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Executive Summary 
 
 

Executive Summary 

London Economics has been commissioned by the European Foundation for 
the Improvement of Living and Working Conditions to undertake a study of 
working conditions in hotels and restaurants in Italy. 

The share of the sector in the Italian economy, as measured by turnover, is 
stable over the period covered by our study, at approximately 2%. 

A very high fraction of firms is very small as 96% of all firms have less than 
10 employees. This is a very significant characteristic of the sector which 
impacts on a number of areas including pre-eminently labour conditions of 
the workers employed in these firms.   

This very high percentage of very small firms has had a very negative impact 
on the availability of representative statistics for the sector. A lot of firms and 
employment in the sector are of an informal nature and not captured by most 
national statistical services.  

The sector employs a very high percentage of women when compared to the 
national average, and also a relatively higher percentage of younger 
employees. This feature is pervasive in the sector across Europe and has been 
linked to the fact that the sector offers a high proportion of jobs of an 
unskilled nature.  

The existing working conditions legislation in Italy applies to all sectors and 
does not contain any specific provision for Hotels and Restaurants.  So far, 
the Italian government has partially transposed into the national legislation 
the EU directive 104/93, which disciplines the working time.  This directive 
contains special provisions for the tourism sector and, at the moment, the 
organizations of the employers’ and unions are negotiating the transposition 
of these provisions according to the directive. 

In general, unions are not very representative of workers in small businesses 
because most of them are family-run and tend to employ predominantly 
family members helped by part-time workers.  Also, the high seasonality of 
the business in certain areas of the country, e.g. sea resorts, makes 
representation by the union less attractive to workers. 

Compared to other sectors, the physical working environment is generally 
described as not particularly heavy or presenting particularly risky 
conditions, such as exposure to dangerous substances, though it could be 
improved on several aspects.   

In general, the data supports the view that the accidents caused by working 
environment have less severe consequences than what is the case in other 
sectors (see tables below). 

In general, work organization in the sector requires a high degree of 
flexibility of workforce, i.e. workers that are able to perform more than one 
task, or perform different tasks at different times of the day.  This is especially 
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the case of firms of smaller dimensions, of which the majority are family-run.  
Tasks are more structured in firms of larger dimension. 

On average firms in hotels and restaurants do less training of the workforce 
than the national average.  This is not only the case for small firms but holds 
for all except the larger firms with more than 250 workers.  

The sector is characterised by lower pay overall, when compared to the 
national average. Total working time is also lower, on a yearly basis, but it is 
concentrated on a few months of the year, so it involves periods of very 
intense work often including weekends, overtime and very little rest time per 
week of work.  

In terms of accidents in the workplace, the sector is characterised by a lower 
number of accidents than the national average (in per worker terms). The 
accidents in the sector typically have less severe consequences and this is 
also the case for the kind of professional diseases more common in the sector. 

At the moment the labour market is heavily regulated. Regional and 
company level agreements introduce elements of flexibility by modifying the 
provisions contained in the national agreements, for example in order to take 
account of specific issues at regional or firm level.   

The Government is currently proposing to introduce more flexibility in the 
labour market which may have the positive effect of reducing irregular work 
in Italy.  The idea that there is a need for increased flexibility relies on the 
premise that the current regime is too onerous for employers, and that this is 
one major reason why they choose to resort to “black market” work. 

During the interviews with the sector representatives that we undertook we 
found that there is one point of consensus between employers and workers 
representatives: efforts need to be made to try to reduce “black market” work 
in the sector. 

We found three main points of dissent: while employers ask for labour 
market deregulation, the unions are satisfied with the current regime; while 
employers believe that the current remuneration is appropriate, the unions 
would like to see employees receive higher wages; and while employers 
accept the high levels of worker turnover in the sector to be the reflex of its 
structural characteristics, the unions would like something to be done to give 
higher job security to employees in the sector. 
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Section 1 Introduction 
 

1 Introduction 

1.1 Context and aim 
In 2000, the European Foundation carried out its third European Survey on 
Working Conditions and collected information on working conditions, health 
and well-being of the employed and self-employed in the fifteen EU member 
states. A total of three surveys (1990, 1995 and 2000) provided a general 
picture on the main characteristics of the economic sectors with regard to 
working conditions. This general picture is sufficient to set priorities, but not 
enough to understand the reasons underlying the situation described, and the 
policies, at various levels, undertaken to deal with such.  

The sector surveys on working conditions for each of the 15 Member States 
on the sectors of Road Transport and Hotels and Restaurants have the 
objective to provide a cross-sectional overview of employment conditions in 
these two sectors as two examples of the European economy. The research 
covers a very large number of aspects of working conditions with as much 
detail as is possible to obtain given the availability of national statistics.  

1.2 Structure of the report 
This report is organised according to the format designated in the guidelines 
provided for the national reports. In section 2 we describe the sector 
characteristics. In section 3 we give as much detail as was available with 
respect to the quality of working conditions and employment. Section 4 deals 
with the policies and roles of the social partners. Section 5 presents the views 
of the key informers and representatives of the social partners which we 
interviewed in the course of this research project. Finally, section 6 provides a 
discussion of main points and presents our conclusions. 

 

 

 
 
London Economics 
October 2002 1 



Section 2 Sector characteristics 
 

2 Sector characteristics 

2.1 Economic characteristics of the sector; trends 
over 10 years 

The aim of this section is to provide an economic overview of the sector by 
providing information on its economic structure, competition and 
restructuring issues and an indication on developments and trends. When 
available, we present both sectoral and national data, so that the national data 
can be used as a benchmark. 

 

Table 2.1: Turnover in millions €, 1990-1999 

 Sector National 

1999 40952.7 1,897,470 

1996 33163.7 1,643,714 

1990 30464.3 - 
Source: Eurostat, New Cronos and ISTAT 
 

Remarks.  The sector is in expansion as demonstrated by the increasing trend 
of turnover over the period 1990-1999.  The tendency of turnover appears to 
be unstable on a year-by-year basis (see Figure 2.1) though this may well 
reflect the recessive phase of the economy in 1992-1993.  The share of the 
sector in the total economy, as measured by turnover, appears to be stable at 
approximately 2%. 
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Figure 2.1: Turnover, 1990-1999. 
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Source: Eurostat, New Cronos 
 

 

Table 2.2: Number of enterprises, 1990-1999 

 Sector National 

1999 246,163 3,905,405 (1998) 

1990 216,020 3,296,792 (1991) 
Source: Eurostat, New Cronos and ISTAT 
 

Remarks.  The dynamics of the number of firms mimic those of turnover.  The 
number of firms in the sector is also increasing over time, though with an 
unstable tendency (see Figure 2.2).  Compared to 1990-1992, the lower 
number of firms in 1993-1995 is again a consequence of the recession that hit 
Italy (and the other European countries) in 1992-1993, though the effect works 
with some lag.  
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Figure 2.2: Number of firms, 1990-1999. 
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Source: Eurostat, New Cronos 
 

Table 2.3: Percentage and number of companies by size, 1997. 

