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General concept 
The GRASP national interpretation guidelines (GRASP NIGs) provide guidance to producers and assessors on the implementation of the GRASP 
principles and criteria (P&Cs) based on the respective legal framework of the country and, in certain cases, regions. In countries where a GRASP NIG 
exists, the NIG is a normative document and shall be used by producers and certification bodies (CBs). 
Assessors shall assess producers against the GRASP P&Cs taking into account the legislation in the country that is relevant to the respective P&Cs. 
The country’s GRASP NIG does not replace the original P&Cs and does not release the respective assessor from their obligation to assess producers 
against the applicable/relevant legislation, but it may provide supplementary guidance on the respective legal framework. The GRASP NIG shall be 
seen as supplementary information to the GRASP P&Cs and the GRASP general rules but it shall not be understood as a modification of the contents 
of those documents. 
If there is no applicable/relevant legislation or if the legislation provides less protection to workers than the GRASP P&Cs, the P&Cs apply. If there is 
applicable/relevant legislation in the country, which provides more protection to workers, this legislation shall be used as the basis for the assessment, 
i.e., the producer shall comply with such legislation to conform with the GRASP P&Cs.
For guidance on how to develop a GRASP NIG and the approval process, please consult the document “Rules for the development of GRASP national 
interpretation guidelines”. For any queries about GRASP NIGs, please contact the GLOBALG.A.P. Secretariat at graspnig@globalgap.org. 

Disclaimer and condition of valuation 
The approval process for NIGs includes a review by the GLOBALG.A.P. Secretariat to prevent unacceptable deviations from the GRASP P&Cs. 
However, the GLOBALG.A.P. Secretariat is not responsible for the contents of the GRASP NIGs, their accuracy, completeness, and currency with 
other regulations or applicable documents during its lifetime. 
Users of the GRASP NIG, e.g., producers using it to implement GRASP and conduct self-assessments and CBs and accreditation bodies using it for 
their certification activities, are therefore responsible for such use and the consideration of the NIG’s accuracy, completeness, and currency with the 
relevant requirements and local legislation prior to any assessment (see also the GLOBALG.A.P. general regulations – rules for certification bodies, 
section 12.3.4 e)). When a CB, accreditation body, or producer becomes aware that any part of a GRASP NIG is not correct, not complete, or not up 
to date, they shall notify the responsible stakeholder in text form (providing a copy of this information to the GLOBALG.A.P. Secretariat) so that the 
GRASP NIG can be updated.  

mailto:graspnig@globalgap.org
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What to consider when writing a GRASP NIG 
The GRASP NIG shall not give examples for implementation, but rather compile and reference applicable regulations or collective bargaining 
agreements in the country. 
Legal regulations regarding the P&Cs differ from country to country (e.g., minimum wage, legal minimum age of employment, working hours, etc.). 
If several regulations apply, the rule that provides more protection to the workers shall be used.  
GRASP NIGs (available on the GLOBALG.A.P. website) make requirements transparent to producers and assessors.  
If GRASP NIGs are found to challenge the global integrity of the standard, GLOBALG.A.P. reserves the right to withdraw or revise the GRASP NIGs 
in consultation with the developing stakeholder group. 



Code ref.: GRASP v2 NIG template 
Publication date: 7 August 2023 
Page 4 of 30 

23
08

07
_N

IG
_t

em
pl

at
e_

G
R

AS
P_

v2
_e

n 

Instructions on how to use this GRASP NIG template 
Each page covers a separate section/topic of the GRASP P&Cs. Under each principle section, you will find guiding questions for the NIG for a specific 
country. Please answer them in the second column and provide the relevant labor law weblinks, mainly in English if possible. A line for further comments 
is also included. 

• To facilitate the verification of the GRASP principles, labor law weblinks and short extracts of labor law texts shall always be provided in English,
if possible.

• Please do not copy and paste the complete legal text of the regulation into the NIG:
Please do not quote the full legal texts, but rather compile and reference applicable regulations and provide sources (weblinks) or collective
bargaining agreements (e.g., minimum wage, weblinks to resources) that are relevant to the respective P&Cs by answering the questions
provided under each section.

• When asked to answer Yes or No, please only choose one.

• When asked to provide a source, please include the name of the labor law, the year, and the specific article, chapter, or section of the law.
(i.e., Labor Law of 1992, section 3, article 5). Please see a few examples here:

• Weblinks to the law or a place where the law can be found shall be included (in addition to the above information, if available).

• When asked to provide contact details, please include the name of the organization, office, or institution, as well as a method of contacting
them (e.g., telephone, email, etc.). Weblinks to the organization shall be included, if available.
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GENERAL 

G1 The producer informs the workers of the GRASP assessment and its scope at least two working days before the date of assessment. 

G2 The producer provides a register of any/all workers hired and those present on the date of the assessment. 

G3 The producer/producer group completes a minimum of one self-assessment/internal GRASP assessment annually. 

G4 Effective corrective actions are taken to address all non-compliant Major Musts and at least a percentage of Minor Musts detected during 
the self-assessment/internal GRASP assessment. 

Provide the requested weblinks to relevant local labor laws and complete the following definitions: 

Definition of “family farm” in the local regulations: 

Definition of “worker” in the local regulations: 

Name and article of the local regulation that is being referenced: 

Further comments: 



 

 Code ref.: GRASP v2 NIG template 
Publication date: 7 August 2023 
Page 6 of 30 

23
08

07
_N

IG
_t

em
pl

at
e_

G
R

AS
P_

v2
_e

n 

1 RIGHT OF ASSOCIATION AND REPRESENTATION 

1.1 The producer respects the right of workers to join and/or form trade unions or other worker organizations of their choice (as well as the 
right to refrain from joining/forming such organizations) in accordance with applicable national legal requirements. 

1.2 If the right to freedom of association and collective bargaining is absent, restricted, or denied under local law, the producer allows 
alternative forms of independent worker representation and negotiation that is free of employer control. 

1.3 The producer does not discriminate or otherwise penalize worker representation, members of trade unions, or other worker organizations 
because of their membership in or affiliation with legally registered worker organizations. 

1.4 The producer allows any worker representation duly registered and duly recognized by the local law access to the workplace to carry out 
their representative functions in accordance with applicable national legal requirements. 

Provide a list of relevant local labor laws and answer the following guiding questions: 

Is freedom of association restricted? Yes/No. If yes, indicate the 
specific local law: 

 
 
 
 
 
 

List the type of agricultural worker organizations that are legally 
recognized, including name and contact: 

 
 
 
 
 
 

Requirements for joining or forming worker organizations are 
indicated in this local regulation (include name and article of the 
regulation): 
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Indicate the government organization with which the worker 
representation is registered including names and contacts: 

 
 
 
 
 
 

Indicate the type of proof of registration that is available (i.e., 
certification, ID, or letter): 

 
 
 
 
 
 

Further comments:  
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2 GRASP WORKER REPRESENTATION 

2.1 Current workers have decided on appropriate representation to help assess, communicate, and monitor their interests before the 
producer. 

2.2 After the workers reach a decision on the representation, the composition and type of the worker representation is communicated by 
management to the current workers.  

2.3 The producer ensures that worker representation is decided during the time with the highest presence of workers at the farm.  

2.4 The worker representation/management liaison has been instructed on their role, duties, and rights within GRASP. 

2.5 Workers, their representation, and the producer hold monthly gatherings on issues related to GRASP during the time with the highest 
presence of workers. 

Provide the requested weblinks to relevant local labor laws and answer the following guiding questions:  

List types of worker labor organization legally active in agriculture:  
 
 
 
 
 

Can these organizations have a representation at farm level? Yes/No. 
If yes, include name and article: 

 
 
 
 
 
 

List the type of documents required to verify the registration of worker 
organizations: 
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Indicate the legal government entity that oversees this registration:  
 
 
 
 
 

Indicate the regulation that supports this:  
 
 
 
 
 

Indicate regulations that grant workers the right to participate in 
meetings regarding representation without having their wages 
reduced: 

 
 
 
 
 
 

Indicate the labor authorities that are available for agriculture workers 
(include name and contact): 

 
 
 
 
 
 

Provide approximate times of harvesting seasons for the main 
GLOBALG.A.P. produce audit. 

 
 
 
 
 
 

Further comments:  
 
 
 
 
 

  

cbignami
Barra
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3 COMPLAINT PROCESS 

3.1 A confidential complaint process is available to be used by all workers free of any retaliation or penalty. 

3.2 The complaint process is implemented and appropriate to the number and type of workers for filing complaints in person, anonymously, 
or through the worker representation. 

3.3 The worker representation has been instructed on how to use the process on behalf of other workers on the rights included in the 
producer’s human rights policies. 

3.4 Easy-to-understand instructions are provided to all workers about the complaint process. 

3.5 There are one or more well publicized places to file complaints, at least one of which should be independent of the supervisory staff. 

3.6 The producer shall endeavor to resolve a complaint while the worker is under their employment, in a timely manner and proportionately to 
the nature of the complaint made. 

3.7 A summary record of any complaint over the past 24 months is kept to show that they have been received and addressed. 

Provide the requested weblinks to relevant local labor laws and answer the following guiding questions:  

Are there organizations (other than a court or government) that 
resolve conflicts between employers and workers? Yes/No. If yes, 
include name and contact: 

 
 
 
 
 
 

Are there government offices that mediate conflict between 
employers and workers? Yes/No. If yes, include name and contact: 
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Are complaint procedures regulated in the local regulation? Yes/No. 
Provide source: 

Does the national regulation specify how to handle complaints? 
Yes/No. Provide source: 

Is there a local regulation that specifies how workers can file a 
complaint with the local court? Yes/No. If yes, include name and 
articles: 

Can any worker file a complaint with the local court? Yes/No. 
Provide source:  

Can a worker representation file a complaint with a court on behalf of 
workers? Yes/No. If yes, include the name of the court and a contact: 

Is there any reference in the local regulation for internal rules about 
complaints? Yes/No. If yes, provide source:  

Further comments: 
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4 PRODUCER’S HUMAN RIGHTS POLICIES 

4.1 The producer has and complies with a policy on the protection of human rights, acknowledging the rights in the ILO Core Labour 
Conventions and against any form of forced labor, corruption, corporal punishment, harassment or abuse, and discrimination and 
supporting good labor conditions, social practices, and human rights for all workers. 

