6. inspectors at the U.T.E., the Land Registry and municipal technical offices; 

7. those in charge of property visits with negotiation delegation. 

Fourth Level 

1. Secretarial officers with exclusively administrative tasks; 
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2. sole secretaries with a combination of exclusively administrative duties who may also maintain 

informational contact with customers; 

3. companions on real estate visits; 

4. employees also in external services for the handling of ordinary and elementary errands at 

both public and private bodies, institutes and offices. 

Fifth Level 

1. employees in charge of compiling elementary and/or simplified documents, registers and 

mandatory directories. 

 

The qualifications of agency manager, supervisor, head of service or manager of the contracts, 

sales and assignment acquisition sectors - manager of a real estate office branch and employee 

in charge of assignment acquisitions with the ability to carry out estimates, in charge of real 

estate visits with negotiation delegation, are employees who are required to register in the role 

referred to in art. 2 of Law 39/89, section Real Estate Agents and/or Agents with a paid mandate. 

 Personnel classification for employees of companies that carry out exclusively 

information and communication technology activities 

Companies that carry out exclusively Information and Communication Technology activities are 

characterised by particular characteristics, such as the continuous evolution of technologies, 

periodic and frequent adjustments in skills and knowledge, as well as the need for adjustments 

and revisions of staff; to identify ICT professional qualifications in the aforementioned ICT 

companies, the e-Competence Framework (so-called e-CF) has been developed at European 

level, as a reference system for professional and managerial skills, which allows existing 

reference systems at international, national and individual company levels to communicate with 

each other; this reference framework is useful to adopt, as the definitions provided by e-CF are 

in line with the needs of companies and workers, and are expressed in their language; the e-CF 

is designed to connect specific skills and professional profile models (for example AITTS, Cigref, 

EUCIP, SFIA, etc.) that come from different cultures and experiences in Europe and also provides 

a translation of these approaches and at the same time gives European identity; Based on the 

premises, reading the matrix below, together with the declaration provided for each individual 

contractual level, can allow the correct classification of the profiles defined with e-CF within an 

ICT company.  

 

ICT.  

 

LEVELS CCNL E-CF COMPETENCE LEVEL 

1 E-5 

2 E-4 

3 E-3 

4 E-2 

5 E-1 

6  

 

QUALIFICATION TASKS CLASSIFICATION 

Account manager Builds business relationships with customers to 

drive sales of hardware, software, 

telecommunications or ICT services. Identifies 

opportunities and manages product acquisition and 

delivery. Responsible for achieving sales targets and 

maintaining margins. 

2 

Business analyst Identifies areas where information system changes 

are needed to support the business plan and 

monitors their impact in terms of change 

management. Contributes to the overall functional 

requirements of the company in the area of ICT 

solutions. Analyses market needs and translates 

2 
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them into ICT solutions.  

Business information 

manager 

Manages and implements existing application 

updates and maintenance activities based on needs, 

costs and plans agreed with internal users. Ensures 

quality of service and internal customer satisfaction.  

3 

Chief information 

officier (CIO) 

Defines and implements ICT governance and 

strategy. Determines the resources needed to 

implement the ICT strategy. Anticipates the 

evolution of the ICT market and the company's 

business needs. Contributes to the development of 

the company's strategic plan. Leads or participates 

in larger change projects.  

1 

Database 

administrator 

Ensures the design and implementation 

(Developer), or ensures the maintenance and repair 

of the company's database (Administrator) to 

support information system solutions in line with the 

business's information needs. Verifies the 

development and design of database strategies, 

monitoring and improving database capacity and 

performance, and planning for future expansion 

needs. Plans, coordinates and implements security 

measures to safeguard the database.  

3 

Developer Ensures the creation and implementation of ICT 

applications. 4 Contributes to detailed planning and 

design. Compiles diagnostic programs and designs 

and writes code for operating systems and software 

to ensure maximum functionality and efficiency.  

4 

Digital media specialist Designs, sets up and codes multimedia applications 

and websites to optimize the presentation of 

information, including marketing messages. Makes 

recommendations on technical interfaces and 

ensures sustainability through the application of 

appropriate content management systems.  

4 

Entrerprice architect Finds the balance between technological 

opportunities and business process requirements. 

Maintains a unified vision of the organization's 

strategy, processes, information and ICT assets. 

Relates the business mission, strategy and 

processes to the IT strategy.  

2 

ICT Consultant Ensures technology control to inform stakeholders 

about emerging technologies. Predicts and brings to 

maturity ICT projects through the introduction of 

appropriate technology. Communicates the value of 

new technologies for the business. Contributes to 

project definition.  

3 

ICT Operation 

manager 

Implements and maintains a part of the ICT 

infrastructure. Ensures that activities are conducted 

in accordance with company rules, processes and 

standards. Predicts necessary changes according to 

the organization's strategy and cost control. 

Evaluates and suggests investments based on new 

technologies. Ensures the effectiveness of ICT and 

the management of associated risks.  

3 

ICT Security manager Defines the Information System security policy. 

Manages the diffusion of security across all 

3 
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information systems. Ensures the use of available 

information. Recognized as the ICT security policy 

expert by internal and external stakeholders.  

ICT securuty specialist Proposes and implements necessary security 

updates. Advises, supports, informs and provides 

training and awareness on security. Conducts direct 

actions on all or part of a network or system. Is 

recognized as the technical expert of ICT security by 

colleagues. 

4 

ICT trainer It provides the knowledge and skills necessary to 

ensure that learners are effectively capable of 

carrying out their tasks in the workplace. 

4 

Network Specialist Manages and operates the network information 

system, resolving problems and errors to ensure 

defined service levels. Monitors and improves 

network performance.  

4 

Project manager Defines, implements and manages projects from 

initial conception to final delivery. Responsible for 

obtaining optimal results, compliant with quality, 

safety and sustainability standards as well as 

consistent with the objectives, performance, costs 

and timeframes defined.  

3 

Quality assurance 

manager 

Acts and implements an ICT quality approach that 

is consistent with the corporate culture. Ensures 

that management controls are properly 

implemented to safeguard monitoring, data 

integrity and operations. Is focused and committed 

to achieving quality objectives and monitors 

statistics to predict quality outcomes.  

3 

Service desk agent Provide support to the user to eliminate errors due 

to problems or critical aspects of ICT. The main 

objective is to enable the user to maximize 

productivity through efficient use of ICT equipment 

or software applications. 

4 

Service manager Manages the definition of Service Level Agreements 

(SLA), Operational Leve! Agreements (OLA) and 

Key Performance Indicators (KPI). Negotiates 

contracts in various business contexts or with 

customers and in agreement with the Business 15 

Manager. Manages the staff that monitors, records 

and meets the SLAs. Seeks to mitigate the effects 

in case of non-achievement of the SLAs. Contributes 

to the development of the maintenance budget 

taking into account the business/finance 

organizations. 

2 

System administrator Installs software, configures and updates ICT 

systems. Administers system operation on a daily 

basis to meet service continuity, backups, security 

and performance requirements. 

2 

System analyst Ensures technical design and contributes to the 

implementation of new software and/or 

improvements. 

2 

System architect Designs, integrates and implements technically 

complex ICT solutions. Ensures that technical 

solutions, procedures and development models are 

3 
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up to date and compliant with standards. Is aware 

of technological developments and integrates them 

into new solutions. Acts as a team leader for 

developers and technical experts.  

Technical analyst Defines detailed technical specifications and 

contributes directly to the effective creation or 

modification of complex application systems, using 

specific standards and tools. Ensures that the 

results meet business requirements, both in terms 

of high-quality technical design and in terms of 

compliance with agreed functional specifications. 

3 

Technical specialist Effectively maintains hardware/software. 

Responsible for timely and effective repairs to 

ensure optimal system performance and high 

customer satisfaction.  

4 

Test specialist Contributes to the correctness and completeness of 

a system by ensuring that the solution meets the 

technical and user requirements. Contributes to 

different areas of system development, testing the 

system functionality, identifying anomalies and 

diagnosing their possible causes.  

4 

 

CHAPTER II: RECRUITMENT 

 Recruitment 

The hiring of personnel will be carried out in accordance with the laws in force on the regulation 

of job supply and demand. 

The hiring must be evidenced by a written document, to be delivered in copy to the worker, 

containing the following information: 

a) the date of hiring; 

b) the production unit of assignment; 

c) the type and duration of the employment relationship; 

d) the duration of the probationary period; 

e) the classification, level and qualification attributed to the worker; 

f) the economic treatment. 

 

The hiring letter must also clearly indicate the Employer: the surname and name and/or company 

name, address, tax code, as well as all the data or information required by Law.  

 

 

 

CHAPTER III: QUALIFICATION TRANSITION 

 Worker's tasks 

The employee must be assigned to the tasks for which he was hired or to those corresponding 

to the higher level that he has subsequently acquired or to tasks equivalent to the last ones 

actually performed, without any reduction in remuneration. In the case of assignment to higher 

tasks, the employee is entitled to the treatment corresponding to the activity performed and the 

assignment itself becomes definitive, if the same has not taken place for the replacement of an 

absent worker with the right to retain the job, after a period exceeding three months. 

 Promiscuous tasks 

The employee who is assigned, with a prevalent character to a task and who frequently, even 

on a scheduled basis, replaces or takes over from other workers with superior professionalism, 

will be classified in the higher category qualification and will receive the remuneration, when it 

is relevant for more than 50% of the time on the total of the activities carried out by the same. 

If the higher qualification tasks are carried out continuously but without the criterion of 

prevalence and are required by particular needs such as covering the lunch break of the owner, 
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partial completion of a shift and similar, the employee will receive a job allowance commensurate 

with the difference in remuneration between the level of membership and that of the higher task 

based on the average time dedicated to the higher task. 

