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INTRODUCTION

Decent Work is the type of work to which all
of us aspire. It is done under conditions
where people are gainfully employed (and
there exist adequate income and
employment opportunities); the social
protection system (labour protection and
social security) is fully developed and
accessible to all; social dialogue and
tripartism are promoted and encouraged;
and rights at work, as specified in ILO
Declaration on Fundamental Principles and
Rights at Work and Core ILO Conventions,
are practised, promoted and respected.

Wagelndicator Foundation has been
working since late 2007 to raise awareness
of workplace rights through a unique tool,
i.e., Decent Work Check. The Decent Work
Check considers different work aspects
deemed necessary in attaining “decent
work”. The work makes the abstract
Conventions and legal texts tangible and
measurable in practice.

The Decent Work Check employs a double
comparison system. It first compares
national laws with international labour
standards and scores the national
regulations (happy or sad face). If national
regulations in a country are not consistent
with ILO conventions, it receives a sad face,
and its score decreases (and vice versa). It
then allows workers to compare their on-
ground situation with national regulations.
Finally, workers can compare their personal
score with the national score and see
whether their working conditions are
consistent with national and international
labour standards. The Check is based on de
jure labour provisions, as found in the
labour legislation.

A Decent Work Check is beneficial both for
employees and employers. It gives them
knowledge, which is the first step towards
any improvement. It informs employees of
their workplace rights while enlightening
employers about their obligations. Decent
Work Check is also helpful for researchers,
labour rights organisations conducting
surveys on the situation of rights at work
and the general public wanting to know
more about the world of work. For example,
Wagelndicator teams worldwide have
found out that workers, small employers
and even labour inspectors are not,
sometimes, fully aware of the labour law.
When you are informed - being a worker,
self-employed, = employee, employer,
policymaker, or labour inspector - there is
a greater possibility that you ask for your
rights (as a worker), you comply with rules
(as an employer), and you strive to enforce
these (as a labour inspector).

The work is relevant to the challenges
posed to the future of work, especially the
effective enforcement of legislation in
financially constrained states, arise in
precarious employment and analysis of the
impact of regulatory regimes.

The text in this document was last updated in February 2025. For the most recent and updated text on Employment & Labour Legislation in
Italy in Italian, please refer to: https://iltuosalario.it/
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MAJOR LEGISLATION ON
EMPLOYMENT AND LABOL

Constitution of the Italian Republic
1948, last amended in 2012 /
Costituzione della Repubblica
Italiana 1948, last amended in 2012
Civil Code (Royal Decree of 16th
March 1942, n. 262, revised in 2016) /
Codice civile (Regio Decreto 16 marzo
1942, n. 262, aggiornato nel 2016)
Metal Workers collective agreement /
CCNL Metalmeccanici

Legislative Decree No. 72 of 2018 /
Decreto Legislativo n. 72 del 2018
Royal Decree of 15th March 1923, n.
692 / Regio Decreto Legge 15 marzo
1923, n. 692

Law of 27th May 1949, n. 260, as
modified by the Law of 31th March
1954, n. 90 /Legge 27 maggio 1949, n.
260, modificata dalla Legge 31 marzo
1954, n. 90

Legislative Decree of 8th April 2003, n.
66, as modified by the Decree of 19th
July 2004, n. 213 / Decreto Legislativo
8 aprile 2003, n. 66, integrato e
modificato dal Decreto Legislativo 19
luglio 2004, n. 213

Legislative Decree of 4th August 1999,
n. 345 / Decreto Legislativo 4 agosto
1999, n. 345

Legislative Decree of 26th May 1997,
n. 152 / Decreto Legislativo 26 maggio
1997, n. 152

Decree of 6th September 2001, n. 368
/ Decreto Legislativo 6 settembre
2001, n. 368

Law of 28th June 2012, n. 92 - Fornero

labour reform / Legge 28 giugno 2012,
n. 92 - Riforma del lavoro Fornero
Law of 15th July 1966, n. 604 - Norms
on individual terminations / Legge 15
luglio 1966, n. 604 - Norme sui
licenziamenti individuali

Decree of 20th March 2014, n. 34 /
Decreto Legge 20 marzo 2014, n. 34
Law of 20th May 1970, n. 300 -
Workers' Statute / Legge 20 maggio
1970 - Statuto dei lavoratori

Law No. 81/2017 / Legge n.81/2017
Decree of 12th July 2018, n.87 (The
Dignity Decree) / Decreto Legge 12
luglio 2018, n. 87 (Decreto Dignita)
Legislative Decree of 26th March 2001,
n. 151 - Consolidated text of the laws
on the protection and support of
motherhood and paternity / Decreto
Legislativo 26 marzo 2001, n. 151 -
Testo unico delle disposizioni
legislative in materia di tutela e
sostegno della maternita e della
paternita

Ministerial Decree of 10th September
1998 / Decreto Ministeriale del 10
settembre 1998

Legislative Decree of 9th April 2008, n.
81 - Law on health and safety at work
/ Decreto Legislativo 9 aprile 2008, n.
81 - Testo unico in materia di salute e
sicurezza sul lavoro

Royal Decree of 13th November 1924,
n. 1825/ R.D.L. 13 novembre 1924, n.
1825

Decree of 29th November 2001 /

The text in this document was last updated in February 2025. For the most recent and updated text on Employment & Labour Legislation in

Italy in Italian, please refer to: https://iltuosalario.it/
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Decreto Presidente Consiglio Ministri
29 novembre 2001

Legislative Decree of 23rd February
2000, n. 38 / Decreto legislativo 23
febbraio 2000, n. 38

Decree of 30th June 1965, n. 1124 /
Decreto 30 giugno 1965, n. 1124

Law of 8th August 1995, n. 335/ Legge
8 agosto 1995, n. 335

Law Decree of 6th December 2011, n.
201 / Decreto Legge 6 dicembre 2011,
n.201

Legislative Decree of 23rd November
1988, n. 509 / Decreto Legislativo 23
novembre 1988, n. 509

