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INTRODUCTION 
 

The new edition of the Mini Guide to Employment Agency Work includes 
a description of recent changes and developments: the national collective la-
bour agreement (“CCNL”) agreed in July 2025 and the regulatory updates to 
labour contracts. Laws governing the world of employment agency work 
change continuously, especially with respect to whether individual contracts 
have to specify a reason (a motive) as to why the user company is taking on 
temporary workers or not. Workers should therefore contact their union repre-
sentatives to clarify any doubts they make have on the fairness of their contracts. 

This also applies for all the financial aspects since application of the pro-
visions of both the national collective labour contract of the user undertaking 
and the national collective labour contract for employment agencies can make 
it hard to understand whether the financial and regulatory treatment is the same 
for people who have been hired directly by the undertaking and those who 
work under employment agency work contracts.  

Certain contractual criteria were amended when the collective labour con-
tract was updated: certain procedures were reviewed, the standby allowance 
and social benefits for workers provided by Ebitemp were increased, and spe-
cific healthcare benefits were added. New rights were also established, espe-
cially for female workers who are pregnant or on maternity leave, and specific 
measures were added to support victims of harassment or violence and migrant 
men and women. 

New measures dealing with health and safety were also added, and the 
agreement governing the training provided by “Forma.Temp” (an employment 
agency training fund) was reviewed. On this point, the most relevant new item 
introduced was the option for workers to obtain vouchers to spend on high 
quality training courses to use for continuous, permanent training. The new na-
tional collective labour contract also reorganises rules on the establishment of 
union representative bodies, especially the “RSU” (single union representative 
bodies) elected by employment agency workers. 

It is the lead taken by workers in the exercise of their union and constitutional 
rights that is the crucial factor in driving change and improving our work and living 
conditions. 

 
Andrea Borghesi 

general secretary NIdiL CGIL 
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 Employment agency work explained 
 

Employment agency work is a specific type of employment cat-
egory established by law in 2003; it replaced the temporary agency 
employment category that had been introduced with the “Treu Pack-
age” (Law 196/1997). Employment agency work contracts are defined 
by law as permanent or temporary contracts in which one party (em-
ployer of record) makes one or more of its employees available to 
another party (user undertaking). 

The worker is hired and paid by the employer of record (employ-
ment agency) and then sent to work (known as “assignment”) under 
the management and control of the user undertaking (public or pri-
vate). Employment agency work can only be carried out by employ-
ment agencies registered on a specific register established by the Min-
istry of Labour. 

Employment agency employment is governed by laws and con-
tracts: 

• more specifically by Legislative Decree no. 81/2015 as 
amended and Legislative Decree no. 276/2003; 

• and by the national collective labour agreement (“CCNL”) 
for the employment agency work category (hereinafter: Na-
tional collective labour agreement for employment agen-
cies) that we will refer to in this guide; 

• and by the national collective labour agreements applied 
by the end-user companies. 

 

The three-way relationship 
There are three parties involved in employment agency work: 

1. the employer of record, an employment agency authorised by 
the Ministry of Labour; 
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2. the user undertaking, a public or private company or entity; 

3. the worker, hired by the employment agency but who works 
at the user undertaking. 

Two different contracts are agreed between the three parties: 

• THE MASTER SERVICES AGREEMENT entered into between an 
employment agency and a user undertaking and which can be 
for either permanent or temporary employment; 

• THE EMPLOYMENT CONTRACT entered into between an employ-
ment agency and a worker and which can also be for permanent 
or temporary employment. 

When employment agency work 
is permitted 

The law provides that temporary employment agency work 
contracts can be entered into for a maximum duration of 12 months 
(including extensions and rollovers), after which the contract can only 
be extended or rolled over for specific reasons (motives) AS specified 
under the collective labour agreement, or for the replacement of other 
workers. The law establishes that in the private sector, temporary work 
contracts may not exceed 24 months (unless a different time period 
has been established under the collective agreement applied in the 
end-user companies); on the other hand, the maximum duration of any 
contract is 36 months, which can be rolled over, in the public sector. 

 
In addition to the time limits, the law also establishes limits on 

the numbers of people that may work under these contracts (unless 
a different percentage has been established under the collective la-
bour contract applied in the end-user companies). In the case of em-
ployment agency workers on permanent contracts with permanent as-
signments (known also as staff leasing), forbidden in the public sector, 
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the number of employment agency workers may not exceed 20% of 
the number of permanent workers employed by the user undertaking. 
On the other hand, the limit on the number of workers is 30% in the 
case of employment agency workers on temporary contracts (includ-
ing direct temporary contracts). However, the numeric limits and ‘rea-
sons’ do not apply to the employment of workers on permanent con-
tracts with temporary assignments and unemployed persons who 
have drawn at least 6 months of unemployment or welfare support, or 
to persons considered by law to be “disadvantaged” or “highly dis-
advantaged”, for example people under 25 or over 55 years old.  This 
is a very broad list of cases of exclusion which renders the few limits 
identified by the law for the use of employment agency work in com-
panies ineffective in practice.  

 
PLEASE NOTE 
If anyone wishes to be hired by the user undertaking, the last date for appeal is 
60 days from termination of the employment. Please contact your nearest NIdiL 
(new work identities) CGIL (Italian general confederation of labour) office for more 
information, support and assessment of your individual case.  

 

When employment agency work 
is not permitted 

Employment agency workers cannot be used in the following cases: 

• to replace striking workers; 

• in companies that have dismissed workers in the past six 
months through the collective dismissal of workers who 
carry out the same jobs as the employment agency workers, 
apart from cases where the employment agency work con-
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tract was entered into to replace absent workers or has an 
initial duration of no longer than three months; 

• in companies in which temporary unemployment benefits 
are being paid to workers who carry out the same jobs as 
those governed under the employment agency work con-
tract; 

• if the company has not made a risk evaluation in applica-
tion of health and safety laws for the workers. 

The master services agreement 
The master services agreement between the employment 

agency and the user undertaking for permanent or temporary work 
must be agreed in writing. The agreement will be invalid if not agreed 
in writing, and the employment agency workers will be considered to 
be employees of the company using them to all intents and purposes. 

 

PLEASE NOTE 
Even though the written form of the master services agreement does not directly 
involve workers sent on assignment, it is still important if there are any legal 
proceedings to check the validity and compliance of the employment agency 
work. 
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INDIVIDUAL  
EMPLOYMENT  
CONTRACTS 
 
Employment contracts entered into between employment agencies and 
workers are employment contracts 
which can be either temporary or permanent. 
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Temporary employment contracts 

In the event of temporary employment, the employment relation-
ship between the employment agency and the worker is governed by 
general laws on temporary work. The contract must be entered into 
in writing upon hiring and contain certain information including the fol-
lowing: 

• the motivation (reason) if necessary; 

• the name of the user undertaking and the national col-
lective labour agreement applied (including any supple-
mentary agreement if present) with the parties entering the 
agreement (trade union and employer organisations); 

• the group that the worker belongs to (A, B, or C) according 
to his/her job category and the duties to be carried out 
at the user undertaking; 

• any trial period and its duration; 

• the place where the assignment will be carried out, the 
working hours, the date the job starts and ends at the user 
undertaking; 

• the overall salary package due and each individual item 
comprising it; 

• the presence of any risks to the well-being and health of 
the worker, along with the prevention measures employed 
and safety measures needed in relation to the type of 
work; 

• the authorisation by the worker for the employment 
agency to use his/her personal data in order to fulfil the 
requirements to manage the employment. 
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Trial periods 
A trial period may be required with temporary contracts which 

must be agreed in writing. 
 
During the trial period, both the employment agency and the 

worker may terminate the contract at any time without having to give 
any advance notice (or pay in lieu of notice) and without incurring any 
type of penalty. In the event of resignation or dismissal during the trial 
period, the worker will be due the remuneration for the hours worked. 

 
The trial period duration shall depend on the duration of the as-

signment. One trial day shall be counted for every 15 calendar days, 
starting from the beginning of the assignment. In the event of assign-
ments lasting less than 30 days, 2 trial days shall be counted, except 
for assignments of up to 3 days in which one trial day shall be 
counted. The trial period may not be less than 1 day or more than 11 
days for assignments of up to six months, or 13 days for assign-
ments of over 6 months, or 30 days for assignments of over 12 
months. 

 
The trial period cannot be included if subsequent assignments 

are made within 12 months from the end of the previous assignment 
with the same user undertaking and the same duties, or if the contract 
is transformed into a permanent contract. 

Extensions 

New employment contracts do not have to be entered into for 
extensions, but the initial expiry will be pushed back. The initial ex-
piry of an individual contract can be freely extended in the first 12 
months, and subsequently only if there is a reason (motive) provided 
for in the collective contracts, or for the replacement of other workers 
(except for some situations such as the case of disadvantaged or 
highly disadvantaged workers). Each contract can be extended for up 
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to a maximum of 6 times (apart from certain specific cases in which it 
can be extended up to 8 times) within the limit of a maximum duration 
of 24 months in the private sectors and 36 months in the public sector. 

 
The contract can only be formally extended in writing. Workers 

must be informed about the extension, unless there are urgent rea-
sons, with advance notice of 3 days from the initial expiry of the con-
tract. The contract can only be extended if the worker agrees. 

 
For contracts with an initial duration or with a subsequent exten-

sion of 6 months or more, failure to give advance notice of the ex-
tension will give the worker right to a welfare payment of €20 for each 
day of failure to give notice.  

