PEOPLE
AND WORK AS
DRIVERS OF
DEVELOPMENT

Maximising the potential of our people

and monitoring and developing the skills
necessary for maintaining the company'’s
competitive position are strategic factors

for achieving our objectives.



The year 2011 saw various changes to the group’s organisational system and scope.

After the issuance of the “"Our people” policy, approved by the Board of Directors in 2010,
which represented a significant step in expressing the principles of management and develop-
ment of the people who operate in the group, during the year, through the corporate regula-
tory system and in particular the Management System Guidelines, these principles were made
operational, redefining management rules, roles and responsibilities.

Then, at year-end, the need arose to comply with the obligations provided for by the imple-
mentation of the Third European Directive. In addition to creating an independent transporta-
tion company and repositioning some activities (sales and procurement) within the operating
companies, Snam expanded and insourced a series of services previously carried out by the in-
tegrated operator, Eni, for which another 120 people were absorbed into the group in addition
to hires from the market. These interventions will guide Snam’s organisational system toward
greater specialisation and decision-making autonomy so as to be able to focus more attention
on managing and developing the different businesses. The new hires, together with planned
departures, have left staff size substantially unchanged, since the enlarged scope of activities
overseen was offset by the effects of policies for increasing efficiency.
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LA1
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New hires 2009 2010 2011
Hired from the market (No.) 40 55 140
...of which university graduates (No.) 30* 39* 51
...of which high school graduates (No.) 92* 61* 85
...of which holding other qualifications (No.) 46* 37* 4

* These data also include hires from eni group which amounted to 128 in 2009 and 82 in 2010.

Hours worked in 2011 totalled more than 9.9 million, with an absenteeism rate of approximately
665,260 hours (of which 55.9% hours due to sickness, 1.9% hours due to accidents, and 42.2%
hours due to other reasons).

Personnel (by type of contract) 2009 2010 2011
permanent contract (not including part-time) (No.) 5,957 5,844 5,797
apprenticeship or trainee programme (No.) 145 158 211
fixed-term contract (No.) 5 3 1
part-time contract (No.) 103 99 103
employees with part-time contracts (No.) 99 94 95

DEVELOPING AND MAKING THE MOST OF HUMAN CAPITAL

Developing skills and abilities

Training and consolidating professional and managerial skill sets, in a changing scenario, are an
integral part of maximising people’s potential.

Along with enhancing people’s job opportunities, training serves as a support to organisational
integration and change management. These activities are based on an ongoing partnership
with the various internal units in order to encourage the design and continual improvement of
training courses, making them more efficient and consistent with the requirements of people,
professional families and corporate objectives.

Training data 2009 2010 2011
Hours of training provided 154,010 148,824 187,134
...of which executives 3,143 3,734 2,369
...of which managers 15,072 13,358 13,840
...of which office workers 84,967 79,526 102,103
- of which manual workers 50,828 52,206 68,822

Number of participants 15,484 13,750 16,437
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LA10
.. Target achieved Activity
KPI description KPI date Pre-set target in 2011 Sector -
Average hours per employee (No.) 2010 Achieve 24 in 2011 30 Snam group |
Involvement of corporate population (%) 2010 Achieve 80% in 2011 90 Snam group |

Managerial development activities continued in 2011, basically in continuity with the previous
year but with differentiated interventions aimed at specific needs, identified due to segment-
ing the corporate workforce both horizontally by role and professional family, as well as verti-
cally, i.e. by level of responsibility.

These activities have also been integrated into the performance evaluation system and into
the individual potential and ability evaluation.

Other initiatives have concerned specific corporate population groups. University graduates
just entering the workforce have been involved in a trainee plan, which will be carried out
over a two-year time period, aimed at encouraging knowledge of the business and at facili-
tating their integration into the corporate fabric. For managers under 40, an initiative known
as “360° Outlook” has been prepared, with the objective of increasing their managerial skills

from the standpoint of self-development.