 Sector National 

 Number Percentage Number Percentage 

0-9 210,849 96.0 3,657,605 95.3 

10-19 6,234 2.8 112,365 2.9 

20+ 2,443 1.1 69,475 1.8 

Total 219,526 100 3,839,445 100 

Source: ISTAT 
 

Remarks.  It is important to notice that a very high fraction of firms is very 
small: 96% of all firms have less than 10 employees.  As we will see in next 
pages, this has important implications for collecting statistical data.  

 

Table 2.4:: concentration in the sector.  Data are not available. 

Table 2.5:  Number of firm closings. Data not available. ISTAT is currently 
processing these data. They will be released by the end of the current year. 
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Table 2.6: Number and percentage of bankruptcies, 1996-2000. 

 Sector National 

2000 833 11,641 

1996 972 16,061 

NOTE: the sector includes also retail and wholesale trade in addition to hotels and restaurants.  This data is 
not available at more disaggregated level. 
 
Source: ISTAT 
 

Remarks.  Compared to 2000, the number of bankruptcies is higher in 1996.  
This fact is broadly consistent with the dynamics observed earlier for the 
number of firms and again reflects the difficult economic environment in 
1992-1993.   

Table 2.7: Number and percentage of companies by legal status, 1996. 

 Sector National 

1996 Number Percentage Number Percentage 

Individual firms 124,422 58.81 2,357,835 67.0 

Partnerships 70,159 33.16 711,808 20.2 

Limited liabilities 
companies 

15,606 7.38 403,979 11.5 

Cooperatives 1,315 0.62 35,983 1.0 

Regional, provincial and 
municipalities 

- 0.00 384 0.0 

Other  71 0.03 11,427 0.3 

Total 211,573 100 3,521,416 100 

2000 Number Percentage Number Percentage 

Individual firms 142,884 56.0 2,836,772 67.2 

Partnerships 89,435 35.1 786,945 18.6 

Limited liabilities 
companies 

20,865 8.2 508,174 12.0 

Cooperatives 1,532 0.6 45,879 1.1 

Regional, provincial and 
municipalities 

7 0.0 558 0.0 

Other  416 0.2 44,329 1.0 

Total 255,139 100 4,222,657 100 
Source: ISTAT 
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Remarks.  The breakdown of the firms in the sector by legal status appears 
very similar to the national one. However, we suspect that a significant 
number of the very small companies may not be covered by these statistics. In 
particular, the actual number of (informal) firms in individual name should 
be considerably higher in the sector than the national average.   

2.2 Labour market issues 
In this section we provide an overview of the structural characteristics of the 
labour market in the sector.  In order to infer sector-specific characteristics, 
we also report comparable information at the national level whenever 
possible. 

 

Table 2.8: Percentage and number of people employed according to gender, 
(Thousands of persons), 1996-2001. 

 Sector National 

 Number Percentage Number Percentage 

2001 – Total 848,9 100 21,373 100 

2001 – Males 438.9 51.7 13358 62.5 

2001 – Females 410 48.3 8015.1 37.5 

     

1996 – Total 851 100 20,013 100 

1996 – Males 456 53.6 12829 64.1 

1996 – Females 395 46.4 7185 35.9 

NOTE: data refer to employment, including self-employed. 
 
Source: Eurostat, New Cronos 
 

Remarks.  Compared to the national figures, the sector is characterised by a 
higher proportion of female workers.  This proportion of females is increasing 
over time, though this reflects a generalised higher participation of females to 
the labour market than any sector specific characteristics.  The total number 
of persons employed is stationary and this contrasts with the fact that the 
sector is in expansion, as demonstrated before by the data on turnover and 
number of firms.  One explanation of this phenomenon is a higher 
employment of irregular workers1.  In fact, according to the Ministry of 
Environment (2001), employment of irregular workers has increased by 15.9% 

                                                      

1 Irregular workers include: foreign workers non resident in Italy, workers with more than one job and 
workers who are not declared as employed to the competent authorities (black work). 
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of total workers over the period 1992-1997 and hotels and restaurants is 
among the sectors that employ the highest number of irregular workers.  

Table 2.9: Percentage and number of people employed according to age, 
(Thousands of persons), 1996-2001. 

 Sector National 

 Number Percentage Number Percentage 

2001 - 24 years or younger 112.7 13.3 1705.7 8.0 

2001 - 25-44 years 496.1 58.4 12454.8 58.3 

2001 - 45-64 years 222.4 26.2 6884.8 32.2 

2001 - 65 years or older - - 328 1.5 

     

1996 - 24 years or younger 121 14.2 2076 10.4 

1996 - 25-44 years 467 54.9 11403 57.0 

1996 - 45-64 years 246 28.9 6231 31.1 

1996 - 65 years or older - - 303 1.5 

NOTE: data refer to employment, including self-employed. 
 
Source: Eurostat, New Cronos 
 

Remarks.  Table 2.9 reveals that the sector employs a higher proportion of 
young workers (15-24 years old) than the other sectors (national).  This is 
consistent with the structural characteristics of the sector in Italy.  The fact 
that the activity in the sector is highly seasonal explains why the labour 
demand is better met by types of workers that are more flexible in terms of 
working time, periods of the year, etc.  This is reinforced by the fact that the 
high majority of the firms are very small and typically run by the family with 
the ‘assistance’ of forms of flexible and mostly unskilled work.  Young 
workers are probably the most effective response to these structural features 
of the sector.  

 

Table 2.10:  percentage and number of employees by EU and non-EU status.  
Data are not available.   
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Table 2.11: Number and percentage of employees by company size, 
(Thousands of persons), 1991 and 1999. 

 Sector National 

 Number Percentage Number Percentage 

1999 - 1-9 employees 200,397 45.2 2,310,766 25.0 

1999 - 10-19 employees 70,519 15.9 1,340,574 14.5 

1999 - 20-49 employees 50,256 11.3 1,394,747 15.1 

1999 - 50-99 employees 24,073 5.4 787,335 8.5 

1999 - 100+ employees 98,566 22.2 3,408,431 36.9 

1999 - Total 443,811 100 9,241,853 100 

     

1991 - 1-9 employees 140,965 44.6 1,958,323 21.2 

1991 - 10-19 employees 55,372 17.5 1,285,429 13.9 

1991 - 20-49 employees 39,412 12.5 1,302,743 14.1 

1991 - 50-99 employees 17,977 5.7 740,737 8.0 

1991 - 100+ employees 62,522 19.8 3,959,639 42.8 

1991 - Total 316,248 100 9,246,871 100 
Source: ISTAT 
 

Table 2.11b 

Table 2.12: Number and percentage of employees by company size, 
(Thousands of persons), 2000. 

 Sector National 

 Number Percentage Number Percentage 

2000 - 1-9 employees 211,174 45.7 2,476,176 25.1 

2000 - 10-19 employees 60,252 13.1 1,209,315 12.2 

2000 - 20-49 employees 50,959 11.0 1,332,731 13.5 

2000 - 50-99 employees 26,157 5.7 833,998 8.4 

2000 - 100+ employees 113,100 24.5 4,026,745 40.8 

2000 - Total 461,642 100 9,878,965 100 
Source: ISTAT 
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Remarks.  Table 2.11 shows that the myriad of small firms that characterise 
the sector employs almost 50% of the employees in the sector.  This is 
particularly relevant in terms of working conditions because some of the 
legislation on employment protection applies only to medium and large 
enterprises.  For example, Article 18 of Statuto dei Lavoratori, which forces 
the compulsory reintegration of workers if firing has been found unjustified, 
applies only to enterprises with more than fifteen employees.  