Contract expiries 

Upon expiry, if the contract is not rolled over or extended, work-
ers who find themselves unemployed and meet certain requirements 
may request “NASpl” unemployment benefits (please see page 41) 
and Forma.Temp “SAR” income Support (please see page 51). 

Right of priority for female workers on temporary con-
tracts who are pregnant or on maternity  

Any female workers with temporary contracts that expire during 
pregnancy or before the child turns one year old shall be given a right 
of priority to be sent on assignment with at least the same level and to 
the same professional standard as the previous work done. This right 
must be exercised within 60 days of the end of the contract and 
shall apply up to when the child turns one year old. 

 
The right of priority is exercised through a specific declaration of 

availability (delivered when hired) to be sent to the employment 
agency. If this cannot be carried out, the female worker will have the 
right to the “Diritto mirato” measure (aimed at improving the skills and 
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knowledge of employment agency workers) with a related attendance 
allowance of €4.5/hour.   

Interruption of temporary employment agency work 
contracts 

Employment agencies (apart from cases where the trial period 
has not been successful or dismissal for just cause) may not interrupt 
assignments before the expiry set under the contract. 

On the other hand, if an employment agency interrupts an as-
signment before the expiry, it will have to pay the worker the remu-
neration package that had been originally agreed and may ask the 
worker to: 

• take employment in another assignment with the same em-
ployment agency and in the same professional area pro-
vided for initially; 

• take part in training sessions. 

Resignations 
If a temporary worker interrupts the contract before the sched-

uled expiry date, offering his or her resignation, he/she must pay a 
financial penalty amounting to 1 day for each 15 days remaining 
on the assignment and not carried out. Penalty days (maximum of 
20 days) will be calculated according to his/her job category. 

 
No penalties will be applied if the worker resigns in the first 

15 days of employment or if the number of days of notice equals the 
number of days left on the assignment. 

 
In accordance with the law, notice must be given to the em-

ployer and the Labour Inspectorate in order for any resignations or 
agreements to terminate the employment to be valid, by electroni-
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cally sending a form that can be obtained from the Ministry of Labour. 
In these cases, the worker should contact his or her closest NIdiL CGIL 
branch to obtain assistance and further information. 

 
PLEASE NOTE 
If a worker resigns or terminates his/her employment on a consensual basis, 
he/she risks losing the right to avail of the NASpl unemployment benefits (see 
page 34). 
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Total guaranteed working hours 

Total guaranteed working hours is a specific mechanism to use 
temporary employment agency work as provided for under the na-
tional collective labour agreement for employment agencies; the aim 
is to steer other more uncertain types of temporary work (independent 
contractor/consultant agreements, on call jobs, casual work, etc.) to-
wards these types of contracts. This can only be used in the sectors 
identified by the national collective labour agreement for employment 
agencies. 

 
Total guaranteed working hours requires a temporary contract 

to be entered into with a minimum duration of 4 months and guar-
anteed minimum remuneration of 35% (the percentage may vary if 
the collective agreements provide for higher minimum hours for part-
time work) of the monthly remuneration due to full-time workers with 
the same qualifications and level at the same user undertaking. 

How assignments are carried out 
Workers must agree to be on standby within the time slots es-

tablished under the contracts: morning (6-14), afternoon (14-22) 
evening/nighttime (22-6) alternating (maximum 6 hours). 

 
The time slot may be changed, giving minimum notice of a week, 

and if it is less than a week, the remuneration will have to be increased. 
Further increases must be applied in the case of frequent changes of 
time slots and failure to comply with the notice period in working days 
for nighttime slots. 

 
The worker will be notified of the time and day of the job giving 

notice of at least 24 hours before the start of the daytime slots. On 
the other hand, the agency will have to give notice of the hourly pro-
gramming every fortnight for nighttime slots. 
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If the worker has explicitly agreed to the hourly programming 
required, any hours that exceed the total guaranteed working 
hours, falling under the ordinary full time working hours provided for 
under the national collective labour agreement applied by the user un-
dertaking shall be considered to be a “temporary” extension of the 
total guaranteed working hours agreed, and therefore must be consid-
ered to be the ordinary contractual hours to all intents and purposes. 
Therefore, for example, in the event of illness, workers will have right 
to compensation; any absences will have to be justified. 

 
Workers will have to agree to be on standby. The worker does 

not have to be on standby outside the total guaranteed working hours 
and/or outside the time slots established under the contract. Mini-
mum remuneration is guaranteed even if no work is carried out. 

Consolidation of working hours 
If, over a period of six months with the same user undertaking, 

the minimum guaranteed working hours have been exceeded by 20%, 
the total guaranteed working hours will increase by 50% of the in-
creased hours worked. 

Resignations 
If a worker resigns, he/she will not have to pay any penalties. 
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Permanent employment contracts 

If a worker is hired on a permanent basis, the employment 
agency work employment shall be subject to the general rules pro-
vided for permanent employment contracts. 

Employment contracts 
At the time of hiring, the worker will sign an employment contract 

with the employment agency which will indicate certain elements es-
tablished under the national collective labour agreement for employ-
ment agencies including: availability in accordance with certain work-
ing hours, the job category, the trial period (a minimum of 30 days ac-
cording to the job category); the standby rate. 

Assignments 
Once hired on a permanent basis, the employment agency can 

send the worker on assignment to a user undertaking. At the start of 
the assignment, the worker will have to sign a letter of assignment 
which will include inter alia: the duration of the assignment, the na-
tional collective labour agreement applied and the second level agree-
ment indicating the parties involved (trade union and employer organ-
isations), the job category, the hourly remuneration and the work 
place, any risks attached to the work and the safety officer in the user 
undertaking (please see “Safety at work” at page 44). 

Resignations 
Workers may interrupt their permanent employment agency 

work contracts by resigning. In this case, the worker will have to give 
notice of his/her resignation to the employment agency (via registered 
letter with notice of receipt or any other method that can prove receipt) 
in compliance with the advance notice required under the national 
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collective labour agreement for employment agencies; the notice shall 
be for a minimum of 20 working days, according to the job category 
and seniority of service as provided under the national collective la-
bour agreement. 

Workers can give notice of their resignation for just cause 
without having to give advance notice if a serious breach by the em-
ployment agency or the user undertaking makes it impossible to con-
tinue with the employment. The worker shall have the right to the 
“NASpl” unemployment benefits in this case only (please see page 41). 

The law provides that resignations or mutual agreements to ter-
minate the employment shall only be valid if notice is given to the em-
ployer and the applicable Labour Inspectorate by electronic means 
using a form available from the Department of Labour. In these cases, 
the local CGIL (Italian general confederation of labour) branch should 
be contacted for assistance. 

End of the assignment 
The assignment may end upon expiry (with the final date is set 

out in the letter of assignment) or upon interruption of the master ser-
vices agreement. The worker will become available to the employment 
agency again from when the assignment ends; it may initiate a new 
assignment or arrange for training or professional requalification. 

Standby rate 
For periods in which the worker is not working on an assignment 

with a user undertaking, the employment agency shall pay a gross 
monthly rate of €1,000, including post-employment benefits.  The 
standby rate may change in proportion to the hours established in the 
employment contract or in the letter of assignment (in any case not 
less than €500/month). 

In these periods, the worker must be available during the work-
ing hours established under the contract and will have to start work 
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within 24 hours of being called. The offer of a new assignment must 
be appropriate and meet certain parameters: distance form the work-
place, proposed working hours and professional and salary equiva-
lence. The agency may propose assignments that are not consistent, 
but the worker will not have to accept them. 

“PDR” reassignment process 
If the employment agency does not have any job opportunities 

for a worker hired under a permanent contract, it may initiate the reas-
signment process as provided for under the national collective labour 
agreement for employment agencies aimed at the requalification and 
reassignment of workers. 

A professional requalification process is therefore initiated which 
will be evaluated by a Territorial Trade Union Commission. This pro-
cess aims to enable workers to expand their professional capacity and 
therefore enable them to be sent on assignment. During this process, 
the remuneration shall be €1,150/month gross (which can change 
in proportion to the average hours actually worked, but in any case 
may not be less than €575/month), including post-employment bene-
fits, with the relative contribution. The ordinary duration is for 6 
months, with extension of a month for workers with disabilities and 2 
months for workers who have been injured. If the worker has not been 
reassigned by the fourth month of the process, his/her CV will be 
shared among the agencies in the territory who may propose offers of 
work that the worker may or may not accept at his/her own discretion. 
If there is an offer of work with another employer, the worker may re-
quest an unpaid leave of absence for a maximum of 4 months 
which the agency will have to grant. 

“PRP” multiple reassignment process 
If the interruption or failure to renew the assignments with the 

same user undertaking involves 20 workers (for a single agency) or 30 
workers (for more than one agency), the Agencies and Trade Union 
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Organisations can implement the multiple reassignment process to en-
courage the reassignment of the workers involved. 

Protection of pregnant workers hired on a permanent 
basis. 

If an assignment is interrupted or a temporary assignment is not 
renewed for a worker who has given notice of her pregnancy, she will 
have the right to directly access the reassignment process which will 
be extended until her child has turned one year of age. 

The allowance during the entire reassignment process shall be 
the same as what the worker earned in the last month of her assign-
ment prior to its early termination, or its natural termination unless the 
most recent remuneration was less than €1,150. 

