
People are at the heart of 
our corporate strategy. 
In the scope of the 
transformation processes 
which Snam is implementing 
to prepare for future 
challenges, employees are 
in fact increasingly called 
upon to play an active role 
to promote change

People  
and teamwork

The set of knowledge, skills and 
competencies acquired by the Snam’s 
personnel is a fundamental asset of 
the company. To manage the new 
expected challenges, Snam created 
the People Strategy and defined its 
new values. This led to a review of the 
Leadership model, with the primary 
objective of enhancing the value 
of people, upgrading their level of 
engagement, and promoting a culture 
of innovation and change. 

Snam’s commitment therefore is to 
recognise and enhance competences 
and talent and to promote growth 
for everyone through a transparent, 
fair and meritocratic management, 
creating a stimulating and positive 
working environment.

Snam Personnel at 31.12.- (no.) 

2015 2016 2017

Executives 99 87 93

Middle Managers 449 421 456

Office workers 1,736 1,651 1,655

Manual workers 721 724 715

Total employees 3,005 2,883 2,919

Employees by activity (no.)
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Employment   

Snam generates “good employment” 
because it offers a stable and 
continuous working relationship 
involving qualified and specialised 
activities (the 57% of employees have 
a technical diploma and the 23% are 
college graduates) and thanks to 
its presence over a large part of the 
national territory (2,204 employees 
in the north, 202 in the centre, 509 in 
the south and 4 abroad).

In 2017, the company population 
consisted of 2,919 employees (+1.25% 
compared to 2016). 

The 94% of the personnel holds a 
permanent employment contract. 
At the end of the year, 42 part-time 
contacts and 150 apprenticeship 
contracts were rolling. In 2017, 33 
workers were under a staff leasing 
contract (36 in 2016). 

126 people with disabilities work at 
Snam and their career path promotes 
inclusion and integration in company 
processes.
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Employment trends in the year

The 2017 was featured by an 
organisational change that 
involved the integration of certain 
operational functions belonging to 
different company’s businesses. The 
employment dynamics for the year 
2017 are shown here below:
• 184 employees were hired, of 

which 148 were recruited from 
the market and 36 were other 
hires, including 27 people from 
Infrastrutture Trasposto Gas 
according to the change in the 
consolidation perimeter (October 
2017), 1 employee was hired from 
a non-consolidated company and 
8 employees returned to service 
after a leave of absence;

• 148 employees left the company, 
including 33 employees as a 
result of the termination of 
the employment contract, 36 
employees were terminated 
unilaterally (due to resignation, 
death, or dismissal), 73 employees 
were transferred to non-
consolidated companies and 6 
other exits. 

People under the age of 35 (713) 
represents more than the 24% 
of the company population and 
this percentage increased by 6% 
compared to 2016, thanks to the 
entrance of 91 people belonging to 
this age group during the year. 

The absenteeism rate does not 
include senior managers and it was 
calculated taking into consideration 
all hours not worked (paid and not 
paid) excluding holidays and catch 
up leaves. In 2017, the female 
absenteeism rate was 4.8% and the 
male absenteeism rate was 4.1%.
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Entries and departures from market by age group (no.)  

Absenteeism rate (%)

Absenteeism rate = (hours of absence/workable hours)*100 

182 177
170

7.7
6.4

7.4

2015 2016 2017 2015 2016 2017

2015 2016 2017

4.4 4.7 4.7

Turnover rate = ((entries+departures)/average headcount  
in service)*100

182 177
170

7.7
6.4

7.4

2015 2016 2017 2015 2016 2017

2015 2016 2017

4.4 4.7 4.7

Personnel turnover (%) 



Snam Diversity 

Snam respects the dignity 
of everyone, and offers 
equal opportunities in 
every step and aspect 
of the employment 
relationship, avoiding all forms of 
discrimination based on sex, age, 
health, nationality, political opinion or 
religious views. 
For Snam the diversity is a value and 
gender diversity is especially regarded 
as a resource for the company 

development.
This is proved by the fact that the 
female component in 2017 grew 
compared with the previous year 
(+6.5%) notwithstanding a large 
portion of the business activities, 
in particular the operational ones, 
requires a technical training which on 
the market is owned by candidates 
which are mostly male.
At the end of the year, the Company’s 
female population consisted of 393 
personnel equal to the 13.5% of all 

the employees (12.8% in 2016) and 36 
women have a part-time contract (out 
of the 42 currently rolling). 
The focus on the gender diversity 
is a corporate objective for 2018 
also, turning into a commitment to 
recruiting at least 50% of women for 
staff positions and to increase the 
average training hours (from 15.8 
hours in 2017 to 20 hours in 2018). 
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Increasing 
skills and 
competences
The People Strategy focuses on 
three main pillars: enhancing the 
value of human resources, increasing 
productivity and the level of 
engagement, disseminating a culture 
of innovation and renewal.

