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PREMISE
This National Collective Labour Contract {CCNL) for employees of small and medium-sized companies
in the IT, Innovative Services, and Graphic Communication sectors is the result of a joint commitment
by the social partners to create a fairer, more inclusive, and more productive working environment.
In an era marked by rapid economic, technological, and social changes, it is essential to promote &
corporate culture that values the concept of enterprise and the contribution of each worker,
recagnizing the importance of active participation and engagement at all levels of the organization.
Our goal is to establish a regulatory framework that fosters professional development, employee well-
being, and workplace safety while also promoting the competitiveness and innovation of companies
operating in the sector. Worker 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 CCNL are:

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

2. The participatory method aimed at involving workers and companies to find solutions that
protect and improve working conditions while safeguarding corporate competifiveness;

3. The development of policies aimed at acquiring skills, ensuring a higher cultural and
professional preparation for young people, women, and adults, to facilitate both entry into and
retention in the labour market, as well as policies aimed at fostering research, innovation, and
the enhancement of human capital;

4, The commitment to ensuring a safe, inclusive, and respectful working environment: Respect
for rights and diversity is the foundation of a corporate culture that values each individual,
helping to create a climate of trust and collaboration;

5. The establishment of a labour relations and information system that aligns with the needs of
companies and workers in the sector, and that facilitates the identification and enhancement
of innovative aspects expressed across various industry and corporate segments, including
their impact on work organization;

6. The enhancement of the bilateral system.

To this end, the signatory Organizations express their intention to foster correct and productive
relationships by deepening their understanding of sector-specific issues and implementing & more
advanced system of labour relations and contract management tools, This is alao aimed at ensuring
compliance with contracts and preventing potential conflicts between the Parties.

This CCNL therefore aims to lay the foundations for a new model of Industrial relations, where the
active participation of workers becomes a central etement for business success and for the personal
and professional fulfiiment of employees. In this spirit of collaboration and shared commitment, the
parties pledge to work together to build a better future for all stakeholders involved.




GENERAL PART
Art. 1 Sphere of application of the contract
The present MNational Collective Labour Contract regulates, in a unified manner across the entire
national territory, the employment relationships of the personnel employed by the companies listed
below,

) Hotel Companias

a) Hotels, meublé hotels, specialized hotels for senior stays, guesthouses, and inns; restaurants, self-
service establishments, cafeterlas, cafés, and bars attached to hotels; staff canteens; colleges,
boarding schools, and university residences; any other accommodation facility, whetheér or not
licensed as a hotel, regardless of its capacity or number of rooms.

b) Bars, restaurants, seaside, river, lake, and poolside bathing establishments, nightclubs, and other
public establishments attached to accommeodation facilities with separate licenses and personnel
primarily assigned to them, provided they are an integral part of the hotel complex and directly
managed by the hotel operator.

¢) Hostels, residences, tourist villages.

d) Summer camps and similar activities.

e) Wellness centres integrated into hotel companies.

XL, Open-Air Tourist-Accommaodation Complexes
Campsites and tourist villages without hotel characteristics and rest areas.
III. Public Establishments Companies

a) Restaurants, both traditional and self-service, fast-food outlets, trattorias, cafeterias, taverns with
kitchens, pizzerias, rotisseries, fried food shops, and similar establishments.

Small guesthouses, inns, room rentals, bed and breakfasts, small trattorias, and taverns with kitchens,
having no more than nine guest rooms,

Cafés, bars, snack bars, wine shops, breweries, taverns, dairies, and any other establishment where
food and beverages are served and sold as per Artictes 3 and 5 of Law No. 287 of August 25, 1991,
ard subsequent amendments,

Kiosks selling drinks, ice cream, and similar products,

Ice cream parlours, creameries,

Pastry and confectionery shops, pastry and confectionery departments attached to public
establishrents.

b) Nightclubs, dance halls, and similar venues; billiard halis and other gaming halls authorized by
current regulations.

c)} Pastry and confectionery laboratories, including those of an artisanal nature.

d) Rest stops on highways.

Rest stops in railway stations (station buffets), airports, seaports, river ports, lake ports, and poolside
tocations; catering services on traing; companies contracted for catering services on oll platforms.
Companies engaged in meal preparation, packaging, and distribution (catering and others).
Companies providing outsoureed collective catering services (corporate canteens and similar facilities)
and meal replacement services.

Corporate beverage ocutiets (company bars and similar facilities).

@) Public establishments listed above, annexed to seaside, river, Iake, and poolside bathing
establishments, public bathhouses, gyms, and sports facilities,

f} Companies providing home food and beverage service,

g) Any other establishment serving food and beverages.

h) Theme parks.,

1v. Day hotels

V. Travel and tourism _companies, tour operatom and agzgﬂnatwwkﬁ




a) travel and tourism companies, meaning, irrespective of the definition included in the company name
or indicated in the operating licence and the name of any branches (agencles, offices, branches, etc.)
companies, tour operators and networks of travel and tourism agencles that carry out activities
involving the production, distribution and sale of tourist packages;

b) private operators, leisure, cultural, religious, student, youth and similar associations, insofar as
they carry out activities of intermediation and/or tourist organisation, however exercised.

V1. Tourist ports and marinas
a) Tourist ports, marinas, mooring points.

VIL Alpine refuges
VIII. Spa sector: spa companies and their thermal spas

Art. 2 Prohibition of discrimination

It is expressly prohibited, according to the provisions of the Republican Constitution and the Warkers'
Statute, to implement direct or indirect discrimination based on race, ethnicity, religious faith, gender,
sexual orientation, political beliefs, union affiliation, associations, or different ethical convictions
regarding behaviour.

Art. 3 Positive Actions

In accordance with Law No. 4 of January 15, 2021, "Ratification and implementation of the
International Labour Organization Convention No. 190 on the elimination of violence and harassment
in the workplace, adopted in Geneva on June 21, 2019, during the 108th session of the General
Conference of the same Organization. (21G00007) (Official Gazette General Series No. 20 of 26-01-
2021)," the following provisions are established:

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 viclence and harassment, as well as related psychosocial risks, in the management
of occupational health and safety;

¢} The identification of hazards and the assessment of risks related 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 concerned parties, in accessible
formats as appropriate, regarding identified hazards and risks of vielence and harassment, as well as
refated prevention and protection measures, including the rights and responsibilities of workers and
other concerned parties in refation to the policies referred to in paragraph a) of this article.

The organizations signing this CCNL commit to ensuring that:

a) Violence and harassment in the world of work are addressed within relevant national policies, such
as those concerning health and safety, equality and non-discrimination at work, as well as migration
policies:

b) Guidance measures, resources, training, or other tools, in accessible formats as appropriate, are
made available to employers, workers, their respective organizations, and compatent authorities on
the topics of violence and harassment in the workplace, including gender-based violence and
harassment;

¢) Initiatives on this matter, including awareness campaigns, are implemented.




CONTRACTUAL PRINCIPLES

Art. 4 Remuneration
The Parties helieve that forms of worker participation and responsible co-management of companies,
while maintaining role distinctions, are essential for the success of companies and work. Therefore,
this CCNL provides for standardized wages that enable new and more responsible compensation forms,
such as:
» A performance-based reward system
The development of corporate weifare
Appropriate increases for overtime or supplementary work
The establishment and/or expansion of allowances aimed at compensating specific burdens,
risks, rasponsibilitias, and creativity related to workers' activities

*» The development of worker participation in company profits
Art. 5 Workers' collaboration in the company
The rapid technological development and the increasing complexity of the regulatory framework,
starting from some proposed laws on the matter, supported by a popular petition, prompt the
signatory parties to experiment with forms of participation that focus on concrete forms of
collaboration and responsibility, able to significantly contribute to the definition of corporate strategies
atmed at productivity and innovation in processes and products, even before laws are enacted.
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This aims to reduce the "management distances” between entrepreneurs and employees, leading
naturally to greater sharing of various business processas, choices, responsibilities, and results among
entrepreneurs, employees, and coliaborators, without ever affecting the entrepreneaur's autonomy
regarding the vision and organization of the company.

The above also takes into account Article 46 of the Constitution (... the Republic recognizes the right
of workers to collaborate, In the ways and limits established by law, in the management of
companias...) and Directive 2002/14/EC, which establishes a general framework for the information
and consultation of workers in the European Union and sets out minimum procedural standards for
the protection of workers' rights to be informed and consulted about the economic and employment
situation affecting their workplace.

Art. 6 Subsidiarity

The signing Parties of this Collective Labour Contract, while aware that the CCNL cannot fully address
the issues related to the complex situation of labour, aim to maximize conditions for dialogue and
collaboration within companies, 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 regulations that meet the primary needs of the majority of workers;
b) To prioritize shared collaboration between the company and workers and forms of profit-sharing,
which complement productivity incentive systems for individual workers or areas, as ldentified by
Second-Level Negotiation, including the developmaeant of corporate welfare. The above Is intended to
ensure that employers and workers seek solutions In the company that are economically and
normatively compatible with the maintenance and development of jobs, specific to the sector market,
while safequarding and protecting the primary needs of warkers;

c) To address all cases of particular difficulty, which would make no sense to manage through the
CCNL and whose risks could not be placed on individual companies, through the services of the
relevant Bilateral Body, which include insurance for disability and life, supplementary health mutual
aid to the National Health Service (S5SN), and Professional Funds, Solidarity Funds, and
Complermentary Pension Schemes,

Art, 7 Remuneration and requlatory choices and performance-based bonuses

The Parties are aware of living in a rigid regulatory system that, through the established principles of
non-deragation, tends to harden the actions of the Social Parties themselves and burdens labour with
heavy social security obligations, equivalent to about 40% of the gross salary of the worker, without
a proportionate and real counterbalance, thus assuming an unfair parafiscal component borne solely
by employees,

However, despite the fact that the fiscal wedge for businesses/and workers is still very wide, the
signing parties of this agreement have chosen to use the Performance Bonus as an equalizing element,
precisely because its goal is to stimulate overcoming of businesd crititalities {so-calted “bott "é:}cks");




to direct workers' efforts toward specific and contingent goals; to support organizational operations in
particular sectors or periads; to reward efficiency in business-critical areas, thereby improving aspects
af workers' remuneration.

The refative regulations may be defined and experirmented with in individual second-level or company
agreemants implementing this CCNL.

Art. 8 Profit sharing

Encouraged by legal provisions on the subject (Art. 46 of the Constitution, third paragraph of Art.
2099 of the Civil Code, and Art, 2102 of the Civil Code), the Parties identify profit sharing as a powerful
training system for both workers and employers, on the real dynamics of the company, the positive
effects of mutual collaboration, and the benefits it brings to economic outcomes. The relative
regulations may be defined and experimented with in individual second-level or company agreements
implementing this CCNL,

Art. 9 Contractual and corporate welfare

The Parties agree on the importance of developing Corporate Welfare, as an extension of the
mandatory Contractual Welfare, as a tool to strengthen the worker's toyalty to the company and to
ensure greater benefits for workers at the same cost for the company.

Reference is made to Title IT of the CCNL,

Art. 10 Progressivity

Due to the new approach adopted, there will be progressivity and a gradual unfolding of the benefits
derived from tha CCNL, Second-Level Negotiation, and Individual Negotiations. Some of these benefits
will be correlated to the measure of economic results achieved by each individual company,
Furthermore, always respecting the principle of progressivity and considering the rise in inflationary
pressures, the Parties agree to meet by the middie of the term of this CCNL to evaluate the adeguacy
of the contractual increases foreseen here, in relation to the evolution of the IPCA index for the cost
of living,

Art. 11 Gender equality

The Parties recognize the importance of ensuring cenditions in companies that guarantee the absence
of gender prejudices and offer real opportunities for equal development of salaries and careers,
whenever there Is parity in the quantity and quality of the work performed,

Art. 12 Contractuat interpretation

In interpreting the provisions of this CCNL, no meaning other than that evident from the plain meaning
of the words, according to their connection and the intentions expressed in this Introduction and the
Introductions of the varlous Titles, shall be attributed. In case of doubts, upon the request of an
interasted Party, the issue will be resolved by the National Parity Commission referred to in Title IV,
Art. 13 Conclusions

This CCNL, considering concrete situations, aims to promote a wide-ranging and effective Second-
Level Negotiation, which, also thanks to efficiency improvements and the promotion of services, will
enable the enhancement of workers' real wages, the activation of solidarity measures, and the
development of corporate welfare,

The Parties have chosean to astablish a maodet of unlon relations and Collective Contracting at various
levels, which is inspired by the principte of collaboration in a relationship of mutual fairness, and by
the sharing of the values of subsidiarity, participation, regionalism, solidarity, and flexibility, while
respacting the primary objective of maximizing employment,

Therafore, the National Collective Labour Contract represents the tool to define, in normal
circumstances, the minimum non-derogable set of wages, regulations, rights, and rules necessary to
establish a contractually correct employment relationship. This minimum level will normally be
positively supplemented by Second-Level Company Negotiations.,




FIRST SECTION: GENERAL RULES
TITLE I; CONTRACTING

Art. 14 Effective date and duration, contractual assistance contribution
The present contract will start from 01.04.2025 and will have a three-year duration.
The contract will be considered renewed for the duration specified in the first paragraph unless
terminated three months before its expiration by registered mait with return  receipt.
In the avent of termination, the present contract will remain in force until it is replaced by the
subsequent natlonal contract.
To implerment the provisions of this CCNL and ensure the efficiency of their respective trade union
structures serving workers and employers, the trade union and employer organizations will collect the
contributions for contractual assistance through a social securlty or welfare institution, pursuant to
Law 4 June 1973, No. 311, through UNIEMENS flow and using the code of the employer associations
that sighed it,
The contributory measures and related collection procedures, through agreements with INPS or INAIL,
will be subject to specific agreements and will be published on the relevant portals of the associations.
Art. 15 Workers from other CCNE
In the case of first-time application of this CCNL, employees previously hired under other CCNLs must
be aligned according to the following criterla, while stilt allowing the possibility of recognizing any
improved treatments:

» Contractual classification: The worker will be reclassified based on the actual duties

performed in the company, in accordance with the provisions of the Perconnel Classification of
this CONL. This may also result in a mismatch with the previous classification level.
Wage classification: In compliance with the principle of non-reduction of wages, the change
of CCNL should not lead to an overall worsening of treatment compared to what was previously
recognized. Therefore, the gross annual salary to which the worker is entitled upon transferring
to this CCNL must remain unchanged, except for any impraved provisions.

#* Regulatory classification: Any differences unfavourable to the worker regarding holidays,
permits, and ROL {Rights of Paid Leave) may continue to be recognized as an individual benefit,
Alternatively, with written agreement between the employer and the worker, these may be
monetized.

Art. 16 Renewal proceduras

The platform for the renewal of the CCNL will be presented in time to allow the opening of negotiations.
During the six months preceding the expiration and in the following month, and in any case, for a
period totalling seven months from the date of presentation of the platform, the parties will not take
unilateral initiatives nor proceed with direct actions.

In the absence of an agreement, after a period of six months from the expiration date of the CCNL
and, in any case, after a period of six months from the date of presentation of the renewal platform,
if the platform is presented after the expiration of the CCNL, a temporary wage element (known as
the "contractual vacation aliowance") will be paid to the employees,

Art. 17 Matters of integrative cantracting

The parties acknowledge that the integrative contracting, in line with current contractual practices,
cannot address matters already defined at other levels of contracting, except as expressly established
in this contract,

1t is understood that integrative contracting at the company level is allowed for companies employing
more than fifteen employees, At the second level of contracting, whether territorial or company-based,
the following matters are entrusted:

'

Here is the continuation of the matters to be addressed in Integrative contracting, as outlined in your
message;

a) Actions in favour of female personnel, in accordance with the European Community
recommendation no. 635 of December 13, 1584, Legislative Decree no. 198 of 2006 and subsequent
amendments, consistent with national agreements on the matter.

b) Overcoming the limit established for supplementary work in cases of part-time employment
relationships.

¢} Defining any maximum or minimum limits for the duration of re {IC d working hours,

d) The stipulation of fixed-term contracts with student workers, péirsiant to Article 23, paragraph 1
of Law no, 56/1987, regulating their possible computability for/the jcalculation of the percentage

d 'é/ )
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referred to in the above-mentioned law, as well as compensation considering the reduced professional
contribution of workers who have not yet completed their training.

e) Further scenarios and extended durations of the use of fixed-term contracts and temporary work
agency contracts.

f) Interruptions to the daity working hours,

g} Intervals for meal consumption.

h) Allecation of daily working hours.

1) Distribution of working hours, shifts, and any compensatory rest periods.

j) Articulation of weekly rest shifts in companies that do not apply mandatory weekly closure on a
rotating basis according to the faw.

k) Possible establishment of shift work, meaning work performed in one of three or more rotating dally
shifts within & 24-hour period.

{} Adoption of additional forms of flexibility in the normal weekly working hours.

m) Different methods of taking time off related to the reduction of the annual working hours, requested
for particular business production neads.

n) Recovery of lost working hours due to force majeure or pariods of reduced work,

o} Different regulations for the total annual working hours.

p) Existing qualifications within the company not equivalent fo those defined in the classification of
this contract.

q) Identification of specific qualifications required by the unigueness of certain areas, not comparable
to the qualifications listed in this contract.

r} The amount of compensation for the breakage or loss of company property,

g) Resuit-based bonuses.

t) Regulation of working hours for seasonal employees,

u) Work environment and protection of the health and physical integrity of workers within the norms
of Article 9 of Law 20 May 1970, No. 300,

The following matters are exclusively assigned to the competence of territorial supplementary
contracting:

a) Definition of mechanisms aimed at further facilitating the integration of young people into the labour
market.

b) Definition of further similar cases and/or qualifications for which the hiring of additional workers is
allowed,

c} Definition of higher percentages compared to what is established in this contract regarding the use
of fixed-term work.

d) Definition of inltiatives related to the functions for which the Bilateral Body is established: training,
professional requalification, matching supply and demand for labour, and other activities provided by
the statutes, whose implementation is assigned to the Body itself, This will be in relation to the
territorial needs and the sectors, and within the existing availability. The definition of these initiatives
will take into account community, national, and regional regulations in order to create possible
synargles,

&) Determination of compensation for extra or substitute workers.

f} Allocation of service percentage for banquets and similar to in-house employees.

a) Definition of the calculation method for the service percentage for table staff in nightclubs.

h) Definition of any different pay systems based on local customs and practices,

i) Determination of supplementary salary treatments for employees of collective catering companies.
j) Determination of fixed compensation for maitre d'or head waiters.

k) Determination of fixed compensation for home service and banquets.

[) Betermination of the amount of the cautionary deduction,

m) Determination of the service percentage and allocation criteria.

n} Determination of an indemnity for fixed-term employees to be paid in the event of the company's
closure due to epidemics or simiar causes (such as beach resorts),

o) Exit clauses,

) Fixed-term contracts and seasonal companleﬂ

q) Ali-inclusive salary.

r) Declsions in case of epidemics or other force majeure events.
8) Operation of Parity Commissions,




For collective catering and services companies, the following rmatters are exclusively assigned to the
competence of provincial supplementary contracting:

a) Definition of higher percentages compared to what is established in this Contract regarding the use
of fixed-term worl.

b) Overcoming the limit established for supplementary work in the c¢ase of part-time employment
relationships.

¢) Identification of specific qualifications required by the characteristics of individual areas and not
refated to the qualifications established by this Contract,

d) Performance bonuses,

e) Exit clauses;

For collactive catering and services companies, the following matters are exclusively assigned to the
competance of contracting at the production unit level:

a) Actions in favour of female staff, in implementation of EU Recommendation No. 635 of Daecember
13, 1984, and Legislative Decree No, 198 of 2006, In line with national agreements on the matter,

b) Definition of any maximum upper limits or minimurn lower limits on the duration of reduced working
hours,

c) Breaks for meats,

d) Distribution of daily working hours.

e) Distribution of hours, work shifts, and any compensatory rest periods,

fy Arrangement of weekly rest shifts in companies that do not implement mandatory weekly closure
by shift according to the law.

g) Possible institution of shift work, intended as work performed in one of three or more alternating
daily shifts over a 24-hour period,

h) Adoption of other different regimes of flexibility for normal weekly working hours.

i) Various methods of enjoying leave due to the reduction of the annual working hours, based on
specific production needs of the company.

1) Recovery of hours lost due to force majeure or periods of reduced work,

k) Different regulations for the overall annual working hours,

1) Existing qualifications within the company that are not comparable to those included in the
classification of this Contract,

m) Compensation for damage to or loss of items.

n) Weork environmaent and protection of the health and physical integrity of workers, in accordance
with the provisions of Article 2@ of Law No. 300 of May 20, 1970,




TITLE II: TRADE UNION INFORMATION AND CONSULTATION RIGHTS
Art. 18 National level
Annually, usually within the first four months, the employers' and trade unions' 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 by making use of the technical assistance of the
national bitateral body EBILAV and using the available sources.
Art, 18 Territorial level
Annually, at regional and provincial level, normalily within the first four months or, upon reguest 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
pians, broken down by homogeneous sactors,
Art. 20 Company level
Companies engaged in activities of particular importance within the sector, distributed across multiple
astahlishments located in various regions 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 regionat economy, as well as companies employing over one hundred employees,
will provide, upon request from the parties, typically on an annual basis in a dedicated meeting,
information about business prospects and any programs involving new establishments to the
competent trade unions, whether national, regional, or territorial,
During this meeting, the trade unions will be Informed about the foreseeable implications of the
aforementioned investments, regarding the criteria for their location, potential issues related to the
workers' situation, with particular attention to employment and staff mobitity.
The workears' trade unions will be informed in advance of any changes to previously outlined plans that
may result in substantial changes to employment levels,




TITLE III: TRADE UNION RIGHTS
Art. 21 RSU
RSUs (Trade Union Representatives) can be established in production units where the company
employs more than 15 empioyees.
The establishment of the RSU will proceed, for two-thirds of the seats, through direct election by
universal suffrage and secret ballot between competing lists. The remaining third will be assigned to
the lists presented by the trade union associations signatory to the CCNL applied in the production
unit, and its coverage will be carried out through election or designation, in proportion to the votes
received.
The number of RSU members will be as follows:
- 3 members for the RSU established in institutions and operational units employing up to 200
employees;
- 3 members for every 300 or fraction of 300 employees in Institutions and operational units
employing up to 3,000 employees;
- 3 members for every 500 or fraction of 500 employees in larger institutions and operational
units, in addition to the number mentioned in the previous point.
The signatory trade unions are also recognized, during the interim period, with the appointment of
the R.S.A. (Company Trade Union Representation).
Art. 22 Permits
The members of the national and local executive boards of the trade union organizations that are
signatories of the CCNL are entitied to the necessary pald leave to attend meetings of the
aforementioned bodies, up to a maximum of 70 hours per year.
Union representatives (R.3.A. or R.5.1.) are entitled, for the performance of their mandate, to paid
leave equal to 2 hours per year for each employee in companies employing up to 200 employees, and
12 hours per month in larger companies employing up to 3,000 employees. These leave hours are
granted to one representative for each union representation in companies of the first category, and to
one representative for every 300 employees or fraction thereof in companies of the second category.
To take advantage of the leave, a written notice of 24 hours is required, submitted through the
territorial federation or the union organization to which the representative belongs.
The holders of the above-mentioned pald leave are also entitied to unpaid leave to participate in union
neqgotiations, congresses, and conferences, up to a total of 8 days per year, A written notice of 3 days
is required to request such leave, submitted through the company's union representation.
Finally, workers elected to national or provincial union positions or public office roles may, upon
request, be placed on unpaid leave for the entire duration of their mandate.
Art. 23  Right to post notices
Union representatives have the right to post union publications, texts, and communications concerning
labour and union matters on designated spaces that the employer is required to provide. These spaces
should be accessible to all workers within the production unit.
Art. 24 Assemblies
In production units where more than 15 employees are employed, workers have the right to meet in
assemblies to discuss matters of union and labour interest, outside working hours, and, within the
limit of 13 paid hours per year, during working hours.
The meeting must be announced by the end of the working day of the second day before the scheduled
date, with a specific indication of the agenda.
External union representatives who formed the RSU may participate in the assemblies, provided that
the employer is notified In advance.
Art. 25 Referendum
The employer must allow the conduct of referendums within the company, outside working hours,
both general and for specific categories, on matters related to union activity. These referendums may
be called by all Company Union Representatives among the workers, and all employees of the company
and the particularly concerned category are entitled to participate.
Art, 26 Company delegate
n institutions with eleven to fifteen employees, the signing trade upion organizations may jointly
appoint a company delegate, designated by the workers, with the task of intervening with the
employer for the application of contracts and labour laws. Dismisgal ofjthe delegate for reasons retated
to the exercise of these two functions is null and void.

L f

{.

”\
e ) L.
& S

,,,,,, {////;




Art. 27 Deduction of trade union contributions

The company will also ensure the deduction of the trade union membership fee from employees who
request it by submitting a delegation letter duly signed by the worker.

The delegation letter will include the amount of the contribution to be deducted and the trade union
organization to which the company must transfer it.

The company will transmit the amount of the deduction to the appropriate trade union.

The commitrment made by the worker with the delegation letter also covers any eventual changes in
the trade union membership fee, duly communicated by the trade union to the company via registered
Jetter, unless an express declaration to the contrary is made.




TITLE 1V: NATIONAL PARITY INSTRUMENTS

Premise

Bilateralism is proposed as one of the possible lines of intervention aimed at contributing to the
managemeant and regulation of industriat conflict, focusing on fostering a more cotlaborative and
participatory approach in alt those areas and subjects where it is practicable and beneficial for
both opposing spheres of interest to cooperate and make decisions equally.

It is a system that arises from the gradual development of a dynamic industrial relations system,
where the continuity and regularity of meetings between the social partners represents a crucial
element.

Art. 28 National Bilateral Body

The Parties acknowledge the tmportance of bilateralism in the system of trade union relations at
various levels and, therefore, In order to implement the objectives of this Collective Labour
Contract (CCNL), agree that the National Bilateral Body, named EBILAV (cod. LAV1), constitutes
the useful instrument for any initiative in the fields of employment, labour market, training, and
professional qualification.

Art. 29 Functions and Objectives

The Bilateral Body EBILAV pursues the following objectives:

1. Training, in accordance with Art. 37 of Legislative Decrea 81/2008 and subsequent
amendments and integrations, on occupational safety, professional guallfication, and
apprenticeship contracts;

2. Income and employment support, including through the professional requalification of
employees;

3. Promotion, development, and dissemination of supplementary forms in the fields of social
security and assistance, according to agreernents between the soclal partners;

4. Monitoring, through the establishment of an Equal Opportunities Commission, of equal
treatment between male and female workers, to avold discrimination based on
nationality, gender, political, trade union, and religious beliefs;

5. Conciliation and certification, as provided by Legislative Decree 276/2003 and subsequent
amendments and integrations;

6. Establishment of a Parity Body to carry out actions related to the application of Legislative
Decree 81/2008 and subsequent amendments and integrations;

7. Establishment of the RSU (unitary trade union representation) database:

8. Establishment of the RLS (safety representative) database;

9. Authentic interpretation of the National Collective Labour Contracts referred to in Art. 1,
and resclution of any disputes regarding them, through the establishment of a specific
Cemmission, which also has the task of preventing and resolving potential conflicts;

10, Establishment of a permanent Observatory for the monitoring, for statistical purposes, of
initiatives adopted by the Parties in the fields of employment, the labour market,
contractual models, training, and professional gqualification, as well as monitoring the
development of sacond-level contracting and the disputes examined by the Concillation
Cominissions;

11. Management of mandatory contributions, in accordance with the requlations formutated
by the Parties who signed this contract;

12. Establishment of bilateral bodies at the territorial level and coordination of their activities,
ensuring coherence with national agreements;

13, Activation, directly or in partnership, of procedures to access community programs
inspired by and financed by structural funds, particutarly the European Social Fund and
its management;

14, Activation of a supplementary health care fund and a supplementary pension fund;

1% Implementation of any other tasks that fall within the provisions of the law and are
assigned to the Body by the signing Parties.

The National Bilateral Body will prepare a reguiatory framework,for Territorial Bilateral Bodjes.
Art, 30 Territorial Bilateral Bodies {1
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- Monitoring fixed-term contracts and fixed-term agency work contracts;

- Protection of health and dignity of the individual;

Performing functions related to apprenticeships;

- Job sharing;

Establishing the parity bedy and exercising its functions in the field of occupational heaith and

safety;

Promoting and managing, at the local level, initiatives related to training and professional

qualification, also in collaboration with the Regions and other competent bodies;

Receiving communications regarding the organization of weekly working hours, flexible

working hours, and procedures for rmulti-week flexibility;

Performing functions related to conciliations and arbitration;

- Art, 31 - Additional Duties of the Territorial Bilateral Body

It may also:

- Plan and organize, at its level of competence, reports on the economic and productive
situation of the sector and the related development prospects regarding the state of
employment and forecasts, also coordinating surveys and investigations, preparing
estimates and projections, and sending the results to the national bilateral body, also
based on surveys carried out by business associations in compliance with the provisions
of Art, 9 of Law No. 56/1987; the guarantees provided by Art. 4, fourth paragraph, of
Law 22 July 1961, No. 628, remain valid for businesses;

Research and process, also for statistical purposes, data related to the implementation and
use of agreements on training and work contracts and apprenticeships, sending the
results, normaily on a quarterly basis, to the national bilateral body;

- Act as a promoting body for agreerments regarding the implementation of training internships
as per paragraphs 720 to 726 of Law 234/2021;

Performs the functions assigned to it by territorial agreements concerning wage alignment,

Art. 31 Funding Biiateral Bodies

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) calcutated on the pay slip and contingency,

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

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

euros/month, paid for 13 months and included in the actual remuneration,

MINUTE

Respect for the principle of freedom of association 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 benefits remains intact.