LA11

2011 training initiatives

Training courses were carried out on “The economic and managerial rationales of regulated markets”,
in cooperation with the Politecnico di Milano

Continued commitment to professional training for developing and consolidating specialised technical know-how and
training in support of local reorganisation for manual workers

More than 30,000 hours of HSE training were provided. The topics dealt with in specific training courses, designed and
implemented internally, included: “Safe Driving”, “The Role of the Safety Officer” (Legislative Decree No. 81/08) and
Implementing Management Systems

In terms of the environment, a new high-impact development has been the introduction of the new waste traceability

system (SISTRI), which has required a significant widespread training initiative throughout the country

SO3-HR3 Continued training activity on the requirements of the Organisation, Management and Oversight Model
pursuant to Legislative Decree No. 231/2001, in a targeted anti-corruption course aimed at disseminating the guidelines
adopted by the Company (more than 12,900 hours)

Continued training in support of the “Project for insourcing maintenance activities and implementing
the new SAP system”

Explained the procedure approved by the Board of Directors of Snam Rete Gas and implemented by the subsidiaries on
provisions regarding related-party transactions, governed by Consob Regulations

Specific training initiatives were implemented to develop managerial skills (see below)
Offered training in support of the introduction of Work Force Management. Courses were also held on the New Mapping

Update, and courses were designed on the New Organisational Model for operational activities

Implemented a training course project on middle manager skills, the Peak Performer Model (see box below),
aimed at maximising and disseminating existing best practices in the group’s different business areas

Held events for providing information on and sharing corporate strategies. In particular, a workshop was organised to
ensure awareness of the business context in expectation of the implementation of the Third European Directive and
illustrate the core points of the strategic plan

Recipients

Managers and recently
hired university graduates

Manual workers

Managers, office workers,
technical personnel and
manual workers
(4,913 participants)

Managers and
office workers (3,231
participants)

Stogit personnel (more than
50,000 hours of training)

Involved 200 people
affected by the rules

Executives and managers

Mainly technical personnel
in distribution

Technical operations
managers
(more than 130 people)
working nationwide

Executives
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THE PEAK PERFORMER MODEL FOR OPERATIONS MANAGERS

Launched in early 2011, the "Peak Performer Model” is a project carried out in cooperation with Towers Watson.

Peak Performer Project

Project goals

People involved

Project phases

This is a project designed to allow for active participation both by managers, whose responsibility for employee
development is key, and by employees themselves to clarify their role in the development process and target certain
behaviour that has emerged as critical, all by interacting and working as a group.

It is a methodology with the objective of maximising and disseminating existing best practices, identifying a set of
distinctive behaviours, common across the transportation, distribution and storage businesses; the commitment to
disseminating and inculcating these behaviours in the organisation, and sharing a platform of operating methods
and values, is synonymous with building a “culture of development”, a group culture to be extended to the entire
corporate workforce, especially to new employees who will be the company of the future.

« improving performance;
- encouraging corporate integration (through personal acquaintance, team work, meetings and discussions among
different professionals).

Some 150 people are involved, including executives (district heads) and operations managers (centre/plant heads)
from Stogit, Italgas and Snam Rete Gas operations management.

« directives and guidelines defined and agreed upon by a working group including executives, HR managers and

The project, broken down into consultants;

different phases, is currently
under way and will continue

fora good part of 2012

Results
(as at 2011)

LA12

+ completed the initial phase of the project with individual interviews and focus groups involving all interested parties
in order to identify a list of behaviours implemented in the main phases of the business process;

+ held group training and individual coaching events, which made it possible to obtain key methodological models and
to support executives in becoming for all practical purposes coaches for their own employees thanks to development
plans prepared and shared with operations managers, as the basis for defining and implementing specific actions in
the near future.

The Peak Performer model was applied to information of a qualitative nature, cross-referenced against more strictly
quantitative data deriving from operating results, giving rise to the identification of a limited number of “win-win
behaviours”.

Incentive and remuneration systems

Performance appraisals assess the contribution made and the results achieved by individual staff
members over the course of the year and are a way of communicating and involving them in
meeting targets.

For managers, a management review is carried out each year, which enables accurate monitoring
of their performance using consolidated and common criteria.

In 2011, the competitiveness and fairness of compensation practices for managerial and pro-
fessional personnel were audited and optimised following the update of the job evaluation
begun in 2010.

The compensation system is adjusted periodically using criteria based on meritocracy and internal
fairness. It is particularly aimed at ensuring recognition of the results achieved by an employee, the
quality of professional support provided and the employee’s potential for development.