Legislative Decree n. 22/2015 /
Decreto Legislativo n. 22/2015

Law of 28th June 2012, n. 92 / Legge
28 giugno 2012, n. 92

Decree of 5 December 2017 regarding
adjustment of retirement access
requirements due to increases in life
expectancy / Decreto del 5 dicembre
2017 sull’adeguamento dei requisiti
di accesso al pensionamento agli
incrementi della speranza di vita.
Legislative Decree of 11th April 2006,
n. 198 - Code of Equal Opportunities /
Decreto legislativo 11 aprile 2006, n.
198 - Codice delle pari opportunita tra
uomo e donna

Legislative Decree of 9th July 2003, n.
215/ Decreto Legislativo 9 luglio 2003,
n.215

Legislative Decree of 9th July 2003, n.
216 / Decreto Legislativo 9 luglio 2003,
n.216

Penal Code (Royal Decree of 19th
October 1930, n. 1398, revised in 2013)
/ Codice penale (Regio Decreto 19
ottobre 1930, n. 1398, aggiornato al
2013)

Law of 6th August 2008, n. 133 / Legge
del 6 agosto 2008, n. 133

Budget Law of 2007 / Legge
Finanziaria 2007

Law of 17th October 1967, n. 977, as
modified by the Legislative Decree of
4th August 1999, n. 345 / Legge 17
ottobre 1967, n. 977, modificata dal
Decreto Legislativo 4 agosto 1999, n.
345

Law of the 29th January 1934, n. 274/
Legge 29 gennaio 1934, n. 274

Law No. 179 of 2017 on Whistleblower
Protection / Legge n. 179 del 2017
sulla tutela degli informatori

Law of 12th June, 1990, n. 146, as
modified by the Law of 11th april 2000,
n. 83 / Legge 12 giugno 1990, n. 146,
modificata dalla Legge 11 aprile 2000,
n. 83

The text in this document was last updated in February 2025. For the most recent and updated text on Employment & Labour Legislation in

Italy in Italian, please refer to: https://iltuosalario.it/
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01/13NVORK & WAGES

ILO Conventions

Minimum wage: Convention 131 (1970)
Regular pay & wage protection: Conventions 95 (1949) and 117(1962)

Italy has ratified the Convention 95 and 117only.
Summary of Provisions under ILO Conventions

The minimum wage must cover the living expenses of the employee and their family members.
Moreover, it must relate reasonably to the general level of wages earned and the living
standard of other social groups. Wages must be paid regularly on a daily, weekly, fortnightly or
monthly basis.

The text in this document was last updated in February 2025. For the most recent and updated text on Employment & Labour Legislation in
Italy in Italian, please refer to: https://iltuosalario.it/
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91 Constitution of the Italian Republic
1948, last amended in 2012 /
Costituzione della Repubblica Italiana
1948, last amended in 2012

1 CivilCode (Royal Decree of 16th March
1942, n. 262, revised in 2016) / Codice
civile (Regio Decreto 16 marzo 1942, n.
262, aggiornato nel 2016)

1 Metal Workers collective agreement /
CCNL Metalmeccanici

1 Legislative Decree No. 72 of 2018 /
Decreto Legislativo n. 72 del 2018

Although according to article 36 of the
Constitution, the wages must be
proportionate to the quality and quantity of
work done and also high enough to provide
a minimum subsistence for the worker and
his family, in Italy there is no minimum
wage by law, and hence thereis no separate
legislation for that. Around half of the
employees in the country are covered by a
collective bargaining agreement, where
wages are always set through collective
negotiation. These are signed by employers
/ employers' organisations and trade
unions / confederations of trade unions.
The Government can also sign collective
agreements with public sector workers.
Minimum wages vary by sectors as wages
are determined under the sectoral
collective bargaining agreements. In a
sector, minimum wage rates also vary in
accordance with a worker’s skill level.

Since minimum wages are determined
through collective bargaining, compliance
with these is ensured by the agreement
signing parties, i.e., the employer and
union. In the case of violation of collective
agreement, trade union can take necessary

legal action.

Source: Constitution of the Italian
Republic, art. 36

Collective agreements usually provide for
monthly payment, although a different
interval (weekly or fortnightly) can be
agreed. In accordance with article 1277 of
the Civil Code, employers are under the
obligation to pay the workers in legal
tender. Payment can be made in cash or, if
the employee agrees, in checks or by
transfer to a bank or postal account.

Under a newly enacted law on income
protection for workers of seized and
confiscated  companies, there are
provisions for protecting the salaries of
workers of those companies which have
been placed under judicial administration
as a result of having been seized or
confiscated due to mafia-related activities.
The law allows a Judge, with jurisdiction
over the seizure and confiscation measures
at the request of judicial administrator, to
allocate a salary subsidy for workers to
maintain their previousincome levels for 12
months within a three-year period. The
benefit is also granted to dependent
workers whose employerhas failed to
comply with employment and social
security obligations.

Source: Civil Code, art. 1277; Legislative
Decree No. 72 0f 2018

The text in this document was last updated in February 2025. For the most recent and updated text on Employment & Labour Legislation in
Italy in Italian, please refer to: https://iltuosalario.it/
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02/13COMPENSATION ANL
WORKING HOURS

ILO Conventions

Compensation overtime: Convention 01 (1919)
Night work: Convention 171 (1990)

Italy has ratified the Convention 01 only.

Summary of Provisions under ILO Conventions

Working overtime is to be avoided. Whenever it is unavoidable, extra compensation is at stake
-minimally the basic hourly wage plus all additional benefits you are entitled to. In accordance
with ILO Convention 1, the overtime pay rate should not be less than one and a quarter-time
(125%) of the regular rate.

Night work means all work which is performed during a period of not less than seven (07)
consecutive hours, including the interval from midnight to 5 a.m. A night worker is a worker
whose work requires the performance of a substantial number of hours of night work which
exceeds a specified limit (at least 3 hours). Convention 171 requires that night workers be
compensated with reduced working time or higher pay or similar benefits. Similar provisions
fare found in the Night Work Recommendation No. 178 of 1990.

If a worker has to work on a national/religious holiday or a weekly rest day, he/she should be
entitled to compensation. Not necessarily in the same week, provided that the right to a paid
compensation is not.

If a worker has to work during the weekend, they should thereby acquire the right to a rest
period of 24 uninterrupted hours instead. Not necessarily in the weekend, but at least in the
following week. Similarly, if a worker has to work on a public holiday, they must be given a
compensatory holiday. A higher rate of pay for working on a public holiday or a weekly rest day
does not take away the right to a holiday/ rest.

