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1.
INTRODUCTION: PURPOSE

OF THIS E-BOOK.
ROLE OF THE LABOUR 

CONSULTANT
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IN THIS E-BOOK WE 
ILLUSTRATE THE 
REGULATORY FRAMEWORK, 
AS WELL AS THE LEGAL 
REQUIREMENTS FOR 
THE RECRUITMENT 
AND MANAGEMENT OF 
PERSONNEL. 

Nexumstp acts as a privileged interlocutor for 
foreign parties (companies and workers) seeking 
to operate in Italy. 

To this end and in order to provide an initial 
“toolbox”, we have published an E-book, translated 
into English and French, called “Guide for Foreign 
Companies in Italy”, which discusses all the 
necessary steps for foreign companies seeking 
to operate in Italy, as well as the “2021 Inpatriate 
Handbook”, which summarises the conditions for 
benefiting from a special favourable tax regime 
(over five or ten years) conceived for subjects (EU 
and non-EU) who decide to move their residency 
to Italy. 

In this E-book, aimed at foreign companies that 
intend to start a business involving the hiring of 
personnel in Italy, we illustrate the regulatory 
framework in a concise and easily understandable 

1. INTRODUCTION

manner, as well as the legal requirements for the 
recruitment and management of personnel. 
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The Labour Consultant is a professional 
figure who can assist companies in personnel 
management, offering wide-ranging consultancy 
and assistance on issues related to human 
resource management: from the definition of 
the best company classification, to contracts 
and from personnel selection to budgeting, 
with particular attention to personnel costs, 
by proposing the best opportunities for new 
hires. The Labour Consultant can also provide 
assistance and consultancy services as it pertains 
to the management of trade union organisations, 
which, in turn, can facilitate the management of 
employees, and, last but not least, to matters 
concerning bonuses and welfare, which are 
considered useful tools for ensuring the best 
employee performance.
The Labour Consultant interfaces with Tax 
Consultants (Chartered Accountants), who deal 
with tax and other fiscal issues concerning the 
company (tax accounting, financial statements 
and miscellaneous requirements, and annual tax 
returns). 

THE LABOUR CONSULTANT 
IS A PROFESSIONAL 
FIGURE WHO CAN ASSIST 
COMPANIES IN PERSONNEL 
MANAGEMENT, OFFERING 
WIDE-RANGING CONSULTANCY 
AND ASSISTANCE ON 
ISSUES RELATED TO HUMAN 
RESOURCE MANAGEMENT
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2.
STATUTORY AND 

REGULATORY 
FRAMEWORK
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In Italy the employment relationship is governed 
by an articulated system of sources of different 
order and rank:









 

The Constitution of the Italian Republic: 
represents the fundamental law of the State, 
with which the regulations issued by Parliament 
and Government must comply.

The EU Statutory and Regulatory 
Framework.

The Civil Code: a structured body of civil 
system regulations and rules, which governs 
employment relationships at the service 
of a company, including those involving 
contractors. 

Laws: regulate the various work-related 
agencies and institutions with which the 
employer may interface during the exercise 
of his/her business.

National Collective Labour Agreements 
(CCNL), which regulate and govern the 
economic-regulatory conditions applied 
to employment relationships. There are 
several collective bargaining agreements 
that predominantly differ by production sector 
(Industry, Tertiary and Services, etc.). The 
National Collective Labour Agreements are 
signed by the national employers’ associations 
and by the workers’ trade unions with the 
aim of regulating the procedures governing 
employment relationships and minimum 
remuneration conditions. They are normally 
renewed every three or four years. 