The numbers in the table may actually reflect an underestimation of the true 
weight of the very small firms in total employment in the sector, as a number 
of these workers may escape the official statistics. 
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Table 2.13: Number and percentage of self-employed and employees, 
thousands of persons, 1999-2002.  

 Sector National 

 Number Percentage Number Percentage 

2002 – Total employment: 4,410 100 21,984 100 

Self employed 2,111 47.9 6,001 27.3 

Employees 2,299 52.1 15,984 72.7 

Among the employees:     

Permanent 1,960 85.3 14,300 89.5 

Temporary 339 14.7 1,684 10.5 

     

1999 – Total employment: 4,191 100 20,893 100 

Self employed 2,158 51.5 5,921 28.3 

Employees 2,033 48.5 14,972 71.7 

Among the employees:     

Permanent 1,731 85.1 13,492 90.1 

Temporary 302 14.9 1,480 9.9 

NOTE: sector includes also retail and wholesale trade in addition to hotels and restaurants.  The table is 
based on quarterly data ending in July. Source: ISTAT 
 

Remarks.  Table 2.13 reveals two important features of the employment in 
sector in Italy.  Compared to the national data, the sector shows a higher 
share of self-employed (48%) and temporary employees (14.7%).  This is again 
explained by the size (small), model of business (family-run) and the high 
seasonality that characterises the sector.   

 

Table 2.14: percentage and number of people employed according to 
educational level.  Data are not available at this level of disaggregation. 

Table 2.15: percentage and number of people employed according to 
occupational group.  Data are not available. 
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Table 2.16: Number and percentage full/part-time employees, thousands of 
persons, 1999-2002. 

 Sector National 

 Number Percentage Number Percentage 

2002 – Total employees 2,299 100 15,984 100 

2002 – Full time 1,942 84.5 14,513 90.8 

2002 – Part time 357 15.5 1,471 9.2 

     

1999 – Total employees 2,034 100 14,972 100 

1999 – Full time 1,741 85.6 13,744 91.8 

1999 – Part time 293 14.4 1,228 8.2 

NOTE: Sector includes also retail and wholesale trade in addition to hotels and restaurants; based on year 
ending in July; percentages of total number of employees. Source: ISTAT 
 

Remarks.  The higher share of part-time employees (15.5%) is again explained 
by the particular features of the work in the sector and, in particular, by the 
fact that there are times of the day (or the week, e.g. weekends) when the 
work pace is very intense followed by periods with very low activity.  

 

Table 2.17: number and percentage of vacancies, unemployed or having a 
second job, and personnel turnover in the sector and national level.  Data are 
not available at this level of disaggregation. 

 

2.3 Background information on the regulatory 
framework (hard and soft law) 

The objective of this part is to map major labour market regulations, social 
and labour law as well as collective bargaining rules applicable to the sector 
in the Member State concerned.  Where possible, we will also explain how 
these regulations interplay with the underlying social and economic 
characteristics of the country as well as upcoming changes.  
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Table 2.18: Specific directives/regulations on or relevant as a background to 
the improvement of quality of work and employment in the sector 

Name of directives and brief content Issues addressed 

Law 20.5.1970 n.300 (Statuto dei 
lavoratori) – sets the general framework 
for employment. 

 Freedom and dignity of workers on 
the workplace 

 Conditions to fire employees 

D. Lgs. n. 626/194 – health and safety  Contains provisions to improve health 
and safety on the workplace 

DPR 27.04.55, n. 547 – prevention of 
accidents on the workplace 

Contains provisions to prevent accidents 
on the workplace 

DPR 19.03.56, n. 303 – hygiene on the 
workplace 

Sets general rules for hygiene on the 
workplace 

DPR 30.06.65, n. 1124 – insurance against 
accidents and diseases  

Requires compulsory insurance against 
accidents and professional diseases.  

Law 05.03.90 n. 46 – safety of equipment Disciples electric wiring, heating, etc. 

Law 17.10.67 n. 977 – youth labour Disciplines youth labour 

Law 30.12.71, n. 1204 – working mothers Disciplines labour of working mothers 

D.P.R 08.06.82, n. 524 – Law on 
workplace signs  

Posting signs on the workplace, e.g. 
dangerous machinery 

D.Lgs.vo – 14.08.96  Decree in actuation of European 
Directive 58/92, setting minimal health 
and safety standards on the workplace 

Law 9.12.1977, n.903 Equal opportunities of men and women  

DPR 07.01.56, n.164 – Laws on 
production and use of explosives, 
machinery, etc. 

General law on the use of machinery. 

 

Remarks: the above rules apply to all sectors and do not contain specific 
provision for Hotels and Restaurants.  So far, the Italian government has 
partially transposed into the national legislation the EU directive 104/93, 
which disciplines the working time.  This directive contains special 
provisions for the tourism sector and, at the moment, the organizations of the 
employers’ and unions are negotiating the transposition of these provisions 
according to the directive.   
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Table 2.19: Number and % of firms that are member of employers 
organisations 

Employers organization Membership 

Federalberghi - Confcommercio Represents approximately 16,600 Italian 
hotels (50% of the total) 

Federturismo and AICA - Confindustria Represents mainly big chains of hotels 

Assoturismo - Confesercenti Represents approximately 47,000 firms in 
the sector 

Source: interviews with representatives of the above associations. 
 

Table 2.20: Number of workers that are members of one or more unions 

Workers organization Membership 

FILCAMS - CGIL 

FISASCAT - CISL 

UILTuCS - UIL 

Represent collectively 20-30% of ‘regular’ 
workers, especially in medium and large 
firms.  FILCAMS – CGIL is the largest 
union in the sector. 

Source: interviews with representatives of the above associations. 
 

Remarks: In general, unions are not very representative of workers in small 
businesses because most of them are family-run and tend to employ 
predominantly family members helped by part-time workers.  Also, the high 
seasonality of the business in certain areas of the country, e.g. sea resorts, 
makes representation by the union less attractive to workers.   
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Table 2.21: Combined with below. 

Table 2.22: Number of collective agreements that are relevant for issues of 
quality of work and employment 

Name/type of agreement Issues addressed 

Collective agreements at national level Regulate: 

 Shift 
 Working time 
 Weekly leisure 

 Temporary work 
 Remuneration 
 Sickness and accidents 

 Holiday and ability to take 
holiday 

 Categories of workers. 

Collective agreements at regional and 
company level 

Integrate collective agreements at he 
national level. 

Seasonal contracts Regulate specific aspects of seasonal 
work, e.g. provision of accommodation 
and food to workers. 

Source: collective agreement signed for the sector. 
 

Remarks:  Collective agreements at the national level set the minimal 
conditions for employment in the sector.  Regional and company level 
agreements usually integrate or complement specific aspects of national 
agreements. 

Collective agreements at the national level are signed between each 
employers’ organizations and all the unions of workers.  Therefore, four 
collective agreements, very similar each other, are currently operational in 
Italy.  Each agreement has a validity of four years.   