The text in this document was last updated in February 2025. For the most recent and updated text on Employment & Labour Legislation in
Italy in Italian, please refer to: https://iltuosalario.it/
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1 Legislative Decree of 8th April 2003,
n. 66 / Decreto Legislativo 8 aprile
2003, n. 66

1 Metal Workers collective agreement
/ CCNL Metalmeccanici

1 Royal Decree of 15th March 1923, n.
692 / Regio Decreto Legge 15 marzo
1923, n.692

1 Law of 27th May 1949, n. 260, as
modified by the Law of 31th March
1954, n. 90 /Legge 27 maggio 1949,
n. 260, modificata dalla Legge 31
marzo 1954, n. 90

The statutory working hours are 40 hours
per calendar week (art. 3 of the Decree of
8th April 2003, n. 66). Employees can,
however, work more than the statutory
working hours and agree on overtime with
their employer: the maximum number of
overtime hours is 8 per week on average,
calculated on a period set in the collective
agreement (4 months maximum) (art. 4).
The total amount of overtime hours can’t
exceed 250 hours per year.

According to article 5, overtime work leads
to increase in wages: the percentage is set
by collective agreements. Collective
agreements can also provide for the
replacement of all or part of the overtime
payment by an equivalent rest period/time-
off.

Royal Decree-Law No. 692/1923 and
legislative decree of April 08, 2003 No. 66
permit overtime work only if it is occasional
or due to exceptional technical or
production requirements which cannot be
met by taking on other workers; in cases of
force majeure or where prevention of

overtime performance can result in serious
and imminent danger to persons or a
damage of production; and special events
such as exhibitions, fairs and events related
to production, development of prototypes,
models or the like, prepared for the same
and on condition thatitis authorized by the
Labour Inspectorate. The employer is
required to pay into a Special
Unemployment Fund 15-20% of the total
wages paid out for overtime, and pay the
employee an overtime premium of not less
than 10% of normal rate of work. Collective
bargaining agreements lay down in detail
the conditions for the use of overtime, fixing
rates of pay higher than the overtime
premium provided in law law but also
making  overtime  compulsory  for
employees.

The Metal Workers collective agreement,
for example, sets the overtime premium at
25% for the first two hours and 30% for the
following hours. If overtime work is
performed during a festive day it is paid
55% more than normal rate and if it is
performed at night, it is paid 50% more.
Night overtime work in a festive day is paid
75% more.

Source: Legislative Decree of 8th April 2003,
n. 66; Royal Decree of 15th March 1923, n.
692)

Night period is defined as the period of at
least seven consecutive hours between
midnight and 05:00 in the morning. (Decree
of 8th April 2003, n. 66, article 1). Night
worker is a worker who works at least 3
hours on a daily basis during the above
interval. Night worker is any employee who
carries out during night time at least some
of his/her working hours in accordance with

The text in this document was last updated in February 2025. For the most recent and updated text on Employment & Labour Legislation in
Italy in Italian, please refer to: https://iltuosalario.it/
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the standards established by collective
bargaining agreements. In the absence of
collective bargaining agreements, night
worker is an employee who performs night
work for a minimum of eighty working days
per year. For part-time workers, a
proportionate period of time is considered.
Night workers can’t work more than 8 hours
in 24 hours. According to article 13,
compensatory rest period or wage
compensation for night work are set in
collective agreements.

Metal workers, for example, are entitled to
20% extra pay for night work until 10pm
and to 30% extra pay for night work after
10pm. If night work is performed in a festive
day, then premium pay is 60% (but if
compensative rest is given, extra pay is only
35%).

Source: Legislative Decree of 8th April 2003,
n. 66

Any worker deprived from his/her weekly
rest period for work - which means that
he/she has to work for more than 6
consecutive days - is entitled to premium
pay and shall be also given an additional
rest period. Percentage is set by collective
agreements. Metal workers, for example,
are entitled to the same extra pay as
provided in case of work on festive dayj, i.e.
10%, plus compensatory rest day.

Source: Article 5 of Law 260 as modified by
Law 1954 and article 5 of Decree of 8th April
2003, n. 66

If a worker works on public holiday, he/she
is entitled to premium pay. Percentage is
set by collective labour agreements, which
can also provide for an additional rest
period. The collective agreement for metal
workers, for example, provides for extra pay
for work on public holidays. The amount is
50% of usual wage (10% if compensatory
rest day is given).

Source: Article 5 of Law 260 as modified by
Law 1954 and article 5 of Decree of 8th April
2003, n. 66

The text in this document was last updated in February 2025. For the most recent and updated text on Employment & Labour Legislation in
Italy in Italian, please refer to: https://iltuosalario.it/
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03/13ANNUAL LEAVE &
HOLIDAYS

ILO Conventions

Convention 132 (1970) on Holidays with Pay Convention
Conventions 14 (1921), 47 (1935) and 106 (1957) for weekly rest days.
In addition, for several industries, different Conventions apply.

Italy has ratified the Conventions 14, 106 and 132 only.

Summary of Provisions under ILO Conventions

An employee is entitled to at least 21 consecutive days of paid annual leave, excluding
national and religious holidays. Collective agreements must provide at least one day of
annual leave on full remuneration for every 17 days the employee worked or was entitled to
be paid.

A worker should be entitled to paid leave during national and officially recognized public
holidays.