 Level transitions 

The worker promoted to a higher level is entitled to the contractual remuneration of the new 

level; if the worker receives, at the time of promotion, a remuneration higher than the minimum 

salary of the new level, he will keep the relative surplus as an ad personam allowance with the 

same title and original characteristics. In any case, this surplus cannot be absorbed by seniority 

increases and the contingency allowance. 

The worker belonging to a non-clerical qualification pursuant to the law, in the event of a transfer 

to a clerical category, retains the seniority accrued in the respective qualifications of clerical 

worker and worker with non-clerical duties. 

 

 

 

CHAPTER IV: PROBATIONARY PERIOD 

 Probationary period  

The maximum duration of the probationary period cannot exceed the following limits: 

 

Executives and First Level  6 months 

Second and Third Level 60 days 

Fourth and Fifth Level 60 days 

Sixth and Seventh Level 45 days 

Sales Operators 60 days 

 

The period indicated for Executive Managers and First Level must be calculated in calendar days. 

The days indicated for the remaining levels must be considered as actual work. 

During the probationary period, the worker's remuneration cannot be less than the minimum 

contractual salary established for the qualification attributed to the worker. 

During the probationary period, the employment relationship may be terminated at any time by 

one party or the other, without notice and with the right to severance pay and instalments of 

additional monthly payments and holidays. 

After the probationary period has elapsed without either party having given regular notice, the 

worker's hiring will be considered confirmed, and the period itself will be computed in the 

seniority of service. 
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TITLE IV: EXECUTIVES 

 Declaratory 

The category of Executive Managers, in compliance with the provisions of Law No. 190 of 13 May 

1985, includes subordinate workers, excluding managers, who continuously carry out managerial 

functions attributed to them of significant importance for the development and implementation 

of the company's objectives within the scope of defined company strategies and programmes, 

in organisations of adequate size and structure, including decentralised ones, and therefore: 

1. have discretionary decision-making powers and management responsibilities, including in the 

management and coordination of resources and people, in sectors or services of particular 

operational complexity 

OR 

2. are responsible, in conditions of decision-making autonomy, responsibility and high level of 

specialist professionalism, for the research and definition of projects of significant importance 

for the development and implementation of the company's objectives, verifying their economic-

technical feasibility, guaranteeing adequate support both in the planning phase and in the 

experimentation and implementation phase, checking their regular execution and being 

accountable for the results. 

1. Assignment of qualification 

The assignment of the worker to the higher duties of Executive Manager, which has not occurred 

in substitution of absent workers with the right to retain their position, becomes definitive when 

it has continued for a period of six months. 

 Part-time 

For Executives, hiring on a part-time contract is permitted. 

 Transfers 

The transfer of Executive Managers that determines the change of residence will normally be 

communicated in writing to the interested parties with a 60-day notice or 80-day notice for those 

who have dependent family members. 

In this case, the workers referred to in the previous paragraph will be recognized, for a maximum 

period of 12 months, the reimbursement of any difference in the actual rent for an 

accommodation of the same type as that occupied in the place of origin. 

If the notice period provided for in the first paragraph of this article is not respected in whole or 

in part, the Manager for the residual notice period will be entitled to the transfer treatment as 

well as a return to the previous residence. 

The Manager who has reached the age of 55, can oppose the transfer ordered by the employer 

exclusively in the case of serious and proven reasons. 

 Function allowance 

The function allowance due to Executive Managers is €260.76 per month for 14 months. 

 Insurance policy 

Executive Managers are recognized, through a specific insurance policy, coverage of expenses 

and legal assistance in the event of civil or criminal proceedings for causes not dependent on 

gross negligence or fraud and relating to facts directly connected with the exercise of the 

functions performed. 

The company is also required to insure Executive Managers against the risk of civil liability 

towards third parties, resulting from negligence in the performance of their functions. 

The above insurance policies may be reduced, up to the amount, by similar benefits possibly 

provided by the EBILAV Bilateral Body. 

 Health care 

The Parties undertake to establish, for the benefit of the Executives included in the scope of 

application of this contract, through the Bilateral Body EBILAV, the supplementary health care 

of the National Health Service. 

When the coverage is activated, in the event of failure by the Employer to pay the Supplementary 

Health Care contributions due to the Bilateral Body, the Executive is entitled to request from the 

Employer the compensation of the documented services not insured by the company. 
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 Training and updating 

With reference to the specific responsibilities and the consequent need to achieve continuous 

improvement of the professional skills of Executive Managers, companies will promote the 

training and updating of this category of workers. 

The training days chosen by the company for the updating and professional development of 

individual Executive Managers will be (as well as any travel and accommodation costs) paid by 

the company and the days themselves will be considered working days. 

The training days chosen by the manager will be, both for the possible travel and accommodation 

costs and as days to be considered deductible from the individual holiday allowance, paid by the 

individual user. 

 Training investments 

In order to ensure the maintenance of quality standards and to improve the range of work and 

services, the Companies will promote the access of Executive Managers to specific training 

courses for the subjects of their direct competence, also through the activation of projects linked 

to European programs with particular reference to social dialogue. 

The parties agree to develop professional training, updating and requalification projects, also 

with particular reference to particular professional sectors through the bilateral body EBILAV. 
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TITLE V: PERFORMANCE OF THE EMPLOYMENT RELATIONSHIP 

CHAPTER I: WORKING HOURS 

 Normal weekly schedule 

The normal duration of effective work, for most commercial companies, is set at 40 hours per 

week. 

 

Effective work means any work that requires assiduous and continuous application; the time 

spent traveling to the workplace, intermediate breaks taken both inside and outside the 

company, and breaks between the beginning and end of the daily working hours are not 

considered as effective work. 

At the second level of company contracting, agreements may be reached on matters relating to 

shifts or time slots. 

 Structure of the weekly timetable 

In relation to the specific needs of the trade and tertiary sector, in order to improve consumer 

service, with particular reference to customer and user flows, even in individual units, the 

company may resort, even for individual production units and taking into account the needs of 

workers, to the following forms of articulation of the weekly working hours: 

a) 40 hours per week. 

It is achieved by granting a half day of rest coinciding with the midweek closure provided for by 

the local regulations in force, and for the remaining 4 hours by granting an additional half day 

per weekly shift. In other cases, the practical implementation of the 40-hour working week by 

granting a full day of rest. 

b) 39 hours per week. 

It is achieved by absorbing 36 hours of annual reduction permits. 

c) 38 hours per week. 

It is achieved by absorbing 56 hours of annual reduction permits and 16 of former holidays. 

The articulation will have an annual duration. 

The average duration of working hours is calculated with reference to a period of 12 months in 

the face of objective, technical or work organization reasons. 

 Average weekly hours for specific typologies  

For employees of fuel distribution plant managers, the working hours are set at 45 hours per 

week. 

 

For employees of exclusively motorway fuel distribution plant managers, the working hours are 

set at 40 hours per week. 

 

Companies that carry out retail sales in department stores, single-price stores, food 

supermarkets, cash & carry and hypermarkets and discount chains that employ more than 400 

employees will achieve the average weekly working hours of 38 hours, using the 72 hours of 

paid leave. Any different agreements made at company level are in any case subject to possible 

differences. 

 

For real estate agents, the normal working hours are 40 hours per week, spread over 5 or 6 

days. 

The 5-day weekly working hours are normally achieved through the performance of 5 working 

days of 8 hours (from Monday to Friday). 

In the case of a 6-day weekly schedule, the cessation of work activity will occur by 1:00 p.m. 

on Saturday. 

The interruption of the daily schedule must not be less than one hour. 

In the case of a secondment to another location, the working hours begin at the indicated location 

and end as long before the end of the normal working hours as is necessary for the worker to 

reach the normal location. 

In places of tourist interest, with a tourist vocation and in spas, in the case of Sunday work, 

without prejudice to compensatory rest, the worker is entitled to an indemnity equal to 10% of 

the combined basic pay, for all the hours of work actually worked. 
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Employees with discontinuous duties: for custodians, day or night guards, doormen, fire 

extinguishing personnel, ushers, loading and unloading personnel, shop assistants in 

municipalities with up to 5,000 inhabitants, personnel in charge of monitoring refrigeration 

systems, personnel in charge of heating, ventilation and humidification systems, the normal 

working hours are 45 hours per week. 

 

Sales operators: the work performance is distributed over 5 days a week or over 4 full days and 

2 half days. 

The determination of the rest periods relating to the two half days is agreed upon at the company 

level, taking into account local factual situations. 

In activities that present seasonal needs or those connected to the advertising launch of 

products, the enjoyment of the day or the two half days mentioned above is granted in the 

periods of the year in which such needs do not occur. 

 Daily rest 

In the context of second-level, territorial and company-level contracting, methods of derogation 

from the daily rest of 11 consecutive hours may be agreed. 

Pending regulation pursuant to the previous paragraph and without prejudice to the hypotheses 

already agreed at the second level of contracting, the daily rest of 11 consecutive hours may be 

split for the work performed also in the following cases: 

• change of shift/band; 

• interventions to restore the functionality of machinery, systems, equipment; 

• maintenance carried out at third parties; 

• extraordinary activities aimed at safety; 

• set-ups during the start-up phase of new activities, extraordinary set-ups and re-set-ups; 

• companies that have an interval between closing and opening the following day of less than 

11 hours; 

• inventories, balance sheets and extraordinary fiscal and administrative obligations. 

In such cases, in order to guarantee the protection of the health and safety of workers, the 

parties agree that the guarantee of a minimum continuous rest of at least 9 hours represents 

adequate protection for them. 

 Flexibility 

It is possible to implement different working hours with respect to the chosen structure, with 

the exceeding of the contractual hours up to the limit of 44 hours per week, for a maximum of 

16 weeks. 

