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Letter from the Chairman of the Compensation Committee

Dear Shareholders,
As the Chairman of the Snam Compensation Committee, comprising Directors Elisabetta Oliveri,
Alessandro Bernini and myself, I am pleased to present the Remuneration Report, published by Snam
for the first time this year, in accordance with the current legislative and regulatory provisions for
listed companies. The report is intended as a further step towards guaranteeing to Shareholders and
Investors maximum transparency in terms of the quality of the Company’s remuneration systems.
In the first half of 2011, the Compensation Committee focused its efforts on checking the results
of company performance in 2010 in order to implement the variable incentive plans for 2011, on
defining the performance objectives for 2011, which are connected to the variable incentive plans
for 2012, and on determining the compensation to Non-Executive Directors in their role as Board
Committee Members. In the second half of the year, the Committee analysed the evolution of the
regulatory and self-government framework, enacting the remuneration recommendations as set
out in the Corporate Governance Code, with the consequent proposal to update the regulations in
particular in regard to the composition and the responsibilities of the said Committee.
A generally more European orientation was introduced into our laws (by Article 123-ter of the
Consolidated Finance Act), which requires listed companies to make the Remuneration Report
available to the public in the 21 days preceding the Annual Meeting; and Consob, with its resolution
of 23 December 2011, introduced a directive into the Issuers’ Regulations concerning the content
and the manner of publication of said report. The recent evolution of this legislation is evidence of

the increasing attention which investors and the public pay to matters relating to the compensation
of executives in listed companies.
The first section of the Remuneration Report describes the governance standards relevant to the
definition and the implementation of Remuneration Policy, the purposes and general principles
which have inspired Snam in defining its approach to remuneration for Directors and Managers
and the remuneration policy guidelines adopted in 2012. The second section presents information
relating to the salary measures implemented in 2011, which until last year were set out in the
Annual Financial Report. Thus shareholders will be made aware of the intentions of the Company in
terms of remuneration policies and the effects of their implementation on a yearly basis.
Snam remuneration system, created and refined in the 10 years of the Company’s life, is instrumental
in recognising the granted responsibilities, the achieved results and the quality of the professional
commitment of the Company’s management, with respect to the principles of enhancing people
value and providing equal opportunities, which are affirmed in the Code of Ethics and have always
been present in Snam’s organisational culture. The progressive refinement of the remuneration
system in recent years has been part of the strengthening and growth of Snam and its economic
performance.
Armed with this awareness, the Meeting of the Board of Directors on 12 March 2012 approved
this Report, which will be submitted to the ordinary Shareholders’ Meeting. This event will cast a
non-binding vote on the first section which sets out the Remuneration Policy guidelines for 2012,
prepared in close adherence with those adopted in 2011. This is a primary tool for attracting,

Snam Remuneration Report 2012

5

6

Letter from the Chairman of the Compensation Committee

retaining and motivating a highly professional executive team capable of successfully managing the
Company, and for aligning its actions with the interests of our shareholders, while promoting the
creation of value in the medium long term.

March 2012
The Chairman of the Compensation Committee

Davide Croff
The Chairman of the Compensation
Committee
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Foreword
This Report, approved by the Board of Directors on 12 March 2012, following a proposal by the
Compensation Committee, in accordance with the applicable legal and regulatory duties1, defines and
illustrates:
- in the first section, the 2012 Policy adopted by Snam S.p.A. (hereafter “Snam” or the “Company”)
for remuneration of Directors and other Managers with strategic responsibilities2, while setting out
the general objectives of the Company, the boards involved and the procedures in adopting and
implementing the Policy. The general principles and the guidelines defined in the Snam Policy have also
importance in determining the remuneration policies of companies directly or indirectly controlled by
Snam;
- in the second section, the compensation paid during 2011 to Directors, Statutory Auditors, General
Manager Operations3 and other Managers with strategic responsibilities.
The Policy described in the first section of the Report was drawn up in line with the recommendations
on remuneration as set forth in the Corporate Governance Code promoted by Borsa Italiana SpA
(hereafter “Corporate Governance Code”), as most recently amended by the new edition of the Code
of December 2011, the recommendations of which were adopted by a resolution of the Board of
Directors on 19 December 20114.
The text of this Report is sent to Borsa Italiana and made available to the public at the Company’s
registered headquarters and on its website5 by the twenty-first day previous to the date of the
Shareholders’ Meeting, scheduled to approve the 2011 financial statements and to resolve with a nonbinding resolution, on the first section of said Report, in accordance with current regulations6.
Information documents relating to existing compensation plans based on financial instruments can be
viewed in the “Governance” section of the Company’s website.

1
2

3
4
5
6

Art. 123-ter of Italian Legislative Decree no. 58/98 and art. 84-quater of CONSOB Issuers' Regulation (Resolution no. 11971/99
as amended).
Included within the definition of “Managers with strategic responsibilities” pursuant to Article 65, paragraph 1-quater of the
Issuers' Regulation, are those persons having direct or indirect authority and responsibility for the planning, management and
control of Snam. Snam's Managers with strategic responsibilities, other than Directors and Statutory Auditors, are members
of the Steering Committee (the Director of the Legal and Corporate Affairs and Compliance Department, the Director of
Personnel, Organisation and Security and the Director of Planning, Administration, Finance and Control).
The role of the General Manager Operations, who was part of this Company until 31 December 2011, was abolished following
the transfer of the transport side of the business to Snam Rete Gas with effect from 1 January 2012.
See the press release of the same date, available in the ‘Media’ section of the Company's website (www.snam.it).
The text is published in the ‘Governance’ section of the Company's website.
Article 123-ter of Italian Legislative Decree no. 58/98, sixth paragraph.
Snam Remuneration Report 2012

7

Section I
2012 Remuneration Policy

Governance of the
Remuneration Process

Snam Remuneration Report 2012 /Governance of the Remuneration Process

Involved bodies and parties
The Policy regarding remuneration of members of the Snam Board of Directors is defined in accordance
with statutory and regulatory provisions, according to which:
- the Shareholder’s meeting determines the compensation of Board Members at the time of their
nomination and for their entire duration of their mandate;
- the Board of Directors determines the remuneration of the Directors with powers or for participation
in Board Committees, having heard the opinion of the Board of Statutory Auditors.
In line with Snam’s corporate governance rules7, the Board is also responsible for:
- definition of the objectives and approval of Company results for the performance plans to which
determination of variable remuneration of the Directors is connected;
- approval of the general criteria for remuneration of the Managers with strategic responsibilities;
- definition of the remuneration structure for the Internal Audit Manager, in line with the remuneration
policies of the Company and after having heard the opinion of the Internal Control Committee.
In complying with the recommendations contained in the Corporate Governance Code, the Board of
Directors is supported, regarding remuneration issues, by a Committee of non-executive Directors,
the majority of whom are independent (the Compensation Committee) having both an advisory and
proposing role in this regard.