Workers should enjoy a rest period of at least twenty-four consecutive hours every 7 days, i.e.,
a week

The text in this document was last updated in February 2025. For the most recent and updated text on Employment & Labour Legislation in
Italy in Italian, please refer to: https://iltuosalario.it/
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1 Legislative Decree of 8th April 2003, n.
66, as modified by the Decree of 19th
July 2004, n. 213 / Decreto Legislativo
8 aprile 2003, n. 66, integrato e
modificato dal Decreto Legislativo 19
luglio 2004, n. 213

1 CivilCode (Royal Decree of 16th March
1942, n. 262, revised in 2016) / Codice
civile (Regio Decreto 16 marzo 1942, n.
262, aggiornato nel 2016)

1 Law of 27th May 1949, n. 260, as
modified by the Law of 31th March
1954, n. 90 /Legge 27 maggio 1949, n.
260, modificata dalla Legge 31 marzo
1954,n.90

1 Legislative Decree of 4th August 1999,
n. 345 / Decreto Legislativo 4 agosto
1999, n. 345

1 Metal Workers collective agreement /
CCNL Metalmeccanici

Workers have the right to paid annual
holidays under the Constitution and they
cannot wave this right in lieu of payment
(Art. 36). Every worker is entitled to at least
four working weeks of paid annual leave;
collective labour agreements can provide
for more time. Metal workers, for example,
are entitled to an extra day when they reach
10 years of service, and to an extra week
when they reach 18 years of service. Annual
leave days can never be exchanged for pay.
At least two weeks of leave have to be taken
in the year of accumulation and, if required
by the employee, they can be consecutive.
The other two weeks have to be taken
within 18 months after the end of the year
of accumulation. (Art. 10 of Decree number
66 of 8th April 2003 as modified by the
Decree 213/2004).

Article 2109 of the Civil Code defines leave
as a possibly continuative period of time
and provides that the decision on the days
has to be taken according to the needs of
the company and the interests of the
employee. It is possible for the employer to
pay the indemnity in lieu of paid holidays
only with regard to the annual holidays
exceeding the minimum period of four
weeks.

Workers are entitled to paid holidays during
public holidays. These include memorial
holidays and religious holidays of Christian
and Jewish origin. Public holidays may not
result in any loss of pay to employees.
(Article 5 of Law 260 as modified by Law
1954)

Public holidays as stated by the Law:

New Year's Day (1st January), Epiphany (6th
January), Easter Monday (day after Easter),
Liberation Day (25th April), May Day /
Labour's Day (1st May), Republic Day (2nd
June), Feast of the Assumption (15th
August), All Saints' Day (1st November),
Immaculate Conception (8th December),
Christmas Day (25th December), Saint
Stephen’s Day (26th December), Patron
Saint's Festival (different in every city).

Source: Laws n. 260/1949; n. 90/1954; n.
54/1977;D.P.R.n.792/1985; law n. 336/2000

Weekly rest period is provided under the
Decree n.66 of 2003: the workers are
entitled to a rest day of at least 24
consecutive hours in a week. Usually the

The text in this document was last updated in February 2025. For the most recent and updated text on Employment & Labour Legislation in
Italy in Italian, please refer to: https://iltuosalario.it/
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rest day is on Sunday, but it can be set on a
different day. (Article 9)

Minors must be provided with a weekly rest
period of at least two days, if possible,
consecutive, and including Sunday. Where
justified by technical and organizational
problems, the minimum rest period can be
reduced, but cannot still be less than 36
consecutive hours. Such periods may be
interrupted in the case of activities
involving periods of work split or of brief
duration in the day. Minors employed in
activities' work of cultural, artistic, sports or
advertising orin the entertainmentindustry
as well, with exclusive reference to
teenagers, in the tourism, hospitality or
catering, weekly rest may also be permitted
in a day other than Sunday.

A Legislative Decree from 2003 determines
the daily rest breaks for both adult and
adolescent workers. If the working time
exceeds 6 hours per day, adult workers are
entitled to a rest break. The length and
conditions of daily rest break are
determined by collective agreements. If no
such provision is found in a collective
agreement, workers are entitled to a rest
break of at least 10 minutes. As for
adolescent and child workers, their working
hours should not exceed four and a half
hours per day without taking a rest break of
one hour. Collective agreement (or
authorization from provincial labour
inspectorate) may reduce the daily rest
break for adolescents and children to 30
minutes.

The daily rest period is required to be 11
consecutive hours in every 24 hours.

Source: Art. 13 of Legislative Decree of 4
August 1999 n. 345; Art. 8 of Legislative
Decree of 8 April 2003 n. 66; Art. 20 of the
Law of 17th October 1967, n. 977, as

modified by the Legislative Decree of 4th
August 1999, n. 345

The text in this document was last updated in February 2025. For the most recent and updated text on Employment & Labour Legislation in
Italy in Italian, please refer to: https://iltuosalario.it/
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04/13CONTRACTS &
DISMISSALS

ILO Conventions

Convention 158 (1982) on employment termination

Italy has not ratified the Convention 158.

Summary of Provisions under ILO Convention

The questions under this section measure the security or even flexibility or precariousness of
an employment relationship. Although these are not clearly mentioned in a single convention
(severance pay and notice requirements are provided in the Termination of Employment
Convention No. 158) however, the best practices in the field require that employees be
provided with a written contract of employment; workers on fixed-term contracts should not
be hired for tasks of permanent nature; a reasonable probation period (ideally lower than or
equal to 6 months) may be followed to assess the suitability of an employee; a period of notice
must be specified in an employment contract before severing the employment relationship;
and workers be paid severance allowance on termination of employment relationship.

A contract of employment may be oral or written; however, workers should be provided with a
written statement of employment at the start of their employment.

Fixed Term Contract workers must not be hired for permanent tasks as it leads to precarious
employment.

A reasonable probation period must be allowed for workers to learn new skills. During this
period, a newly hired employee may be fired without any negative consequences.

Depending on the length of service an employee has, an employer may require a reasonable
notice period before severing the employment relationship.

Employers may be required to pay a severance allowance on termination of employment (due
to redundancy or any other reason except for lack of capacity or misconduct).

The text in this document was last updated in February 2025. For the most recent and updated text on Employment & Labour Legislation in
Italy in Italian, please refer to: https://iltuosalario.it/
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1 CivilCode (Royal Decree of 16th March
1942, n. 262, revised in 2016) / Codice
civile (Regio Decreto 16 marzo 1942, n.
262, aggiornato nel 2016)

1 Legislative Decree of 26th May 1997, n.
152 / Decreto Legislativo 26 maggio
1997, n. 152

1 Decree of 6th September 2001, n. 368
| Decreto Legislativo 6 settembre
2001, n. 368

1 Law of 28th June 2012, n. 92 - Fornero
labour reform / Legge 28 giugno 2012,
n. 92 - Riforma del lavoro Fornero

1 Law of 15th July 1966, n. 604 - Norms
on individual terminations / Legge 15
luglio 1966, n. 604 - Norme sui
licenziamenti individuali