Art. 32 National instruments

The parties have the option to establish, within the scope of the Bilateral Body:

1. the National Commission for the Evolution at the European Level in Social Matters.

2. the Parity Commission for Equal Opportunities;

3. the National Observatory;

4, the National Parity Commission.

The National Commmission for the Evolution at the European Level in Social Matters, the

Permanent Parity Commission for Egqual Opportunities, the National Observatory, and the

National Parity Commission are each composed of six members, three designated by empioyer

organizations and three designated by trade union organizations. A substitute may be appointed

for each reguiar member,

Art. 33 National Commission for the evolution at the European level in social matters

This Commission deals with the harmonization of legistative regulations and collective

contracting regarding employment relations in line with European. Union regulations.

In particular, should the European Union issue recommendations or directives affecting the food

industry sector, the parfies may meet to assess the opportunity te define common notices to be

submitted to the Italian legisiature before the adoption of transposing requlations.

The Commission will also be tasked with evaluating agreemgnts signed in the context of

uropean. social dialogue in the sector in order to provide thg contracting organizations with
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opinions on the possible integration of these agreements into the national contractual system.
The Commission will report on its activities to the contracting organizations.

Art. 34 Parity Commission for equal epportunities

The partles agree on the need to establish a Permanent Parity Commission for Equal
Opportunities, which will be assigned the following tasks:

1.

10.

11,

12.

13,

14,

15.

Study the qualitative and guantitative evolution of female employment in the sector,
using sex-disaggregated data by professional classification and types of employment
contracts.
Folliow the evolution of Italian, European, and international legisiation on equal
opportunities in the workplace,
Promote sultabie interventions to facilitate the reintegration of women or men who wich
to return to work after a break In employmaent.
Identify Initiatives for professional updating and training, particularly to safequard the
professionalism of those returning to work after periods of leave, maternity, or other
forms of leave as provided by Law 53/2000,
Develop Positive Action projects aimed at promoting female employment and professional
growth, including opportunities offered by Legislative Decree 198/2006 and the relevant
European funds,
Encourage effective interventions to prevent mabhing behaviours in the system of labour
relations.
Analyse the quantitative and qualitative data from parity bodies related to the procedures
and solutions for sexual harassment.
Collect and analyse initiatives and resuits achieved regarding positive actions, promaoting
initiatives related to the agreements in Articie 9 of Law 53/2000 and spreading good
practices,
Identify initiatives aimed at overcoming any form of workplace discrimination, particularly
concerning wages and access to professional training.
Collect data on the qualitative and guantitative aspects of mobbing, identifying its
possible causes and proposing positive actions for the prevention and suppression of
critical situations, including measures for protecting the afected employee.
In application of the “"Code of Conduct cancerning actions to be taken in the fight against
sexual harassment,” attached to the Furopean Commission's Recommendation of
November 27, 1991, as amended by the Amsterdam Treaty of October 2, 1997, on the
protection of the dignity of men and women at work, prevent sexual harassment in the
workplace and, In the event that it occurs, ensure immediate and easy access to
appropriate procedures to address the issue and prevent its recurrence. To this end, the
Commission will receive information, reports, or complaints of sexual harassment, and in
case of necessity, it may rely on external expertise. Each employee may receive
assistance and counselling from the Commission. The Commission will also be tasked
with disserninating the code of conduct and identifying possible specific training programs
for companies and workers. (The parties request that the government considers such
training programs as positive actions for eligibility for government funding).
The possible participation of companies in the professionally defined training project
schemes, which have been mutually agreed upon by the contracting organizations of the
National Contract, will constitute a basis for applying benefits provided by existing
legisiation.
The Commission may rely, for the performance of its duties, on the data provided by the
National Observatory (if established).
The Commission meets regularly on a guarterly basis or at the request of one of the
parties, with each meeting chaired alternately by a8 member from each group, and
decisions are made unanimously for the implementation of the above tasks.
Annually, the Commission will present a report, including the collected and processed
materials: in this session, it will report on its activities to the contracting organizations,
presenting both proposals on which the Commission has reached unanimous agreement
and evaluations representing the positions of onelof the parties.
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Art, 35 National Observatory
The National Observatory is the tool of the Bilateral Body EBILAV for the study and
implementation of all initiatives assigned to it based on agreements between the social partners
in matters of employment, fabour market, training, and professional qualification.

To this end, the Observatory takes avery useful initiative, and in particular:

a) Programs and organizes reports on the economic and productive framework of the sector and
its development prospects, the state of affairs, and employment forecasts, also coordinating
surveys and Investigations, making estimates and projections, in order to provide the parties
with the necessary technical support for the meetings referred to in Article 1;

b) Develops proposals on training and professional qualification, including in relation to national
and community legislation and in collaboration with the Regions and other relevant bodies, aimed
at creating the most suitable conditions for practical implementation at the territorial level;

¢) Receives and processes, also for statistical purposes, the data provided by Provincial
Observatories (if established) on the implementation and use of agreements related to training
and apprenticeship contracts as well as fixed-term contracts;

d) Receives agreements macde at the territorial or company level from the Territorial
Qrganizations and handles their analysis and registration;

e) Carries out the functions related to fixed-term contracts and apprenticeships.

Art. 36 National Parity Commission

The Natlonal Parity Commission is the body responsible for ensuring compliance with the
agreements reached and proposing updates to the contract on the matters outlined in the tast
paragraph of this article,

To this end:

a) Examines, excluding matters related to disciplinary sanctions, all disputes regarding the
interpretation and application of entire institutions or individual contractual clauses;

b) Identifies professional roles not currently covered by the existing classification, in relation to
processes of technological/organizationat innovation of particular relevance. The Commission will
meet at the request of one of the parties In the event of an issue arising, even during territorial
discussions. The Commission will review the content of the professional roles and their
classification based on contractual criteria and by using jointly deemed appropriate evaluation
elements. In carrying out its work, the Commission will pay particular attention to emerging
professional issues. The conclusions of the Commission must be submitted to the contracting
parties and, if accepted, will supplement the present National Cottective Labour Contract (CCNL);
¢) Develops the examination of the classification to ensure consistency between the current
declarations and their related examples, formulating possible updates to the contracting
organizations. Annually, usually in the second haif of the year, the Commission will report to the
contracting parties in a specific meeting on the results of its studies. Three months before the
contractual expiry, the Commission will present the parties with a final report;

d) Examines, during contract renewals, any proposais made by the contracting parties and
develops new proposals on classification, which are then submitted to the contracting parties for
inclusion in the contractual text.

Art, 37 National Parity Commission: procedures

The Secretariat of the National Parity Commission is responsible for the recording of the meetings
and the decisions made, which must be signed by the members of the Commission itseif,

The National Parity Commission meets at the request, submitted by registered mail with
acknowledgment of receipt {A.R.} or PEC, from the contracting organizations of this agreement
or from local trade unions affiliated with the aforementioned national organizations, either
independently or on behalf of an employee, or from companies adhering to the local or national
amployers' organizations that have signed this National Collective Labour Contract (CCNL).

At the time of submitting the request referred to in the previous paragraph, the interested party
must provide the National Parity Commission with all the relevant documents necessary for the
examination of the dispute.

The meetings of the National Parity Commission will normally take place at the headquarters of
FEDERDAT,

The date of the meeting will be set in agreement betwe
submission of the request referred to in the previous p

the parties within 15 days from the

gragh, and the entire proced} ust
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be completed within the following 30 days.

Bafore making a decision, the Commission may call the parties involved in the dispute to obtain
any necessary information or aobservations for the examination of the dispute.

The decisions of the National Parity Commission will be sent in copy to the interested parties,
who are obliged to comply with them and, if necessary, implement them, incorporating their
contents into a conciliation report, pursuant to and for the purposes of Articles 411, third
paragraph, and 412 of the Civil Procedure Code (c.p.¢.) and 2113, fourth paragraph, of the Civil
Code (c.c.), as amended by Legislative Decree No. B0 of March 31, 1998, and Legislative Decree
No, 387 of QOctober 29, 1998,

During tha procedure before the National Parity Commission, the trade unions and the interestecd
parties may not take any other trade union or legal initiatives.

For all matters related to the operation of the National Parity Cammission, the Commission may
decide on its own, through its resoiutions.




TITLE V: WORKERS' SAFETY REPRESENTATIVES
Art. 38 RLS
In accordance with Legislative Decree 81/08, the number of safety representatives is determined
as follows:
a) One representative in companies or production units with up to 200 employees;
b) Three representatives in companies or production units with between 201 and 1000
employees;
¢) Six representatives in all other companies or proaduction units;
except in cases where more favourable clauses are provided by company agreements, defined
pased on the spacific risks present in the company.
The safety representative cannot be subjected to any detriment due to the performance of their
duties, and the same protections provided by law for trade union representatives apply to them.
In accordance with Article 50, paragraphs 1(e} and 1(f) of Legislative Decree 81/2008, the
representative has the right to receive the company’s information and documentation as
provided therein, to effectively carry out their duties,
The representative may consult the risk assessment document storaed within the company, where
applicable.
The representative is reguired to use the data and production processes they come across strictly
in connection with their duties, respecting company confidentiality.
The employer must consult the safety representative on all events for which the legislative
framework mandates their consultation.
The consultation minutes must include the observations and proposals made by the safety
representative.
The safety representative, confirming the consultation, must sign the consultation minutes.
In the performance of their duties, and when necessary, the safety representative uses the same
premises designated for the RSA/RSU (Trade Union Representatives) by the company,
The right of access to the workplace must be exercised respecting the organizational and
production needs and business confidentiality, with the limitations provided by law.
The safety representative elected directly by the workers within the company must notify the
employer, with at {east 2 working days' notice, of any visits they intend to make to the workplace.
During these visits, they will be accompanied for organizational and production reasons by the
sarvice manager or a delegated person,
The territorial safety representative must notify the employer, with at least 7 days' notice, of
any visits they intend to make to the workplace. During these visits, they will usually be
accompanied by a representative of the Employers' Association responsibie for the area,
The safety representative has the right to training as per Article 50, paragraph 1, letter G) of
Legislative Decree 81/2008. The training cannot involve any costs for the safety representative
and takes place through additional paid leave over and above those already provided for their
duties.
This training must specifically include, with reference to the sectors involved, a 32-hour program
that covers:
General knowledge of the rights and obligations provided by the regulations;
Basic knowledge of risks and related prevention and protection measures;
Methodologies for risk assessmeant;
Basic communication methodologies.
Training courses are organized by the Regional Parity Committee or in collaboration with the
same.
Taking into account the provisions introduced by the State-Regions Agreement of July 7, 2016,
regarding the identification of the duration and minimum contents of training courses for Heaith
and Safety Managers and Personnel, in accordance with Article 32 of Legislative Decree 81/2008
and subsequent amendments, the Parties confirm that the "basic training" for R.L.S. (Safety
Representatives) and subsequent refresher courses may also be delivered through e-learning.
For this purpose, the training must comply with the provisions contained in the aforementioned
State-Regions Agreament of July 7, 2016, in terms of organizatipnal, technical, and educationat
raquiraments.
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It is understood that in the event of legal modifications and/or updates, it will be necessary to
adapt to the aforementioned contents,

Art. 39 RLST

The Territorial Safety Representative (RLST) will carty out the same legal duties as the RLS
(Safety Representative for the workplace) for & group of companies within a specific territory.
The RLST is a representative of the Joint Body (Parity Bedy, OP) for the implementation of
Legislative Decree 81/2008,

Art. 40 Parity Bodies

The Parties acknowledge that they have established a National Parity Body for Workplace Safety
within the EBILAV Bilateral Body.

The aforementioned National Parity Body for Workplace Safety will operate with full functional
autonomy with respect to the Bilateral Bodies,

The National Parity Body for Workplace Safeby has the following tasks:

+  Promote direct training through seminars and other complementary activities for members
of the Regionat Parity Bodies (OPR);

+  Promote the establishment of Regional Parity Badies and coordinate their activities;

+  Verify the establishement of the Regional Parity Bodies;

- Develop quidelines and criteria for the training of workers and safety representatives,
taking into account the provisions of the Ministers of Labour and Health;

Promote the exchange of information and evaluations regarding the application of
regulations;

«  Promote and coordinate training and other interventions in the field of health and workplace
safety, obtaining funding from the EU and national public and private entities;

+  Encourage the experimentation of flexible and innovative training modules that meet the
specific needs of companies, and intended for the subjects covered by this agreement, also
bhased on EU and national public sources;

= FEvaluate 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 the regional parity bodles the list of the names of the safely representatives.




TITLE VI: RESOLUTION OF DISPUTES
Art, 41 Conciliation Commissions
Pursuant to Articles 410 and following of the Italian Civil Procedure Code, as amended by
Legislative Decree No. 80 of March 31, 1998 and Legistative Decree No. 387 of October 29,
1998, for all individual or coliective disputes related to the application of this contract and other
contracts or agreements concerning labour relations in companies covered by this contract, the
mandatory conciliation attemnpt in the union office is required, following the rules and procedures
provided in this article to be carried out before the Conciliation Commissions,
The Conciliation Comrmission is composed of:

« Foremployers, a minimum of one and a maximum of three representatives from the local
signatory union organization to which the company is registered and/or has delegated
mandate.

+ For workers, a minimum of one and a maximum of three representatives from the local
signatory union organization to which the worker is registered and/or has delegated
mandate.

The members of the conciliation commission, in order to carry out their effective role as
conciliators, must have deposited their signature with the relevant Provincial Labour
Inspectorate, as required by law,

The party seeking to resolve the dispute is required to request the conciliation attempt through
the union organization to which they are registered and/or have delegated mandate.

Upon receiving the request, the Territorial Conciliation Commission will proceed to convene the
parties within 20 days, setting the day and time for the conclliation attempt. According to Law
No. 18372010, the conciliation attempt must be carried out within 60 days from the date of
receipt or subrmission of the request by the business association or the union organization to
which the worker has delegated their mandate.

The Territorial Conciliation Commission will conduct the conciliation attermnpt in accordance with
Articles 410, 411, and 412 of the Civil Procedure Code and Article 412-ter.

The conciliation or failure-to-reach-an-agreement report is deposited by the Conciliation
Commission with the relevant Territorial Labour Directorate, For this purpose, it must include;

1. Reference to the collective contract or agreement governing the employment relationship
at tha heart of the dispute being resolved;

2. The presence of union representatives whose signatures have been deposited with the
Tarritorial Labour Directorate;

3. The presence of the parties either personally or properly represented.

If the parties have already resolved the dispute between themselves, they may request, through
spontaneous appearance, to settle the dispute for the purposes and effects of Articles 2113,
paragraph 4 of the Civil Code, 410, 411, 412, and 412-ter of the Civil Procedure Code.

The decisions made by the Territorial Parity Conciliation Commission do not constitute an
authentic interpretation of this contract, which remains the responsibility of the Naticnal Parity
Commission.

In the event of a request for a conciliation attempt concerning a disciplinary sanction, it will be
suspended until the procedure is completed.
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SECTION TWO: REGULATION OF EMPLOYMENT RELATIONSHIPS
TITLE I: LABOUR MARKEY
CHAPTER 1: APPRENTICESHIP
Art. 42 Duration
The duration of the apprenticeship relationship is graduated in relation to the qualification to be
attained, as follows:

Final framework Duration (months)
2,3, 4 U 1=

5 65 36
6 24

| Artisan figures 48

In reiation to specific territorial realities and In relation to the regulation of apprenticeship
training profiles by the regions, the integrative contracting may provide for different durations.
Art. 43 Numerical proportion

With reference to the numerical proportion of apprentices, please refer to the applicable
tegistation.

Art. 44 Hiring new apprentices

The hiring of additional apprentices is conditioned upon the fulfilment of a percentage of
confirmations equal to at feast 70% of workers whose contracts expired within the previous 24
months, In the calculation of confirmead personnel, contracts terminated due to fallure o pass
the probation period, resignations, or dismissal for just cause shall not be considered.

Art. 45 Role of the Bilateral Body {EBILAV)

Employers intending to hire apprentices must submit an application, accompanied by a training
plan, to the specific Commission of the Bilateral Body competent for the territory or to the
National Commission, which will express ifs opinion on conformity regarding the provisions of
the Collective National Labour Contract (CCNL) on apprenticeship. For the release of the
conformity opinion, the Commission is required to verify the appropriateness of the numerical
ratic between apprentices and qualified workers, the admissibility of the contractual level of
classification, and the compliance with the conditions specified in the CCNL. If the Commission
doas not provide a response within 30 days of receiving the request, the application will be
considered approved.

Art. 46 Employer obligations

The employer is obligated to: a) provide or ensure the necessary tralning for the apprentice so
that they can acquire the skills required to become a qualified worker; b) not subject the
apprentice to piecework or incentive-based work; ¢} not assign the apprentice to tasks beyond
their physical abilities or those unrelated to the work or trade for which they were hired; d) grant
the apprentice, without any deduction from their salary, the necessary time off for formal
training, whether internal or external to the company; e) grant the apprentice paid leave
nacessary for exams related to obtaining academic qualifications.

Companies will notify the apprentice in writing of their qualification 30 days before the
apprenticeship pericd expires.

Art. 47 Duties of the apprentice

The apprentice must;

a) follow the instructions of the employer or the person designated by the employer for their
professional training and diligently follow the teachings given to them;

b) perform their work with the utmost ditigence;

¢) attend the teaching courses for formal training with regularity and diligence;

d) observe the general disciplinary rules set forth by this contract and any internal company
regulations, provided that these do not conflict with contractual or legal provisions.

The apprentice is required to attend the courses mentioned in letter (c) of this article, even if
they already hold a gqualification.

Art. 48 Legal treatment ‘

The apprentice is entitled, during the apprenticeship| perlod, to the same legal treatment
provided by this contract for workers in the qualificationifor which they are undergoing training.




Art, 49 Salary
The salary of apprentices is determined with reference to the normal salary of qualified workers
of the same level, according to the following proportions:

First year: 80%;
. Second year: 85%;
- Third year: ¢0%;
- Fourth year: 95% (for apprenticeship paths in seasonal cycles).
The 95% satary applies in cases where the maximum duration of the apprenticeship contract
exceeds 36 months and within the maximum duration of 48 months (this provision applies to
artisan figures),
Any mare favourable treatments in place at the time of signing this agreement will be preserved
"ad personarn'.
The apprentice’s net salary may not exceed, due to lower social security deductions, the net
salary of a non-apprentice worker of the same level.
Art. 50 General principles regarding the professionalizing apprenticeship training
Qualification is defined as the outcome of a path with professionalizing objectives, to be realized
through internal training methods, through mentoring, or external training, using distance
learning (“"FAD") and e-learning tools, aimed at acquiring the corresponding skills.
For this purpose, considering the age group to which the institution is addressed, the possible
transversal skills — to be acquired as basic knowledge - are identified, in terms of content and
the duration of related training, in ciose correlation with the professionalization objectives, taking
into account the profile of knowledge and skills possessed at the entry level.
Art. 51 Training duration
The apprentice's training commitment is determined for the professionalizing apprenticeship as
a total number of internal or external training hours, at least:
80 hours on average per year for levels two and three;
60 hours on average per year for levels four, five, and six superior;
40 hours on average per year for ievel six,
For seasonal apprenticeship relationships and for apprenticeship contracts whaose duration does
not coincide with a full year, the annual training commitment referred to in the previous
paragraphs is recalculated based on the actual duration of each individual employment
refationship,
Training activities carried out with multiple employers, as well as those carried out with
accredited training institutions, are cumulative for the fulfitment of the training obligations.
The company may advance all or part of the training hours scheduled for the subsequent years.
Second-level contracting may establish different training commitments and specific methods for
carrying out internal and external training, in alignment with the timing of work periods, also
considering the needs dictated by seasonal fluctuations in business activity.
Art. 52 Training: contents
Eor the training of apprentices, companies must submit their training plans for approval by the
Bilateral Bodies, The training activities are divided into basic transversal content and professional
content,
In particular, both the basic transversal content and the technical-professicnal content should
be prepared, even within the bilateral bodies, for groups of homogenecus profiles in the
category, in order to enable the apprentice to acquire the necessary knowtedge and skills to be
effectively employed in the reference area of business activity,
The basic transversal training activities must pursue the following educational objectives,
articutated In the following five content areas:

» Reception, assessment of the entry level, and definition of the training agreement

Relational skills
Organization and economics
Discipline of the employment relationship
Workplace safety
The technical-professional content and skills to be acquired through work experience should be
defined based on the folowing educational objectives: ft
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»  Knowledge and application of the technicat and scientific foundations of the profession
+« Knowledge and use of work technigues and methods

Knowladge and use of work tools and technologies (equipment, machinery, and work

tools)

Knowladge and use of individual safety measures and environmental protection

+» Knowledge of product, process, and context innovations

Any recovery of linguistic/mathematical knowledge will be carried out within the basic
transversal and technical-professional modules.
The parties signing this National Collective Labour Contract (CCNL) also consider any training
offerings developad between Regions/Provinces/Metropolitan Cities and relevant territorial
employers’ associations and trade unions as valid for experimentation purposes, particularly
raferring to training inttiatives jointly promoted through Bilateral Bodies.
Art. 53 Tutor
In accordance with the provisions of Article 2, letter d), of Legistative Decree No. 167/2011, the
implementation of the training program, in compliance with the parameters set out in Annexes
1 and 2, is overseen by the company tutor, either internal or external, who must be appointed
at the start of the training activity.
Art. 54 Apprenticeship in seasonal cycles
The apprenticeship in seasonal cycles is allowed provided that the duration of the various
employment relationships is within a total period of forty-eight consecutive months of calendar
time.
Short-term work performed during the gap between one season and the next is also counted
toward the total duration of the seasonal apprenticeship,
Furthermore, an apprentice hired for a fixed-term period for the season has the right of
precedence in hiring for the same company in the next season. This right of precedence must
be exercised in the same manner as the law and collective contracting grant to qualified workers.
Art. 55 Referral to the law
For all matters not regulated by this contract concerning apprenticeship and vocational
education, the parties expressly refer to the relevant legal and regulatory provisions in force.

CHAPTER II: FIXED-TERM EMPLOYMENT, TEMPORARY EMPLOYMENT AND SEASONAL
COMPANIES

Art. 56 Fixed-term contract

Notwithstanding the fact that the normal employment contract for starting work is the open-

ended contract, recruitment under a fixed-term employrment contract takes place in accordance

with the applicable legal provisions,

Art. 57 Quantitative limits

The parties agree, within the scope of their contractual autonomy, that the cases in which it is

legitimate to apply a term to the duration of a subordinate employment contract are those where

the needs are ternporary or contingent, such as:

- temporary increases in activity due to non-ordinary or non-programmable customer
inflows that cannot be managed with the normal workforce;

- employment of skilis different from those normally used;

- adjustment of the company's information system, Introduction or implementation of new
procedures, accounting systems, management control, quality controf;
techaical support in the field of occupational safety and prevention;
tasks related to binding execution deadlines;
coverage of pasitions not yet stabilized after the startup phases of new activities.
Supplementary agreements, whether territorial and/or company-level, may indicate
additional cases of temporary and/ar contingent needs. The number of workers employed
under fixed-term contracts for the cases referred to in this article will be contained within
the limits indicated below for each productigh urfit, which may be expanded by

supplementary company and/or territorial contractingy:
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Basis of | No. of workers
calculation

0-4 4

5-9 &

10-25 7

26-35 o

36-50 12
Over 50 20%

The basis for calculation is the workers employed at the time of activation of the individual
relationships refarred to in this Article. This includes workers employed on a permanent basis
and apprentices.,

Fractions of units are counted in full, The {imits provided for in this article do not apply to
seasohal,

Art. 58 Time limits

The fixed-term cantract may not exceed 24 months in duration, uniess specificatly provided for
in the company contract. In any case, the contract will be acausal only for the first 12 months,
for the subsequent period the reasons provided for by Law 96/2018 will have to apply. In any
case, any axtensions may not exceed 4,

Art.59 New activities

Fixed-term contracts concluded by companies in relation to the startup phase of new activities
will be fimited in duration to the time necessary for the establishment of the company's
organizational structure and, In any case, will not exceed twelve months, which may be
extended up to twenty-four months by supplementary territorial and/or company-level
contracting.

Art.60 Substitution and assistance

The parties agree, within their contractual autonomy, that the following cases are legitimate
grounds for applying a term to the duration of a subordinate employment contract, specifically
for the substitution and related assistance of workers:

» Workers absent for any reason, including illness, maternity, injury, leave, vacation,
failure to comply with notice periods;

+«  Workers termporarily assigned to other activities and/or other locations;

» Workers engaged in training activities;

»  Workers whose employment contract is temporarily changed from full-time to part-time,
Assistance will be limited to a period equal to half the duration of the substitution. In
particular, when replacing workers on compulsory maternity or paternily leave, the
replacement may begin up to three months before the start of the leave.
Supplementary contracting, territorial and/or company-level, may define additional cases
of substitution and/or assistance.

Art.61 Seasonality

Companies that observe one or mare periods of closure to the public throughout the year are
considered seasonal companies, in accordance with current reguiations.

For the definition of seasonal activity, reference is made to Article 21, paragraph 2 of
Legislative Decree No. 81/15, and the Presidential Decree 1525/1963 (awaiting the decree
from the Ministry of Labour that will replace it).

Art. 62 Intensification of work activity during specific periods of the year
The parties agree, within their contractual autonomy, that the following cases constitute
legitimate grounds for applying a term to the duration of a subordinate employment contract
due to intensified work activity during specific periods of the year, such as:

+ Periods related to holidays, both religious and civil, national anid international;

+ Periods connected to events or exhibitions;

» Periods involving promotional and/or commercial initiafivesy
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« Periads of seasonal and/or cyclical intensification of activity within companies operating
year-round,

Art.63 Force majeure
The parties agree, within thelr contractual autonomy, that the following cases are legitimate
grounds for applying a term to the duration of a subordinate employment contract due to force
rmajeure avents or natural disasters.
Art.64 Right of Precedence
Workers hired on fixed-term contracts have the right of precedence in reemployment within the
same production unit and with the same gualification.
The right of precedence expires one year from the termination date of the employment contract,
and the worker may exercise this right by expressing their will to the employer in writing within
three months of the termination date,
Any waiver by the worker must be communicated in writing in time to aliow the company to
meet its needs, and In any case no later than thirty days after the aforementioned
communication, unless there is 8 proven impeadirmeant.
The right of precedence does not apply to workers who meet the requirements for old-age
pansion and workers who have been dismissed for just cause by the same company.
Supplementary contracting may identify further cases of non-application.
Art.65 Administration
The use of fixed-term temporary staffing contracts is permitted, in addition to the cases
provided by law and supplemantary contracting, at the company and/or territorial level, in the
following cases, and in compliance with Law No. 96/2018: a) Temporary increases in activity
due to non-ordinary customer flows that cannot be managed with the normal workforce; b)
Temporary increases in activity due to non-programmabte customer flows that cannot be
managed with the normal workforce; ¢) Replacement of absent workers; d) Defined and
predetermined services in time that cannot be rmanaged with the normal workforce; e)
Replacements in case of termination of the employment contract without notice, for a
maximum period of two months to search for suitable personnel for the position,
In each production unit, the number of workers employed under fixed-term temporary staffing
contracts for the cases referred to in points a), b), d), and e) will be {imited to 10% of the
workforee, with a minimum of three temporary workers,
The base for calcutating this limit includes all workers employed at the time of activation of the
individual contracts covered by this article, including permanent employees and apprentices.
For seasonal companies, given their specific nature, fixed-term workers are also included.
Fractions of units are rounded up to the nearest whote number.
The stipulation of fixed-term tamporary staffing contracts exceeding one month in duration is
subject to prior verification of the availability of workers with the same qualification who have
expressed their intention to exercise their right of precedence under this contract.
Art. 66 Monitoring
When establishing fixed-term contracts and fixed-term temporary staffing contracts, companies
must provide written notification to the appropriate Commission established at the territorial
Bilateral Body and, upon request, provide detailed information on the types of contracts entered
into. The Commission, if it deemns that there is an abnormal use of these arrangements, has the
authority to report such cases to the parties who signed this contract,

CHAPTER III: PART-TIME
Art. 67 Premise
The parties, believing that the part-time employment relationship can be considered a suitable
means of facilitating the meeting between demand and supply of labour, with a view to
guaranteeing part-time workers a correct and fair requlatory, regime, agree on the following.
The part-time employment relationship has the function of gliowfng: flexibility of the workforce
in relation to the flow of activities within the day, week, manth ¢r year; meeting the individual
needs of workers, including those already employed.
b
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Art, 68 Definitions
Part-time' shall mean working hours, fixed by the individual contract, to which an employee is
obliged to work, which are in any case less than the normal working hours laid down in this

contract;

Art. 69 Part-time relationship
The establishment of a part-time employment relationship must be documented in writing,
indicating:

« The probation period for new hiras;

« The duration of the reduced working hours and the temporal arrangerment of the working
hours, with reference to the day, week, month, and year, along with the related
modalities;

» The economic and regulatory treatment according to proportionality criteria relative to
the extent of the work performed;

» A precise indication of the duration of the work performed and the arrangement of the
working hours with reference to the day, week, month, and year;

+ Ali other employment conditions,

Supplementary contracting establishes the minimum number of hours for part-time work in
relation to the  normal  weekly, monthly, and  annual working hours.
Pending the determination made according to the previous provision, the individual performance
may not be below the following limits:

a) 15 hours, in the case of reduced hours compared to the normal weelkdy hours;

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

¢} 600 hours, in the case of reduced hours compared to the normal annual hours.
Supp(ementary contracting may establish higher maximum limits and lower minimum lirnits than
those definad in this article,
Given the specific characteristics of the tourism sector, at the company or territorial level, flexible
working hour scheduling modalities can be agreed, which may invoelve the pessibility of variable
shifts regarding the temporal placement of the work performed, as well as the identification of
potential lower minimum limits or higher maximum flimits within a balanced organizational
structure. The conditions deriving from second-level collective contracting are maintained, with
explicit exclusion of any maximurn hourly lirnits.