Snam Compensation Committee

Composition, appointments and tasks
The Compensation Committee, first established by the Board of Directors in 2002, consists of, in line with
the most recent recommendations of the Corporate Governance Code, three non-executive Directors,
the majority of whom are independent, with the Chairman selected from among the independent
Directors. At least one of the members of the Committee possesses adequate knowledge and experience
in financial matters or remuneration policies, as assessed by the Board at the time of the nomination. The
Board of Directors carried out such an assessment on 12 March 2012.
The Compensation Committee comprises the following Directors: Davide Croff (non-executive,
independent Director), serving as Chairman, Elisabetta Oliveri (non-executive, independent Director) and
Alessandro Bernini (non-executive Director).
Snam’s Director of Personnel, Organisation and Security is currently Secretary of the Committee.
The composition, tasks and the operating methods of the Committee are governed by a specific
regulation8, approved by the Board of Directors and later replaced on 19 December 2011 in order
to accept the recommendations of the Corporate Governance Code of March 2010, as amended in
December 2011.

7
8

For more information about the Snam governance system, please refer to the “Report on company governance and ownership
structure” published in the ‘“Governance” section of the Company's website.
The regulation for the Compensation Committee is available in the “Governance” section of the Company's website.
Snam Remuneration Report 2012
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The Committee has the following consulting and advisory functions with regard to the Board of Directors:
- submit the Remuneration Report and, in particular, the Remuneration Policy for Directors and Managers
with strategic responsibilities, to the Board of Directors, for its presentation to the Shareholders’
Meeting convened for the approval of the financial statements for the year, under the terms envisaged
under the law;
- periodically evaluate the adequacy, overall consistency and the concrete application of the adopted
Policy, by formulating proposals on this subject for the Board;
- formulate proposals regarding remuneration of the Chairman and the Chief Executive Officer, with
regards to the various forms of compensation and economic treatment;
- formulate proposals relative to remuneration of the members of the Committees of Directors
established by the Board;
- propose, having examined the indication from the Chief Executive Officer, general criteria for
remuneration of Managers with strategic responsibilities, annual and long-term incentive plans, including
equity-based plans, as well as define performance objectives and the assessment of performance plans
relating to the determination of the variable remuneration of Directors with delegated powers and the
implementation of the incentive plans;
- monitor application of decisions adopted by the Board;
- report to the Board once every six months regarding activities carried out.
In performing these functions, the Committee expresses the opinions that may be requested under the
company procedures on related-party transactions, under the terms envisaged by the said procedure.
In accordance with the decisions made by the Board of Directors on 30 April 2010, the Compensation
Committee reviews the remuneration system for the Internal Audit Manager on an annual basis, while
ensuring compliance with the general criteria approved by the Board for all executives and informing the
Chairman of the Internal Control Committee thereof, on the basis of the opinion which the Board must
give at the Board Meeting.
For the proper execution of its analysis and reporting functions, the Compensation Committee makes
use of the relevant departments of the Company and, through the said structures, makes use of the
assistance of external consultants who are not in a position that could compromise their independence
of judgement.
The Chairman of the Board of Statutory Auditors (or another statutory auditor appointed by the former)
is invited to attend Committee Meetings.

Activity cycle for the Compensation Committee
The activities of the Committee are carried out through implementation of an annual schedule which
envisages the following stages:
- verify the adequacy, overall consistency and practical application of the Policy adopted in the previous
year, in relation to the results achieved and the remuneration references provided by highly-specialised
consultants;
- define the proposals for the Policy for the following year and the proposals relating to performance
objectives connected to the short and long term incentive plans;
- make proposals for the implementation of existing short and long term variable incentive plans, by
checking the results achieved in relation to the performance objectives envisaged in the said plans;
- prepare the Remuneration Report to be submitted to the Shareholders’ Meeting on an annual basis,
after approval by the Board of Directors.

Snam Remuneration Report 2012
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Activity cycle of the Compensation Committee

December

December-January
Periodic assessment of the Policies
adopted in the previous year

January

November

February-March
February

October

March

September
Implementation of the Long Term
Monetary Incentive Plan

September

April

Definition of the Remuneration Policy
Summarising of results and definition of
objectives relating to Variable Incentive Plans
Implementation of the Directors’ short term
Variable Incentive Plans
Implementation of the Deferred Monetary
Incentive Plan
Preparation of the Remuneration Report

August

May
July

June

April-May
Presentation of the Remuneration Report
at the Meeting

Activities carried out and scheduled
In 2011, the Compensation Committee met a total of five times, with an average participation rate of
80% of its members.
In the first part of the year, the Committee’s actions were focused on verifying the results of company
performance in 2010 and on defining performance objectives for 2011, for the purpose of the variable
incentive plans, as well as on issues of remuneration relating to the remuneration payable to nonexecutive Directors for participation in the Board Committees.
In the second part of the year, developments in the regulatory framework and self-discipline system were
analysed, partially for the purposes of enacting the recommendations of the Corporate Governance Code,
in regards to remuneration, with the consequent proposal by the Committee to update the regulations in
particular in regard to the composition and the responsibilities of the said Committee.

Main issues dealt with in 2011

March

1. Evaluation of 2010 results and definition of 2011 performance objectives for the purposes of the existing variable incentive plans;
2. Annual monetary incentive proposal for the CEO.

April

1. 2011 Remuneration Policy – Implementation of criteria for merit increases;
2. Chief Executive Officer remuneration.

July

1. Deferred monetary incentive plan – 2011 award to the CEO;
2. Non-executive Director remuneration proposals for participation in the Board Committees.

October

1. Implementation of the Long Term Monetary Incentive Plan for the CEO and for critical managerial resources.

December

1. Examination of the evolution of legal framework on remuneration issues;
2. Proposal for the implementation of the new Article 6 of the Corporate Governance Code of Borsa Italiana and the
consequent updating to the Committee Rules.

Snam Remuneration Report 2012
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The Committee has scheduled four meetings in 2012. As of the date of approval of this Report, the first
two meetings had already been held, dedicated to the periodic assessment of the remuneration policies
implemented in 2011 for the purposes of defining policy proposals for 2012, with particular reference
to defining the characteristics of the Long Term Incentive Plans for 2012-2014, as well as the analysis of
this Report for the subsequent approval of the Board of Directors.
The Committee reports on the exercising of its functions to the Shareholders’ Meetings convened to
approve the Financial Statements, through the Chairman of the Committee, as envisaged in its rules,
while adhering to the guidelines as set out in the Corporate Governance Code and with a view to
establishing a suitable channel for dialogue with shareholders and investors.
Information on the remuneration of Directors and managers is further ensured by the updating of pages
specifically dedicated to these matters in the “Governance” section of the Company’s website.