Dismissals 
If, after completing all the required procedures and at least six 

months having passed, the requalification efforts have not let to reas-
signment of the worker due to a lack of work opportunities, the em-
ployment agency (if it actively attempted to reassign the worker) may 
terminate the employment for objective good reason at the end of 
the required period. 

If the worker commits a serious breach, the employment agency 
may terminate the employment contract for just cause without having 
to give notice or a subjective good reason with notice. 

In all cases of dismissal, the worker may request NASpl unem-
ployment benefits (please see page 41). 

 

PLEASE NOTE 
If the worker intends to object to the dismissal (for example if the worker believes 
that the reassignment efforts were not carried out properly) he or she must notify 
the employment agency within 60 days from the notification of dismissal. On the 
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other hand, if the worker wishes to appeal the end-user company’s decision, the 
mandatory time limit is 60 days from the end of the assignment. 
If you are dismissed, please contact your nearest NIdiL CGIL branch. 

 
 
 
 
 

Professional apprenticeship 
Professional apprenticeships are permanent employment con-

tracts which provide for a certain training period to acquire a profes-
sional qualification. It is agreed with the employment agency which 
can initiate an assignment with a user undertaking where the work will 
be carried out and training undergone. 

Workers of between 18 and 29 can be hired with apprenticeship 
contracts; otherwise there is no age limitations for people receiving 
unemployment benefits or extraordinary wage subsidy benefits, or 
prisoners who can avail of alternative measures to imprisonment or 
assigned to outside work. 

Upon hiring, the employment agency will have to prepare an in-
dividual training plan that the apprentice will have to complete to 
achieve the qualification. 

The apprentice will have to engage with tutors, one identified by 
the employment agency and one identified by the user undertaking. 

At the end of the apprentice period, the employment agency will 
confirm that the training has been carried out by notifying the appren-
tice of the acquisition of his/her qualification. 
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Remuneration 
The amounts provided for apprentices under the national col-

lective labour agreement of the user undertaking are used to es-
tablish apprentice remuneration. Apprentice remuneration can gener-
ally be calculated as a percentage that increases over time, or alterna-
tively, a minimal contractual amount is applied up to a maximum of 
two levels lower than the rate to be acquired, increasing over time. 

The provisions set out under the equal treatment section also 
apply to employment agency work apprentices (please see page 27). 

Duration, suspension, extension 
The minimum duration of the apprenticeship period is estab-

lished by law and may not be less than 6 months. On the other hand, 
the maximum duration and extension in the case of illness, injury or 
other reasons to justify suspending the employment are established 
under the national collective labour agreement of the user undertaking. 
Any changes to the end date of the apprenticeship period must be 
communicated in writing at least 30 days prior to its expiry. 

Confirmation requirements 
Under the law on professional apprenticeships, confirmation re-

quirements will be the responsibility of the employment agency. Ap-
prentices hired in breach of said limits shall be considered to be ordi-
nary permanent workers (not apprentices). 

Withdrawals 
The employment agency may withdraw from the employment 

contract by giving written notice of at least 30 days prior to the date 
the apprentice period finishes. 

If no notice of withdrawal is given, the apprenticeship contract 
shall continue with the employment agency as a normal permanent 
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contract. The employment agency may withdraw prior to the end of 
the apprenticeship period for just cause, i.e. due to serious breach by 
the worker or for good reason. In the case of withdrawal from em-
ployment, the worker may apply for NASpl unemployment benefits 
(please see page 41). If you are dismissed, please contact your nearest NIdiL 
CGIL branch (please see page 78). 
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EQUAL  
TREATMENT 
Employment agency workers have the right to the same 
financial treatment and legal treatment as workers who 
do the same jobs but were hired directly by the user un-
dertaking. 
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Equal treatment is a right protected by law and governed by the 
national collective labour agreement for employment agencies; this 
means the same remuneration and same rules set out under the 
national collective labour agreement and the territorial and/or 
company contract (if present) in use by the user undertaking (speci-
fied in the individual employment contract, see page 11), must be ap-
plied, without any discrimination against the employment agency 
workers. 

Wages are normally calculated on an hourly basis, but the na-
tional collective labour agreement for employment agencies also per-
mits wages, in certain conditions, to be calculated using the monthly 
breakdown system. 

The employment agency will have to pay remuneration to the 
workers as well as making their social security contributions. If the 
agency does not do this, the user undertaking must do it in accord-
ance with the joint obligation principle set out under the law.  

Remuneration 
The hourly remuneration must be calculated to ensure that the 

payslip is correct. First calculate the hourly divisor using this formula: 

hourly divisor = (company hours per week x 52) /12 

The corporate full-time or part-time gross monthly remuneration 
(also linked to the job category) must then be divided by the hourly 
divisor above. 

The correct result must appear in the upper section of the 
payslip under “hourly pay”; this is then applied to the hours worked 
which must correspond to the actual work carried out. 
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Example 1 
full time worker (40 hours/week, 176 monthly), 
with hypothetical gross monthly remuneration of €1,600. 
 
HOURLY DIVISOR: 40 hours x 52/12 = 173.33  
HOURLY PAY: €1,600/173.33 = €9.23 

FULL TIME MONTHLY BASIC GROSS: €9.23 x 176 hours = €1,624.48 
+ surcharges (for example for shiftwork, holidays, etc.) and any other 
additional payments if due. 

 
 

Example 2 
part-time worker (20 hours/week, 88 monthly), 
with hypothetical gross monthly remuneration of €1,600. 
 
HOURLY DIVISOR: 40 hours x 52/12 = 173.33  
HOURLY PAY: €1,600/173.33 = €9.23 

FULL TIME MONTHLY BASIC GROSS: €9.23 x 88 hours = €812.24 
+ surcharges (for example for shiftwork, holidays, etc.) and any other 
additional payments if due. 

 

Job category 
Workers on assignment must be put into one of the job catego-

ries set out under the national collective labour agreement applied by 
the end-user companies according to the type of work they will carry 
out. 

With duties being equal, employment agency workers must 
have the same job category level as any employees directly hired 
by the user undertaking. 

Each job category level corresponds to a certain remuneration 
that increases in accordance with the complexity of the duties or the 
level of responsibility and autonomy of the worker. 
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Extra month’s salary 
and additional monthly salaries 
(if available) 

All employees have the right to an extra month’s salary. Addi-
tional monthly salaries may also be provided for under the collective 
bargaining contracts. 

Employment agency workers shall accrue the extra month’s 
salary in accordance on the basis of the hours paid (8.33% of each 
hour) and not on the basis of the days worked as occurs with most 
employment contracts, including when they are paid according to the 
monthly breakdown system. The same principle applies for any other 
additional monthly salaries provided for under the national collective 
labour agreements applied by the end-user companies or any territo-
rial and/or corporate agreements. 

Holidays, leave and part-time work 
The national collective labour agreement applied by the end-

user companies establish the amount of holidays, leave and/or part-
time work. Employment agency workers accrue holidays, time off and 
part-time work on the basis of the paid hours, including when they are 
paid according to the monthly breakdown system. 

Production or performance bonuses 
Production or performance bonuses must also be awarded to 

employment agency workers if provided for under the national/territo-
rial/corporate contracts applied by the end-user companies. They 
must be paid at the same time and in the same way as they are dis-
bursed to employees hired directly by the user undertaking or when 
they stop working if this occurs prior to when the bonus is disbursed. 
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Post-employment benefits 
(payment) 

The post-employment benefits are due in any case of termina-
tion of employment as established under article 2120 of the Civil Code, 
including for resignations. The amount is equal to approximately one 
month’s salary for every year worked. The payment must always be 
made along with the final salary. One instalment of post-employ-
ment benefit shall accrue for every month worked: 
 

a) if the days worked are over 15; 

b) if an assignment lasts for less than 15 days but is recommis-
sioned by the same user undertaking for the same job within 
30 days from the end of the first assignment, the previous 
period will be added for the purpose of accrual of the post-
employment benefit instalment. 

 
PLEASE NOTE 
The other terms provided for under national collective labour agreement applied 
by the end-user companies and not governed by the national collective labour 
agreement for employment agencies also apply to employment agency workers. 

 



 32 

 

 

 

 

 

 

 
 

 

 
 
 
 

EVENTS THAT MAY 
 OCCUR DURING 
 EMPLOYMENT 
 



 33 

 

Illness 
In the case of illness, employment agency workers who are not 

in their trial period, have the right to the following: 

• for the first 3 days: 100% 
of their net daily remuneration; 

• from the 4th to the 20th day: 75% 
of their net daily remuneration; 

• from the 21st day: 100% 
of their net daily remuneration; 

The allowance disbursed by INPS (social security entity) are 
topped up and usually advanced by the employment agency. 

PLEASE NOTE See also the Ebitemp healthcare protection at page 54. 
Workers must be reachable for every day of illness (including 

holidays) in the timeframes required by law (10.00-12.00; 17.00-
19.00) to permit any medical home visits. If the medical certificate (pro-
tocol) is sent late or a medical home visit cannot be made (due to the 
worker’s fault unless he/she has a good reason that can be substanti-
ated), the allowance may be reduced. 