2.4 Changes 
Change in legislation to introduce more flexibility in the labour market, e.g. 
reform of Article 18 of Statuto dei Lavoratori. Under the current legislation, 
Article 18, which applies to firms with 15 or more employees, forces the 
compulsory reinsertion of a fired worker when the firing is found to have 
been unjustified. For firms with less then 15 workers, unjustified firing may 
give rise to either reinsertion of the worker or payment of a defined 
compensation.  
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According to a study by the Ministry of Environment and to the sources with 
whom we spoke within the sector, there has been a marked increase in the 
number of workers employed under irregular conditions, i.e. the so-called 
“black market”.  

There has been a significant increase in the use of computers and internet in 
the sector. This is explained by the increasing use of computer and internet 
for booking, for example. We are unable to comment on to what extent this 
change has been significant for employees working conditions.  

2.5 Overall analysis and conclusion concerning 
sector characteristics 

The sector is in expansion, although its weight in the overall Italian economy 
remains stable over the years.  

The very specific features of the sector that should be borne in mind are its 
high seasonality and the very large weight of small firms. The sector has also 
attracted a higher use of “irregular labour” and this reflects undoubtedly in 
the quality of work and working conditions not only of these but of all 
workers in the sector. As we have mentioned before, however, it is unclear 
how closely these facts will be reflected by the official statistics.  

The sector employs a substantially higher percentage of women and has also 
a higher percentage of young employees, self-employed and part-time, when 
compared to the respective national averages.  This is explained, at least in 
part, by the high seasonality of the sector and the work path during the day 
which often includes hours with frenetic activity followed by hours of very 
low activity. 
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3 Quality of work and employment 

3.1 Physical working environment 
To the best of our knowledge (and that of key informers of the sector), so far 
in Italy there are not any data and/or surveys on the physical working 
environment (Tables 3.1 to 3.3), nor on the work organisation (Tables 3.6-
3.11).   

Compared to other sectors, the physical working environment is generally 
described as not particularly heavy or presenting particularly risky 
conditions, such as exposure to dangerous substances, though it could be 
improved on several aspects.   

In general, the data supports the view that the accidents caused by working 
environment have less severe consequences than what is the case in other 
sectors (see tables below).   

In terms of noise in the workplace, and according to the National Institute of 
Occupational Safety and Prevention (ISPESL, 2002), the sector does not 
present significant risks from this agent and has been excluded from 
compulsory measurement of noise (less than 80db(A)).   

Key informers of the sectors (unions representatives) reported:  

 High incidence of skin exposure to cleaning agents, disinfectants and 
water; 

 High consumption of alcohol in the workplace due to heavy working 
time; 

 Absence of ergonomics criteria in the design of workplace and 
employees working for the vast majority of their time standing; 

 Repetitive tasks, especially in fast food restaurants; and  

 Lifting heavy loads, e.g. kitchen staff. 

Health and safety of the working environment is increasingly subject to 
negotiation between the representatives of employers and workers, according 
to D. Lgs. 626/94 (Law on health and safety of working environment).  This 
law requires the nomination of representatives of the company and workers 
who are responsible for health and safety, identification of risk factors and 
intervention on structures with the purpose of meeting the provisions of the 
law. 
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Table 3.4a 

Table 3.1a: Percentage of firms that use computer equipment (hardware), 
1997 

 Sector National 

1-9 13.2 32.9 

10-19 56.2 78.4 

20-49 83.9 89.4 

50-99 97.2 96 

100-249 100 98.2 

250+ 100 99.9 

Total 15.1 35.5 

Source: ISTAT 
 

Table 3.4b 

Table 3.2b: Percentage of firms that use computer equipment (software), 
1997 

 Sector National 

1-9 5.5 18.8 

10-19 37 55.7 

20-49 55.9 71.4 

50-99 74.9 83.5 

100-249 85.1 89.7 

250+ 77.5 94.7 

Total 6.8 21.1 

Source: ISTAT 
 

Remarks.  Table 3.1 and Table 3.2 show that firms in hotels and restaurants 
use on average less information and communication technology (ICT) than 
the national average.  This is especially the case of firms of smaller dimension 
(below 50). 
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3.2 Work organization 
In general, work organization in the sector requires a high degree of 
flexibility of workforce, i.e. workers that are able to perform more than one 
task, or perform different tasks at different times of the day.  This is especially 
the case of firms of smaller dimensions, whose majority are family-run.  
Working tasks are more structured in firms of larger dimension.   

There are positive and negative effects associated with task flexibility.  On the 
positive side, task flexibility reduces exposure to repetitive work and may 
provide personal satisfaction in dealing with the public/clients.  

On the negative side, performing more than one task may expose the worker 
to strenuous work paths, to higher probability of injury due to lack of specific 
training and lack of professional specialisation.  Also, dealing with the public 
implies more exposure to violence and threat of violence, bullying, 
sexual/gender harassment from supervisors and colleagues than employees 
in other sectors of the economy.   

 

Table 3.4a 

Table 3.3: Percentage of firms who train workforce, 1997 

 Sector National 

1-9 3.6 5.4 

10-19 13.5 27.6 

20-49 25 41.3 

50-99 40.1 57.7 

100-249 64.8 71.4 

250+ 84.3 84.4 

Total 4.1 6.9 

Source: ISTAT 
 

Remarks.  Table 3.3 shows that on average firms in hotels and restaurants do 
less training of the workforce than the national average.  This is not only the 
case of small firms (below 19), but also of firms of medium and large size (20-
99).  

Unskilled workers are the ones at risk in the sector, with varying risk factors 
vary according to occupations.  Example includes: 

 Waiters/waitresses/helpers – high pace combined with low control 
over work, stress, violence or threat of violence, sexual/gender 
harassment, especially women; 
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 Kitchen staff – high pace of work, stress;  

 Hotel cleaners – high pace of work;  

 Doorman – violence or threat of violence; and 

 Illegal immigrants and employees with fixed-term jobs. 

Possible action in the sector should be oriented towards retaining the 
(limited) benefits of work flexibility, while mitigating its negative aspects.  
Examples include:  

 Promote dialogue between employers and employees to improve 
work organisation; and 

 The sector has specific features that may require task flexibility on the 
part of the workers. However, awareness of possible dangers involved 
with task flexibility should be promoted. These can often be reduced 
through proper planning and providing the staff with specific 
knowledge for a given task, when it is required; and 

 Provide more training. 

3.3 Working time 
The following tables describe the working time in the sector.  In order to 
allow comparisons, we also provide data at the national level when available 
on a comparable basis. 

 

Table 3.12 

Table 3.4: Average yearly worked hours, 2000.  

Sector National 

Total 
worked 
hours 

Employees Yearly 
average 

Total worked 
hours Employees Yearly 

average 

772,620,000 474,000 1,630 16,312,092,000 9,556,000 1,707 

NOTE: National is Industry plus Services 
 
Source: ISTAT 
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Remarks.  Table 3.4 shows that the yearly average worked hours for the 
sector is below the national average.  However, given that most of the activity 
in the sector is concentrated in a few months of the year (seasonality), the 
work path in the sector is more intensive than that implied by the yearly 
average. We caution, therefore, in favour of a careful interpretation of the 
statistics in the table above. 