Art. 70 Discipline of the part-time relationship

The part-time employment relationship will be governed according to the following principles:
a} Voluntariness of both parties;

b} Reversibility of the employment from part-time to full-time, depending on the company’s
neads and when compatible with the tasks performed and/or to be performed, while maintaining
the voluntariness of the parties;

¢) Priority in the transition from futl-time to part-time or vice versa for workers aiready
empioyed, compared to any new hires for the same tasks;

d) Applicability of the provisions of this contract as far as they are compatible with the nature of
the relationship;

g) Voluntariness of the parties in the case of changes to the agread-upon werking hours.

Art. 71 Additional work: regulations

The parties, given the opportunity, in view of the company's organisational needs, to also allow
part-time workers hired on a temporary basls to increase their remuneration through the
performance of work in excess of the contractual working hours, agree that supplementary or
overtime work is allowed for all part-time workers.

Overtime is defined as work performed on a voluntary basis up to the working hours of full-time
employees,

The employee's agreement must be in writing and state the reasons of a technical,
organisational, productive or replacement nature.

Overtime is to be paid at a premium of 15% over the basic hourly wage.

Art. 72 variation in increase and variation in distribution

The partles of the part-time employment contract may agree on glauses relatmg to an increase
el




The temporal arrangement of the work performance may be modified, compared to the one
contractually established, in the event of technical, organizational, productive, or replacement
needs,

The ordinary work hours, requested as a result of applying clauses related to changes in
distribution, will be paid, for the hours in which the change is rmade, with a minlmum increase
of 1.5% caleulated on the hourly wage.

The parties to the part-time employrnent relationship may agree on clauses related to an
increase in the duration of the work performance, up to a maximum timit of 30% of the agreed
weekly working hours,

The notice period for exercising these clauses s at least two days.

The woark hours reguested as a result of applying these clauses will be pald with an increase of
31,.5%, calculated on the actual wage portion.

Any refusal by the worker to sign clauses for increase or redistribution does not constitute just
cause for dismissal or the adoption of disciplinary rmeasures,

The written document admitting the clauses for increase or redistribution must foresee the
worker’'s right to denounce the agreement during the course of the part-time employmeant
relationship, at least in the following cases:

+ Health protection needs certified by the public health service;

¢ Proven establishment of other employment activities;

¢ Parsonal needs, duly proven.

The notice must be given in writing, and may be rmade after six rmonths from the signing of the
agraement, accompanied by at least one month's notice.

Following the denunciation mentioned in the previous paragraph, the employer loses the ability
to change the initially agreed temporal arrangement of the work performance, or to increase it
hy applying elastic clauses.

The employer may, in turn, withdraw from the agreement with at least one month's notice.
Art. 73 Part-time weekend

Part-time employment contracts with a duration of at least eight hours per week may be signed
for the weekend, with students or young people under the age of 30. Different arrangements
regarding the workday placement and the duration of the performance can be defined by prior
company or territorial agreement,

The daily work performance of less than four hours cannot be split throughout the day.

CHAPTER IV: EXTRA AND SUBROGATION WORK
Art. 74 Extra and subrogation work
The following are special services, on the occasion of which the direct hiring of labour is permitted
for a duration not exceeding three days:
- banqueting;
- meetings, conventions, trade fairs, congresses, events, group attendance and similar events;
- assistance and reception at arrivals and departures at ports, airports, stations and other similar
places:
- gservices rendered at weekends;
- services rendered on public holidays;
- further cases identifiad by supplementary, territorial and/or company agreements,
The names and dqualifications of the extra workers will be communicated to the Bilaterat Agency
on a four-monthly basis, in compliance with the regulations governing the confidentiality of
personal data and the protection of privacy.
For the purposes of employing said personnel, priotity ghallfin any case be given to non-
employed workers.




CHAPTER V: STUDENT WORKERS
Art, 75 Student workers
In view of the need to encourage alternating moments between school and work, also by using
school break periods, the supplementary contracting agreement may provide for the stipulation
of fixed-term contracts with student workers, regulating their possible eligibility as well as their
remuneration, taking inte account the reduced professional contribution made by workers who
have not yet completed their training.

CHAPTER VI: SERVICE CONTRACTING

Art. 76 Service contracting
When the company intends to subcontract the management of a service previously managed
directly, it will convene the RSA or RSU, which may be assisted by the respective trade unions
adherlng to the parties signing this agreement, in order to inform them on the following points:

Activitles being subcontracted;
- Workers involved in this process;

Assumption of business risk by the subcontractor and the consequent obligations in the

subcontract agreement arising from legal requirements related to mandatory general

insurance, health and safety at work, compliance with economic and regulatory

treatments set by national collective contracting;
- Exercise by the subcontractor of the organizational and managerial powers over the workers
employed in the subcontract.
This procedure will be completed within 15 days from the convening referred to in paragraph 1,
For production units with more than fifteen employees where neither the RSA nor RSU has been
established, the convocation will be addressed to the competent territorial workers' organizations
affiliated with the national organizations signing this contract, through the territorial employers’
organization affiliated with the relevant national organization signing this contract. Within this
term, at the request of the RSA or RSU, a meeting will be initiated to explore the possibility of
reaching agreements regarding the availahility of organizational forrmulas other than service
subcontracting, the safeguarding of employment fevels, maintaining contractual unity, as well
as the treatment to be applied to employees who were already working for the contracting
company, particularly with reference to any sarvices offered to these workers. This meeting must
be concluded within 45 days fram the convening referred to in paragraph 1. After this period,
the parties will resume their freedom of action. Once the procedures referred to in the previous
paragraphs have been completed, in relation to cleaning and room reorganization services and
other services, the contractor will use only subcontractors who comimit to providing the workers
who were previously employed with a permanent contract with the contracting company (and
who have resolved their employment relationship with mutually agreed terms) with overall
economic and regulatory treatment that is not lower than that provided by the current CONL
Tourism, including any additional services offered by the contractor to its employeas (e.q.,
meals) at the same level and job duties. It is understood that, pursuant to Article 2103 of the
Civil Code, the subcontractor cannot transfer the worker from one production unit to another
untess for proven technical, organizational, or productive reasons, The provisions in the previous
paragraph also apply to these workers in the event of subsequent subcontract changes, provided
that the workers were continuously assigned to the service in question for the six months
praeceding the change of subcontract, as evidenced by the previous subcontractor's payroll. The
provisions of paragraphs 5 and 6 do not apply to holiday villages and open-air tourist
accommodation complexes, The company may turn to the parity commission to request
certification of the existence of a genuine subcontract. For the purpose of reaching individual
agreements referred to in paragraph 5, the employer and the worker may contact the
Conciliation Commission with the assistance of the organization to/which each of the parties
adheres or mandates. The provisions of territorial agreement govérning the subject matter of
this article remain unchanged,
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CHAPTER VII: TELEWORKING
Art. 77 Agile and remote working
The patrties, in accordance with the law, distinguish aglle work, as defined in this title, from
remote wark (or telework), the latter being understood as a dislocated mode, different from the
ong ragulated by Articles 18 et seq. of Law 81/17, of carrying out ordinary work, performed at
the worker's home with a fixed workstation and predefined working hours,
Art. 78 befinition of agile working
1. The work performance is carried out partly within the company premises and partly
outside without a fixed workstation, within the working hours specified in this
Collective Labour Contract {CONL),

2. The employer is rasponsible for the safety and proper functioning of the technological
tools assigned to the employee for the performance of the work activity.
3. The agreement regarding the remote working modality, signed in writing, governs the

exacution of work performed outside the company premises, the tools to be used, the
rest and work times, and the disconnection of the worker. The agreement can be for
a fixed or indefinite term. In both cases, termination cannot occur with less than 15
days' notice. Remote working relationships can be established "from scratch" or
convertad from existing relationships carried out within the physical premises of the
workplace. It is understoond that the remote worker Is part of the workforce at the
ariginal workplace, or, in the case of a2 new agreement, at the work unit specified in
the employment letter.
Remote working relationships will be governed by the following principles:

1) Voluntariness of both parties;

2) Possibility of reversing the relationship after a period to be defined in the case of

transformation, subject to the voluntariness of the parties;

3} Egual opportunities regarding career progression, training initiatives, and other

opportunities that arise within the workplace;

4) Definition of the conditions related to the performance to be carried out under the Remote

Working regime, such as the determination of working hours (part-time, full-time, or without

constraints), in compliance with legal and contractual lirnits;

5) Guarantee of maintaining the same professional commitment, i.e., similar quality levels

of work performad within the workplace by the individual worker;

6) Explicit indication of the functional and hierarchical relationships that are maintainad

and/or modified compared to those existing in the workplace, including any retums to the

company premises;

7) Assumption by the employer of the costs for the computer and/or telematics tools

provided to the employee for work purposes;

B) Inviolability of the employee's home, except for strictly necessary access for setting up

the workstation and fulfilling employer abligations;

9) The remote worker (or smart worker) is not subject to regulations on working hours or

other provisions directly related to performing work at the employer's premises, The agents

responsible for establishing and/or transforming this new mode of work are the employer and

the employee. The employee, if requesting or delegating the reguest, may be assisted by the

RSU/ RSA, or in their absence, by the territerial structure of one of the unions signatories to

this CCNL.,

10) The practical modalities of performing work via Remote Working, agreed upon by both

parties, must be documented in writing, constituting the agreement for the initiation and/or

transformation of the working mode.

11) The employee may request access to remote working for health reasons, personal safety

(e.g., mobbing, sexual harassment), to safeguard their well-being, or for other reasons that

may harm the person’s health or safety. In such cases, the employer, if possible, may grant

access to rernote working or smart working.

12) In all cases, the employer shaill provide the rermjote worker with information regarding

Directive 91/533/EEC, the specific nature of the work to He carried out, the duration, whether

full-titme or part-time, constdering that working hou ‘;ar those outlined in this CCNL, break




times or time away from computer systems, the days the employee |s expected to be available
at the workplace in the case of a full-time contract, and the delivery of hardware, software
(including antivirus), passwords, webcams, and all other devices deemed necessary by the
employer to ensure the security of company data and the protection of the employee’s privacy,
Art. 79 Collective rights
Smart workers have the same collective rights as employees working within the company,
including production bonuses. Communication with worker representatives must not be
hindered, and the same conditions of participation and eligibility for elections to worker
representative bodies, where these are foreseen, apply. Smart workers are included in the
calculation for determining the thresholds for worker representation bodies in accerdance with
the provisions of this CCNL.
Worker representatives are informed and consulted regarding the introduction of smart working
in accordance with the provisions of this national collective agreement.

Compensation

The parties agree that the compensation for the agile worker is that provided for by this CCNL.
Smart workers enjoy the same rights guaranteed by legislation and this CCNL as those provided
for comparable workers performing activities within the company prermises. However, {0 account
far the specific characteristics of agile work, specific collective and/or individual supplementary
agreements may be used. In any case, the employer must refer to the CCNL for all other
contractua! provisions, including the production bonus, which cannot be less favourable than for
employees working at the company site.

Special allowances

In the written agreement for the employee's access to smart working, the employer must include
a reimbursement for electricity consumption and internet connection, proportional to the actual
consumption incurred by the worker in the case of home office work, for the hours of work,
including break/disconnection time, as provided by the reference collective agreement and any
company agreement,

Communication system

Each agile worker is required - unless otherwise agreed upon - to be available during a daily,
weekly, or monthly time slot, to be agreed upon individually or at the work unit level, for
receiving any communication from the employer. In case of justified Impossibility, the worker is
required to inform the employer, also through telematics.

The employer respects the smart worker's right to privacy. Any installation of monitoring tools
must be proporticnate to the objective pursued and must be carried out in compliance with
Directive 90/270/EEC on display screen equipment.

Meetings and work unit convocations
In the case of meetings scheduled by the employer for technical/organizational updates, the
agile worker must make themselves avallable for the time strictly necessary to attend the
meeting. It is understood that the time spent in the meeting is considered, for all purposes, as
working tine,

Art. 80 Remote controls

The parties agree that the data collected to assess the performance of the individual worker,
including by means of computer and/or telematic systems, do not constitute a violation of Article
4 of Law Na. 300/1970 and of the contractual rules in force, insofar as they are functional to the
performance of the relationship.

The employer is obliged to illustrate in advance to the agile worker the modalities of operation
and any changes in the software for evaluating the work performed, so as to ensure the
transparency of controls,

In the individual agile work agreement, the employer may{.f‘infor
madalities for carrying out controls, including indirect ones, of the work performed

the worker of the furth




Art. 81 Trade union rights
Warkers who perform agile work are granted the right of access to trade union activity taking
place in the work structure, through the establishment of an electronic noticeboard or other
connection system by the employer. The purpose of this right is to enable agile workers to access
information of trade union and labour interast, including discussions of a trade union nature
taking place in the work structure, The amount of assembly hours shall not be less than that
defined in the current CCNL.
Art. 82 Organisation of the working structure
The parties acknowledge that the Agile work, in the configuration envisaged, represents a mere
change of the place of performance of the work, not affecting the inclusion of the worker in the
organisation of the work structure and the consequent subjection to the management and
disciplinary power of the employer, The worker is required to inform the employer in advance of
the place(s) outside the company where he will perform the assigned work.
Art. 83 Diligence and confidentiality
The agile worker is obliged to work diligently and confidentially, following the instructions
received from the amployer. The agile worker may not perform work for his/her own account or
for third partlas in competition with the work performed by the employer on whom he/she
depends.
Art. 84 Training
The parties, agresing on the need to ensure full equality of treatment with regard to training
interventions, undertake to ensure that initlatives are put in place to safeguard an adeguate
level of professionalism and socialisation of agile workers.
Art. 85 Information rights
The employer is required to organise 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 Article 7 of Law No. 300/1970, the employer shall
send the agile worker a copy of this CCNL by email, thus considering the publicity obligation
fulfiled. Any communications, including those of a trade union nature, pursuant to and for the
purposes of the relevant laws and contractual provisions in force, may be made not only by
traditional systems but also by telematic/informatic means, The employer also provides a form
of insurance against accidental damage to company property made available.
Art. 86 Workstations
Agile work may 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 agile work agreement may better
define the characteristics of the place deemed suitable for the performance of agile work.
Agile work may also take place at the worker's home.
The employer ls responsible for taking appropriate measures, particularly with regard to
software, to ensure the protection of the data used and processed by the smart worker for
professional purposes. The employer shall inform the smart worker of all applicable legal
regulations and company rules relating to data protection. The smart worker shall be responsible
for compliance with these rules and regulations. The Employer shall inform the worker, in
particular, about;

a) any restrictions on the use of equipment, tools, computer programs, etc.;

b) the sanctions applicable in the event of violation,

Art, 87 Working tools

1. Any Issues regarding work tools and responsibifities must be clearly defined in the written
agreament in accordance with legal provisions, as well as any matters concerning costs.

2. As a rule, the employer is responsible for providing, installing, and maintaining the tools
necessary for an agile worker to perform their duties reguiarly, unless the smart worker uses
their own tools.

3. If agile work is carried out regularly, the employer will compensate or cover the costs directly
assoclated with the work, particularly those relatgd tg internet connection, estimated
electricity consumption, and a daity allowance, '

4. The aemployer provides the smart worker with the technic l support and software essary




for the performance of the work.
5. In accordance with applicable legisiation, the employer bears the costs arising from the loss
or damage to the work tools, as well as the data used by the smart worker.
6. In case of malfunction or breakdown of work tools, the smart worker must promptly notify
the competent company departments,
7. The smart worker must take proper care of the work tools provided te them and must not
collect or distribute illegal material via the internet.
8. Inthe cases outlined in the previous paragraph (7), the worker may be subject to disciplinary
measures as provided for in this CCNL.
Art. BB verification of work activity
The employer or their appointed representative has the right to periodically verify the progress
of the work assigned to the smart worker through the use of a webcam, under the same
conditions of verification that the employer would apply to an employee with the same duties
working on-site al the company premises.
Sirnilarly, the smart worker has the right to communicate with the designated supervisor for any
clarifications related to the work they have been assigned.,
The written agreement must specify the company representative responsible for conducting the
verification and providing assistance.
Additionally, the written agreement must identify the Company Union Representative, the
Unitary Union Representative, or the Provincial Union Representative, and the Safety
Representative. In this case, the smart worker may only connect with their union representative
or Safety Representative during the break/disconnection period, The webcam, or similar tool
suitaple for recognizing the worker's face, must be positioned, in agreement with the employer
or their representative, so that the worker's face is visible.
The verification by the employer or their appointed representative must be accompanied by an
Identification code and a timer separate from the break/disconnection time and other urgent
circumstances that might force the worker to disconnect temporarily. The timer must always be
provided. The IT tools must enable this operation.
Art, 89 Technical interruptions
Interruptions in the telematic circuit or any downtime, due to faults or accidental causes and in
any case not attributable to the workers, shall be considerad the responsibility of the employer,
who shall arrange for the fault to be repaired. If the fault cannot be repaired within a reasonable
time, it is the employer's right to define the worker's return to the work facility, fimited to the
time needed to restore the system.
The worker is obliged to notify the employer promptly, and in any case no later than 1 hour after
the event, of the interruption or malfunctioning of the computer or telephone tools necessary
for the praper performance of work in agile work.
Art, 90 Protection and prevention measures
In compliance with the provisions of Legislative Decree No. 81/2008 and subsequent
amendments and integrations, visits will be allowed, upon request, by the prevention and
protection officer of the workplace and by the safety delegate to verify the proper application of
safety regulations, with respect to the workstation, If identified, and the technical equipment
associated with it,
Each employee working remotely is required to use the workstation, if provided by the employer,
diligently and in compliance with the applicable safety standards, not to tamper with the
equipment, and not to allow others to use it. In any case, each worker must take care of their
own safety and health, as well as that of others in the vicinity of their workspace, in accordance
with their training and instructions regarding the means and tools used.
The employer is relieved of any responsibility if the worker does not adhere to the above
provisions. The employer will enter into a specific agreement for the insurance of the premises,
if predetermined, where the remote work is carried out, as wall as for the worker and third
parties who physically access the premises. In the case of remote work with a fixed workstation,
it is required that a personal computer with a fixed display.or an active-matrix monitor be
installed. Workers must be informed about the correct use gf the tools. Reference is made, in
this regard, to the application agreement of Legislative Décreg’No. 81/2008 attached tojthis
National Collective Labour Contract (CCNL).. Q\J
e Ny




Communication of the Contract

The company must notify the Bilateral Body within one week from the activation of remote work,
for statistical purposes only regarding the application of this flexibility tool, The communication
must provide the following data: the worker's classification level, job role, and the duration of
the agreament. No sensitive data should be sent to the Bilateral Body, which is therefore not
required to request the release of consent under Legislative Decree 196/2003.

Injury

The parties agree o undertake a joint action with INAIL (National Institute for Insurance against
Accidents at Work) and the relevant authorities to examine and define the conseguences
resulting from remote work perfarmed in domestic premises.

Art. 91 Remote work (Teleworking)

Regulation of Remote Work Relationship

A work relationship carried out outside company premises and continuousty at the worker's home
is defined as "remote work.”

Warkers interested in this decentralized mode of work may apply, within the limit of 1% of the
company's workforce,

A written agreement must regulate remote work, spacifying:

a) Duration of the arrangement;

b} Methods for carrying out work activities;

¢) Provision of necessary company equipment;

d) Remote work performanece monitoring procedures;

e) Work schedule and expected availability;

f) Type of data connection required for remote work;

g) Setup and supply of the workstation required for remote work;

h) Regulations on the use of telephone and IT tools necessary far remote work.

The employer is responsible for installing a remote workstation at the worker’s home under a
lpan-fur-use agreement (ex-Articles 1803 and following of the Italian Civil Code), unless
otherwise agreed. The employer has full discretion over selecting and acquiring the necessary
equipment.

The costs related to the installation and maintenance of the remote workstation are covered by
the company, while utility costs (electricity, internet, heating, water, gas) necessary for
operating the workstatiaon remain the worker's responsibility,

Art. 92 Remaote controls in teleworking

The partias agree that the data collected to assess the performance of the individual worker,
including by means of computer and/or telematic systems, does not constitute a violation of
Article 4 of Law No, 300/1970 and of the contractual rules in force, inscfar as it is functional to
the performance of the relationship,

The employer Is required to illustrate in advance to the remote worker the operating methods
and any changes in the software used to assess the work performed, so as to ensure the
transparency of the controls,

Any control visits by the employer or his deputies must be agreed with the agile worker,
sufficiently in advarice of the execution.




TITLE 1X1: CONTRACTUAL WELFARE
Art. 93 Supplementary health care fund
The Partles, acknowledging the importance, have entered intc an agreerment—through the
Bilateral Body EBILAV-—with the mutual aid society Cesare Pozzo to guarantee the provision of
supplamentary healthcare services,
"Casare Pozzo" is the largest mutual aid society, operating for over 135 vyears (since its
establishment on May 1, 1877) at the nationat level, in compliance with the founding iaw no.
3818/1886 and subseqguent amendments. Its purpose s mutual ald solidarity, and it is a non-
profit organization,
It is an entity with an exclusively welfare-oriented purpose, duly registered in the National
Registry of Health Funds (under no. 0021073 - 18/06/2010-DGPROG-DGPROG-UFFV-P, with
renewals in the years 2011, 2012, 2013, 2014, and 2015), and thus authorized to receive
contributions intended for the supplementary healthcare of workers under the National Health
Service (SSN), benefiting from the tax advantages provided by Article 51, paragraph 2, letter a)
of Presidential Decree no. 917/86. This includes the deductibility of amounts paid by the
ernployer and alfocated to supplementary heaithcare services in the areas defined by the Ministry
of Health under the Decree of March 31, 2008, and the subsequent Decree of October 27, 2009.
"Cesare Pozzo" is able to provide workers employed by entrepreneurs registerad with EBILAV
and applying the relevant National Collective Labour Contract (CCNL) with the supplementary
healthcare services provided therein. This is subject to the employer’s subscription by submitting
a mernbership reqguest as a sponsoring member and the subsequent approval by the Board of
Directors of Cesare Pozzo, with the simultaneous automatic registration of the respective
workers:
Memberships
Each worker, upon request for membership in Cesare Pozzo through EBILAV - as well as the
respective registered entrepreneurs ~ by virtue of the application for admission as a "sponsoring
member" and subseqguent approval by the Board of Directors of Cesare Pozzo, will be registered
in the membership book of the latter (under the section for affiliated members) and placed in
the basic plan "EBILAV Supplementary Healthcare Fund.”
The coverage will be active from the first day of the month following the payment of the
membership contribution, according to the methods and timelines specified in point 5 betow.
The healthcare plan covered by this agreement provides two methods of ulilizing the coverage
offered by Cesare Porzo to the beneficiary worker:
a) Direct assistance, allowing the worker to directly benefit from supplementary heaithcare
services at a contracted facility—either directly or through Consortia in which Cesare Pozzo
participates (Consorzio MU, 5a.; Fondo Salute SCE a r.l.)--within the Cesare Pozzo healthcare or
dental network, without needing to advance the expense or by contributing within the limits of
their share, as specified in the "EBILAV Supplementary Heaithcare Fund” plan. The lists of these
contracted facilities are available on the Cesare Pozzo website: www.cesarepozzo,org.
b) Indirect assistance, through reimbursement of healthcare expenses incurred by the
beneficiary worker, according to the limits and conditions defined in the regulations of the
“ERBILAV Supplementary Healthcare Fund” plan.
Contributions
For the financing of the Mutuat Insurance Company, which is obliged to take care of its collection
as per its own regulations, a compulsory contribution to be paid by the Company, amounting to
€ 144,00 (one hundred and forty-four/00) per year for each beneficiary worker to be paid to the
Cesare Pozzo Mutual Insurance Company in squal monthly instalments, equal to € 12.00
(twelve/00) for each worker,
With effect from the month following the date of signing of this CCNL, the company that falls to
pay the aforesaid quotas shall be ohliged alternatively
- to pay the worker a separate non-absorbable element of the salary in the amount of €15.00
gross, to be paid for 13 months and which shall be included in the de facto salary;
- to provide the workers with the same heaith services guaranteed by the Cesare Pozzo mutual
insurance company. "
Note to the minutes
The parties do not exclude the possibility of using other f
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5 f i%suppiei'nentary health care.
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Art. 94 Supplementary pension fund

The Parties, sharing the impaortance of astablishing forms of supplementary pension provision,
undertake to set up (through the EBILAY bilateral body) a suppiementary pension fund or o join
an already established fund,

Art. 95 Continuous training

The Parties identify and will refer to interprofessional joint funds for facilitated access to the
resourcas allocated by the {egisiator to the financing of continuous training programmes,

Art. 26 Experimental company welfare

Companles are required, on 1 July of each year, to make available to worlkeers, who have passed
the probationary period, welfare tocls for an annual amount of EUR 250,00 to be used by 30
June of the following year. This amount will be proportionally reduced in the case of part-time
contracts.




TITLE III: ESTABLISHMENT OF THE EMPLOYMENT RELATIONSHIP
CHAPTER I: CLASSIFICATION OF STAFF

Art, 97 Premise
Waorkers are classified in the single classification based on ten professional levels, two of which
relate to the cadre category, and the same number of salary levels to which the follawing
declarations correspond.
Art, 98 Classification
Executives Area
Pursuant to the law of May 13, 1985, No. 190, and subsequent amendments, workers who,
although nat belonging to the managerial category as defined In Articles & and 34 of R.D, July
1, 1926, No. 1130, possess an appropriate academic gualification or adequate specialized
professional training and preparation are considered executives based on the following
classifications. Consequently, this area includes, in accordance with legal definitions, the
gualifications listed for each sector in the Spacial Section of this contract,

Executive Level A

Workers in this category level are those with managerial functions who, due to their high level
of managerial and organizational responsibility, provide qualified contributions to defining the
company’s objectives and play a crucial role in the continuous development and implementation
of such objectives. These workers are also entrusted with the management, coordination, and
supervision of various company sectors and services, exercising decision-making autonomy and
broad discretionary powers.

Hotel companigs: Director

Open-air tourist accommodation complexes: Director

Tourist ports and marinas: Port Director

Executive Level B

Workers in this category level are those with managerial functions who, in implementing
company objectives according to their assigned level of responsibility, continuously oversee
business units with a non-complex organizational structure or sectors of particular organizational
compiexity, operating with decision-making and operational autonomy.

Hotel companies: Deputy Director; Food and Beverage Manager; Room Division Manager; Head
of Commercial Sector; Head of Administrative Sector; Head of Procurement Sector; Head of
Tachnical Sectar; Head of IT Systems (IT Manager),; Head of Hotel Congress Venues and Events
Seclor

Open-air tourist accommodation complexes: Campsite or Village Director; Deputy Director (if a
Director classified as Fxecutive Level A is present); Deputy Commercial, Technical, Tourist, or
Administrative Director

Tourist ports and marinas: Deputy Port Director

First level

Workers in this level perform highly professional functions characterized by initiative and
operational autonomy. Within their delegated responsibilities, they are entrusted with executive
management functions of a general nature or in an organizational sector of significant
importance within the company.

Hotel companies: Restaurant Manager; Reservation Services Manager; Centralized 5Sales
Manager; Institutional Communications Manager; Area Technical Manager; Systems Analyst;
Head Chef

Qpen-air tourist accommodation complexes: Head of Cammercial Sector

Tourist ports and marinas: Technical or Administrative Port Manager; Boatswain

Second Level | ;
Workers in this level perform ta}s s requiring both initiative/ind operational autonomy within the

.




framework of general directives received. They are responsible for coordinating, supervising, or
inspecting plants, departrments, and offices, requiring specific professional expertize.