The job will be kept for a maximum of 180 days in a calendar 
year (which can be extended for another 120 unpaid days in certain 
specific cases) unless it is a temporary contract which has expired. If 
the absence is protracted due to a serious, continuous illness that in-
volves life-saving treatment reported on a periodic basis by National 
Healthcare Service (SSN) specialists, the worker may avail, subject to 
a written request, of a period of leave paid at 100% until clinical re-
covery has been achieved, and in any case, for a duration of no longer 
than a further 180 days.  
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PLEASE NOTE Illness will interrupt any trial period. 

Injury 
In the case of injury, employment agency workers have the right 

to the following: 

• 100% of remuneration for the day 
on which the injury occurs; 

• compensation payable by INAIL (industrial injury institute), 
topped up by the employment agency to reach 100% of net 
daily remuneration, from the day after the injury until clinical 
recovery has been achieved. 

The compensation is usually advanced by the employment 
agency. If, due to INAIL provisions, the compensation cannot be paid 
in advance, the employment agency will have to pay the worker the 
required supplementary amounts. If there are further consequences 
caused by the injury, financial compensation or a monthly payment 
may be made according to the level of disability recognised by INAIL.  

 
PLEASE NOTE 
If you suffer an injury, please refer to the INCA CGIL support service 
www.inca.it/sedi and consult the Ebitemp injury compensation information at 
page 54. 

Maternity 
Pregnant workers may not be assigned unhealthy, tiring or dan-

gerous duties at work. If the assignment includes these types of du-
ties, the female worker will have the right to a new and different as-
signment, or, during employment, to early compulsory maternity leave 

http://www.inca.it/sedi
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which will last until the expiry of the contract in this case if it is a tem-
porary contract. 

There is also a right to early maternity leave if any complica-
tions arise during the pregnancy, and in this case, early maternity leave 
will last until the beginning of the compulsory maternity leave. The pe-
riod in which the female worker may not be assigned any work (com-
pulsory leave) generally lasts for 5 months spanning the birth, i.e. 2 
months prior to the expected due date and 3 months after, or 1 month 
beforehand and 4 months afterwards, or even for 5 months immedi-
ately after the birth. 

The worker will be able to choose how she wants to use her 
flexible maternity leave (2+3, 1+4 or 5 after the birth), provided that 
there is a certificate from a doctor with the National Health Service 
(SSN) or participating health service, validated by a doctor assigned 
to health and safety at the workplace which will certify the absence of 
risk to the health of the worker or to the proper progress of the preg-
nancy. 

During this period, therefore during employment, the female 
worker will have the right to a maternity allowance from INPS (Social 
Security), but advanced by the employment agency. 

Female workers have the right to maternity leave even after the 
assignment if less than 60 days pass between the end of the assign-
ment and the beginning of the maternity leave, or, if even after that 
timeframe, the worker is receiving or could have received unemploy-
ment benefits (in this case no more than 180 days can have passed 
and at least 26 weekly contributions must have been credited to INPS): 
in these cases, the allowance is provided directly by INPS. 

The maternity allowance amounts to 80% of the remuneration, 
topped up to 100% is so provided under the collective labour agree-
ment applied in the user undertaking. 
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Pregnant workers may not be laid off by the employment agency 
until the child has reached one year of age. This does not apply if the 
temporary employment contract expires during this period. 

Please go to page 13 to find out what the national collective la-
bour agreement for employment agency work specifically provides for 
temporary contracts and page 20 for permanent contracts. See also 
the services provided by the ‘Ebitemp’ bilateral entity at page 54.) 

Paternity 
A paternity allowance is provided to the father for the entire du-

ration of the leave or the remaining part that would have been due to 
a working mother, in the following cases only: 

• death or serious illness of the mother; 

• abandonment of the child by the mother; 

• exclusive custody of the child given to the father. 

This also applies if the mother is self-employed and has the right 
to a maternity allowance. 

Compulsory paternity leave 
Working fathers are also obliged to use, in a period spanning the 

two months prior to the expected due date to the fifth month of life of 
the child, of 10 days of leave (20 days for multiple births) which can 
also be used on a non-continuous basis and in addition to the mother’s 
leave. 

 
PLEASE NOTE  
INPS (social security) will pay the compulsory paternity leave for “PDR” reassign-
ment processes, but not the allowance. (Please see the ‘Ebitemp’ services at 
page 54). 
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Parental leave 

Employment agency workers have the right to time off from work 
for each child until they reach 14 years of age. 

• for working mothers: at the end of the compulsory maternity 
leave, for a continuous or non-continuous period of no 
longer than 6 months; 

• for working fathers: from birth of the child, for a continuous 
or non-continuous period of no more than 6 months (up to 7 
months in the case of time off from work for a period of at 
least 3 months); 

• if there is one parent only: for a continuous or non-contin-
uous period of no longer than 11 months. 

Parental leave may not exceed a total of 10 months. 
 
For the period of leave, workers will have the right to compen-

sation from INPS (social security entity) (paid in advance by the em-
ployment agency), of 30% of the average daily remuneration calcu-
lated on the basis of the remuneration of the month preceding the be-
ginning of the leave period, up to 14 years of age of the child (or the 
addition to the family in the case of adoption or foster care) and for a 
total maximum period (mother and/or father) of nine months, of which: 

• the mother can take a 3-month period in which an allow-
ance is paid, which cannot be transferred to the other par-
ent; 

• the father can take a 3-month period in which an allowance 
is paid, which cannot be transferred to the other parent; 
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• both parents can alternately take a further 3-month period 
in which an allowance is paid; 

• a single parent has the right to the whole nine months of 
parental leave.  

 
The 2023, 2024 and 2025 budget laws increased the allowance 

from 30% to 80% for a maximum period per couple of 3 months.  
The increased allowance can be paid only in the 6 months 

taken off from work (3 months for each parent), cannot be transferred 
to the other parent and may be requested if the following conditions 
are met: 

 

• for a month, to be divided between the parents or just one 
of them on condition that: 

• the leave is taken starting from 1 January 2023; 

• the leave is used for children of less than six years 
old or within six years from when a child becomes 
part of a family in the case of foster care/adoption; 

• the maternity leave period, or alternatively the pater-
nity leave period, ends after 31 December 2022. If 
a child is born or becomes part of a family through 
adoption/foster care, starting from 1 January 2023, 
the increased 1-month allowance can be taken re-
gardless of when the maternity or paternity leave 
ended. 

• for two months, to be divided between the parents or just 
one of them on condition that: 

• the leave is taken from 1 January 2024; 
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• the leave is used for children of less than six years 
old or within six years from when a child becomes 
part of a family in the case of foster care/adoption; 

• the maternity leave period or alternatively the pater-
nity leave period ends after 31 December 2023. If a 
child is born or becomes part of a family through 
adoption/foster care, starting from 1 January 2024, 
the increased 2-month allowance can be taken re-
gardless of when the maternity or paternity leave 
ends. 

• for three months, to be divided between the parents or just 
one of them on condition that: 

• the leave is taken from 1 January 2025; 

• the leave is used for children of less than six years 
old or within six years from when a child becomes 
part of a family in the case of foster care/adoption; 

• the maternity leave period or alternatively the pater-
nity leave period ends after 31 December 2024.  

If a child is born or becomes part of a family through adop-
tion/foster care, starting from 1 January 2025, the increased 3-month 
allowance may be given regardless of when the maternity or paternity 
leave ended. 

The months paid at 80% of remuneration can also be used by a 
single parent. Certain national collective labour agreements, especially 
in the public sector, add to this increased allowance. 

The national and/or company contract may provide for parental 
leave usable on an hourly basis. If this is not in the contract, the pro-
visions of the law shall apply with respect to taking parental leave on 
an hourly basis. 
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Child Benefits 
Employment agency workers with dependent child/ren have the 

right to child benefits during their employment, paid by INPS (social 
security institute) to families who meet the following conditions: 

• for each dependent child; 

• for newborns, starting from the seventh month of preg-
nancy; 

• for each adult dependent child up to 21 years old, that: 

• is following an educational or professional training 
course or degree course; 

• is carrying out an internship or working with a total in-
come of less than €8,000/year; 

• is registered as unemployed and is looking for work with 
the public job centres; 

• is working under a government run public service 
scheme; 

• for each dependent child with a disability, with no age 
limits.  

 
Child benefits are calculated in accordance with the “ISEE” 

(equivalent economic status indicator) submitted of the household of 
the beneficiary child/ren, considering the age/s of the dependent 
child/ren and numerous other elements. 

The child benefits are not included in the calculation to estimate 
total income for IRPEF (personal income tax) purposes. 
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Household allowance (“ANF”) 
The “ANF” household allowance may be given in the case of de-

pendent relatives not including child/ren (collateral spouses, sisters or 
brothers or grandchildren with respect to the applicant, minors, or dis-
abled adults, if both parents are dead and the surviving parties do not 
have any pension rights). 

 
The household allowance is funded by INPS (Social Security), 

but paid in advance by the employment agency; applications must be 
submitted directly to INPS online only. The amount paid varies in ac-
cordance with the composition and overall income of the household. 

Unemployment benefits (“NASpI”). 
If a contract is terminated, employment agency workers have 

the right to “NASpl” (new social insurance for employment) unemploy-
ment benefits, disbursed by INPS, if: 

1. they are unemployed as understood by the law (i.e. without 
a job), have lost their jobs through no fault of their own, and 
declare, on the online national portal of Employment Poli-
cies, that they are immediately available to work and take 
part in the active job policy measures agreed with the job 
centre. 