2012 Remuneration Policy approval process
The Compensation Committee, in exercising its powers, has defined the structure and the contents of
the Remuneration Policy for the purposes of preparing this Report, in particular at the meetings on 13
February and 12 March 2012, in accordance with the most recent recommendations of the Corporate
Governance Code, including the requirement concerning the safeguarding of the rights acquired from
contracts entered into or regulations approved before 31 March 2010.
In making their decisions, the Committee has taken into consideration the resolutions adopted by the
Meeting of 27 April 2010 and by the Board of Directors in 2011.
These activities were carried out following an assessment of the regulatory framework relating
to remuneration and of the practices noted at national and international levels, while preparing the
remuneration report. The Snam Remuneration Policy for 2012 for Directors and Managers with strategic
responsibilities was thus approved by the Board of Directors, on the proposal of the Compensation
Committee, at the meeting on 12 March 2012, at the same time that this Report was approved.
The remuneration policies defined in line with the instructions of the Board of Directors are implemented
by the delegated bodies, with the assistance of the relevant company departments.

Snam Remuneration Report 2012
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Purpose
The Snam Remuneration Policy is defined in accordance with the governance model adopted by the
Company and with the recommendations of the Corporate Governance Code, with the purpose of
attracting and retaining staff with high professional and managerial skills and to align the interests of
management with the primary objective of creating value for shareholders over the medium-long term.
In the context of the Policy adopted, the variable component linked to results achieved is particularly
important. This component is achieved through incentive systems connected to achieving economic/
financial, business development and operational objectives, defined with reference to the sustainability
of results, in line with the Company’s Strategic Plan.
In particular, Snam’s Remuneration Policy contributes to the achievement of the company’s mission,
values and strategies, through: i) the promotion of actions and conduct in line with the Company’s
culture, while complying with the principles of diversity, equal opportunities, valorisation of the skills and
knowledge of individuals, equity and non-discrimination envisaged in the “Our People” Policy approved
by the Board of Directors on 20 December 2010; ii) recognition of the assigned responsibilities, the
achieved results and the quality of the professional commitments taking into account the reference
context and the remuneration markets.

General principles
In order to achieve these objectives, the remuneration of Directors and Managers with strategic
responsibilities is calculated in accordance with the following principles and criteria:
- remuneration structure able to attract, retain and motivate individuals with a high-level professional
qualities;
- compensation of non-executive Directors commensurate with the commitment required in relation to
participation on Board Committees, with compensation for the Chairman that is different from that of
the members of each Committee, taking account of the role attributed to the former in respect of the
coordination of the work and communication with the Company Boards and Departments;
- remuneration structure for the Chief Executive Officer and Managers with strategic responsibilities,
with a suitable balance between a fixed component in line with the powers and/or responsibilities
assigned and a variable component calculated, within maximum limits, and aimed at connecting
remuneration to defined performance;
- overall remuneration that is in line with applicable market references for similar positions or for
roles and responsibilities of a comparable level of complexity, in the context of a pool of companies
comparable to Snam, through specific retribution benchmarking carried out with the assistance of a
leading consulting firm;
- variable remuneration for executive positions expressed as a short term component and a mediumlong term component, characterised by an appropriate deferral of incentives through the provision of
a minimum vesting period of three years;
- significant impact, for executive roles having a greater impact on company results, on the long
term variable components, with a view to the sustainability of results and the creation of value for
shareholders over the medium-long term;
- predetermined targets relating to variable remuneration, which are measurable and calculated to
ensure remuneration of performance on both the short and the medium term horizon by:
i. setting targets for short-term incentive plans on the basis of a balanced scorecard which enhances the
business and individual performance, in relation to specific objectives for the areas of responsibility and,
for those in charge of internal audit activities, which are consistent with the duties assigned to them;

Snam Remuneration Report 2012

Snam Remuneration Report 2012 / Purpose and general principles of the Remuneration Policy

ii. setting targets for long-term incentive plans in a manner that enables an assessment of business
performance, both in absolute terms, with reference to the ability to generate increasing and
sustainable levels of profitability, and in relative terms, compared with a peer group, with reference to
the ability to generate higher levels of performance than those of major European listed companies
in the utilities sector;
- assessment of the assigned performance objectives, net of the effects of the variable components
arising from changes in the reference scenario, in order to evaluate effective individual contribution to
the achievement of the assigned performance objectives;
- benefits in line with reference market practices and remuneration consistent with the current
regulations, in order to complete and enhance the overall remuneration package, taking into account
the roles and/or responsibilities assigned, focusing on the pension and welfare components;
- possible additional payments upon the termination of the employment and/or the mandate and noncompetition agreements for executive roles with a “limited time” aspects, or with a higher risk of
attraction by competitors, in line with the remuneration received and the performance achieved.

Snam Remuneration Report 2012
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In line with previous years, the guidelines for 2012 reflect the decisions made by the Board of Directors
during 2010 and 2011 with regard to the remuneration of Directors with delegated responsibilities.
For Managers with strategic responsibilities, the 2012 Remuneration Policy provides for the same
remuneration instruments to be implemented as in 2011, identifying in particular short and long term
incentive plans strictly in line with those of the top management, in order to better direct and align
managerial actions over the short and long term with the objectives defined in the Company’s annual
performance plans and Strategic Plan.
The 2012 Remuneration Policy guidelines were defined in line with the announced objectives and general
principles and were evaluated by the Compensation Committee in line with applicable market references.

Chairman of the Board of Directors

Remuneration for the role, the powers granted and other treatments
On the basis of the decisions of the Board of Directors Meeting on 10 June 2010, the remuneration of
the Chairman of the Board of Directors envisages the maintaining of a fixed gross annual compensation
of €240,000 which includes the fixed remuneration determined by the Meeting on 27 April 2010, plus
reimbursement of expenses incurred in connection with the job. The amount of the compensation is paid
to the company he is part of, namely eni S.p.A.
In relation to the nature of the role, the following items are not envisaged: i) short or long term variable
incentive components; ii) agreements on end-of-mandate remuneration and indemnity; iii) benefits.

Non-executive Directors

Shareholders’ Meeting established remuneration
The Meeting of 27 April 2010 determined the remuneration of Directors, envisaging a fixed gross annual
compensation of €40,000 plus reimbursement of expenses incurred in relation to the nomination.
Unless the Meeting decides otherwise, non-executive Directors do not benefit from share-based incentive
plans.

Compensation for participation in Board Committees
It is envisaged that non-executive Directors receive an additional annual compensation for participation
in Board Committees:
- for the Internal Control Committee and with regard to their increasingly important role in overseeing
corporate risk, compensation of €30,000 for the Chairman and €20,000 for the other members is
respectively envisaged;
- for the Compensation Committee, compensation of €15,000 for the Chairman and €10,000 for the
other members is respectively envisaged;
- for the Nominations Committee, compensation of €10,000 for the Chairman and €7,000 for the
other members is respectively envisaged.