In this context, training plays a 
fundamental role in supporting 
management and the whole 
corporate population towards the 
development of managerial and 
technical skills, know-how and 
innovation. 

Snam’s commitment for 2018 is to 
increase the average number of 
training hours up to 32 per employee 
and to involve the 80% of the 
population in at least one training 
session.

SUPPORT FOR PARENTING  
AND WORK-LIFE BALANCE
 
During the maternity leave, the employees keep their 
company benefits and during the mandatory leave 
period, they receive a maternity pay equal to the 100% 
of the salary of the month prior to commencement of 
leave (compared with the 80% as required by the Italian 
law). 
In 2017, 53 people (+10% compared to 2016), 42 of 
which were female workers, benefited from periods 
of maternity leave. At the year’s end, 33 maternity 
positions closed, 23 of which were assigned to women 
with a return to work rate of 96%, 20 positions are still 
active, as in 2016.
With regard to parental leave, 239 positions (including 
61 women) were opened during the year and 209 closed 
(54 of which were assigned to women). At year’s end, 30 
positions were still active (7 of which were assigned to 
women). 

COLLABORATION TO ENHANCE  
THE VALUE OF FEMALE TALENT   

In 2017 Snam became a Supporting Member of Valore D, 
the first business association to promote diversity, talent 
and female leadership for the growth of the Country 
and businesses. A strategic decision to support the 
company’s international growth now in and the future 
through the increasingly strong presence of women and 
colleagues from other nationalities. This collaboration 
provided the employees with the chance to attend 
classes to enhance the gender, generational and cultural 
diversity, to develop an inclusive culture, a factor of 
innovation, competitiveness and growth for people and 
businesses. During the year 40 employees (80% of which 
were women) participated to more than 20 classes that 
dealt with the following issues: Emotional Intelligence; 
Global Agility & International Mindset; Happiness at 
Work; Parenthood; Energy Management; Organisational 
Leadership; Unconscious Bias. 

Personnel Training  

2015 2016 2017

Training hours (no.) 87,620 82,184 85,346

Participations (no.) 10,203 10,396 8,604

Average hours of training per employee (no.) 29.2 28.5 29.2

Average hours of training provided to men (no.) 30.9 30.2 31.3

Average hours of training provided to women (no.) 18.4 17.0 15.8

Engagement (%) 96.1 97.5 75,4

 
 
Key training initiatives

Description Hours provided 

(no.)

Participations  

(no.)

Recipients

Technical training 66,576 5,543 Blue-collar workers, 

administrative staff 

Health, Safety, Environmental 

Protection and Quality 

training

9,675 1,702 Company population

Managerial training 5,853 1,096 Executives and Middle 

Managers

Upon completing the courses established in previous years on the matter of business ethics and anti-corruption, 
in 2017 327 hours of training were provided with 112 participations. 



Incentive systems for the various brackets of the corporate population

Executives Along with any annual adjustment to fixed remuneration for merit or progression of roles/
responsibilities, Snam provides a variable incentive system designed to enhance the value of the 
professional contribution in the short term (IMA), through the allocation of an annual monetary 
incentive, and the medium-long-term, if necessary through the allocation of a deferred monetary 
incentive (IMD), a long-term monetary incentive (IMLT) and a long-term stock incentive (ILT).

Claw-back mechanisms are provided, aimed at recovering the variable portion if the resulting 
compensation is not due because it was earned based on targets that were attained as a result of 
malicious or grossly negligent behaviour or that were proven to be manifestly incorrect. 
The Total Reward Statement, the informational package regarding the breakdown of individual 
remuneration, ensures the valorisation and transparency of the remuneration system.