Hotel companies: Front Desk Manager; Head Porter; Head Waiter; Chef; Head Housekeeper;
Head Bartender; Booking Centre Coordinator; Head of Data Processing Centra

Open-air tourist accommaodation complexes: Commercial or Service Sector Manager; Technical
Facilities Manager; Head of Administrative Services; Head Chef

Tourist ports and marinas: Head of Technical or Administrative Office; Technical Supervisor of
Surveillance Systems; Head of Nautical Equipment

Third Level

Warkers in this level perform conceptual or predominantly conceptual tasks requiring specialized
technical knowledge and adeguate experience. It also includes highly skilled workers who, within
their operational autonomy, perform tasks requiring specific and appropriate professional
capabilities acquired through extensive theoretical and/or technical-practical training.
Additicnally, workers in this category may have responsibilities for the technical-functionsl
coordination of other employeaes.

Hotel cornpanies: HR and Training Officer (without a hierarchical superior); Administration and
Procedure Control Officer (without a hierarchical superior); Sole Concierge; Tourist Village
Reception Coordinator; Chief Wardrobe Keeper; Head Pastry Chef; Personal Buller; Head
Worker; Maitre; Sole Bartender; Night Porter

Open-air tourist accommodation cornplexes; Executive Secretary; Senior Clerk; Head of

Accounting Office
Tourist ports and marinas: Highly Skilled Worker; Control Tower Operator

Faurth level

Workers in this level, operating with executive autonomy and possibly leading operationat teams,
perform specific administrative, technical-practicat, or sales-related tasks, along with
complementary operations requiring specialized knowledge acquired in any manner.,

Hotel companies: Pastry Chef; Pizza Maker; Chef de Rang; Garage Manager; Skilled Worker
Oper-afr tourist accommuodation complexes: Head Electrician; Fizza Maker;, Waiter
Tourist ports and marinas: Mooring Operator with Additional Duties; Junior Clerk

Fifth Level
Workers in this level, possessing quatified technical-practical knowledge and skills, perform
executive tasks requiring training and hands-on experience.

Hotel campanies: General Warehouse Worker with Manual Labour Functions; Bar-Restaurant
Cashier; Driver; Coffee Maker; Demi Chef de Rang; Cook; Masseur; Wellness Centre Attendant
Dpen-air tourist accommodation complexes: General Warehouse Worker; Vehicle and Boat
Driver; Assistant Sales Clerk; Fast-Food Counter Attendant; Tearn Leader for Manual Labourers
ang/or Cleaning Staff

Tourist ports and marinas: Qualified Port Services Worker; Gardener

Sixth Level Super
Workers in this level, possessing adequate technical-practical skills acquired in any manner,

petrform tasks of normal complexity.

Hotel companies: Kitchen Assistant; Housekeeping Services Attendant
Open-air tourist accommodation complexes: Kitchen, Restaucant, or Bar Assistant
Tourist ports and marinas: Genaral Port Services Worker; C)t/‘e Equivalent Roles

Sixth Level
Workers in this level perform tasks requiring basic practical fraining and elementary professjo
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knowledge,

Hotel companies: Kitchen Assistant; Commis de Cuisine, Dining Room, and Housekeeping; Self-
Service Attendant; Laundry Worker; Porter; Shuttle Service Attendant

Open-air tourist accormmodation complexes: General Worker; On-5ite Guide; Caretaker
Tourist ports and marinas: General Cleaning Services Gperator

Seventh Level
Workers in this ieve! perform simple tasks, including operating pre-equipped machines.

Hotel companies: General Labourer and/or Cleaning Staff; Mangle and Ironing Qperator; Dog
Sitler

Open-air tourist accommodation complexes: General Labourer and/or Cleaning Staff, including
Sanitary Facilitiss; Errand Runner

Tourist ports and rmarinas; General Attendant

Art. 99 Positioning

The employment status of workers Is carried out according to the general declarations,
qualifications and professional profiles, where expressly indicated, as they result from the
classification of personnal in the Special Part of this contract, broken down for each sector.

CHAPTER II: RECRUITMENT
Art. 100 Recruitment
The recruitment of personne! will be carried out in accordance with the laws in force on the
regulation of the demand and supply of labour.
Recruitment, in all cases, must be in writing, containing the following information:
a) type of contract;
b) job title and level of classification assigned to the Employee;
¢} date of employment;
d) place of work;
e} working hours;
f) term of the employment relationship, in the case of fixed-term employment;
g) duration of the trial period (within contractual limits);
h) initial economic treatment and any foreseen development;
i) CCNL applied.

The letter of employment must also clearly indicate the Employer: surname and first name
and/or company name, address, tax code, as well as all those data or information reguired by
law.

CHAPTER I11: TRANSFER OF QUALIFICATION

Art. 101 Worker's tasks

The employee shall be assigned to the duties for which he was recruited or to those
corresponding to the higher fevel he subsequently acquired, or to duties equivalent to the last
ones actually performed, without any reduction in remuneration. In the case of assignment to
superior duties, the employee shall be entitled to the remuneration corresponding to the work
performed, and the assignment itself shall become definitive, if it has not taken place in order
to replace an absent worker with the right to retain his post, after a period not exceeding three
months. . :

Art. 102 Mixed tasks |
In the case of mixed tasks, reference shall be made to the pre aili
the activity of greater prc:fesFI' nal value, provided that it is lrbit
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pariod of training and is not of an anciflary or complementary nature.

CHAPTER IV: PROBATIONARY PERIOD
Art. 103 Probationary period
The duration of the probationary period shall be stated in the letter of employment. During or at
the end of the probationary period, the right to terminate the employment relationship is
raciprocal, without notice and with the right to severance pay.
During the probationary period, the employee's remuneration shall not be lower than the
minimum contractual amount established for the qualification attributed to the employee.
Once the probationary period has expired, the employee shall be deemed to have been duly
employed if neither party has given notice in writing. In this case, the period shall be counted
for seniority purposes,
The duration of the probationary period shall be as follows:

[LEVELS [ DURATION
AandB 1180 gg
1 o 150 gg
2 75499
3 45 ag
d4dand5 30 gy
6g 20 gg
6 and 7 15 gy
apprentice 20gg

For the purposes of calculating the probationary period, only days of actual work are useful,
subject to the maximum period of six months provided for in Article 10 of Law No, 604 of 15
July 1966,

Personnel who, within the two-year period, are re-employed, with the same qualification, in the
same company where they have already served, and have passed the probationary period, shall
in any case be exempted from a new probationary period.

Employees recruited outside the province who are dismissed during or at the end of the
probationary period shall be reimbursed by their employer for the cost of the return journey to

their place of origin.




TITLE IV: CONDUCT OF THE EMPLOYMENT RELATIONSHIP
CHAPTER X: WORKING TIME

Art. 104 Normal weekly timetable
The normal duration of actual work, for the majority of companies, is 40 hours per week.
Art. 105 Duration of working hours
The average duration of working hours must be calculated over a twelve-month period, based
on objective, technical, or work organization-related reasons.
Art. 106 Paily and weekly rest
Pursuant to and for the purposes of paragraph 1 of article 17 of Decree No. 66 of April 8, 2003,
in the case of wark activities organized in weekly or multi-weekly shifts, whenever a worker
changes tearmns and cannot benefit fram the daily rest period between the end of one team’s shift
and the beginning of the next team's shift, the rest period may be taken in a fragmented form,
provided that the two work shifts will not, under any circumstances, be consecutive,
Art. 107 Reduction of working hours
Subject to the normat weekly working hours, an annual reduction of working hours is agreed for
hotels, public establishments, campsites, day hotels, and travel agencies, amounting to 104
hours,
For seaside resorts, the annual working hours reduction will instead be 108 hours.
Thase reductions include abolished religious holidays.
The reductions specified in this article will be implemented through the granting of paid individual
leave, either for half a day or a full day.
Given the particular characteristics of the sector, the leave will be taken individually during
periods of lower activity and through the rotation of workers, ensuring that the normal
production activities of the company are not hindered.
In the presence of specific company production needs, different methods for taking the leave
may be implemented, limited to thirty-two hours annually, provided they are scheduled and
promptly communicated to the workers concerned. These leave periods cannot be less than one
hour, nor can they be taken in fractions of an hour.
Unused leave within the year of accrual will be paid with the salary in effect at the time of
expiration or may be taken, with the same modalities as mentioned above, no later than June
30 of the following year.
in cases of reduced working hours and/or employment contracts that begin or end during the
year, for the purpose of determining the accrued leave, the monthly fractions will be
accumutated. The resulting sum will Jead to the paymeat of a monthly pro-rata for every thirty
calendar days, as well as for any remaining fraction equal to or greater than fifteen days.
Fractions of less than fifteen days will not be considered. For the hotel and camnpsite sectors, the
provisions in the special section apply.
The {eave specified above does not accrue for periods of worker absence without pay.
The payment for unused leave within the year of accrual for public establishment staff, paid
wholly or partially with service percentages, will be made as provided in the Special Section of
this contract,
Art, 108 Distribution of daily working hours
The distribution of daily working hours is set for each sector in the Special Section of this
contract.
Art. 109 Distribution of weekly working hours
The distribution of weekly working hours is set for each sector in the Special Section of this
contract,
In each campany, one or more schedules must be posted in a visible place, indicating the service
shifts, related hours, and the qualifications of the staff.
Art. 110 Flexibility
Due to the particular characteristics of the tourism sector and the specific production needs of
companies, systems for the distribution of working hours over multiple weeks may be adopted.
These systems invoive work periods in which the working hours exceed 40 hours per week for
one or more weeks, with shorter hours in other weeks as compensation.
As a result, the additional work performed in weeks with working houfs exceeding the prescribed




shorter than the standard, there will be no reduction in regular pay.

The number of waaks in which work hours may exceed 40 hours per week shall not exceed four
consacutive weeaks, while stitl ensuring the right to the normal weekly rest, For travel agencies,
the lmit is six consecutive weeks.

The recavery of the additional work performed will be made through compensatory leave, which
will be taken during periods of lower production intensity and, in any case, within thirteen weeks
from the start of the period with higher work performance.

if, however, the systems for distributing working hours extend the periods mentioned in the
previous paragraphs 3 and 4 to tweive and twenty-four weeks, respectively, the annual leave
entitlement for workers under such systerms will be increased to 116 hours,

NOTE

The parties establish that, on an experimental basis, the worker, al their express request, may
walve the monetary compensation for hours present in the time bank and not used, and the
company agrees to establish an individual training course, even during regular working hours,
as the promoter.

Art. 111 Night work

Night work is regulated by the provisions set for each sector in the Special Section of this
contract, '

Art. 112 Night workers

The night period is that specified for each sector in the Special Section of this contract.

The regular working hours of night workers cannot exceed an average of eight hours per day
over the week. The provisions of Article 5 of Royal Decree No. 1955 of September 10, 1923,
apply.

Supplementary agreements may define a3 broader reference period on which to calculate the
aforementioned limit as an average.

The conditions set out in the previous paragraph are also considered met through the application
of multi-week work schedules.

The minimum weekly rest period referred to in Articles 1 and 3 of Law No. 370 of February 22,
1934, is not considered in the calculation of the average if it falls within the reference period
defined in the previous paragraphs 2, 3, and 4.

In the event that health conditions arise that render the worker unfit for night work, as
determined by the procedures outlined in Legislative Decree No. 532/1999, the worker wili he
assigned to other duties or davtime roles, in accordance with the company’s organizational
needs.

If assignment to other duties or roles is not feasible, the employer and worker may refer the
matter to the Conciliation Commission.

Supplementary agreements may define specific methods for applying the provisions of the
previous paragraph and identify further solutions in the case where assignment to other duties
or roles is not feasible,

In cases of the new introduction of night work, companies will fulfit the requirements set out in
Articles 8 and 10 of Legislative Daecree No. 532/199%.

Art. 113 Overtime work

Overtime work Is exceptional and cannot be requested without a justified reason; for contractual
purposes, it refers to work exceeding the normal contractual working hours.

Overtime work is allowed up to a maximurn of two hundred and fifty hours annually.

Workers cannot refuse, without a justified reason, to perform overtime work within the limits
set by the second paragraph of this article.

A worker cannot perform overtime uniess authorized by the employer or their reprasentative.
Overtime hours must be authorized by the employer and chronologically recorded in a special
register, which is mandatory. In this register, each employee who has performed overtime must
sign and record any complaints,

COvertime payment will generally be made at the end of the pay period in which the work was
performed and, in any case, no later than the following meorjth. The register mentioned above
must be kept and presented upon request by the territoria;zv::r de unions, and it will serve as
proof to determine whether the worker has performed overtime|or not.

Companies where working hours are recorded using mechanjcal means are exempt from keeping




the register mentioned in the second paragraph.

Overtime work is compensated according to the amounts and methods provided for each sector

in the Special Section of this contract.

Art. 114 Policies for socio-labour integration

In order to promote the full inclusion of all workers and ensure full compliance with constitutional
principles, this National Collective Labour Contract {CCNL), in the context of modernizing industrial
and union relations, experimentally promotes the following section.

In particular, the social partners intend to:

» Promote and ensure the full integration and inclusion of foreign workers, also by initiating
initiatives with private and public locatl entities;

* Promote initiatives aimed at preventing and countering discrimination, xenophobia, and racism;
« Support studies on social and employment emergencies.

To this end, employers who employ foreign workers and/or workers belonging to different faiths
and religious beliefs can - subject to agreement with the signing trade unions and the RSA/RSU
whare present — enter into specific agreements to adopt flexible working time arrangements,
including temporary ones, or agreaments for the use of permits and/or holidays to facilitate the
participation of the interested employees in religious practices, ceremonies, and/or special
occasions.

It is understood that the worker's freedom must always be balanced with the respect for contractuat
obligations, existing agreements or collective practicas, and health and safety regulations in the
workplace.

Tharefora, the employer may refuse to sign the aforementioned agreements only due to objective
grganizational needs and service requirements and never for personal reasons and/or differing
heliefs.

CHAPTER II: WEEKLY REST
Art, 115 Wealkly rast
Pursuant to the taw, all employees will be entitled to a weekly rest period of twenty-four hours.
Particular attention is drawn to the legal provisions concerning seascnal activities and those for
which Sunday operation is required due to technical needs or public utility reasons, such as
company surveillance, inventory preparation, and the annual financial statement,
Art, 116 Meathods of enjoying the weekly rest period
Notwithstanding the provisions of this CCNL regarding consultation and discussion on the
methods of enjoving the weekly rest period and the distribution of hours and shifts, unless
otherwise provided by supplementary agreements, when the weekly rest is taken in intervals
jongear than one week, the total duration of it every fourteen days must correspond to at least
twanty-four consecutive hours for every six days actually worked, to be combined with the daily
rest hours.
The parties agree that the methods of enjoying the weekly rest period mentioned in the previous
paragraph address objective needs typical of the tourism sector, as they aim to promote:

- the organization of shifts and the rotation of the rest day, particularly with respect to the
neads arising in companies that do not implement a weekly closing day;

- the recanciliation of workers' professional life with their private life and family needs.

Art. 117 Sunday work

Workers who, pursuant to Law No. 370 of February 22, 1934, enjoy their weekly rest day on a

day other than Sunday, shall be paid a fixed allowance equal to ten percent of the hourly base

wage for each hour of regular work actually performed on Sunday.




CHAPTER I1II: HOLIDAYS
Art. 118 Holidays
The holidays for which the economic treatment provided in this article is established are as
follows:

National Holidays:

Liberation Anniversary: April 25
Labour Day;: May 1
Republic Day: June 2

Midweek Holidays:

New Year's Day: January 1

Epiphany: January 6

Easter Monday: movable

Assumption Day: August 15

All Saints' Day: November 1

Imrnaculate Conception: December 8

Christmas Day: December 25

5t Stephen's Day: Decembar 26

Patron Saint of the City

Considering the specific characteristics of tourism businesses, the enjoyment of the
aforementioned holidays will be subject to company needs.

As a result, no deductions will be made from normal wages in the event of non-performance of
work on the holidays listed above.

All ernployees absent on holiday days due to waekly rest, iliness, or injury, will be paid a day of
contractual wages without any additional payments.

For holidays that fall during the mandatory absence perind for pregnancy and maternity leave,
the female employee is entitled to an addifional allowance, in addition to the one provided by
INPS, to be paid by the employer.

The treatment spedified in this article is not due in cases where the holidays listed above coincide
with & day of suspension from service or salary due to disciplinary measures.

Employees working on the aforementioned holidays will receive, in addition to their normal daity
wage, compensation for the hours of service actually performed, with the holiday work premiums
as provided for each sector in the Special Part of this contract.

For the economic treatment of employees in public establishments paid entirely or partially with
the service charge, refer to the Spectal Part of this contract.

Art, 119 Abuolished holidays

The treatment for November 4th, declared no longer a holiday, is as follows: The waorker is
entitied to the remuneration for the hours worked or, alternatively, the enjoyment of the
corresponding compensatory rest, which will be subject to cormpany needs, No deduction from
the salary will be made if the worker is not called to work. The worker absent for weekly rest
will receive one day's contractual remuneration. The worker absent due to liness, injury,
preghancy, or postpartum must be guaranteed an Iintegration up to 100% of the salary.

CHAPTER IV: VACATION
Art. 120 Determination of the vacation period
Alt employees are entitled to a vacation period of 26 (twenty-six) days. To this end, the working
week, regardless of how the weekly working hours are distributed, is considered to consist of six
days, :
Thaerefore, the calculation of the aforementioned vacation] pefiod excludes the legally entitled
weelkly rest days, natlonal and mid-week public holidays, and days no longer considered public




holidays for civil purposes. Conseqguently, the vacation period will be extended by as many days
as the above-mentioned weekly rest days, national and mid-week public helidays, and days no
longer considered public holidays for civil purposes that fall within the same period.

In the event of termination of the employment relationship, the substitute holiday allowance 1s
calculated by dividing the actual monthly salary by twenty-six.

Subject to the company's needs and taking into account those of the employees, the employer
hag the right to determine the period for vacation.

The vacation may be taken in fragments throughout the year, provided that at least two weeks
are taken consecutively during the same year in which they were accrued.

The vacation period will be interrupted in the event of iliness, properly reported and recognized
by the competent public health authorities, occurring during the vacation period itself.

Art. 121 Recall of the employee from vacation

For service reasons, the employer may recall the employee before the end of the vacation perioed,
without prejudice to the employee's right to complete the vacation at a Jater time and the right
to reimbursement of expenses incurred for both the early return and for returning to the place
from which the employee was recalled.

Art. 122 Non-waivability

The vacation days are non-waivable, and therefore no indempnity is due to the worker who
voluntarily reports to work during their assigned vacation period.

CHAPTER V: PERMITS AND LEAVES
Art. 123 l.eave for marriage
Staff who are not on probation are entitied to fifieen calendar days of paid extraordinary leave
to get married,
The request for marriage leave must be made by the employee at least ten days in advance.
The employer must grant extraordinary leave starting from the third day before the wedding.
Staff are required to show regular documentation of the wedding at the end of the ieave.
The employee may request an extension of the leave for another five days without pay.
Art. 124 Leave for family reasons
In the event of a proven tragedy involving close family members or in-laws, such as a spouse,
children, grandchildren, parents, grandparents, siblings, parents-in-law, daughters-in-law, sons-
in-law, and brothers-in-faw, as well as in cases of major disasters, the employee will be entitled
to extraordinary paid leave. The duration of this leave will be strictly related to the actual need
for absence, determined by the nature of the tragedy or catastrophic event, with a maximum
limit of five calendar days. This leave may be axtended up to an additional three calendar days,
depending on the distance to the location to be reached.
In accordance with Article 4, paragraph 1 of Law No, 53 of March 8, 2002, and the implementing
regulation of Ministerial Decree No. 278 of July 23, 2000, in the case of documented serious
iliness of the mentioned relatives, the employee and the employer can agree, as an alternative
to using paid leave days (for a maximum of three days out of the five above), to different work
arrangements that reduce the working hours.
The reduction In working hours resulting from the different arrangements agreed upon must
begin within seven days from the confirmation of the onset of the serious illness or the need to
provide therapeutic interventions.
In other cases of force majeure, the employee may use pald leave deducted from the annual
vacation days.
In special and justified cases, the employee may use short-term leave, compensating the hours
of absence with an equal number of working hours, with @ maximum of one hour per day.
Art, 125 Election permits
Pursuant to Articie 11 of Law Na. 53 of March 21, 1990, during all electoral consultations
ragulated by the laws of the Republic or the regions, those who perform duties at electoral
offices, including list or group representatives, as well a3, in thg casg of referendums, party




for the entire period corresponding to the duration of the related operations.

The days of absence from work included in the aforementioned period are considered, for all
purposes, as working days.

Art. 126 Permits for student workers - right to study

To contribute to the cultural and professional improvement of workers in the tourism sector,
companies will grant, under the conditions specified in the following paragraphs, paid leave to
workers who are not on probation and who wish to attend study courses inciuded in the
educational system offerad by public institutions established in accordance with Law No. 1859
of December 31, 1962,

Workers may request paid leave for a mawximum of 150 hours per person over a three-year
period, subject to an overall global hour's limit for all employees of the production unit, which
will be determined at the beginning of each three-year period-—starting from October 1, 1978—
by multiplying the 150 hours by a factor equal to one-tenth of the total number of employees
employad in the production unit as of that date,

The number of workers who cap be absent simaltaneousty from the production unit to attend
the study courses should not excead 2% of the total workforce as of the aforementioned date.
Within each production unit, and for each department within it, the normal activity must still be
guaranteed.

The worker who requests paid leave under this article must specify the study course they wish
to attend, which must involve actual attendance, even during non-working hours, for a number
of hours twice the amount requested as paid leave,

For this purpose, the interested worker must submit a written application to the company within
the terms and conditions agreed upon with the amployar. Thase terms will generally not be lesg
than three months.

If tha number of applicants exceeds the annual average of the three-year total hours and creates
situations conflicting with the conditions set ouf in paragraphs 3 and 4, the company
managemaent, in agreement with the union representation (if present) in the company, and
subject to the provisions of paragraphs 3 and 5, will proportionally reduce individual rights based
on objective criteria (such as: age, length of service, characteristics of the study courses) to
idantify the beneficiaries of the leave and the corresponding number of hours assignable to each.
Workers must provide the company with a certificate of enrolment in the course and
subsequantlty monthly certificates of actual attendance, specifying the working hours attended
The provisicns of this article do not apply to companies with fewer than 50 employees,

Any leave entitlements for the same reascn based on existing company agreements at the time
of signing this contract are not cumulative with the hours of leave granted under this article,
The leave provided under this article can aiso be requested for attending study courses aimed
at obtaining a professional qualification diploma related to the tourism sector.

CHAPTER VI: ILLNESS AND ACCIDENT
Art. 127 Iliness - Renefits
During the period of illness, the worker s entitted to both the healthcare benefits provided by
the National Health Service and the economic benafits established for each sector In the Special
Part of this contract,

The Company, during each calendar year {from January 1 to December 31}, will pay the iliness
benefit during the waiting period only for the first 5 iliness events, unless the absence is due to
any sericus and ongoing iliness requiring life-saving treatments or hospitatization, Day Hospital,
or haemodialysis, and such circumstances are properly documented.

Workers are entitled to the iliness benefit from the INPS (National Social Sacurity Institute) at
80% of their salary, including any allowances from the institute and the correspoanding
integration. C

At the time of termination of the empioyment relationship, the lemployer is obligated to issue a
statement of responsibility, indicating the number of ilifess{days compensated durihg the

| .




previous 365 days, which the worker is required to provide to the new employer.

Art. 128 Treatment for shart-term finess - premium

In order to reduce short-term sick leave and prevent situations of abuse of the waiting period,
a contribution of €150.00 is recognized, on an experimental basis for the three-year period of
validity of the contract and on an optional basis, to each worker annuaily.

Employees who are absent due to sick leave lasting no more than three days will have a sum of
£50.00 withheld per event. This withholding will only operate after the fifth sick leave.

The sums withheld will flow into an annual budget to be divided among workers who have not
taken more than 5 sick leave lasting no more than 3 days.

Art. 129 Accident

The employer is required to insure the personnel subject to the mandatory insurance for
workplace accidents through INAIL, according to the legal provisions contained in the
Consolidated Text approved by Presidential Decree 30 June 1965, no. 1124, and its subseguent
amendments and additions.

The worker must immediately report any accident, even of a minor nature, to their employer. If
the worker fails to comply with this obligation and the employer, not being otherwise informed
about the accident, is unable to submit the required report to INAIL, the employer is exempt
from any responsibility arising from the delay.

The employer is obligated to provide workers subject to mandatory workplace accident insurance
with a wage supplement to be paid alongside the compensation recelved from INAIL, up to 100%
of the total salary, starting from the day the accident occurs.

Art. 130 Prohibition of cumulation

For personnel insured by the employer against accidents, any form of accumulation between the
benefits refating to such insurance and the benefits paid by INPS is prohibited.

Art. 131 Advance payment of INAIL allowance

In the event of a workplace injury, the employer will provide the employee, hired on a permanent
basis, with an advance on the compensation for temporary total disability according to the
normal payroll deadlines, and will request reimbursement from the insurance institution,

To recover the amount paid, the company will declare, at the time of the injury report, that it is
availing itself of the provisions of Article 70 of the Presidential Decree 30 June 1965, No. 1124,
If the INAIL (National Institute for Insurance agalnst Accidents at Work) does not recognize the
right to compensation or, in any case, does not reimburse the amount to the employer, the
advance will be deducted from the salary, in instalments.

If the employment relationship ends during this peried, the remaining amounts to be recovered
will be deducted from the final pay.

The parties acknowledge that the practical implementation of the provisions of this article is
subject to INAIL authorization. To facilitate the related procedures, the parties will notify the
Institute of the contents of this article.

Art, 132 Retention of job position

In case of certified iliness or injury, employees who are not in a probationary period or under
notice are entitied to job protection for a period of 180 days per year, defined as the period
between January 1st and December 31st.

If the employee falis ill or is injured muitiple times during the year, the related periods of absence
are curmnulative for the purpose of reaching the maximum job protection period specified in the
previous paragraph.

For fixed-term employees, job protection is lmited to the duration of the season or the
engagement period,

If, upon expiration of the period for mandatory job protection, the employee is unable to resume
work due to continued iliness, the employment relationship will be considered terminated with
the right to the full severance pay and any other dues, excluding the substitute notice indemnity.
The employee is entitled to an extended job protection period, referred to as "prolonged
comport,” in the following cases:

« Continuous illness event with uninterrupted absence or one single return to work for a period
not axceeding 61 calendar days; / '

s When there have been at least two ilinesses, each involving gontintious absence of 91 calendar
days or more; | 4




= When, at the expiration of the short comport period, the emptoyee is still i, including the
prognosis indicated in the last medical certificate, equal to or exceeding 91 calendar days.

The prolonged compeort period is:

a) For service seniority up to 3 years: 274 calendar days;

b)) For service seniority over 3 vears and up to 6 years: 411 calendar days;

¢) For service senlority over 6 years: 548 calendar days.

The aforementioned periods of job protection and the reasons for extension refer to absences
that occurred in the three years preceding each new last liiness episode. The provisions for the
job protection of workers affected by tuberculosis remain unaffected.

Once the job protection period is exceeded, if the company terminates the employment
relationship, the employee will recelve the full severance treatrment provided by this collective
contracting agreemaent in the case of dismissal, including the substitute notice indemnity.

If tha illnass continues beyond the aforementioned pericds and prevents the employege from
resuming work, the employee may ferminate the employment relationship with the right to
severance pay only. If this does not happen and the company does not proceed with dismissal,
the retationship remains suspended, except for the accrual of seniority for the purpose of notice.
Art. 133 Unpaid leave

In relation to workers who are il or Injured at work, the conservation of the job, set at a
maximum pertad of 180 days as per this contract, may be extended, upon the worker's request,
for an additional period not exceeding one hundred and twenty days, under the following
conditions:

a) The illness is not chronic, psychiatric, or oncological;

b) The worker provides regular medical certificates or hospital discharge certificates;

c) The request for the period exceeding 180 days must be made by the worker as a "generic
feave" without pay and without the right to accrue any contractual entitlements;

d) The worker has not previously availed of unpaid leave.

Workers wishing to benefit from the leave period described above must send a written request
to the company by registerad mail with acknowledgment of receipt before the expiration of the
one hundred and eightieth day of absence due to iliness or injury, and sign a declaration
expressly accepting the above conditions,

At the end of the leave period, the employer may procaed with termination of the employment.
The period of leave will be considered valid for seniority purposes in case the employment
relationship continues,

Art. 134 Oncological diseases

With refarence to patients with serious oncological pathologies certified by a medical commission
astablished at the territorially competent local health unit, the period of generic leave referred
to in the previous article will be extended even if it exceeds 120 days.

The interested parties must send the company, before the expiry of the one hundred and
twentieth day of generic ieave, the additional medical certification proving the state of health
and unsuitability to return to work, containing the days of extension granted by the attending
physician or the hospital facility,

Art, 135 Refarence to other provisions

For anything not provided for in this contract regarding illness and injury, the currant laws and
ragutations apply.

The provisions of the special regional regulations remain unchanged,

The more favourable conditions provided for by the law for the redeemed provinces remain
intact.

CHAPTER VII: MATERNITY AND PATERNITY
Art. 136 Parental protection ¢ N
During pregnancy and puerperium ot adoption or foster can y the fermale and male work @fi

the right to abstain from work:
¥  For maternity leave




a) for the two months preceding the expected date of delivery indicated in the medical certificate
of pregnancy;

) for the period between the expected date of delivery and the delivery itself;

¢) for the three months after delivery.