4.2 All workers are communicated the contents of the producer’s Human Rights policy. 

4.3 All supervisory staff is informed about the contents of the producer’s Human Rights policy. 

4.4 The producer communicates the producer’s Human Rights policy to any labor subcontractor. Other subcontractors and visitors are 
communicated when visiting the farm. 

4.5 The Human Rights policy is reviewed every three years, or when there is a change to labor legislation, or a change in GRASP, whichever 
occurs soonest. 

Provide the requested weblinks to relevant local labor laws and answer the following guiding questions: 

Is there a government office in charge of workers’ rights? Yes/No. If 
yes, include names and contact: 

Is there an office, organization, or any NGOs that work with human 
rights protection? Yes/No. If yes, include names and contact: 

Is there a producer association or group that provides information on 
labor rights? Yes/No. If yes, include name and contact: 
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Are any of the human rights listed in the principles above reflected in 
the laws of the country?  Yes/No. If yes, provide source, (i.e. list laws 
against corruption, harassment, discrimination, etc. and provide 
weblinks) 

 
 
 
 
 
 

Are there any government offices that provide support/information on 
these topics? Yes/No. If yes, please list them and include contacts: 

 
 
 
 
 
 

Are there any organizations (government or NGOs) that support 
migrants and their rights? Yes/No. If yes, please list them and include 
contacts: 

 
 
 
 
 
 

Further comments:  
 
 
 
 
 

  



 

 Code ref.: GRASP v2 NIG template 
Publication date: 7 August 2023 
Page 14 of 30 

23
08

07
_N

IG
_t

em
pl

at
e_

G
R

AS
P_

v2
_e

n 

5 ACCESS TO LABOR REGULATION INFORMATION 

5.1 The workers and the worker representation are provided with easy-to-understand and up-to-date information on minimum wage, working 
hours, breaks, maternity and sick leave, harassment and discrimination, freedom of association, holidays, labor unions, and local labor 
authorities contacts. 

5.2 Taking into consideration any differences between national and local legislation and GRASP, the producer always applies the higher 
level of protection to workers.  

Provide the requested weblinks to relevant local labor laws and answer the following guiding questions: 

Are essential labor laws publicly accessible (in the local language)? 
Yes/No. If yes, please indicate the organization and the form in which 
the laws are available (please include weblinks, if available): 

 
 
 
 
 
 

Further comments:  
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6 TERMS OF EMPLOYMENT DOCUMENTS AND FORCED LABOR INDICATORS 

6.1 All workers are legally eligible to work at the producer site and on the activities assigned.  

6.2 All workers have entered work voluntarily and freely:  
- Without being pressured, forced, or intimidated 
- Without being required to pay (directly or indirectly) a fee or related cost for being recruited, or making monetary deposits, financial 
guarantees, or deposits of personal possessions to be employed 

- Understanding and freely agreeing to the employment terms and conditions document 

6.3 All contracted employment agencies and labor subcontractors are legally authorized to operate and/or registered with labor authorities 
when such registration exists. 

6.4 For each worker, a document with the employment terms and conditions is available and has existed from the moment the employment 
relationship started. 

6.5 Information on the worker’s full name, nationality, and date of birth is verified by the employer before hiring and has been correctly 
included in the worker’s terms and conditions documents. 

6.6 The employment terms and conditions documents include up-to-date information on the period of employment, contract type, a basic 
job description, wages, payments, working hours, breaks, holidays, and information on maternity or sick leave applicable by law. 

6.7 The employment terms and conditions in the document comply with national legislation and collective bargaining agreements. 

6.8 Changes to the employment terms document have been recorded, communicated, and accepted by the worker.  

6.9 The employment terms and conditions document together with other relevant documents of the workers hired during the previous and 
current production cycles are accessible to workers. 
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Provide the requested weblinks to relevant local labor laws and answer the following guiding questions:  

Is a national identification document required in the country? Yes/No:   
 
 
 
 
 

If yes, indicate the legal or accepted documents that are required to 
work in the country. Provide source: 

 
 
 
 
 
 

Are work permits required for foreign workers? Yes/No. 
Provide source:  

 
 
 
 
 
 

Is it legal to make copies of these documents to keep in the workers 
files? Yes/No. Provide source:  

 
 
 
 
 
 

What is the legal minimum age of employment? Provide source:  
 
 
 
 
 

Is prison labor legal in the country? Yes/No. Provide source:  
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Is the concept of debt bondage regulated in the local regulations? 
Yes/No. Provide source: 

 
 
 
 
 
 

Do the local regulations allow fees to be charged for recruitment or 
contracting? Yes/No. Provide source: 

 
 
 
 
 
 

Are labor agencies regulated in the country? Yes/No. Provide source:  
 
 
 
 

Is there an official/government office with which businesses are 
required to register? Yes/No. If yes, include contact: 

 
 
 
 
 
 

Does this office issue a document as proof of registration? Yes/No. 
Provide source: 

 
 
 
 
 

Are the terms permanent, seasonal, subcontracted, short term 
workers, etc. defined in local regulations? Yes/No. Provide source 
and list the definitions: 

 
 
 
 
 
 

Further comments:  
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7 PAYMENTS 

7.1 Payments to workers are made in accordance with the worker terms and conditions documents. 

7.2 The workers are notified about when payments are made. 

7.3 The record of payment information is accessible to current workers and kept on file for at least 24 months. 

Provide a list of relevant local labor laws and answer the following guiding questions:  

Is there a government system for registering payroll information? 
Yes/No. If yes, include name: 

 
 
 
 
 

What information do they collect? List the details:  
 
 
 
 

Do the workers have access to the information? Yes/No:  
 
 
 
 

Does the law require accounting records for agriculture? Yes/No. 
Provide source: 

 
 
 
 
 

Further comments:   
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8 WAGES 

8.1 Pay slips or registers show the amount of working time (including overtime) or harvest amount and the wages and/or overtime paid. 

8.2 Wages, payments, number of hours, government social security/pension contributions, and payroll taxes in the pay slip comply with the 
employment terms and conditions, with national labor regulations, and/or with collective bargaining agreements. 

8.3 All workers earn at least the national minimum wage and/or the collective bargain agreement wage within regular working hours. 

8.4 Any deductions from salaries are included in the pay slip and are legally justified in writing, clearly explained, and accepted by the worker 
in files. 

Provide a list of relevant local labor laws and answer the following guiding questions:  

Is there a minimum wage in the country? Yes/No:   
 
 
 

Is it applicable to agriculture? Yes/No:  
 
 
 

What is the minimum wage for agriculture? Please indicate all 
applicable minimum wages and/or where to find them: 

 
 
 
 

Is there a collective bargaining agreement for agriculture? Yes/No. 
Include name and provide source:  

 
 
 
 

Which wage deductions are allowed by law? Provide source:   
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Does the local regulation limit the deduction allowed for the 
repayment of loans or advances? Yes/No. Provide source: 

 
 
 
 

Is it legal to charge a recruitment fee in the country? Yes/No.  
Provide source: 

 
 
 
 
 

Are there sources of information regarding the market cost of basic 
needs? Yes/No. Provide source:  

 
 
 
 
 

Does the local regulation require evidence of wage payment? 
Yes/No. Provide source: 

 
 
 
 

What type of evidence is required?  
 
 
 

Are there regulations in the law regarding wages calculated by piece, 
unit, or quota? Yes/No. If yes, which? Provide source: 

 
 
 
 

Are recruitment agency or labor agency fees regulated by law? 
Yes/No. Provide source: 

 
 
 
 

Are there laws in the country regarding debt bondage? Yes/No. 
Provide source: 

 
 
 
 

Further comments:  
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9 WORKING AGE, CHILD LABOR, AND YOUNG WORKERS 

9.1 The producer verifies that no worker below the legal minimum age of employment or the age of completion of compulsory education 
(whichever provides the highest protection) is working at the production sites. The minimum age of employment shall not be less than 15 
years and 13 for light work. For countries exempt from ILO Convention 138, the minimum age of employment shall not be less than 14 
and 12 for light work. 

9.2 The producer checks that no worker under the age of 18 is engaged in night work or tasks that are hazardous in nature in any production 
site. 

9.3 Children on family farms shall be employed only by their core family under conditions that support their protection, right to education, and 
safety. 

9.4 Supervisory staff has been informed of the legal requirements on working age and of the effective remediation plan (when workers under 
the age 18 are found working in non-compliance). 

Provide the requested weblinks to relevant local labor laws and answer the following guiding questions:  

What is the legal minimum age of employment? Provide source:  
 
 
 
 

What is the age of majority in the country? Provide source:   
 
 
 

Do local regulations list activities that are hazardous in agriculture? 
Yes/No. Provide source: 
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Is there a legal definition of a family farm? Yes/No. Provide source:  
 
 
 
 

What are the maximum hours that a minor can legally work? Provide 
source: 

 
 
 
 

What government office oversees cases of child labor in the country? 
Include contacts: 

 
 
 
 
 

Are there other recognized organizations?  
 
 
 
 

Do these organizations provide permits (documents) as evidence of 
permission for children to work? Yes/No. If yes, what type of 
document? 

 
 
 
 
 

Are there public documents or a register that provide evidence of 
guardianship for a child? Yes/No. If yes, what type of 
documents/register? 