The flexibility program will be promptly communicated in writing to the workers and its variations 

will be communicated with at least 15 days' notice. 

In exchange for the performance of additional hours, the company will recognize the workers 

involved, during the year and in periods of less intense work, an equal amount of reduction in 

hours. 

At the end of the program, the hours worked and not recovered will be paid with the overtime 

increase. 

At company level, it is possible to implement further flexibility regimes with respect to the one 

already indicated, in the following forms: 

— exceeding the contractual hours from 45 hours up to the limit of 48 hours per week and for a 

maximum of 16 weeks, with recognition of additional paid leave equal to 45 minutes for each 

week of excess; 

— exceeding the contractual hours up to the limit of 44 hours per week and for a maximum of 

24 weeks, with recognition of additional paid leave equal to 45 minutes for each week in which 

they are exceeded; 

— exceeding the contractual hours up to the limit of 48 hours per week and for a maximum of 

24 weeks, with recognition of additional paid leave equal to 70 minutes for each week in which 

they are exceeded. 

In exchange for the performance of additional hours, an equal amount of reduction in working 

hours is recognized during the year, to be enjoyed 50% collectively, based on the flexibility 

program, and the remaining 50% in the form of individual compensatory rest, in groups of 4 or 

8 hours, according to the time bank mechanism. 
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In the event of recourse to the aforementioned multi-weekly timetable regimes, overtime work 

starts from the first hour following the defined timetable. 

Real estate agents (A.N.A.M.A.) 

Individual work structures may implement flexible arrangements in the following forms: 

— exceeding the contractual hours up to the limit of 44 hours per week and for a maximum of 

24 

weeks, with recognition of additional paid leave equal to 45 minutes for 

each week of excess; 

— exceeding the contractual hours up to the limit of 48 hours per week and for a maximum of 

24 weeks, with recognition of additional paid leave equal to 70 minutes for each week of excess. 

In exchange for the performance of additional hours, an equal amount of reduction in working 

hours is recognized during the year, to be enjoyed with the same weekly distribution envisaged 

for the periods in which the contractual weekly hours are exceeded. 

Workers will receive the remuneration relating to the contractual weekly hours both in the 

periods in which the contractual weekly hours are exceeded and in those in which they are 

reduced. 

Overtime starts from the first hour after the timetable set for each week 

and any unused hours of rest will be paid, with the increase provided for overtime, within the 

sixth month following the month corresponding to the end of the annual flexibility program. 

These hours cannot be absorbed by other treatments regarding reduction of hours, permits and 

any other reductions in place in the work structure. 

 Bank of hours 

The time bank includes compensatory rest periods resulting from the use of the flexibility regime 

(50% of the additional hours worked during the year). 

In particular, the enjoyment of individual compensatory rest periods cannot take place in the 

months of July, August and December and cannot simultaneously involve more than 10% of the 

workers employed in the production unit (5% for Saturdays or the day with the highest work 

intensity during the week). 

In production units with fewer than 30 employees, rest periods will be enjoyed individually and 

on a rotation basis among all the personnel involved. 

Different methods of use may be provided for by second-level bargaining. Any unused rest hours 

will be paid by 31 December of the year following the year in which they were accrued with the 

increase provided for overtime, in compliance with the hourly limits for the latter. 

Additional paid leave granted in exchange for flexible working hours (as well as compensatory 

rest periods) cannot be absorbed by other company treatments in place regarding reduced 

working hours, permits and holidays (without prejudice to any collective agreements in place 

regarding flexibility). 

 Annual reduction 

Unless otherwise provided for in the weekly schedule, workers (including executives or those 

with managerial roles) are entitled to a reduction in working hours of 56 hours per year, enjoyed 

by granting corresponding individual paid leave in groups of 4 or 8 hours each. 

In the event of reduced working performance during the year, the above leave is granted at a 

rate of 1/12 for each full month of service performed. 

Leave not enjoyed within the year of accrual gives rise to the payment of a corresponding 

replacement allowance, determined on the basis of actual remuneration, or may be used by 30 

June of the following year. 

Sales operators: in addition to the permits provided in place of former holidays, 9 additional 

days of paid leave per year are due. 

These permits are awarded at a rate of 1/12 for each full month of service rendered and, if not 

enjoyed within the year of accrual, give rise to the payment of a corresponding replacement 

allowance, determined on the basis of the salary in effect at the time of expiry, or they can be 

used by 30 June of the following year. 

 Socio-labour integration policies 

In order to promote the full inclusion of all workers and ensure full compliance with constitutional 

principles, this CCNL, with a view to modernizing industrial and trade union relations, promotes 

the following chapter on an experimental basis. 
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In particular, the social partners intend to: 

• promote and ensure the full inclusion and integration of foreign workers, including by initiating 

initiatives with private and public territorial bodies; 

• promote initiatives aimed at preventing and combating discrimination, xenophobia and the 

phenomenon of racism; 

• supervise the study of social and employment emergencies. 

 

To this end, employers who employ foreign workers and/or workers belonging to different 

religious faiths and beliefs, may - subject to agreement with the signatory trade unions and the 

RSA/RSU where present - enter into specific agreements in order to adopt flexible working hours, 

including temporary ones, or agreements on the use of permits and/or holidays aimed at 

encouraging the participation of the employees concerned in cults, ceremonies and/or special 

occasions. 

It remains clear that the worker's freedom must always be balanced with compliance with 

contractual obligations, existing collective agreements or practices and regulations on health and 

safety in the workplace. 

Therefore, the employer may refuse to sign the aforementioned agreements only in the presence 

of objective organizational needs and service needs and never for personal reasons and/or 

different beliefs. 

 

 

 

CHAPTER II: OVERTIME WORK, NIGHT WORK AND HOLIDAY WORK 

 General rules for overtime work 

Overtime is work actually performed beyond the contractually predetermined weekly hours. 

According to the current provisions of law, the employer has the right to request individual 

overtime work up to a limit of 250 hours per year. 

The worker cannot perform overtime work unless authorized by the employer or his/her 

representative. 

 Overtime work increase 

Overtime hours will be paid with the hourly portion of the actual salary and with the following 

increases to be calculated on the hourly portion of the normal salary: 

 

 

TYPOLOGY PERCENTAGE INCREASE 

from the 41st to the 48th hour of the week 15% 

exceeding the 48th hour of the week 20% 

Overtime work on holidays 30% 

Overtime Sunday Work 30% 

Overtime Night Work 50% 

 

Real estate agents 

The worker is entitled to the following increases 

TYPOLOGY PERCENTAGE INCREASE 

Daytime weekday 15% 

Holiday 30% 

Night 30% 

Holiday night 50% 

 

Personnel responsible for technical or administrative management: managers, technical 

or administrative directors, office heads and department heads who exceptionally participate in 

sales or manual work are entitled to the following treatment for work performed during overtime 

on holidays or at night: 

— for overtime on holidays: in addition to the hourly portion of the actual remuneration, the 

30% increase to be calculated on the hourly portion of the normal remuneration; 
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— for overtime at night (not included in regular shifts): in addition to the hourly portion of the 

actual remuneration, the 50% increase to be calculated on the hourly portion of the normal 

remuneration. 

 

 

 Normal night work 

Night work is considered to be work performed from 10 pm to 6 am. 

Hours of ordinary work performed at night will be paid with an hourly rate of the actual 

remuneration increased by 15%. 

The increase referred to in this article is absorbed, up to the limit, by any company treatments 

in place having the same function and is in any case excluded from the actual remuneration. 

 Holiday work 

For work performed on holidays, in addition to the actual remuneration, a 30% increase is paid 

(not cumulative with that for overtime and night work), to be calculated on the hourly portion 

of the normal remuneration. 

Second-level contracting may establish rules regarding Sunday work and weekly rest periods. 

In their absence, the following rules apply. 

A) Workers with weekly rest on Sundays 

Without prejudice to the application of the increases and economic treatments provided for by 

the supplementary contracting on Sunday work, companies have the right to organize, for each 

full-time worker whose weekly rest normally coincides with Sunday, the performance of work 

activity in an overall measure equal to the sum of the Sundays of opening originally provided for 

by Legislative Decree no. 114/1998 and 30% of the additional Sunday openings provided for at 

the territorial level. 

The following are not required to provide the above-mentioned benefits, except in cases agreed 

upon in the second level of bargaining: 

— mothers or foster fathers of children up to 3 years of age; 

— workers who assist disabled people living with them or non-self-sufficient people receiving a 

cohabiting care allowance; 

— disabled people. 

Workers with this working time regime who do not benefit from more favourable economic 

treatment or increases provided for by the supplementary contracting or otherwise acquired, are 

only granted an increase of 30% (all-inclusive and non-cumulative) on the hourly portion of the 

normal remuneration for each hour of work performed on Sunday. 

B) Workers with weekly rest on a day other than Sunday 

Without prejudice to the increases and more favorable economic treatments already agreed upon 

in the context of the supplementary contracting, workers - including part-time workers - who 

have weekly rest set on a day other than Sunday, are recognized, for each hour of work actually 

performed on Sunday, only an increase of 30% (all-inclusive and non-cumulative) of the hourly 

portion of the normal remuneration. 

The increases mentioned above are absorbed, up to the limit, by any company treatments in 

place, as well as by those already provided for by agreements in force at the second level of 

contracting regarding Sunday work and are in any case excluded from the actual remuneration. 

Without prejudice to the increases and more favourable economic treatments agreed upon in 

the context of the supplementary bargaining, for overtime hours performed on Sunday the 

increases for overtime work apply. 