2. STATUTORY AND REGULATORY FRAMEWORK
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3.
OBLIGATIONS AND 

REQUIREMENTS
OF THE EMPLOYER
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GUIDA PER LE IMPRESE STRANIERE IN ITALIA

A foreign company that seeks to hire one or more 
employees in Italy must comply with the following 
requirements:





3. OBLIGATIONS AND REQUIREMENTS 
OF THE EMPLOYER





Request an Italian tax ID from the National 
Revenue Agency;

Register the company with INAIL (National 
Insurance Agency for Accidents at Work), the 
body that manages compulsory insurance 
against accidents and occupational diseases. 
Every worker must be compulsorily registered 
with and insured by this Agency. The company 
completes the registration by submitting the 

“Business Report” (Denuncia di Esercizio), 
declaring therein the type of work to be 
performed, how many employees are expected 
to be hired, and the salaries expected to be paid 
during the current year and the year thereafter. 
Within thirty days of registration, the Agency 
inform the Company of the amount to be paid 
as a deposit within the following month; the 
premium will then be calculated from year to 
year (by February 16).

Register the company with INPS (National Social 
Security Agency), which collects contributions, 
pays pensions and manages income support 
services (sick and maternity leave, layoffs, 
etc.) The company must pay monthly a sum 
to INPS equal to a percentage of the gross 
salaries and wages paid to employees. A portion 
of the contributions paid is set aside for the 
employees’ pension, with the rest being collected 
for benefits that INPS provides in the event 
of illness, pregnancy, the standard and/or 
special Redundancy Fund (Cassa Integrazione 
Guadagni), etc.

Notify the hiring of the worker to the Employment 
Agency. The eligible employees are those who:





This information must be submitted electronically 
the day before the start of the employment 
relationship.

are not currently working full-time 
elsewhere, or who have been working 
part-time elsewhere (the second job must 
be performed during the hours in which 
the employee does not work in the other 
company, providing for a total maximum 
8 hours per day and 40 hours per week);

have a valid identity document and tax ID. If 
the worker is a citizen of a non-EU country, 
he/she must also have a valid residency 
document (residency card or permit).
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4.
THE EMPLOYMENT 

CONTRACT
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The employment contract signed between the 
Company and the Employee must generally 
contain the following information:

 details of the parties (company - employee);

 qualification and level of employment;

 the CCNL (National Collective Labour 
       Agreement) applied;

 duration of the contract (whether open-ended 
      or fixed-term);

 work schedule (if full- or part-time);

 a probationary period, if any;

 gross monthly remuneration paid to the 
       employee;

 Other.

4. THE EMPLOYMENT CONTRACT
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THE WORK SCHEDULE – FULL-
TIME / PART-TIME
Normal working hours in Italy are set at 40 hours 
per week: in this case, the employment contract 
is considered “full-time”. In general, the work 
day comprises 8 hours, from Monday to Friday 
included. Work can also be performed over six 
days of the week, from Monday to Saturday, but 
providing for 6 hours and 40 minutes a day. 
Any work hour in excess of 40 per week (and 
8 hours per day) will be considered overtime 
and compensated on the basis of a percentage 
provided for by the National Collective Labour 
Agreement.

The parties will be able to enter into a part-time 
employment contract, which, therefore, provides 
for a work schedule of less than 40 hours per 
week. We reiterate that the probationary period 
or the part-time option must also be finalised in 
writing in the contract.

THE FIXED-TERM EMPLOYMENT 
CONTRACT
In Italy, the employment contract is usually for 
an indefinite period, but it is still possible to 
hire personnel with a fixed-term employment 
contract, for a maximum period of 12 months. If 
the duration of the fixed-term contract exceeds 
12 months (including by way of renewals and/
or extensions), the reason for the selected term 
must be duly justified by special and concrete 
organisational-productive needs of the Company. 
Without prejudice to certain statutory limits, the 
regulation of the use of fixed-term employment 
relationships within the Company may be the 
result of bargaining (with trade unions). 

PROBATIONARY PERIOD
The employment contract may provide for a 
probationary period (Probationary Period). The 
inclusion of a Probationary Period has the purpose 
of allowing both parties to have a period of time 
to better evaluate whether it is appropriate to 
continue with the employment relationship; during 
this time, both the employer and the employee 
can freely withdraw from the professional 
relationship, within a term that is fixed by the 
relevant CCNL applied, without any obligation of 
notice or indemnity. The probationary agreement 
must be signed between the parties before the 
employment relationship begins.