 
 
 
 
 
 

Further comments:   
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10 COMPULSORY SCHOOL AGE AND SCHOOL ACCESS 

10.1 Any children at compulsory school age living or working on any production sites shall have access to school education. 

10.2 The producer verifies and keeps records with the full name, name of parents, and date of birth of all children at the production sites who 
are below the age of completion of compulsory schooling. 

10.3 If access to a school is not possible, the producer facilitates transport for children below the age of completion of compulsory schooling. 

10.4 If schools are not available for children living and/or employed on the production sites who are below the age of compulsory school 
completion, the producer facilitates on-site schooling. 

Provide the requested weblinks to relevant local labor laws and answer the following guiding questions:  

Is school education compulsory for children by law? Yes/No. Provide 
source: 

 
 
 
 
 
 

Is there a minimum and/or maximum compulsory school age for 
children in the local regulations? Yes/No. If yes, what is the 
minimum/maximum age? Provide source: 

 
 
 
 
 
 

Is there a government organization that oversees the school 
education of children? Yes/No. If yes, indicate which one(s): 
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What is the government organization that oversees education for 
children? Include name and contact: 

 
 
 
 
 
 

Further comments:   
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11 TIME RECORDING SYSTEMS 

11.1 A time recording system is in place and suitable for the type and the size of the production site. 

11.2 The system provides a record of the regular working hours and overtime hours for each worker. 

11.3 The system provides a record of the effective daily breaks, weekly breaks, and holidays for each worker. 

11.4 All workers are instructed on the time recording system and on checking the system. 

11.5 Each worker has access to a summary of the system records before or at the moment of wage payment in at least the worker’s working 
instruction language or in the predominant language(s) of the workforce. 

Provide the requested weblinks to relevant local labor laws and answer the following guiding questions: 

Are regular working hours defined by law? Yes/No. Provide source: 

Is overtime defined by law? Yes/No. Provide source: 

Are there other systems for calculating total working hours? Yes/No. 
Provide source: 
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If yes, list the types of systems (e.g., average number of hours in a 
period, flex time, compressed work weeks, etc.): 

Is a maximum number of overtime hours specified by law? Yes/No. 
Provide source: 

Are breaks/rest time from work regulated by law? Yes/No. Provide 
source:  

Are there collective bargaining agreements that regulate working 
hours in agriculture? Yes/No. If yes, indicate which ones: 

Further comments: 



Code ref.: GRASP v2 NIG template 
Publication date: 7 August 2023 
Page 27 of 30 

23
08

07
_N

IG
_t

em
pl

at
e_

G
R

AS
P_

v2
_e

n 

12 WORKING HOURS 

12.1 Working hours (including overtime, night work, and rest days/breaks) with indication of peak/harvesting season are shown in the records. 

12.2 All overtime hours are voluntary, if not regulated otherwise in the national law or collective bargain agreement. 

12.3 Overtime shall not be requested on regular basis in a production cycle/year and as indicated by law. 

12.4 Working time does not exceed 48 hours weekly (excluding overtime) unless indicated by law or collective bargaining agreement. The 
employer reports the total hours worked, and if they exceed 48 hours, the appropriate safeguards are in place to protect the workers’ 
health and safety. 
If national legislation and collective bargaining agreements set lower weekly working hours (excluding overtime), these lower limits shall 
prevail. 

12.5 Rest breaks/days as shown in the records indicate compliance with national regulations and/or collective bargaining agreements. 
If not specifically regulated for agriculture by local laws or collective bargaining agreements, the rest/breaks include, at least:  

(a) Short breaks during working hours
(b) Sufficient breaks for meals
(c) Daily or nightly rest of not less than 8 hours within a 24-hour period
(d) Rest of at least a full calendar day within a week

12.6 Total weekly working hours (including overtime) as shown in the records indicate compliance with national legislation and collective 
bargaining agreements. If national legislation sets total weekly working hour limits higher than 60 hours (including overtime) in peak 
season and/or agricultural workers are exempt from overtime limitations, the employer reports the total weekly hours worked and which 
appropriate safeguards are in place to protect the workers’ health and safety. 

12.7 Supervisory staff is instructed about the safeguards in place to protect the workers’ health and safety when working over the regular 
weekly working time and/or over the peak season weekly working time. 

12.8 Workers are communicated to effectively use the rest breaks/days during peak season. 
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Provide the requested weblinks to relevant local labor laws and answer the following guiding questions: 

Is overtime regulated by law? Yes/No. Provide Source (refer to similar 
question from principle 11): 

Is overtime defined as voluntary by law? Yes/No. Provide source 
(refer to similar question from principle 11): 

Does the law indicate special circumstances for requesting overtime? 
Yes/No. If yes, which cases? Provide source:  

Is there a maximum number of overtime hours specified by law? 
Yes/No. Provide source (refer to similar question from principle 11): 

Does the local law allow averaging the total number of hours as a 
method of calculating the maximum number of working hours? 
Yes/No. Provide source:  

The legal maximum number of total working hours is:  
(indicate if per day/week/month/year) Provide source: 

The legal maximum number of regular working hours is: 
(indicate if per day/week/month/year) Provide source: 
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The legal maximum number of overtime hours is:  
(indicate if per day/week/month/year) Provide source: 

The legal maximum number of working hours for night shifts is: 
(indicate if per day/week/month/year) Provide source:  

Are there any exceptions to the legal maximum number of working 
hours? Yes/No. if yes, which exceptions? Provide source: 

The legal maximum number of working hours, during peak/harvest or 
the busiest season is:  
(indicate if per day/week/month/year) Provide source: 

List the minimum number of breaks per day specified by law. Are 
these breaks paid? Yes/No. Provide source: 

The legal minimum number of rest days per week is: 
Provide source: 

Further comments: 
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13 DISCIPLINARY PROCEDURES 

13.1 A written disciplinary procedure is available. 

13.2 Workers are informed about the terms of the disciplinary procedure, including that any deduction from wages as a disciplinary measure is 
prohibited. 

13.3 Records are kept of any disciplinary actions taken during the last 24 months. 

Provide the requested weblinks to relevant local labor laws and answer the following guiding questions: 

Are wage deductions regulated by law? Yes/No. Provide source: 

Which deductions are allowed? Provide source: 

Further comments: 


	GRASP V2: ENGLISH
	VERSION: 30 NOVEMBER 2024
	CREATED BY: NTWG Italy, led by CSO Italy
	undefined: For GRASP assessment, the definition of family farm to follow shall be the one of GRASP.

Italian Civil Code – Section IV, art. 230 bis
The regulation defines family farm as farm in which families collaborate. 
According to the provisions of the law itself, these must be understood as "the spouse, relatives within the third degree, relatives within the second degree".


	undefined_2: Italian Civil Code
https://www.normattiva.it/uri-res/N2Ls?urn:nir:stato:regio.decreto:1942-03-16;262  
Worker is defined as the person that, independently from the type of contract, works within the organization of a public or private employer, with or without remuneration, also with the purpose to learn a job, excluded do-mestic or familiar operators.

	undefined_3:  Italian Civil Code – Royal Decree 16 march1942, n. 262 updated by Law 5 march 2024, n. 21
 Legislative Decree 81/08 - Consolidated Law on safety - art. 2
 ILO Convention 129 – Labour inspection (agriculture)
 ILO Convention 141 - concerning agricultural workers' organizations and their role in economic and social development, 1975

	undefined_4: Farms, including those established in a cooperative form, belonging to the same group, that are related to the same owner, or subjects linked by a bond of kinship or affinity within the third degree, or company networks (if at least the 40% of them are farms) can proceed jointly to the recruitment of em-ployees for the performance of their work at the relevant companies
	undefined_8: Art. 39 of Italian Constitution, after having determined, at subsection 1, the principle of freedom of trade union organisation (OO.SS), it establishes:
OO.SS are subject only to the obligation to register at appropriate offices;
the condition to obtain the registration is that Statutes include an internal regulation on democratic base; and after registration, the trade union ac-quires legal status. OO.SS are still entities in fact. Trade union associations are governed by ordinary law rules, in particular by art. 36, 37, 38 of Italian Civil Code

	undefined_9: Worker is not obliged to be submitted to a trade union, but if he/she wants: he enrolled to national trade federation that follow the production sector in which he/she works. The enrolment can be done in two ways:
authorizing the employer to withdraw a monthly amount from their paycheck equal to approximately 1% of the gross amount of the monthly salary (which will then be paid by the latter to the trade union organization to which they belong);
paying a fee directly to the union upon registration.
It is not possible to register using the internet because there is an obligation to sign on a specific proxy.


	undefined_10: 
	undefined_11: In Italy, the main agricultural worker organizations that protect the needs and requirements of workers and farms (non-exhaustive indicative list):
FLAI CGIL – Federation of Agro-Industrial Workers
https://www.flai.it/
FAI CISL – Italian Federation of agriculture, environment, industry
https://www.faicisl.it/ 
UILA – Italian Union of agri-food workers
https://www.uila.eu/ 
Coldiretti – National Confederation of farmers
https://www.coldiretti.it/ 
FNA – National Federation Agriculture
http://www.federazione-fna.it/
Confagricoltura
https://www.confagricoltura.it/ita/
ANPA – National Association agricultural producers
https://www.anpanazionale.it/ 
CIA – Italian Confederation of farmers
https://www.cia.it/
AIC – Italian farmers association
https://www.aicnazionale.com/
ALPAA – Workers Association of producers in agri-food and environmental sector
https://www.alpaa.it/

	undefined_12: Some CCNL (National Collective Labour Agreements) provide that, in compa-nies with more than five workers, a delegate of company can be named in the field of every worker’s organisation signatory of national collective labour agreement applied.
In companies with more than 75 agricultural workers, in absence of trade un-ion representation (RSU), a second delegate of company can be named in the field of every worker’s organisation signatory of national collective labour agreement applied. Delegates must be elected by and between workers of the company.