9 Decree of 20th March 2014, n. 34 /
Decreto Legge 20 marzo 2014, n. 34

1 Metal Workers collective agreement /
CCNL Metalmeccanici

1 Law of 20th May 1970, n. 300 -
Workers' Statute / Legge 20 maggio
1970 - Statuto dei lavoratori

1 Law No.81/2017 /Legge n.81/2017

91 Decree of 12th July 2018, n.87 (The
Dignity Decree) / Decreto Legge 12
luglio 2018, n. 87 (Decreto Dignita)

Both the Civil Code (Art. 2095) and National
Collective Labour Agreements (CCNL)
classify employees in the four categories of
blue-collar, white collar, cadres (quadri)
and executives (dirigenti). Quadri are the
intermediary category between white collar
and dirigenti. CCNL divides blue collar and
white-collar  workers into  different
professional levels depending on the skills
and related responsibilities. An
employment contract can be reached
between the parties for an indeterminate

period of time or for a fixed term. There is
no specific requirement for a written
employment contract. However, certain
conditions of employment must be in
writing for a contract to be valid. The
conditions that must be in writing include
probationary period, fixed term period and
non-competition clauses. Within 30 days of
the start of employment, the employer
must inform the work in writing the
following information: identity of the
parties; place of work as well as the seat or
domicile of employer; date on which the
contract begins; duration of the contract
(specifying whether it is fixed-term or
permanent/indefinite term); probationary
period (if applicable); job title or category
and brief job description; initial salary and
the payment period; duration of paid
holidays and the mode of determining and
taking annual leave/paid holidays; working
hours; and length of the notice period due
when terminating the contract.

If a worker is fired before completion of first
30 days, he/she should be provided with a
statement containing above mentioned
information. If a collective agreement is
applicable to the employees, employer may
refer only to the rules of collective
agreement applicable to the employee with
regard to “duration of trial period, initial
amount of itemized pay, duration of paid
leave, working hours and the terms of
notice in the event of contract
termination”.

Law No. 81 of 2017, referred to as the ‘Jobs
Act for Self-employed Workers’ introduces
certain guarantees for independent
contractors in relation to the management
of their service contracts with their clients,
and extending social security rights to such
workersin the event of illness, accident and
maternity.

The text in this document was last updated in February 2025. For the most recent and updated text on Employment & Labour Legislation in
Italy in Italian, please refer to: https://iltuosalario.it/
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The law defines certain acts by the client as
abusive and thus treat such contract as
void:
a) Client havingthe unilateral power to
amend contractual conditions or
the right to withdraw from a
contract of successive performance
without prior notice;
b) Agreement specifying the wage
payment period exceeding 60 days;
¢) Refusal by the client to conclude the
contractin writing;

The new law provides for increased
parental leave (up to 6 months in total) for
those self-employed workers who lost their
jobs involuntarily. Female workers are also
entitled to receive maternity benefits even
if they continue to work. In the case of
pregnancy, illness, and accidents, the work
relationship may be suspended for a
maximum annual period of 150 days at the
worker’s request, except where the
interests of the employer are contrary to
such work suspension. Female workers can
also provide a substitute to carry out their
duties, subject to the client’s prior
consent. In the event of seriousiillness or an
accident that impedes the performance of
activities for more than 60 days, the
payment of social security contributions
and insurance premiums is suspended for a
period of up to two years. During such
period, the self-employed worker may pay
the contributions and premiums under
certain conditions as established under the
new law.

Source: Art. 1-2 of Decree of 26th May 1997,
n. 152; Art. 1-17 of the Law No. 81/2017

Full-time open-ended (permanent) salaried
employment is the standard form of
employment, however  employment
contracts may be entered into for a fixed-

term provided that this is based on
technical, production, organizational or
substitutive (like replacing a worker on
maternity leave) reasons and if they are
expressly specified and referred to in
written employment contract.

Afixed term employment contract has to be
concluded in writing and its duration/term
must be expressly indicated. If a contract is
not executed in writing, it is considered a
contract of employment for indefinite
duration (permanent contract). However,
the fixed term contracts are not allowed in
the following cases: replacing employees
on strike; in businesses where, in the
previous 6 months, employees carrying out
the same duties as the ones newly hired
with fixed term contracts have been
collectively dismissed (unless otherwise
agreed with trade unions); employees are
entitled to redundancy pay, have been
suspended or had their working times
reduced, and where the tasks set out in the
fixed-term contract are the same as those
that the suspended carried out; where the
employer fails to comply with health and
safety regulations; and in the production
units in which employees carrying out the
same duties as the ones hired with fixed
term contracts are suspended from work.

Under the Decree of 20th March 2014, there
is no need to explicitly specify the reasons
for the fixed term contract between the
parties. The law sets a limit to use of fixed
term contracts: the number of fixed term
workers hired by one employer cannot
exceed the 20% of the workers with
permanent contract employed in the same
company. Employers with up to five
employees can always stipulate fixed terms
contracts. In the case of successive fixed
term contracts for similar duties, the total
duration of employment relationship can’t
exceed 36 months (including the five

The text in this document was last updated in February 2025. For the most recent and updated text on Employment & Labour Legislation in
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extensions provided by the law, the
renewals and the temporary contracts
stipulated through an agency). If the
employment relationship exceeds the
maximum of 36 months, it is considered a
permanent employment contract. If the
initial term of contract was less than 3
years, the contract may be extended once,
for carrying out the same tasks with the
employee’s consent and only if there are
objective reasons for extension. The
reasons for extension must be clearly
specified. If these conditions are not met, a
fixed term contract is converted into an
open-ended contract.

If the employment relationship continues
for a certain period after expiry of its initial
term or extension (for more than 30 days if
the initial term is less than 6 months or for
more than 50 days in other cases), the
employment contract becomes a contract
for indefinite duration.

A fixed term employment contract may be
renewed between the parties, for the same
duties and for limited time period of 36
months in total, provided that the 60 days
have elapsed since the expiry of first
contract if this contract was for a period of
less than 6 months (90 days in other cases).
If this condition is not fulfilled, employment
contract is considered as an open-ended
contract. The fixed term contracts for
executives are for a maximum period of 5
years. There is no need to justify a fixed
term executive contract and these
contracts can be concluded with specifying
such reasons in their contracts.