Alternatively, the female worker has the right to abstaln

- starting from 1 rmonth before the expected date of delivery and in the 4 months following,
provided that the specialist doctor of the health service or one contracted with it and the
competent doctor {in the case of an activity subject to health surveillance) certify that this option
does not jeopardize the health of the pregnant woman and the unborn child;

- after the birth event, the worker voluntarily chooses to do so within 5 months of the birth,
provided that the specialist doctor of the health service or an agreement with it and the
competent doctor {in the case of an activity subject to health surveillance) certify that this option
does not jeopardize the health of the pregnant woman and the unborn child;

The leave may be extended up to 7 months after the birth if the worker assigned to dangerous,
tiring and unhealthy jobs cannot be transferred to other tasks.

»  Alternative patamity leave:
means the absence from work of the working father taken as an alternative to materpity leave
for the entire duration of the same or for the residual part that would have been due to the
worker in the event of death or serious iliness of the mother, abandonment or exclusive
antrustment of the child to the father. As regards economic and regulatory treatment, the same
provisions of law and contract as those provided for maternity leave apply

¥ Mandatory paternity leave:

is understood as the absence from work of the working father for 10 days that cannot be divided
into hours and can be used even on a non-continuous basis from the two months preceding the
presumed date of birth and within the five months following. The leave can also be used in the
event of perinatal death of the child. In the event of multiple births, the leave is increased to 20
days. During the leave, the father is entitled to & daily allowance equal to 100% of the salary
paid by INPS and advanced by the employer. The teave can alse be used during maternity leave
and is also recognized to the father who uses alternative paternity leave.

#  Parental leave!:
is understood as the optional absence of the female or male worker during the first 12 years of
the child's life. This right is recognized for every child born and can be exercised by both parents
aven simultaneously for the same child,
Art. 137 Maternity leave integration
During the compuisory leave, the woarker is entitled, for a period of five months, to an integration
of the allowance paid by INPS, to be paid by the employer, at his own expense, 50 as to reach
a total amount of one hundred percent of the net daily wage to which she would have been
entitied in the case of normal performance of the retationship.
Art, 138 Breastfeeding permits
The employer must allow female workers, during the first year of the child’s life, two rest periads
during the day, which can also be combined. Only one period of rest is granted when the daily
working hours are less than 6 hours.
These rest periods last one hour each and aliow the mother to leave the workplace; they last
half an hour each and do not grant the right to leave the workplace when the worker wishes to
use the breastfeeding room or the daycare, if provided by the employer on the company
pramises. o
For these rest periods, the INPS (National Social Security Institute) is required to pay an
allowance equal to the full amount of the salary corresponding to the rest periods,
The allowance is advanced by the employer and reconciled with the amounts due to the insurance
body, in accordance with Article 8 of Law No. 903 of December 9, 1977,
The rest periods mentioned in this article are independent of normal Preaks.
The female worker alsa has the right to be absent from work during/the iliness of a child un er)




the age of 3, upon submission of a medicatl certificate.

The periods of absence mentioned in the previous paragraph are only considered for the
purposes cutlined in Article 7, last paragraph, of Law No. 1204 of December 30, 1971,

Art, 139 Part-time post-partum

In order to allow workers employed on a fuli-time indefinite basis to assist their child until the
age of thres, companies will accept, within the 3% of the workforce in the production unit, the
request made by the parent who wishes to temporarity transform their full-time employment
relationship into a part-time one, depending on the fungibility of the workers involved.

in production units employing between 16 and 33 employvees on indefinite cantracts, no more
than one worker may banefit from the reduction of working hours, The employer will consider
the requests based on the fungibility of the workers involved and the criterion of chrondlogical
priority of the submission of the requests,

The request to switch to part-time must be submitted with a 60-day notice and must specify the
pariod for which the working hours will be reduced.

CHAPTER VIII: RULES OF CONDUCT
Art, 140 Duties of the worker
The waorker must maintain behaviour that is consistent with the dutles inherent In the
performance of their activity, and in particutar:
a) absarve the working hours and comply with the formalities prescribed by the company for
attendance control;
b) carry out the assigned tasks with diligence and dedication, following the provisions of this
contract, as well as the instructions given by superiors;
¢} maintain the utmost confidentiality regarding the company's interests;
gd) not derive any profit in any manner, to the detriment of the comparny, from the tasks related
te the position assignad to them, nor engage in activities or accept duties contrary to the
obligations arising from the emptoyment refationship, in accordance with Article 8 of the Royal
Decree-Law 13 Novemnbear 1924, n. 1825
e) use polite manners with the public;
f} not return to the company premises or stay beyond the prescribed working hours, unless for
service reasons and with the company's authorization, except as otherwise provided by
applicable contractual provisions and legal regulations;
g) adhere to relationships based on the utmost respect for the dignity, rights, and sexual
condition of the person, both toward colleagues, clients, and third parties, and therefore refrain,
even due to their position, from behaviours associated with sexual harassment or systematic
and prolonged actions that confradict the above-mentioned respect;
h} comply with other internal provisions as long as they do not conflict with the terms of this
contract and applicable laws and fall within the normal attributions of the employer,
Art, 141 Disciplinary sanctions
Employee misconduct may be penalized based on the saverity of the offense with the following
actions:
a) verbal reprimand;
b) written reprimand;
c) fine not exceeding the amount of three hours of work;
d) suspension from work and pay for a pericd not exceeding five days,
No disciplinary action more severe than a verbal repritmand may be taken without prior notice
of the charges to the employee and without hearing their defence,
The notice of the charges, with the specification of the facts constituting the violation, will be
given in writing, indicating the deadline within which the employee can present their defence.
This deadline may not, In any case, be less than five days.
The notice must be issued promptly once the company bacpm s aware of the violation and the
relevant circumstances.
The employee may be assisted by a representative from the unibn to which they belon @:m
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whom they have received a mandate.

The adoption of the disciplinary action must be communicated to the employee by registered
letter within ten days from the expiration of the period assigned to the employee to present their
justifications. This communication must specify the reasons for the action. If no actlon is taken
within this period, the employee's justifications will be considered accepted.

The following actions will incur disciplinary measures such as verba! reprimand, written
reprimand, fine, or suspension:

a) unexcused absences from work for more than consecutive days, up to a maximum of five
days; abandoning the workplace without justified reason,

b) without justified reason, repeatedly delaying the start of work, interrupting it, or prematurely
ending it;

¢) not performing work with due diligence or performing it negligently;

d) causing minar damage to company property or equipment due to carelessness or negligence;
e) violating the smoking ban, where indicated with a sign or smoking In areas reserved for
customers;

f} otherwise violating the terms of this contract or cormmitting acts that damage the discipline,
morality, hygiene, and safety of the company.

Verbal and written reprimands apply to less serious violations; fines and suspensions apply to
more serious violations. The order of listing the violations does not determine their serlousness.
Typically, a written reprimand is applied for a first-time violation, and suspension for repeat
violations. In more severe cases, suspension may he applied even in the absence of a repeat
violation.

The number of fines will be donated to a social research centre to be determined.

Disciplinary actions will no longer be considered for any effect after two years from their
application,

The employee who wishes to challenge the disciplinary action taken against them may use the
conciliation procedures referred to in Article 7, paragraph 4, of Law No, 300 of May 20, 1970.
Under the law, the employee Is personally liable for any losses caused to the company to the
axtent that they are attributable to them.

Art. 142 Unjustified absences

Except In cases of legitimate impediment, for which the burden of proof always falis on the
employee, absences must be justified in writing within twenty-four hours, for any investigations.
In the case of unjustified absence, in addition to the failure to pay the salary, a fine not exceeding
five percent of the unpaid salary may be applied in the case of absences of up to three days,
and a fine not exceeding ten percent of the unpaid salary in the case of absences of up to five
days,

Art. 143 Prohibition of acceptance of tips

Tips are prohibited. Staff who solicit them in any way may be punished by the employer with
disciptinary measures pursuant to art, 138,

Art. 144 Deliveries and breakdowns

Employees are responsible for the materials and tools entrusted to them for work. Each
ermnployes must safeguard, maintain, and use this material with normal care and diligence,
aspecially when it concerns valuable and high-quality materials.

The employee designated by the employer for the delivery of materials may not refuse,

In the event of breakage or loss of fragile and unbreakable items, the employee is required to
compensate for the damage, with the amount to be determined in the territorial supplementary
agreements,

No preventive deductions may be made for this purpose by the employer. Deductions wilt be
made after the damage has been verified.

The employer is required to take all preventive measures to eliminate or at least minimize the
possibility of breakage or deterioration of materials, especially if valuable. In particular, they
rust provide employees who take charge of unbreakable materials with a cabinet equipped with
a lock.

In the case of theft attributabie to the employee, without prejudice to contractual and legal
sanctions, the employee is required to immediately compensate/for the damage, For this
purpose, the employer has the ri ht to retain any sums owed to the employee for any reas;c:n’@d\




in the case of theft by third parties, the employee must promptly report the incident to the
company, demonstrating that they used normal diligence in safeguarding the material entrusted
to them,

Art. 145 Zervice clothing set

When the staff is required to wear special uniforms, different from the traditional ones, the cost
of such uniforms shall be borne by the employer,

The special uniforms must be worn only during working hours,

The employer must provide suitable clothing for employees whose dutles involve the prolonged
use of staining, liquid, or corrosive substances, such as those warking In room cleaning, bars,
kitchens, office areas, and related equipment, as well as in laundry departments.

in the event of termination of the employment retationship, clothing, uniforms, tools, and
equipment provided must be returned to the employer. In case of loss, the employee is required
to replace or reimburse the items.

All service tools will be at the employer's expense,

CHAPTER IX: EXECUTIVE’'S AREA
Art, 146 General provisions
For anything not expressly provided for in this chapter, the contractual and legal provisions
established for employees apply to the worker with the qualification of manager.
The parties agree that with the identification of the criteria for the attribution of the gualification
of manager and with this regulation for such personnel, the provisions of Law 13 May 1985, n.
190 have been fully implemented.
Art. 147 Insurance policy
Executives are granted, through a specific insurance policy, coverage for expenses and iegal
assistance in case of civil or criminal proceedings for causes not resulting from gross negligence
or intent, and directly refated to actions connected with the performance of their dities,
The company s also required to Insure the Executives against the risk of civil Nability toward
third parties resutting from negligence in carrying out their functions,
The aforementioned insurances may be reduced, to the axtent of, by any similar benefits
provided by the Bilateral Entity EBILAV.
Art. 148 Supplementary health care
The Parties commit to establish, for the Executives covered by the scope of this contract, through
the Bilateral Entity, supplementary health assistance to the National Health Service,
Art. 149 Training and refresher courses
With reference to the specific responsibilities and the consequent need to achieve continuous
improvement of the professional skills of 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 Managers will be, as well as any travel and accommeodation costs, paid by the company
and the days themselves will be considered waorking 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 vacation allowance, paid by
the individual user.




TITLE IV: ECONOMIC TREATMENT

CHAPTER X: ELEMENTS OF REMUNERATION
Art. 150 Elements of remuneration
As & rule, the worker's salary is divided into the following components:
a) nationat base wage, including the cost-of-living allowance provided by law;
b) any supplementary salary treatments, however named, provided for each sector in the
General and Speacial Parts of this contract;
¢} any senfority increases in the amounts and with the methods provided in both the General
Part and the specific sector-related Part of this contract. For workers in public establishments,
the salary is generally composed of the service percentage, according to the measures and
methods set out in the Special Part.
Art. 151 Determination of daily wages
The daily wage is obtained by dividing the monthly wage by 26,
This index is valid for ali contractual purposes including cases of withholding for unpaid absences,
Art, 152 Determination of hourly wages
The hourly wage is obtained by dividing the wage by:
- 172 for staff with a normal scheduie of 40 hours per week;
- 192 for staff with a normal schedule of 45 hotrs per week;
- 192 for staff with a normal schedule of 44 hours per week

CHAPTER 11: NATIONAL BASIC PAY
Art, 153 National basic pay
The respective levels provided for by the personnel classification correspond to a value of
national basic pay consoclidated monthiy with the gradations and effective dates indicated below.:

Levels Current June May April November
salary 2025 2026 2027 2027
A 2.300,93 | 2,366,94 | 2.416,82 | 2.466,71 2.495,22
B 2.138 57 | 2.191,35 | 2.237,53 | 2.283,72 | 2.310,11
1 1,992,650 { 2.041,68 | 2.084 71 | 2,127,73 | 2.152,32
2 1.821,13 ¢ 1.866,07 | 1.905,40 | 1.944,73 1.967,20
mmmmmmmmmmmm 3 1.717,55 § 1.759,94 | 1.797,04 | 1.834,13 1.855,32
4 1.620,69 | 1.660,69 | 1695.69 | 1.730,69 1.750,69
5 1.519,93 ¢ 1.557,44 | 1.590,27 | 1.623,09 1.641,85
b5 1.461,49 | 1.497,57 | 1.529,13 | 1.560,69 1.578,72
6 1.440,78 | 1.476,34 | 1.507,45 | 1,538,57 : 1.556,35
7 1.350,12 | 1.383,45 | 1.412 60 | 1.441,76 1.458,42

For the staff of one- and two-star hotels and campsites with a number of licence-attendances
not exceeding one thousand twe hundred, the values of the monthly consolidated national basic

Levels Current June May April November
salary 2025 2026 2027 2027
HHHHHHHHH A 2.298,57 { 2.355,58 | 2.405,46 | 2.455,35 | 2.483,86
B 2,218,24 | 2.181,02 | 2,227,200 | 2.273,39 | 2.299,78
1 1.982,17 | 2,031,35 | 2.074,38 | 2.117,40 | 2.141,99
2 1.812,35 | 1.857,29 | 1.896,62 | 1.935,95 | 1.95842
3 1.709,80 | 1.752,19 | 1.789,29 | 1.826,38 | 1.847,57
4 1.613,98 | 1.653,98 | 1.688,98 | 1.723,98 | 1,743,98
5 1.513,73 | 1.551,24 | 1.584,07 | 1.616,89 | 1.63585
6s 1.455,81 | 1.491,89 | 1.523.45 | 1,555,010 | 1.,573,04
6 1.435,10 | 1.470,66 | 1.501,77 | 1.532,80 | A.5%0,67 ]

65




! 7 | 1.344,96 | 1.378,29 | 1.407,44 | 1.436,60 | 1.453,26 |

The reductions referred to in this paragraph do not apply to the qualifications of cook, waiter
and bartender classified at the fifth level, as well as to hostel employeess and bed and breakfast
and guesthouse empioyees,

The natlonal basic pay reported above also includes the remuneration elements listed:

- contingency allowance,

- element distinct or autonomous from the remuneration;

- E.d.r

Art. 154 Remuneration of extra and substitute workers

The definition of the remuneration for extra and substitute personnel is delegated to territorial
supplementary negotiations, with a minimum and maximum for each service depending on the
duration, taking into account the class of the establishment and local conditions,

For public establishments, this fixed compensation will be deducted from the tip percentage and
distributed among permanent waiters and extra staff, If the armount allocated to extra staff is
less than the fixed compensation, the difference will be pald by the employear, If it is higher, the
excess will be divided between the permanent and substitute staff.

In the absence of the regulations mentioned in paragraph 1, and without prejudice to any more
favourable conditions in force, the all-inclusive gross hourly compensation, based on a minimum
service of four hours, is set at the following rate:

Levels Euro .

a 14,88

= 14,16

63 13,56

6 13,39

7 12,53 wwwwwwwwwwwwwwwwwww it

The hourly compensation defined here includes the effects derived from all direct and indirect
economic provisions, determined by national and/or company and/or territorial agreements,
including the accruals for the thirteenth and fourteanth monthly payments, as well as saverance
pay.

Extra personnel hired at beach resorts for tempaorary sarvices, reinforcements, or replacements
are entitled to a salary increase of 20 percent.

Art, 155 Seniority increments

All employees will be granted six three-year increments for the seniority of service provided
without interruption of the employment relationship within the same company or corporate group
{defined as the group of companies controlled by the same parent company), unless otherwise
specified for the collective catering sector.

The amaounts of the increments are determined in figures for each classification level, in the
following amounts:

Laevels Euro
A 40,80
B 39,25
1 37,70
2 36,15
3 34,86
4 33,05
5 32,54
6s 3125
6 30,99
7 30,47




Upon the accrual of a new increment, the amount of the accrued increments is calculated based
on the aforementioned values without the payment of arrears for the increments accrued for the
pravious period.
If, during the three-year peripd between one increment and the next, there have been
promotions to a higher level, the amounts for the previous increments will be recalculated based
on the new value at the time of the accrual of the new increment, without the payment of arrears
for the previous period.
The methods for coordinating the above-mentioned regutations with those specifically provided
for in this CCNL are defined for each sector in the Special Part of this contract,
Art, 156 Thirteenth month's salary
Unless otherwise provided for each sector in the Special Part of this contract, on the occasion of
the Christrmas holidays, afl employees will receive a bonus equal to ene month's salary currently
in effect (national base wage, any seniority increments, any third element or additional provinciat
quotas, and any company-integrated salary treatments, however named), excluding family
allowances.
In the case of reduced work performance and/or employment relationships that began and/or
ended during the year; for the purpose of calculating the thirteenth-month payments, fractions
of the month will be aggregated. The sum thus obtained will result in the payment of a monthly
pro-rata for every thirty calendar days, as well as for any residual fraction of fifteen days or
more. Fractions of fewer than fifteen days will not be considered, From the amount of the 13th-
month salary, the pro-rata for periods of unpaid leave for reasons provided by this contract will
be deducted, unless otherwise specified by law and/or contractual provisions, including for public
establishments, as provided for in the Special Part regarding the integration of sick leave
benefits.
Maternity and paternity leave periods will be counted for the full accrual and payment of the
thirteenth manth.
Art. 157 Fourteenth month's salary
All employees will receive one month's salary as of June 30 of each year (national base wage,
any seniority increments, any third element or additional provincial quotas, any company-
integrated salary treatments, however named), excluding family allowances.
The vacation bonus must be paid with the salary of the month of July,
Workers will be antitled to receive the full vacation bonus in the amount indicated above only if
they have worked for the same company for the twelve months preceding July 1st.
In the case of reduced work performance and/or employment refationships that began and/or
ended during the twelve months preceding July 1st; for the purpose of calculating the pro-rata
for the thirteenth month, fractions of the month will be aggregated. The sum obtained will result
in the payment of a monthly pro-rata for every thirty calendar days, as well as for any residual
fraction of fifteen days or more. Fractions of fewer than fifteen days will not be considered.
As for the calculation of pro-rata for periods of unpaid leave, the provisions of the third paragraph
of the previous article apply.
The advance payment of the entire thirteenth and/or fourteenth-month salary in monthiy
instalments (in twelfths) is allowed (the regulation of this matter is delegated to territorial and
company-level contracting).
Maternity and paternity leave periods will be counted for the full accrual and payment of the
fourteenth menth,
Art. 158 Contingency allowance
The contingency allowance is an integral part of the remuneration:
Levels General table Smalil businesses
(public
establishments,
) beach resorts)
A 542,70 h42,19
B 537,59 537,12/
i
2

536,71 . 536,24 / 7




3 528,26 - P
4 524,94 524,64
5 522,37 522,09
65 520,64 520,38
6 520,51 520,25
A .1.218,45 218,22

Art. 159 Common rules

The thirteenth and fourteanth salary can be paid in instalments, If a formalized agreement is
reached, i.e, the stipulation of & written individual agreement between the parties, employer
and employea.




TITLE V: TERMINATION OF EMPLOYMENT RELATIONSHIP
CHAPTER I: TERMINATION

Art, 160 Termination
According to Article 2218 of the Civil Code, either party may terminate an indefinite-term
employment contract,
According to Articte 2119 of the Civil Code, either party may terminate the employment contract
before the expiration of the term if it is a fixed-term contract, or without notice if the contract is
indefinite, in the event of a cause that prevents the continuation, even temporarily, of the
relationship (just cause).
Art, 161 Notice
For both dismissal and resignation, the notice periods are as follows:

a) up to 5 vears of completed service:

Levels 00 Notice
AgndB 4 months
1 | 2 months
Zand3d 1 months
4 and 5 20 davys
&5, 6 and 7 15 days

a) over 5 years and up to 10 years of completed service;

Levels Notice »
AandB 5 months

i ‘ 3 months

2 and 3 45 days

4 and b 30 days

6s, 6apd?7 20days

by more than 10 years of completed services:

| Levels Notice
Aand B & months
1 4 tnonths
2and 3 2 months
4and 5 45 days
65, &6 and 7 20 days

During the notice period for dismissal, the employee will be entitled to an extraordinary leave of
two hours per day for procedures relating to the search for other employment,

Art. 162 Compensation in lieu of notices

The employer, in lieu of notice, may give the dismissed personnel, for the entire period of notice,
the normal remuneration unless otherwise provided for public establishmaents.

The employee will have the same obligation of compensation tawards the employer, if he resigns
without respecting the terms of notice.

The employer will have the right to recover such compensation from the resigning employee's
due wages, or fror other credits possibly in his hands depending on the employment refationship
and ewnad by the same employea,

In cases of dismissal, the notice cannot begin either during illness or during holidays. Holidays
cannot be granted during the notice period. :

CHAPTER II: SEVERANCE PAY/’"

Art. 163 Severance pay
in any case of termination of the employment relationship, t




of-service benefit,

The end-of-service benefit must be paid to the employee upon terrmination of employment.
When technical reasons arising from centralized payroll processing prevent this, the settlement
of the benefit must nevertheless ocedr no later than 30 days from the termination date.

In case of sale or transformation of the company in any way, the employee retains their acquired
tights.

The new owner is exempt from the obligation to recognize these rights if they have been pald
by the previous cwner.

in the event of the company's bankruptcy, the employee is entitled fo the notice indemnity and
the end-of-service benefit as stipulated in this contract, and their overall claim will be considered
a privileged credit within the limits and forms prascribed by law.

In the case of the employee's death, the end-of-service benefit and the indemnity in lieu of
notice will he paid to the rightful beneficlaries according to the provisions of the civil code,

Art. 164 Return of work documents

The company will return to the employee any documents belonging to them within three days
from the date of termination of the employment relationship. The employee will provide a receipt.
Upon the employee's request, the company will also issue a certificate indicating the duration of
the employee's service and the duties performed,




SPECIAL PART
TITLE I: HOTEL COMPANIES
CHAPTER I: CLASSIFICATION
Art. 165 Staff classification
Classification of Staff for the Hotel Sector:

Executives Area

Pursuant to Law No. 190 of May 13, 1985, and subsequent amendments, workers who, although
not belonging to the category of Executives, possess an appropriate academic qualification or
specialized professional training are considered "management” staff. Consequently, the following
job positions fall under this area, according to the descriptions and legal provisions:

Executive A

Waorkers in this category hold directive rotes with a high level of rmanagerial and organizational
responsibility. They contribute significantly to defining the company's objectives and play a
continuous, essential role in developing and implementing these objectives. These workers are
entrusted with managing, coordinating, and controlling various sectors and services of the
company, with a high degree of decision-making autonomy and wide discretionary powers.

- Director

Executive B ‘

Workers at this leve! have directive functions for the implernentation of corporate goals and are

responsible for business units or sectors within the company that are not highly complex, or in

cases of complex organizational sectors, they hold decision-making and operational autonomy.

The specific roles under this category include;

- Deputy Director

- Food and Beverage Manager; The person responsible for the management and planning

of all food services in complex structures with a high service level, formulating standards
for gquality, quantity, and cost,
Room Division Manager: The individual who manages, supervises, and coordinates
services such as reception, concierge, housekeeping, wardrobe, and faundry in highly
complex organizational structures, providing organizational directives and data for
management activities,

- Head of Commercial Sector - Head of Marketing Sector: The person responsible for
executive direction, organization, and planning of activities refated to program creation,
promotion, and sales, analysing the results and synthesizing preventative and final
situations.

Head of Administrative Sector - Head of Personnel Sector: Workers responsible for
managing administrative and/or personnel tasks in complex organizational structures,
analysing, controlling, and verifying administrative facts.

- Head of Purchasing Sector - Head of Supplies: Workers responsible for managing the
purchase policy across various sectors in complex structures, planning in coliaboration
with other sector heads.

- Head of Technical Sector: The individual responsible for managing the technical
instaliations within complex organizational structures, ensuring solutions and proposals
are implemented autonomously.

- Head of EDP Centre: The person who has executive responsibility for the guidelines and
programs of a data processing centre, organizing human and technical resources based
an projects.

- Head of Conference and Hoptel Event Sector: Responsible for the management,
organization, and planning of conference and event activities In a hotel, critically
analysing results and producing reports on preventative and final situations.

First Level
This level includes workers who perfarm highly professional t isks chiaracterized by initiat nd

I\x




operational autonomy. They are entrusted with, within the scope of their delegated
responsibilities, executive management duties of a general nature or responsibilities within a
Signiﬂc:ant organizational sector of the company. The specific roles in this level are:

Rastaurant Manager: Responsible for overseeing, coordinating, and managing ail
activities related to the restaurant in highly complex structures with a high level of
service. This includes collaborating on the design of the restaurant’s offerings and
promoting the restaurant through suitable marketing and external relations activities.
Reservation Services Manager: Responsible for coordinating, with a high level of
professional knowledge of the tourism sector organization, the reservation service in large
and complex  structures. They oversee the service's management, focusing on
comimunication systems and developing policies, fostering relationships with major users
and service stakeholders.

Centralized Sales Manager: Responsible for coordinating and overseeing the sales
network in large and complex commercial structures. The role involves ensuring that
commercial policies are respected and that marketing objectives are implemented.
Technical Area Manager

Systams Analyst: A worker who can carry out their activities autonomously from a
technical standpoint, even when working within a project framework, resciving and
integrating an entire business information system.

Reception and Concierge Services Coordinator

Technical Area Manager for Hotels and Tourist Villages: Coordinates and manages
reception, concierge, and housekeeping services in hotel and tourist village settings.
Head Chef responsible for coordinating rmultiple kitchens

Institutional Communication Manager: Responsible for managing the promoetional and
institutional communication activities within consortia, groupings, networks, associations,
and similar organizations.,

Other equivalent roles not explicitly listed above.

Second Level

This level includes workers who perform tasks that reqguire both initiative and operational
autonomy within the general directives they receive. They carry out coordination, controf, or
inspaction functions for departments, offices, or facilities, requiring particular professional
compeatence. The specific roles in this level are:

Reception Manager

Head Porter

Head Maitre d'hotel

Head Chef

Head Mousekeeper

Technical Systams Manager: Rasponsible for all the systems in the facility, planning both
routine and extraordinary maintenance, suggesting technical modifications to the
systams, coordinating staff activity, and overseeing other services in tourist villages,
ansuring organizational directives are implemented.

Head Bartender: Responsible for managing multiple bars operating simultaneously or
autonomously,

Reservation Cantre Coordinator

Administrative Service Manager

Personnel Service Manager

C.E.D. {Centralized Data Processing) Manager

Analyst-Programmer C.E.D.

Assistant Director: A worker who carries out coordination, liaison, inspection, and control
tasks for departments and offices, acting independently within the directives received
from the management. This worker utilizes their professional experience across various
sectors,

Sales Officer
Head Cashier: In large organizations, responsible for codrdinating and overseeing several

Independ@ntly functioning cash registers, acting autonomously within the framework of

AVt




the directives given.

Training Manager in Tourism and Hospitality Schools: Responsible for both initial training
and ongoing professional development of personnel in tourism and hospitality education,
This role involves being a tutor for trainees, apprentices, instructors, and teaching
practical subjects (e.q., dining room, bar, kitchen, reception).

Other equivalent roles not explicitly listed above.

Third Leve!

This level inciudes workers who perform tasks requiring specific technical knowledge and
adequate experience. These workers, specialized professionals, operate autonomously within
their tasks, performing work that demands a specific and adequate professional capacity
acquired through extensive theoretical and/or technical-practical training. Workers at this level
may also have the responsibility of coordinating the technical and functional activities of other
employees. Specific roles in this level are:

Other equivalent roles not explicitly listed above,

Personnel Administration Empioyee without a Supervisor
Administrative Control

Foreign Language Correspondent

Reception Secretary, Cashier, or Administration

Single Porter

Secretary with Porter Functions: A worker In companies where receplion and porter
activities are combined, performing their duties with operational autonomy, focusing
primarily on secretarial, reception, and cashier tasks rather than porter functions.
Tourist Village Reception Coordinator: Responsible for coordinating the technical and
functional aspects of the reception service in tourist villages.

Head Wardrobe Attendant: A worker responsible for managing the availability of linen
required for the service, coordinating the activities of other wardrobe attendants.
Certified Dietician

Certified Professional Nurse

Certified Physiotherapist

Healthecare Departrment Coordinator

Head Chef

Sous-Chef

Head Housekeeper

Tourist Village Housekeeping Coordinator

Foreman

Head Bartender (if the head bartender serves as the supervisor for bar services, they are
classified under Level 2)

Maitre: Includes workers performing second maitre tasks under a head of service, or
those operating in a single position, directly involved in service tasks, performing as per
instructions from bigher-level personnel,

Head Sommelier: A worker responsible for coordinating the technical and functional
activitles of multiple sommeliers {wine experts).