	undefined_13: Trade union associations are entities in fact and are governed by art. 36-38 of Italian Civil Code
https://www.politicheagricole.it/flex/cm/pages/ServeBLOB.php/L/IT/IDPagina/987
	undefined_14: Trade union associations must register Constitution and By-Laws at Revenue Agency in order to operate with other associations, with private or legal per-son.
	undefined_15: Trade union associations are entities in fact without legal status and governed by art. 36 and subsequent of Italian Civil Code.
	undefined_16: The right of trade union assembly is governed by art. 20 of Workers’ Statute (Law 300/1970)
https://www.normattiva.it/uri-res/N2Ls?urn:nir:stato:legge:1970-05-20;300~art20#:~:text=Art.,20&text=I%20lavoratori%20hanno%20diritto%20di,verr%C3%A0%20corrisposta%20la%20normale%20retribuzione. 
	undefined_17: Below a non-exhaustive indicative list of reference competent authorities:
Ministry of interior – local offices
https://www.interno.gov.it/it/contatti/uffici-centrali-e-periferici
Revenue Agency - local offices
https://www.agenziaentrate.gov.it/portale/lista-uffici
Quality Agricultural Work Network
https://www.inps.it/it/it/dettaglio-scheda.schede-servizio-strumento.schede-servizi.la-rete-del-lavoro-agricolo-di-qualit--50213.la-rete-del-lavoro-agricolo-di-qualit-.html
Ministry of Agriculture, Food and Forestry (MIPAAF) - local offices
https://www.politicheagricole.it/flex/cm/pages/ServeBLOB.php/L/IT/IDPagina/987
Ministry of Labour and Social Policy MILPOS - local offices
https://www.lavoro.gov.it/amministrazione-trasparente/organizzazione/pagine/default
National Agency for Active Labour Policies (ANPAL)
https://www.anpal.gov.it/ https://www.lavoro.gov.it/
National Labour Inspectorate – INL
https://www.ispettorato.gov.it/
Regional and Labour Directorates
https://www.ispettorato.gov.it/lagenzia/struttura-organizzativa/le-sedi-inl/
INPS local offices
https://www.inps.it/it/it/sedi-e-contatti/sedi/ricerca-sede.html
Conference of Independent regions and provinces of Trento and Bolzano
https://www.regioni.it/materie/politiche-agricole/

	undefined_18: The agricultural activities are concentrated from spring to the beginning of autumn. However, some produces are harvested also at the end of autumn and during winter, like some vegetables, citrus fruits and olives.
Produces in greenhouse (like lettuce) are periodically harvested during all the year.
List of GLOBALGAP products updated to March 2024
https://globalgapfiles.blob.core.windows.net/documents/GLOBALGAP_product_list_v6_0_Mar24_en.pdf
	undefined_19: Workers, in case of necessity, an nominate a representative to assure dialogue and improvement of work conditions. The elected representative can never be a substitute of trade union representation.
	undefined_20: Yes. In our legal system there are different options if worker thinks that the employer doesn’t respect his contractual and trade union rights:
The worker can contact a trade union organization, or a lawyer, or he/she can avail itself of the negotiation assisted by lawyers (introduced by Italian Government in 2022).
 https://mediazione.giustizia.it/ROM/ALBOORGANISMIMEDIAZIONE.ASPX 
https://mediazione.giustizia.it/ROM/ALBOMEDIATORI.ASPX


	undefined_21: Yes.
The dispute indicated in art.409 are competence of Court of First Instance as Sole Labour Judge.
National Labour Inspectorate (https://www.ispettorato.gov.it/): public entity supervised by Ministry of Labour and Social Policy and Treasury, it carries out supervisory activity in the field of labour and social, social security, insurance and health and safety legislation in the workplace, ensures the management of judicial disputes and carries out activities aimed at combating undeclared and irregular work pursuant to the art.8 of the Legislative Decree. 23 April 2004 n. 124.


	undefined_22: Yes. Whistleblowing is expected. It is a regulatory system to encourage the reporting of illicit by workers belonging to both public and private admin-istrations.
Legislative Decree 10 March 2023 n. 24
https://www.gazzettaufficiale.it/eli/id/2023/03/15/23G00032/sg
ANAC – Anticorruption National Authority 
https://www.anticorruzione.it/-/whistleblowing

	undefined_23: Yes. Also farms, if with more than 50 employees, may follow the Whistle-blowing Directive (Legislative Decree 10 March 2023 n. 24).
In case of no response after reporting to bodies appointed internally to the Organization, it is possible to contact and file a complaint directly to Labour Inspectorate (through the appropriate form), according with Legislative De-cree n.149/2015
(https://www.lavoro.gov.it/documenti-e-nor-me/normative/Documents/2015/Decreto_legislativo_14_settembre%202015_n.149.pdf)

	undefined_24: Yes. Our legal system has provided for a special ritual – introduced by Law 11 August 1973, n. 533 - for the treatment of all disputes relating to employment relationships and in matters of social security and compulsory assis-tance.
	undefined_25: Yes – see previous point
	undefined_26: Yes.
For the validity of the union conciliation, the effectiveness of the assistance provided to the worker by the union representative is required


	undefined_27: Yes. Reference to institute of whistleblowing
	undefined_28: 
	undefined_29: Yes. The Employment Centre (Cpi). It is an office of the Italian public administration, 
of regional competence, to which it is assigned the function to act public policies on 
labour and to provide services to promote the local labour market.
https://www.anpal.gov.it/centri-per-l-impiego 
	undefined_30: Yes. The office of international labour organization (OIL) for Italy and San Marino.
OIL office is located in Rome, and there is also the international training centre in  
Turin (ITCILO) 
https://pcnitalia.mise.gov.it/index.php/it/2-non-categorizzato/2035999-l-organizzazione-internazionale-del-lavoro-ilo-o-oil#:~:text=L'Organizzazione%20Internazionale%20del%20Lavoro%20(ILO%20o%20OIL)%20%C3%A8,umana%20per%20uomini%20e%20donne. 
It guarantees technical assistance to Italy in a wide range of work areas such as, 
for example, the elimination of labour exploitation and illicit labour intermediation in 
the agricultural sector, the promotion of youth employment, health and safety 
at work, vocational education and training, gender equality, labour migration, 
reform of national labour legislation and their compliance with international labour 
standards



	undefined_31: Yes. There are assistance boards and social work – Private law entities managed by
National associations and confederations of workers with charitable purposes and 
are governed by Law 30 March 2001, n. 152.

	undefined_32: Yes.
-Law n. 190 of 2012, concerning provisions of prevention and repression of corruption
and illegality in the public administration.
-With Law n. 4 of 2021, entry into force the 29 October 2022 the danger of violence 
and harassment in the working world is noted due to the negative consequences
that they determine not only on the physiological, physical and sexual health, on the
dignity and on the family and social environment of the person, but also on the
organization of work, relationships in the workplace, worker participation, on the 
reputation of companies and on productivity.
-Legislative Decree 24/2023 “Implementation of Directive (UE) 2019/1937 of 
European Parliament and Council, of 23 October 2019, regarding the protection of  people which report violations of Union law and containing provisions regarding
the protection of people reporting violations of national regulatory provisions”
In particular, art. 17, paragraph 4, letter g and h.
-Law 6 November 2012, n. 190
https://www.normattiva.it/eli/id/2012/11/13/012G0213/ORIGINAL
-Law 15 January 2021, n. 4
https://www.normattiva.it/uri-res/N2Ls?urn:nir:stato:Legge:2021;4
-Legislative Decree 10 March 2023, n. 24
https://www.gazzettaufficiale.it/eli/id/2023/03/15/23G00032/sg


	undefined_33: Yes.
There are regional anti-discrimination centres (subparagraph 12 of art. 44,
Consolidated Law on immigration and Legislative Decree 215/2003) to detect and
take charge of discrimination phenomena, as well as spread the culture of
respect for human rights and equal opportunities.
https://www.unar.it/portale/centro-antidiscriminazione

	undefined_34: Yes.
At Ministry of Labour and Social Policy – Directorate General of immigration and
Integration policies – here is it established the register of associations and
Entities that work for immigrants.
This register addresses private bodies, associations and entities with requirements 
established by art. 53 of DPR 31 August 1999, n. 394, as modified by DPR 
18 October 2004, n. 334 
https://servizi.lavoro.gov.it/Public/loginretUrl=https://servizi.lavoro.gov.it/&App=ServiziHome
	undefined_35: National regulation contains principles, objective and modalities to counter the 
scourge of trafficking and labour exploitation

	undefined_36: Yes.
All labour regulations are accessible, including national collective agree-ments, territorial and company.
There are several regulations and circulars in this field, as example they can be found on the website of Labour Ministry.
https://www.lavoro.gov.it/temi-e-priorita/rapporti-di-lavoro-e-relazioni-industriali/focus-on/disciplina-rapporto-lavoro/pagine/default
It is also available the second level bargaining, company and territorial:
- Second level collective labour agreement reports filed with the Territorial Labor Directorates (now Territorial Labor Inspectorates) – 2019
https://www.lavoro.gov.it/temi-e-priorita/rapporti-di-lavoro-e-relazioni-industriali/Documents/Contratti-2-liv-depositati-14-9-2019.pdf
- Second level collective labour agreement reports filed with the Territorial Labor Directorates (now Territorial Labor Inspectorates) - Year 2019 by type of legislation applied
https://www.lavoro.gov.it/temi-e-priorita/rapporti-di-lavoro-e-relazioni-industriali/Documents/Contratti-2-liv-depositati-norm-14-9-2019.pdf
	undefined_37: 
	undefined_38: Yes. 
	undefined_39: For recruitment purposes, it is necessary:
- valid identity document (passport of origin Country or Italian identity card or UE);
- valid residence permit or, if in the process of being renewed, old permit and receipt for renewal request.
- Tax ID code
- Legislative Decree 19 June 2015, n. 78 – electronic identity card
https://www.gazzettaufficiale.it/eli/id/2015/06/19/15G00093/sg
- Legislative Decree 16 July 2020, n. 76 - digital identity, digital home and ac-cess to digital services, art. 24
http://www.normattiva.it/eli/id/2020/07/16/20G00096/CONSOLIDATED/20210301
- DPR 28 December 2000, n. 445 – “Legislative provisions regarding adminis-trative documentation (Text A).”
http://www.parlamento.it/parlam/leggi/deleghe/00443dla.htm
- Circular n. 7/2012 – Deadline of identity documents, Minister of public administration, 20 July 2012
http://www.funzionepubblica.gov.it/articolo/dipartimento/20-07-2012/circolare-n-72012-%E2%80%93-scadenza-dei-documenti-di-identita-e-di
- Legislative Decree 25 July 1998, n. 286 and subsequent - residence permit, control of immigration and regulations of foreign citizen conditions
https://www.normattiva.it/uri-res/N2Ls?urn:nir:stato:decreto.legislativo:1998-07-25;286