Non-executive 
population

Snam adopts a short-term variable incentive plan intended to reward best performance and 
the young resources with potential for development. It also provides a deferred monetary 
incentive dedicated to high-potential Middle Managers, with the aim to keep them motivated and 
maintaining their performance in the medium-long period.

What is more, all the companies in the group anticipate a “Participation Bonus”, instituted by the 
National Collective Labour Agreement, based on the performance of profitability and productivity 
parameters, measured in relation to the targets agreed upon every year between the company 
and the trade-union representatives.

Compensation policies  
and systems

At Snam, the administrative and 
reward practices are merit based, 
both in terms of professional 
development and with regard to 
career opportunities. At the same 
time, it is a benchmark so that the HR 
management can meet fairness and 
sustainability criteria.
Compensation systems are updated 
periodically based on a benchmark to 
the reference markets and taking into 
account the instructions received from 
the external stakeholders. In particular, 
these systems are meant to ensure 
recognition of the results achieved, the 
quality of the professional contribution 
provided and the potential for the 
individual development of each 
employee. In 2017, with the goal of 
achieving a better alignment between 
the long-term variable remuneration 
and the primary objective of creating 

value for the shareholders, a new 
long-term incentive plan (ILT) was 
defined and approved by the ordinary 
Shareholders’ Meeting starting 
from the assignment of the ordinary 
Company shares. The Plan is reserved 
for those occupying managerial roles 
with the most impact on the company 
results.
In 2017, the use of the new target 
assignment and assessment system 
known as Performance Management, 
was confirmed; it also contains 
targets regarding behavioural aspects, 
sustainability and the prevention 
of accidents in the workplace. All 
assessment processes adopted are 
formalised and include a feedback 
interview, which constitutes an 
institutional opportunity for discussion 
and communication between 
managers and employees, also in order 
to gather information that can be used 
to define new actions for personnel 
development and enhancement.

A NEW WORK MODEL: 
THE LEAN SIX SIGMA 
PROGRAMME  

In 2017, 42 people from different 
business units were given the 
possibility to obtain the Green 
Belt certification within the 
Lean Six Sigma programme. The 
Lean Six Sigma methodology 
provides the necessary tools to 
eliminate waste in the company, 
maximising the use of resources, 
working areas, production cycles, 
and at the same time ensuring 
high quality in production and 
management processes. This path 
has allowed the people involved 
in the programme to learn a new 
model of reading the organisation 
to increasingly become authors 
of change, through a more open 
and collaborative way of working. 
In 2018, this training path will 
be extended to other company 
employees. 
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In 2018, Snam will focus on improving 
leadership skills by implementing the 
new skill model, keeping succession 
plans solid and structured, identifying 
and enhancing the value of talent 
throughout the organisation to ensure 
a sustainable line of succession and to 
intensify the level of engagement. 

In particular, the new Performance 
Management System, which will be 
a decisive part of the Talent Review 
Discussion and the realisation of the 
Succession Plans, will be launched. 

All the jobs within Snam, with the 
exclusion of executives, undergo 
an analytical and overall evaluation 

regarding the Complexity, 
Responsibility, Experience and 
Autonomy (C.R.E.A.) factors. In 2017, 
238 CREA assessments were approved.

Health and Safety, a 
constant commitment
 
Snam is constantly committed to 
developing and promoting health 
and safety in the workplace. Accident 
prevention, the main health and 
safety objective, is carried out through 
the adoption of actions focused on 
eliminating or reducing inherent risk 
factors in the work activities. All of the 
Snam’s business activities are governed 

by certified management systems 
in accordance with OHSAS 18001 
(occupational safety and health rules). 
Research into and the adoption of 
good business practices is subject 
to a gradual promotion not only 
within the company, but also vis-
à-vis the suppliers, to extend and 
improve collaboration to achieve the 

THE NEW PERFORMANCE MANAGEMENT 
SYSTEM  

In preparation for the 2018 performance cycle, a 
new project to redesign the corporate Performance 
Management system was launched in order to optimise 
the current goal assignment and assessment process.

In particular, the new Performance Management system:
• will enhance everyone’s contribution to the company;
• will focus on culture and behaviour (assigning 

behavioural goals-based on the new Snam Skills 
Model);

• will place feedbacks at the centre of its constructive 
discussions on engagement, motivation, and 
empowerment of resources;

• the programme will engage the entire company 
through the progressive extension of the performance 
perimeter over a three-year period (2018-2020);

• it will have transparent rules, be well-scheduled, and 
be supported by a new IT tool.