Snam Remuneration Report 2012

19

20

Snam Remuneration Report 2012 / 2012 Remuneration Policy Guidelines

Treatments established in the event of termination of office
No specific treatments are envisaged upon the termination of office of the non-executive Directors or
agreements that envisage indemnities in the case of early termination of the mandate.

Chief Executive Officer

Fixed remuneration
The annual fixed remuneration established by the Meeting of 27 April 2010 for Directors is also applicable
to the CEO, supplemented by the fixed compensation approved by the Board in respect of the powers
conferred upon him, considering the average wage levels found in the market for large national companies,
for roles of a similar level of responsibility and complexity. Such compensation may be adjusted on the
proposal of the Compensation Committee, on the basis of verification of market positioning.
In his capacity as executive of Snam, the Chief Executive Officer receives indemnities for work-related
travel, both in Italy and abroad, in line with the National Collective Labour Contract and supplementary
corporate agreements provisions.

Short-term variable incentives
The annual variable compensation is determined with reference to a target incentive level (performance
= 100) and a maximum incentive level (performance = 130) of 50% and 65% respectively of total
fixed remuneration, connected with performance on the basis of the economic/financial results and the
operational results achieved by Snam in the previous year. These targets are particularly focused on the
economic and financial performance of the Company, on the profitability of the business and operational
efficiency, as well as on issues of sustainability.
The Compensation Committee has also the right to propose to the Board possible one-time extraordinary
measures for the Chief Executive Officer connected to the achievement, in the year, of results or projects
of particular strategic importance for Snam in terms of strengthening its competitive position in the
medium and long term.

Long-term variable incentives
The long term variable component is divided into two distinct plans:
- The Deferred Monetary Incentive Plan 2012 envisaged the Company’s executives, in relation to the
Company’s performance measured in terms of EBITDA9, a parameter which is widely used in large industrial
companies as a concise indicator of the results and is consistent with the strategy of growth/strengthening
of the current positioning of Snam in its business areas.
The base incentive to be awarded is determined, in relation to the results achieved by the Company in the
year preceding the award, for a target value and a maximum value of respectively 35% and 45.5% of fixed
remuneration. The incentive to be paid at the end of the reference period is determined in relation to the
results achieved in each of the three years subsequent to that of the award, as a percentage of between 0
and 170% of the value attributed.

9

Earnings before interest, tax, depreciation and amortization.
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The 2011 EBITDA results for the 2012 award and the 2012 EBITDA targets were approved by the Board of
Directors on 12 March 2012, on the proposal of the Compensation Committee, in line with the Strategic Plan.
- The Long Term Monetary Incentive Plan for 2012 put in place for the critical managerial resources, which
provides for the allocation of an annual amount equivalent to 50% of fixed remuneration and the payment of
an incentive after three years, in percentages ranging from 0 to 130% in a measure linked to the variation of
the adjusted net income parameter (as an indicator of the ability to generate cash and reward shareholders)
measured during the three years in relative terms, compared with a peer group consisting of the following
leading European listed companies in the utilities sector: Terna, Enagas, Red Electrica, National Grid, Severn
Trent and United Utilities.

Treatments established in the event of termination of office or employment
In his role as Snam’s senior executive, the CEO is provided with the post-employment benefit as set out by
the relevant National Collective Labour Contract and with any supplementary payments individually agreed
on termination in accordance with the criteria established by Snam for cases of assisted redundancy and/or
specific compensation where there is a need to enter into non-competition agreements.
The effects of possible termination of the CEO’s contract of employment on the rights allocated under
existing long-term incentive plans are described in the relevant allocation rules.

Benefits
In accordance with what is provided by national bargaining and supplementary agreements for Snam executives,
the CEO will be registered in the supplementary pension fund (FOPDIRE)10, the supplementary healthcare fund
(FISDE)11, and receive life and disability insurance cover and a car for both business and private use.

Managers with strategic responsibilities

Fixed remuneration
Fixed remuneration is determined on the basis of the assigned roles and responsibilities, by considering
the average market compensation levels of large national companies, for positions of a similar level of
responsibility and managerial complexity, which can be updated periodically as part of annual salary reviews
and which applies to all managerial staff. Given the reference context and current market trends, the 2012
guidelines will provide selective criteria while nonetheless maintaining high levels of competitiveness and
motivation. In particular, the proposed actions are related to: (i) measures for updating the fixed remuneration
component of those in positions that have increased the scope of responsibility or are positioned below the
average of the reference market; (ii) extraordinary one-time measures linked to the achieving of results or
projects of particular importance in the year.
Furthermore, in their role as Snam executives, Managers with strategic responsibilities receive travel
indemnities for work-related travel undertaken both in Italy and abroad, in line with the National Collective
Labour Contract provisions for Directors and with supplementary company agreements.

10 A contractual pension fund with defined contributions and individual capitalisation, www.fopdire.it
11 A fund which provides for the reimbursement of medical expenses to in-service or retired executives and their families,
www.fisde-eni.it
Snam Remuneration Report 2012
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Short-term variable incentives
The annual variable incentive plan provides for compensation determined in reference to the results
of Snam and of individual performance with a target level of incentives (performance = 100) and
a maximum level (performance = 130), differing according to the level of the position held, up to a
maximum of respectively 40% and 52% of fixed remuneration.
Performance objectives, which are re-allocated downwards on the basis of the targets assigned to the CEO,
are focused on economic/financial, operational and industrial performance, on internal efficiency and on
sustainability issues (including a reduction of the accidents frequency rate); as for the Managers with
strategic responsibilities, the variable incentive is linked to business results and to a series of individual
targets allocated depending on the scope of the job’s responsibilities, in line with the provisions of the
Company’s Performance Plan.

Long-term variable incentives
Managers with strategic responsibilities, in line with provisions for the CEO, take part in the Long Term
Incentive Plan approved by the Board of Directors on 12 March 2012, with the following characteristics:
- The 2012 Deferred Monetary Incentive Plan, dependent of the Company’s performance measured in
terms of EBITDA. This plan maintains the same performance conditions and characteristics described
within the scope of the paragraph dedicated to the remuneration of the CEO. For Managers with
strategic responsibilities, the incentive base to be attributed to a target depends on the level of the
position held, up to a maximum of 32.5% of fixed remuneration. The incentive, to be paid at the end
of the three-year reference period, is determined as a percentage of between 0 and 170% of the given
value, in relation to the results achieved.
- The 2012 Long Term Monetary Incentive Plan, envisaged for critical managerial staff. This plan
maintains the same performance conditions and characteristics of the Plan envisaged for the CEO.
For Managers with strategic responsibilities the incentive base to be attributed depends on the level
of the position held, up to a maximum of 35% of fixed remuneration. The incentive, to be paid at the
end of the three-year reference period, is determined as a percentage of between 0 and 130% of the
given value, in relation to the results achieved.
Both plans include provisions aimed at encouraging staff retention, providing – in the event of consensual
contract resolution or transfer or loss of control of the company on the part of Snam, of the company
in which the beneficiary is employed during the vesting period – that the beneficiary retains the right
to the incentive, in an amount that is reduced pro rata to the period elapsing between the grant of the
base incentive and the occurrence of such events or receives no payment in the event of unilateral
termination.