	undefined_40: Yes. The foreign citizen extra UE must have the residence permit that allow to work.
- Legislative Decree n. 40 of 4 March 2014 – application procedure for issuing the single permit
https://www.normattiva.it/uri-res/N2Ls?urn:nir:stato:decreto.legislativo:2014-03-04;40!vig=

	undefined_41: Yes.
To hire the worker, the employer must inform the worker about the purposes and methods of processing for privacy purposes (art. 13 of European regula-tion 2016/679), - Legislative Decree 10 August 2018, n. 101 – transpose the regulation UE 2016/679 (GDPR), repeal of directive 95/46/CE
 https://www.gazzettaufficiale.it/eli/id/2018/09/04/18G00129/sg  
  - Privacy Guarantor, newsletter 28 June 2013, n. 374
 https://www.garanteprivacy.it/home/docweb/-/docweb-display/docweb/2502591                                                                                            

	undefined_42: In Italy, the minimum age to work can’t be less than 15 years old.
- Law 17 October 1967, n. 977 - Labour protection for children and adolescents
https://www.ilo.org/dyn/travail/docs/2336/Legge171067_n977.pdf
- Legislative Decree 4 August 1999, n. 345
https://www.gazzettaufficiale.it/eli/id/1999/10/08/099G0419/sg
	undefined_43: Yes. Art. 15 of Law 354/1975 – Prison system, identifies work as one of the elements of the re-education treatment.
The characteristics and modalities of working activities for people in prison are defined by art. 20 of Law 354/1975 as revised by Legislative Decree 123 and 124/2018.
The work carried out by prisoners is substantially aligned with that carried out by free citizens. Prisoners that work are paid, they are entitled to holi-days, paid sick leave, welfare and pension contributions.
- Law 26 July 1975, n. 354 - Rules on the execution of measures depriving and limiting freedom
https://www.normattiva.it/uri-res/N2Ls?urn:nir:stato:Legge:1975-07-26;354!vig=
- Legislative Decree 2 October 2018, n. 123 – Reform of prison system
https://www.gazzettaufficiale.it/eli/id/2018/10/26/18G00149/sg
- Legislative Decree 2 October 2018, n. 124 - Reform of prison system regard-ing prison life and penitentiary work
https://www.gazzettaufficiale.it/eli/id/2018/10/26/18G00150/sg
 - D.P.R. 30 June 2000, n. 230 – Regulation with rules on prison system and on measures involving deprivation and limiting freedom
https://www.normattiva.it/uri-res/N2Ls?urn:nir:presidente.repubblica:decreto:2000-06-30;230

	undefined_44: Yes. The crime of exploitation of labour has elements in common with the indictment of reduction in servitude.
- Art. 600 Penal Code (R.D. 19 October 1930, n. 1398) - Reduction or maintenance in slavery or servitude
https://www.brocardi.it/codice-penale/libro-secondo/titolo-xii/capo-iii/sezione-i/art600.html
- Art. 601 Penal Code (R.D. 19 October 1930, n. 1398) – human trafficking
https://www.brocardi.it/codice-penale/libro-secondo/titolo-xii/capo-iii/sezione-i/art601.html
- Art. 603 bis Penal Code (R.D. 19 October 1930, n. 1398) - illicit brokering and labour exploitation
https://www.brocardi.it/codice-penale/libro-secondo/titolo-xii/capo-iii/sezione-i/art603bis.html


	undefined_45: No.
Legislative Decree 10 September 2003, n. 276 - Implementation of the dele-gations regarding employment and the labour market, pursuant to Law 14 February 2003, n. 30, art. 11 Paragraph 1 expressly prohibits it.
https://www.gazzettaufficiale.it/eli/id/2003/10/09/003G0297/sg

	undefined_46: Yes.
1. Job centres are public structures coordinated by regions or autonomous Provinces. They favour the meeting between supply and demand for work and they promote active labour policy interventions.
2. Employment agencies are private authorized operators.
- Legislative Decree 150/2015 (reordering of the law on services for work and active policies)
https://www.lavoro.gov.it/documenti-e-nor-me/normative/Documents/2015/Decreto_legislativo_14_settembre_2015_n.150.pdf 
- Legislative Decree 10 September 2003, n. 276 - Implementation of the delegations regarding employment and the labour market.
https://www.gazzettaufficiale.it/eli/id/2003/10/09/003G0297/sg
	undefined_47: Yes.
Companies must register at chambers of commerce, industry, craft and agri-culture.
- Legislative Decree 15 February 2010, n. 23, modifications to Law 29 De-cember 1993, n. 580
https://www.camera.it/temiap/temi16/DLGS%20camere.pdf
- Legislative Decree n. 228/2001
https://www.normattiva.it/uri-res/N2Ls?urn:nir:stato:decreto.legislativo:2001-05-18;228
The Employment Agencies must be listed in the National register of Employ-ment Agencies that certifies the authorization to operate legitimately on the market and it is a guarantee for citizens.
- Register of Employment Agencies and accredited subjects for active policies
https://myanpal.anpal.gov.it/albi-informatici/?public=ok

	undefined_48: Yes. A registration certificate is released as attestation of an economic subject registration to Companies Register/REA of chambers of commerce competent for the territory in Italy and the truthfulness of the information reported therein. It is issued for all companies registered throughout the national territory and has a legal validity of six months (art.41 Presidential Decree 445/2000).
	undefined_49: Yes. Subordinate agricultural work includes this type of contracts:
1. Permanent contract: is regulated by Art.2094 cod. civ., by Legislative Decree 4 March 2015, n. 23 and by Legislative Decree 15 June 2015, n. 81, art.1.
2. Fixed-term contract: the maximum duration is regulated by law and it is equal to 24 months in total.
Fixed-term contract for agricultural workers is totally regulated by national and provincial collective bargaining. 
https://www.uila.eu/web/wp-content/uploads/2022/04/CCNL-Operai-Agricoli-2023.pdf
See the CCNL for Agricultural and Floricultural Workers, in which art. 13 identifies 3 different types of fixed-term contract:
3. Employment administration contract: regulated by Legislative De-cree n.276/2003 and by Legislative Decree n. 81/2015
https://www.lavoro.gov.it/temi-e-priorita/rapporti-di-lavoro-e-relazioni-industriali/focus-on/disciplina-rapporto-lavoro/pagine/contratto-di-somministrazione 
It is the contract that involves the intervention of three parties:
- employment agency;
- host company;
- worker.
The supply contract must be registered, with specific communication, also through the employers' organizations, at the Regional Observatory within 10 days from the date of signature.
4. Apprenticeship contract: type of contract which aims at the training and employment of young people. The hiring with a professional apprentice-ship relationship must be carried out by means of a written document.
The relevant legislation is Legislative Decree 15 June 2015, n. 81 (artt. 41 e 47) and subsequent amendments. Apprenticeship contract is also regulated by:
- from the Agricultural Sector Agreement of 02.23.2017 relating to profes-sional or trade apprenticeships;
- from the Agricultural Sector Agreement of 19.06.2018 with reference to higher education and research apprenticeships (third level) and for the qual-ification and diploma of upper secondary education (first level).
The minimum duration of apprenticeship contract in agricultural sector is six months, with the exception of the fixed-term apprenticeship contract.
https://www.lavoro.gov.it/temi-e-priorita/orientamento-e-formazione/focus-on/apprendistato/pagine/default 
5. On-demand or intermittent contract: this type of contract is ideal for non-continuous working activities. The maximum number of worker calls is 400 days over the three-year period with the same employer. If the afore-mentioned period is exceeded, the relevant relationship is transformed into a full-time and permanent employment relationship.
6. Part-time contract: the contract provides for a reduced working time respect to full-time. The contact must carefully indicate the duration of the work performance and the timing of the working hours, referring to the day, week, month and year.
7. Casual supplementary employment: in agricultural activities, occasional accessory work paid through job vouchers has been definitively intro-duced for the performance of work activities of a purely occasional nature of short duration and occasional nature. This legislation regulates those occa-sional services, defined as "accessory". By accessory work services we mean all work activities, carried out by any person, of a merely occasional nature which do not give rise to compensation exceeding €5.000,00 during a calen-dar year.


