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New contracts: new opportunities? 
Fabio Berton 
 
During the period March 2005 – February 2007 
a joint research team from CeRP, LABORatorio 
R. Revelli and URGE1 worked on a project on 
“Le nuove forme di lavoro in Italia e in 
Piemonte: nuove opportunità o dicriminazione?” 
(“Atypical jobs in Italy and Piedmont: new 
chances or discrimination?”). The focus is upon 
all the main flexible contracts. The data sources 
we used include WHIP, CPI users data - see Di 
Pierro and Richiardi below – in-depth interviews 
to key informants, laws and the existing litera-
ture. The approach is threefold: the team is 
made up by economists, political scientists and 
sociologists, what makes this research a real 
novelty in the panorama of the literature about 
flexible jobs in Italy.  
 
Our main point is that being an atypical worker 
in Italy is in most cases a matter of unease, 
mainly because of i) an inefficient labour market 
and of ii) a social protection system that doesn’t 
fit the needs of individuals with discontinuous or 
part-time working careers. 
 
Most young workers enter the labour market 
through an open end contract, 20% as self-
employed or professionals, 20% as apprentices, 
11% with a fixed-term job, 7% as trainees and 
another 7% as collaborators (the so-called 
“co.co.co.”). About half of the new entrants are 
therefore atypical workers. After four years the  
transitions to a permanent job are not frequent 

 
1  Financial support from CRT Foundation and Provin-
cia di Torino is kindly acknowledged. 

(21% to 55%), but for trainees (55% to 70%). On 
the other hand the probability of unemployment 
and of persistence in the same type of contract  
are quite high (see Table 1). This increased the 
turnover rate but led neither to a more efficient al-
location (in recent years employment grew more 
than GDP), nor to higher employment opportuni-
ties. Previous work experience actually increases 
the probability of being employed again, but i) the 
turnover involves only the new entrants (the “mar-
ginal workers”) and ii) the average time needed to 
find a new job after an involuntary separation is 
high (ten to twelve months), and is longer for 
temporary workers who search for a permanent 
job. 
 
Table 1: medium run contract destinations 

Contract in 2002 
Permanent Same Unemployed 

Firm size 
Entrants in 

1998 
15 > 15 15 > 15 15 > 15 

Permanent 38.2 49.5 38.2 49.5 27.7 26.1 
Temporary 28.2 36.0 17.2 12.0 39.4 31.2 
Trainee 55.0 70.0 2.0 3.5 21.1 16.5 
Apprentice 28.0 34.9 25.0 23.6 29.3 26.3 
Sub. Perm. 47.0 55.0 4.4 6.9 30.6 23.7 
Seasonal 23.7 21.6 0.0 6.0 42.1 47.4 
Source: our analysis on WHIP data 
 
Unfortunately, social security is not a safety net for 
such flexible careers. All temporary workers are 
not entitled to redundancy payments (cassa inte-
grazione guadagni) and collective dismissal bene-
fits (indennità di mobilità) and some of them (ap-
prentices and collaborators) neither to the unem-
ployment benefit. The eligibility to the other wel-
fare provisions (maternity and sickness benefits 
and family allowance) depends on the contribu-
tions one paid during her working career; since in 
general a long-lasting and possibly uninterrupted 
one is required, flexible workers are often actually 
excluded from those benefits. The amount they 
eventually receive is earnings related, and we find 
that flexible workers’ wages are lower. Finally, low 
wages and discontinuity lead to poorer pensions 
too. 
  