Under the Dignity Decree (Decreto Dignita),
approved by the Parliamentin August 2018,
many changes have been included with
regard to fixed term contracts. All fixed term
contracts which are renewed from now on
must specify the “justifying reason”

irrespective of the term of contract. In the
event of extension of contract, the grounds
for extension must be included only where
the total employment period exceeds 12
months. All new contracts with a term
exceeding 12 months must clearly specify
the justifying reasons for fixed term
contract. The maximum length of fixed
term contracts has been reduced from 36 to
24 months. The number of times a fixed
term contract can be extended has also
changed from 5 times to 4 times.

On renewal of fixed term contracts,
employers are required to pay additional
0.5% as social security contribution which
is on top of 1.4% which is already paid by
the employers on fixed term contracts.

Similarly, the Dignity Decree changes rules
on temporary agency work. The temporary
agency employment cannot exceed 24
months and is subject to the requirement of
specific justification as required for fixed
term contracts.

Without prejudice to the more favourable
provisions already provided for by the
legislation in force, the worker who has
completed a seniority of at least six months
with the same employer or client and who
has completed any probationary period,
may ask for a form of work with more
predictable, safe and stable conditions, if
available. The worker who has received a
negative response can submit a new
request after at least six months have
passed since the previous one. The right
referred to above can be exercised on
condition that the worker expresses his
wishes in writing to the employer or client.
Within one month of the worker's request,
the employer or the client will provide a
reasoned written response. In the event of a
repeated request from the worker of similar
content, natural persons as employers or

The text in this document was last updated in February 2025. For the most recent and updated text on Employment & Labour Legislation in
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companies employing up to fifty employees
may respond orally if the reason for the
response remains unchanged compared to
the previous one.

Source: Decree of 6th September 2001, n.
368; Art. 9 of Law of 28th June 2012, n. 92 -
Fornero labour reform; Art. 1 of Decree of
20th March 2014, n. 34; Decree of 12t July
2018, n.87 (The Dignity Decree); Art. 10 of
DECRETO LEGISLATIVO 27 giugno 2022, n.
104. Attuazione della direttiva (UE)
2019/1152 del Parlamento europeo e del
Consiglio del 20 giugno 2019, relativa a
condizioni di lavoro trasparenti e
prevedibili nell’Unione europea.
https://www.gazzettaufficiale.it/eli/gu/202
2/07/29/176/sg/pdf

Employment contracts can provide for a
trial period. During the trial period, parties
are free to terminate the contract without
notice or any indemnity in lieu of notice.
The duration of notice period is set by the
applicable agreement however the
maximum duration is 6 months for all
categories of workers. The collective
agreement for Metal workers sets 1 month
of trial period for workers of category 1a, 1.5
months for categories 2a and 3a, 3 months
for categories 4a, 5a and superior level, 6
months for categories 6a and 7a (trial
period is reduced if the worker has at least
2 years of experience in the same job or has
completed the apprenticeship in some
other company). The Civil Code further
requires that the trial period must be clearly
indicated in the written employment
contract and must be entered into on the
first day of employment. If these
requirements are not fulfilled, the trial
period is null and void and employment
contract is considered an indefinite

contract. On the successful completion of
trial period, employee becomes permanent
and the service rendered during the period
iscomputed towards seniority of employee.

Source: Art. 10 of Law of 15th July 1966, n.
604 - Norms on individual terminations; Art.
2096 of Civil Code

In accordance with Art. 2118 of the Civil
Code, either party may terminate an
indefinite contract of employment by giving
the other party required notice or paying in
lieu of notice. The duration of trial period
varies according to the employees’ length
of service, seniority, qualifications and
professional level and is established in the
applicable collective agreement (CCNL).
Notice for metal workers, for example, goes
from the 7 days for the category 1a with 5
years of service or less, to the 4 months for
workers of categories 6a and 7a with more
than 10 years of service. Notice is not
required for dismissals during fixed term
contracts and probationary periods. Notice
must be served in the written form.

An employer has the right to unilaterally
terminate the employment contract if there
is a just cause (a gross misconduct), a
justified reason (relating to employee or
employer), or when an employee exceeds
the period of sick leave to which he or she is
entitled.

If a worker is terminated for just cause, no
notice period is required. Just cause is a
serious misbehavior, on the part of worker
or employer, which prevents the
employment contract from continuing,
even on a temporary basis (Art. 2119 of the
Civil Code). Examples of just cause include
stealing, rioting in the office and willful
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damage to the employer’s property. It is
also referred to as the summary dismissal.
An employee can also terminate the
employment contract with just cause
without having to serve notice. Employee is
entitled to payment in lieu of notice.
Examples of such serious breach of contract
by the employer include delay in payment
of wages or failure to provide a safe working
environment.

Employer is required to serve a notice if a
contract is terminated for justified reason,
whether subjective or objective. A dismissal
based on subjective reasons is a serious
breach of contractual obligations but not
serious enough to justify a summary
dismissal. Examplesinclude negligence and
poor performance of the worker. A
dismissal based on objective grounds is
related to economic reasons and is linked
to reorganization of a business including
production and business management
reasons. The objective reason occurs when
employee position is no longer required
and no other suitable positions are
available with the organization.

Source: Art. 18 of Law of 20th May 1970, n.
300 - Workers' Statute; Art. 40-42 of Law of
28th June 2012, n. 92 - Fornero labour
reform

The Civil Code (art. 2120) provides for a
deferred form of remuneration as an end of
employment contract indemnity (TFR:
Trattamento di fine rapporto). TFR is paid
to the worker at the end of employment
irrespective of the cause of termination of
employment contract (dismissal or
resignation). The amount of TFR depends
on an employee's salary and length of
service. Annual TFR for each year of service

is equal to annual salary divided by 13.5
(corresponding to 7.4 % of the annual
wage). All previous year's TFR accruals are
annually revaluated by an interest rate of
1.5% plus 75% of the cost of living index to
compensate for inflation. Employee may
obtain advance payments of a portion of
TFR (up to the maximum of 70% of the
accrued amount) in the case of extra
ordinary medical expenses for an employee
or a family member or for the purchase of a
first house, either for employee's use or for
the use of employee's children. Since the
reform of TFR scheme in 2005, an employee
can choose between leaving the TFR
accruals within  the enterprise or
transferring them to either a state pension
fund or private complementary pension
funds. Other than TFR, there are minor
termination indemnities including notice or
paymentin lieu of notice, paymentin lieu of
unused annual holidays, accrued pro-rata
13th or 14th monthly salary.