2. they have at least 13 weeks of contributions in the 4 
years prior to the end of their employment. If the workers, 
in the 12 months prior to the loss of the job through no fault 
of their own (which is why they are applying for the NASpl 
unemployment benefits), interrupted permanent employ-
ment due to voluntary resignation or following consensual 
termination, the 13 week contribution requirement - needed 
to access the NASpl unemployment benefits and normally 
required - must occur in the period intervening between the 
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two events and not in the four year period prior to the begin-
ning of the involuntary unemployment.  

3. they submitted their application for NASpl unemployment 
benefits to INPS online within 68 days from when their em-
ployment ended. Submission of the NASpl unemployment 
benefits application is equivalent to the issue of a declara-
tion of unemployment and immediate availability for work 
(“DID”). In the 15 days following submission of the applica-
tion, the applicant must go to the job centre to enter into a 
personalised service agreement. Otherwise, the party who 
wishes to apply for unemployment benefits will be called by 
the job centre. The unemployment benefits will run from the 
day after the application is submitted, but in any case not 
before the eighth day following the termination of employ-
ment, therefore, it is important to submit the application 
as quickly as possible in order not to lose out on any 
benefits.  

People who do not have the right to NASpl unemploy-
ment benefits 

Workers whose employment has been terminated due to resig-
nation (apart from cases of resignation for just cause or resignation 
during maternity leave) or consensual termination of the employment 
(apart from consensual termination as part of mediation procedures 
permitted by law), do not have the right to NASpl unemployment ben-
efits. 

 
EXAMPLES 
1) Workers who resign and subsequently accept a job of less than 4 months 
(therefore less than 13 weeks) lose the right to NASpl unemployment benefits. 
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2) Workers who resign and subsequently accept a job equal to or more than 4 
months (therefore at least 13 weeks) maintain their right to NASpl unemploy-
ment benefits. 

Amount and duration of the NASpI 
unemployment benefits 

The NASpl unemployment benefit amounts to 75% of the aver-
age monthly remuneration for the previous 4 years, up to €1,436.61 
(for 2025). If the amount is higher, 25% of the difference between 
€1,436.61 and the average monthly salary is added. In 2025, the max-
imum monthly amount was €1,562.82, reviewed once a year; the ben-
efit is reduced by 3% every month starting from the first day of the 
sixth month of use. The NASpl unemployment benefits includes so-
cial security contributions The NASpl unemployment benefits last 
for half the amount of weeks of contribution in the 4 years immediately 
prior to the beginning of unemployment. People who receive NASpl 
unemployment benefits will be registered on the SIISL (social and la-
bour inclusion information system) platform which matches job de-
mand and supply; they must also sign the “digital activation agree-
ment”. 

 
PLEASE NOTE 
For employment agency workers with permanent work contracts, any periods of 
availability will not be counted towards the duration and amount of the NASpl 
unemployment benefits and the 13-week contribution requirement. 
Therefore, the periods of availability are neutral and do not count towards calcu-
lation of the NASpl unemployment benefits. 

 
PLEASE NOTE  
Please consult your local INCA CGIL branch (www.inca.it/sedi) for help with 
submitting your NASpl unemployment benefit application and the SIISL require-
ments. 
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SAFETY 
AT WORK 
End-user companies and employment agencies have specific obliga-
tions under the law and collective bargaining contracts regarding oc-
cupational health and safety. These obligations comprise both admin-
istrative and preventive requirements and protection from risks. 
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When entering into an employment contract, employment 
agency workers must receive adequate information on occupational 
health and safety through delivery of annex 1 of the national collective 
labour agreement for employment agencies which contains: 

• the contact at the user undertaking who must provide infor-
mation on occupational health and safety risks connected to 
the company’s business activities; 

• the name of the workers’ safety representative (“RLS”); 

• first aid procedures, fire safety, evacuation of the work-
places; 

• the names of the workers in charge of applying first aid and 
fire prevention measures; 

• the names of the manager and persons in charge of the pre-
vention and protection service, and the company doctor if 
present. 

Employment agencies must: 

• inform workers about the general risks to health and safety 
relating to the general work carried out; 

• inform the workers of the names of the applicable managers 
and the procedures to follow (see annex 1); 

• instruct and train the workers on how to use the work equip-
ment needed to perform their jobs. 

PLEASE NOTE 
In many cases, especially for instruction and training, the master services agree-
ment between the agency and user undertaking may provide that said activity be 
carried out by the user undertaking. 
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The user undertaking must: 

• inform the workers about any duties for which specific risks 
arose after signing the contract. If there are any risky duties, 
the workers must be subject to healthcare monitoring; 

• comply with any training obligations prior to starting the 
work, also in relation to the risk assessment document (apart 
from tourist companies and food and drink service busi-
nesses who have 30 days in which to do this); 

• also ensure that the employment agency workers are 
equipped with any protection systems, including the supply 
of personal protective equipment; 

• provide the worker, at the end of the assignment, with the 
healthcare and risk chart. 

If the user undertaking does not fulfil these obligations, employ-
ment agency workers should contact the “RLS” workers’ safety 
representative, and in any case, may temporarily abstain from work-
ing and if necessary, resign for just cause, with the right to payment of 
the remuneration until the end of the assignment, within the terms and 
using the mechanisms provided for under the national collective la-
bour agreement for employment agencies. 

Workers may use the form attached to the contract to notify the 
Joint National Safety Committee of any shortcomings in the area of 
occupational health and safety. 
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TRADE UNION RIGHTS 
For the entire duration of their employment contracts, workers may 
exercise their right to freedom of association and trade union activity 
as set out under the Labour Statute (Law 300/70); they therefore have 
the right to join trade unions, take part in trade union meetings and 
elect representatives. 
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Joining a trade union 
Workers can freely decide to join a trade union at any time when 

working. In any case, the employment agency must deliver the let-
ter of authorisation to join the trade union in the first payslip or when 
delivering the national collective labour agreement for employment 
agencies. 

The authorisation to join NIdiL (new work identities) CGIL (Italian 
general confederation of labour) provides for a withholding in the 
payslip of 0.80% of the net remuneration (excluding family benefits 
and post-employment benefits from the calculation). 

Meetings 
Employment agency workers have the right to meet during 

working hours to deal with union related issues; they also have the 
right to take part in staff meetings of the user undertaking. 

Each worker has the right to 10 hours per year of paid leave to 
take part in union meetings in proportion to the length of time they 
have worked, with a minimum of 2 hours/year. 

Representation 
If the same user undertaking employs over 15 employment 

agency workers at the same time for over 2 months, including from 
different employment agencies, it will be possible, during employment, 
to designate or elect their own company trade union representa-
tives (RSA and RSU). 

Strikes 
Strikes are a form of collective self-protection for workers aimed 

at defending their rights and interests: 
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• it is a right recognised by the Italian Constitution (article 
40) within the scope of the laws governing strikes; 

• it is a subjective right that may be exercised in collective 
form. 

 
Workers who strike do not have the right to remuneration 

for the time they are absent from work. Strikes by essential public 
service workers (transport, health, justice, etc.) are governed by a law 
that sets out the applicable rules. 

Information 
Trade union information boards are available for the trade union 

representatives. The “RSU” and “RSA” trade union representatives, 
including those of the user undertaking, may help employment agency 
workers to read and understand their contracts, ensure they are being 
paid properly and check to ensure their rights are being upheld, give 
information on the access to services of bilateral entitles (see pages 
50 and 64) and establish, where possible, ways to obtain stable place-
ment with the user undertaking. 

 
 
 
 
 
 
 
 



 50 

 

 

 

 

 

 

 

 
 
 
 
 
 
 

BILATERAL ENTITIES 
 
Bilateral entitles are joint bodies comprising 
workers’ representatives and employers. Two bilateral entities have 
been established in the employment agency work sector: Forma.Temp 
and Ebitemp, set up to promote and 
provide tools and services to employment agency workers. 
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Forma.Temp 

Forma.Temp is a bilateral entity that was established by law for 
employment agency workers It is financed by obligatory contributions 
from employment agencies and the aim is to encourage training and 
professional requalification, as well as social security and income 
support measures through a specific Solidarity Fund. 

Forma.Temp funds the following types of projects for assign-
ment candidates and employment agency workers with temporary 
contracts: 

• basic training; 

• on the job training; 

• professional training; 

• continuing education. 

Forma.Temp funds the following types of projects for assign-
ment candidates and employment agency workers with permanent 
contracts: 

• professional qualifications; 
• supervised training; 
• employability training; 
• professional training. 

‘Diritto mirato’ right to training 

The diritto mirato alla formazione targeted right to training is a 
measure aimed at professional qualification and requalification that 
can be used directly by unemployed employment agency workers 
who meet certain requirements: 

• at least 110 days worked in the previous 12 months; 
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• at the end of the “PDR” reassignment process (article 25 of 
the national collective labour agreement for employment 
agencies). 

The workers must exercise the right to training within 180 days 
from when they meet the requirements, contacting an employment 
agency on the basis of the training courses available. Employment 
agencies that take on workers will share the training programme with 
them identified on the basis of their talents and the balance of their 
skills. The minimum duration of a training course is 30 hours. 

Continuing and permanent education. 

Continuing and permanent education is a measure aimed at en-
couraging the individual freedom of choice of high-level training 
courses outside the courses offered by the agencies. It is aimed at 
workers who have worked for at least 6 months at the time of applica-
tion and provides a training voucher with a value of up to €6 thou-
sand: please consult the Forma.Temp website to find out how to send 
the application. 