 

Table 3.13 

Table 3.5: Contracted hours in the sector and national, 2001. 

 Contracted 
hours 

Holiday Other 
reductions 

Net working 
hours 

Sector 2,080 205 127 1,748 

National 1,955 188 119 1,648 

NOTE: National is a general benchmark for the country. 
 
Source: ISTAT 
 

Remarks.  The values in the above table are set by contract over the period 
1996-2001.  It is noticeable that the national contracts for the sector where 
most of the activity is seasonal have a higher number of net working hours 
than the national average. 

 

Table 3.14a 

Table 3.6: Non-standard working hours/working patterns, (percentage of 
respondents), 1996. 

 Sector National 

Shift work 17.5 19.5 

Night work 14.0 13.9 

Working on holiday 41.2 19.8 

Saturday working 76.4 54.7 

Overtime 62.8 64.7 

At least one of the above 51.1 34.8 

NOTE: Sector includes also retail and wholesale trade in addition to hotels and restaurants.  
 
Source: ISTAT 
 

Remarks.  Table 3.6 confirms the non-standard working paths of the sector.  
More than 50% of the surveyed companies in 1996 reported to use at least one 
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form of non-standard working patterns.  This compares with a national 
average of 34.8%.  Working on Saturday and holyday were the non-standard 
patterns where the differences with the national average were the most 
striking.  The sector is characterised by a high percentage of employees 
working during holiday periods and Saturday. 

 

Table 3.14b 

Table 3.7: Firms who use forms of atypical forms of work, percentage of 
respondents, 1998.  

 Sector National 

Temporary work 1.2 2.5 

Temporary work for the next year 3.3 6.3 

Seasonal work 38.3 6.4 

Other 3.8 8.3 

At least one type of atypical work 42.3 19.5 

NOTE: The numbers in the above table refer only to firms with employment higher than 10. 
 
Source: ISTAT 
 

Remarks.  Table 3.7 shows the high utilisation of atypical forms of work in the 
sector.  More than 40% of hotel and restaurants used at least one form of 
atypical forms of work in 1998, among which almost 40% were seasonal 
contracts.  This compares with national averages of almost 19.5% and 6.4% 
respectively.  It is worth to notice that the above figures exclude more than 
90% of firms (with less than 10 employees), where the use of atypical workers 
(or other forms of contracts) is probably higher.   

 

Table 3.15: number and percentages of employees who report to have access 
to working time arrangements.  Data are not available.   

The main provisions for holidays within the collective agreements at the 
national level are: 

 All workers have at least twenty-six days of holiday plus statutory 
holiday (excluding leisure) and thirteen days of (paid) time off; 

 Holiday cannot start from the day of leisure; 

 The period of holiday cannot usually be fractioned; 

 The employer and the employee taking account of the requirements of 
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the company usually decide when holiday can be taken. 

3.4 Payment system and income 
In this section we will focus on the retributive elements of the sector, drawing 
comparisons with the national average when possible. 

 

Table 3.16 

Table 3.8: Income level in the sector as related to the national level 

 Sector National (private sector) 

 White collar Blue collar White collar Blue collar 

2000 17,252 15,448 20,032 16,105 

1999 16,981 15,206 19,770 15,850 

1998 16,800 15,027 19,405 15,507 

Source: ISTAT 
 

Remarks.  Compared to the private sector, hotels and restaurants are 
characterised by lower retributions for both clerks and manuals.  This 
difference is approximately 14% lower in the case of clerks and 4% lower in 
the case of manuals.  One explanation of this can be that in 2000 the average 
worked hours in the sector (1,630) were lower than the national average 
(1,707), see Table 3.4
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Table 3.17a 

Table 3.9: Firms who use compensation systems by type of system, 
percentages of respondents, 1997.  

 Sector National 

Transfers in kind 46.5 46.0 

Bonuses 17.6 38.7 

Voluntary benefits 5.3 11.1 

Private pensions  0.9 6.6 

Illness cover 0.9 5.3 

Unemployment benefits 0.5 1.0 

Training 4.7 13.7 

Salary increments for reduced 
working time 

0.7 2.9 

Incentives to early retirement 1.6 5.8 

NOTE: the numbers in the above table refer only to firms with employment higher than 10. 
 
Source: ISTAT 
 

Remarks.  Compared to the national average, Table 3.9 shows that the sector 
is generally characterised by lower use of compensation systems in addition 
to salary.  Transfers in kind are the most commonly used form of 
compensation system.  Most of the firms who pay bonuses use economic 
indicators (linked to profits, turnover, etc.) in the calculation of bonus 
payments (Table 3.10).   
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Table 3.17b 

Table 3.10: Indicators used in bonus’ calculations, percentage of 
respondents, 1996. 

 Sector National 

Economic 31.4 18.4 

Economic - quantitative 18.4 14.7 

Quality 13.9 19.4 

Productivity – mixed 4.9 12.7 

Productivity - internal 10.8 17.8 

Capacity utilisation 3.4 7.2 

Other 17.2 9.8 

Total 100 100 
NOTE: All numbers are percentages of respondents to the survey. 
 
Source: ISTAT 
 

According to the collective agreements at the national level, all workers must 
have at lest 24 hours of leisure per week.  All the workers who work on 
Sundays will receive a bonus of 10% for each hour effectively worked on 
Sunday. 

 

In sum, a general description of the most important characteristics of the 
design of the wage/payment system and the wages in the sector, and of how 
it contrasts with the national average, would include the following:  

- Lower working time but concentrated in few months of the year, so very 
intense when working; 

- Higher use of atypical forms of work; 

- Higher use of non-standards working patterns; 

- Lower pay, some of it justified by lower worked hours and lower use of 
other compensation systems.  

We must bear in mind that this applies to workers with regular contracts only 
– there may be other situations of workers in worse conditions,  
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3.5 Outcomes  
Table 3.18a 

Table 3.11: Percentage of workers hit by an accident by consequence, 1997-
2001. 

 Sector National 

2001 – Total 2.53 2.72 

- temporary disability 2.49 2.66 

- permanent disability 0.03 0.05 

- fatal accidents 0.00 0.01 

   

1997 – Total 2.27 2.68 

- temporary disability 2.20 2.55 

- permanent disability 0.06 0.12 

- fatal accidents 0.00 0.01 
Source: INAIL data and New Cronos 
 

Table 3.18b 

Table 3.12: Occupational accidents by consequence, 1997-2001. 

 Sector National 

 Number  Percentage Number  Percentage 

2001 - Total 21,436 100 580,786 100 

- temporary disability 21,129 98.57 568,936 97.96 

- permanent disability 283 1.32 10,713 1.84 

- fatal accidents 24 0.11 1,137 0.20 

     

1997 - Total 20,036 100 536,812 100 

- temporary disability 19,437 97.01 511,226 95.23 

- permanent disability 571 2.85 24,429 4.55 

- fatal accidents 28 0.14 1,157 0.22 
Source: INAIL data 
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Remarks: national definitions classify accidents according to their 
consequences instead of the characteristics of the injury (temporary 
/permanent /fatal). In Table 3.11 we show that hotels and restaurants are 
characterised by a lower number of accidents (normalised on total 
employment) than the other sectors.  Furthermore, according to Table 3.12, 
accidents in the sector tend to have less severe consequences than the national 
average.   