Personnel assigned to technical or administrative management: managers, technical or 

administrative directors, office heads and department heads who exceptionally participate in 

sales or manual work are entitled, for the hours worked on Sundays, to a sole increase of 30% 

on the hourly portion of the normal remuneration. 
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CHAPTER III: WEEKLY REST, FESTIVITIES AND PAID PERMITS  

 Weekly rest 

The worker has the right to weekly rest in the manner provided for by the current legal 

provisions, to which this contract makes explicit reference. 

 Festivities 

The holidays that must be paid are those indicated below: 

National holidays 

1. April 25 - Liberation Day 

2. May 1 - Labor Day 

3. June 2 - Republic Day 

 

Midweek festivities 

1. the 1st day of the year 

2. Epiphany 

3. the Monday after Easter 

4. August 15 - Assumption Day 

5. November 1 - All Saints 

6. December 8 - Immaculate Conception 

7. December 25 - Christmas 

8. December 26 - St. Stephen 

9. the solemnity of the Patron Saint of the place where the work is carried out. 

 

In relation to the rule referred to in the first paragraph of this article, no reduction or deduction 

will be made from the actual remuneration of workers as a result of failure to perform work on 

the days indicated above, provided that the performance is not sporadic and occasional without 

a continuous nature. 

Nothing is due to the worker under any title, regardless of the amount and system of 

remuneration, in the event that the holiday occurs in a period of suspension from remuneration 

and service as a result of disciplinary measures or unjustified absence and in any case arising 

from any other cause attributable to the worker himself. 

In the event that one of the holidays listed above coincides with a Sunday, in addition to the 

monthly remuneration, workers will be paid an additional amount equal to the daily portion of 

the actual remuneration. 

 Remuneration for performance on the statutory weekly rest day 

In accordance with the provisions in force, the hours worked on the weekly rest days must be 

paid with only a 30% increase on the hourly portion of the normal salary, without prejudice to 

the worker's right to enjoy compensatory rest on the following day, taking into account the 

provisions of the law in force on the matter. 

 Ordinary Sunday work for motorway fuel distribution systems 

Employees of managers of exclusively motorway fuel distribution plants who take their statutory 

weekly rest on a day other than Sunday will be paid for each hour of ordinary work actually 

performed on Sunday only an increase of 10% (ten percent) of the hourly portion of the normal 

remuneration. The increase referred to in this article is absorbed, up to the limit, by any company 

treatments in place having the same function and is in any case excluded from the actual 

remuneration. 

 Ex festivities 

In place of the 4 holidays abolished by the combined provisions of Law no. 54/1977 and 

Presidential Decree no. 792/1985, groups of 4 or 8 hours of individual paid leave are assigned. 

 

Such leave is assigned at a rate of 1/12 for each full month of service rendered and, if not 

enjoyed within the year of accrual, gives rise to the payment of a corresponding replacement 
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allowance, determined on the basis of the actual remuneration, or can be used by June 30 of 

the following year. 

For the day of November 4, the economic treatment provided for holidays coinciding with Sunday 

is paid. 

 

 

 

CHAPTER IV: HOLIDAYS 

 Holidays 

The personnel referred to in this contract are entitled to a period of annual leave of twenty-six 

working days, it being understood that the working week, regardless of the distribution of the 

weekly working hours, is in any case considered to be six working days for the purposes of 

calculating holidays. 

In the event of termination of the employment relationship, the holiday compensation is 

calculated by dividing the actual monthly salary by twenty-six. 

 Determination of holiday period  

Compatibly with the needs of the company, and taking into account those of the workers, the 

employer has the right to establish the holiday period. 

Holidays may be divided freely over the course of the year; it being understood that at least two 

weeks must be taken consecutively during the same year of accrual. 

The duration of the holidays remains interrupted in the event of the occurrence, during the period 

itself, of an illness duly reported and recognized by the public health structures competent for 

the area. 

 Holiday Remuneration 

During the holiday period, the actual remuneration is paid to the worker. 

The employer will pay the worker paid in whole or in part on commission, during the holiday 

period, a share equal to the average of the commissions received by other colleagues in the 

shop or department. 

In companies with only one employee or when all the staff is on holiday, the individual employee 

will be entitled, during the holiday period, to the monthly average of the commissions received 

by the same in the last 12 months or in the shortest period of service performed. 

If the employee paid on commission is on holiday and is replaced by another employee outside 

the department, the worker on holiday will be entitled to a share of commissions, paid by the 

employer, equal to that due to his replacement. 

 

 

CHAPTER V: LEAVE, RIGHT TO STUDY, EXPECTATIONS  

 Paid leave  

In special and justified cases, the employer may grant paid leave at any time of the year with 

the option of deducting it from individual leave, if exhausted, from holidays. 

For student workers, including university students, who must take exams, and who are entitled 

to benefit from paid daily leave, companies will grant an additional 5 paid days, equal to 40 

working hours per year, for the related preparation. 

The leave referred to in the previous paragraph will be paid upon presentation of the official 

documentation of the exams taken (certificates, declarations, booklets and any other suitable 

means of proof). 

 Marriage leave  

An employee who is not on a probationary period is entitled to extraordinary leave of fifteen 

calendar days to get married. 

Compatibly with the needs of the company, the employer must grant extraordinary leave starting 

from the third day before the celebration of the marriage. 

The employee is required to show the employer, at the end of the leave, regular documentation 

of the celebration of the marriage. 

During the period of extraordinary leave for marriage, the employee is considered to all intents 

and purposes to be in service, retaining the right to actual remuneration. 

 Right to study 



71 

 

Participation in courses 

In order to contribute to the cultural and professional improvement of workers in the commercial 

sector, companies will grant, in the cases and under the conditions set out in the following 

paragraphs, paid leave to non-probationary workers who intend to attend courses of study 

included in the school system, carried out at public institutions established pursuant to Law No. 

1859 of 31 December 1962, or recognized pursuant to Law No. 86 of 19 January 1942, as well 

as regular courses of study for obtaining a high school diploma and for obtaining university 

diplomas or degrees or university masters promoted by legally recognized public or private 

universities. 

Workers may request paid leave for a maximum of 150 hours per capita in a three-year period 

and within the limits of a global number of hours for all employees of the production unit that 

will be determined at the beginning of each three-year period, multiplying the 150 hours by a 

factor equal to one tenth of the total number of employees employed in the production unit on 

that date. The hours of leave, to be used over the three-year period, can also be used in just 

one year. 

Workers who may simultaneously be absent from the production unit to attend courses of study 

must not exceed 2% of the workforce employed on the date referred to in the previous 

paragraph. 

In companies that employ 30 to 49 employees, the right to study is in any case recognized to 

only one worker during the year. 

In each production unit and within it, for each individual department, the performance of normal 

activity must in any case be guaranteed. 

The worker who requests to be absent with paid leave pursuant to this article must specify the 

course of study in which he intends to participate, which must involve actual attendance, even 

in hours that do not coincide with working hours, for a number of hours double that requested 

as paid leave. 

To this end, the interested worker must submit a written request to the company within the 

terms and in the manner that will be agreed with the employer. These terms will normally not 

be less than one quarter. 

If the number of applicants is such as to exceed the annual average of the three-year number 

of hours and in any case determines the emergence of situations conflicting with the conditions 

referred to in the 3rd paragraph and 5th paragraph of this article, the company management, 

in agreement with the Trade Union Representation where it exists in the company, and without 

prejudice to the provisions of the previous 3rd and 5th paragraphs, will reduce proportionally 

the individual rights on the overall number of hours based on objective criteria (such as: age, 

length of service, characteristics of the study courses) for the identification of the beneficiaries 

of the permits and the relative amount of hours assignable to each. 

Workers must provide the company with a certificate of enrolment in the course and 

subsequently monthly certificates of actual attendance with identification of the relative hours. 

The permits referred to in the second paragraph may also be used by non-EU workers for 

participation in dedicated schooling courses, organized by institutes and/or public bodies, with 

the limits and methods referred to in the previous paragraphs. 

The territorial organizations adhering to the contracting National Organizations are responsible 

for jointly carrying out the most appropriate actions so that the competent bodies prepare study 

courses that, guaranteeing the purposes referred to in the first paragraph, favour the acquisition 

of higher professional values and are appropriate to the characteristics of the commercial 

activity. Any more favourable conditions are considered acquired for the workers concerned, it 

being understood that they cannot be cumulated with the hours of leave granted with this article. 

 Leave for training 

Workers who have at least four years of seniority in the same company may request a suspension 

of employment for training leave for a period not exceeding eleven months, continuous or in 

parts, over the course of their entire working life. 

“Training leave” means leave for the purpose of completing compulsory education, obtaining a 

high school diploma, university diploma or degree, or participating in training activities other 

than those implemented or financed by the employer. 
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During the training leave period, the employee retains his or her job and is not entitled to 

remuneration. This period is not counted in seniority and cannot be cumulated with holidays, 

sick leave or other leave. A serious and documented illness, identified on the basis of the criteria 

established by Ministerial Decree no. 278/2000 occurring during the leave period, of which 

written notice is given to the employer, gives rise to the interruption of the leave itself. 

Without prejudice to the compatibility of the leaves with the performance of the normal business 

activities of the company, workers who may simultaneously be absent from the company 

pursuant to this regulation may not exceed 1% of the workforce employed, rounded up to the 

next unit for fractions equal to or greater than 0.5. 

In companies that employ from 30 to 99 employees, only one worker may be absent. The 

employer will accept requests based on the fungibility of the workers involved and on the 

criterion of chronological priority of the submission of the applications. 

Requests for the use of unpaid training leave by workers in possession of the required company 

seniority requirements (at least 4 years), may be presented to the company with at least: 

1. 30 days' notice for leaves lasting up to 5 days; 

2. 60 days for leave lasting more than 5 days. 