THE EMPLOYMENT 
CONTRACT MAY PROVIDE 
FOR A PROBATIONARY 
PERIOD (PROBATIONARY 
PERIOD). THE INCLUSION OF 
A PROBATIONARY PERIOD HAS 
THE PURPOSE OF ALLOWING 
BOTH PARTIES TO HAVE A 
PERIOD OF TIME TO BETTER 
EVALUATE WHETHER IT IS 
APPROPRIATE TO CONTINUE 
WITH THE EMPLOYMENT 
RELATIONSHIP
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NON-COMPETITION AGREEMENT
It is the agreement through which the employer 
protects himself/herself from the risk of any 
competition by the former employee, limiting the 
performance of work activities by the employee 
for a certain time following contract termination. 

This agreement, where deemed useful by the 
employer, can be entered into:

 





Under penalty of nullity, the agreement must:











THE STABILITY PACT
The employment contract can also include the 
so-called “Stability” clause through which the 
parties undertake not to withdraw from the 
employment contract for a certain period of time, 
thus guaranteeing a minimum duration thereof. 

In the event of clause violation, and, therefore, 
unjustified withdrawal from the contract occurs 
before the expiry of the agreed term:

 



QUALIFICATION AND 
COMPENSATION LEVEL
The employment contract must indicate the 
qualification (worker, employee, manager, director) 
and the salary level assigned. The National 
Collective Labour Agreement provides for a 
minimum contractual wage on the basis of these 
two indications. The parties will not be able to 
define a salary lower than the amount established 
by the CCNL; on the other hand, they will be able 
to establish a salary that is higher than the CCNL 
minimum, defining a fixed salary (through the 
so-called individual super-minimum) or variable 
salary, on the basis of a second-level contract, 
which may accommodate a performance bonus 
depending on the achievement of productivity, 
quality or service objectives achieved during the 
year. In the latter case, tax relief is provided for 
the employee who receives a variable bonus. 
 
ACCESSORY CLAUSES
Finally, an individual contract may also 
accommodate internal company relations, special 
and customised confidentiality agreements 
according to the qualification assigned to the 
employee, privacy matters, any non-competition 
agreements, etc.

THE EMPLOYMENT 
CONTRACT MUST INDICATE 
THE QUALIFICATION 
(WORKER, EMPLOYEE, 
MANAGER, DIRECTOR) 
AND THE SALARY LEVEL 
ASSIGNED. THE NATIONAL 
COLLECTIVE LABOUR 
AGREEMENT PROVIDES FOR 
A MINIMUM CONTRACTUAL 
WAGE ON THE BASIS OF THESE 
TWO INDICATIONS. 

at the time of hiring;

during the employment relationship; 

at the end of the employment relationship.

be in the form of a written deed; 

provide for a fee payable to the employee to 
compensate him/her for the curtailment of 
working activities and, therefore, for possible 
lower earnings; 

be contained within certain scope parameters;
 
be contained within certain time parameters;

be contained within certain space parameters.

the employer will be entitled to compensation 
for damage in the event of early withdrawal 
by the employee: the monetary value of the 
damage is normally predetermined in the 
clause, in the form of a penalty;

in the event of early withdrawal by the 
employer, the employee is entitled to receive 
a compensation equal to the wages he/she 
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“INCENTIVISED” EMPLOYMENT 
CONTRACTS
Tax relief is afforded to the company if special 
categories of employees are hired, and specifically: 











These reliefs, along with others, are granted on 
condition that the company complies with the 
financial and regulatory conditions provided for by 
the CCNL and is in compliance with the obligations 
regarding safety in the workplace, and payments 
due to social security and welfare bodies.

Apprenticeship: mixed-content employment 
contract including both work and training 
activities, for workers under the age of 30;

exemption from contributions: for the 
recruitment of young people who have not yet 
turned 36 years of age, provided that certain 
conditions are met;

tax relief: for women and men over 50 who 
have been unemployed for over 12 months;

tax relief: for women of any age who have been 
unemployed for over 24 months;

Southern Italy tax relief: for workers who 
perform their work in the Southern Italy regions;

COMPULSORY PLACEMENT OF 
DISABLED WORKERS (TARGETED 
PLACEMENT)
Companies with more than 14 employees must 
hire at least one worker with a disability. This 
provision is a compulsory and if the company 
(with more than 14 employees) does not employ 
any disabled worker, it must provide for such 
recruitment within 60 days of exceeding the 
business size threshold. 

