Working
together

The main guidelines and basic orientations that
Snam follows in relation to everyone active
in the group are set forth in a specific corporate

policy — “Our People” — approved by the Board

of Directors. They are then implemented using

an articulated system of company governance
that, in constant evolution, sets forth the rules,

roles and responsibilities in operations.




Snam managerial action is indeed based on assigning precise objectives to each position of

responsibility and on transparent assessment of the results achieved, thus making constant im-
provement possible, primarily, in the efficiency and effectiveness of organisational processes.
This sort of approach has also proven to be essential for successfully handling the changes
that involved the group organisational structure during 2012, which became necessary in order
to meet the obligations provided for by the Third European Directive. In light of these chang-
es, Snam’s corporate system is ready to handle the new international strategic challenges and
adapt itself to the new desires expressed by the market and stakeholders.

Similarly, the attention paid to enhancing internal sensitivities and perceptions has enabled in-
formation to be gathered that is useful for defining plans for improving the organisation’s “cli-
mate”. During the last quarter of 2012 the ongoing action of listening has been enriched with
the creation of the initiative “Together — So Many Voices, the Snam group”, which has enabled
all of Snam’s people to systematically provide their own assessments and ideas on the organi-

sational climate of the business.
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Climate Analysis

The climate analysis “Together — So Many
Voices, the Snam group”, an initiative to
better understand the business of today
and tomorrow, was started up in the
second part of 2012. This enquiry was an
opportunity for everyone in the group to
freely express his or her own opinion on
the business and on his or her own job.
The climate analysis, conducted by

a consulting firm, a world leader in

the industry, has been based on a
methodology tested and validated on

an international level that enables the
information and perceptions of people
regarding the organisation of the business
to intersect on three main components:
cognitive, emotional and behavioural.

The enquiry was done by compiling a
questionnaire administered on-line and in
hard copy. The questionnaire that people

answered consisted of about 50 questions

JOBS AND INDUSTRIAL RELATIONS

related to: the feeling of belonging, work
tools and resources, well-being, leadership
at the top, relations and cooperation,
change and communication, occupational
development, social responsibility, health
and safety.

The initiative had 75% participation from
the corporate population as a whole, a
significant outcome that demonstrates
the widespread willingness on the part of
the people working at Snam to participate
in company life and contribute to its
improvement.

The results of the analysis, which

will be based on a comparison of the
assessments by Snam personnel against
those provided by a wide national and
European benchmark for various business
sectors, will be available during the first
half of 2013. The results will enable a plan
of action to be defined, aimed at further

improving the climate of the business.

LA4 Snam can create "good jobs”, in quality terms, because it is a capital-intensive company that is

spread over a wide portion of the national territory, because it has activities requiring qualifica-

tions and specialisation and because it can offer stable and constant employment.

To work at Snam requires basic skill in operating technologies, control systems and information

systems and procedures that are ever more complicated. As a result, about half of the more than

6,000 employees of the group have technical specialist degrees. University graduates, mainly in

engineering and economics, amount to nearly 11% of the corporate population and the strategic

projects of European networks development involve further enhancement of the skills needed to

handle the complexities of the work.

A total of 96% of Snam’s people have permanent employment contracts and about 1,600, about

a quarter of the total workforce, are employed in Southern Italy.

As of the end of 2012 the workforce level remained substantially unchanged. During the year 99 peo-

ple joined the workforce, about half of whom from the job market, and about 160 departed, about

48% of whom with incentives, 25% were transferred to other companies (non-consolidated, the Eni

group, transfers under tenders), 5% resigned, 5% were laid off and 17% left otherwise. Hours worked
in 2012 totalled more than 9.9 million, with an absenteeism of 622,928 hours (of which 55.8% hours
due to sickness, 1.5% hours due to accidents and 42.7% hours due to other reasons).

The average age of the workforce of the group is about 49 years and the average seniority of ser-

vice is about 23 years.
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2010 2011 2012
Employees 6,104 6,112 6,051
Executives 116 118 115
Managers 508 544 560
Office workers 3,243 3,277 3,257
Manual workers 2,237 2,173 2,119
LA1 PERSONNEL - BY TYPE OF CONTRACT (No)
2010 2011 2012
Permanent contract 5,844 5,797 5774
Apprenticeship or trainee contract 158 211 183
Temporary contract 3 1 0
Part-time contract 99 103 94
LA2 DEPARTURES DURING THE YEAR (No)
2010 2011 2012
Hired from the market (total) 55 140 47
of whom university graduates 39* 51 27
of whom college graduates 61* 85 19
of whom holding other qualifications 37* 4 1
Other incoming employees (eni group, non-consolidated companies, tender acquisitions, etc.) 82 228 52
* Data that also include entries from the eni group, amounting to 82 in 2010.
DEMOGRAPHIC DIVERSITY: EMPLOYEES PER AGE BRACKET (No)
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Snam guarantees all workers the right to freely express their thoughts, join associations and en-
gage in union activities. National collective labour agreements apply to all Snam workers (Energy
and Petroleum Industry Agreement for the Transportation, Storage and Regasification sectors, and
the Gas and Water Agreement for distribution). In 2012, 51.65% of employees were members of
a trade union.