	undefined_50: 
	undefined_51: Yes. The payroll is a document obligatory provided by the employer to an employee, relating to the amount of remuneration received by him, for a given period of work.
https://www.normattiva.it/uri-res/N2Ls?urn:nir:stato:legge:1953-01-05;4  
	undefined_52: Data that must be indicated in the payroll are regulated by Law n.4/1953 (art.1). The employer must give to the employee (excluded executive), to-gether with remuneration, a pay slip bearing a signature, initials or stamp of the employer or whoever represents him (art.1, Law no. 4/1953). In particu-lar, the following must be indicated in the prospectus.
- worker data (name, surname and professional qualification);
- remuneration period of reference;
- elements of remuneration
- the individual withholdings, separately.
This pay statement must bear the signature, initials or stamp of the employer or his representative".
Alongside the obligation to deliver the pay slip, with the Legislative Decree n. 112 of 25 June 2008, the legislator also placed the obligation on the em-ployer to maintain the so-called Single Labor Book (“LUL”). Pursuant to art.39, 5th paragraph, of the Legislative Decree. n. 112/2008, with the deliv-ery to the worker of a copy of the entries made in the Single Labor Book, the employer fulfils the obligation to deliver the pay slip pursuant to Law no. 4/1953.
- Law 5 January 1953, n. 4 - Obligation to pay wages to workers by means of pay statements.
https://www.gazzettaufficiale.it/eli/id/1953/01/27/053U0004/sg
- Legislative Decree 25 June 2008, n. 112
https://www.gazzettaufficiale.it/eli/id/2008/08/21/08A05897/sg
	undefined_53: Yes. The employer is obliged to deliver the payroll to employee, as provided by Law 5 January 1953, n. 4.
“at the time of payment of the salary".
The delivery methods allowed by law are:
- hand delivery of payroll: the obligation for the worker to sign the pay slip on the copy that the company must keep as proof of delivery;
- delivering though mail od PEC;
- delivering on web.

	undefined_54: Yes. The employer is obliged to keep the c.d. Libro Unico del Lavoro (“LUL”) Single Employment Ledger. In particular, art. 39 subparagraph 1) of Legisla-tive Decree 112/2008 converted with Law 133/2008 introduced the obliga-tion to institute and report the Single Employment Ledger, where workers presences are included.
	undefined_55: 
	undefined_56: No. In the Italian system there is no minimum level of remuneration set by law.
Article 36 of the Constitution recognizes the worker's right to remuneration proportionate to the quantity and quality of his work and in any case sufficient to ensure independence for himself and his family. 

	undefined_57: Yes. What indicated in the previous paragraph is fully applicable to the agricultural sector in which the collective bargaining determined the pay scales
	undefined_58: The National Collective Labor Agreement (CCNL) which is renewed every four years is entrusted with the task of adapting wages and minimum wage levels in the area with reference to the first two years of the four-year period of contractual validity.  The "comparison between real inflation and the salary dynamics agreed between the parties for the definition of salary increases in the previous two years" also contributes to the definition of salary adjust-ments. The Provincial Labor Contract (Cpl) is renewed in an intermediate period during the period of validity of the Ccnl and has a duration of four years. The provincial bargaining is also entrusted with the task of defining the values of the contractual wages relating to each of the different professional profiles.
	undefined_59: Yes.
- National Archive of collective labour agreements.
https://www.cnel.it/Archivio-Contratti-Collettivi/Archivio-Nazionale-dei-contratti-e-degli-accordi-collettivi-di-lavoro
	undefined_60: Employees are entitled to tax treatment reserved for those who carry out subordinate work.
There are deductions for employed work and family dependents.
In most cases, a 19% of expense incurred applies to deductions.
Chapter IV, articles. from 49 to 52 of the TUIR (Consolidated Income Tax Act)
https://def.finanze.it/DocTribFrontend/getAttoNormativoDetail.do?ACTION=getSommario&id=%7B31D694E8-4398-4030-873B-FEAF5A6647F9%7D .

	undefined_61:  Yes.
1. Salary-backed loan and loan requested from third parties: the employee's debt is refunded through a payroll deduction of an amount not exceeding one fifth of the net monthly salary.
2. Loan to employees by the employer: corporate welfare measures, used by employers, also include loans to employees.
3. Salary advance: there is not a Law that regulates the advance part of the salary in the pay slip. The provision is left to the will of the company.
4. Advance of severance pay (TFR): for private employees, the advance of TFR is a right enriched in the Civil code (art. 2120, subparagraphs 6-11 provides that the worker can request, during the duration of the relation-ship, an advance on the TFR), for a maximum of 70% of the fund already accumulated. The request must be justified according to the reasons established by law, respecting the requirements and conditions of the law.

	undefined_62: No.
The Legislative Decree 10 September 2003, n. 276 - Implementation of the delegations regarding employment and the labour market, pursuant to Law 14 February 2003, n. 30, art. 11 Paragraph 1 states: "Authorized or accredit-ed parties are prohibited from demanding or in any case receiving, directly or indirectly, compensation from the worker".
https://www.gazzettaufficiale.it/atto/stampa/serie_generale/originario 
	undefined_63: Yes. In Italy there is the national institute of statistics (ISTAT), a public re-search entity.
https://www.istat.it/it
	undefined_64: Yes. The Draft Budgetary 2018, Law n. 205 of 2017, established (art. 1 sub-paragraph 910) that the wages or compensation of workers, both subordi-nate and para-subordinate (collaborators), must be paid exclusively by traceable means. The rule came into force on 1 July 2018.
	undefined_65: The payment of payroll of employees and para-subordinate must be done exclusively through a bank or office. The prohibition on paying the pay check in cash applies, by express intention of the law, to all subordinate employment independently from the method of performance and duration of relationship. 
	undefined_66: Yes. There are different types of wage:
These are the main, as example:
- time-wages: based on duration of work performance;
- monthly: total month as unit of measure;
- on commission: worker can be partially of fully paid with commissions (example: a successful sale or contract);
- profit sharing: employer distributes, in addition to salary, a part of net profits, without participation to losses.
- by the piece: salary is based on the quantity of produced job and not based on time, example: objectives achieved or results.
Piece-rate payment is provided by Law (art. 2099) for the activities in which workers are obliged to maintain a certain production rhythm.
Piece-rate payment can be:
- per piece: the determination of salary is the result of multiplication between agreed remuneration and units produced in a certain period;
- per time: it is considered the time saved in carrying out the work performance compared to the standard timing;
- flat rate: the worker's compensation is commensurate with the finished activity.
In agriculture, only in exceptional case of labour shortage, the wage by the piece is allowed and must be provided by CCNL in force, provincial worker agreements (Cpl) will identify the causes and application methods, and the company agreements will identify the rates while still ensuring the worker the minimum contractual pay (partial piece rate), ensuring that the piece rate compensation is established between the parties before the start of work. When piecework is carried out for periods of time longer than a week, the remuneration must be paid weekly and the scheduled day must be identified contractually.

	undefined_67: Yes. In Italy, the employment agencies must have objective and subjective requirements listed by art. 5, Legislative Decree 276/2003 to obtain the authorization and inscription in the IT register of employment agencies.
Art. 30 of CCNL Employment agencies provides that "the worker is paid treatment no less than that to which the employees of the user company classified at the corresponding level are entitled, according to the collective bargaining applied to the same".

	undefined_68: Yes. The crime of labour exploitation has common elements with the indictment of servitude.
- Art. 600 Penal Code (Royal decree 19 October 1930, n. 1398) – Reduction or maintenance in slavery or servitude.
https://www.brocardi.it/codice-penale/libro-secondo/titolo-xii/capo-iii/sezione-i/art600.html
- Art. 601 Penal Code (Royal decree 19 October 1930, n. 1398) – Human trafficking
https://www.brocardi.it/codice-penale/libro-secondo/titolo-xii/capo-iii/sezione-i/art601.html
- Art. 603 bis Penal Code (Royal decree 19 October 1930, n. 1398) – Illicit intermediation and labour exploitation
https://www.brocardi.it/codice-penale/libro-secondo/titolo-xii/capo-iii/sezione-i/art603bis.html

	undefined_69: 
	undefined_70: In Italy, the minimum work age shall not be less than 15 years. The rule applies for every type of job.
- Law 17 October 1967, n. 977 Protection of the work of children and adolescents
https://www.ilo.org/dyn/travail/docs/2336/Legge171067_n977.pdf
- Legislative Decree 4 August 1999, n. 345
https://www.gazzettaufficiale.it/eli/id/1999/10/08/099G0419/sg
- Law 27 December 2006, n. 296
https://www.gazzettaufficiale.it/eli/id/2006/12/27/006G0318/sg

	undefined_71: In accordance with the provisions of the device of ar.2 Civil Code Title I - For individual, in Italy, the majority is set at the age of eighteen.
	undefined_72: Yes. The agricultural activities (source INAIL):
- are carried out using equipments that, in some cases, do not have the essential safety requirements;
- areas and work processes cannot be easily standardized;
- medium age of farmers is usually high, in particular in family farms;
- recruitment is sometimes irregular and using workforce not well-trained;
An healthy and safety aspect of famers not really considered regards the expo-sition to biological agents, excepted zootechnical sector. In the agro-forestry sector, there are different factors that can favour the development and spread of biological agents that can occurs every time that a subject gets in contact in the workplace with:
- bioaerosol (airborne particulate material of biological origin);
- infected tissues and biological fluids (e.g. placentas, foetuses, viscera, intesti-nal lymph nodes, skin, sperm, feathers);
- skin lesions of animals;
- animal excrement and sewage;
- contaminated instruments and work surfaces;
- contaminated water;
- arthropod-vectors (tick bites, stings of blood-sucking insects);
- organic and inorganic materials (land, clay, plant derivatives, organic dust, fodder and feed);
- waste.
Some pathologies caused by biological agents are subject to mandatory re-porting as they are recognized as diseases whose work-related origin is highly probable, based on the decree of Ministry of Labor and Social Policies 10 June 2014 (List I, Group 3) and, therefore, are subject to insurance protection as accidents at work.
Law prohibits employers from assigning adolescents to certain activities and jobs due to their hazard. These activities are listed in Annex I of Law 677/77 which must be periodically updated by the competent authorities.