Alongside the policy of meritocracy, related to roles and responsibilities, a variable incentive sys-
tem for managers and executives has been built up over the last few years in connection with per-
formance appraisal through the allocation of specific individual charts derived from the corporate
ones. In 2011, this appraisal involved all executives and their commitment to developing business

activities, with a particular focus on sustainability.

This is demonstrated by the allocation of individual sustainability targets to nearly 100% of
the executives. Meanwhile, as far as managers are concerned, 38% were assigned an indi-

vidual target associated with sustainability issues.



Snam Sustainability Report 2011 / People and work as drivers of development

. For young graduates, we began studies aimed at defining differentiated compensation poli-
cies on the basis of performance and professional and managerial ability in order to support
the motivation and retention of our most talented youngsters.

We also continued our commitment to improve the system of benefits.

As in previous years, as part of our internal communication initiatives, we extended our
Total Reward Statement (an itemised breakdown of an individual's overall pay packet) to all
managers.

All jobs at Snam Rete Gas S.p.A., GNL Italia and Stogit are subject to analytical and overall
evaluation of complexity, responsibility, experience and autonomy (CREA) factors, as speci-
fied by the national collective labour agreement for the energy and petroleum industry. 395
evaluations were carried out in 2011. All evaluation processes are formalised and involve
feedback sessions that are an important opportunity for discussion and communication be-
tween manager and employee with a view to gathering information that can be used to
draw up new actions for developing and maximising the potential of our people.

A collective incentive programme is used for all group companies: the “Profit-sharing scheme”
introduced pursuant to the respective national collective labour agreements. This scheme is
based on company profitability (return on average capital employed, or ROACE) and produc-
tivity, as measured in relation to annual targets agreed between the Company and union rep-
resentatives.

Diversity and equal opportunities

LA13  In line with the Code of Ethics and the "Our people” policy, Snam respects each person and
offers equal opportunities in all aspects of employment, including recruitment, training, pay,
promotion, transfers and termination, avoiding any form of discrimination which may arise
from differences in gender, age, health, nationality and political or religious beliefs.

2009 2010 2011
Women in the workforce (%) 9.7 9.6 10.5
Women hired * (%) 23 12 24

These figures reflect the characteristics of our business, which demands particular availability for shift work and continual travel and is therefore not
suitable for some candidates. “Manual workers” include men only.

PERCENTAGE OF WOMEN PRESENT PER RANK (%)
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LA15

LA13

We offer more favourable maternity provisions than those required by law, maintaining the
company benefits provided for all staff. Maternity pay during the mandatory leave period
is 100% of the salary for the month prior to commencement of leave (compared with 80%
required by law).

In 2011, all personnel taking parental leave returned to work.

A guide has been published on the intranet for both biological and adoptive parents with a
view to raising awareness about their rights and highlighting the Company's dedication to
parents.

Thirty-two workers (male and female) took parental leave in 2011.

Snam promotes generational turnover by training new employees to support the technologi-
cal changes that will be necessary to deal with the introduction and development of new IT
systems.

DEMOGRAPHIC DIVERSITY: EMPLOYEES PER AGE BRACKET

LA1

LA13
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The group employs 319 disabled people, whose development programmes focus on training
and integration into corporate processes.

There is not a significant presence of ethnic and linguistic minorities in our workforce, partly
due to the fact that Snam operates only in Italy.

Wellbeing among personnel

Snam offers employees and their family members a varied system of initiatives intended to
enhance their wellbeing, improve their work/life balance and improve the quality of the work
environment.

Over the years, a system of opportunities has been developed which includes:

- insurance cover for work and non-work accidents, offering more than the statutory benefits;

+ supplemental health care: provides reimbursement for expenses incurred for health and hos-
pital services at public and private facilities;
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- employee access to supplemental pension funds, which are funded to a great extent by com-
pany contributions

LA3  Snam has adopted a welfare system using a multi-year plan involving the activation of strands

of services in the areas of "family”, “health” and “other agreements”.