The company will provide the worker who requested it with confirmation of acceptance, or the 

reasons for the postponement or denial of the leave, concerning any technical-organizational 

impediments, coincidence with peaks of particular work intensity, impossibility of replacement 

within 15 days of receiving the request. 

Any further modalities may be defined by company contracting. 

 Executive management staff professional update  

In order to facilitate the exercise of the duties of workers with executive management 

responsibilities, their participation in professional development initiatives aimed at improving the 

skills required by the role will be encouraged. 

 Permits 

Workers are entitled to a total of 3 days of paid leave per year in the event of death or 

documented serious illness of their spouse, even if legally separated, or of their 

cohabitant, provided that stable cohabitation is certified by the registry office or by a 

relative within the second degree, even if not cohabiting, or by a member of the 

registered family of the worker. 

To use the leave, the worker is required to give advance notice to the employer of the 

event that gives rise to the right to the leave and the days on which it will be used. 

In the case of a request for leave due to serious illness of the subjects indicated, the 

worker must submit, within a maximum of 10 days from the resumption of work, 

suitable documentation, in the absence of which the days of leave will be deducted from 

the holidays or from the total hours of paid leave. The same applies to the 

documentation to be submitted in the case of a request for leave due to death. 

The days of leave may be used by the worker within 7 days of the death or the 

ascertainment of the onset of the serious illness or the need to provide for consequent 

specific therapeutic interventions. 

Holidays and non-working days are not considered in the days of leave. 

 

In the case of documented serious illness of the subjects indicated, the worker and the 

employer may agree, as an alternative to the use of the days of leave, different ways 

of carrying out the work activity involving a reduction in working hours overall not less 

than the days of leave that are replaced. 

The agreement is stipulated in written form, and it indicates the days of leave that are 

replaced by the different agreed methods and the time frame for production by the 

worker of the appropriate certification to document the permanence of the serious 

illness. From the moment in which the serious illness is ascertained to have ceased, the 

worker is required to resume work activity according to the ordinary methods. The 

corresponding period of unused leave may be used for other events that may occur 

during the year under the conditions set out in these provisions. 

The reduction in working hours resulting from the different agreed methods must begin 

within 7 days of the identification of the onset of the serious illness or the need to 
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provide therapeutic interventions. 

The above permits may be combined with those provided for the assistance of disabled 

persons. 

 Unpaid leave  

The worker, including an apprentice, is entitled to a period of leave for serious family 

reasons, relating to the personal situation of his/her registered family and the subjects 

referred to in art. 433 of the civil code even if they do not live together, as well as 

disabled people, relatives or in-laws within the third degree, even if they do not live 

together. 

This leave, which can be used continuously or in instalments, cannot exceed 2 years 

over the entire working life. During this period the employee retains his/her job, is not 

entitled to remuneration and cannot carry out any type of work activity. The leave is 

not counted in seniority. 

The worker must submit a written request specifying the reasons and duration of the 

leave period and specifying, as a rule, the minimum duration of the same as well as 

documenting the kinship, affinity or registered family relationship with the subjects 

indicated above. 

The employer is required to communicate the outcome to the employee within 10 days 

(3 working days in case of urgency) of the leave request. 

Any denial, the proposal to postpone to a subsequent and specific period, the partial 

granting of leave, must be motivated in relation to the conditions provided for the leave 

request and/or the organizational and production reasons that do not allow the 

replacement of the employee. Upon request of the employee, the application must be 

re-examined within the following 10 days. 

 

In the case of fixed-term employment relationships, the leave request may in any case 

be denied due to incompatibility with the duration of the relationship in relation to the 

leave period requested, meaning by this the period of leave exceeding a quarter of the 

duration of the contract, divisible into a maximum of two periods. It may also be denied 

when the relationship was established due to the replacement of another employee on 

leave for the same reasons. 

Leave may also be requested due to the death of one of the subjects referred to in art. 

4, 1st paragraph, of Law no. 53/2000, for which the applicant is not able to use paid 

leave for any reason due in the same year pursuant to the law or contract. 

In the event that the request for leave for this reason refers to periods not exceeding 3 

days, the employer is required to express its opinion within 24 hours of the request and 

to justify any refusal on the basis of exceptional organizational reasons, as well as to 

ensure that the leave is taken in any case within the following 7 days. 

The worker, once the minimum duration of leave specified in the request has been 

exceeded, has the right to return to the workplace even before the end of the leave 

period, subject to giving notice of not less than 7 days. 

Sales operators: the traveller or salesman whose driving licence has been suspended 

for offences committed during the performance of his/her activity may request, for a 

maximum of 6 months, a period of unpaid leave which is not counted for any purpose, 

provided that he/she has been expressly requested to use the vehicle to carry out 

his/her duties. 

 Unpaid leave for drug addiction 

A drug-addicted worker, employed on a permanent basis, who undergoes therapeutic 

and rehabilitation programs at the health services of local health units or other 

therapeutic-rehabilitation facilities, may take advantage of a period of unpaid leave of 

absence of up to 3 years. 

Workers who have the need - certified by the competent service - to participate in the 

therapeutic-rehabilitation program followed by a drug-addicted family member, are 

granted a period of unpaid leave of absence for a maximum of 3 months, divisible and 

non-repeatable. 
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 Unpaid leave for international adoption  

In the case of international adoption, the worker may request a period of unpaid leave 

of 30 days, which may be divided into two parts. 

 

 

CHAPTER VI: WORK TRAVEL AND TRANSFERS 

 Work travel 

In addition to reimbursement for travel expenses, baggage transport and postal 

expenses, the worker sent on a business trip is entitled to a daily allowance of no less 

than double the daily portion of the actual remuneration. The daily allowance is reduced 

by 1/3 if the business trip does not involve an overnight stay away from home; for 

missions lasting more than a month or when the worker's duties involve regular travel, 

the daily allowance is reduced by 10%. 

As an alternative to the daily allowance, the employer may reimburse all expenses listed 

below. 

In lieu of the daily allowance, those employed in the transport of goods by trucks and 

tractor-trailers in extra-urban service are paid a travel allowance commensurate with 

the following daily portions of the actual remuneration: 

 

HOURS OF ABSENCE % 

From 9 to 11 50 

From 11 to 16 80 

From 16 to 24 120 

 

Sales operators: the fixed daily allowance is a salary for 50% of its amount. 

The daily allowance is not due for the period of permanence on site. However, the worker who 

has not been sent on a trip for the entire agreed period must be paid an allowance for the days 

of missed travel equal to 2/5 of the daily allowance. 

If the worker does not reside in the place where the company is based, he/she is also entitled 

to reimbursement of the additional expenses incurred for permanence on site. 

If the company does not pay the daily allowance, the expenses incurred and documented for 

food and accommodation in the performance of its activity outside the usual place of work are 

reimbursed with an allowance to be agreed. 

Personnel assigned to the transport and installation of furniture: a flat-rate travel allowance 

equal to 70% of the daily portion of actual remuneration will be paid - in relation to travel time 

during which the worker is not driving and in lieu of the daily allowance. 

The period for which this allowance is paid is not considered useful for the purposes of calculating 

the maximum duration of working hours. 

 Transfers 

In addition to the reimbursement of travel expenses for the family unit and transport of 

household goods, the transferred worker is entitled to the daily allowance provided for the 

transfer or the reimbursement at the bottom of the list for the time strictly necessary for the 

move (up to 8 days after the arrival of the furniture). The daily allowance is also due for 

dependent family members living with the worker (for children the daily allowance is reduced to 

3/5). 

The transferred worker is also entitled to reimbursement for any loss of rent up to a maximum 

of 6 months. 

The transfer of managers and workers with executive management responsibilities that 

determines the change of residence must (as a rule) be communicated in writing to the 

interested parties with 60 days' notice or 80 days for those who have dependent family members. 

If the notice is not respected in whole or in part, the manager will be entitled to the travel 

allowance for the remainder as well as a return to the previous residence. 

Reimbursement of any difference in the actual rent for accommodation of the same type as that 

occupied in the place of origin must be recognized for a maximum period of 12 months 

(managers) or 9 months (workers with executive management responsibilities). 
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The possibility of opposing the transfer is foreseen for managers who have reached the age of 

55, in the case of serious and proven reasons. 

The transferred worker is entitled, in the event of subsequent dismissal, to reimbursement of 

expenses for the return to the place of origin, provided that such return occurs within 6 months 

of dismissal. 

Sales operators: the transfer must be communicated in writing with at least 30 days' notice. 

In addition to reimbursement for travel expenses for the family unit and transport of household 

goods, the daily allowance is due for 10 days to the sales operator without a family dependent, 

for 20 days - in addition to one day for each dependent child - to the sales operator with a family. 

 

 

 

CHAPTER VII: ILLNESSES AND ACCIDENTS 

 Deadline period 

During illness, the non-probationary worker has the right to retain his job for a maximum period 

of 180 days in a calendar year. 

 Economic treatment of illness 

During the period of illness, provided for in the previous article, the worker will be entitled, at 

the normal deadlines of the pay periods: 

1. to an integration of the allowance paid by INPS to be paid by the employer, at his expense, 

so as to reach the following measures overall: 

1. 100% for the first three days (waiting period); 

2. 75% for days 4 to 20; 

3. 100% for days 21 and onwards 

 

of the net daily wage to which the worker would have been entitled in the case of normal 

performance of the relationship. Daily wage means the daily portion of the actual wage. 

 

Short-term illnesses: the integration from the 1st to the 3rd day is paid at 100% for the first 

2 illnesses, 66% for the 3rd event and 50% for the 4th event and ceases to be paid starting 

from the 5th event. 

 

Sales operators 

The job retention period lasts 8 months for workers with up to 6 years of seniority and 12 months 

for those with more seniority. 