Every year, any company that employs more 
than 14 employees must submit an information 
prospectus. Non-compliance triggers penalties 
for the defaulting company, both for failure to 
send the prospectus and to hire disabled workers.
In the previous pages, we have seen what 
requirements any entrepreneur-employer who 
wants to conduct business with the support of 
staff must comply with.

Now let’s take a look at the monthly obligations 
levied upon the employer.

would have received if the deadline set in the 
clause had been complied with.

Early withdrawal with respect to the agreed 
term is however permitted for just cause 
(termination or resignation), or in the event 
that extenuating circumstances prevent the 
implementation of the contract.

COMPANIES WITH MORE 
THAN 14 EMPLOYEES MUST 
HIRE AT LEAST ONE WORKER 
WITH A DISABILITY. THIS 
PROVISION IS A COMPULSORY 
AND IF THE COMPANY (WITH 
MORE THAN 14 EMPLOYEES) 
DOES NOT EMPLOY ANY 
DISABLED WORKER, IT 
MUST PROVIDE FOR SUCH 
RECRUITMENT WITHIN 60 DAYS 
OF EXCEEDING THE BUSINESS 
SIZE THRESHOLD. 
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5.
THE CONSOLIDATED 
EMPLOYMENT BOOK 

(LIBRO UNICO DEL 
LAVORO, L.U.L.)
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With regard to staff hired with under subordinate 
or para-subordinate status (coordinated and 
continuous collaboration contract - Co.Co.Co.), 
the employer must prepare the Consolidated 
Employment Book (L.U.L.) on a monthly basis.

5. THE CONSOLIDATED EMPLOYMENT BOOK 
- (LIBRO UNICO DEL LAVORO, L.U.L.)

PURPOSE
It is a mandatory document of fundamental 
importance, with a dual purpose:





For employees: it allows them to have accurate 
documentation certifying their employment 
status;

For supervisory bodies: it allows inspectors 
to have a document certifying the employer’s 
employment situation, as well as ensure that the 
employer accurately complies with all applicable 
employment-related contractual, contribution 
and tax requirements. 

WITH REGARD TO STAFF 
HIRED WITH UNDER 
SUBORDINATE OR PARA-
SUBORDINATE STATUS, THE 
EMPLOYER MUST PREPARE 
THE CONSOLIDATED 
EMPLOYMENT BOOK (L.U.L.) 
ON A MONTHLY BASIS.
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 Compensation section (pay section): It is 
the core of the L.U.L., and, in turn, can be 
divided into the following sub-sections:







CONTENTS
The L.U.L. includes the following sections:





Personal data section: contains personal 
data of employer and employee, as well as 
information of compliance with the so-called 
fixed salary items making up the gross salary;

Attendance section (with specific regard to 
subordinate employees only): The attendance 
calendar includes number of hours worked, 
overtime hours and any absences that occurred 
during the month (holidays, leave, rest time, 
illness, maternity, accident, etc.).

Remuneration area: contains information 
on the remuneration paid to employees 
and directors, as well as to coordinated 
and revolving collaborators, 

Contribution or social security area: 
contains the calculation of contributions 
to be paid by the employee, which are 
intended to fund his/her future pension;

Tax area: contains the calculation of 
personal income taxation (so-called 
I.R.P.E.F.), as well as additional regional 
and municipal tax deductions.
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The layout of the Consolidated Employment Book 
is provided below
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The salary section of the LU.L., in essence, 
the monthly pay slip, includes the following 
information:





With particular regard to the payment of taxes 
(I.R.P.E.F.), the employer/entrepreneur is the 
employee’s “withholding agent”: he/she replaces 
the employee/taxpayer in the payment of taxes 
calculated and withheld on wages, as well as of 
social security contributions due by employees.
The role of the employer as withholding agent is 
typical of employment relationships.