WELFARE PROJECT

Intervention area

Family

Health

Other agreements

Interventions

Summer camps in the city for children and adolescents, created to assist families during school holidays

+ Summer beach and mountain outings

+ Themed outings for adolescents focusing on English language studies, sports and respect for nature

Eni 0-6, a centre of excellence in terms of both its teaching and its architecture, comprises a créche and a nursery school that
cater for employees’ children aged zero to six years, allowing parents to have a better work/life balance (operational at San
Donato Milanese since September 2010)

Snow Trophy: the winter sporting event that involves Eni employees and their families in a weeklong programme of ski
competitions. 126 people from Snam participated in the 2011 edition

Promoting health:

early cancer detection programme in cooperation with the Italian League against Cancer and with participating health

facilities, and agreements with some health centres on hospital and outpatient services and the flu vaccination campaign;

- wellbeing Programme: this offers the opportunity to engage in physical activities at selected and approved sports centres in
the vicinity of the office buildings, at preferential membership rates.

Meals

+ Snam is committed to providing high quality in corporate catering, using first-rate raw materials and taking care in the
preparation process to keep nutritional value intact. The commitment to guarantee people continually evolving service
increasingly focused on wellbeing has also led to the restructuring of some corporate eateries, such as those in Turin (Italgas),
Crema (Stogit) and San Donato Milanese (Snam). Take Away is another attractive option, combining wellbeing with the
chance to save time by allowing employees to reserve and pick up dishes to eat at home.

+ Snam personnel are offered preferential terms for obtaining personal loans and credit cards, buying used cars, hiring cars,
buying name-brand products or booking a holiday. Some agreements also offer a chance to take out insurance

+ In terms of culture, employees have the opportunity to enjoy free or reduced-cost tickets to visit museums and exhibits,
attend concerts and operas, and attend international festivals, such as MITO Settembre Musica, held in Turin and Milan in
autumn 2011,

As part of its respect for the environment and limiting CO, emissions produced by personal
travel and in order to identify the most suitable solutions for effectively meeting its employ-
ees’ mobility needs, the Company offers the Mobility Management area. It was created to
encourage employees to regularly use sustainable means or methods to travel between home
and work, and offers a chance to become informed about and acquire passes for public trans-
portation and bike sharing and car sharing schemes. At San Donato Milanese, the Company
also makes available a shuttle service from the metropolitan train station to the worksite.

In 2011, as every year, employees who have provided 25 years of service to the Company
were awarded a prize and a gold medal, attesting to their individual contribution to the Com-
pany's growth. In 2011, 452 Snam people received awards.
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Industrial relations

Snam guarantees all workers the right to freely express their thoughts, join associations and
engage in union activities. National collective labour agreements apply to all Snam workers
(for the transportation, storage and regasification sectors, the energy and petroleum industry
agreement applies, and for distribution, the gas and water agreement applies).

In 2011, 53% of employees were members of a trade union. Special meeting spaces are pro-
vided for union activities to be engaged in, and workers enjoy dedicated leave, as provided for
by current regulations and the applicable industry agreement. All workers can submit topics
of interest to them to the unitary union representative bodies (RSU), which are periodically
replaced through elections.

In 2011, dealings between Snam and the trade unions focused, on the one hand, on devel-
oping group integration processes, dictated in particular by the implementation of the Third
European Directive and, on the other hand, on the entry into force of the more recent regula-
tions on distribution, which by introducing new rationales for assigning concessions and spe-
cific occupational requirements (the “solidarity clause”) will govern the subject in a highly

innovative manner.

From that standpoint, in a dialectical climate of intense debate, the following, among others,

have been discussed both nationally and locally and have been the subject of an agreement:

- the acquisition of the ICT and Administrative Services business units of Eni S.p.A. and Eni Ad-
fin S.p.A., respectively;

-the group’s reorganisation, which saw the transfer of transportation activities to newly
formed company Snam Trasporto, the reallocation of some activities to Stogit, again by busi-
ness unit transfer, and the creation of Snam S.p.A., with corporate functions.

At Italgas, an agreement was reached on the new operating organisation, aimed at better over-

seeing the territory in keeping with the entry into force of the abovementioned regulations..

HEALTH AND SAFETY

Preventing accidents and working in a safe environment are primary objectives for Snam. Proof

of this can be seen in the setting up, within the companies, of appropriate organisational struc-

tures responsible for defining, scheduling and controlling plans for improving workplace health

and safety.