 

Table 3.19: professional categories with highest incidence of occupational 
accidents.  Data are not available. 

 

Table 3.20a 

Table 3.13: Number and percentages of accidents by causing agent, 1995-
1999. 

 Sector National 

Causing agent Number  Percentage Number  Percentage 

Machinery  839 3.6 67,402 10.3 

Lifting equipment and 
transportation  

2,685 11.5 106,475 16.2 

Other equipment 5,458 23.4 73,826 11.3 

Exposition to materials, 
radiations, etc. 

2,928 12.5 137,055 20.9 

Working environment  6,528 28.0 141,884 21.7 

Persons, animals, 
vegetables  

873 3.7 23,281 3.6 

Reservoirs and containers  2,584 11.1 29,496 4.5 

Parts of machinery  1,400 6.0 74,480 11.4 

Other 46 0.2 1,038 0.2 

Total 23,341 100 655,231 100 
Source: ISPESL data 
 

Remarks.  Working environment seems to be the causing agent of the highest 
numbers of accidents in both the sector and national.  In proportional terms, 
working environment seems to cause more accidents in hotels and 
restaurants than in national.  We next assess the severity of accidents caused 
by working environment 
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Table 320b 

Table 3.14: Consequence of accidents caused by working environment, 
1999. 

 Sector National 

 Number  Percentage Number  Percentage 

Total 6,528 100 141,884 100 

- temporary disability 6,237 95.5 132,504 93.4 

- permanent disability 291 4.5 9,244 6.5 

- fatal accidents 0 0.0 136 0.1 
Source: ISPESL data 
 

Remarks.  As expected, although working environment caused more 
accidents in hotels and restaurants in 1999 than in other sectors, they were 
less dangerous.  Both the share of fatal accidents and accidents leading to 
permanent disability is lower in the sector than nation wide. 

 

Table 3.21 

Table 3.15: Notified occupational diseases/causing agents, 2001 

Sector National 

Ranking (top 5) No. of 
diseases 

% 
 

Ranking (top 5) No. of 
diseases 

% 

Dermatological  9 20.5 Other/non 
classified 

7,126 70.4 

Nickel 2 4.5 Deft  1,464 14.5 

Asthma 1 2.3 Dermatological 425 4.2 

Other/non 
classified 

32 72.7 Asbestos  362 3.6 

   Cancer from 
asbestos 

215 2.1 

Source: INAIL data 
 

Remarks.  National definitions used.   

 

Table 3.22: morbidity in the sector.  Nobody died as a result of illness in 2001 
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Table 3.23: Diagnoses of those who receive disability pensions.  Data are not 
available.  According to the Italian law, disability pensions are paid only in 
case of permanent disability of degree above 15%.   

 

Table 3.24 

Table 3.16: Absenteeism due to accidents, 1997-2001 

 Sector National 

 1997 2001 1997 2001 

Average duration (days) 19 21 23 23 

Average compensation (€) 517 603.2 736 824.3 
Source: INAIL data 
 

Remarks.  The fact that accidents in the sector tend to have less severe 
consequences than the national average is also reflected by the data on 
duration of illness after an accident and the corresponding compensation.  
Compared to the national average, the sector shows on average a lower 
number of days of sick leave and lower compensation.  

 

3.6 Discussion and conclusion on occupational 
accidents, diseases, disabilities, absenteeism 
and costs 

Our main conclusions, comparing the sector with the national average, can be 
summarized by the following points:  

- Lower number of accidents 

- Less severe consequences of accidents and professional diseases 

- However, bear in mind that the above statistics apply only to regular 
workers and that the number of irregular workers in the sector in 
increasing 

- Action to be taken: collect more statistical information on working 
environment and on types of employees. 
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3.7 Access to social protection 
Table 3.25: Number and percentage of workers ensured of income when they 
are on sickness leave.  According to the collective agreements, all the (regular) 
workers in the sector are ensured of income in case of illness.   

 

Table 3.26: Number and percentage of workers ensured of income when they 
diagnosed to be disabled for work.  According to the Italian law, all the 
workers involved in risky activities have to be insured with The Workers 
Compensation Authority (INAIL) 2.  These workers, which on average 
represent 85% of total workers (national), are ensured of income when they 
are diagnosed to be disabled for work, after the settlement of any dispute it 
may arise.  According the collective agreement, the employee who has an 
accident is entitled to full pay for the day of the accident and 60% of the daily 
salary for the following three days. 

 

Remarks.  In case of illness or accident, the employee is entitled to a period of 
sickness leave of six months. 

 

Table 3.27: Number and percentage of workers ensured of income when they 
become unemployed (unemployment subsidies).  Compared to the industrial 
sectors, workers in hotels and restaurants (and other services) are excluded 
from additional income that is provided to the workers who become 
unemployment (Cassa Integrazione Guadagni)3.   

 

Discussion and conclusion on ‘access to social protection’  
Regulatory framework seems appropriate.  However, once again it should be 
taken into account the issue of irregular workers who do not benefit at all.   

                                                      

2 INAIL protects workers from the physical and economic damage deriving from work related accidents 
and diseases and exempts employers from civil liability resulting from either of these, except in cases 
for which criminal or civil courts ascertain the an employer's violation of national laws regulating 
prevention, safety and health on the workplace.  All employers are obliged to insure their full-time 
employees and/or workers with a co-ordinated ongoing collaboration contract hired for activities 
which the law establishes as risky. Craftsmen and self-employed workers in the agriculture sector are 
also required to insure themselves.  The following activities are considered risky: those involving the 
use of machinery and other types of equipment; those carried out in environments organised for work 
and services requiring the use of machinery and various types of equipment; those complementary or 
auxiliary to other risky activities. Furthermore, the law specifically lists a set of activities with an 
irrefutable presumption of risk. These include building and road works; handling of goods in 
warehouses; street cleaning and waste collection; private surveillance services; transport; setting up of 
shows, public events, etc. 

3 This payment is 80% of the salary and is paid for no more than thirteen weeks. 
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3.8 Conclusions on quality of work & 
employment 

In terms of working time, the sector is characterised by very intense pace, 
where work may take place on an almost continuous basis and include long 
hours daily, as well as evenings and weekend work, followed by periods of 
very slow pace. This makes work in the sector difficult to reconcile with a 
normal private life.  

In terms of worker compensation, the wages are relatively low, even when 
account is taken of overtime payment.  

The health and safety in the workplace are not a particularly negative feature 
of the sector. In this respect, and in particular in terms of accidents and the 
severity of their consequences, the sector is better than the national average. 

The sector invests very little in training of its workers. Competence 
development is poor. The sector is often not seen as a career in itself but 
mostly as an occupation on a temporary basis.  
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4 Quality of work and employment: 
policies and instruments 

4.1 Regulations, collective bargaining and case 
law 

In this section we identify and analyse existing ‘hard law’ (i.e. legislation, 
collective bargaining, case law) and ‘soft law’ (i.e. code of conducts, 
recommendations) regulating hotels and restaurants in Italy.   