But how does the employer pay the taxes owed 
by workers and the social security contributions 
(both the contributions paid by the workers and 
those paid by the employer)?

The single payment form, better known as Form 
F24, details the method of payment of taxes and 
contributions by the taxpayer (be it an employer 
or a single taxpayer). 

PENALTIES
Significant penalties are envisaged for employers 
who do not comply with the regulations concerning 
the management of the Consolidated Employment 
Book. These sanctions are provided for in the 
event of omitted (i.e. missing), or inaccurate 
registration (i.e. seriously untruthful).

EMPLOYER’S CONTRIBUTION 
OBLIGATION, IMPORTANT ROLE 
OF WITHHOLDING AGENT AND 
PAYMENT METHOD
The remuneration section of the L.U.L. can be 
considered akin to the pay slip that the employer 
is required to prepare for and deliver to employees 
and para-subordinate personnel. It is an accounting 
document of primary relevance, through which 
the employer provides for the calculation and 
subsequent payment of the remuneration due 
to the workers.

We think it is important to dedicate some time to 
understanding the role played by the employer 
in relation to the payment of contributions 
due to INPS and of withholding taxes due to 
the Treasury.
Employers and workers themselves pay a 
percentage of the social security contributions 
in return for the entitlement to a variety of benefits 
afforded by the Social Security Agency (INPS), 
including pensions.

Social security contributions must first be 
deducted from gross wages, and their function is 
to protect workers against events that may make 
them unfit for work. For example, let’s think of 
sick and maternity leave. 

Therefore, social security contributions can be 
defined as “insurance premiums” that are paid in 
order to insure certain benefits. Social security 
contributions are calculated as a percentage 
divided between employer (generally to a greater 
extent - around 30%) and worker (through monthly 
deductions in the paycheck - around 9.19%).
In this context, the employer plays a fundamental 
role, as he/she pays the social security contributions 
not only as it pertains to the percentage to be 
paid by him/her, but also the amount due by 
the worker.

Salary: remuneration, understood as a whole, 
paid to personnel;

Deductions: social security contributions 
payable by workers and taxes due to the 
Treasury by the workers.

SIGNIFICANT PENALTIES 
ARE ENVISAGED FOR 
EMPLOYERS WHO DO 
NOT COMPLY WITH THE 
REGULATIONS CONCERNING 
THE MANAGEMENT OF 
THE CONSOLIDATED 
EMPLOYMENT BOOK. THESE 
SANCTIONS ARE PROVIDED 
FOR IN THE EVENT OF 
OMITTED, OR INACCURATE 
REGISTRATION.
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MONTHLY UNIEMENS REPORT
The employer/entrepreneur is also required to 
prepare and submit the UniEmens monthly 
report to the INPS; the Report contains:

 



The UniEmens monthly report is submitted 
electronically within the month following the 
one to which it refers. 

After the L.U.L. has been processed along with the 
salary section containing the calculation of the salary 
due to staff and of social security contributions and 
taxes due to the Treasury, the employer must pay 
these contributions and taxes by submitting Form 
F24 by the 16th day of the following month. data relating to monthly salaries paid to 

employees, and other information necessary 
for calculating contributions;

useful information for the implementation of 
a worker’s individual insurance registration 
and the provision of services by the INPS.

AFTER THE L.U.L. HAS 
BEEN PROCESSED, THE 
EMPLOYER MUST PAY THESE 
CONTRIBUTIONS AND TAXES 
BY SUBMITTING FORM F24 
BY THE 16TH DAY OF THE 
FOLLOWING MONTH.
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6.
LABOUR COSTS AND 
PERSONNEL BUDGET
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Preparing the personnel budget al lows 
conducting a preventive assessment (a 
projection) for a predetermined period of time 
(generally one year) concerning the evolution of 
personnel costs on the basis of the information 
known at the time of the forecast.

The personnel budget must be seen as an 
opportunity to influence a company’s 
development strategies. 