In the case of different illnesses, the job is retained up to a maximum of 8 months of overall 

absence in the previous 12 months for workers with up to 6 years of seniority or 12 months of 

overall absence in the previous 18 months in cases of more seniority. 

Workers are entitled to financial compensation paid entirely by the company, up to the following 

rates of actual remuneration: 

 

Years of 

service 

Duration of 

absence 

 

% 

up to the 6th first 5 months 100 

 3 months later 50 

over the 6th first 8 months 100 

 4 months later 50 

 

 

Betting agencies 
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Workers hired before 1 January 2000 and with more than 10 years of seniority of service are 

entitled to retain their job for a period of 10 months and to an economic treatment equal to 

100% of their net salary, with deduction of any amount paid by INPS. 

 Short-term illness treatment – premium 

In order to reduce short-term sick leave and prevent situations of abuse of the waiting period, 

each worker is granted, on an experimental basis, a contribution of €150.00 annually. 

Employees who are absent due to sick leave lasting no more than three days will have a sum of 

€50.00 withheld per event (amount withheld from the premium and up to the amount of the 

same). 

This withholding will only apply starting from the fifth sick leave. 

The sums not paid will increase the annual contribution referred to in the first paragraph and 

will be divided among workers who have had a number of absences not exceeding 5 events 

lasting a maximum of 3 days. 

 Economic treatment of accident  

The employer is required to pay a full daily portion of the actual salary for the day on which the 

accident occurs. 

Starting from the first day following the day of the accident, the employer will pay the non-

apprentice worker, absent due to temporary absolute disability resulting from an accident at 

work, an integration of the compensation paid by INAIL up to the following total amounts: 

1. 60% (sixty percent) for the first three days (waiting period); 

2. 90% (ninety percent), for days 5 to 20; 

3. 100% (one hundred percent) for days 21 and onwards of the net daily salary to which the 

worker would have been entitled in the event of normal performance of the relationship. Daily 

salary means the daily portion of the actual salary. 

 

Sales operators: in the event of an accident at work (or occupational disease), the job is 

maintained for the entire period of payment by INAIL of the daily allowance for temporary 

disability. 

Workers subject to compulsory insurance are entitled, in addition to the allowance paid by INAIL, 

to supplementary treatment, paid by the company, up to the following rates of actual 

remuneration: 

 

Years of 

service 

Duration of 

absence 

 

% 

up to the 6th first 5 months 100 

 3 months later 50 

over the 6th first 8 months 100 

 

 Unpaid illness leaves  

For sick workers, job retention, set at a maximum period of 180 days, will be extended, at the 

worker's request, for a further period of unpaid leave of absence and not exceeding 120 days, 

provided that the worker presents regular medical certificates. 

Workers who intend to benefit from the leave of absence referred to in the previous paragraph 

must submit a request by registered mail with return receipt before the expiry of the 180th day 

of absence due to illness and sign express acceptance of the aforementioned condition. 

In the event of prolonged absence due to a serious and continuous pathology requiring life-

saving therapies periodically documented by specialists of the National Health Service, the 

worker may benefit, upon written request, from a further period of leave of absence until clinical 

recovery and in any case for a period not exceeding 12 months. 

The employer will respond to the request referred to in the previous paragraph, communicating 

in writing the expiry of the leave of absence. 
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At the end of the leave of absence, the employer may proceed with dismissal; the period itself 

is considered useful for the purposes of seniority of service in the event of continuation of the 

relationship. 

 Unpaid leaves due to accident  

For workers injured at work, absent due to temporary absolute disability, the retention of the 

job beyond the maximum period of 180 days will be extended, at the request of the worker, for 

a period of unpaid leave, for the entire duration of the injury. 

Leave is due until the cessation of payment of the temporary disability benefit by INAIL, provided 

that regular medical certificates and suitable documentation proving the continuation of the state 

of temporary absolute disability are presented. 

Workers who intend to benefit from the leave of absence referred to in the previous paragraphs 

must submit a request by registered mail with return receipt before the expiry of the 180th day 

of absence due to injury and sign express acceptance of the aforementioned condition. 

The employer will respond to the request referred to in the previous paragraph. 

At the end of the leave of absence referred to in this article, if the absence continues, the 

employer may proceed to terminate the employment relationship; the period itself is considered 

useful for the sole purposes of seniority of service in the event of continuation of the relationship 

limited to the first 120 days of the leave period. 

 Reference to the laws  

For anything not covered by this contract regarding illness and accidents, the current laws and 

regulations apply. 

The provisions of the special regional regulations remain unchanged. 

 

 

CHAPTER VIII: MATERNITY AND PATERNITY 

 Maternity  

During maternity leave, female workers are entitled to a daily allowance paid in advance 

by the employer on behalf of INPS and to a supplementary treatment paid by the 

company up to the amount of the entire net monthly salary. 

The employer is also responsible for the integration of up to 100% of the thirteenth- 

and fourteenth-month’s salary, limited to the instalment relating to the period of 

compulsory absence. 

The period of maternity leave is computed in the length of service, for all purposes, 

including those relating to holidays, the thirteenth month's salary and severance pay, 

while periods of parental leave are computed in the length of service, excluding the 

effects relating to holidays and additional months' salary. 

 Parental leave 

Each parent has the right to abstain from work (parental leave), for each child, in the first 12 

years of life for a total period, between the two parents, not exceeding ten months, which 

can be increased to eleven if the working father abstained from work for a continuous or split 

period of at least three months. Parental leave periods can also be taken by parents at the same 

time. 

 

For periods of parental leave, an allowance is due, paid by INPS, according to the following 

calculation, subject to variations that should occur: 

 

- One month is compensated at 80% of the salary, within 6 years of life or within 6 years of 

entering the family in the case of adoption or foster care of the minor; 

- an additional month is compensated at 60% of the salary (80% for 2024 only), within 6 years 

of life or within 6 years of entering the family in the case of adoption or foster care of the minor; 

- seven months are compensated at 30%, regardless of the income situation; 

- the remaining 2 months are not compensated, except in the case in which the applicant is in 

the income situation provided for by Article 34, paragraph 3, of the Consolidated Law 151/2001. 

 

In order to exercise the right to parental leave, each parent is required to give the employer at 

least 15 days' written notice, except in cases of objective impossibility. 
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 Childcare Permits  

The employer must allow working mothers, during the first year of the child's life, two periods 

of rest, which may also be cumulated, during the day. There is only one rest period when the 

daily working hours are less than 6 hours. 

The right referred to in the previous paragraph is recognized alternatively to the mother, to the 

working father, in the following cases: 

1. in the case in which the children are entrusted to the father alone; 

2. as an alternative to the employed working mother who does not avail herself of it; 

3. in the case in which the mother is not an employed worker; 

4. in the event of the mother's death or serious illness. 

 

The granting of daily rest periods to the working father is subject, in the cases referred to in 

letters a), b), c) of the previous paragraph, to the explicit written consent of the mother. 

The rest periods referred to in this article last one hour each and are considered working hours 

for the purposes of the duration of work; they entail the right of the female or male worker to 

leave the company. In the event of multiple births, the rest periods are doubled and the 

additional hours can also be used by the father. 

For such rest periods, INPS owes an allowance equal to the entire amount of the remuneration 

relating to the rest periods themselves. 

The allowance is paid in advance by the employer and is adjusted against the contribution 

amounts due to the insurance company, pursuant to art. 8, Law 9 December 1977, no. 903. 

Both parents, alternately, have the right to abstain from work for the periods corresponding to 

the illnesses of each child up to the age of three. Each parent, alternately, also has the right to 

abstain from work, up to a limit of five working days per year, for the illnesses of each child 

between the ages of three and eight. 

The periods of leave for the child's illness are computed in the length of service, excluding the 

effects relating to holidays and additional monthly payments, pursuant to art. 48 of Legislative 

Decree no. 151/2001 and severance pay. 

 

 

 

CHAPTER IX: SUSPENSION OF WORK 

 Suspension 

In the event of suspension of work due to an act dependent on the employer and independent 

of the will of the worker, the latter is entitled to actual remuneration for the entire period of 

suspension. 

The rule referred to in the previous paragraph does not apply in the case of public calamities, 

extraordinary atmospheric events and other cases of force majeure. 

 

 

 

CHAPTER X: SENIORITY OF SERVICE 

 Effective date of seniority of service 

Seniority of service starts from the day the worker joins the company, regardless of the tasks 

assigned to him. Different seniority start criteria expressly provided for individual contractual 

institutions are reserved, for the purposes of accruing the related rights. 

 Calculation of seniority per year 

Except for the effects arising from the legislation on seniority increases, fractions of a year will 

be computed, for all contractual purposes, by twelfths, with fractions of a month greater than or 

equal to 15 days being computed as a full month. 

Months are understood to be those of the civil calendar (January, February, March, etc.). 

 

 

 

CHAPTER XI: SENIORITY INCREASE 

 Seniority increase  
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For the length of service accrued at the same company or corporate group (meaning the 

commercial complex belonging to the same company) the staff is entitled to ten three-yearly 

increases. 

The amounts of the fixed-figure increases are determined, for each classification level, in the 

following measures and with the following effective dates: 

 

Levels Amounts in force 

Executives 25,46 

I 24,84 
II 22,83 
III 21,95 

IV 20,66 

V 20,30 

VI 19,73 

VII 19,47 

 

The amount of the increments determined according to the criteria set out in the previous 

paragraphs is paid starting from the first day of the month immediately following the month in 

which the three-year period of seniority is completed. 

The seniority increments cannot be absorbed by previous and subsequent merit increases, nor 

can any merit increases be absorbed by the increments accrued or to be accrued. 