Assigned sustainability topic goals  

2015 2016 2017

Assigned (no.) Attained (%) Assigned (no.) Attained (%) Assigned (no.) Attained (%)

Executives 69 99 67 91 77 95

Middle Managers 295 99 313 93 291 97

Other personnel 238 100 88 100 67 96

best performance. Over time, the 
actions adopted enable a reduction in 
accidents, both for the company’s and 
the contractor’s personnel.
There were a total of 11 accidents in 
2017 (9 in 2016), 6 of which involved 
employees (4 in 2016) and 5 involving 
supply contractors (as in 2016). 
Unfortunately, one accident was fatal.



Accidents at work  

2015 2016 2017

Employees

Total accidents (no.) 3 4 6

Fatal accidents (no.) 1 0 0

Frequency index 0.62 0.81 1.24

Severity index 1.55 0.04 0.05

Contract workers

Total accidents (no.) 8 5 5

Fatal accidents (no.) 0 0 1

Frequency index 1.07 0.71 0.54

Severity index 0.07 0.05 0.83

Employees and contract workers

Total accidents (no.) 11 9 11

Frequency index 0.89 0.75 0.78

Severity index 0.66 0.05 0.56

 
Employee workplace accidents by type of event (no.)

2015 2016 2017

Type

Car accidents 1 0 1

Occupational accidents (maintenance, inspection, checks) 2 1 1

Generic accidents (slipping, impact, tripping) 0 3 4

Striving for a continuous improvement 
in performance, together with a 
consistent commitment carried out with 
tools such as training, technological 
innovation, and work organisation, in 
the early months of 2018 Snam initiated 
the new “Snam4Safety” project to 
further strengthen the culture and 
awareness about health and safety 
issues among all the employees and 
contractors. 
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In order to raise awareness among 
employees on the safety issue, in 
2011 Snam established an initiative 
called the “Zero Accident Award”, 
which rewards employees who go 

365 consecutive days without an 
accident in the workplace. Personnel 
taking part in the initiative is 
divided into homogenous groups 
according to working activities. 

In 2017, 13 homogenous groups 
received the award (9 transportation 
and 4 storage) out of a total 
of 18 homogenous groups (12 
transportation and 6 storage).

CONTRACTORS’ SAFETY PRIZE

Snam shares its values associated with the safety and 
health with its contractors’. 
With this goal, as done with the Safety Prize intended 
for all Snam employees, Snam instituted the 
“Contractors’ Safety Prize”, an initiative carried out 
every year to better focus the suppliers’ attention 
on health and safety issues by evaluating their HSE 
performance with specific indicators (accident indices, 
near misses, evidence from audits or inspections, 
feedback on topics of interest).

The Contractor Safety Prize, for the 2016 results, was 
awarded to Max Streicher, a company specialised in 
the building of energy infrastructure and in particular 
constructing gas pipelines. The contractor received 
the award this past 9th of November on the Partners’ 
Day, an event where Snam and its suppliers meet and 
reaffirm safety as a value.

Zero Accident Award (*)

Activity Sub-Group awarded

Transportation Eastern-Central District; South-Eastern District; North-Western District; North-Eastern District; South-Western 

District; Northern District; Ingcos; Staff; Operating Staff

Storage POFT (fiume Treste Operating Unit); PORS (Ripalta e Sergnano Operating Unit); CREMA (Operating Site);  

POCB (Cortemaggiore e Bordolano Operating Unit)

(*) Following the revision of the management of the “Zero Accident” Award in force from 1 January 2018, at the end of 2017 homogenous groups in which there had not 
been an accident for 9 consecutive months (around 270 days) also received an award. This project is not being implemented for Snam Corporate and Gasrule.

Protecting health

Personnel exposed to specific risk 
factors undergo a periodic medical 
health surveillance by the Company 
Physicians. The medical surveillance 
allows the assessment of the workers’ 
suitability for their specific task, thus 
protecting their health in relation 
to occupational risks and work 
environment.

Environmental surveys, aimed at 
monitoring microclimate, biological 
and physical aspects of the work 
place and compliance with industrial 
hygiene rules are performed 
periodically.