Up to now active policies have been almost ineffec-
tive (training) or too expansive (tax refunds). The 
empirical evidence shows that workers with a flexi-
ble career need a welfare system with a universal 
safety net and strong income support during the 
unemployment spells. In our opinion the eligibility 
to such provisions should not be based on past 
working career.  
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Temporary jobs: Choice or necessity? Evi-
dence from a survey of Public Placement 
Offices (CPI, Centri per l’impiego) users 
Matteo Richiardi and Dario Di Pierro 
 
The Province of Torino has co-financed a project 
aimed at analyzing the careers of young unem-
ployed adults enrolled in CPIs, the public em-
ployment offices. Two telephone surveys were 
undertaken, the first in January-February 2006 
and the second in June-July 2006. 
The first survey aimed at people aged 15-35 
who enrolled in a CPI in may 2005 (929 per-
sons). 513 interviews were completed. The sec-
ond survey included individuals aged 15-29 
years who enrolled in a CPI in 2004 (11.627 
persons). 1511 interviews were completed. Fi-
nally, a focus group on young female CPI-users 
was performed, with the aid of a sociologist and 
2 assistants. 
 
The aim of the first interview was to understand 
whether CPI users are mainly motivated by the 
attached benefits (such as public transport, 
child care, etc.) or by the employment services 
offered. The fraction of benefit-seekers is ex-
tremely low. More than one third of the enrolled 
received a job offer within 6 months. 
 
The results of the second survey can be sum-
marized as follows: 

o the probability of finding a job is higher 
for people with previous working ex-
perience, all else being equal, and is 
lower for people receiving monetary 
help by friends or relatives; 

o most new jobs are not permanent (Ta-
ble 1);  

o temporary jobs pay lower gross and net 
wages compared to permanent jobs 
(Table 1);  

o temporary contracts are not bargained 
between worker and employer; rather 
they are imposed by the employer;  

o transformations of temporary contracts 
into permanent ones are very rare; 

o less than 15% of the sample managed 
to get a permanent contract between 
time of enrolment and time of the inter-
view; 

o the probability of finding a permanent 
job is not higher for people having com-
pleted a temporary job; 

o there seems to be a trade-off between 
job stability and qualification; 

o temporary workers see themselves as 
precarious, rather than flexible; their 
satisfaction level rapidly decreases with 
age; 

o knowledge of current legislation is very 
limited: 92% of the respondents where 
unable to say anything about pension 
contributions; 

o on the other hand, people are aware 
that for a given net wage - some tem-

porary contracts (‘contratti di collaborazi-
one’, CC) pay a substantially lower gross 
wage than others (‘contratti a tempo de-
terminato’, TD). Moreover, people are of-
ten able to guess the difference in a mental 
experiment: when asked to choose be-
tween a CC and a TD (the two different net 
wages offered being random extractions), 
almost all choose the contract which grants 
a higher gross wage. Those who opt for a 
contract offering a higher net wage, pre-
sumable do so because of liquidity con-
straints; 

o in a second mental experiment a premium 
for the lack of stability is estimated: when 
asked to choose between a permanent 
contract (TI) and temporary contract TD 
(the two different net wages offered being 
random extractions), people would opt for 
the second one only when the wage of-
fered is, on average, twice the wage of a 
permanent job  (implying a premium of 
about 100%). 

 
 

Table 1: hirings between time of enrolment and time of  
interview by contract type and monthly wages 

 

    

Hirings 
(% col.) 

monthly 
net wages 

(€) 

Employees 68% 841 

  PERMANENT 14% 902 

  fixed term 34% 855 

  temporary work agency 8% 858 

  apprenticeship 8% 735 

  trainee 3% 663 
      

Non Employees 32% 601 

  self-employed 2% 893 

  continuous collaboration 8% 644 

  occasional collaboration 5% 603 

  irregular 15% 556 

  civil service 2% 428 
     

TOTAL 100% 765 
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The extension of the working life of the 
“young elders”: a field study on firms 
strategies  
Claudia Villosio 
 
It is by now well known that the progressive 
ageing of population in Europe heralds serious 
consequences in the next future: crises of social 
security systems and chronic shortage of work-
force. The premature expulsion of able work-
force from the labour market is the main cause 
of the existence of a huge waste of human re-
sources and of knowledge that could be produc-
tively employed, with advantages for the econ-
omy and society at large, for the morale and 
self-esteem of the great majority of those who 
are forced to retire, while still in possession of 
most of their intellectual capacities and physical 
fitness, and, last but not least, for the well-
being of their partners who must otherwise bear 
with their frustrations. In Italy in particular the 
ageing problem is proceeding faster than in 
other countries of the EU, and the employment 
outlook for the elderly indicates a serious Italian 
pathology (participation rate in the age bracket 
55-64 is below 30%, while the European aver-
age is above 40%). 
 