In this context, it is crucial to be familiar with 
the items making up labour costs, which must 
be necessarily considered with preparing a 
budget.

Labour costs comprise:

 salaries;

 social security contributions;

 any taxes due.

In a market where the degree of competitiveness 
is becoming increasingly important, a company 
tends to control with increasing interest the 
dynamics of internal costs and, in particular, 
labour costs, which, therefore, assume a 
strategic corporate value.

In this context, it is not enough to be familiar 
with staff remuneration rules (which can 
be considered the basis for analysing and 
estimating labour costs); it is necessary to 
have a bird’s eye view of all labour legislation, 
also including, if warranted, the evaluation of 
policies of redundancy incentives.

A necessary consequence of this analysis will 
also mean placing emphasis and attention on 
the incidence of any litigation costs.

On the basis of the foregoing, in order to 
prepare the budget, it is paramount to have 
a clear picture of the objectives set by Top 
Management: accurate objectives resulting from 
strategic corporate planning, lacking which no 

budget can ever be accurately defined.
After illustrating the main requirements relating 
to the recruitment and routine management 
of employees, we now turn our attention to 
employment termination matters.

6. LABOUR COSTS
AND PERSONNEL BUDGET

THE PERSONNEL BUDGET 
MUST BE SEEN AS AN 
OPPORTUNITY TO 
INFLUENCE A COMPANY’S 
DEVELOPMENT STRATEGIES. 
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7.
EMPLOYMENT 
TERMINATION
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The employment relationship may terminate at 
the behest of the employee, who resigns, or of 
the employer, who proceeds with the dismissal. 

RESIGNATION: 
resignation is the act by which the employee 
withdraws from the employment contract. The 
employee can withdraw by his/her own will, 
complying with the notice period requirement 
provided for by the relevant National Collective 
Labour Agreement. If the employer commits a 
serious breach that does not allow, not even 
temporarily, the continuation of the employment 
relationship, the employee can resign for cause: 
in this case, he/she does not have to comply with 
the notice period requirements, and the amount 
corresponding to the notice period must be paid 
by the employer to the employee. With a few 
exceptions, a resignation must be submitted 
electronically, by filling in a form available on 
the website www.lavoro.gov.it, and sent to the 
employer and to the competent Territorial Labour 
Directorate.

DISMISSAL:
Dismissal by the employer must necessarily have 
one of the following reasons: for cause, justified 
objective reason or justified subjective reason. 
The dismissal must be notified in writing, with 
the communication indicating the reason for 
the action.





him/her within the company to other existing 
duties, which are in line with his/her level of 
employment.

Dismissal for justified subjective reason: 
it is a dismissal that occurs for disciplinary 
reasons, which are not as serious as to trigger 
for cause termination, though sufficiently 
serious to lead to the dismissal; it is almost 
invariably related to a violation of the worker’s 
contractual duties.

Void or no-valid dismissal: causes and 
consequences. The dismissal is vacated 
when it is discriminatory in nature, or when it 
is executed during a marriage, or in violation 
of the protections provided for maternity or 
paternity, or in all other cases provided for by 
law. Dismissal is not valid when executed orally. 
In the event of vacated or non-valid dismissal, 
all workers, regardless of the number of 
employees employed by the company and the 
date of hiring, have the right to be reinstated 
in the workplace. They are also entitled to 
compensation equal to the salary accrued 
from the day of dismissal until the day of actual 
reinstatement; such indemnity cannot amount 
to less than 5 months of pay. If the employee 
decides not to be reinstated, the employer 
must pay him/her an allowance equal to 15 
months of pay, in addition to compensation 
for a maximum of 12 months of pay.
 
Unlawful dismissal: dismissal is unlawful 
when the provision lacks a just cause or a 
justified reason (objective or subjective). 
 

Dismissal for cause: it is resorted to by the 
employer when the employee has behaved 
in such a matter as to make it impossible 
to continue, even temporarily, with the 
employment relationship.
 