Treatments established in the event of termination of office or employment
Managers with strategic responsibilities are provided with employment termination treatments as
set out by the relevant National Collective Labour Contract and with any supplementary payments
individually agreed on termination in accordance with the criteria established by Snam for cases of
assisted redundancy and/or specific compensation where there is a need to enter into non-competition
agreements.

Snam Remuneration Report 2012
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The effects of any termination of contract of Managers with strategic responsibilities on the rights
allocated under existing long-term incentive plans are described in the relevant allocation rules.

Benefits
In accordance with the policy applied in 2011 and in compliance with the provisions of national
bargaining and supplementary agreements for Snam executives, Managers with strategic responsibilities
are registered in the supplementary pension fund (FOPDIRE), the supplementary healthcare fund (FISDE),
and receive forms of life and disability insurance cover and a car for both business and private use.

Market references and pay-mix
The remuneration references used for the different types of position are indicated as follows: i) for the
Chairman and non-executive Directors the references related to similar roles in national, listed, large-cap
Companies; ii) for the CEO, the references related to similar roles in national and European, listed, largecap Companies; iii) for Managers with strategic responsibilities, the references related to the roles of the
same level of responsibility and managerial complexity at large national industrial companies.
The 2012 remuneration policy guidelines determine a pay-mix in line with the managerial position held,
with greater weighting for the variable, and particularly the long term, component, for roles typically
having a greater impact on business results, as shown in the pay-mix chart set out below, calculated
considering the improvement of short and long term incentives in the case of target results.

PAY-MIX

Chief Executive Officer
Fixed remuneration			
Variable - short term
Variable - long term

43%
21%
36%

Managers with strategic responsibilities
Fixed remuneration			
Variable - short term
Variable - long term

52%
19%
29%

Other managers
Fixed remuneration			
Variable - short term
Variable - long term

74%
13%
13%
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A description of the remuneration measures implemented in 2011 for the Chairman of the Board of
Directors, the non-executive Directors, the CEO, the General Manager Operations and other Managers
with strategic responsibilities is set out below.
Implementation of the 2011 Remuneration Policy, as verified by the Compensation Committee during
the periodic assessment as required by the Corporate Governance Code, remained in line with the general
principles referred to in the resolutions made by the Board of Directors. On the basis of the Committee’s
assessment, the 2011 policy was also in line with the noted market references, both in terms of overall
positioning and in terms of pay-mix.

Fixed remuneration
In 2011, to the Chairman and the non-executive Directors was disbursed fixed compensation as approved
by the Shareholders’ Meeting of 27 April 2010 and to the Chairman the compensation approved by the
Board of Directors on 10 June 2010, in relation to the powers granted.
To the CEO the fixed compensation approved by the Board of Directors for the powers granted and
responsibilities entrusted was disbursed. This compensation was calculated pro rata until 31 May 2011 in
line with Board of Directors decision of 10 June 2010, and in line with Board resolution of 21 April 2011,
starting from 1 June. This compensation includes what was approved by the Meeting on 27 April 2010.
As part of the annual remuneration review process envisaged for all Managers, selective adjustments
were made in 2011 to the fixed remuneration of the General Manager Operations and other Managers
with strategic responsibilities in cases of promotion to superior levels or where it was necessary to adjust
remuneration levels in line with reported market references.
As regards employee salaries, the fixed compensation amounts supplemented with the indemnities as
provided by the National Collective Labour Contract for Executives and by supplementary corporate
agreements are set out under the relevant item in Table 1 on page 32.

Remuneration for participation in Board Committees
In 2011, to non-executive Directors additional compensation approved by the Board of Directors in their
role as Board Committee Members was disbursed. This compensation was calculated pro-rata up to 27
July 2011 in line with Board resolution of 30 April 2010 and in line with the decision of the same date,
until 31 December 2011. The compensation for participation in Nominations Committee was calculated
pro-rata from the date of the relevant established by Board of Directors decision of 26 October 2011.
The amounts of the compensation are set out in the relevant item in Table 1 on page 32.

Variable incentives

Short-term variable incentives
The CEO incentive for the Annual Plan 2011 was paid following assessment of company performance
in relation to the achievement, in 2010, of the targets defined in line with the Strategic Plan and annual
budget, in terms of the economic and financial performance of the Company, business profitability,
operational efficiency and sustainability, particularly with regard to reducing accidents. As regards the
General Manager Operations, the incentive was paid on the basis of economic, financial and operational
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performance of the Transport Division, including an assessment of the achievement of specific
sustainability targets. As regards the other Managers with strategic responsibilities, the variable incentive
paid in 2011 was calculated as a weighted sum, with a 30% score for Snam’s performance and a 70%
score resulting from a comparison with their individual targets on the basis of the positions they held,
fixed in advance in the Snam Performance Plan for 2010.
2010 Snam results, measured on a constant basis and approved by the Board on the proposal of the
Compensation Committee at its meeting on 2 March 2011, resulted in the calculation of a performance
score of 128 points in the used measurement scale, which provides a target level and a maximum level
of 85 and 130 points respectively. For the purposes of the variable remuneration to be paid, the final
performance score resulted in:
- for the CEO, the payment of a bonus equivalent to 64.3% of fixed remuneration, taking into account
the incentive target level (50%) and maximum level (65%) assigned;
- for the General Manager Operations and Managers with strategic responsibilities, the provision of
bonuses calculated in relation to specific performance obtained and dependent on the different
incentive levels, varying according to their job.
The incentives paid to the General Manager Operations and other Managers with strategic responsibilities
are listed under the heading “Variable Non-equity/Bonus compensation and Other Incentives” in Table 1
on page 32, with more detailed information provided in Table 3 on page 37.