Special meeting spaces are provided 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.

During 2012 relations between Snam and the labour organisations continued on both the na-
tional and local level, with 190 meetings. The main topics involved the reorganisations in progress
within the individual companies and the development of group integration processes.

DEVELOPING AND MAKING THE MOST OF HUMAN CAPITAL
DEVELOPING SKILLS AND ABILITIES

In maximising the potential of Snam’s people, a key role has been assumed by the development
and strengthening of the system of occupational skills and managerial abilities in harmony with
the changing scenario.

Over time, Snam has developed its own repertoire of abilities/skills and a set of indicators for
assessing potential. These components, integrated in the performance assessment process, en-
able people to be assisted in an ongoing development process that already starts in the selec-
tion phase. Training, besides playing the traditional role of developing abilities and skills, has
been extended as a tool in support of paths to organisational integration and change manage-
ment to make ever more participants aware of and responsible for corporate strategies and
targets.

Therefore, during 2012 the methods of potential assessment were adapted to better reflect
the attitudes and conduct that should characterise Snam’s people and the training guidelines
were redefined with the aim of strengthening specialist technical know-how and orientation
towards the business and towards the organisational and market context. There has been a
transition from the logic of training courses to a logic of training “paths”, namely identify-
ing mainly structured training activities that take place at the same time as the operational
management of the activities where territorial HR functions are more greatly focused. Thus
the training offered is differentiated by occupational category, partly depending on the specific
area of responsibility.

Overall, in 2012 about 160,700 training hours were provided (of which 19% dedicated to sus-
tainability issues, with particular reference to HSEQ issues) with about 15,640 participants,
representing involvement by 83.9% of the corporate population. On average this came to 26.4

hours per employee (of which 13.6 hours/year for women and 28.1 hours/year for men).



LA10 TRAINING (No)
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2010 2011 2012
Total hours provided 148,824 187,134 160,771
.. to Executives 3,734 2,369 2,366
.. to Managers 13,358 13,840 15,841
.. to Office Workers 79,526 102,103 65,209
.. to Manual Workers 52,206 68,822 77,355
Participants 13,750 16,437 15,639

To follow up on the commitments made in prior years, the training Key Performance Indicators

(KPI) have been confirmed for the 2012-2013 two-year period, pre-setting a quantitative target

to be reached both in the provision of average hours per employee as well as in involvement by

the personnel. The two targets pre-set for the year have been reached.

LA10 KEY PERFORMANCE INDICATORS (KPI)

_— Target achieved Activity
KPI description KPI date Pre-set target in 2012 Sector Status
Reach 25 events for the
Average hours per employee (no) 2012 2012-2013 two-year period 26.4 Snam group |
Involvement of corporate population (%) 2012 Reach 83 events for the 839 Snam grou |
porate pop ° 2012-2013 two-year period ' group
LA11 MAIN TRAINING INITIATIVES
Description Hours provided (no) Participants (no) Recipients

Joining company

1,288

48

Young, newly hired technical

specialists
Training sessions to spread the HSEQ culture 28,860 4,228 Technical opera.tmg and office
worker population
Trélln!ng sessions to promote development of managerial 2598 183 Executives and managers
abilities
Training fjedmated to maintenance of and know-how 104,669 7666 Technlc.al operating .
on technical systems and office worker population
Identifying and spreading operational best practices .
on hand at the company (“Peak Performer Model") 4,192 260 Operating managers
Specific workshops and seminars (“360° Outlook” Project) 1,200 131 Managers under 40
Development of specialised skills of Human Resources 9,555 2,334 Office workers
Executives, managers,
Foreign languages 6,141 194 office workers and technical

specialists
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SO3-HR3

In 2012, training activities continued regarding the requirements of the Organisational Model
pursuant to Legislative Decree 231 and anti-corruption. With regard to the latter, to supplement
the training campaign conducted in 2011 those who were not able to take part in the previous
programme were included. A total of 416 hours were provided, with 136 participants from among
managers and executives.

In addition, 1,852 hours of training were provided on anti-trust, with 459 participants from

among managers and executives.

360° OUTLOOK PROJECT

Initiatives

Description of the initiative

Project

Managerial development programme started in 2012; aimed at a manager population under 40, the population
range from which tomorrow’s managers are likely to come.