Within the group, a distinction is made between the duties of general management, which are

centralised within Snam, and the duties of special management, coordination and support for

operating units, which are assigned to the individual companies. Specifically, the centralised or-

ganisational structures:

« ensure the safeguarding of know-how;

- assist corporate units in identifying the most effective technical and organisational solutions;

« define guidelines, methodologies, standards and operating methods to be implemented for all
of the companies;

+ define, implement and maintain management systems, including by means of technical audits.

The operating companies maintain an internal organisational structure which allows them to

operate with an adequate level of decision-making autonomy.
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In 2011, Snam continued implementing planned actions aimed at reducing workplace risk fac-
tors, grouped together within the "Objective Safety” project (see box below).

Commitment and ongoing action in recent years have enabled a significant reduction in employee
accident indicator values. Over the year there were 22 accidents (-40% compared to 2010), none
of which was fatal. The frequency index was 2.22 (-37.5% compared to 2010) and the severity in-
dex was 0.06 (-40% compared to 2010).

Health and safety indicators 2009 2010 2011

Total employee accidents 46 37 22

EMPLOYEE ACCIDENTS AT WORK
SEVERITY INDEX**

0,2

0,15

h I

2010 2011 2009 2010 2011

** number of working days lost in relation to non-commuting
accidents with incapacity of at least one day, per thousand
hours worked

Snam places great emphasis on health and safety issues with its suppliers and contractors, for
which it requires observance of quality standards comparable to those it puts into effect.

While contract work is being carried out, it ensures that activities are monitored periodically
by the “Contract Manager” to verify observance of contractual obligations and agreements
made during the work, and also promotes the improvement and prevention actions deemed

most appropriate.

Contractor safety was also the subject of a dedicated session within the “Suppliers’ Day for
Sustainability” workshop, during which Snam reiterated the importance of adopting behaviour
in line with prevention principles and stated that safety indices will have an increasingly sig-
nificant weight among supplier qualification and evaluation criteria. For 2012 specific projects
are being studied for sharing with suppliers the best practices on the subject adopted in op-

erations managed directly by Snam.
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hours worked

Following the rupture of the S. Stefano di Magra-Cortemaggiore methane pipeline, which oc-
curred on 18 January 2012 in the Municipality of Tresana (MS), causing a gas leakage and fire,
a fatal accident occurred involving a worker of the company contracted for the work. Inves-
tigations are under way by the Massa Public Prosecutor’s Office, which has already named a
court-appointed expert witness, who has been assigned the task of ascertaining the causes —
and effects — of the rupture, as well as any other circumstances useful for purposes of these
investigations.

Objective Safety, a project for translating values into behaviour

Launched in late 2010, the three-year Objective Safety project carried out initiatives and
actions in 2011 aimed at influencing the culture of Snam personnel to improve attitudes,
behaviour and personal responsibility with respect to workplace safety. The actions go hand
in hand with those of the Company, creating synergies and even more effective results. The
project’s goal is to reduce group accidents by involving people, so that paying heed to safe-
ty becomes a distinctive element of the corporate culture.

Objective Safety thus develops new initiatives, at the same time leveraging the best prac-
tices present in some corporate areas with the intention of making them common practice
throughout the entire group.

By putting prizes up for grabs, the Safety Trophy and the Zero Accidents Prize encourage all
company units to team up to reduce accidents in terms of both frequency and severity,
aiming to bring them down to zero. The Safety Trophy is competed for within each individual
company by workers in operating areas subdivided into *homogeneous” groups by local area,
which vie to achieve the best results in terms of workplace safety (number of accidents, se-
verity, proposals for improvement, reporting of near misses, etc.).
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The Zero Accidents Prize, on the other hand, is extended to all corporate organisational units
and puts prizes up for grabs for all *homogeneous groups” who meet the goal of completing
365 consecutive days without an accident.

Accurate monitoring of scores, provisional quarterly rankings and “tallies” affixed in the in-
dividual units showing the number of consecutive days without an accident help to keep
people focused on the goal and increase personal involvement in the performance of an
employee’s “team”.