Deferred Monetary Incentive Plan
At its meeting on 27 July 2011, the Board of Directors, following the verification and the proposal
of the Compensation Committee, decided that an above-target EBITDA result was achieved in 2010.
The Board set the basis of the 2011 incentive award in favour of the CEO in the amount of €323,000
(45.5% of total fixed remuneration).
To Managers with strategic responsibilities incentive amounts which differ according to the levels of
their positions, up to a maximum of 32.5% of fixed remuneration were disbursed.
The base incentives granted to Managers with strategic responsibilities are listed in the “Yearly Bonus
- Deferred” item in Table 3 on page 37.
The Deferred Monetary Incentive awarded to the CEO, the General Manager Operations and other
Managers with strategic responsibilities in 2008 matured in 2011. On the basis of Snam’s EBITDA
in 2008-2010 and on the proposal of the Compensation Committee, the Board of Directors, at its
meeting on 2 March 2011, set a multiplier of 156% (on an incentive scale from 0 to 170%) to be
applied to the base incentive for the purposes of calculating the amount to be paid.
In particular, to the CEO an incentive amounting to €312,000 (equivalent to 156% of the base
incentive of €200,000 attributed in 2008) was disbursed.
The amounts paid to the General Manager Operations and other Managers with strategic responsibilities
are shown in the “Bonuses for previous years payable/paid” item in Table 3 on page 37.
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Long-Term Monetary Incentive Plan
On the basis of the enhancement to Snam’s previous stock option plan, which had not been implemented
since 2009, the Board of Directors decided, with the support of specialist consultants, to allocate a base
incentive for 2011 in the amount of €341,500.
To Managers with strategic responsibilities amounts determined according to their target incentive level,
which differed depending on their job levels, up to a maximum of 32% of fixed remuneration were
disbursed.
The base incentives allocated to Managers with strategic responsibilities are shown in the “Yearly Bonus
- Deferred” item in Table 3 on page 37.

Stock Option Plans
Since 2009, Snam has no longer approved stock option plans.
As regards existing stock option plans, the 2008 allocation of the 2006-2008 Plan vested in 2011 in
favour of the CEO and critical managerial resources, and linked to the performance achieved by Snam’s
shares in terms of Total Shareholder Return (TSR) in the three-year period, compared with the shares of
major national and European competitors.
On the basis of the verified results achieved in the vesting period, the Board of Directors, on the proposal
of the Compensation Committee, at the meeting on 2 March 2011, set the multiplier to be applied to
the number of options granted in order to determine the options exercisable from 30 July 2011, at 80%
on an incentive scale from 40 to 100%. The number of options exercisable by the CEO was consequently
set at 530,000, with an option price of €3.463.
For more details on the characteristics of existing Plans, please refer to the relevant information
documents published in the “Governance” section of the Snam website.

Severance indemnity for end of office or termination of employment
The General Manager Operations, whose office finished at the end of the year, was granted an amount
defined in line with company policy on termination incentives, in addition to his contractual and
statutory entitlement. Details of the effects of the consensual termination of contract of the General
Manager Operations on existing incentive plans, as envisaged by the respective Regulations, are provided
in the notes to Table 2, on page 35 and in Table 3, on page 37.
The amounts disbursed as termination of employment payments are shown in the “Termination of office
or termination of employment indemnity” item in Table 1 on page 32.

Benefits
Table 1, on page 32, provides the value of the benefits recognised in 2011, in terms of a tax liability
criterion; in particular, these values relate to the following benefits: i) annual contributions to the
FOPDIRE supplementary pension fund, ii) annual contribution to the FISDE supplementary healthcare
fund, iii) use of Company cars for a three-year period (annual value net of the contribution to be paid by
the manager).
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Table 1 - Remuneration earned by Directors, Statutory Auditors, General Manager Operations
and other Managers with strategic responsibilities
The table below indicates by name the remuneration to Directors, Statutory Auditors, General Manager
Operations and, at an aggregate level, to other Managers with strategic responsibilities12. Information
about compensation repaid by Snam to other companies is provided; no indication is given of further
compensation received by subsidiaries and/or affiliates which has been repaid to them. All individuals
who filled these roles during the period are included, even if for only a part of the year.
In particular:
- the fixed remuneration of employees in 2011 is reported in the “fixed remuneration” column,
following the criteria of competence, including allowances payable for travel performed nationally
and abroad in line with business mobility policies, excluding reimbursement of lump sum expenses
and attendance fees as they are not envisaged. The salaries of employees are paid gross of social
security contributions and taxes. Separate disclosure of any indemnities or payments referred to
employment relationship are provided in a note;
- Compensation due to the Directors for participation in the Committees established by the Board
are reported in the “Committees membership remuneration” column, following the criteria of
competence. Separate disclosure of compensation for each committee of which the director is a
member is provided in the note;
- the incentives paid during the year due to the maturation of the relative rights following the
assessment and approval of the performance results by the competent corporate bodies are listed
in the column “Variable non-equity remuneration” in the entry “Bonuses and other incentives”, in
accordance with that specified, in greater detail, in the table “Monetary incentive plans for Directors,
the General Manager Operations and other Managers with strategic responsibilities”. No data is
reported in the “Profit sharing” column as no form of profit sharing is envisaged;
- the value of fringe benefits awarded is reported in the “Non-monetary benefits” column, in accordance
with competence and taxability criteria;
- no data is reported in the “Other remuneration” column as no other remuneration is envisaged;
- the total amount of all the previous items is reported in the “Total” column;
- the fair value for the year relating to existing stock option plans, estimated according to international
accounting standards which assign the relevant cost in the vesting period is shown in the “Fair value
of equity remuneration” column;
- the “Severance indemnities for end of office or termination of employment” column lists the
indemnities accrued in favour of the General Manager Operations, who ended his employment on
30 December 2011.

12

The presuppositions envisaged under the regulations in effect for disclosure on an individual basis do not exist.
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TABLE 1: Remuneration earned by Directors, Statutory Auditors, General Manager Operations
and other ManagerS with strategic responsibilities

04.13

240 (a)

Carlo Malacarne

(2)

Chief Executive
Officer

01.01-31.12

04.13

701 (a)

Alessandro Bernini

(3)

Director

01.01-31.12

04.13

40 (a)

5 (b)

Davide Croff

(4)

Director

01.01-31.12

04.13

40 (a)

10 (b)

Elisabetta Oliveri

(5)

Director

01.01-31.12

04.13

40 (a)

6 (b)

Mario Stella Richter

(6)

Director

01.01-31.12

04.13

40 (a)

12 (b)

Massimo Mantovani

(7)

Director

01.01-31.12

04.13

40 (a)

Renato Santini

(8)

Director

01.01-31.12

04.13

40 (a)

13 (b)

Roberto Lonzar

(9)

Director

01.01-31.12

04.13

40 (a)

29 (b)

1,461

43

344 (a)

457 (b)

14

815

17

1,027 (a)

767

47

1,841

8

1,971

74

4,117

68

Profit sharing

13

Bonuses and other
incentives
747 (b)

Severance indemnities for
end of office or termination
of employment

Fixed remuneration

01.01-31.12

Fair Value of equity
remuneration**

Office expiry*

Chairman

Total

Term of office

(1)

Other remuneration

Office

Salvatore Sardo

Non-monetary benefits

Notes

Committee membership
remuneration

Variable Non-equity
remuneration

(amounts in € thousands)

Name and Surname
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Board of Directors:

Board of Statutory Auditors:
Massimo Gatto

(10)

Chairman

01.01-31.12

04.13

60 (a)

Francesco Schiavone Panni

(11)

Statutory Auditor

01.01-31.12

04.13

40 (a)

Roberto Mazzei

(12)

Statutory Auditor

01.01-31.12

04.13

40 (a)

General
Manager
Operations

01.01-31.12

General Manager Operations:

Francesco Iovane

(13)

Other Managers with strategic responsibilities***
(14)

Overall total

2,732

75

1,260 (c)

1,260

* For the Directors appointed by the Meeting of 27 April 2010 the office will expire at the Meeting for approval of the Financial Statements as at 31 December 2012.
** This refers to the value pro rata temporis in 2011 (1 January to 30 July) of the transfer of the 2008 Stock Option Plan, according to the breakdown required
by the accounting standards.
*** Executives who, during the course of the year and together with the Chief Executive Officer and General Manager Operations, were permanent members
of the Company’s Executive Committee (four executives).