In the case of unjustified/unfair dismissals,
the law earlier provided for 2 months’ salary
for every year of service, with a minimum of
4 months and maximum of 24 months of
wages.

Under the Dignity Decree (Decreto Dignita),
approved by the Parliamentin August 2018,
the minimum payment for unjustified
dismissals has been raised to 6 months
while the maximum payment has been
increased to 36 months.

Sources: Law 29th May 1982, n. 297 / Legge
29 maggio 1982, n. 297; Decree of 12t July
2018, n.87 (The Dignity Decree)
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05/13FAMILY
RESPONSIBILITIES

ILO Conventions

Convention 156: Workers with Family Responsibilities Convention (1981) Recommendation
165: Workers with Family Responsibilities (1981)

Italy has not ratified the Conventions 156 and 165.

Summary of Provisions under ILO Convention

Paternity leave is for new fathers around the time of childbirth and is usually of shorter
duration.

Recommendation (No. 165) provides for parental leave as an option available to either parent
to take a long leave of absence (paid or unpaid) without resigning from work. Parental leave is
usually taken once the maternity and paternity leave have been exhausted. For working
parents, laws may define the portion of parental leave that has to be compulsorily taken by
fathers or mothers.

Flexible Work Option for Parents / Work-Life Balance Recommendation 165 asks employers to
look into the measures for improving general working conditions through flexible work
arrangements.

The text in this document was last updated in February 2025. For the most recent and updated text on Employment & Labour Legislation in
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1 Legislative Decree of 26th March 2001,
n. 151 - Consolidated text of the laws
on the protection and support of
motherhood and paternity / Decreto
Legislativo 26 marzo 2001, n. 151 -
Testo unico delle disposizioni
legislative in materia di tutela e
sostegno della maternita e della
paternita

9 Law of 28th June 2012, n. 92 - Fornero
labour reform / Legge 28 giugno 2012,
n. 92 - Riforma del lavoro Fornero

The paternity leave in Italy has been set at
10 working days which can be taken by a
working father within 2 months preceding
the presumed date of birth and during the 5
months following the birth of a child. In the
event of multiple births, the leave is
increased to 20 working days. The paternity
leave does not have to be continuous and
can be divided into days. The leave can be
used, within the same time frame, even in
the event of the stillbirth and neonatal
death of the child. The paternity leave is
also available to an adoptive or foster
father. The leave can also be taken by a
father during the maternity leave of the
working mother.

Earlier Information

In article 2 of the Decree number 151,
paternity leave is defined as the leave taken
by the male worker as an alternative to all
or part of the maternity leave (5 months in
total). A father can ask for paternity leave
for the maximum duration of maternity
leave in case of death or grave sickness of
mother, or if the custody of child is given to

the father. The Law number 92 of 28th June
2012 introduced one day of compulsory
fully paid paternity leave, which has to be
taken within five months after the child’s
birth in order to promote the culture of
sharing the tasks of child care within the
couple and to facilitate the reconciliation of
work and life. Male workers are also entitled
to two more days of fully paid paternity
leave within the 5 months, but these are
counted as part of the maternity leave. In
total, paternity leave can be considered as
3 days.

In 2019, compulsory paternity leave was
extended from the previous four days to five
days. With effect from 1 January 2020,
compulsory paternity leave in Italy has
been extended from 5 to 7 days. The father
must take the leave within five months of
the child’s birth (or from the time the child
has entered Italy in the event of local or
foreign adoption).

The Budget Law for 2021 has extended
paternity leave from 7 to 10 days.
Additionally, the law introduced allowance
for dependent children up to the age of 18
years

The government has announced one day
compulsory leave for working father not
only at the time child birth but also in case
of perinatal death. These changes are
effective from 1 January 2021. The leave is
payable at full wages by the government
through the Istituto Nazionale della
Previdenza Sociale (INPS).

Source: Art. 4, paragraph 24a; Art. 27bis of
https://www.normattiva.it/uri -
res/N2Ls?urn:nir:stato:decreto.leqgislativ
0:200103-26;151
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The Decree number 151 (as modified by the
decree of 11th June 2015, valid only for year
2015) provides for the parental leave to care
for children after maternity or paternity
leave. Either the mother or the father can
take parental leave when needed until the
child is 12 years old. Parental leave for each
parent can’t be more than 6 months in total
(the fatheris entitled to 7 months if he takes
atleast 3 months). The parental leave taken
jointly by the two parents can’t be more
than 10 months in total (11 months if the
father has taken 7). If there is only one
parent, the limit is 10 months in total.

Parents are entitled to 30% of the wage for
the first 6 months of total parental leave
taken by both if the child is under 6 years of
age. If parental leave is taken when the
child is between 6 and 12 years old,
parental leave is unpaid leave and no cash
benefits are provided.

Source: Article 24 & 32 of Law No. 104/1992

The decree of 11th June 2015 provides -
only for the year 2015 - the possibility to
transform the six months of optional
parental leave into part-time work.

To incentivize work from home for parents,
same decree provides for some advantages
for employers who decide to give this
opportunity to their employees.

Under Law No. 81 of 2017, a regulatory
framework on flexible (smart) work has
been adopted in Italy. Flexible work is not a
different kind of employment contract
rather it is a way of carrying out duties

under an employment relationship without
constraints on time and place of work. The
work is carried out partly at the employer’s
premises and partly “outside”. Since no
workplace is fixed outside the employer’s
premises, smart working is differentiated
from teleworking where employee has to
specify a fixed workplace away from the
employer-maintained office.

The law defines smart working as an
agreement between the parties “with no
precise constraints in terms of working
hours or workplace and with the possible
use of technology to enable the work to be
performed. The work is carried out partly
on the company’s premises and partly
outside, without any fixed location -
provided this is done in accordance with
the law and collective agreements
concerning the maximum daily and weekly
working hours.”

Smart work is established by individual
written agreement with a worker in an
enterprise. The agreement must specify the
manner in which the work outside the
employer’s premises will be performed and
the procedures for exercising management
power over the smart worker. The law
further requires the agreement to indicate
the technologies to be used and the “the
worker’s right to disconnect”. The smart
working agreement must provide for the
work-life balance.