Project goals

To provide skills for building productive relationships within the Company. To obtain tools, techniques and methods in
various areas (from delegating to negotiating, from change management to the ability to listen and provide feedback).
Rethinking managerial style, from values to the vision that guides everyone’s daily activities.

People involved

About 65 managers.

Project execution

Modular programme that each participant can construct and adapt to his or her own needs, alternating traditional
training sessions with individual coaching meetings that include “experiential” training sessions.




LA12

MEUM Master's

In the context of the training and skills
development programme, with the
objective of injecting talented young
resources into the corporate organisation,
for six years Snam has offered its

own sponsorship for an energy and
environment Master’s, Multiutilities
Ambiente ed Energia.

Participants in this Master’s have the

opportunity to learn about Snam'’s

Snam Sustainability Report 2012 / Working together

business activities from classroom lectures
by Company staff and specific educational
modules.

As a result of Snam’s cooperation over the
years, it has been able to hire six young
Master’s participants, after a period of
traineeship, recognising this excellent

basic and specialised preparation and
advantageous integration into the work
environment.

In 2013 Snam also renewed its support for
the Master’s, which has been recognised
as a University Master’s, benefiting from

a prestigious new partner — IULM (Libera
Universita di Lingue e Comunicazione)

— to strengthen relationship and
communication skills within the

educational programme.

INCENTIVE AND REMUNERATION SYSTEMS

The remuneration system has been adjusted periodically using criteria based on meritocracy
and internal fairness. This system is aimed particularly at ensuring recognition of the results
achieved by an employee, the quality of professional support provided and the employee’s
development potentials. Also in 2012, a year of particular importance partly because of the
change in equity control of the Company, the auditing and optimising of the competitiveness
and fairness of compensation practices for managerial and professional personnel were com-
pleted.

For that purpose, a management review for managers is carried out each year, which enables
accurate monitoring of their performance using consolidated and common criteria. Further-
more, an annual performance appraisal process is employed focusing on the contribution made
and the results achieved by individual employees during the year.

In 2012, this appraisal event involved all executives, focusing on their commitment to develop-
ing business activities with particular attention to sustainability. This is demonstrated by as-
signing at least one individual goal linked to sustainability to positions of responsibility within
the local operating area both for executives and managers.

In the 2011-2012 two-year period, the sustainability goals have been predominantly assigned
within the scope of preventing workplace accidents. The assigned and achieved goals shown in
the table refer to personnel (executives and managers in charge) in service at the time these
are allocated.
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TARGETS ASSIGNED TO SUSTAINABILITY ISSUES

2011 2012
Assigned (no) Achieved (%) Assigned (no) Achieved (%)
Executives 116 100 116 100
Managers 118 100 125 100
Office workers 5 100 5 100

Alongside the policy of meritocracy, related to roles and responsibilities, a variable incentive system
for managers and executives has been built up over the last few years in connection with perfor-
mance appraisal through the allocation of specific individual tables derived from corporate tables.

A new incentive system is in the implementation phase for young graduates, aimed at supporting
the motivation and retention of more talented young people by even more accentuated differen-
tiation connected with performance, professional abilities and managerial potential.

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, Snam Rete Gas, GNL Italia and Stogit are subject to analytical and overall evalu-
ation of complexity, responsibility, experience and autonomy (CREA) factors, as specified by the
national collective labour agreement for the energy and petroleum industry. A total of 648 CREA
evaluations were approved in 2012. All evaluation processes are formalised and involve feedback
sessions that are an important opportunity for discussion and communication between the man-
ager and the 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.

Lastly, 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 (ROACE) and productivity, as measured in relation to
annual targets agreed between the Company and union representatives.

HEALTH AND SAFETY

The commitment of the Snam group to ensuring the health and safety of its workers is embodied in
the Health and Safety Policy, combining environment and quality. The responsibility for implement-
ing the policy is shared by Snam’s HSEQ unit, focusing on the functions of coordination and general
direction for the entire group, and the HSEQ structures in the individual companies that have the
tasks of specific guidance, coordination and support for the respective operating units.

In its principles on prevention and safeguarding, the policy acknowledges the primary values shared
by the business and by society. Consistent with these principles, Snam believes that it is essential
to be active both in cultural terms, to improve personal attitudes, conduct and responsibilities as
well as in systemic terms, promoting the implementation of suitable and consistent management

systems.
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Therefore, in 2012 all of the initiatives and actions were continued along these lines, starting from
the "Objective Safety” project. Now reaching the third year of activity, the project was started with
the objective of reducing occupational accidents by strong involvement of individuals, so that safe-
ty awareness becomes a distinctive characteristic of anyone who works for Snam.