Snam Remuneration Report 2012

Snam Remuneration Report 2012 / Compensation paid during the year 2011

1 Salvatore Sardo - Chairman of the Board of Directors
(a) This amount includes fixed remuneration approved by the Board of Directors on 10 June 2010, including the fixed annual compensation of €40,000
determined by the Meeting on 27 April 2010. This remuneration is paid to the company he is part to (eni SpA).
2 Carlo Malacarne - Chief Executive Officer
(a) This amount is the Gross Annual Salary (including the adjustment approved by the Board of Directors in the meeting held on 21 April 2011 and
the amount of €3,300 relating to the reimbursement of travel expenses, incurred both in Italy and abroad, in line with the National Collective Labour
Contract Executives reference and the company’s supplementary agreements). This amount includes the compensation of €40,000 approved by the
Meeting of 27 April 2010 for the office of Director.
(b) This amount includes the payment of €312,000 for the deferred monetary incentive awarded in 2008.
3 Alessandro Bernini - Director
(a) This amount is the fixed annual remuneration approved by the Meeting of 27 April 2010. This amount of remuneration is paid to the company he
belongs to (eni SpA).
(b) This compensation relates to Compensation Committee membership and is paid to the company he belongs to (eni SpA).
4 Davide Croff - Director
(a) This amount is the fixed annual remuneration approved by the Meeting of 27 April 2010.
(b) This amount includes €8,000 membership of the Compensation Committee and €1,800 membership of the Nominations Committee (pro-rata
temporis from 26 October 2011).
5 Elisabetta Oliveri - Director
(a) This amount is the fixed annual remuneration approved by the Meeting of 27 April 2010.
(b) This amount relates to Compensation Committee membership.
6 Mario Stella Richter - Director
(a) This amount is the fixed annual remuneration approved by the Meeting of 27 April 2010.
(b) This amount relates to Internal Control Committee membership.
7 Massimo Mantovani - Director
(a) This amount is the fixed annual remuneration approved by the Meeting of 27 April 2010. This amount of compensation shall be paid to the company
he belongs to (eni SpA).
8 Renato Santini - Director
(b) This amount includes €11,700 membership of the Internal Control Committee and €1,300 membership of the Nominations Committee (pro-rata
temporis from 26 October 2011).
9 Roberto Lonzar - Director
(a) This amount is the fixed annual remuneration approved by the Meeting of 27 April 2010.
(b) This amount includes €27,800 for membership of the Internal Control Committee and €1.300 membership of the Nominations Committee (pro-rata
temporis from 26 October 2011).
10 Massimo Gatto - Chairman of the Board of Statutory Auditors
(a) This amount is the fixed annual remuneration approved by the Meeting of 27 April 2010.
11 Francesco Schiavone Panni - Statutory Auditor
(a) This amount is the fixed annual remuneration approved by the Meeting of 27 April 2010.
12 Roberto Mazzei - Statutory Auditor
(a) This amount is the fixed annual remuneration approved by the Meeting of 27 April 2010.
13 Francesco Iovane - General Manager Operations
(a) To the amount of €343,600 of Gross Annual Salary, add €200 in allowances for travel expenses both in Italy and abroad, in line with the National
Collective Labour Contract Executives reference and supplementary corporate agreements, for a total of €343,800.
(b) This amount includes the distribution of €122,500 in relation to the deferred monetary incentive awarded in 2008 and the amounts of the pro rata
share of the deferred monetary incentive plan 2009 and 2010 distributed following termination, in relation to the elapsed vesting period as defined in
the relevant Regulations.
(c) This amount includes Termination Indemnities and voluntary redundancies paid in relation to termination of employment.
14 Managers with strategic responsibilities
(a) To the amount of €1,021,000 relating to the Gross Annual Salary, are added the allowances payable in respect of travel expenses in both Italy and
abroad, in line with what is expected in the National Collective Labour Contract Executives reference and supplementary corporate agreements for a
total of €6,000.
(b) This amount includes the distribution of €122,500 relating to the deferred monetary incentive awarded in 2008.
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Table 2 - Stock options assigned to Directors, General Managers Operations and other Managers
with strategic responsibilities
The stock options assigned to CEO, General Manager Operations and, at an aggregate level, to other
Managers with strategic responsibilities are shown by name in the table.
In particular, the purchase rights (options) for Snam shares, which can be exercised after three years
from the date granted are indicated, in relation to the existing stock incentive plans, the last of which
was granted in 2008; data are reported on an aggregated basis since these incentive plans are residual.
In the “Options available during the year” column, the table provides evidence of the data indicated in
the “Fair value of equity remuneration” column in Table 1.
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Table 2: Stock options granted to Directors, General Manager Operations and other Managers
with strategic responsibilities

Fair value (thousands €)1

Number of options held at the end of the year

Number of options expired in the year

Market price of the underlying shares
on the exercise date (€)

Exercise price (€)

Number of options

Options exercised
in the year

Market price of the underlying shares upon
granting of options (€)

Grant date

Fair Value on grant date (€)

Possible exercise period (from - to)

Exercise price (€)

Options granted
in the year

Number of options

Average expiry (months)

Average exercise price (€)