	undefined_73: Yes.
- Civil Code Section IV Artt. 230 bis
Regulation defines family farm those in which familiars collaborate. As familiars are intended, in accordance with the provisions of the law itself, “the spouse, relatives up to the third degree, relatives up to the second degree”.
- ILO Convention 129 – Job inspection (agriculture)
Company or part of it having as its object the cultivation, breeding, forestry, horticulture, primary processing of agricultural products by the operator, or any other form of agricultural activity.


	undefined_74: In accordance to the Law 677/67 they mean by:
1. children: the minor who has not yet reached 15 years old or who is still subject to compulsory schooling;
2. adolescent: the minor between 15 and 18 years old and who is no longer subject to compulsory schooling.
Art. 18 of Law 677/67 and subsequents requires compliance with specific work-ing hours:
- children free from school obligations cannot work for more than 7 hours a day and 35 hours a week
- for adolescents, however, working hours cannot exceed 8 hours a day and 40 hours a week.
In any case, the work performance of minors cannot last for more than 4 and a half hours without interruption or for more than three hours if the work is as-sessed by the Territorial Labor Inspectorate as particularly burdensome or dan-gerous. After this time the minor has the right to an intermediate rest lasting at least one hour or a different duration set by the Inspectorate in cases of particu-lar danger or burden. As a rule, minors cannot be used for night work: in fact, it is mandatory to respect a protected rest period, represented by a time span of at least 12 consecutive hours (between 10pm and 6am or between 11pm and 7am).

	undefined_75: Supervisory functions are carried out by specific bodies with the aim of verifying that workers' rights are protected correctly, ensuring that the employer complies with the legislation.
- NATIONAL LABOUR INSPECTORATE - https://www.ispettorato.gov.it/ 
- Coordination activities
To realize an effective coordination of the inspective activities, Ministry of Labour, INPS and INAIL elaborated a uniform code of conduct for inspection personnel, now applicable to inspection staff of the National Labor Inspectorate.


	undefined_76: Italy adopted Law n. 112 of 12 July 2011 which establishes the Guarantor Au-thority for childhood and adolescence. The numerous responsibilities (article 3 L. 112/2011) attributed to the Authority can be traced back to various actions: listening and participation, promotion and awareness-raising, collaboration, development of proposals, opinions and recommendations.
- Authority for childhood and adolescence.
https://www.garanteinfanzia.org/
- National observatory for childhood and adolescence
	undefined_77: Yes. The employment of a worker and the performance of the employment rela-tionship always entails for the employer a series of obligations and require-ments aimed at guaranteeing the physical, economic and social security pro-tection of the worker himself. In the case of hiring a teenager (aged between 15 and 18) they are higher. The current legislation on child labour is Law 17 Octo-ber 1967, n.977, Legislative Decree 4 August 1999 n.345, and subsequent amendments (Legislative Decree 262/2000). In order to obtain authorization to hire the minor, the preliminary written consent of the parents or guardian is re-quired, to be attached to the application at the Territorial Labor Inspectorate responsible for issuing the authorization, together with the documentation (medical certificate of the territorially competent AUSL) certifying the physical suitability of the minor to carry out the activity for which the hiring takes place.
	undefined_78: Yes. The closing rule of art.354 of the Civil Code attributes to the guardianship judge the power to appoint a guardian to the minor whenever necessary due to the nature or extent of the assets or other circumstances requiring it, with the objective to protect not only the financial interests but also the personal interests (of care, upbringing and education) of the minor. The guardian has the same powers and exercises similar functions to those of the parents, but is sub-ject to greater controls, required by law and implemented by the guardianship judge. The guardian is required to always observe the provisions of the guardi-anship judge under penalty of the possibility of having his acts cancelled, of incurring liability for damage caused to the minor due to bad management, as well as the possibility of being removed from office. 
The guardian is appointed by decree by the Tutelary Judge of the District Court where the minor's affairs and interests are based (Art.343 of the Civil Code).

	undefined_79: 
	undefined_80: Yes. Compulsory education in Italy lasts 10 years, from 6 to 16 years old (Law 296 of 2006). Furthermore, for all young people the right/duty of education and training applies for at least 12 years or, in any case, until they obtain a three-year professional qualification by the age of 18 based on the provi-sions of Law no. 53/2003.
	undefined_81: Yes. In Italy the minimum age if admission to employment may not be lower than 15 years old.
	undefined_82: Yes. Compulsory education can be achieved in state schools and private schools (Law 62 of 2000), in schools that are not equivalent (Law 27 of 2006) or through family education. At the end of the period of compulsory education, usually expected at the end of the second year of secondary school, if the student does not continue his studies, a certification of the skills acquired is issued (Ministerial Decree 139 of 2007).
	undefined_83: Italy adopted the Law n. 112 of 12 July 2011 which establishes the Guarantor Authority for childhood and adolescence.
The numerous competences (article 3 L. 112/2011) attributed to the Authority can be traced back to various actions: listening and participation, promotion and awareness-raising, collaboration, development of proposals, opinions and recommendations.
- Authority for childhood and adolescence
https://www.garanteinfanzia.org/
- National observatory for childhood and adolescence
	undefined_84: 
	undefined_85: Yes. Legislative Decree 8 April 2003 n. 66 established that normal working hours are set at 40 hours per week.
Collective labour agreements (CCNL) can establish a shorter duration. 
The average duration of working hours cannot in any case exceed 48 hours for each seven-day period. 
Daily rest is quantified as 11 consecutive hours, every 24 hours. Consequently, the maximum daily working time is 13 hours per day.

	undefined_86: Yes. Legislative Decree n. 66/2003, art.5 and Circular of the Labour Ministry n. 8/2005 establish that the use of overtime work must be limited to safe-guard the psycho-physical integrity of the worker and is legitimate in the presence of collective bargaining (national, territorial, company), stipulated by the comparatively more representative trade union organisations, applied or applicable, which shall govern its application. The same trade union organizations can, at company or territorial level, in compliance with the Con-stitution, community regulations and international labour conventions, im-plement specific agreements also in derogation of the provisions of the law and the related regulations contained in the national collective labour agreements (Legislative Decree no. 138/2011 converted with amendments by Law no. 48/2011, art.8).
	undefined_87: Collective labour agreements may provide for exceptions to working time, to the frequency of weekly rest or to its coincidence with Sunday in particular cases or for particular work activities. Pursuant to Pursuant to art.16, para-graph 1, of the Legislative Decree 66/2003, fixed-term agricultural workers and agricultural work referred to in art.4 of the R.D.L. 692/1923 are excluded from the scope of application of the regulations on the weekly duration of working hours (which sets the normal working hours at 40 hours per week).
Moreover, in the agricultural sector, they are not considered as as actual work and are therefore not included in the normal maximum duration of the working day (art.8, paragraph 3, Legislative Decree 66/2003):
- intermediate rests;
- the time to go to and from the field or workplace;
- the time required for hammering the scythe.
Apart from these exceptions, the general regulation provided by Legislative Decree 66/2003 is fully applied. In any case, working hours and rest of agri-cultural workers are fully regulated by the CCNL for Agricultural and Floricultural Workers.

	undefined_88: In the agricultural sector, working time is established in 39 hours per week, equal to 6h 30 min per day from Monday to Sunday, or 7 hours per day from Monday to Friday or 4 hours in Saturday, 8 daily hours from Monday to Thursday and 7 daily hours in Friday.
Workers have the right to a weekly rest period of 24 consecutive hours, pos-sibly coinciding with Sunday.
The regulation establishes that dependent agricultural workers who, on the basis of collective agreements or trade union agreements, work the so-called short week, i.e. work the ordinary weekly working hours (39 hours) over five days at the same company, are entitled to the registration in the lists of names for six days of employment, with the obligation for employers to pay the relevant insurance contributions. The above refers to the institution of the sixth day, introduced by art. 5 of Law no. 37 of 16 February 1977.
The work starting hour depends on climate and season. In summer, the work-ing day starts very early, to avoid excessive heat, also from 5 am or 6 am. On the contrary, in winter work starts later to avoid having to work on land still covered by night frost and, in general, at prohibitive temperatures or in ex-cessive darkness. Sometimes following scorching heat and sultriness, some Italian regions (e.g. Puglia and Basilicata) prohibit, by local ordinance, work in the fields, greenhouses and other places exposed to the sun, from 12.30 pm to 4 pm. This is in order to protect the health and psycho-physical integ-rity of those who may suffer the consequences of the scorching heat while working.

	undefined_89: In absence of an applicable contract, overtime work (Legislative Decree 66/2003) is permitted only in the presence of an agreement between em-ployer and worker and for a period not exceeding 250 hours per year. The maximum limit of working hours during a day is 13, a limit not explicitly indi-cated by Legislative Decree no. 66/2003, but deducted from the worker's right to mandatory rest of 11 consecutive hours every 24 hours.
For the agricultural sector, according to the sector's collective bargaining agreement, overtime work (i.e. work performed beyond ordinary working hours) cannot exceed 3 hours per day and 18 hours per week, and must be requested by the employer in evident cases of necessity, which non-execution affecting crops and produc-tion. In any case, the maximum individual limit of overtime is 300 hours per year.