Among the new initiatives introduced, Safety Walks reinvigorate the way safety is handled,
creating occasions in which top management, as active project sponsors, meet up with
Snam personnel to shadow their operational activities on site, reiterating with their pres-
ence the importance of participatory involvement by all company staff to achieve effec-
tive workplace safety. Safety Walks are held at all group companies from May to October at
various sites spread throughout Italy: in 2011 the Verona and Venice operating centres, the
Sergnano station and the Panigaglia plant were involved.

The group’s intranet site with articles supporting project initiatives and results, the state-
ments affixed at the headquarters of the four companies for purposes of reiterating the
goals sought by the project, the videos designed to summarise the meaning of the initia-
tives carried out in images, and a dedicated newsletter are all communication and training
tools that help consolidate knowledge and revive attention on the subject. In fact, in June
2011, the newsletter Objective Safety News was started, dealing specifically and in-depth

with workplace health and safety issues, risks and tools. The newsletter, produced in paper
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format and distributed to all Snam group personnel, contains in each issue not only in-
depth information on specific safety topics and explanations on the proper use of personal
protective equipment (PPE), but also a comic strip in which the project mascot, Gaspare, a
keen but slightly distracted manual worker, learns, partly through mistakes, the importance
of unflagging attention to observing safety rules.

In November 2011, the project celebrated its first birthday and the significant results
achieved by group companies in terms of reducing the number of accidents. On this occa-
sion, top management renewed its decided commitment, confirmed as one of the drivers
characterising the project, through a video by Snam'’s CEO geared toward employees and
disseminated throughout the group companies.

The year 2012 will be a year of renewed commitment to the Objective Safety Project, which
will shore up the initiatives already started and introduce additional actions aimed at im-
proving results continually.

Involvement and internal communication

Snam considers communication to be a fundamental driver for promoting personal partici-
pation, going beyond information to create awareness, sharing and debate.

Through an integrated approach to group-wide internal communications, while still respect-
ing the different company needs, Snam shares values, challenges and goals, increasing the
degree of employees’ satisfaction in performing their activities.

Sharing values and principles, as well as projects and initiatives, takes place through numer-
ous channels and tools.

The group’s intranet site is structured not only as an information tool, but also as a place
for sharing and developing knowledge. Boxes are used to delve into current issues in depth,
support initiatives and launch projects. In 2011, videos were mainly used as tools for im-
mediately disseminating crucial issues and reporting significant events; there are films, for
example, in which top management communicates objectives, values and results (such as
the video series "Looking at 2011", published in early 2011 and focused on near-term strat-
egies and objectives) or comments on Company milestones (such as the report for the first
year of the Objective Safety Project). Other videos, on the other hand, involve people and
turn highlights in corporate life or significant events into common heritage; this is the case,
for example, with the Objective Safety Project’s Safety Walks, the 10th anniversary of Stogit
and the launch of the new Snam brand.

The 62 news items posted online in 2011 give preference to topics associated with results
and corporate life, sustainability and workplace safety.

The distinctive factor characterising the group intranet site is shared content management.
The energy corporate network calls, in fact, for widespread writing at the level of the organi-
sational units, which, with a network of more than 120 correspondents, feed and update the
section on the site under their responsibility with content and documentation, so that the
website is the result of contributions from the different organisational areas of each com-
pany and makes specific knowledge and skills available to all.

In order to involve all group personnel, including those difficult to reach with the computer
network, Snam makes and uses many paper tools: posters, flyers, brochures and newsletters
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(Objective Safety News, Work Force Management News, and the “energie” newsletter). In
particular, the “energie” newsletter, distributed to everyone at the four companies, followed
corporate and market developments in 2011, commenting on regulatory changes that open
up new business and organisational scenarios, so that everyone at Snam has a wealth of
information to feel part of a group that pursues ambitious goals and is going through im-
portant changes.

Reaching everyone in a timely manner is a signal that values both the person, involving
families too, and the message: for this reason, the "energie” newsletter is sent to each group
employee’s home.

In 2011, the Sustainability Report was also sent to group people in order to share the stages
of the sustainable development process, demonstrating the great commitment and initia-
tives undertaken with people, the environment and the local areas in which Snam operates.
Another important area in which time and resources are invested is meetings between peo-
ple, a significant vehicle for knowledge and sharing. In 2011 this area was broken down into
a series of events and initiatives in which top management communicated results, goals,
scenarios and values to people.