Although there is a general policy concern about 
encouraging workers to consider it, many barri-
ers to labour force participation of older workers 
are still in force.  
Some come from the supply side. Many older 
workers, especially those who have spent their 
lives on the assembly line and have had no 
more than elementary schooling, are eagerly 
looking forward to retirement. Obstacles arise 
also from the demand side. Firms may want to 
get rid of the older workforce, primarily, but not 
entirely, because of their higher cost. When this 
happens, re-employment of older individuals 
may turn out to be problematic 
Extending working life must mean working dif-
ferently throughout the lifecycle and can be 
achieved only if government, employers, trade 
unions and civil society jointly promote, develop 
and implement age-friendly employment meas-
ure and policies (OECD 2006, Eurofound 2005, 
Phillipson and Smith 2005). It requires, among 
others, the understanding of how firms manage 
the elder part of their labour force, which con-
straints are in place on this particular aspect of 
human resource management, which institu-
tional aspects are crucial in framing the behav-
iour of economic actors.  
 
In order to shed light on the employer attitudes 
we have launched a field study based on in-
depth interviews with human resource manag-
ers. The field study was sponsored by the Asso-
ciation of Personnel Directors of the Industrial-
ists Union, and about 40 face-to-face in depth 
interviews were conducted in various industries 
and sectors as well as in different geographical 
areas of Italy. Questionnaires and interviews 

focus on the problems posed by the need to keep 
at work employees approaching retirement age, 
otherwise candidates to be laid off and/or sent into 
early retirement. The aim being that of surveying 
the organizational problems as they are perceived 
from within the firm, studying the solutions pro-
posed by personnel managers and assessing their 
relative cost.  
Field studies are seldom used by the economic pro-
fession. Nonetheless, if they are well designed, 
they may be very innovative, help to break new 
grounds and provide elements for new theoretical 
hypotheses. 
 
Our study reveals that Italian firms are ill-equipped 
to deal with the challenge of keeping quasi-old 
people at work. Part-time work is scarcely utilized; 
co-habitation of young and old workers may be 
cause of problems due to different work-habits, 
cultures, loyalty and union membership (higher 
among aged workers); training and re-training 
programmes are rare for older workers and in gen-
eral they are considered as less capable than 
younger workers to adjust to technological change 
and demand shifts. 
Furthermore, employers consider older workers too 
costly while wage incentives (linked to individual 
productivity) are perceived as difficult to imple-
ment, as unions have traditionally been hostile. 
Higher participation rates of older people are con-
sidered to be achievable only with a less rigid la-
bour market and with lower social contributions. 
 
At the end, there is little evidence that retaining 
elder workers at work appears to be perceived as a 
real challenge by the personnel managers who are 
in charge of human resources: there is little 
awareness of the future shortage of experienced 
workforce as well as the perception of being at de-
fault with the social responsibility carried by the 
world of production. Few employers wish to keep 
their older workers in order to ensure that they 
transmit firm specific skills and corporate values to 
younger workers.  
 
It is also worrying that the diffusion of good prac-
tices towards older workers among firms does not 
seem to be yet a reality. Many companies with 
whom we spoke had done little or no planning for 
this inevitable future.  Most had HR planning 
schedules that were much more short term (1 or 2 
years max.) and issues which they found more 
immediate.   
 
In the light of the results of the field study, some 
instruments able to facilitate the extension of eld-
erly labour activity in Italy have been identified. 
Among such instruments some are already known 
and operating (even if not targeted to old popula-
tion) and others could be more forcefully targeted. 
The need for a re-organization of the internal hu-
man resources management arises: re-training 
programmes for elder workers will have to become 
a building block of human resources management 
in the near future. 