Dismissal for justified objective reason: it 
is resorted to for reasons that mainly concern 
production, as well as the organisation and 
regular functioning of work activities. These 
reasons can be, for example: economic 
difficulties encountered by the company, 
cessation of business, or even the absence 
of duties to which the worker is assigned, 
when there is no possibility of reassigning 

7. EMPLOYMENT
TERMINATION
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Following the entry into force of Legislative 
Decree 23/2015 (Jobs Act) different employment 
protection regimes have been established 
depending on whether the dismissed worker 
was hired before or after 7 March 2015. Different 
regimes are also envisaged when the company 
employs more or less than 15 employees. With this 
reform, the reintegration of a worker is foreseen 
only in exceptional cases, and in the event of 
unlawful dismissal the consequence normally 
foreseen is financial compensation, calculated 
in increasing measure according to the length 
of service of the worker and on the basis of 
calculation criteria set forth in the law.
In relation to termination of the employment 
relationship, the following  specific aspects are 
relevant:
 
NOTICE AND SUBSTITUTE INDEMNITY: 
termination of the employment relationship, 
either by the employer or the employee, must 
be notified pursuant to the terms of the notice 
period established by the CCNL.
During the notice period, the worker must continue 
to perform his/her duties, with applicability of 
all requirements and rights deriving from the 
employment contract.
If the party that intends to terminate the 
employment relationship does not comply with 
the notice period requirements, he/she must pay 
the other party an indemnity in lieu of the notice 
period, for an amount equal to the salary that the 
worker would have received if he/she had worked 
during the notice period.
There are some special cases in which the 
employer is required to pay the compensation 
in lieu of the notice (e.g., resignation of a working 
mother during the period in which dismissal is 
not permitted, death of the employee, etc.)

Severance indemnity (TFR): accrues during 
the course of the relationship and is made up 
of the sum of the annual provisions of a portion 
of remuneration that is reassessed periodically; 
it must be paid to the worker in any case of 
termination of the employment relationship and 
is due to all workers regardless of the reason for 
termination. 
The law indicates that in specific cases a portion 
of the severance indemnity set aside during the 
relationship may be disbursed in advance before 
termination of the relationship.
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8.
SUMMARY TABLE OF 

MONTHLY AND ANNUAL 
REQUIREMENTS
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8. SUMMARY TABLE OF MONTHLY AND 
ANNUAL REQUIREMENTS

OBLIGATIONS AND REQUIREMENTS 
OF THE EMPLOYER REQUIREMENT TERM

INAIL REGISTRATION INSURANCE AGAINST ACCIDENTS AT 
WORK 

PRIOR TO THE HIRING OF THE FIRST 
EMPLOYEE OR APPOINTMENT OF THE 
DIRECTOR

INPS REGISTRATION

SOCIAL SECURITY:
SICKNESS INSURANCE – ETC +
PENSION
FOR EMPLOYEES, CO.CO.CO. 
AND DIRECTORS WHO RECEIVE A 
REMUNERATION

FOR EMPLOYEES: NO LATER THAN 
THE DEADLINE FOR THE PAYMENT OF 
CONTRIBUTIONS 

FOR SEPARATE MANAGEMENT: WITHIN 
30 DAYS OF THE START OF ACTIVITIES

NOTIFICATION OF HIRING TO THE CPI 
(Employment Agency)

NOTIFICATION TO THE CPI THAT THE 
EMPLOYEE HAS BEEN HIRED

THE DAY PRIOR TO THE DATE OF 
HIRING

PREPARATION OF THE MONTHLY LUL TO PAY EMPLOYEES MONTHLY 
BETWEEN THE END OF EACH MONTH 
AND THE FIRST 15 DAYS OF THE 
FOLLOWING MONTH

PREPARATION OF THE UNIEMENS
TO NOTIFY TO INPS ANY DATA 
RELATING TO THE MONTHLY 
PROCESSING OF THE LUL

ELECTRONIC SUBMISSION WITHIN 
THE END OF THE MONTH FOLLOWING 
THE REFERENCE MONTH

PREPARATION AND PAYMENT OF 
FORM F24

PAYMENT OF TAXES AS SUBSTITUTE 
OF TAX AND INPS CONTRIBUTIONS

WITHIN THE 16th DAY OF THE MONTH 
FOLLOWING THE REFERENCE MONTH; 
IF THE 16th DAY IS A SATURDAY OR 
SUNDAY OR HOLIDAY THE PAYMENT IS 
MADE ON THE FOLLOWING DAY