Sapernedi+ is an initiative that organises group-wide opportunities for meetings, the dis-
semination of corporate values and strategies and the sharing of issues, problems and so-
lutions identified by the individual organisational units. It is also an opportunity for in-
creasing managers' managerial skills and consolidating their role as bosses through a time
for involvement and communication with their employees. Sapernedi+ was carried out in
autumn 2011 at all organisational units, with a “cascade” process that enabled it to reach
everyone at Snam, becoming a significant opportunity for involvement on new scenarios
and the coming group reorganisation, as well as for debate on activities and projects of the

organisational unit itself.
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Help from the network, corporate volunteering that comes

from being involved

In 2011 Snam developed a project that
identifies and implements corporate vol-
unteering actions. Involvement by Snam
people in every project phase and the in-
tent to build a dialogue between company
areas and the volunteer world are the basis
of the project.

The three cornerstones of the project (as
shown in the chart) are: integrated sustain-
ability, involvement and participation, and

meeting points.

In its launch year, the project was focused
on the group’s two main management sites:
San Donato Milanese and Turin, which have a
target population of more than 1,100 people.

In May 2011, an internal survey was con-

ducted, the results of which, used to guide the

next phases of the project, attest to strong in-
terest in the world of volunteering. Employees
were also involved in choosing the name to
be given to the corporate volunteering pro-
ject: thus "Help from the network” was born.

In 2001, the project’s first important initia-
tive was held: the Snam "“Volunteering Week”,
which saw a meeting between Snam people
and the non-profit sector and led to a week
of events at corporate sites, during working
hours, in which volunteer associations, foun-
dations and non-profits introduced them-
selves independently to employees interested
in the initiative, out of the conviction that,
through knowledge, the right conditions can
be created for increasing interest in the world
of volunteering and implementing occasions

for meetings and cooperation.
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help from Meeting up

th@ ﬂ@twork - The project takes its shape from the meeting point
between the company’s intentions and people’s
interests
+ The initiatives are focused on meetings between
the corporate world and the volunteer world
+ Meetings are the starting point for future actions
(collaborations, volunteering, support).

Integrated sustainability Involvement and participation
The company aims to achieve a sustainability Personal involvement is at the heart of the project:

profile that creates synergies, involving the - Employees are surveyed to assess their interest in the subject

outside world (with special attention to local and to guide the project’s activities;

social specifics) with the internal culture « The choice of the name to be given to the project was left up

(increasing personal awareness, sustainable to employees;

actions through Snam people). « The volunteer associations involved in the initiatives are
largely ones pinpointed by Snam people.

Even in the phase of identifying the asso-
ciations to be invited to the initiative, the
Company chose its people’s involvement as
a distinctive factor of the project. Employees
were thus prompted to point out non-profit
organisations of interest to them, because
often they are active there as volunteers, and
83% of the associations invited came from
this channel.

The gatherings, open to all employees at the
two sites involved, were held from 21 to 25
November 2011, with 340 participants.

The 34 associations joining the initiative
presented their activities and their areas
of intervention, focusing on the volunteer-
ing opportunities offered in their sectors,
ranging from the environment to social as-
sistance, from international cooperation to
socio-educational issues, and from health
to protecting rights. Among the participat-
ing organisations, large and extremely well-
known non-profit organisations were side
by side with small associations established

in local areas and operating in specific fields.

During the gatherings, participants showed
great interest and asked a number of ques-
tions, meaning the presentations turned into

dialogues.

Following the week of gatherings, the group
created Volunteering Round Tables, ad hoc
spaces set up to renew contact and become
better acquainted with the associations in-
volved, where informational and educational
materials brought by the associations (bro-
chures, magazines, leaflets and flyers) were
made available to Snam people.

A detailed communications plan supported
the project during 2011, identifying tools,
channels and timings: the project logo, post-
ers, emails, detailed programmes and news
were used to launch the project, raise aware-
ness in advance of the initiative and get peo-
ple involved in corporate volunteering.

For 2012, additional initiatives are being
studied, so that the meeting point between
Snam people and the world of volunteering

will develop and grow.