Snam absolutely prohibits the 
drinking of alcoholic beverages on the 
workplace. 
Finally, Snam promotes various 
initiatives focused on promoting 
health for its employees, also through 
the company welfare system. The 
description of the services offered, 

together with any other welfare 
activity, are reported in the first part 
of this document at page 12.

Medical surveillance (no.)

2015 2016 2017

Medical visits 1,270 1,561 1,914

Periodical medical visits 991 1,337 1,688

Diagnostic examinations 1,828 2,252 3,508

Environmental surveys 203 172 279

Occupational illnesses diagnosed 0 0 0



Workers receiving regular health checks (no.) 

2015 2016 2017

Total number of workers exposed 2,152 2,105 2,646

Workers who sit at a computer station 1,908 1,864 1,817

Workers with responsibility in an emergency 461 625 627

Workers exposed to chemical agents 21 28 52

Workers responsible for moving heavy loads 101 101 5

Night workers 77 100 109

Workers exposed to noise pollution  17 24 24

Workers (blue-collar) with operational tasks* - - 536

Workers exposed in confined spaces* - 119

Workers at risk for other reasons 135 108 78

*New workers who, starting from 2017 are subject to medical surveillance. 

Internal communication  

Via internal communication, 
Snam continues to promote the 
engagement of people regarding 
company-related facts, events 
and activities, with the aim of 
encouraging, supporting the 
development and facilitating the 
adoption of new behaviour to lead 

the cultural change.
The strategy focuses on providing 
frequent updates on Easy, the 
Intranet portal, via news, video 
content and in-depth articles with 
the aim of engaging the entire 
population in company life and in 
cultural change.

Internal communication tools

 “Easy” the Intranet portal Main printed tools Management meetings

A place for information and 
awareness, addressed to all the 
Snam employees, but also a place 
to share knowledge, exchange 
working documents and share views 
through the “let’s collaborate” 
space, designed to facilitate people 
working in teams.

The “Energie”, is a magazine which 
continues to represent the Snam’s 
corporate identity and narrate major 
events. 

“Speciali Energie” – consists of 
editorial annexes, focused on 
specific topics.

“Osservatorio Domanda Gas” is a 
newsletter, with news, analysis and 
comments regarding gas demand. It 
is  available to all employees also on 
mobile devices.

Cascading executive meetings and 
middle manager meetings regarding the 
company’s strategic plan.

Meetings dedicated to management 
(executive and middle managers) aimed 
at strengthening the team building. 

CEO roadshows throughout the territory 
to present the strategic plan.

Thematic meetings aimed at 
strengthening innovative thinking and 
team buidling (“The future is in our 
hands”). 

End-of-the-year video-conference event 
to bring the entire corporate population 
together. 
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Industrial relations 

In 2017, the relationship with the 
trade union organisations at a national 
and local levels was characterised 
by several meetings regarding plans 
for business evolution and new 
organisational structures, following 
up the sale of the Stogit “Plants and 
Technical Services” business unit to 
Snam Rete Gas S.p.A.

As regards to transportation and 
storage, the Integra project was 
initiated, which calls for integrating 
side activities of the operational 
companies to develop and exploit the 
specific skills.

Regarding the transportation 
business, the Smart Gas technical 
committee’s work continued, seeking 
for a more rational scheduling of the 
operations with the goal of analysing 
the technical aspects of the project. 

Regarding the regasification business, 
meetings were held with the Trade 
Unions, nationally and locally, in order 
to share and discuss topics inherent to 
the business evolution.

The bargaining dynamics, consistent 
with the provisions of the 2013 
Industrial Relations Protocol, whose 
reasoning were imbued with the 
concept of strengthening second-
level negotiations, led the Parties to 
define productivity and profitability 
indicators for the 2017 Participation 
Bonus for all Snam Companies. The 
national labour agreement applied 
to the Group was renewed at the 
beginning of the year.

Furthermore, all the Snam Group’s 
companies signed the implementation 
agreement pursuant to the Article 
4 of the Italian Law 92/2012 for an 
early exit of workers who meet the 
requirements prescribed by the law.

Labour disputes (no.)

2015 2016 2017

Total disputes pending as at 31.12 10 9 29

Opened during the year 4 10 32(*) 

Closed during the year 5 13 12

(*) 25 grievances filed in 2017 (4 in 2016) are to be attributed to joint responsibility in procurement 
contracts.