 4

Other examples are a more extensive utilization 
of part-time jobs  (horizontal and vertical), eco-
nomic incentives (reduction of the social secu-
rity contribution / tax credits / others), continu-
ous training, job rotation on less demanding 
tasks.  
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Communications and events 
 
CALL FOR PAPERS 
 
Labor Market Flows, Productivity and Wage 
Dynamics: Ideas and Results from Empiri-
cal Research on Employer-Employee Linked 
Longitudinal Databases 
 
The conference is organized by the LABORatorio 
R. Revelli, Centre for Employment Studies, and 
will be held in Moncalieri (Torino) at Collegio 
Carlo Alberto on September 14-15, 2007.  
The aim of the Conference is to stimulate and 
exchange ideas and empirical results in fields 
related to labor market flows, productivity, 
wage dynamics and rigidities, drawn from re-
search on employer-employee linked longitudi-
nal databases.  
It will be also an opportunity to present WHIP, 
the Work Histories Italian Panel, recently made 
available to the scientific community worldwide.  
Keynote speakers already committed include 
Dale T. Mortensen, Christopher Pissarides and 
John W. Haltiwanger.  
You are invited to submit papers (even in provi-
sional form) for this event before May 31, 2007. 
Papers should be submitted to  
<labor@laboratoriorevelli.it>. No abstracts will 
be considered for submission. A scientific com-
mittee will evaluate all submitted papers and 
acceptance decisions will be communicated be-
fore July 15, 2007. 
 
 
 
 
 
 
 
 
 
 

WHIP UPDATE 2007 
 
Following the release of new data and updates 
from INPS, the LABORatorio R. Revelli has planned 
a schedule for the 2007 distribution of updates 
(http://www.laboratoriorevelli.it/whip/whip_dataho
use.php). 
 
EVENTS 
 

 Workshop: Dynamic Analysis Using Panel 
Data. Applications to Poverty and Social Ex-
clusion   
25 June 2007, Collegio Carlo Alberto, Moncalieri 
(Torino) 
 
Stephen Jenkins, ISER, University of Essex; Ste-
phen Pudney, ISER, University of Essex; Tony A-
tkinson, Nuffield College Oxford; Ambra Poggi, 
Laboratorio R. Revelli; Panos Tsakloglou, Athens 
University of Economics; Martin Biewen, IZA and 
DIW Berlin; Enrico Rettore, Dipartimento di Scien-
ze Statistiche, University of Padova; Francesco 
Devicienti, Laboratorio R. Revelli; Andrea Bran-
dolini, Bank of Italy; Conchita D’Ambrosio, 
University of Milan Bicocca and DIW Berlin; Xavier 
Ramos, Universitat Autonoma de Barcelona and 
IZA; Olga Cantò, Universidad de Vigo; Carmen 
Huerta, STICERD, LSE. 
 
Registration to the workshop is completely free in 
the aim of encouraging the attendance of re-
searchers interested in the topic. Participation has 
to be communicated to labor@laboratoriorevelli.it 
before the 15th June 2007. 
 
PAST EVENTS 
 

 Conference: Extending the Working Life of 
"Young Elders": Company Strategies and Pol-
icy Instruments  
(22 November 2006, Collegio Carlo Alberto) 
 
R. Anderson, European Foundation for the Impro-
vement of Living and Working Conditions; T. Boe-
ri, Università Bocconi; A. Brugiavini, Università di 
Venezia; G. Costa, Università di Torino e ASL 5; C. 
Facchini, Università di Milano Bicocca; E. Forne-
ro, Università di Torino e Cerp; A. Golini, Univer-
sità di Roma; R.M. Lindley, University of War-
wick; R. Scortegagna, Università di Padova. 
 
This newsletter is downloadable from the 
website www.laboratoriorevelli.it 