	undefined_90: The daily rest can be derogated from collective agreements, provided that workers are granted equivalent periods of compensatory rest. If the daily working time exceeds six hours, as an employee you have the right to a rest break to recover psycho-physical energies and for eventual meal consumption. The methods and duration of break are established by collective agreement, but can’t be less than 10 minutes. These intervals are not remu-nerated and not considered as working time. As dependent worker, every seven days, he/she is entitled to a rest period of at least 24 consecutive hours, usually coinciding with Sunday, to be cumulated with the 11 hours of daily rest. Agricultural workers (see sector collective bargaining agreement) are entitled to a weekly rest period of 24 consecutive hours, possibly coinciding with Sunday. If, due to company needs, work is required on Sunday, the 24 consecutive hours of rest must be assigned on a different day of the week. Regarding the work of minors, in application of art. 22 of Law no. 977 of 1967 on the work of those who have not yet reached the age of majority - modified by Legislative Decree no. 345 of 1999 - workers under the age of 18 must be guaranteed a weekly rest period of at least two days, consecutive if possible and including Sunday. Furthermore, the minimum rest period can be decreased, for clear technical and organizational reasons, but cannot however be below 36 consecutive hours.
	undefined_91: Yes.
- National archive of collective labour contracts and agreements
https://www.cnel.it/Archivio-Contratti-Collettivi/Archivio-Nazionale-dei-contratti-e-degli-accordi-collettivi-di-lavoro
	undefined_92: 
	undefined_93: Yes. Legislative Decree n. 66/2003, art.5 and Circular of the Labour Ministry n. 8/2005 establish that the use of overtime work must be limited to safeguard the psycho-physical integrity of the worker and is legitimate in the presence of collective bargaining (national, territorial, company), stipulated by the comparatively more representative trade union organisations, applied or applicable, which shall govern its application. The same trade union organizations can, at company or territorial level, in compliance with the Constitution, community regulations and international labour conventions, im-plement specific agreements also in derogation of the provisions of the law and the related regulations contained in the national collective labour agreements (Legislative Decree no. 138/2011 converted with amendments by Law no. 48/2011, art.8).
Collective bargaining or territorial and company agreements may provide for exceptions to overtime.

	undefined_94: Yes. The first reference on overtime is at art. 2108 of Civil Code. Here it is highlighted that the employee, called to work beyond the hours established by the contract, is entitled to an increase in salary. Article 5 of Legislative De-cree no. 66/2003 specifies that the use of overtime hours must be limited.
In presence of collective bargaining that provides for overtime, employee can’t avoid, within the law, to the employer's request to carry out extraordinary services, unless incurring a disciplinary sanction for breach of contract (Cass. n. 2073/1992).

	undefined_95: Overtime can’t be obligatory requested:
- in presence of justified reason:
- unacceptable arbitrariness of the request (Cass. n. 11821/2003, n. 4011/2007);
- request not justified by absolutely prevalent business needs (Cass. n. 2073/1992);
- quantity of hours abnormally higher than the legal limits (Cass. n. 2073/1992);
- to student workers (L. n. 300/1970, art.10);
- to minor workers (L. n. 977/1967, art.18);
- during the union block on ancillary services, which includes the so-called “extraordinary strike” (Cass. n. 1701/1986).
Some CCNL require the worker's consent to the performance of overtime work.

	undefined_96: Yes. The maximum individual overtime limit is 300 hours per year.
	undefined_97: Yes. CCNL (also those of agricultural sector art. 34) can indicate the duration of normal weekly working hours as the average over a multi-week period in accordance to art. 3, subparagraph 2 of Legislative Decree 8 April 2003, n. 66. In a certain week, agricultural worker can be called to work for more than 39 hours; despite this, work exceeding the thirty-ninth hour will not be considered as overtime if, in the multi-week period taken as reference, the average number of hours worked is thirty-nine.
	undefined_98: Legislative Decree 8 April 2003, n. 66 established that the average duration of working hours can’t, in any case, exceed for every period of seven days, 48 hours. Art. 34 of CCNL for agriculture provides that the variability of the ordi-nary weekly timetable is allowed within the limit of 85 hours per year, with a maximum weekly timetable of 44 hours.
	undefined_99: Legislative Decree 8 April 2003, n. 66 established that the average duration of working hours can’t, in any case, exceed for every period of seven days, 48 hours. Art. 34 of CCNL for agriculture provides that the variability of the ordi-nary weekly timetable is allowed within the limit of 85 hours per year, with a maximum weekly timetable of 44 hours.
	undefined_100: The maximum individual overtime limit is 300 hours per year.
For the agricultural sector, according to the sector's CCNL, overtime work (i.e. work performed beyond ordinary working hours) cannot exceed 3 hours per day and 18 hours per week, and must be requested by the employer in cases of obvious necessity, the failure of which would jeopardize crops and production.

	undefined_101: Night work is regulated by Legislative Decree 8 April 2003, n. 66 and by collective bargaining.
For the CCNL of the agricultural sector, night work is considered to be work carried out from 8.00 pm to 6.00 am, in periods in which solar time is in force is from 10.00 pm to 5.00 am, in periods in which daylight-saving time is in effect. The limits of indoor night work must be established in provincial contracts (Art.43 of the CCNL for agriculture).

	undefined_102: Legislative Decree 8 April 2003, n. 66, art. 17, c.5 provides that, in relation to overtime, limits can’t be applied when the duration of working time, due to the characteristics of the activity, it is not measured or predetermined or can’t be determined from workers themselves, and in particular in the follow-ing cases:
- to family labour;
- to agricultural workers and other works for which there are needs imposed by technical or seasonal requirements (art.4 R.D.L. n. 692/1923, converted by Law n. 473/1925);
- to fixed-term agricultural workers.
Beyond the limits mentioned above, overtime work is always permitted and must be communicated in advance to the competent offices and possibly to the company trade union representatives.

	undefined_103: For the agricultural sector, according to the sector's CCNL, overtime work (i.e. work performed beyond ordinary working hours) cannot exceed 3 hours per day and 18 hours per week, and must be requested by the employer in cases of obvious necessity, the failure of which would jeopardize crops and pro-duction. In any case, the maximum individual overtime limit is 300 hours per year.
	undefined_104: During the working day, every worker carries out his/her duties but this cannot be done continuously for the entire working time. 
Breaks, stops and rests are regulated by collective bargaining based on type of work and place in which is carried out. The first definition to consider is that of working time pursuant to Legislative Decree n. 66/2003, as every pe-riod in which worker is at work, available to the employer and in the exercise of his activity or functions. Breaks can be excluded from working time, and so, unremunerated, only if worker is not assigned to any task nor is he at the employer's disposal. The worker has the right to a break only in cases where working hours exceed the daily limit of 6 hours. The break, which must not last less than 10 minutes, can also be enjoyed in the workplace, but cannot be replaced by corresponding remuneration.

	undefined_105: In the agricultural sector (CCNL art.35) workers are due a weekly rest period of 24 consecutive hours, possibly coinciding with Sunday. If, due to compa-ny needs, work is required on Sunday, 24 consecutive hours of rest must be granted on another day of the week.
According to art. 22 of Law 17 October 1967, n. 977, modified by Legislative Decree 4 August 1999, n. 345, workers under the age of 18 must be guaran-teed a weekly rest period of at least two days, if possible, consecutive and including Sunday. The minimum rest period can be reduced for proven technical and organizational reasons, but however it can’t be less than 36 consecutive hours. In some cases, the regulation of rest is delegated to provincial contracts.
	undefined_106: 
	undefined_107: Yes. The employer has the right to exercise disciplinary power, of a sanctioning nature, in the event of worker behaviour that constitutes failure to com-ply with contractual obligations. As far as the legislative level is concerned, the Civil Code regulates the disciplinary power of the employer with some articles (Art.2104 / Art.2105 / Art.2106). In particular, article 7 introduces a series of substantial and formal limitations regarding the exercise of discipli-nary power by the employer.
	undefined_108: Disciplinary offences of workers are punished, depending on the severity of shortcomings, with the following provisions (art.79 CCNL):
a. fine until a maximum of 2 hours of pay, to worker that, without justified reason, he/she left the workplace, delays the starting, 
suspends it or brings forward its termination or causes damage to the company and machinery through negligence;
b. ne equal to the amount of half a day's work, in the most serious cases of the above-mentioned shortcomings.
For agricultural workers, disciplinary infractions and related sanctions are determined by provincial labour agreements.

	undefined_109: ILO Convention n. 105 prohibits the use of forced labour as a disciplinary measure, while in Italy the disciplinary power of the employer is provided for by art. 2106 of the civil code. It represents a manifestation of the managerial power and consists in the power to adopt particular sanctions against the employee who violates the obligations of diligence, obedience and loyalty (articles 2104, 2105 of the civil code). The exercise of this power was subject to compliance with particular procedures provided, in most cases, by art. 7 of Law 300/70 and by the collective bargaining of the sector.
	GUIDELINE FOR: ITALY
	undefined_7: Italian Constitution guarantees, with article 39, the freedom to constitute worker organizations stating that “trade union organization is free”. This means that the organization and administration of a trade union are regulat-ed by article 36 et seq. of the Civil Code which establish the rules to which non-recognised associations must comply.
Italian Constitution
https://www.governo.it/it/costituzione-italiana/2836
Workers’ Statute – Law 300/1970
https://www.gazzettaufficiale.it/eli/id/1970/05/27/070U0300/sg
National archive of collective labour contracts and agreements
https://www.cnel.it/Archivio-Contratti-Collettivi/Archivio-Nazionale-dei-contratti-e-degli-accordi-collettivi-di-lavoro


	undefined_6: In Italy, the main agricultural worker organizations that protect the needs and requirements of workers and farms (non-exhaustive indicative list):
FLAI CGIL – Federation of Agro-Industrial Workers https://www.flai.it/ 
FAI CISL – Italian Federation of agriculture, environment, industry https://www.faicisl.it/                            UILA – Italian Union of agri-food workers- https://www.uila.eu/ 
Coldiretti – National Confederation of farmers - https://www.coldiretti.it/
FNA – National Federation Agriculture http://www.federazione-fna.it/
Confagricoltura - https://www.confagricoltura.it/ita/
ANPA – National Association agricultural producers https://www.anpanazionale.it/ 
CIA – Italian Confederation of farmers https://www.cia.it/
AIC – Italian farmers association  https://www.aicnazionale.com/ 
ALPAA – Workers Association of producers in agri-food and environmental sector https://www.alpaa.it/

	undefined_5: No