Asynchronous (pre-recorded for self-paced study) remote 
training 

Employment agencies can propose voluntary training courses to 
workers, with a minimum duration of 8 hours, using asynchronous 
(pre-recorded for self-paced study) methods to enable participation in 
courses including while still working. An attendance allowance of 
€4.50/hour is paid. 

Alternative bilateral solidarity fund 

The alternative bilateral solidarity fund provides “SAR” income 
support, “AIS” wage subsidies, and under certain conditions, a contri-
bution to the agencies as part of the reassignment process. 
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“SAR” income support 

The SAR” income support is one-time financial aid given to 
employment agency workers on temporary or permanent contracts 
(including apprenticeships) at the end of employment if certain condi-
tions are met: 

• at least 5 months worked (110 days worked) in the last 12 
months followed by 45 days of unemployment (aid of 
€1,000); 

• at least 90 days worked in the last 12 months followed by 45 
days of unemployment (aid of €780); 

 
The application must be made between the 106th and 173rd 

day following the last employment agency work employment. The 45 
days of unemployment period may be interrupted for a maximum of 
7 actual days’ work. 

 
PLEASE NOTE 
Please contact your nearest NIdiL CGIL trade union branch to ask for more infor-
mation on the Forma.Temp income support (please see page 78). 

“AIS” wage subsidies 

The “AIS” wage subsidies protect the income of employment 
agency workers on temporary or permanent contracts, including ap-
prenticeships, if the user undertaking where the worker has been on 
assignment reduces or suspends the working activities. 

An amount equal to 80% of the most recent remuneration re-
ceived by the worker prior to the reduction or suspension of the work 
is paid by the Forma.Temp Fund, but disbursed in advance by the em-
ployment agency; it will last for its entire duration (in accordance with 
the duration of the assignment). 
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Ebitemp 

Ebitemp is a bilateral entity established by the national collec-
tive labour agreement for employment agencies, with the main aims 
and duties as follows: 

• promoting studies and research in the sector; 

• promoting and giving information on occupational health 
and safety; 

• promoting positive actions in equal opportunities in the im-
plementation of anti-discriminatory policies; 

• offering workers WELFARE BENEFITS AND INCOME SUPPORT as 
described below. 

 CHILDCARE CONTRIBUTION - PARENTS  

Target: employment agency workers with contracts equal to or 
greater than 7 days and who have worked for at least 3 months 
in the last 12 months. 

What you get:  maximum reimbursement of €180 up to when the 
child finishes attending the childcare facility in the period corre-
sponding to the application. 

MATERNITY SUPPORT 

Target: female employment agency workers whose contract 
ends in the first 180 days of pregnancy. 

What you get: a one-time payment of €3,360 gross. 

MATERNITY SUPPORT - ADDITIONAL SUPPORT 
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Target: female workers on maternity leave who receive the con-
tribution from INPS (Social Security) directly and whose employ-
ment agency work contracts have ended. 

What you get: additional support to the compulsory maternity 
benefit paid by INPS (Social Security), for which INPS pays 80% 
and Ebitemp tops up the remaining 20% to cover 100% of the 
most recent wages received. 

ONE-TIME SUPPORT FOR THE ADOPTION OR FOSTER CARE OR 
TEMPORARY FOSTERING OF MINORS EXPERIENCING DIFFICULTIES 

Target: employment agency workers who finish their employ-
ment in the first 180 days from the adoption or foster care of a 
minor or who are temporarily fostering minors who are experi-
encing difficulties in their households. 

What you get: a gross payment of €3,360. 

GRANT FOR CARE AND BABY-SITTING SERVICES 

Target:  female employment agency workers with permanent 
contracts if subject to reassignment at the end of the compul-
sory maternity leave or if undergoing training during the “PDR” 
reassignment process/”PRP” multiple reassignment process, if 
at least 7 days have been spent working or on a training course. 

What you get: reimbursement of care and baby-sitting expenses 
for child/ren up to a maximum of €180 gross. 

REIMBURSEMENT OF EXPENSES FOR EARLY MATERNITY LEAVE 
OR POST-PARTUM LEAVE DUE TO JOB INCOMPATIBILITY 

Target: female workers with permanent contracts who are avail-
able for work or in a “PDR” reassignment process or ”PRP” mul-
tiple reassignment process and on early maternity leave or post-
partum leave due to job incompatibility. The application will have 
to be sent to the employment agency. 
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What you get: full remuneration for all the early maternity 
monthly salaries and the post-partum monthly salaries due to 
job incompatibility.  

POST-MATERNITY BENEFIT FOR FEMALE WORKERS IN “PDR” RE-
ASSIGNMENT PROCESSES OR AVAILABLE FOR WORK 

Target: for female employment agency workers with permanent 
contracts who, at the end of the compulsory/optional maternity 
leave and up to when the child is 1 year of age, find themselves 
in a “PDR” reassignment process/”PRP” multiple reassignment 
process or available for work. 

What you get: a benefit that is equivalent to a month of “PDR” 
reassignment process/”PRP” multiple reassignment pro-
cess or available for work. 

PRE-SCHOOL GRANT FOR CHILDREN OR MINORS UNDER GUARDI-
ANSHIP ENROLLED IN PRE-SCHOOL 

Target: for workers with employment agency work contracts who 
have worked for at least 60 days, accruing between 1 Septem-
ber and 31 August each year, who have dependent children or 
minors under guardianship enrolled in pre-school. 

What you get: an annual €240 grant to purchase learning ma-
terials for each 100% dependent child (which amount may 
change if the child is 50% dependent). 

GRANT FOR LEARNING MATERIALS AND BOOKS FOR CHILDREN OR 
MINORS UNDER GUARDIANSHIP 

Target: for employment agency workers who have worked for at 
least 60 days, accruing between 1 September and 31 August 
each year, who have dependent children or minors under guard-
ianship who are enrolled in primary, middle or secondary school 
or a degree course. 
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What you get: an annual €240 grant to purchase books or 
learning materials for each 100% dependent child (which 
amount may change if the child is 50% dependent). 

 GRANT FOR STUDENT WORKERS AND I AND III LEVEL APPREN-
TICES 

Target: for employment agency workers who are enrolled in 
evening classes to obtain a middle school or secondary public 
school diploma or I or III level apprentice employment agency 
workers who have worked for at least 60 days and accruing be-
tween 1 September and 31 August each year. 

What you get: an annual €240 grant to purchase books or learn-
ing materials. 

 GRANT FOR UNIVERSITY TUITION FOR STUDENT 
WORKERS 

Target: for employment agency workers who have worked for at 
least 60 days, including on a non-continuous basis and accruing 
between 1 September and 31 August each year, enrolled on a 
degree course. 

What you get: a €240 gross grant to pay for university tuition. 

SUPPORT FOR PEOPLE WITH 100% DISABILITY 

Target: employment agency workers who have worked for at 
least 90 days with an active employment contract, who find 
themselves or their dependent family members with 100% dis-
ability. 

What you get: a €1,800 grant. The amount of the contribution for 
family members will depend on the percentage dependency de-
clared by the applicant. 

OUT-OF-TOWN TRANSPORT 
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Target: employment agency workers who are resident or domi-
ciled in other municipalities besides the municipality where the 
work is performed. 

Requirements: in order to access the benefit, an employment 
agency work contract of at least 30 days, including any exten-
sions, is required for the first time. In the months following the 
first application, an employment agency work contract of at least 
7 consecutive days during the month is required. 

What you get: reimbursement of the cost of the nominative ticket, 
with a maximum reimbursable limit of €180/month or a total an-
nual amount of € 1,440. 

Application: in order to apply to Ebitemp for reimbursement of the 
out-of-town monthly transport ticket paid in the applicable year, 
a maximum of 4 reimbursement applications may be made by 
31 January of the subsequent year. Applications for reimburse-
ment containing annual season tickets must be sent to Ebitemp 
by the end of the month following its expiration. Each application 
for reimbursement must contain tickets paid for a total amount 
equal to or over €70. 

TERRITORIAL MOBILITY 

Target: workers who, for needs closely connected to jobs with a 
minimum duration of 6 months (3 months in the case of “PDR” 
reassignment process and/or ”PRP” multiple reassignment pro-
cess or II level contracts) proposed by the employment agency, 
have to transfer from their place of residence for a minimum dis-
tance of 250 km (or 150 km in the case of ”PRP” multiple reas-
signment process or II level contract). 

What you get: a one-time contribution from a minimum of €800 
to a maximum of €4,000 per individual worker. The grant is 
given directly to the worker following approval by Ebitemp of the 
mobility plan prepared by the worker and the employment 
agency. 
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OUT-OF-TOWN TRANSPORT LEARNER COURSES Forma.Temp 

Target: learners on Forma.Temp training courses that last for at 
least 200 hours, who are resident or domiciled in other munici-
palities besides the municipality where the course is being held. 

What you get: reimbursement of 100% of the price of the nomi-
native transport ticket for a maximum reimbursable amount of 
€180/month, only for the months in which the course is held and 
with at least 7 days of in-presence participation per month. 
Courses with attendance required and mixed attendance (with 
at least 50% of the course in presence) courses are valid. Only 
monthly tickets can be reimbursed. 