The Smart Working Law protects workers
against accidents and illnesses even for the
activity that is performed off the employer’s
premises. There is also provision for
protection against accidents occurring on
the way to and from the place where the
employee is working. Under the Budget
Law for 2019 (Law No. 145/2018), smart
working agreements must be prioritized for
parents with disabled children and mothers
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within the three years following completion
of maternity leave.

The Act No. 32 of 7 April 2022 authorises the
government to elaborate legislative
decrees with the aim of reorganising and
strengthening the regulations on family
benefits, to promote work-life balance and
women’s employment.

Under the law, the government plans to
modify the rules on maternity, paternity
and parental leave within 12 months. The
new rules to provide for:

1 Useofparental leave until a child is 14;
1 permission for the husband, partner
or other second-degree relative to
assist the pregnant woman during
doctor’s visits and maternity-related
examinations; and
increase in the length of mandatory leave
for fathers

Source: Art. 18-23 of the Law No. 81/2017
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06/13MATERNITY & WORK

ILOConventions

An earlier Convention (103 from 1952) prescribed at least 12 weeks maternity leave, 6 weeks
before and 6 weeks after birth. However, a later convention (No. 183 from year 2000) requires
that maternity leave be at least 14 weeks of which a period of six weeks compulsory leave
should be after childbirth.

Italy has not ratified the Conventions 103 and 183.

Summary of Provisions under ILO Convention

Aworker should be entitled to medical and midwife care during pregnancy and maternity leave
without additional cost.

During pregnancy and while breastfeeding, a worker should be exempt from work that might
bring harm to you or your baby.

The total maternity leave should last at least 14 weeks.

During maternity leave, a worker’s income should amount to at least two-thirds of your
preceding salary.

During pregnancy and maternity leave, a worker should be protected from dismissal or any
other discriminatory treatment.

Workers have the right to return to the same or equivalent position after availing maternity
leave.

After childbirth and re-joining work, a worker must be allowed paid nursing breaks for breast-
feeding the child.

The text in this document was last updated in February 2025. For the most recent and updated text on Employment & Labour Legislation in
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1 Legislative Decree of 26th March 2001,
n. 151 - Consolidated text of the laws
on the protection and support of
motherhood and paternity / Decreto
Legislativo 26 marzo 2001, n. 151 -
Testo unico delle disposizioni
legislative in materia di tutela e
sostegno della maternita e della
paternita

1 Legislative Decree of 8th April 2003, n.
66, as modified by the Decree of 19th
July 2004, n. 213 / Decreto Legislativo
8 aprile 2003, n. 66, integrato e
modificato dal Decreto Legislativo 19
luglio 2004, n. 213

1 Ministerial Decree of 10th September
1998 / Decreto Ministeriale del 10
settembre 1998

No maternity related statutory benefits are
provided under labour laws, but the
National Health System provides for free
services to pregnant women:

- Periodical medical
gynecologic examinations;

- Analysis, to be performed before
conception, to exclude the presence
of factors that might affect the
pregnancy;

- Diagnostic tests during pregnancy for
the control of  physiological
pregnancy and of risks of abortion;

- Allservices necessary and appropriate
for prenatal diagnosis  during
pregnancy;

- Allservices necessary and appropriate
for the treatment of diseases (existing
or arising during pregnancy) which
involve a risk to the woman or the
foetus.

obstetric-

Source: Ministerial Decree of 10th
September 1998

Pregnant women and women who have
given birth to a baby (or have adopted one),
who is less than 7 months old, should
inform their employer about their state
(article 6 of Decree n. 151).

Decree number 151 provides for the duties
of the employer for the protection and
safety of the pregnant worker or the female
worker with a child who is less than 7
months old. It is prohibited to assign her to
transport and lifting of loads, as well as all
other dangerous, tiring or unhealthy works.
The employer must propose another job,
which is compatible with her state, without
any change in her wages. Failure to comply
with these provisions is punished with
imprisonment of up to six months. (Article
7)

During pregnancy and until the child is one
year old, the worker should not work in
night shifts. The Decree number 66/2003
extended the definition of night shift for this
specific case to midnight - 6am.

Sources: Article 11 of the Decree number
66/2003; Article 7; article 6 of Decree n. 151

In general, workers are entitled to 5 months
(usually 2 months before and 3 months
after birth) of maternity leave. A worker
may choose to take a one-month leave
before confinement and 4 months after the
confinement. The flexible period can go
from one day to one month, it can be
reduced later and is anyway subdued to a
medical certificate attesting the good
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conditions of the woman and of the unborn.
(Articles 16 and 20)

The interruption of pregnancy,
spontaneous or voluntary, is considered in
all respects as an illness. (Article 19)
Adoption/custody leave is 5 months.
(Article 26)

The Jobs Act 2015 provides that in the event
of premature birth, (before 7th month of
pregnancy), the amount of leave not yet
used before birth is added to the
postpartum leave. If the infant s
hospitalized, the mother has the right to
suspend the maternity leave, taking up the
leave again after the child is discharged.

Pregnant workers may stay at work until
the ninth month of pregnancy with the prior
authorisation of their gynaecologist and
the competent doctor. Prior to this
legislative change, pregnant employees
had to refrain from working two months
before the birth (or at least one month
before the birth, if authorised). This also
means that now they can take full
maternity leave of five months after
childbirth.

Source: Legislative Decree of 26th March
2001, n. 151

During the term of maternity leave, workers
are paid a maternity allowance that is equal
to the 80% of the monthly wage, paid by
Social Security (INPS). (Article 22 of the
Decree  151/2001). Some collective
agreements provide that the employer
integrates the allowance paid by INPS to
reach 100% of the worker’s wage.

Allowance is in every case paid by the
employer, who will then be refunded by
INPS.

Dismissal is prohibited during pregnancy,
where this has been medically certified,
during maternity leave, as well as until the
child is one year old (in case of adoption or
custody, for the first one year after the child

Source:

Source:

The text in this document was last updated in February 2025. For the most recent and updated text on Employment & Labour Legislation in
Italy in Italian, please refer to: https://iltuosalario.it/
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