Head Switchboard Operator: Responsible for controlling, verifying, and coordinating the
work of switchboard operators in large organizations, including complex tasks requiring
professional  knowledge of communications and national/international tariffs and
fanguages,

Bartender

Economist or Warehouse Clerk

Night Porter

skilled Worker: A worker possessing specialized technical knowledge that allows them o
interpret diagrams and drawings, identify and evaluate faults, select appropriate
intervention methods, and carry out complex repairs and maintenance on systems and
equipment,

C.E.D. Programimet

Institutional Communication Employee without a Supervisor




Fourth Leve!

This level includes workers who, while operating autonornously, often in charge of workgroups,
perfarm specific administrative, technical, practical, or sales tasks and complementary
operations. These rojes reguire specialized knowledge, whether acquired through formal training
or experiapce. Spacific roles in this level are:

Secretary: Performs operations like data collection, processing, and correspondence
activities based on precise instructions and established procedures,

Stenotypist with Secretarial Functions

Clerical Machine Operator

Head Wardrobe Attendant

Porter (former second porter or shift porter}

Cook Head of Section {Head Chef for a specific saction)

Chef de Rang: A worker who operates directly In the dining room, handling specific
responsibilities under the direction of the head of service.

Second Housekeeper

Bartender or Barweman

Head Laundry Attendant, Dispenser, Cellar Attendant, or Coffee Maker

Foretgn Language Switchboard Operator: A worker with a strong command of foreign
languages, handling spacialized tasks for both internal and international communications,
inclieding tanff managemeant.

Garage Manager

Head Gardener

Skilled Worker: A worker who, based on provided instructions, carries out precise tasks
reflated to the maintenance, adjustment, and repair of machines, systermns, and
equipment,

Mud Therapy Technician

Massage Therapist

Murse

Beautician

Swimming Instructar with Certification

Corrective Gymnastics Instructor

C.E.D, Operator: A worker who operates at the procedural level, performing tasks within
a structured procedure, collecting data and providing technical support for pre-existing
programs following logical instructions.

Heavy Vehicle Driver: A worker certified to drive vehicles with a total weight exceeding
3,500 kg as per legal requirements.

Other equivalent roles not explicitly listed above.

Fifth Leve!
Warkers in this level possess qualified technical and practical knowledge, performing executive
tasks that require preparation and work experience. Speciflc roles in this level include:

Switchboard Operator
Teletypist

Warehouse Clerk with Manual Labour Functions

Lifeguard Assistant (former Lifeguard Seaman)

Personnel Administration Assistant: Responsible for administrative tasks such as
personnel control, cash reception, secretarlal duties, goods control, and personnel
movement, with routine responsibitities.

Bar or Restaurant Cashier
Typist

Driver with Language Skills
Driver

Gardener

Cleaner, Dry Cleaner
Laurdry Worker




Head Ironer, Seamstress, Mender or Sole Worker

Coffee Maker, Dispenser, Cellar Keeper, or Sole Worker

Night Porter or Night Watchman: Also respansible for monitoring the door and managing
customer movement during the night.

Security Guard

Waitress {(Room and Dining Service): A worker who, in addition to the traditional cleaning
and tidying tasks in rooms and common areas, also serves in the dining service.

Light Vehicle Driver: A worker who, according to legal requirements, drives light vehicles
or spacial-purpose vehicles with a total weight of up to 3,500 kg or mixed-use vehicles,
including motor vehicles fowing light trailers,

Skilled Worker: A worker who, based on detailed instructions, carries out tasks of
moderate difficulty in repairing and maintaining machines, equipment, and systems,
Demi Chef de Rang: In the event that the dining service is organized into ranks, this
worker serves as a lower-ranked chef de rang.

Cook, Waiter, Bartender: Workers in hotels or businesses with simple organizational
models and fixed menus, performing repetitive tasks in food preparation and service.
Pizza Operator: A worker preparing and cooking pre-made doughs, serving, operating
the cash register, and tidying the work area and equipment in establishments with simple
organizational structures.

Security Worker in Nightclubs or Dance Halls: Responsible for ensuring customer flow
and safeguarding the property.

Perforating ot Verifying Machine Operator or Data Entry Operator

Mud Transport Worker

Inhatation Worker

Porter Assistant: A worker who, with foreign language knowledge, executes support and
termporary replacement tasks based on precise Instructions.

Other equivalent roles not explicitly listed above.

Sixth Level (Super)
Workers at this fevel have adequate technical-practical skills and perform tasks of normal

complexity. Specific roles in this level include:

Commis de Cuisine, Dining, Room, Bar: A worker who has acquired professional
expertence or certification in performing the respective tasks.

Room Service Worker: In complex establishiments where room cleaning and tidying are
the responsibility of a single operator, this worker fulfils these duties, including
replenishing room supplies.

Other equivalent roles not explicitly listed above.

Sixth Level
Waorkers in this level perform tasks requiring basic practical training and elementary professional
knowledge. Specific roles include:

Kitchen Assistant: Assists in food preparation and cleaning the kitchen and work
envirenments.,

Self-Service, Cafeteria, Bar Counter, and Dining Room Assistant (non-diploma)

Forter

Laundry Worker

Drijver

Garage Worker

Seamstress, Mender, Ironer

Bellhop {Fioor, Salon, or Baggage Porter)

Room Attendant; A worker who performs tidying and cleaning of rooms, including
replenishing the necessary supplies.

Tourist Village Waitress
Cafeterla Worker
Valat




Healthcare Assistant
Other equivalent roles not explicitly listed ahove.

Seventh Leve!
Workers at this level perform sirnple tasks, often involving pre-equipped machines. Specific roles
include:
- Labourer or Cleaner: Warking in the dining room, kitchen, office, warehouse, or related
areas,
- Locker Room Attendant
Ironer Using Automatic Machines
- Messenger
Other equivalant roles not explicitly listed above.
Art. 166 Interns
During the training period, during the interval between school courses, the students of the hotel
schools, welcomed into the hotel companies, are not part of the staff and are therefore not
subject to any of the rules of this contract, provided that they do not provide actual service in
place of narmal employees,
Art. 167 Classification of hotel establishments
For the classification of hote! establishments, reference is made to that determined on the basis
of the current legislative provisions. All establishments are divided into the following categories:
Hotels: five stars {formetly fuxury category); four stars (formerly 1); three stars {formerly II);
two stars (formerly 1I1}; one star (formerly IV); Guesthouses: three stars (formerly 1}; two stars
{formerly II); one star (formerly II1). Inns: one star.

CHAPTER II: REGULATION OF THE EMPLOYMENT RELATIONSHIP
Art. 168 Seasonal companies
Seasanal businesses are those that have a period of closure during the vear.
Employment contracts can be fixed-term for the season or indefinite. The fixed-term contract
can be extended according to the needs of the seasonal activity cycle,
The treatment of seasonal workers is aligned with that of permanent workers; however, it is
acknowliedged that specific regulations, especially regarding working hours, may be defined at
the territorial level (taking into account the specific characteristics and needs of seasonal
businesses).
An employee with a fixed-term contract is entitied to vacation, the 13th and 14th monthly
payments, and any other benefits provided for permanent employees, in proportion to the period
of work performed, provided it is not objectively incompatible with the nature of the fixed-term
contract,
The distribution of the weekly working hours is set at six days.
For the purposes of job preservation during family leave, it is established that it is mandatory
for a period not exceeding 6 days,
The provisions related to marriage leave do not apply to seasonal businesses.
The probationary period is set at fourteen working days for all employees. Employees who have
previously worked for the same company in the same position are not subject to any
probationary period.
While maintaining the national base pay values, territorial collective agreements determine the
wage increase percentages for seasonal workers, considering the duration of the agreed-upon
season and the less favourable implications that this duration imposes on the workers, These
agreements chould algo provide for wage Increases for contracts of less than the full season
duration.
A simitar treatment, as outlined in the previous paragraphs, applies to employees hired during
the season by year-round businesses located in specific climatic or seaside areas,
The notice period for employees hired indefinitely in seasonal businesses is 15 days,
Empiloyees of seasonal businesses are entitied to a one-waylticket from the point of engagement
{or from the border station if coming from abroad). The feturm ticket reimbursement will be




granted to employees in case of dismissal during or at the end of the probationary period, or in
the case of dismissal—under a fixed-term contract—before the end of the engagement period
without just cause or due to fault by the employer.

Art. 169 Working hours

The distribution of the weekly working hours is set at five and a half days. Different criteria may
be negotiated at company level, taking into account the needs of companies and workers

Daily work is carried out in one or two shifts, Different and more functional criteria for the
distribution of daily working hours requirad by the particular nature of the hospitality business
may be negotiated by the parties at company level,

Subject to the more favourable conditions achieved, the working time is 14 hours for the dining
roam, reception and concierge staff, and 12 hours for the remaining staff.

Art. 170 Night work

The night period includes the interval between 11:30 p.m. and 6:30 a.m.

Night work hours performed from midnight to 6 a.m. will be paid with the hourly wage increased
by 25%, subject to more favourable conditions.

Night workers are entitled to the above increase of 12% since the specific nature of their
performance has already been taken into account for the purposes of classification and related
pay leveals.

However, personnel who replace night workers who are absent for weekly rest or for other
reasons are entitled to the normal increase of 25%.

Art, 171 Overtime work

Overtime during the day is compensated with the hourly wage increased by 30%.

Overtime at night is compensated with the hourly wage increased by 60%.

Overtime at night means work performed between midnight and & am.

The increase for overtime at night cannot be cumulated with the increase for ordinary night work
and the higher one absorbs the lower one,

Waork performed at night during normal working hours by personne! assigned to night services
Is not considered overtime,

Hotel personnel on duty the following morning must be excluded from overtime at night.

Hotel staff on duty the following morning will have to be exciuded from night overtime work.
Art. 172 Holidays

Staff working on hotidays are entitled, in addition to their normatl salary, to the salary for the
hours of service actually performed, with a 20% increase for holiday work.

Art, 173 Vacation

The vacation period may be extended by mutual agreement between the parties, with the
obligation to notify the relevant territorial parity commission,

It is understood that no remuneration is due for the extended vacation period.

The provisions of the second paragraph may also be applied in the case of a suspension of the
business activity jasting no more than one month due to repairs.

Art. 174 Supplementary salary treatments

Any additional salary quotas determined in the supplementary contracts and the additional
company salary quotas constitute supplementary salary treatments.

Art. 175 Accruals

In the event of reduced working hours and/or employment relationships started and/or
concluded during the year, for the sole purpose of determining the instalments of thirteenth,
fourteenth, holidays and permits, the days worked - determined in twenty-sixths - relating to
the fractions of the month not fully worked, will give the right to accrue an equal number of
twenty-sixths of an instalment of thirteenth, fourteenth, holidays and permits.

The provisions of articles 102, paragraph 8, 161, paragraph 3 and 162, paragraph 5 remain
unchanged.

Art. 176 Seniority increments

The amount of seniority increases due to each individual employee must take into account the
transitional provisions,

Art. 177 Treatment of Hiness

During the period of ilihess, thefworker will be entitled, at the n Fm { due dates of the pay
periods;




a} to an allowance equal to 509% of the salary for the days of iliness from the 4th to the 20th
and to an allowance equal to 2/3 of the salary for days of illness from the 21st onwards, paid by
the INPS pursuant to art. 74 of Law 23 December 1978, no. 833, according to the established
methods, and advanced by the employer to the worker with a permanent contract pursuant to
art, 1 of Law 29 February 1980, no, 33. The amount advanced by the employer is adjusted
against the contributions due to the INPS, according to the methods set out in arts. 1 and 2 of
Law 29 February 1980, no. 33;

b) to an integration of the allowance paid by INPS to be paid by the employer, at his expense,
50 as to reach the overall amount of:

e 75% for days 4 to 20

» 100% for days 21 and beyond,

of the net daily wage to which the worker would have been entitled in the event of normal
performance of the relationship.

The integration e dae for 180 days per calendar year, with the exception of employeas hired on
a fixed-term or seasonal confract for whom the integration will not be paid beyond the
termination date of the relationship.

For illnesses occurring over two years, the integration days must be attributed to the respective
calendar years,

The integration is not due if INPS does not recognize the allowance paid by it for any reason; if
the allowance itself is recognized by INPS in a reduced amount, the employer is not required to
integrate the part of the allowance not paid by the Institute.

The waiting period established by the National Social Security Institute is the responsibility of
the worker for the 1st day and the employer for the following 2 days. However, if the iliness is
recognized for the period exceeding the said 3 days, the entire waiting period will be the
responsibility of the employer.

Art, 178 Accident

The clerical staff, not subject to compulsory insurance by law, benefits from the same protection
with the employer’s right to assume the resulting risk himsslf or provide through a form of
insurance.

The relative allowances for said clerical staff are established with a maximum of at least 7,746.85
euros for permanent disability and 5,164.57 euros for death.

CHAPTER I1l1: LANDINGS AND TOURIST PORTS
Art. 179 Staff classification
The classification of personnel for ports and tourist landing places is as follows.

Executive A
Port Director,

Execytive B
- Daputy Port Director.

First level

- Technical or administrative manager of the port; boatswain (if the boatswain is alzo assigned
the duties of technical manager of surveillance systems and the duties of technical manager of
nautical means and design tasks, he may be classified at the higher level);

- other qualifications of aquivalent value not expressly included in the aforementioned list,

Second level

- Head of technical or administrative office;
- technical manager of surveillance systems;
- technical manager of nautical vehicles;




Third level

- Concept employae; diver-mooring operator (if the diver's duties are performed on an occasional
basis, the same will be classified at level 4); experienced specialized worker;

- control tower operator;

- other qualifications of equivalent value not expressly included in the aforementioned list,

Fourth level

- Mooring attendant with cumulation of duties (if the mooring sttendant is also assigned the
duties of control tower atfendant on & continuous basis, he will be dassified at tevel 3);
specialized worker with cumulation of duties; order clerk;

- other qualifications of eguivatent value not expressly included in the aforementicned list.

Fifth level

- Qualified worker assigned to port services, including those assisting with dock mooring;
- gardener;

- other qualifications of equivalent value not expressly inciuded in the above list,

Sixth level super
- Common worker assighed to port services;
- other gualifications of equivalent value not expressly included in the above list.

Sixth level
- Sole operator of cleaning services;
- other qualifications of eguivalent value not exprassly included in the above list.

Seventh level

- Generat servant)

- other gualifications of equivalent value not expressly included in the above list,

Art. 180 Company premises

For employees of ports and tourist landing places, ali spaces within the concession area must be
considered as company premises, including boats moored inside the port or landing place.

Art, 151 Prohibition of competition

The workar s prohibited from going on beoard vessels moored within the port or landing place
for the purposa of carrying out services and works of any nature whatsoever in competition with
the economically relevant activities carried out by the employer or by authorised third parties
within the port and/or landing place.

Art. 182 Training

The parties assign to professional training a strategic function aimed at promaoting greater and
better technical-professional qualification of workers and, in this way, the achievemnent of the
company objectives of efficiency and quality of service offered to customers.

To davalop this function, the contracting Organizations will promote the organization of initiatives
aimed at enhancing human resources through individual training and/or participation in training
courses (languages; new technologies; IT; safety at work; etc.) also by making use of the
services offered by the network of the hilateral body EBILAV,




TITLE XJ: OPEN AIR TOURIST-RECEPTION COMPLEXES
CHAPTER I: CLASSIFICATION
Art. 183 Staff classification
The classification of personnel for the open area tourist-receptive complex sector is as follows,

Executives’ Area

In accordance with law 13 May 1985, n. 190, and subsequent amendments, workers are
considered managers, based on the following declarations, wha, although not belonging to the
category of managers referred to in articies. 6 and 34 of the Royal Decree. July 1, 1926, n. 1130,
are in possession of a suitable qualification or adeguate training, specialized professional
preparation. Consequently, the qualifications specified below fall within this area, due to the
correspondence of the declarations to the indications of the law,

Executive A

This level of the executive category includes workers with managerial functions who, due to the
high tevel of managerial and organizational responsibility attributed to them, provide qualified
contributions to the definition of the company's objectives and piay, on an ongoing basis, a role
of significant importance for the purposes of the development and implementation of such
objectives. Furthermore, these workers are entrusted, in conditions of decision-making
autonomy and with broad discretionary powers, with the management, coordination and control
of the various sectors and services of the company.

- Director.

Executive B

This level of the executive category includes workers with managerial functions who, for the
implementation of the company's objectives in correlation with the level of responsibility
attributed to them, have continuous responsibility for company units whose organizational
structure is not complex or for sectors of particular organizational complexity in conditions of
decision-making and operational autonomy, namely:

- director of a campsite or tourist village in which the nature and structure of the service as well
as the simplicity of the organizational models adopted exclude the figure of category A director;
- Deputy Director of A;

- Deputy Director of Sales, Technical, Tourism and Administration.

First level

This level includes workers who perform highly professional functions, characterized by initiative
and operational autonomy and who are entrusted, within the scope of the responsibilities
delegated to them, with executive management functions of a general nature or of an
organizational sector of considerable importance of the company, namely:

- head of the commercial sector responsible for the complex of operations relating to catering
and the sale of food and various goods, meaning someone who has technical and administrative
autonomy of management;

- other qualifications of equivalent value not expressly included In the aforementioned list.

Second level
This leve! includes workers who perform tasks that involve both initiative and opearational
autonamy within the scope and in application of the general directives received, with
coordination and control or inspection functions of systems, departments and offices, for which
particular professional competence is required, namely;

- head of the commercial or service sector (catering, sale of food and various goods) without
administrative autonomy of management;

- head of technical systems;

- head of administrative service; /
- head chef; )
- other gualifications of equivalent value not expressly includedsi




Third level

This leve! includes workers who perform conceptual tasks or tasks that are predominantly
conceptual and that require specific technical knowledge and adeguate experience; skilled
specialized workers who, in conditions of operational autonomy within their duties, perform work
that requires specific and adequate professionsl skills acquired through in-depth theoretical
and/or technical-practical training; workers who, in possession of the professional characteristics
referred to in the previous points, also have responsibilities for the technical-functional
coordination of other workers, namely:

- management secretary who corresponds in foreign languages;

- worker leader who coordinates the work of workers classified at a lower level;

- warehouse worker with delivery responsibility without administrative management
responsibility;

- raception and cashler or administration secretary;

- sole chef who works in companies in which the nature, structure and complexity of the catering
service requires specific operational autonomy and adequate professionatl skills;

- concept employee;

- head of accounting office - concept employee;

- gther qualifications of equivalent value not expressly included in the aforementioned list.

Fourth level

This level includes workers who, in conditions of executive autonomy, even in charge of
operational groups, carry out specific tasks of an administrative, technical-practical or sales
nature and related complemantary operations, which require the possession of specialized
knowledge acquired in any way, namely:

- electricians' team leader, plumbers' team leader, carpenters’ team leader, painters' team
leader, bricklayers' team leader, work coordinators of workers classified at lower lavels;

- specialized worker, meaning the worker who, based on instructions, diagrams ar equivalent
drawings, carries out particularly precise interventions for the adjustment, maintenance and
repair of machines, systems and equipment;

- nurse;

- shorthand typist with secretarial functions;

- sales clerk, meaning the worker assigned to the complex of operations connected to sales;

- waiter, Chef de Rang who works in companies in which the nature, structure and complexity
of the catering service requires executive autonomy and specialized knowledge;

- other qualifications of equivalent value not expressly included in the above list.

Fifth level

This level includes workers who, in possession of qualified knowledge and technical-practical
skills, carry out executive tasks that require preparation and work practice, namely:

- switchboard operator;

- common warehouse worker;

- personnel adrministration, administrative controf, cashier reception, bar cashier, restaurant
cashier, various shop cashier, etc., secretary, customer control and personnet movement, with
order duties;

- campsite supervisor without decision-making autonomy;

- childcare supervisor without a diploma;

- typist;

- driver of motor vehicies and boats;

- agsistant shop assistant;

- person In charge of auxiliary operations, sales and catering - order clerk;

-~ bar waiter;

~ barista;

- snack counier assistant; 3
- cook, waiter who performs his/her activity in companies in wh h the nature and structure of
the restaurant service, due to the simplicity of the organizational/mod fs adopted, does not have
characteristics that require the use of professmnai figures provided fof at higher levels, operating




in these companies with a fixed menu and having the services provided simple and repetitive,
both with regard to the preparation of food and with regard to the serving of food and drinks;

- pizza chef;

- sports fields and games worker with the exception of personnel assigned exclusively to
cleaning;

- green area maintanance worker with a polson use license;

- lifeguard (upon agreement between the parties, he/she may also be assigned to beach
services);

- skilted worker, meaning the worker who, on the basis of detailed instructions, carries out work
of normal difficulty in the repair and maintenance of machinery, systems and equipment;

- person assigned to order tasks;

- team leader of fatigue and/or cleaning personnel;

- accommaodation and catering servicas worker, meaning someone who, in addition to carrying
out the traditional taskes of tidying up and cleaning accommeodation and common areas, also
works in the catering service;

- security worker, meaning someone who, within nightclubs, dance halls and similar activities,
on the basis of precise instructions, ensures the orderly inflow and outflow of custorners and
works to protect the company’s assetls;

- gther qualifications of equivalent value not expressly included in the aforementioned list.

Sixth super level

Thig level includes workers with adeguate technical-practical skills acquired in any way whao carry
out jobs of normal complexity, namely:

- kitchen commis;

- restaurant commis;

- bar commis;

- other qualifications of equivalent vaiue not exprassly included in the aforementioned list.

Level six

This leval includes workers who carry out activities that require normal practical training and
basic professlonal knowtedge, namely:

- commaon and/or generic worker;

- night and day watchman;

- entrance supervisor;

- field escort;

- kitchen commis, restaurant, bar, bar counter, self-service, canteen;

- froner;

- launderer;

- beach service worker;

- caretaker;

- tourist vilage waitress/maids, meaning the person who carries out the traditional tasks of
cleaning and tidying up the accommodation premises,

- camping waitress/maids, meaning the person who carries out the traditional tasks of cleaning
and tidying up the premises and common areas;

- reception assistant;

- other gualifications of equivalent value not expressly included in the aforementionad list.

Seventh level
This level includes workers who carry out simple actlvities even with already equipped machines,

namely:
- manual labour and/or cleaning personnel, including toiiets,

- dellvery man;
- othar qualifications of eguivalent value not expressly |pclu ed in the aforementionead list,
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CHAPTER II. REGULATION OF THE EMPLOYMENT RELATIONSHIP
Art. 184 Seasonal companies
Companies that have a perlod of closure during the year are considered seasonal.
Employment relationships can be established with a fixed term for the season or with an
indefinite term. The fixed term contract can be extended with regard to the needs of carrying
out the seasonal activity cycle.
The treatment of seasonal workers is standardized to that of permanent workers; however, it is
recognized that, especially in terms of work schedule, particular regulations can be defined at a
tarritorial level (taking into account the particular characteristics and needs of seasonal
companies).
An employee with a fixed-term contract is entitied to helidays, the 13th and 14th month's salary
and any other treatment provided for employees regulated by a permanent contract, in
proportion to the period of work performed, provided that it s not objectively incompatible with
the nature of the fixed-term contract,
The distribution of the weekly working hours is set at six days.
For the purposes of job retention for family leave, it is established that it is mandatory for a
period not exceeding & days.
The provisions relating to marriage leave do not apply to seasonal cormpanies.
The probationary perlod is established at fourteen working days for all staff. Employees who
have previously worked for the same company and with the same qualification are not subject
ter any probationary period.
Without prejudice to the values of the national basic pay, the territorial supplementary contracts
determine the salary increase rates for seasonal workers, taking into account the length of the
season agreed at that level and the consequent less favourable implications that such duration
has on workers, The supplementary contracts must also provide for percentage increases with
reference to employment relationships of a duration shorter than that of the season determined
pursuant to this article. The same treatment as in the previous paragraphs will apply to staff
hired during the seasonal periods, by companies apen all year round located in specifically
climatic or seaside iocations,
The notice period for permanent staff in seasonal companies is 15 days.
Seasonal company staff will be entitled to a one-way ticket from the point of engagement (or
from the border station if coming from abroad). The return ticket will be reimbursed to staff in
the event of dismissal during or at the end of the probationary period as well as in the event of
dismissal - in a fixed-term contract - before the expiry of the engagement term without justified
reason or due to the fault and action of the entreprenaur.
Art. 185 Working hours
The distribution of the weekly working hours Is set at five and a half days. Different criteria may
ba negotiated at company tevel, taking into account the needs of companies and workers
Daily work is carried out in oné or two shifts. Different and more functional criteria for the
distribution of dally working hours required by the particular nature of the hospitality business
may be negotiated by the parties at company level,
Subject to the more favourable conditions achieved, the working time is 14 hours for the dining
room, reception and concierge staff, and 12 hours for the remaining staff.
Art. 186 Night work
The night period includes the interval between 11:00 p.m. and 6:00 a.m,
Night work hours performed from midnight to 6:00 a.m. will be paid with the hourly wage
increased by 25%, subject to more favourable conditions.
Art. 187 Overtime work
Overtime during the day is compensated with the hourly wage increased by 30%.
Overtime at night is compensated with the hourly wage increased by 60%.
Overtime at night means work performed between midnight and 6 am.
The increase for overtime at night cannot be cumulated with the increase for ordinary night work
and the higher one absorbs the {ower one.

Work performed at night during normal working hours by persennel assigned to night services
is not considered overtime.
Hotel personnel on duty t fowing morning must be excluded frgm overtime at night.
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Art. 188 Holidays

Staff working on holidays are entitled, in addition to their normal wages, to wages for the hours
of sarvice actually performed, with a 20% increase for holiday work.,

Art. 189 Vacation

The holiday period may be extended by prior agreement between the parties with the obligation
to notify the territorially competent Parity Commission,

It is understood that no remuneration is due for the longer holiday period.

The provisions of the 2nd paragraph may also be applied in the event of suspension of company
activity for a period not exceeding one month due to repairs.

Art. 190 Supplementary salary treatments

Any additional salary quotas determined in the supplementary contracts and the additional
company salary quotas constitute supplementary salary treatments,

Art. 191 Accruals

In the event of reduced working hours and/or employment relationships started and/or
concluded during the year, for the sole purpose of determining the instalments of thirteenth,
fourteenth, holidays and permits, the days worked - determined in twenty-sixths - relating to
the fractions of the month not fully worked, will give the right to accrue an equal number of
tweanty-sixths of an instalment of thirteenth, fourteenth, holidays and permits.

The provisions of articles 102, paragraph 8, 161, paragraph 3 and 162, paragraph 5 remain

unchanged.

Art. 192 Treatment of illness

During the peried of illness, the worker will be entitled, at the normal due dates of the pay
periods:

a) to an allowance equal to 50% of the salary for the days of iliness from the 4th to the 20th
and to an allowance equal to 2/3 of the salary for days of illness from the 21st onwards, paid by
the INPS pursuant to art. 74 of Law 23 December 1978, no, 833, according to the established
methods, and advanced by the employer to the worker with a permanent contract pursuant to
art. 1 of Law 29 February 1980, no. 33. The amount advanced by the employer is adjusted
against the contributions due to the INPS, according to the methods set out in arts. 1 and 2 of
Law 29 February 1980, no, 33;

b) to an integration of the allowance paid by INPS to be paid by the emplover, at his expense,
50 as to reach the overall amount of!

¢ 75% for days 4 to 20

+ 100% for days 21 and beyond,

of the net daily wage to which the worker would have been entitled in the event of normal
performance of the relationship,

The integration is due for 180 days per calendar year, with the exceplion of employees hired on
a fixed-term or seasonal contract for whorn the integration will not be pald beyond the
termination date of the refationship.

For ilinesses occurring over two years, the integration days must be attributed to the respactive
calendar years,

The integration is not due i INPS does not recognize the aliowance paid by it for any reason; if
the allowance itself is recognized by INPS in a reduced amount, the employer is not required to
integrate the part of the allowance not paid by the Institute.

The waiting period established by the National Social Security Institute is the responsibility of
the worker for the ist day and the employer for the following 2 days. However, if the illness is
racognized for the period exceeding the said 3 days, the entire waiting period will be the
responsibility of the employer.

Art. 193 Accident

The clerical staff, not subject to compulsory insurance by law, benefits from the same protection
with the employer's right to assume the resulting risk himself or provide through a form of
insurance,

The relative aliowances for said clerical staff are established ;Nil_ a maximum of at least 7,746. 85
euros for permanent disability and 5,164.57 euros for death.




TITLE II1: PUBLIC ESTABLISHMENTS
CHAPTER I: CLASSIFICATION
Art. 194 Staff classification
The classification of personnel for the public establishments sector is as follows.

Fxecutives’ area

Pursuant to taw 13 May 1985, n. 190, and subsequent amendments, workers who, although not
belonging to the categery of managers referred to in articles, are considered managers, based
on the following declarations. 6 and 34 of the R.D. 1 July 1926, n. 1130, are in possession of a
suitable educational qualification or adequate training, specialized professional preparation,
Consequently, the qualifications specified below fail into this area, due to the correspondence of
the declarations to the indications of the law;

Executive A

This level of the manager category includes workers with managerial functions who, due to the
high level of managerial and organizational responsibility attributed to them, provide qualified
contributions to the definition of the company's objectives and play, on a continuous basis, a
role of significant importance for the purposes of the development and implementation of such
objectives, Furthermore, these workers are entrusted, in conditions of decision-making
autonomy and with broad discretionary powers, with the management, coordination and control
of the various sectors and services of the company.