PERSONAL LOANS 

Target: employment agency workers who have at least 30 days 
left on their assignments. 

What you get: a loan of up to a maximum of €2,500 for anyone 
taking out a loan for the first time. A loan of up to a maximum of 
€5,000 if a previous loan has already been paid off. There may 
be a total of 42 instalments to pay back the amount on the loan.  

COMPENSATION FOR INJURIES 

Target: employment agency workers with temporary and perma-
nent contracts who suffer an injury, recognised by INAIL (indus-
trial injury institute), while working at the user undertaking. 

What you get: 

TEMPORARY DISABILITY: Ebitemp will disburse additional 
compensation of €55.50 gross for every day of disabil-
ity recognised by INAIL (industrial injury institute) to tem-
porary workers in the case of injuries that continue after 
the expiry of the employment contract, starting from the 
first day following the expiry of the contract and up to a 
maximum of 180 days. 
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PERMANENT DISABILITY: for temporary and permanent 
workers, in proportion to the degree of disability con-
firmed by INAIL (industrial injury institute) as follows: from 
1% to 59% compensation of €1,000 for every point of 
invalidity recognised by INAIL. For invalidity equal to or 
higher than 60%, compensation of up to a maximum of 
€60,000 is disbursed. 

FATALITIES: compensation of €60,000 may be paid at the 
sole discretion of Ebitemp for cases of injury at the work-
place or en route and death at the workplace due to nat-
ural causes. 

HEALTHCARE PROTECTION 
(Only for workers who do not meet the requirements to access the in-
surance healthcare plan and for their dependent family members). 

Target: 

• workers with active employment agency work contracts 
or who have worked for at least 30 days in the last 120 
calendar days and for 120 days following termination of 
employment; 

• for dependent family members of the employment agency 
workers. 

What you get: 

• 100% reimbursement of medical fees per worker, 
spouse and dependent children; 

• reimbursement for the costs incurred to vaccinate 
100% dependent minor children; 

• reimbursement of expenses for serious operations or 
other hospitalisation for workers, their spouses and de-
pendent children (as provided for by the Social Insurance 
Fund); 
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• reimbursement of dental care costs and dentures for a 
maximum claim limit of €2,000 per year. 

Reimbursement for family members will depend on the percent-
age to which the family member is dependent on the applicant. 

The following is disbursed to employment agency workers 
only: 

• reimbursement of diagnosis expenses for the care and 
prevention of cancer, with a maximum claim limit of 
€3,000 per year; 

• reimbursement for glasses and small operations aimed at 
recovering sight, with a maximum claim limit of €100 
every two years; 

• women’s health prevention kit for a maximum annual 
expenditure of €330; 

• maternity kit to help pregnant workers, with a maximum 
claim limit of €600 per pregnancy. 

 
Ebitemp may disburse the Healthcare protection funding directly or 
through special agreements with third parties who meet the legal 
requirements. 
 
 
WELFARE-HEALTHCARE PLAN 
(HEALTHCARE INSURANCE COVERAGE) 

Target: for employment agency workers who have worked (in-
cluding on a non-continuous basis) for at least 12 months start-
ing from 1 January 2023. Workers who access the new 
healthcare insurance coverage will maintain their cover up until 
the end of the applicable year, coinciding with 31 May 2026, in-
cluding if they terminate their last employment agency work con-
tract (with the option to renew if the requirements are met). 
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Dependent family members are not included but can access 
standard healthcare protection. 

What you get: insurance healthcare coverage in participating fa-
cilities (reimbursement and reduced rates) for dental care, 
physiotherapy, hospital services (including big operations), 
outpatient services for cancer diagnoses and illnesses, reim-
bursement of Italian Health Service (SSN) medical fees, or-
thopaedic prosthesis, hearing aids and prevention kits (men, 
women, cardiovascular, eye, postural, dermatological, respira-
tory illnesses, allergies and intolerances, ear, nose and throat 
and digestive systems). 

In order to initiate the Welfare Healthcare Plan you should use 
your credentials to access the MyEbitemp portal (https://ebitemp-
online.org/login) and enter the “healthcare welfare” section. 

GRANT FOR USERS OF THE ‘DIRITTO MIRATO’ TRAINING INITIATIVE 
FOR MEMBERS OF THE ‘FON.TE’ SUPPLEMENTARY PENSION 
FUND: 

Target: users of the ‘diritto mirato’ training initiative who have 
already joined the ‘Fon.Te’ supplementary pension fund and 
who, when submitting the Ebitemp application, still have a posi-
tion open with the ‘Fon.Te’ Fund. Grants can be given to the 
same applicant only after completing different Forma.Temp 
courses linked to the ‘diritto mirato’ training initiative. 

What you can get: a one-time grant of €320 which Ebitemp will 
credit to the individual position of the applicant with the ‘Fon.Te’ 
supplementary pension fund. 

 
 
PLEASE NOTE 
Please contact a NIdiL CGIL trade union branch - located all over Italy - to ask for 
more information about the Ebitemp services. See page 78 for more information 
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Fon.Te  
Supplementary pensions  

Fon.Te is a supplementary pension fund of a contractual nature 
for service industry employees (trading, tourism, services), and it also 
became the fund for employment agency workers from 1 July 2015. 
All employment agency workers with temporary and permanent con-
tracts can sign up to Fon.Te by assigning either 100% or 50% of their 
post-employment benefits to the fund. 

For workers who sign up with Fon.Te, the bilateral nature of the 
employment agency work sector guarantees funding of the individual 
positions through the following while the national collective labour 
agreement is in effect: 

• a basic contribution of 1% of remuneration for calculation of 
the post-employment benefit in the reference period (to 
which 1% from the employer is added, also funded by the 
bilateral entity); 

• an additional contribution equal to the amount already paid 
in as the basic contribution (a further 2%) for the entire pe-
riod worked. 

 An ADDITIONAL FLAT-RATE AMOUNT is also paid for workers on tempo-
rary contracts only, amounting to the following: 

• €320 for work assignments with a total duration of up to 334 
days in a calendar year: 

Workers hired on permanent contracts, but who are momentarily 
available for work, also have the right to the funding of the basic con-
tribution of 1% calculated on the post-employment benefit of the most 
recent assignment (plus 1% from the employer). The annual member-
ship fee for Fon.Te shall also be borne by the bilateral entity. 
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European and Italian legislation obliges employers to protect 
workers from harassment and violence at the workplace. The na-
tional collective labour agreement for employment agencies incorpo-
rates the definition set out under the Framework Agreement on har-
assment and violence at the workplace, signed by: Confindustria, 
CGIL, CISL and UIL on 25 January 2016.  
 

Specific measures were taken to address the serious data on 
violence against women and the urgent need to establish tools and 
approaches that permit them to leave situations of physical and/or 
psychological abuse, which can also take place outside the work-
place. 
 
What is available:  

• ‘DIRITTO MIRATO’ TO REQUALIFICATION APPROACHES, with at-
tendance allowances.  

• GRANT OF €700/MONTH FOR 12 MONTHS including any taxes due 
for female workers who are not in the work force.  

• GRANT OF €500/MONTH FOR 12 MONTHS including any taxes due 
for female workers who are in the work force.  

Requirements to obtain the grants:  

women who have worked in the employment agency work 
sector for at least 7 days, including non continuously, over 
the past 6 months, who have been enrolled on certified 
courses by the social services of their municipality, by anti-
violence centres or shelters; or if they have an enforceable 
order from a judge confirming that they are victims of vio-
lence or harassment. 

• INPS POST LEAVE SUPPORT for women who are victims of gen-
der-based violence:  



 66 

 

• female workers with permanent work contracts may 
ask for a further period of leave of one month (30 con-
tinuous days) obtaining payment of an amount equal to 
the last monthly salary received before asking for the 
early leave from the employment agency and fully re-
imbursed by the bilateral entity Ebitemp;  

• female workers with temporary work contracts who are 
still working at the end of the INPS leave period may ask 
for a maximum period of leave of one month (30 contin-
uous days), or, if less, equal to the maximum remaining 
period on the contract, obtaining the payment of an 
amount equal to the last monthly salary received before 
asking for the leave exclusively for the period remaining 
on the contract, advanced by the employment agency 
and fully reimbursed by Ebitemp.  

This shall not affect any more favourable terms provided 
for under the national collective labour agreement ap-
plied by the user undertaking. 

Requirements to obtain the grants:  

female workers who have already used the 90 days of 
INPS leave pursuant to article 24 of Legislative Decree 
80/2015.  

 

PLEASE NOTE 
Ebitemp’s Equal Opportunity Commission is currently in the process of setting 
up a protected place, where female employment agency workers can consult 
professionals to obtain assistance and support. 
Employment agency workers can always consult their closest NIdiL CGIL branch 
(please see page 78) where they can seek advice on how best to approach the 
issues relating to individual cases. 
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Specific measures to assist migrant men and women are set 
out in the national collective labour agreement for employment agen-
cies as well as employees of employment agencies who take actions 
to host refugees. 

 
A specific service is provided by Ebitemp for men and women 

migrants who have to renew their permits to stay.  

• REIMBURSEMENT OF EXPENSES TO RENEW PERMITS TO STAY: 
from a minimum of €15 to a maximum of €80 (including 
any taxes required by law) aimed at workers who have had 
employment agency work contracts of at least 60 days, in-
cluding non-continuous, over a span of the previous 6 
months with respect to the day on which the application was 
made. 