The worker hired under an apprenticeship contract will be recognized the amounts of the 

seniority increments established for the classification level of destination from the moment the 

relationship is established. 

For betting agencies 

For each two-year period of service - up to a maximum of 6 - each worker is entitled to an 

increase in the amounts indicated below, in relation to the classification level: 

 

Levels Amounts in force 

V 43,90 

IV 38,73 
III 35,12 
II 33,57 

I 30,99 

 

The increases take effect from the 1st day of the month following the month in which the two-

year period is completed. 

The change of level does not entail the revaluation of the increases already accrued. 

Sales operators 

For each three-year period of service provided, up to a maximum of 10, each worker is entitled 

to an increase in the following monthly amounts: 

➢ 1st category €15.50; 

➢ 2nd category €14.46. 

The increase takes effect from the first day of the month following the month in which the three-

year period is completed. 

Seniority increases cannot be absorbed by previous or subsequent merit increases, nor vice 

versa. 

 

 

CHAPTER XII: ECONOMIC TREATMENT 

 Normal remuneration 

The worker's normal remuneration consists of the following items: 

1. consolidated national base pay; 

2. contingency allowance; 

3. third national or provincial elements where they exist; 

4. any seniority increases for those entitled pursuant to the previous art. 190; 
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5. other elements deriving from collective contracting.

Actual remuneration

Actual remuneration consists of the items indicated in the previous article as well as all other 

remuneration elements of a continuous nature, excluding expense reimbursements, 

compensation for overtime work, extraordinary or one-off bonuses, and any element expressly 

excluded by the parties from the calculation of individual contractual institutions or excluded 

from the taxable contribution base pursuant to the law. 

Contractual holiday allowance 

Pursuant to Article 3 of this CCNL, where the parties do not reach an agreement regarding the 

renewal of the contractual platform after a period of 6 months from the expiry, or if the platform 

was presented after the expiry after 3 months, a provisional element of the remuneration will 

be paid to the employees (so-called contractual vacation allowance). The amount of this element 

will be equal to thirty percent of the programmed inflation rate, applied to the minimum 

contractual wages in force, including the contingency allowance. After six months, again in the 

absence of an agreement, this amount will be equal to fifty percent of the programmed inflation. 

This mechanism will be unique for all workers. 

Monthly salary 

Except for occasional or sporadic services, the monthly remuneration, whether normal or de 

facto, is fixed and therefore does not vary in relation to holidays, paid leave, statutory weekly 

rest days falling within the pay period and, subject to more favourable conditions, to the 

distribution of weekly hours. It therefore refers to all days of the calendar month. 

 Daily quota 

The daily portion of the remuneration, both normal and de facto, is obtained, in all cases, by 

dividing the monthly amount by the conventional divisor 26. 

The parties acknowledge that with the adoption of the conventional divisor referred to in this 

article they intended to establish the equivalence of treatment both for the deductions and for 

the payment of working days. 

 Hourly quota 

The hourly portion of the remuneration, both normal and de facto, is obtained by dividing the 

monthly amount by the following conventional divisors: 

1. 168, for personnel whose normal working hours are 40 hours per week;

2. 182 for personnel whose normal working hours are 42 hours per week;

3. 195 for personnel whose normal working hours are 45 hours per week.

National base pay incorporated

The eight levels provided for by the classification of commercial company personnel correspond 

to a consolidated national base pay in the measures indicated in the attached tables which are 

an integral part of this contract. 

The consolidated national base pay is achieved by adding the increases to the consolidated 

national base pay. 

Salary table 

Levels 
Basic pay Contingency 

allowance 
Function allowance Total 

Executives 2.070,22 540,37 260,77 2.871,35 
I 1.864,89 537,52 2.402,41 
II 1.613,12 532,54 2.145,66 
III 1.378,78 527,90 1.906,68 
IV 1.192,46 524,22 1.716,68 
V 1.077,35 521,94 1.599,29 
VI 967,22 519,76 1.486,98 
VII 

Oooo

Op

828,08 517,51 1.350,75 
 
Sales Op. 1 1.126,65 530,04 
Sales Op. 2 944,43 526,11 
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 Third elements 

The parties agree that for employees of companies operating in provinces in which there are no 

third provincial salary elements, however named, a third element of Euro 2.07 per month will 

be paid.  

 Absorptions  

In the event of increases in the tables, the merit increases granted by companies, as well as the 

increases resulting from seniority increases, cannot be absorbed. 

Merit increases must be understood as the allowances paid with reference to the worker's 

aptitude and performance. 

Increases paid collectively and unilaterally by the employer during the six months immediately 

preceding the expiry of this contract cannot be absorbed. 

Increases that are not merit increases and do not derive from seniority increases, granted by 

companies independently of collective agreements stipulated at the union level, can be absorbed 

in whole or in part, in the event of an increase in the table, only if the absorption has been 

foreseen by any union agreements or expressly established at the time of the concession. 

 Personal commission sales treatment 

For sales personnel, paid in whole or in part on commission, the fixed part of the remuneration 

and the rate of commission must be determined by the employer on a case-by-case basis on the 

average annual sales and communicated in writing. 

With this system, personnel must be ensured a monthly average for the period not exceeding 

one year, which is at least 5% (five percent) higher than the consolidated national basic pay. 

In any case, a monthly payment of a sum equal to the minimum as established above must be 

made, whenever such minimum, between salary and commission, is not reached, without 

prejudice to the adjustment at the end of the period referred to above. 

 Cash allowance and money handling 

Without prejudice to any criminal proceedings and disciplinary sanctions, personnel normally 

assigned to cash operations on a continuous basis, if they have full and complete responsibility 

for cash management, with the obligation to assume any differences, are entitled to a cash and 

money handling allowance in the amount of 5% (five percent) of the national basic pay included. 

 Food and accommodation 

In the absence of provisions contained in the provincial supplementary contracts, the values of 

food and accommodation are established in the following measures of the actual remuneration: 

Typologies % 

Food and accommodation 50 

Food (two meals) 33,3 

Food (one meal) 25, 

Accommodation 20 

 Availability allowance 

Auxiliary activities, parking and rest areas 

Staff in the parking and parking sector who are required to be on call are entitled to an allowance 

in the following measures: 

Levels 
Base pay 

From March 

2025 

Base pay from 

November 

2025 

Base pay from 

November 

2026 

Base pay 

February 2027 

Quadri 2.122,31 2.183,08 2.243,85 2.313,29 
I 1.911,81 1.966,55 2.021,29 2.083,84 
II 1.653,71 1.701,06 1.748,41 1.802,52 
III 1.413,47 1.453,94 

1 

1.494,41 1.540,66 
IV 1.222,46 1.257,46 1.292,46 1.332,46 
V 1.104,45 1.136,07 1.167,69 1.203,83 
VI 991,55 1.019,94 1.048,33 1.080,78 
VII 

Oooo 

Op 

 

 

 

848,91 873,22 897,53 925,31 
     
Sales Op. 1 1.154,97 1.188,01 1.221,0597 1.258,81 
Sales Op. 2 968,21 995,95 1.023,69 1.055,39 
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— €7.75 per weekday of availability; 

— €10.33 for each holiday - or legal rest day - of on call. 

The actual service performed is paid as overtime. 

The operational and organizational methods of the on-call institution must be defined at company 

level. 

 Inventory premium  

On an experimental basis, the parties, taking into account the incidence of inventory differences 

for companies operating in the retail sector and, in particular, for large-scale distribution, agree 

as follows. 

Inventory differences arise between the accounting situation and the actual situation of goods 

in stock at a certain date. For commercial companies, inventory differences essentially represent 

goods that have been purchased and not yet sold, but which at the same time are not in stock 

at warehouses and points of sale. 

The causes of such differences are multiple and often cannot be analytically identified. The main 

causes that generate inventory differences for commercial companies include the following: 

1. thefts by customers, suppliers, third-party companies (cleaning, security, etc.) as well as by 

employees; 

2. errors by cashiers (who do not correctly "receipt" the goods purchased by customers); 

3. errors by those who load and unload the goods (for example, errors in entering codes during 

loading and unloading); 

4. physical losses of goods (particularly perishable ones); 

5. losses of goods during the transport phase (for example between the warehouse and the point 

of sale); 

6. accidental destruction. 

Well, in order to encourage workers to pay more attention, contributing to the reduction of 

inventory differences, the employer has the right to provide that in the event that the rate of 

inventory differences is lower than the previous year, 50% of the difference between the higher 

amount and the lower amount will be divided pro rata among the workers of the companies that 

have achieved this positive result. 

 

 

 

CHAPTER XIII: SUPPLEMENTARY MONTHLY PAYMENTS (13th AND 14th)  

 Thirteenth Monthly Pay 

Coinciding with Christmas Eve of each year, companies must pay their employees an amount 

equal to one month's salary (excluding family allowances). 

In the event of reduced work performance, compared to the entire period of 12 months preceding 

the aforementioned date, the worker will be entitled to as many twelfths of the amount of the 

13th month's salary as there are full months of service provided. 

For workers paid in whole or in part with commissions or percentages, the calculation of the 

amount of the thirteenth month's salary must be carried out on the basis of the average of the 

commissions or percentages accrued in the current year or in any case in the period of lesser 

service provided to the company. 

The amount of the thirteenth month's salary will be deducted from the instalments relating to 

the periods in which the employer has not paid the salary for one of the reasons provided for in 

this contract. 

 Fourteenth Monthly Pay  

Personnel included in the scope of this contract will be paid, on July 1st of each year, an amount 

equal to one month of the actual salary in effect on the immediately preceding June 30th 

(fourteenth monthly salary), excluding family allowances. 