- Araa manager of chain of stores;

- Director;

- Manager;

- Head of administrative catering services,

Executive B

This level of the executive category includes workers with managerial functions who, far the
implementation of company objectives in correlation with the level of responsibility assigned to
them, have continuous responsibllity for company units whose organizational structure is not
complex or for sectors of particutar organizational compiexity in conditions of decision-making
and operational autonomy.

- Deputy director;

- Canteen area manager;

- Head of personnel:

- Treasurer responsible for the purchasing sector, meaning someone who has technical and
administrative management autonomy;

- Point of sale manager (smaller stores), meaning someone who is entrusted with the executive
managemeant of a smalier store;

- Maintenance area manager.

First fevel

This level includes workers who perform highly professional functions, characterized by initiatives
and operational autonomy and who are entrusted, within the scope of the responsibilities
delegated to them, with executive management functions of a general nature or of an
organizational sector of considerable importance of the company, namely:

- Catering Superintendent;

- Catering Service Manager;

- Administrative Inspector of the chain of operations;

- Senior Management Assistant, meaning someone who has already gained significant executive
management experience in at least three distinct commercial sectors (restaurant, market, bar-
snack, services, etc.) of a public establishrment;

- Other qualifications of equivalent value not expressly included in the aforementioned list.
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Second levef

This level includes workers whao carry out tasks that involye bot initiative and oper. mnai
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autonomy within the scope and application of the general directives received, with coordination
and control or inspection functions of departments, plants and offices, for which particular
professional competence is raquired, namely:

- Canteen service director or canteen plant manager;

- Ice cream laboratory manager (former ice cream maker);

- Pastry laboratory manager, meaning the person who is responsible for supervising and
regulating personnel, supervising the use of raw materials, tools and machinery and who has at
least three workers under his command, excluding apprentices;

- Administration manager (former company secretary with a diploma and conceptual duties);

- First maitre or head of room service;

- Canteen inspector;

- Technical systems manager;

- Head chef P.E. and collective catering;

= Chief accountant;

- Catering customs operator or attornegy;

- Catering office manager;

- Cataring supervisor;

- First barman P.E.;

- Head bartender, meaning the person in charge of bar counter services;

- Head pastry counter clerk, meaning the sales assistant who supervises the services of the
relevant shop or department attached to a public establishment, as the owner does not
continuousty attend to sales, and who has qualified employees of the lower categories under his
command;

- Detivery warehouseman or bursar, meaning the person who has the technical-administrative
responsibility of the warehouse by coardinating the activity of other common warehousemen;

- Central catering cashiar:

- Head C.E.D.;

- Analyst - C.E.D. Programmer;

- Management assistant, meaning the person who supervises the executive management of a
commerciat sector of a public establishment;

- Other qualifications of equivalent value not expressly inciuded in the aforementioned list.

Third leve!

This level includes workers who perform conceptual taske or tasks that are predominantly such
and reguire specific technical knowledge and adequate experience; skilled specialized warkers
whao, in conditions of operational autonomy within their duties, perform work that requires
specific and adequate professional skills acquired through in-depth theoretical and/or technical-
practical training; workers who, in possession of the professional characteristics referred to in
the previous points, also have responsibilities for the technical-functional coordination of other
workers, namely:

- Administrative control;

- Sole barman;

- Assistant head chef;

- Sole chef;

- First pastry chef,

- Head worker;

- Frozen and/or pre-cooked canteen manager;

- Catering department manager;

- Catering assistant or deputy or assistant supervisor;

- Experienced skilled worker, meaning a worker with technical-speciatist knowledge that aliows
him to interpret diagrams and/or drawings, identify and evaluate faults, choose the sequence
and methods of intervention, the means of execution, as well as carry out interventions of a high
degree of difficulty for the adjustment, repair and maintenance of complex systerms and
equipment;

- Maitre {the new qualification of Maltre includes those workers who perform tasks of second
Maltre subordinate to a head of service and those who in a singlg position, directly invelved in
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the work phase, operate in the dining room according to specific instructions received from
higher-level personnel or directly from the manager);

- Dietician;

- Sommelier, meaning a person who has precise and complete knowledge of all types of national
and foreign wines;

- CLE.D. programmer;

- Manager of the chain commercial catering service {characterized by multiple locations with
logo identity and standardization of product and operational processes) meaning the person who,
subordinate to the Management of the point of sale, directly involved in the work phase, operates
according to specific instructions, in conditions of operational autonomy and technical-functional
coardination of other workers;

- Other gualifications of equivalent value not expressly included in the aforementioned Hst.

Fourth level

This level includes workers who, in conditions of executive autonomy, even in charge of
operational groups, carry out specific tasks of an administrative, technical-practical or sales
nature and related complementary operations, which require the possession of specialized
knowtedge however acquired and namely:

- Secretary, meaning the worker who, on the basis of precise and detailed instructions in
compliance with the established procedures, carries out surveying, processing and
correspondence activities;

- Mead chef;

- Non-batch kitchen cook, meaning someone who, regardless of whether he or she works in one
ar more batches, ansures the kitchen service;

- Gastronome;

- Waiter for wines, appetizers, carver;

- Barman;

- Restaurant chef de rang;

- Restaurant waiter;

- Second pastry chef;

= Canteen team leader;

- Tea crearm maker;

- Pizza maker;

- Shorthand typist with secretary functions;

- Other orderly employees;

- Foreign language switchboard operator, meaning someone who, having a good and specific
knowledge of forelgn languages, is able to perform specialized services not only for internal
communications but also for international ones, also determining the rates;

- Drivars of heavy vehicles, meaning that worker who, in possession of the requirements
provided by law, is assigned to drive vehicles with a total weight when fully loaded exceeding
3,500 kg

- Specialized worker, meaning that warker who, based on instructions, diagrams or equivalent
drawings, carries out particularly precise interventions for the adjustment, maintenance and
repair of machines, systems and eguipment;

- Specialized worker assigned to the repair of food and drink vending machines, meaning that
worker who, basad on instructions, diagrams or egquivalent drawings, carries out particularly
precise interventions for the adjustment, maintenance and repair of food and drink vending
rmachines;

- C.E.D. operator - Console gperator;

- Other qualifications of equivalent value not expressly included in the aforeamentioned list.

Fifth level

This level inctudes workers who, in possession of qualified knowledge and technical-practical

skills, carry aut executive tasks that require prepatration and work ractice, namely:

- Tablottist and brander;

- Cashier at a bar, restaurant, self-service, diner, pastry s op, ce cream shop; (_20
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- Cashier at a company canteen with collection functions;

- Teletype operator;

- Common warehouse clerk;

- Switchboard operator;

- Cellar operator for frozen or pre-cooked products;

-~ Third pastry chef;

- Typist;

- Other order clerks;

- Dispenser;

- Cellar clerk;

- Ice cream shop, pastry shop counter clerk, meaning sormeone who mainly carries ouf sales
pperations in the shop or in the department attached to a public establishment because the
ownear does not normally attend te the sale;

- Diner counter clerk, statlon kiosk;

- Skilled worker, meaning a worker who, based on detailed instructions, carries out work of
normal difficulty in the repair and maintenance of machines, systems and equipment;

- Station forklift driver and/or person in charge of selling various goods on the platforms;

- “Sfoglina”, meaning a person who prepares fresh pasta, tortellini, ravioli, etc.;

- Person in charge of withdrawing and depositing money from food and drink vending machines;
- Person in charge of foading food and drink vending machines and carrying out minor repairs
and maintenance;

- Goods control:

- Bar, snack bar, self-service waiter;

- Demi-chef de rang where the dining room service is organised in ranks;

- Barista;

- Non-delivery cleakroom attendant;

- Catering fitter;

- Catering truck driver;

- Second cook In the company canteen, meaning the person who, subordinate to a cook and/or
in his absence, prepares meails based on the work already arranged;

- Operator of drilling and/or checking machines;

- Security guard;

- Driver of light vehicles, meaning the worker who, in possession of the requirements provided
by law, is assigned to the driving of special-use or specific-transport motor vehicles or motor
vehicles, with a total full-load weight of up to 3,500 kg, motor vehicles for mixed transport and
cars towing light trablers, motorcycles with an unladen weight of more than 400 kg;

- Pizza operator, meaning the worker who carries out his/her activity in companies in which the
nature and structure of the catering service, due to the simplicity of the organizational models
adopted, or due to the standardized operating processes, does not have characteristics that
require the use of the professional figures provided for st higher levels, since, on the basis of
the specifications provided and limited recipes, he/she takes care of the preparation and cooking
of pre-prepared dough, the administration, the cash register operations and the rearrangement
of the workstation and the related equipment;

- Security officer, meaning the person who, within nightclubs, dance halis and similar activities,
on the basis of precise instructions, ensures the orderly inflow and outflow of customers and
works to protect the company's assets;

- Other qualifications of equivalent value not expressly included in the aforementioned list.

Sixth level super
This fevel includes workers with adequate technical-practical skills, however acquired, who carry \
out jobs of normal complexity, namely:
- Kitehen, dining room and bar commis with a diploma or who has, in any case, acguired several
years of experience or work practice in the execution of the related tasks;

- Canteen service worker, meaning a worker with promiscuous and fungible tasks, who
participates in the preparation of food with significant help in the kitchen, in its distribution and
takes care of the cleaning, tidying and rearranging oft the rooms, systems, supplies and
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equipment of the canteen, who has completed one year of seniority in the sector;
- Other qualifications of equivalent value not expressly included in the aforementioned list.

Sixth level

This level includes workers who carry out activities that require normal practical training and
basic professional knowledge, namely:

- Buffet station and pastry packer;

- Second pastry counter assistant, meaning someone whose mixed services, carried out under
the directives and controf of the emplayer or of qualified personnel of a higher category, are not
predominantly sales, but packaging, delivery of goods, tidying up the counter;

- Kitchen, dining room, canteen, self-service commis (including former P.E. assistants in
general);

- Bar commis (former barista assistant), meaning someone who performs assistance tasks with
respect to higher category personnel, with the exception of those activities that are related to
the use of coffee machines and the operations of dispensing alcoholic or super-alcoholic
beverages;

- Ironer;

- Laundress;

- Night watchman;

- Cantean worker with less than one year of seniority in the sector;

- Non-barista coffee makers;

- Catering loader;

- Catering track assistant;

- Catering preparer;

- Delivery worker with or without means of transport with collection of vouchers;

- Custorner cloakroom attendant {dresser);

- Other qualifications of equivalent value not expressly included in the aforementioned list.

Seventh level

This level includes workers whao carry out simple activities even with already equipped machines,
namely:

- Labour and/or deaning staff assigned to the dining room, kitchen, office, warehouse and
related equipment (including the interiors of kitchens, bars and restaurants);

- Catering waorker;

- Motorcycte driver;

- Other qualifications of eguivalent value not expressly included in the aforementioned list,

1. Application provisions
The qualification of head presupposes the presence of lower-qualified employees,
In each establishment, the number of bar commis (formerly bartender assistants) cannot exceed
the following proportions:
- public establishment with 2 to 5 bartenders: one bar commis (formerly bartender assistant)
for every two bartenders;
- public establishment with 6 or more bartenders: 1 bar commis (formerly bartender assistant)
for every 3 bartenders.
For the purposes sef out above, the head bartender must also be considered when calcuiating
the number of bartenders, provided that he carries out his activity at the counter.

CHAPTER II: REGULATION OF THE EMPLOYMENT RELATIONSHIP
Art. 195 Seasonal companies
The probationary period is set at 10 working days for all staff.
Staff who have already served in the same company are excluded from the probationary period,
The reimbursement of the return ticket will be due to staff ip"ghe gvent of dismissal during or at




the end of the probationary peried, as well as in the event of dismissal, in the fixed-term contract,
before the expiry of the term of engagement without justified reason or due to the fault and
deed of the operator,

Without prejudice to the more favourable conditions in place as a result of the provincial
supplementary agreements, staff of public establishments will be entitled to increased
remuneration of:

- 20% for engagement up to one month;

- 15% for engagement up to two months;

- 8% for engagement over two months until the end of the season.

If the employer, for just cause, is forced to close the business early or reduce the staff, the
employees will be entitled to compensation equal to half of the salary that they should have
recaeived under the fixed-term contract, unless they provide other similar employment for the
same duration and the same salary.

In the avent of an epidemic or other similar causes, which force the emplover to close or reduce
the staff, the decision on compensation will be delegated to the territorial trade union
organizations and in the event of dissent o the national ones.

The employee with a fixed-term contract is entitled {o holidays, the thirteenth- and fourteenth-
manth’s salary and any other treatment provided for employeeas with a permanent contract, in
proportion to the period of work performed, provided that It is not objectively Incompatible with
tha nature of the fixed-term contract. The compeansations that, pursuant to the previous articles,
rmust be paid to personnet paid in whole or in part on a percentage basis will be adjusted to the
remuneration of percentage workers.

Art. 196 Working hours

The distribution of the weekly working hours is set at five and a half days. Different criteria may
be negotiated at company level, taking into account the needs of companies and workers.

Daily work is carried out in one or two shifts, Different and more functional criteria for the
distribution of daily working hours reguired by the particular nature of the hospitality business
may be nagotiated by the parties at company level.

Art. 197 Night work

The night period includes the interval between 11:00 p.m. and 6:00 a.m.

Night weork hours performed from midnight to 6:00 a.m. will be paid with the hourly wage
increased by 25%, subject Yo more favourable conditions.,

Art. 198 Qvertime work

Overtime during the day is compensated with the hourly wage Increased by 30%.

Overtime at night is compensated with the hourly wage increased by 60%.

Overtime at night means that performed between 12 am and 6 am.

The increase for overtime at night cannot be cumulated with the increase for ordinary night work
and the higher ong absorbs the lower one.

For persannel paid with the percentage of service, the compensation for overtime is given by
the percentage itself and by the increases calculated on the hourly portion of the wage
established for percentage workers,

Art. 199 Holidays

Staff who work on holidays are due, in addition to their normal remuneration, that for the hours
of sarvice actually performed, with a 20% Increase for holiday work.

Staff paid in full or in part with the percentage of service, in the event of failure to perform work
due to holidays and in the event of absence on the same holidays due to illness, injury,
pregnancy or puerperium and weekly rest, will receive from the employer a day's remuneration
calculated on the basis of the remuneration established for percentage workers.

It staff paid in full or in part with the percentage of service perform their work on the
aforementioned holidays, they will receive compensation equal to a day's remuneration
calculated on the basis of the rermuneration for percentage workers, in addition to the normal
remuneration for the hours of work actually performed integrated by the 20% increase caiculated

on the remuneration for percentage workers adjusted to howrs of work,
Art. 200 Vacation
Staff paid only with the percentage of service will be phid the remuneration calculated on the
basis of the remuneration for percentage workers, ! o
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The aforementioned staff paid with a mixed system will be paid the difference between the fixed
part of the remuneration calculated on the basis of the remuneration for percentage workers.
Art, 201 Supplementary salary treatments

Any additional salary quotas determined in the supplementary contracts and the additional
company salary quotas constitute supplementary salary treatments,

Art. 202 Remuneration for category III and IV exercises

For 3rd and 4th categary public establishments, the basic wages will be reduced by the following
rounded amounts;

Levels Euro
A 5,68
B 5,16
1 5,16
2 4,39
3 3,87
4

5

6

3,36
3,10

Art. 203 Service percentage
The percentage of service must be paid within the minimurn and maximum limits established in
the following articles, through distribution scores to be determined with the territorial
supplementary contracts.
Art, 204 Service percentage for restaurants and similar
For restaurants and similar businesses referred to in point 11, letter a) of art. 1, the minimum
and maximum percentages of service are as follows:
a) in extra establishments from 12 to 15%;
b} in first-class establishments from 11 to 13%;
c¢) in second and third-class establishments from 11 to 12%;
d) in fourth-class establishments (inns with kitchens) 10%.
Art. 205 Service percentage for bars, cafés, and similar establishments
For bar, café and similar businesses, referred to in point II1, letter a) of art, 1, the minimum and
maximum service percentages are as follows:

a) in extra establishments from 18 to 22%;
b) In first- and second-class establishments from 16 to 20%,
) in third class establishments from 14 to 17%,;
d) in fourth class establishments 10%.
In wine shops and flask shops the percentage will be 12%, in beer houses 17%,
In premises used for billiards - whatever their category - the service percentage will be 15%.
Art. 206 Service percentage for banquets and related services
For banquets and any other similar service of no less than 10 people, provided that they have
this characteristic, the single service percentage for all premises will be 12%.
The assignment of a part of the aforementioned percentage to internal staff is permitted in the
amount established by the territorial supplementary contracts.
Art. 207 Percentage calculation systems
The percentage will be applied according to the employer's criteria:
a) with the additional system, in which case the tablekeeper collects the service percentage
directly from the customer at the time of presentation of the bill;
b) or with the global system, that is, including the amount of the service percentage in the price
of the consumption,
- In this last case, the service percentage must be liquidated by /appl ing to the gross proceeds of
the consumption the measure of the percentage appropriately/redyced according to the following
Table which equally guarantees the payment of the net perdentage established by contr. ct
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% ot net in the additionat systeam % of grosgwiuﬁwgﬁgwglobal system
10% _ corresponding to 9,10%
11% corresponding to 9,99%
12% corresponding to 10,72%
13% corresponding to 11,51% N
14% corresponding to 1.2,29%
15% corresponding to 13,05%
16% corresponding to 13,80%
17% corresponding to 14,53%
18% corresponding to 15,27%
19% corresponding to 15,97%
""" 20% | corresponding to 16,67%
21% corresponding to 17,36%
AAAA 22% corrasponding to 18,03%

When the service charge Is collacted by the employer, it must be paid to the staff no {ater than
the and of each month with a maximum tolerance of 4 days, unless it is agreed between the
staff and the employer that the payment is made weekly or evening,

Art. 208 Various provisions

The service percentage referred to in the previous articles must be applied to the net number of
accounts relating exclusively to consumption,

The sarvice percentage must be paid In advance by the emplover for accounts that remain
pending for more than one month, with the exception of accounts of persons who have become
proven insolvent.

For home services, in the territorial supplementary contracts, a fixed fee may be established for
the service providers who take part in them, where this system is in use.

Any obligation to provide tableware by waiters is abolished.

Art, 209 Percentage per family member employer

In establishments where table service is also carried out by family members of the employer,
who are employed as actual workers subject to the same working rules as other personnel, the
percentage of service will also be due to them in the amount due toe the dependent percentage
accountant. ‘

Art. 210D Fconomic treatment of maitres and bead waiters’ percentage

In addition to the service percentage, the maitres or head waiters will be paid a fixed monthly
supptement to be established in the territorial supplermentary contracts,

The participation of the maitres or head walters in the percentage rermains that agreed upon at
the territorial level both where the glabal percentage is used and where the individual percentage
is used so that they do not receive less than 5% nor more than 20% in addition to what is due
to each waiter.

The maitres or head waiters cannot be hired in numbers greater than 1 for every 4 waiters for
extra establishments and 1 for every & waiters for first-class establishments,

It extra- and first-class establishments where fewer than 4 waiters or fewer than 6 walters are
employed respectively, a maitre or head waiter |s permitted.

At the territorial levei, the interested organizations will be able to establish the presence of head
waiters also in second-class establishments.

Art, 211 Faculty of option for the percentage-based table staff

The table staff has the right to opt for a fixed salary instead of a percentage of service,

With the transition to a fixed salary, the aforementioned staff is entitled to the national base
salary provided for in the general part table and to all other economic and regulatory treatments
provided for in this contract and in the territorial and/or company supplementary contracts for
staff paid a fixed salary of the sarne salary level. {

The option for a fixed salary is exercised by the campan& t
the table staff, to he communicated to the employer by me
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the workers concerned, within the first half of the month.
The transition to a fixed salary will take place from the 1st day of the month following that of
the communication to the employer,
The option referred to in this article is exercised definitively and the transition to a fixed salary
is irrevocable.
Art, 212 Additional monthly payments
Staff paid with a percentage of service will be paid the thirteenth month's salary in full and the
fourteenth month's salary in the amount of 70%.
Art. 213 Settlement of regulatory treatments for percentage-based employees
The lguidation of the regulatory benefits provided for in this contract for personnel paid in full
or in part with the percentage of service will be based on the remuneration in force provindiatly
or at the company level relative to the level of membership (national base pay, any third
elements, any supplementary company salary treatments, any seniority Increases).
For persannel paid in full or in part with the percentage of service, the compensation in lieu of
notice will be calculated on the basls of art. 2121 of the civil code in the text amended by law
no, 297/1982, while the severance pay will be calculated on the basis of the criteria set out in
the aforementioned taw no. 297/1982.
Where this is in no way possible, taking into account the particular characteristics of this
remuneration system, sald compensation wili be calculated on the remuneration set out in art,
225 and with the same criteria and methods set out for personnel paid in a fixed amount and in
particular with regard to the severance pay.
Art. 214 Treatment of iliness
During the period of iliness, the worker will be entitled, at the normal due dates of the pay
perieds;
a) to the sickness benefit to be paid by INPS in the amount of 80%, including the
benefit charged to the same Institute by art, 74 of Law 23 December 1978, na.
833, and the related integration referred to in Ministerial Decree 1 February 1957
and Ministerial Decree & August 1962, for which employers are required to pay
the aforementioned Institute the expeacted additional rate of 0.77%. Pursuant to
art, 1 of Law 29 February 1980, no. 33, the aforementioned benefit is advanced
by the employer to the worker with a permanent contract and is adjusted with the
contributions due to INPS according to the methods referred to in arts. 1 and 2 of
the same law of 29 February 1980, n. 33;
b} to the normal remuneration to be paid by employers for the first 3 days of iHiness
(waiting period) if the duration of the illness exceeds five days.
Art, 215 Accident
In the event of an accident, the employer will pay an integration of the compensation paid by
INAIL up to 100% of the salary, starting from the day the accldent occurs.
The afprementioned integration Is due in all cases in which INAIL pays the compensation
provided by law.
For the remaining personnel not subject by law to the insurance obligation, the employer must
comply with other forms of insurance against accidents at work that provide compensation in
the manner and with a minimum maximum amount as follows:
- temporary disability: to the extent, within the limits and with the rules established for the case
of iliness, considering the infirmity resulting from the acclident included in the sociai security
established by the insurance of employees at INPS;
- permanent disahility: 7,746.85 auros;
- death: 5,164.57 euros.
Art. 216 Cleaning in the premises
In establishments of particular importance, the staff will normally take care of the clesning and
preparation of the department to which they are assigned, excluding rmajor cleaning (floors and
restrooms).
In smaller establishments, such cleaning must be carried out by counter and waiting staff,
excluding floor and restroom cleaning, when there are labour staff ampng the employees.
Art. 217 Nightlife venues
Night venues are considered tp be all establishments that

ture/variety entertainment and
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dancing, with clasing hours extending into the early morning without restrictions,

Art, 218 Service percentage

in night clubs, the percentage will be 16% for restaurant consumption and 18% for gther
consumption, it being understood that the service percentage must be applied to the net amount
of the bill relating exciusively o consumption,

For table staff, the above sarvice percentages include the increase for night work.

The methods for determining the aforementioned net amount of the consumption bill will be
astablishad in the territorial supplementary contracts.

The territorial trade union ocrganizations are also given the power to adjust the percentage of
18% indicated above with different measures of the percentage itself that operate on the entire
gross amount of the hill, guaranteeing the same revenue.

Art. 219 Meal

All establishments that sell coffee or hot drinks are required to provide staff who work during
the morning with at least one measl of coffee, milk and bread and a similar rmeal in the afternoon.
The said meal is not to be calculated for any contractual purpose.

CHAPTER XIXL: RULES FOR STATION RESTAURANTS AND BUFFETS

Art. 220 Station restaurants and buffets

This contract also applies to rallway station restaurants and buffets, subject to the provisions
contained in the Railway Specifications. If the concessionaire is obliged to carry ouf overtime
work due to sudden orders from the Railway Administration or due to sudden changes in shift
schedules, without prejudice to the maximum annual limit of 260 hours of overtime work, the
staff will be required to carry it out without any limitation of hours, except in the case that the
Labour Inspectorate finds that the extremes referred to in art. & of Regulation 10 September
1923, no, 1958 do not exist,

'
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TITLE IV: BEACH RESORTS
CHAPTER I: CLASSIFICATION
Art, 221 Staff classification
The classification of personnel for the beach resort sector is as follows.

Executives’ Area

Pursuant to Law No. 190 of 13 May 1985 and subsequent amendments, managers are
considered, based on the following declarations, workers who, although not belonging to the
category of managers referred to in Articles 6 and 34 of Royal Decree No. 1130 of 1 July 1926,
are in possession of a suitable qualification or adequate training, specialized professional
preparation. Consequently, the qualifications specified below fall into this area, due to the
correspondence of the declarations to the indications of the law.

Executive A

Workers with managerial functions belong to this level of the manager category, wheo, due to
the high tevel of managerial and organizational responsibility attributed to them, provide
qualified contributions to the definition of the company's objectives and carry out, with
continuity, & role of significant importance for the purposes of the development and
implementation of these objectives. Furthermore, these workers are entrusted with the
management, coordination and control of the various sectors and services of the company, under
conditions of decision-making autonomy and with broad discretionary powers.

- Director.

First level

This level includes workers who perform highly professional functions, characterised by initlative
and operational autonomy and who are entrusted, within the scope of the responsibilities
delegated to them, with executive management functions of a general nature or of an
organisational sector of considerable importance to the company, namely:

~ Deputy Director;

- Other gualifications of equivalent value not expressly included in the aforementioned list,

Second level!

This level includes workers who perform tasks that involve both initiative and operational
autonomy within the scope and application of the general directives received, with coordination
and control or inspection functions of plants, departments and offices, for which a particular
professional competence is required, namely:

- Inspector;

- Central cashier;

- Interpreter;

- Graduated nurse;

- Other qualifications of equivalent value not expressly included in the aforementionad list.

Third leveal

This level includes workers who perform conceptual tasks or tasks that are predominantly such
that involve particular technical knowledge and adequate experience; experienced specialized
workers who, in a condition of operational autonomy within the scope of their duties, carry out
work that involves a specific and adequate professional capacity acquired through in-depth
theoretical and/or technical-practicail training: workers who, In possession of the professional
characteristics referred to in the previous points, alsc have responsibilities for the technical-
functional coordination of other workers, namely:

~ Head lifeguard;

- Corrective gymnastics instructor;

- Forarman; .

- Other qualifications of equivalent value not expressly included An the above list,

Fourth Ievel




This level includes workers who, in conditions of executive autonomy, even in charge of
operational groups, carry out specific tasks of an administrative, technical-practical or sales
nature and related complementary operations, which require the possession of specialized
knowledge however acquired and namely;

- Secretary,;

- Specialized worker, meaning the worker who, based on instructions, diagrams or equivalent
drawings, carries out particularly precise interventions for the adjustment, maintenance and
repair of machines, systems and equipment;

- Nurse;

- Pedicurist;

- Manicurist;

- Masseur;

- Barber and hairdresser;

- Swimming instructor with certification;

= Shorthand typist with secretarial functions,

- QOther qualifications of equivalent value not expressly included in the above list,

Fifth lavef

This level includes workers who, in possession of qualified knowledge and technical-practical
skills, carry out executive tasks that require preparation and work practice, namely:

- Cashier;

- Common warehouse clerk;

- Personnel administration, administrative control, cash reception, secretarial, goods control and
personnel movement, with orderly duties;

= Lifeguard;

- Typist;

- Ticket sales clerk;

- Skilled worker (this means the worker who, on the basis of detailed instructions, carries out
work of normal difficulty in the repair and maintenance of machines, systems and equipment);
- Person in charge of orderly duties;

- Security officer, this means the person who, within nightciubs, dance halls and similar activities,
on the basis of precise instructions, ensures the orderly inflow and outflow of customers and
works to protect the company's assets;

- Other qualifications of equivalent value not expressly included in the aforementioned list.

Sixth level super

This level includes workers with adequate technical-practical skills, however acquired, who
perform jobs of normal complexity, namely:

- Mask;

- Night watchman;

- Qther qualifications of equivalent value not expressly included In the aforementioned list,

Sixth level

This level includes workers who carry out activities that require normal practical training and
basic professional knowledge, namely:

= Common worker;

- Factory or cabin or hut attendant, or in the changing rooms (commonly called lifeguard);

- Laundry man;

- Other qualifications of equivalent value not expressly included in the aforementioned list.