The measures adopted include many active policy tools for 
holders of international protection (refugee status, subsidiary pro-
tection and asylum seekers) and temporary protection and special 
protection holders, aimed at encouraging entry into the world of 
work, as well as facilitated access services that provide support, as-
sistance and social inclusion opportunities as well as the reimburse-
ment of expenses to renew permits to stay. 
 
What is available:  

• BASIC ITALIAN LANGUAGE INSTRUCTION (maximum 100 hours) 
and Italian culture and civic education (maximum 50 
hours) provided by Forma.Temp. Participants in the training 
course will be paid an attendance allowance of €4.50/hour, 
and at the end of the training course, they will be given 
course participation certificates. 

• PROFESSIONAL TRAINING with an attendance allowance of 
€4.50/hour and reimbursement of any expenses incurred for 
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food, lodgings and transport up to the maximum claim limit 
provided for by Forma.Temp; 

• ONE-TIME ALLOWANCE OF €1,200, before tax, paid only if at 
least 70% of the total course hours have been attended. 

The applicants will be first tested for their balance of skills by 
the employment agencies in order to check whether the candidate has 
to attend both modules (basic and professional training) or just the 
professional training course. 

• REIMBURSEMENT OF PURCHASES FOR BASIC NECESSITIES FOR 
BABYS up to 3 years of age for each child, with a maximum 
amount of €960 (before tax). 

Expenses incurred during pregnancy are also included, and 
if the refugees cannot access the ‘Ebitemp’ Childcare con-
tribution, also care, supervision and baby-sitting services, 
with the exclusive aim of enabling the parent/s to attend the 
training courses. 

A maximum of six requests can be made for each child, up 
to the limit described above. 

• REIMBURSEMENT OF PSYCHOLOGICAL ASSISTANCE EXPENSES sus-
tained for themselves or family members up to the second 
degree of kinship, up to a maximum limit of €200 gross. 

• ONE-TIME ALLOWANCE TO HOST MALE AND FEMALE REFUGEES 
(Ebitemp) aimed at workers who have had employment 
agency work contracts of at least 60 days, including non-
continuous, over a span of the previous 6 months with re-
spect to the day on which the application was made, and 
who host, including through adoption or foster care, interna-
tional protection (refugee, subsidiary protection and asylum 
seeker status), temporary protection and special protection 
holders. 
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• €1,000 gross; 

• €1,500 gross if hosting people younger than 18 or preg-
nant women. A “declaration of hospitality’ is required to 
obtain disbursement of the allowance, i.e. suitable doc-
umentation confirming the adoption or foster care, and 
a minimum hospitality duration of at least 3 months. 

 
 
PLEASE NOTE 
In order to find out more about the Ebitemp services available for refugees 
involved in the Forma.Temp training courses arranged for them please refer 
to pages 54 and 63 and look for the star  
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The CGIL (Italian general confederation of 
labour) system of protection and services 

CGIL offers a set of services across the whole country that can 
provide workers with information, help, assistance and protection. The 
CGIL system of protection and services is the facility that coordinates 
all the activities offered to people who seek answers to issues that they 
encounter while looking for work, issues that arise in their jobs, in re-
lations with the tax authorities, in health protection, in access to social 
services and in the area of pensions.  
 

• The Disputes and Legal Office (“UVL”), in the territorial 
‘labour chambers’ offer members broad protection of the 
rights guaranteed by labour contracts and laws. They take 
legal actions if necessary before the public prosecution ser-
vice and supervise them. 

The Disputes and Legal Office can help you in the fol-
lowing situations: 

• individual dismissals; 
• disciplinary measures; 
• unreported or illegal employment; 
• check contracts; 
• payslip and post-employment benefits; 
• debt collection from work; 
• individual transfers; 
• change of duties, mobbing; 
• bankruptcies and insolvency proceedings; 
• legal advice. 

• The INCA (national confederal assistance institute) 
Support Service promotes and protects social contribu-
tion, social security and welfare rights (pensions, household 
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allowance, NASpl unemployment benefits, etc.) for workers, 
pensioners, citizens and migrants through information, as-
sistance and consultation services. Offices can be found all 
over the country and in foreign countries where there are 
large Italian communities. 

www.inca.it 

Please consult the support service if you need help 
with the following: 

• pensions; 
• civil invalidity and disability; 
• professional injuries and illnesses; 
• unemployment and temporary layoffs. 
• household support; 
• foreign citizens. 

• The CGIL CAAF (authorised tax assistance centre) of-
fice assists workers who are employees, freelance workers 
and pensioners in fulfilling their tax obligations; tax returns, 
TASI (indivisible services tax), Municipal tax (IMU), calcula-
tion of the ISEE (equivalent economic status indicator), pay-
ment of local taxes and management and holding of VAT 
numbers. 

www.cafcgil.it 

Please consult the CGIL (Italian general confedera-
tion of labour) CAAF (authorised tax assistance cen-
tre) if you need help with the following: 

• ISEE (equivalent economic status indicator), 730 tax 
forms and UNICO tax forms 

• IMU (municipal tax) returns 
• RED (income tax return for pensioners): INPS (social 

security) income certification 
• Inheritance paperwork 
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• Tax disputes 
• Land registry transfers 
• Life interest cancellations 
• Rental contract registration 

• CGIL Immigrant Help Desks are present in all “labour 
chambers” as reference points for all foreign workers who 
are staying in our country, where they can receive consulta-
tion, support and responses to the many issues they will 
have to face. The work of the Help Desk is to guarantee and 
protect compliance with citizenship laws and help migrants 
in their understanding of how the institutions, laws and la-
bour contracts work in Italy. More specifically, the Immigrant 
Help Desk provides assistance, advice and information re-
lating to: 

• free assistance through the INCA (national confederal 
assistance institute) support service to fill out applica-
tions to issue/renew permits to stay and residence 
cards online; 

• distribution and assistance to fill out family reunifica-
tion, citizenship and quota decree forms; 

• guidance and information on the conditions and 
mechanisms needed to appeal against denials of per-
mits to stay, expulsions and Italian laws on immigra-
tion in general; 

• guidance and support for the paperwork and proce-
dures to access the various local services. 

• The “SOL” (work guidance services) help people who 
are looking for work and those who wish to return to work, 
who have to choose an instruction/training course, who 
need more information and support at a transitory stage or 
in the choices to make which have repercussions in the 
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work, training and personal spheres. They help establish a 
professional plan, to become aware of what training oppor-
tunities they are and to efficiently use research instruments 
(CVs, job interviews, databases, competitions). 

www.solcgil.it 

Associated services 

• Federconsumatori a non-profit association whose main pri-
ority is to give information and protection to consumers and 
users. 

• Sunia the trade union for private tenants and social housing 
tenants. 

• Auser a social development volunteer association aimed at 
encouraging active aging and giving value to the role of the 
elderly in society. 

The CGIL categories 

• FILCAMS   www.filcams.cgil.it 
commerce, tourism, canteens and services 

• FILCTEM   www.filctemcgil.it 
chemicals, textiles, energy and manufacturing 

• FILLEA   www.filleacgil.it 
construction, wood and similar  

• FILT    www.filtcgil.it  
transport  

• FIOM     www.fiom.cgil.it 
metalworking and mechanical engineering 
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• FISAC     www.fisac-cgil.it 
loans and insurance 

• FLAI     www.flai.it 
agricultural industry and environmental protection 

• FLC     www.flccgil.it 
schools, universities and research 

• FP     www.fpcgil.it 
public sector 

• SLC    www.slc-cgil.it 
communications, radio, television, graphics and paper 

• SPI    www.spi.cgil.it 
pensioners 

• NIdiL    www.nidil.cgil.it 

represents and protects all workers hired under employ-
ment agency work contracts by employment agencies 
(formerly temporary workers), coordinated and continuous, 
occasional and sporting associates, freelance workers with 
VAT numbers who are not entrepreneurs and without em-
ployees. 

Additionally, with CGIL (Italian general confederation of la-
bour) and the various categories, NIdiL organises and pro-
tects unemployed persons who have worked before or never 
worked before, and interns and employees, and is commit-
ted to tackling job insecurity and the improper use of con-
sultants and independent workers; when these are used 
properly and/or respond to clear choices by the workers, it 
negotiates to obtain their best rights and protections.  
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NIdiL OFFICES 
The NIdiL offices with the Trade Union Branches can be 
found all over Italy to provide information, 
assistance and protection. 
 

 
Find your nearest NIdiL branch. 

 

 

 

 

 

 

www.nidil.cgil.it 
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DIGITA CGIL 

‘Digita’ is a digital instrument created by CGIL to simplify rela-
tions with users and members; please fill out the membership form for 
registration which you can find under www.digitacgil.it. 

You can also download the DigitaCGIL App on your mobile 
phone. Download it now and check out the services available in your 
region. 

 
 
DigitaCGIL will enable you to: 
 

• Check out all your CGIL documentation and files; 
• Request a file online; 
• Make an appointment at our offices and organise all ap-

pointments made; 
• Stay up to date with tax deadlines; 
• Register with CGIL or consult your trade union registration 

card. 
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Staying up to date with the legal rules that govern your labour contract, dis-
covering more about your rights and duties and understanding your contract 
better are the best ways to tackle abuse and unlawful behaviour and be more 

confident in an ever-evolving world of work. 
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