In the event of reduced work performance, compared to the entire period of 2 months preceding 

the aforementioned date, the worker will be entitled to as many twelfths of the amount of the 

14th monthly salary as there are full months of service performed. 

For workers paid in whole or in part with commissions or percentages, the calculation of the 

amount of the fourteenth monthly salary will be carried out on the basis of the average of the 
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fixed and variable elements of the actual salary, received in the twelve months preceding the 

accrual of the right or in any case in the period of lesser service performed at the company. 

All workers who, on the date of entry into force of this contract, already receive monthly salaries 

in addition to the thirteenth monthly salary are not entitled to the fourteenth monthly salary; 

where the portion of the salary exceeding the thirteenth does not reach the entire amount of a 

monthly salary, workers are entitled to the difference between the amount of the fourteenth 

monthly salary and the amount currently received. 

Gratuities, allowances or prizes paid as individual or collective merit are not absorbed in the 

fourteenth monthly salary. 

With regard to all other methods of calculating the fourteenth monthly salary, reference is made 

to the similar provisions of this Chapter regarding the thirteenth monthly salary. 

 Common rules  

The thirteenth and fourteenth salary can be paid in instalments, if a formalized agreement is 

reached, i.e. the stipulation of a written individual agreement between the parties, employer and 

employee. 

 

 

CHAPTER XIV: UNIFORMS AND EQUIPMENT 

 Uniforms and equipment  

When personnel are required to wear special uniforms, the related expense is borne by the 

employer. 

The employer is also responsible for the expense of clothing that workers are required to use for 

health and hygiene reasons. 

The employer is also required to provide the tools and instruments necessary for carrying out 

the work. 

In the event of termination of the employment relationship, the clothing, uniforms, tools and 

instruments provided must be returned to the employer, while in the event of loss, the worker 

is required to replace or reimburse. 

 

 

 

CHAPTER XV: DUTIES OF STAFF AND DISCIPLINARY RULES 

 Obligation of the worker  

The worker has the obligation to observe the duties and secrecy of office in the most scrupulous 

way, to use courteous manners with the public and to maintain a conduct in accordance with 

civic duties. The worker has the obligation to diligently conserve the goods and materials, to 

cooperate in the prosperity of the company. 

 Prohibitions  

Staff are prohibited from returning to the company premises and staying beyond the prescribed 

hours, except for work-related reasons and with the authorization of the company. Staff are not 

permitted to leave the service during hours except for work-related reasons and with explicit 

permission. 

The employer, in turn, may not retain its staff beyond normal hours, except in the case of 

overtime work. 

The worker, with prior express authorization, may also leave work for reasons unrelated to the 

service. In this case, the employer has the right to request that the hours of absence be made 

up with the same number of hours of normal work up to a maximum of one hour per day without 

the right to any increase. 

At the end of working hours, before the exit signal is given, it is absolutely forbidden to abandon 

one's post. 

 Justification for absences  

Except in cases of legitimate impediment, for which the burden of proof always falls on the 

worker, and without prejudice to the obligation to immediately notify the employer of the 

absence, absences must be justified in writing to the company within 48 hours, for any checks. 

In relation to the justification of absences in the event of illness, and without prejudice to the 

obligation to immediately notify the employer of the absence, the provisions of this document 
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are also implemented through written communication, by fax, certified email or registered mail, 

of the identification protocol number of the medical certificate sent electronically by the doctor 

to INPS. 

In the case of unjustified absences, the withholding of as many daily portions of the actual salary 

as the days of absence will be made, without prejudice to the application of the sanction. 

 Respect for working hours  

Workers are required to respect working hours. Latecomers will be subject to a deduction, which 

must be shown on the pay slip, of an amount equal to the amount due for the delay, without 

prejudice to the application of the sanction provided for. 

 Communication of change of address 

It is the duty of the staff to immediately inform the company of any change of address both 

during service and during leave. 

The staff also has the obligation to comply with any other provisions issued by the company to 

regulate the internal service, as long as they do not conflict with the rules of this contract and 

with the laws in force, and fall within the normal responsibilities of the employer. 

These rules must be made known to the staff with written communication or by posting within 

the company. 

 Disciplinary measures 

Failure to comply with duties by employees shall result in the following measures, which shall 

be taken by the employer in relation to the extent of the shortcomings and the circumstances 

surrounding them: 

1. verbal reprimand for minor shortcomings; 

2. written reprimand in the event of repeated violations of the preceding point 1; 

3. fine not exceeding the amount of 4 hours of normal pay; 

4. suspension from pay and service for a maximum of 10 days; 

5. disciplinary dismissal without notice and with other consequences of reason and law. 

 

The fine measure shall apply to the worker who: 

1. delays in starting work without justification, for an amount equal to the amount of the 

withholding; 

2. negligently carries out the work assigned to him; 

3. is absent from work for up to three days in the calendar year without proven justification; 

4. does not immediately notify the company of any change of address, both during service and 

during leave. 

 

The measure of suspension from pays and service applies to the worker who: 

1. causes damage to the things received for use and use, with demonstrated responsibility; 

2. shows up for service in a state of obvious drunkenness; 

3. commits a repeat offence, more than the third time in the calendar year, in any of the offences 

that provide for a fine, except in the case of unjustified absence. 

 

Without prejudice to any other legal action, the measure referred to in point 5 (disciplinary 

dismissal) applies exclusively for the following offences: 

1. unjustified absence more than three days in the calendar year; 

2. repeat offences in unjustified delays more than the fifth time in the calendar year, after formal 

written warning; 

3. serious violation of the obligations referred to in art. 217, 1st and 2nd paragraphs; 

4. failure to comply with the provisions of the law regarding safety for processing, storage, sale 

and transport; 

5. breach of trust, competition, violation of official secrecy; performance, in competition with the 

company's activity, of work on one's own behalf or on behalf of third parties, outside of working 

hours; 

6. recidivism, more than three times in the calendar year, in any of the offences that provide for 

suspension, without prejudice to the provisions for recidivism in delays. 
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The amount of the fines will be allocated to the EBILAV bilateral body. The worker has the right 

to view the documentation relating to the payment. 
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TITLE VI: TERMINATION OF EMPLOYMENT RELATIONSHIP 

CHAPTER I: WITHDRAWAL 

 Withdrawal pursuant to Articles 2118 and 2119 of the Civil Code 

Pursuant to art. 2218 of the Civil Code, each of the contracting parties may withdraw from the 

employment contract of indefinite duration. Pursuant to art. 2119 of the Civil Code, each of the 

contracting parties may withdraw from the employment contract, before the expiry of the term 

if the contract is fixed-term, or without notice if the contract is indefinite, if a cause occurs that 

does not allow the continuation, even provisional, of the relationship (just cause). 

 

 

 

CHAPTER II: NOTICE 

 Notice periods 

The notice periods, starting from the first or sixteenth day of each month, are as follows: 

 
1. up to five years of service completed: 

Executive Managers and Level I                 60 calendar days 

Level II and III                                         30 calendar days 

Level IV and V                                          20 calendar days 

Level VI and VII                                       15 calendar days 

 
2. over five years and up to ten years of service completed: 

Executive Managers and Level I                 90 calendar days 

Level II and III                                         45 calendar days 

Level IV and V                                          30 calendar days 

Level VI and VII                                        20 calendar days 

 
3. over ten years of service completed: 

Executive Managers and Level I                 120 calendar days 

Level II and III                                         60 calendar days 

Level IV and V                                          45 calendar days 

Level VI and VII                                        20 calendar days 

 
 Indemnity in lieu of notice 

Pursuant to the second paragraph of art. 2118 of the Civil Code, in the event of failure to provide 

notice, the worker will be paid an indemnity equivalent to the amount of the actual salary 

corresponding to the period referred to in the previous article, including the 13th and 14th 

monthly instalments. 

Workers who find themselves in the conditions indicated below will be recognized, for the 

purposes of notice or the related substitute indemnity, a greater conventional seniority 

commensurate as follows: 

1. war mutilated and invalids: one year; 

2. decorated for valor and awarded military orders, promoted for war merits and war wounded: 

six months for each title of merit; 

3. former combatants and those equated to them by law, who have served in units mobilized in 

the operation zone: six months for each year of campaign and three months for fractions of a 

year exceeding at least six months. 

4. The aforementioned seniority may be cumulated up to a limit of thirty-six months. 

 

The conventional seniority may be claimed only once in the worker's career, even in the case of 

performances at different companies and institutions, including public administrations; the 

employer therefore has the right to gather information and carry out investigations in this regard. 

The newly hired worker must communicate, under penalty of forfeiture, to the employer his/her 

valid qualifications to obtain the right to the aforementioned seniority at the time of hiring itself, 

undertaking to provide the relevant documentation within six months of the end of the 

probationary period. 
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The employer, having received the communication and the documentation of the qualifications, 

must compute in favour of the worker the period of conventional seniority to which he/she is 

entitled. 

 

 

 

CHAPTER III: SEVERANCE PAY 

 Severance pay 

In any case of termination of the employment relationship, the employee is entitled to severance 

pay. 

Pursuant to and for the purposes of paragraph 20 of art. 2120 of the Italian Civil Code, as 

amended by law 

 

 

 

RESERVATION ON INTELLECTUAL PROPERTY 

 

The Employers' Associations and Trade Unions signing this CCNL intend to safeguard the full and 

complete ownership of the Contractual Text and, therefore, prohibit its total or partial inclusion 

in other contracts, reserving the right to take safeguard action. 

 

Institutional bodies such as the Ministry of Labor, CNEL, INAIL, INPS and the Databases, in 

addition to Workers and Employers registered with one of the Employers' Associations signing 

this CCNL and the Bilateral Body, where established, may freely use the text, including by storing 

it on computer paper media.  

 

 

 

 

 

 