Seventh level
This level includes workers who carry out stmple activities, even with machines already equipped,

namely:
- Custorner cloakroom attendant, )
- Parson exclusively responsible for cleaning, including toilets;

- Other qualifications of equivalent value not expressly include -the above list,




CHAPTER I1: REGULATION OF THE EMPLOYMENT RELATIONSHIP
Art, 222 Fixaed-term contracts
The probationary period is set at ten working days for all staff, Staff who have already served In
the same company are excluded from the probationary period.
Tha raimbursernent of the return tickat will be due to staff in the event of dismissal during or at
the end of the probationary period, as well as in the event of dismissal, in the fixed-term contract,
before the expiry of the term of engagement without justified reason or due to the fault and
action of the operator.
If the employer, for just cause, is forced to close the business early or reduce the staff, the
employees wili be entitled to compensation equal to half of the salary that they should have
recetved under the fixed-term contract, uniess they provide for another similar job for the same
duration and the same salary,
In the event of an epidemic or similar causes of force majeure, which force the employer to close
or reduce the staff, the decision on the compensation will be delegated to the provincial trade
union associations and in the event of dissent to the national ones.
The employee with a fixed-term contract is entitied to holidays, the thirteenth- and fourteenth-
month's salary and any other treatment provided for employees regulated by a permanent
contract, in proportion to the period of work performed, provided that it is not objectively
incompatible with the nature of the fixed-term contract.
The treatments that, by virtue of the previous articles, must be paid to personnel paid in whole
or in part by percentage will be adjusted to the remuneration referred to in art. 225.
Art. 223 Distribution of working hours
The normal duration of the actual weekly work is set at 40 hours for clerical staff and 44 hours
for non-clerical staff.
The daily working hours de not include the midday break to be spent in the company, the
duration of which cannot be lass than two hours
The distribution of the weekly working hours is set at six days.
Art. 224 Overtime work
Overtime during the day is compensated with the hourly wage increased by 30%.
QOvertime at night is compensated with the hourly wage increased by 60%.
Cvertime at night is defined as work performed between midnight and & am.
The increase for overtime at night cannat be cumulated with the increase for ordinary night work
and the higher one absorbs the lower one,
Work performed at night during normal working hours by personnel assigned to night shifts is
not considerad overtime.
For personnel paid with a percentage of earnings, the compensation for overtime is given by the
percentage itself and by the Iincraases calculated on the hourly portion of the wage.
Art, 225 Holidays
Staff working on holidays are entitled, in addition to their normal wages, to wages for the hours
of service actually performed, with a 20% increase for holiday work,
Art, 226 Supplementary salary treatments
Any additional salary quotas determined in the supplementary contracts and the additional
company salary quotas constitute supplermnentary satary treatments.
Art. 227 Reduction of basic pay for third and fourth category beach establishments
The reductions in the basic pay envisaged for the public establishments sector apply to
employees of beach establishments classified as 3rd and 4th category, unless otherwise
established by specific provincial agreements within the validity of this national labour contract,
The application of the aforementioned reduction to emplovees of beach establishments providing
bar, restaurant and similar services remains confirmed,
Art. 228 Treatment of illness
During the petriod of ilness, the worker will be entitled, at the normal due dates of the pay
periods:
a) to an allowance equal to 50% of the salary for the days of iliness from the 4th to the 20th
and to an allowance equal to 2/3 of the salary for days of illness from the2lst onwards, paid by
the INPS pursuant to art. 74/or Law 23 December 1978, no, 833, according to the established
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methods, and advanced by the employer to the worker with a permanent contract pursuant to
art. 1 of Law 29 February 1980, no, 33, The amount advanced by the employer is adjusted
against the contributions due to the INPS, according to the methods set out in arts. 1 and 2 of
Law 29 February 1980, no. 33!

b} to an integration of the sickness benefit paid by INPS equal to 28% of the salary, to be paid
by the employer;

¢) to the normal salary for the first 3 days of iliness (waiting period), by the employer, provided
that the employee has reported the illness to his employer within the deadline.

As a further and definitive integration of the sickness benefit referred to in the previous letter
a), no deductions shall be made for the instalments of Christmas bonuses and holiday bonuses
relating to periods of iliness,

The integration provided for under b) is not due if INPS does not recognize the benefit at its
axpense for any reason; if the benefit itself is recognized by INPS in a reduced amount, the
employer is not required to integrate the part of the benefit not paid by the Institute,

Art. 229 Accident

In the event of an accident, the employer must pay an integration of the compensation paid by
INAIL up to 100% of the salary, starting from the day the accident occurs,

The aforementioned integration is due In all cases in which INAIL pays the compensation
provided by taw.

For the remalning personnel not subject by law to the insurance obligation, the employer must
comply with other forms of insurance against accidents at work that provide compensation in
the following ways and with a minimum maximum amount;

- temporary disability: to the extent, within the limits and with the rules established for the case
of illness, considering the infirmity resulting from an accident, included in the social security
established by the insurance of employees at INPS;

- permanent disability: 7,746.85 euros;

- death: 5,164.57 euros.




TITLE V: DAY HOTELS
CHAPTER I: CLASSIFICATION
Art. 230 Staff classification
The classification of personnel for the daytime hotel sector is as follows,

Executives’ Area

Pursuant to Law No, 190 of 13 May 1985 and subsequent amendmenis, managers are
considered, basad on the following declarations, workers who, although not belonging to the
category of managers referred to in Articles & and 34 of Royal Decree No. 1130 of 1 July 1926,
are in possession of a suitable gualification or adequate training, specialized professional
preparation. Conseguently, the qualifications specified below fall into this area, due to the
correspondence of the declarations to the indications of the law,

Executive A

This level of the manager category includes workers with managerial functions who, due to the
high level of managerial and organizational responsibility attributed to them, provide qualified
contributions to the definition of the company's objectives and carry out, on an ongoing basis, a
rote of significant importance for the purposes of the development and implementation of such
objectives. Furthermore, these workers are entrusted, in conditions of decision-making
autonomy and with broad discretionary powers, with the management, coordination and control
of the various sectors and services of the company.

- Director;

- Manager,

First leve/

This level includes workers who perform highly professional functions, characterised by initlative
and operational autonomy and who are entrusted, within the scope of the responsibilities
delegated to them, with executive management functions of a general nature or of an
organisational sector of considerable importance to the company, namely:

- Reputy Director;

- Other gualifications of equivalent value not expressly included in the aforementioned list.

Second level

This level includes workers who perform tasks that invoive both initiative and operational
autonomy within the scope and in application of the general directives received, with
coordination and control or inspection functions of plants, departments and offices, for which
particular professional competence is required, namely:

- Administration Manager (former company secretary with a diploma and conceptual duties);

- Responsible for the control of multiple departments;

- Warehouse consignee with technical and administrative management responsibility;

- Other gualifications of equivalent value not exprassly included in the aforementioned list.

Third level

This level includes workers who perform conceptual tasks or tasks that are predominantly such
and require particular technical knowledge and adequate experlence; experienced specialized
workers who, in conditions of operational autonomy within their duties, carry out work that
requires specific and adequate professional skills acquired through in-depth theoretical and/or
technical-practical training; workers who, in possession of the professional characteristics
referred to in the previous points, also have responsibility for the technical-functional
coordination of other workers, namely:

- Warehouse consignee not considered in the higher levels;

- Other qualifications of equivalent value not expressly included in the aforementioned list,

Fourth leval
This fevel includes workers wha, in conditions of executive autonomy, even in charge of




nature and related complementary operations, which require the possession of specialist
knowledge acquired in any way, namely:

- Central cashier;

- Barber;

- Mairdresser;

~ Manicure;

- Pedicure;

- Masseur;

- Visagist;

- Other qualifications of equivalent value not expressly included in the aforementioned list,

Fifth level

This level includes workers who, in possession of gualified knowledge and technical-practical
skills, carry out exacutive tasks that requirg preparation and work practice, namely!

- Commion warehouse worker,;

- Cashier;

- Hairdresser's assistant;

- Dry cleanar-cleaner, dry cleaner;

- Other gualifications of equivalent value not expressty included in the aforementioned list.

Sixth level super

This fevel includes workers with adequate technical-practical skills, however acquired, who
perform jobs of normal complexity, namely:

- Baggage deposit attendant;

- Other qualifications of equivalent value not expressly included in the aforementioned list.

Sixth level

This level includes workers who perform activities that require normal practical training and basic
professional knowledge, namely:

- Shoe shiner;

- Lifeguard;

- Shampoo assistant;

- Other qualifications of equivalent value not expressly included in the aforementioned list.

Seventh level

This level includes workers who perform simple activities even with already equipped machines,
namely:

-~ Labour parsonnel:

- Other qualifications of equivalent value not exprassly included in the aforementioned list,

CHAPTER I1: REGULATION OF THE EMPLOYMENT RELATIONSHIP
Art. 231 Fixed-term contracts
The probationary pared is set at ten working days for ail staff. Staff who have already served in
the same company are excluded from the probationary period.
The reimbursement of the return ticket will be due to staff in the event of dismissal during or at
the end of the probationary period, as well as in the event of dismissal, in the fixed-term contract,
before the expiry of the term of engagement without justified reason or due to the fault and
action of the operator.
If the employer, for just cause, is forced to close the business early or reduce the staff, the
amployees will be entitled to compensation equal to half of the salary that they should have
received under the fixed-term contract, unless they provide for another similar job for the same
duration and the same salary. )
In the event of an epidemic or simifar causes of force majeure] which force the employer to clbge




or reduce the staff, the decision on the compensation wifl be delegated to the provincial trade
union associations and in the event of dissent to the national ones.

The treatments that, by virtue of the previous articles, must be paid to personnel paid in whole
or in part on a percentage basis will be adjusted to the remuneration.

Art. 232 Working time

The distribution of the weekly working hours is set at five and a half days. Different criteria may
be negotiated at company level, taking into account the needs of companies and workers

Daily work is carried out in one or two shifts. Different and more functional criteria for the
distribution of daily working hours required by the particular nature of the hospitality business
may be negotiated by the parties at company level,

Art. 233 Night work

The night period includes the interval between 11:30 p.m. and 6:30 a.m.

The hours of night work carried out from midnight o 6 a.m, will be paid with the hourly wage
increased by 25%, subject to more favourabie conditions.

Art. 234 Overtime work

Qvertime during the day is compensated with the hourly wage increased by 30%.

Overtime at night is compensated with the hourly wage increased by 60%.

Overtime at night is defined as work performed between midnight and 6 am.

The increase for overtime at night cannot be cumulated with the increase for ordinary night work
and the higher one absorts the lower one,

Work performed at night during normal working hours by personnel assigned to night services
is not considerad overtime.

Art. 235 Holidays

Staff working on holidays are entitied, in addition to their normal wages, to wages for the hours
of service actually performed, with a 20% increase for holiday work,

Art. 236 Supplementary salary treatments

Any additional salary quotas determined in the supplementary contracts and the additional
company salary quotas constitute supplementary salary treatments.

Art. 237 Treatment of iliness
During the period of illness, the worker will be entitled, at the normal due dates of the pay
partods:

a) to an allowance equal to 50% of the salary for the days of illness from the 4th to the 20th
and to an allowance equal to 2/3 of the salary for days of illness from the 21st onwards, paid by
the INPS pursuant to art, 74 of Law 23 December 1978, no. 833, according to the established
methods, and advanced by the employer to the worker with a permanent contract pursuant to
art. 1 of Law 29 February 1980, no. 33. The amount advanced by the employer is adjusted
agalnst the contributions due to the INPS, according to the methods set out in arts. 1 and 2 of
Law 29 February 1980, no. 33;

b} to an Integration of the sickness benefit paid by INPS equal to 28% of the salary, to be paid
by the employer;

¢) to the normal salary for the first 3 days of iliness (waiting pericd), by the employar, provided
that the employee has reported the iliness to his employer within the deadline.

As a further and definitive Integration of the sickness benefit referred to in the previous letter
a}, no deductions shall be made for the instalments of Christmas bonuses and holiday bonuses
refating to periods of iliness.

The integration provided for under b) is not due if INPS does not recognize the benefit at its
expense for any reason; if the benefit itself is recognized by INPS in a reduced amount, the
employer is not required to integrate the part of the benefit not paid by the Institute.

Art. 238 Accident

1n the event of an accident, the employer must pay an integration of the compensation paid by
INAIL up to 100% of the salary, starting from the day the accident occurs.

The aforementioned integration is due in all cases in which INAIL pays the compensation
provided by law.

For the remaining personnel not subject by law to the insurance obligatjon, the employer must
comply with other forms of insurance against accidents at work that grovide compensation in
the following ways and with a rinimum maximum amount: :




- temporary disability: to the extent, within the limits and with the rules established for the case
of iiness, considering the infirmity resulting from an accident, included in the social security
aestablished by the insurance of emplovees at INPS;

- permanent disabifity: 7,746.85 euros;

~ death: 5,164.57 euros,




TITLE VI: TRAVEL AND TOURISM ENTERPRISES
CHAPTER I: CLASSIFICATION
Art. 239 Staff classification
The classification of personnel in the travel and tourism business sector is as follows:

Executives’ Area

Pursuant to Law No. 190 of 13 May 1985 and subsequent amendments, managers are
considered, based on the following declarations, workers who, although not belonging to the
category of managers referred to in Articles & and 34 of Royal Decree No. 1130 of 1 July 1926,
are in possession of a suitable qualification and adequate specialist professional training.
Consequently, the qualifications specified below fall into this area, due to the correspondence of
the declarations to the indications of the law:

Execulive A

This leve! of the manager category includes workers with managerial functions who, due to the
high level of manageriat and organizational responsibility attributed to them, provide qualified
contributions to the definition of the company's objectives and play, on a continuous basis, a
role of significant importance for the purposes of the development and Implementation of such
objectives. Furthermore, these workers are entrusted, in conditions of decision-making
autonomy and with broad discrationary powers, with the management, coordination and control
of the various sectars and services of the company.

- area manager, sole manager of several travel agencies belonging to the same company, even
if located in different locations, including travel agency networks,

Executive B

This tevel of the manager category includes workers with managerial functions who, for the
implementation of company objectives in correlation with the level of responsibility assigned to
them, have continuous responsibility for company units whose organizational structure is not
complex or for sectors of particular organizational complexity in conditions of decisien-making
and administrative autonomy:

- category A + B agency manager with technical and administrative managemant autonomy;

- manager of information systems of travel agency networks with centralized activity;

- marketing manager of travel agency networks;

- development and assistance manager of travel agency networks.

Eirst lavel

This level includes workers who perform highly professional functions, characterized by initiatives
and operational autonomy and who are entrusted, within the scope of the responsibilities
delegated to them, with executive management functions of a general nature or of an
organizational sector of considerable importance of the agency, namely:

- category A + B agency manager with subordinate technical and administrative functions;

- category B or A agency manager with technical and administrative management autanomy;

- CLE.D, manager;

assistance and aggregative development officer of travel agency networks;

C.E.D, analyst - programmer;

information systems officer of travel agency networks;

other qualifications of equivalent value not expressly included in the aforementioned list.
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Second level
This level includes workers who perform tasks that Involve both initiative and operational
autonemy within the scope and application of the general directives received, with coordination
and control or inspection functions of plants, departments and offices, for which particular
professional competence is required, namely:

- manager of a service or technical department, excluding depart ents r services with purely
executive and order-related responsibilities such as archiving, ing afd shipping;

- category C agency manager, with technical and administratiye/management autonomy;




- sales or marketing or administrative service manager;
- other gualifications of equivalent value not expressly included in the aforementioned list,

Third levaf

This level includes workers who perform conceptual tasks or tasks that are predominantly such
and involve particular technical knowledge and adequate experience; experienced specialized
workers who, in conditions of operational autonomy within their duties, carry out work that
involves specific and adequate professional capacity acquired through adequate theoretical
and/or technical-practical preparation; workers who, in possession of the professional
characteristics referred to in the previous points, also have respensibilities for the technical-
functional coordination of other workers, namely;

- booking service employee or employee for tourist services and/or rallway, air, sea and car
ticket offices, with the ability to independently construct tariffs and knowledge of languages;

- programmer with acquired ability, meaning a technical employee qualified for the creation of
programs and determination of costs for national and international travel for groups and
individuals with complete knowledge of foreign languages with or without the aid of electronic
equipment;

- commercial promoter responsible for the development and illustration of agency activities, with
proven technical experience and knowledge of at least two foreign languages;

- shorthand typist in foreign languages;

- management secretary correspondent in foreign languages;

- transiator and/or correspondent in foreign languages;

- cashier and/or currency exchange clerk:

- administrative and/or accounting clerk with acquired experience;

- employee with good knowledge of at least two foreign languages assigned to the assistance
and/or accompaniment of groups and cruises abroad;

- ¢,e.d. programmer;

- other qualifications of equivalent value not expressly included in the above list.

Fourth level

This lavel includes workers who, In conditions of executive autenomy, including those in charge
of operational groups, carry out specific tasks of an administrative, technical-practical or sales
nature and related complementary operations, which reguire the possession of specific
knowledge acquired in any way, namely:

- employee in charge of booking services, or employee in charge of tourist services and/or
railway, air, maritime and car ticket offices, including with automatic pricing means;

- amployag In charge of operational projective and/or receptive services with order duties and
knowledge of two foreign languages;

- employee in charge of advertising and acquisition of agency customers;

- employee with good knowledge of a foreign language in charge of assistance and/or
accompaniment of groups and cruises in the national territory;

- arder accountant;

- shorthand typist;

- transfer operator (assistance and reception employee at arrivals and departures);

- amployea mainly in charge of salas at the counter of already scheduled trips;

- t.e.d. operator;

- other qualifications of equivalent value not expressly included in the aforementioned list.

Fifth tevel
This level includes workers who, in possession of gualified technical and practical knowledge and
skills, carry out exacutive tasks that require practical work preparation, namely:
- hostess;

~ typist; ‘
- exclusively assigned to accounting machines;

- switchboard and/or teletype operator;

- invoice preparer;

"




- drilling and/or verification machine operator;

- archivist;

- driver;

- cash transporter;

- other qualifications of equivalent value not expressly inciuded in the aforementioned list,

Sixth level super

This level includes workers in possession of adequate technical-practical skills, however acquired,
whao carry out work of normal complexity, namely:

- personnel assigned to the manual transfer of practices, including by driving means of transport
and complementary operations;

- other qualifications of equivalent value not exprassly included in the aforementioned list.

Sixth level

This level includes workers who carry out activities that (require normal practical training and
basic professional knowledge, namaely:

- caretaker;

- porter;

- staff assigned to simple waiting tasks;

- other qualifications of equivalent value not expressly included in the aforementioned list.

Seventh level

This level includes workers who carry out simple activities even with already equipped machines,
namely:

- manual and cleaning staff;

- other qualifications of equivalent value not expressly included in the aforementioned list.

CHAPTER II: REGULATION OF THE EMPLOYMENT RELATIONSHIP
Art. 240 Duration of the weekly working time
The normal working hours are set at forty-five hours per week for the following personnel
assigned to discontinuous work of simple waiting or custody:
- custodians;
- day and night guards;
- doarmen;
- telephone operators;
- ushers and orderlies;
- transfer personnet:
- drivers;
- any other personnel assigned to discontinuous work or simple waiting and custody as per the
table approved with Royal Decree & December 1823, no. 2657, and subsequent amendments
and additions.
Telephone operators and transfer personnel will not be considered discontinuous if they perform
mixed duties,
Art. 241 Pistribution of weekly working hours
The distribution of the weekly working hours is set, according to the shifts established on the
basis of company and worker needs, usually in five days,
The day of freedom, in addition to the legal weekly rest day, may be enjoyed in a full day or in
two half days, taking into account the needs of the companies and those of the workers.
The above except for exceptions to be agreed between the parties for the high season perlods.
Wwithout prejudice to the limits of maximum duration and the provisions of this contract on the
matter, the working hours may be set by the employer both for all employees and for some of
them, harmonizing the requests of the staff with the needs of the companies.
The working shifts must be set by the employer and appear on a spegial table placed in a positign
clearly visible to all the personnel involved.




The working hours practiced in the companies must be communicated by the employer to the
Labour Inspectorate,

Art, 242 Overtime work

Overtime work during the day is compensated with the hourly wage increased by 30%.
Overtime work performed on holidays is compensated with the hourly wage Increased by 40%.
Overtime work at night is compensated with the hourly wage increased by 50%.

For workers paid in whole or in part on commission, the increase in cormnpensation for overtime
work will be computed on the hourly wage recelved, taking into account, for the calculation of
commissions, the average of tha last solar sernester or of the period of work performed, if this
is less than six months,

The various increases provided for in this article cannot be cumulated with each other,

Art. 243 Holidays

Staff working on holidays are entitled, in addition to their normal wages, to wages for the hours
of service actually performed, with a 40% increase for holiday wark.

Art. 244 Vacation

The onset of illness regularly reported by the worker and recognized by the public health facilities
competent for the territory interrupts the course of the holidays.

For service reasons, the employer may recall the worker befare the end of the holiday period,
without prejudice to the worker's right to complete said period at a later date and the right, also,
to reimbursement of expenses incurred both for the early return and for returning to the place
from which the employee was recalled.

Art. 245 Temporary mission

The company has the right to send personnel on temporary missions away from their residence.
in this case, in addition to their normal entitlerments, personnel are entitled to:

a) reimbursement of travel expenses actually incurred;

b) reimbursement of food and lodging expenses at the bottom of the list, when the duration of
the trip requires the employee to incur such expenses;

&) reimbursement of any other expenses incurred in close relation to the performance of the
mission, provided that they are authorized and proven (postal, telephone and similar);

d} a travel allowance equal to 15% of one twenty-sixth of the monthly salary for each full day
of absence; for absences of less than twenty-four hours, but more than six hours, 10% of one
twenty-sixth of the monthly salary will be due.

For personnel whose duties involve habitual travel, the amount of the travel allowance will In
any case be aqual to 10% calculated as above.

The allowance refarred to In point d) cannot be cumulated with any company or Individual
treatments already in place for this purpose, recognizing the worker in service, at the date of
entry into force of this contract, the right to opt in writing, within three months, for the treatment
deemed most favourable.

A fixed daily allowance may be agreed upon by the company for companions, hostesses and the
like,

In the event of a trip outside the national territory, without prejudice to the reimbursement
referred to In the previous points &), b), and ¢) with regard to the allowance provided for in point
d), the sarne remains set at 20% calculated as above,

For train travel, any differences or supplements must be agreed and authorized in advance, from
time to time, by the company,

for air travel, to be authorized in advance, the cost of tourist class wilt be reimbursed.

With regard to the category of hotels and restaurants, appropriate instructions will be provided
to the employees upon departura; i any case, hotels of a category lower than two stars cannot
be indicated.

Art. 246 Transfers of residence

Transfers of residence entitle the worker who is the head of a family with dependent relatives
fo:

a) reimbursement of actual travel expenses incurred for himself and for each dependent family
member upon presentation of the relevant supporting documents;

b) reimbursement of actual expenses for the transporg of\ furniture and luggage; \upon
presentation of the relevant supporting documents;




¢} reimbursement of any loss of rent where it was not possible to terminate the lease or to
subtease; this reimbursement must be paid for a maximum of six months;

d) an indemnity equal to one month's normal salary (excluding family allowances),

A worker who is not the head of a farmnily of who does not have dependent relatives Is entitled
to the reimbursements referred to in paints a), b) and ¢) of the previous paragraph, while the
indemnity referred ta in point d) will be reduced to 50%.

Art. 247 Transfer

The worker cannot be transferred from one company unit to another uniess for proven technical,
organizational and production reasons,

The transferred personnel will have the right, in the event of subseguent dismissal, to
reimbursement of the expenses for the return of him and his family to the place of origin,
provided that the return is made within six months of dismissal, except in cases of force majeure.
Art. 248 Assigned workers

If the worker is assigned to work outside the location where thay normally perform their duties,
the working hours will begin at the location indicated.

In this case, if they are required to return to the office at the end of the workday, work will end
as much earlier than the usual working hours as is strictly necessary for the worker, based on
the distance and means of transportation, to reach the office.

Transportation, food, and accommodation expenses will be reimbursed by the ermployer
according to the rules set out in this section.

Art. 249 Supplementary salary treatments

Any additional salary quotas determined in the supplementary contracts and the additional
company salary quotas constitute supplementary salary treatments.

Art, 250 Basic pay for smaller agencies
The basic pay values for smaller agencies are reduced by the following measures;
Levels Euro
1 17,04
2 16,01
3 14,46
4 13,43
5 12,39
65 11,88
6 11,36
7 10,85

For the purposes of the previous paragraph, minor agencies are defined as travel and tourism
companias that mainty carry out the activities of organization and direct sales to the public
without the intermediation of other agencies, of travel (by land, sea and air), stays and cruises
for individuals or groups.

Art. 251 Commissions

For persannel compensated in whole or in part by commission, the fixed part of the allowances
and the rate of commission must be determined by the employer on a case-by-case basis and
communicated in writing, With this system, personnel of normal capacity must be ensured a
monthly average referred to the period not exceeding one year, which is at least 5% higher than
the national basic pay, -

In any case, a manthly payment of a sum equal to the minimum as established above must be
rmade, whenever such minimurm babtweean salary and commission is not reached, and provided
that in the previous months the worker has not recelved miore than the minimum between salary
and commission, without prejudice to the adjustment at the end of the period refarred to above.
Art, 252 Cash allowance

Without prejudice to any criminal proceedings and disciplinary sanctions, the following personnel
normally employed in cash operations on a continuous basis: ¢ashier, currency exchange clerk
- when sald persennel have fufl and complete responsibility for,cash/management, with the
obligation to cover any differences - are entitled to a "cash or mahey Bandling allowance" in the




amaunt of five percent of the basic pay scale included In the respective qualifications.

Art, 253 Seniority increments

Travel and tourisrn agency amployees will be granted six three-yearly increases according to the
following fixed-figure measures for each classification level:

Levels | Euro
A 40,80
B 39,25
1 37,70
2 36,15
3 34,86
4 33,05
5 32,54

65 31,25
6 30,99
7 30,47

Art. 254 Level changes

The worker promoted to a higher level is entitled to the contractual salary of the new level; if
the worker receives a salary higher than the minimum salary of the new level at the time of
promotion, he will keep the relative excess as an "ad personarm” allowance that can be absorbed
in the event of future increases.,

Art. 255 Conventional seniority

Workers who find themselves in the conditions Indicated below will be recognized, for the
purpeses of notice, or the related cormpensation in lieu, as well as severance pay in the event of
dismissal, a greater conventional seniority commensurate as follows:

a) war mutiiated and invalids: one year;

b) decorated for valour and awarded military orders, promoted for war merits and war wounded:
six months for each title of merit;

c) former combatants and those equivalent to them by law who have served in units mobilized
in operational zones: six months for each year of campaign and three months for fractions of a
year exceeding six months at ieast.

The aforementioned seniority can be cumulated up to a limit of thirty-six months,

The conventional senfority can be claimed only once in the worker's career, aven in the case of
services at different companies and entities, 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 gualifications to obtain the right to the aforementioned senjority at the time of hiring itself,
undertaking to provide the relevant documentation within six months of the end of the
probationary period,

The employer, having received the communication and the documentation of the qualifications,
must compute in favor of the worker the period of conventional seniority to which he/she is
entitied, backdating the start date of the employment relationship.

Art. 256 Additional monthly payments

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
commisgions or percentages accrued in the current year or in any case in the period of jeast
service provided to the company.

For workers paid in whole or in part with commissions or percentages, the calculation of the
amount of the fourteenth month's salary will be carried out on the basis of the average of the
fixed and variable elements of the salary received in the twelve months preceding the accrual of
the right,
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Art. 257 Treatment of iflness
During the period of iljness, the worker will be entitled, at the mormal due dates of tfje pay
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periods:

a) to an allowance equal to 50% of the salary for the days of illness from the 4th to the 20th
and to an allowance equal to 2/3 of the salary for days of illness from the 21st onwards, paid by
the INPS pursuant to art. 74 of Law 23 December 1978, no. 833, according to the established
methods, and advanced by the employer to the worker with & permanent contract pursuant to
art. 1 of Law 29 February 1980, no. 33. The amount advanced by the employer is adjusted
againgt the contributions due to the INPS, according to the methods set out in arts. 1 and 2 of
Law 29 February 1980, no. 33;

b) to an integration of the allowance paid by INPS to be paid by the employer, at his expense,
g0 as to reach the overall amount of:

- 100% for the first three days (shortage)

- 75% for days 4 to 20

- 100% for days 21 and beyond

of the net daily wage to which the worker would have been entitled in the event of normal
performance of the relationship.

The integration is not due if INPS does not recognize the attowance paid by it for any reason; if
the allowance itself is recognized by INPS in a reduced amount, the employer is not required to
integrate the part of the allowance not paid by the Institute,

Art. 258 Accident

The clerical staff, not subject to compulsory insurance by law, benefits from the same protection
with the employer's right to assurme the resulting risk himself or provide through a form of
insurance.

The relative allowances for said clerical staff are established with a maximum of at least 7,746.85
auros for permanent disabliity and 5,164.57 euros for death.

Art. 259 Suspension from work

If the employee is deprived of personal freedom as a result of criminal proceedings, the employer
will suspend him from service and from remuneration and from any other emolument and
compensation until the final judgment.

In the avent of a conviction for a non-culpable crime committed outside the company, the worker
wha is not reinstated in service will be entitied to the treatment provided for in this CCNI. for the
case of resignation. The employment relationship will be considered, however, terminated by
right and with the effects of dismissal for just cause, if the conviction is mativated by a crime
committed against the employer or in service.
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INTELLECTUAL PROPERTY RESERVATION

The Employers' Associations and Trade Unions signing this CCONL 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 Labour, CNEL, INALL, INPS and the Databases, in
addition to Workers and Employers. registeraed with one of the Employers' Acsociations signing
this CCNL and the Bllateral Body, where established, may frealy use the text, including by storing
it on computer paper media.
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