Table 5.1: Specific directives/regulations on the improvement of quality of 
work and employment in the sector.  At present, there are not specific laws in 
Italy disciplining the quality of work and employment for hotels and 
restaurants, but there is only a national legislation for all the sectors.  An 
overview of the national legislation is provided in Table 2.18.  Sector-specific 
issues are dealt in the collective agreements at national, regional and 
company level.   

Regional and company level agreements introduce elements of flexibility by 
modifying the provisions contained in the national agreements, for example 
in order to take account of specific issues at regional or firm level.  An idea of 
the modifications (of the national collective agreement) introduced in firm-
level agreements is provided in Table 4.1. 

 

Table 4.1: Issues addressed in company-level collective agreements, 
percentage of respondents, 1997.  

 Sector National 

Working time 6.5 9.3 

Work organization 4.0 6.6 

Classification of personnel 1.7 4.6 

Relationship with the unions 2.9 7.2 

At least one form of flexibility 7.4 13.7 

NOTE: The numbers in the above table refer only to firms with employment higher than 10. 
 
Source: ISTAT 
 

Table 5.2: Number of current collective agreements on issues of quality of 
work and employment and Table 5.3: Specification of the quality of work & 
employments issues in these collective agreements:  An overview of the 
number of collective agreements and the major issues addressed in terms of 
working conditions is provided in Table 2.22.   
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4.2 OSH Prevention policies 
In this section we describe specific policies at national, sectoral and corporate 
levels aimed at promoting health and safety prevention at the workplace. 

 

Table 5.4: percentage of the companies in the sector with (self) audits on 
health and safety.  Data are not available/collected. 

 

Table 5.5: preventive services on health and safety and services directed at the 
improvement of the quality of work and employment.  Data are not 
available/collected. 

 

Table 5.6 

Table 4.2: Inspecting and enforcing organizations 

Involved organisation Type/tasks 

Direzione regionale e provinciale del 
lavoro (regional and provincial labour 
directorates) 

These directorates have the task of 
monitoring: 

 Monitoring whether people 
break the laws on labour and 
compulsory contributions to 
pensions 

 Monitoring on the respect of 
collective agreements. 

INPS (National Institute of Social 
Security) 

Monitors whether employers pay 
compulsory contribution to pensions 

INAIL (Workers Compensation 
Authority) 

 Enforces the legislation on 
prevention of accidents on the 
workplace 

 Monitors on compulsory 
insurance against work related 
accidents and diseases 

Aziende Sanitarie Locali (Local hospitals) 

Local hospitals enforce Law 626 on 
health and safety of the workplace as 
well as conduct inspections of 
workplaces. 

 

Table 5.7: means for enforcement regarding OSH.  Data are not available.  
There are two main methods of enforcing OSH policies.  On the one hand, 
there is the punishing method, based on inspections and sanctions if the firm 
is in breach of the law.  On the other, INAIL ran until the end of July 2001 an 
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incentives scheme, giving contributions to companies if they take action to 
improve the working environment, - to ensure application of Law 626 on 
health and safety of workplaces.  INAIL contributes to 75% of investment up 
to a maximum of € 51.645,69.  Investment has to be directed to reduce the 
sources of danger in the workplace, following the introduction of new 
processes and technologies as well as information and training.   

 

4.3 Company strategies, examples of good practice 
In this section we describe national and sector strategies aimed at promoting 
quality of work and employment in the sector concerned.   

 

National (all sectors) level: 

1. INAIL (Workers Compensation Authority) has reached an agreement 
with representatives of the sector to improve the physical working 
environment.  This agreement allows companies that improve the 
physical working environment to have a reduction of the insurance 
premium paid to INAIL.   

2. ISPESL (National Institute of Occupational Safety and Prevention) 
conducts research, experimentation and elaboration of criteria and 
methodologies for prevention of accidents and professional diseases.  This 
body has recently: 

 Drafted guidelines for the application on the Law 626/94 on health 
and safety on the workplace; 

 Drafted guidelines for the evaluation of risks from noise on the 
workplace D.Lgs.277/91; 

 Drafted guidelines for the evaluation of risks from vibrations on the 
workplace; and 

 Creation of datasets on work accidents and professional diseases that 
can be used for research purposes on working conditions.  

3. SIMULTURISMO – Development of Methods and Materials for the 
Improvement of Initial and Continuing Training in the Tourism and 
Catering Sector (Leonardo project). 

The aim of this project, developed by AECA – Italy, was to develop 
methods and didactic materials to improve the quality of on-going 
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vocational training in the tourist sector and to instill the idea of 
innovation into training methods.  Another objective was the 
development of quality and safety within tourist establishments, as well 
as the promotion of mobility in the European tourism sector workforce.  
This was to be carried out through the Europe-wide dissemination of 
training models focusing mainly on the development of training modules 
that offer hands-on, practical training (the ‘Educational Simulimpresa’ 
method). 

The partnership, directed by the project committee, worked in close 
collaboration to develop the methods and didactic materials.  The partner 
countries: France, Italy, Portugal and Spain were responsible for the 
dissemination of the project in various training and social organizations.  
The results of the project were analysed in different articles and reviews, 
including ‘Espace’ ‘Courrier du Toursime’ and ‘Taleie’.  Two conferences 
were organized, one in Bologna in December 1999 and one in Rimini in 
March 1999.  A CD Rom and an Internet site were also produced. 

The products deriving from this project are a distance-learning 
programme, and an operating guide for tutors on quality of service and 
safety in tourist enterprises, in keeping with national and EU standards.  
Another product is a basic training module leading to professional 
qualifications to be used by hotels and travel agencies.  Two training units 
for on-going training on ‘The sale of incentive packages in travel agencies’ 
and ‘Management of reception services for customers benefiting from 
incentives in hotel structures’ were also developed. 

 

Sector level.   

4. E.B.N.T (National Bilateral Body for the Tourism Sector).  This body is the 
vehicle to execute the activities agreed in (national) collective agreements 
in relation to employment, labour market, training and professional 
qualification.  This body has recently a number of educational initiatives 
with the objective of training workers and promoting health and safety in 
the sector.  Examples include: 

 Publications of books identifying methods and instruments for the 
correct application of Law 626/94 in the sector; 

 Development of methods and didactic materials (brochures, 
audiovisual material, etc) on health and safety in the sector; 

 Development of training modules for personnel responsible for safety 
in the sector; and 

 Development of Internet-based tools to facilitate the exchange of 
information on demand and supply of labour in the sector.  
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4.4 Concluding remarks and discussion  
Recent years have witnessed an increased attention to issues of working 
conditions in the sector.  

The policy to promote improvement of working conditions in Italy has be 
more based on incentive schemes rather than compulsory schemes imposed 
by law. 

At the moment the labour market is heavily regulated.  Contracts are signed 
at the national level (collective agreements), while elements of flexibility is 
added to these contracts by collective agreements at regional and firm level.   

The Government is currently proposing to introduce more flexibility in the 
labour market, for example by proposing to amend Article 18 of Statuto dei 
Lavoratori.   