INAIL SELF-LIQUIDATION
ANNUAL REPORT TO INAIL OF 
REMUNERATION PAID IN THE 
PREVIOUS YEAR

NO LATER THAN 16 FEBRUARY OF THE 
FOLLOWING YEAR

CONSOLIDATED CERTIFICATION

DOCUMENT BY WHICH THE 
EMPLOYER (WITHHOLDING AGENT) 
CERTIFIES THE INCOME PAID IN THE 
PREVIOUS YEAR 

ELECTRONIC SUBMISSION TO 
THE REVENUE AGENCY AND TO 
EMPLOYEES AND SELF-EMPLOYED 
WORKERS NO LATER THAN THE 
MIDDLE OF MARCH OF THE 
FOLLOWING YEAR 

FORM 770 

DECLARATION OF WITHHOLDING 
AGENTS TO NOTIFY DEDUCTIONS ON 
EMPLOYEE AND SIMILAR INCOME IN 
THE PREVIOUS YEAR

NO LATER THAN 31 OCTOBER OF THE 
FOLLOWING YEAR

All the requirements detailed on the Table are generally 
the responsibility of the Labour Consultant.
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9.
NEXUMSTP SERVICES 

FOR FOREIGN 
COMPANIES
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Thanks to the experience of dedicated and 
specialised consultants, NexumStp can assist 
foreign companies in all phases of their operations 
in Italy. From preliminary consultancy for the 
selection of the best option on how to operate 
in Italy, to the establishment and start of the 
selected legal form, and all services for business 
management and administration: identification 
and hiring of employees, ongoing assistance 
for statutory, accounting and tax requirements, 
management of employees and services relating 
to the management of human resources, including 
matters pertaining to health and safety, as well 
as payment services.

NexumStp can provide “turnkey solutions” 
for the outsourced management of the entire 
administrative process, as well as the Social 
Security Representation service for foreign 
companies that hire employees in Italy.

9. NEXUMSTP SERVICES
FOR FOREIGN COMPANIES

NEXUMSTP CAN PROVIDE 
“TURNKEY SOLUTIONS” 
FOR THE OUTSOURCED 
MANAGEMENT OF THE 
ENTIRE ADMINISTRATIVE 
PROCESS, AS WELL AS 
THE SOCIAL SECURITY 
REPRESENTATION SERVICE FOR 
FOREIGN COMPANIES THAT 
HIRE EMPLOYEES IN ITALY.
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Milano
Via Borromei, 2 
Via Giovanni Pascoli, 10 - Bollate (MI)
Via Raffaello Sanzio, 5 - Cesano Boscone 
(MI)

Bergamo
Via Pradello, 17

Monza Brianza
Via Gorizia, 3 - Lissone (MB)

Mantova
Via Sandro Pertini, 2/15 - Marmirolo (MN)

Torino
Corso Matteotti, 42

Genova
Piazza Vittorio Veneto, 2

Padova
Via San Crispino, 106
Via Filipetto, 2 - Camposampiero

Vicenza
Piazzetta Risorgive, 21 - Brendola (VI)

Ferrara
Via Darsena, 67

Bologna
Via G. Amendola, 14
Via G. Papini, 18

Perugia
Viale Centova, 6
Via della Vignola, 5 – Umbertide (PG)

Roma
Piazzale delle Belle Arti, 2
Via Nairobi, 40
Via G. Paisiello, 55
Via della Maglianella, 65/R
Via Nomentana, 935
Via Penna Sant’Andrea, 7 

Olbia
Via Georgia, 41 - Torre 3

Oristano
Via Tharros, 96

Napoli
Via G. Porzio, 4 - Isola G8 - C.D.N.

Durazzo (ALB)

Translated by innovalang.eu