Number of options

Plan

Name and Surname
Office

Options held at the
beginning of the year

Carlo Malacarne
Chief Executive
Officer

Snam Rete
Gas Stock
Option Plan

1,541,900 3.411

33

803,900

3.276 3.979 132,500 605,500

43

Francesco Iovane
General Manager
Operations

Snam Rete
Gas Stock
Option Plan

680,800

3.393

32

207,800

3.018 4.162

Other Managers
with strategic
responsibilities3

Snam Rete
Gas Stock
Option Plans

186,650

3.489

39

1
2
3

54,300

418,700

172

25,500

161,150

8

Refers to the value pro rata temporis in 2011 (1 January to 30 July) of the allocation of the 2008 stock option plan, in accordance with the breakdown
required by accounting standards,
Following the consensual termination, the options granted in 2007 and 2008, amounting to 168,000 and 217,000 options, are exercisable within 12
months of the date of termination (by 30 December 2012),
Executives who, during the course of the year and together with the CEO and the General Manager Operations, were permanent members of the
Company’s Executive Committee (four executives).
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Table 3 - Monetary incentive plan for Directors, General Manager Operations and other
Managers with strategic responsibilities
The table below indicates by name, the short and long term variable monetary incentives, envisaged
for the CEO, the General Manager Operations and, at an aggregate level, for the other Managers with
strategic responsibilities.
In particular:
- the “Yearly Bonus - payable/paid” column shows the short term variable incentives granted in the year
on the basis of a performance evaluation made by the relevant corporate bodies compared with the
targets set for 2010;
- the “Yearly Bonus - deferred” column shows the amount of the base incentive awarded in the year in
implementation of the long term monetary incentive Plans;
- the “Deferral period” column shows the length of the vesting period for the long term incentives
granted in the year;
- the “Bonuses for previous years - no longer payable” column shows the long term incentives which
are no longer payable under the final evaluation of the vesting period’s performance conditions or
of incentive shares which have lapsed because of events pertaining to the employment relationship
governed by the Regulations of the Plans;
- the “Bonuses for previous years – payable/paid” column shows the long term variable incentives granted
in the year, which have vested on the basis of evaluating the performance conditions of the vesting
period or of incentive shares granted because of events pertaining to the employment relationship
governed by the Regulations of the Plans;
- the “Bonuses for previous years - still deferred” column shows incentives allocated in relation to the
existing long term plans which have not yet vested.
- in the “Other Bonuses” column no values are reported as no other bonuses were paid.
The Total of the “Yearly Bonuses - payable/paid”, “Bonuses for previous years - payable/paid” and “Other Bonuses”
columns is the same as the amount indicated in the “Bonuses and other incentives” column in Table 1.
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Table 3: Monetary incentive plan for Directors, General Manager Operations and other ManagerS
with strategic responsibilities

Carlo Malacarne
Chief Executive Officer

Annual Monetary Incentive Plan 2011 - BoD Meeting 2 March 2011
Deferred Monetary Incentive Plan 2011 - BoD Meeting 2 March 2011

323 three-yearly

Long Term Monetary Incentive Plan 2011 - BoD Meeting 26 October 2011

341 three-yearly

Deferred Monetary Incentive Plan 2010 - BoD Meeting 27 July 2010

307

Long Term Monetary Incentive Plan 2010 - BoD Meeting 27 October 2010

293

Deferred Monetary Incentive Plan 2009 - BoD Meeting 29 July 2009

258

Total

435

0

312

Deferred Monetary Incentive Plan 2010 - BoD Meeting 27 July 2010

532

533

Long Term Monetary Incentive Plan 2010
BoD Meeting 27 October 2010

652

353

Deferred Monetary Incentive Plan 2009 - BoD Meeting 29 July 2009

302

713

Annual Monetary Incentive Plan 2011

Total

664

TOTAL
1
2
3
4

0

0

0

122
0

148

281

483

Deferred Monetary Incentive Plan 2011 - BoD Meeting 2 March 2011

308 three-yearly

Long Term Monetary Incentive Plan 2011 - BoD Meeting 26 October 2011

309 three-yearly

Deferred Monetary Incentive Plan 2010 - BoD Meeting 27 July 2010

280

Long Term Monetary Incentive Plan 2010 - BoD Meeting 27 October 2010

267

Deferred Monetary Incentive Plan 2009 - BoD Meeting 29 July 2009

229

Deferred Monetary Incentive Plan 2008
Allocation: BoD Meeting 29 July 2008 - Disbursement: BoD Meeting 2 March 2011
Total

858

175

175

Annual Monetary Incentive Plan 2011

Other bonuses

312

Deferred Monetary Incentive Plan 2008
Allocation: BoD Meeting 29 July 2008 - Disbursement: BoD Meeting 2 March 2011

Managers with strategic
responsibilities (4)

still deferred

435

Deferred Monetary Incentive Plan 2008
Allocation: BoD Meeting 29 July 2008 - Disbursement: BoD Meeting 2 March 2011

Francesco Iovane
General Manager Operations

payable/paid1

Bonuses
for previous years

no longer payable

deferral period

deferred

payable/paid

Yearly Bonus

Plan

Name and Surnam
Office

(amounts in € thousands)

285
483

617

1,093 1,281

0

285

776

148

878

1,634

0

Disbursement of the deferred monetary incentive awarded in 2008 in relation to EBITDA performance in the 2008-2010 three-year period.
Pro rata amount no longer payable, following consensual termination, with regard to the vesting period having elapsed, as defined in Regulations of the Plan.
Pro rata amount disbursed, following consensual termination, with regard to the vesting period having elapsed, as defined in the Regulations of the Plan.
Executives who, during the course of the year and together with the CEO and the General Manager Operations, were permanent members of the
Company’s Executive Committee (four executives).
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Shareholdings held
In the following table and pursuant to Article 84-quater, paragraph 4 of the Consob Issuers’ Regulation
are set out the shareholdings in Snam SpA held, directly or through subsidiaries, trust companies or
intermediaries, by the Directors, the Statutory Auditors, the General Manager Operations, Managers with
strategic responsibilities as well as their spouses (not legally separated) and minor children, as registered
in the company’s books, received in communication or from other information acquired from the said
individuals.
The number of shares (all “ordinary”) is indicated by name for the Directors, Statutory Auditors and the
General Manager Operations and, at an aggregate level, for other Managers with strategic responsibilities.

Number of shares held at
31 December 2011

Number of shares sold

Number of shares acquired

Number of shares held at
31 December 2010

Entity

Office

Table 4 - Shareholdings held by Directors, Statutory Auditors, General Manager Operations
and other ManagerS with strategic responsibilities in Snam S.p.A.

Name and Surname
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Board of Directors:
Salvatore Sardo

Chairman

Snam

14,000

Carlo Malacarne

Chief Executive Officer

Snam

187,738

Alessandro Bernini (1)

Director

Snam

23,000

Mario Stella Richter

Director

Snam

Roberto Mazzei (1)

Statutory Auditor

Snam

Giulio Gamba

Alternate Auditor

General Manager Operations

803,900

14,000
803,900

187,738
23,000

5,364

5,364

10,000

10,000

20,000

Snam

2,101

2,000

4,101

0

Snam

95,063

207,800

130,000

172,863

Snam

77,550 (3)

40,000

Board of Statutory Auditors:

General Manager Operations:
Francesco Iovane

Other Managers with strategic responsibilities (2)

1
2
3

117,550 (3)

Shares held by spouse
Executives who, during the course of the year and together with the CEO and the General Manager Operations, were permanent members of the
Company's Executive Committee (four executives).
of which 50,000 held by spouse

Snam Remuneration Report 2012