According to some leading academics, introducing a degree of flexibility in 
the labour market may have the positive effect of reducing irregular work in 
Italy.  These conclusions rely on the premise that the current regime is too 
onerous for employers, so that they prefer to use more irregular work.   
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5 Issues and challenges 

In this section we present and discuss views of the main representatives of 
employers and workers in the sector.  We will also devote attention to areas 
of common concerns and intervention as well as points of dissent and 
misunderstandings. 

5.1 Views of the employers’ organizations 
The vast majority of hotels and restaurants in Italy are of very small size, with 
an average size of nine employees, as estimated by Federalberghi.  Employers 
find the legislation excessively complex and the labour market over-
regulated.  They also believe that the sector would receive great benefits from 
more deregulation of the labour market and introducing elements of 
flexibility in the working time.  Employers regularly seek help from 
employers associations, particularly as it relates to the regulatory framework 
of the labour market.  In a way, these are the typical issues faced by hotels 
and restaurants in Italy.   

Employers reckon that the activity in the sector is highly seasonal.  This 
justifies using temporary workers more than other sectors.  They estimate 
that 7/8% percent of workers (manuals) come from outside the European 
Union and that the employment of irregular workers is not different from 
that of other sectors.  Employers deny that there are groups at risk in the 
sector or major cases of exploitations of categories of workers.   

In terms of general working conditions, employers believe that the sector has 
higher safety standards than others.  There are less accidents on the 
workplace and with less severe consequences.  The more common forms of 
injuries are of small entity and usually happen in the kitchen.  Negative 
aspects of working in this sector include intermittent work (hours of very 
intense work followed by hours of very low activity), high turnover of 
employees (workers consider employment in the sector as temporary) and 
working on weekends, holidays and during nights.   

Employers (and unions) are currently acting to improve the working 
conditions of the sector.  For example, collective agreements contain 
provision for the establishment of bilateral bodies, which run, among other 
things, training programs on healthy and safety on the workplace, produce 
audiovisual material for using dangerous equipment, etc.   

Regarding work organization, workers have to be able to conduct more than 
one task (operational flexibility), especially in the smaller firms.  This also 
reflects the fact that the majority of small firms are run by families with some 
external assistance.  Working tasks are organised better in medium and large 
firms. 

According to employers, the remuneration package offered to employees is 
very generous, because it includes fourteen paid months per year, twenty six 
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days of holidays and an additional thirteen days of (paid) time off.  Night 
work and working on Sunday receive additional remuneration on top of basic 
pay.  

Employers reckon that the sector allows the development of specialistic skills 
and abilities, including public relations skills, language skills and learning 
new technologies, like for example the Internet and programs over the 
Internet (software for managing bookings). 

With reference to the regulatory framework, employers affirm that they 
would benefit from a simpler legislation and more flexibility in the labour 
market.  For example, although the collective agreements discipline 
temporary, seasonal and part-time work, there are several restrictions to 
using these forms of contracts.  Employers look forward to the new proposals 
of the Government to introduce more flexibility in the labour market.  Finally, 
employers consider the on-going dialogue with the Government and 
representatives on workers intense but satisfactory.   

5.2 Views of the unions 
Trade unions describe the sector as one with a highly seasonal activity, a very 
intense working activity, a high turnover of employees and with a strong 
request of sector-specific qualities.   

According to the trade unions, high seasonality, high and concentrated work 
intensity and the high turnover of the workers are among the most negative 
aspects of working in hotels and restaurants.  The sector however offers also 
some pleasant aspects, such as dealing with the public, non-repetitive tasks in 
some sub-sectors and in some cases a good deal of human relationships. 

In terms of the physical working environment and health of workers, trade 
unions reckon that: 

 Working positions in the sector do not satisfy sound ergonomics; 

 Workers with long shifts or working during nights are more subject to 
alcoholism; 

 Some categories of workers are subject to skin disease due to exposure 
to cleaning agents, disinfectants and water; 

 Many workers are subject to strenuous working times; 

 There are sub-sectors where the tasks are highly repetitive; and  

 In many cases working spaces are extremely small. 
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Trade unions believe that women represent a group at risk in the sector, 
especially because they are more subject to sexual harassment and have the 
least qualified jobs of the sector, e.g. cleaning toilets.  Regarding accidents on 
the workplace and professional illness, unions reckon that kitchen staff is 
more subject to injury.   

Overall, the trade unions are satisfied with existing legislation.  Although 
there is no major issue lurking, unions would like a better enforcement of the 
current legislation.  Employees in hotels and restaurants would welcome a 
reduction of the working time or higher remuneration for hours effectively 
worked and initiatives to reduce irregular work.   

In terms of social protection, unions stress the fact that the current regime has 
less protection than other sectors, for example the Cassa Integrazione 
Guadagni regime does not apply to services.  In addition, the current social 
protection net applies only to regular employees, leaving irregular workers 
without any sorts of protection.   

Trade unions believe that the working conditions in the sector can be 
improved by taking action to reduce casual labour (giving more certainty to 
employees, like for example by signing multi-annual contracts for fractions of 
the year) as well as increasing skills and abilities (and pay) of workers.   

Finally, unions consider the on-going dialogue with the Government and 
employers intense and difficult, as demonstrated by the increasing number of 
strikes.  In particular, unions are very worried of the current proposals of the 
Government to introduce elements of flexibility in the labour market. 

5.3 Overview of points of consensus and dissent 
There is a consensus among those representatives we talked with that efforts 
and measures need to be taken to try to reduce irregular work in the sector. 

There is however marked dissent with what concerns deregulation of the 
labour market. Here, while employers want a more liberal approach, the 
unions are satisfied with the current regime, and consider the protection 
afforded to workers by law to be indispensable. 

There is as always a different view with respect to wages. Employers believe 
that the current remuneration is appropriate, while unions would like to see 
employees receive higher base wages and depend less on overtime work for 
minimum subsistence levels. 

A final point of dissent is with respect to high turnover of employees in the 
sector. Employers see the high job turnover as a structural characteristic of the 
sector, while unions would like employees in the sector to be offered greater 
job security. 

 

 

 
 
London Economics 
October 2002 38 



Section 6 Overall discussion and conclusions 
 

6 Overall discussion and conclusions 

The Italian sector of hotels and restaurants represents about 2% of the 
economy. It is a significant employer of women and young workers. A large 
percentage of employment in the sector is from unskilled labour.  

The sector is affected by a large degree of seasonality. Work rhythms are 
hectic at times with a lot of overtime, work on evenings, weekends, and 
insufficient rest periods. There are periods of very low demand for the sector 
where employers would like to reduce the employment costs.  

The seasonality of the sector gives rise to deep disagreements between 
workers’ and employers’ representatives. Employers want to be given the 
flexibility to hire and fire workers as the seasonal needs command. The 
unions oppose this strongly and believe that workers deserve a much higher 
kevel of job security. 

There is a lot of precarious employment in the sector and, according to some 
sources, there is a lot of “black market” employment, i.e. workers who are not 
legally registered as such and that therefore receive no protection under the 
law in terms of either employment or working conditions.  

Employment in hotels and restaurants seems overall unattractive as a career 
path for young professionals. This is also reflected in the low degree of 
specialised training offered in the sector. 
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