The Objective Safety Project will be renewed with the start-up of a new three-year plan which in-

cludes the initiatives already begun and new activities aimed at ongoing improvement.

LA8 “OBJECTIVE SAFETY” PROJECT

Initiatives Description of the initiative
This is competed for within each individual company by workers in operating areas subdivided into "homogeneous
Safety Trophy groups” by local area, which vie to achieve the best results in terms of workplace safety (number of accidents,

severity, proposals for improvement, reporting of near misses, etc.).

Zero Accidents Award

An award given to all corporate organisational units. It offers prizes for all *homogeneous groups” who meet
the goal of completing 365 consecutive days without an accident.

Safety Walk

Occasions in which top management, as active project sponsors, meet up with Snam personnel to shadow
their operational activities on site, reiterating with their presence the importance of participatory involvement
by all company staff to achieve effective workplace safety.

Another important result achieved in the year is the OHSAS 18001 certification for Snam (former
Snam Rete Gas certification) and subsidiaries Stogit and GNL Italia. With these certifications, all
of the Snam units are now equipped with health and safety management systems developed in

compliance with the internationally recognised standard.

ACCIDENT PREVENTION

The prevention of workplace accidents is a primary goal pursued through actions meant to elimi-
nate or reduce risk factors characteristic of the work activities.

The in-depth analysis of accidents has the purpose of determining the causes of the event, identi-
fying the appropriate corrective actions, implementing the technical-organisational and procedur-
al improvements, and acting upon the behavioural styles of employees and third parties involved.
Improvement and prevention plans focused on reducing accidents have mainly involved articulat-
ed actions for informing the personnel and increasing their sensitivity so as to promote respon-
sible actions consistent with corporate policy, adherence to operating and safety procedures and
proper use and maintenance of work equipment and protective devices.

Also in 2012 these actions have enabled significant reductions in the employee accident indica-
tor data, and various corporate units have succeeded in reaching or maintaining the target of zero
accidents. Over the year there were 15 accidents (-32% compared with 2011), none of which
were fatal. The frequency index was 1.51 (-32% compared to 2011) and the severity index was

0.06 as in the previous year.
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LA10 HEALTH AND SAFETY TRAINING (No)

2011 2012
Hours provided 28,563 26,959
Participants 4,452 4,062
LA7 AYEAR OF ZERO ACCIDENTS
Company Homogeneous groups
Snam Rete Gas North District; Central Eastern District; South-eastern District, Sicily District.
Italgas Turin site; North District; North-western District; Central District; South District, Sicily District.
Stogit All companies.
GNL Italia All companies.
Napoletanagas All companies.
ACCIDENTS AT WORK (No)
2010 2011 2012
Total employee accidents 37 22 15
Total contractor accidents 74 78 27
EMPLOYEE ACCIDENTS AT WORK EMPLOYEE ACCIDENTS AT WORK
FREQUENCY INDEX* SEVERITY INDEX*
4 3.55
0.15
3 2.22 0.10
0.10
2 1.51 0.06 0.06
1 0.05
0 0.00
2010 2011 2012 2010 2011 2012
* number of no-commuting accidents with incapacity of at **number of working days lost in relation to no-commuting
least one day, per million hours worked accidents with incapacity of at least one day, per thousand

hours worked

Ongoing research and the adopting of good corporate practices consistent with the change in
regulatory, ethical and market contexts have, in recent years, represented the basis for the de-
velopment of increasing progress, vis-a-vis suppliers as well, strengthening sensitivity orientated
towards a proper handling of health and safety issues.

With regard to suppliers, quality standards similar to those adopted by the Snam group are re-
quired ever more often. With regard to safety in connection with contracted labour, special atten-
tion was paid to suppliers’ qualifications and their subsequent evaluation through special inspec-
tions performed in the work execution phase.

Initiatives envisioned in 2012, such as the “My safety is your safety” workshop at Snam Rete Gas
and the start of the Contractor’s Safety Trophy at Italgas, have contributed to further developing
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the involvement and sensitivity of suppliers with regard to these issues, including the significance
of safety indicators in supplier assessment and qualification criteria.

CONTRACTOR ACCIDENTS AT WORK CONTRACTOR ACCIDENTS AT WORK
FREQUENCY INDEX* SEVERITY INDEX*
0,40
10 8.87 87 0.34
) 0.30
8 0,30 0.29
e 4.27 0,20
4
0,10
2
0 0,00
2010 2011 2012 2010 2011 2012
* number of no-commuting accidents with incapacity of at **number of working days lost in relation to no-commuting accidents
least one day, per million hours worked with incapacity of at least one day, per thousand hours worked

A total of 27 accidents were recorded for contractors in 2012 (-65% compared with 2011). The
frequency index is 4.27 (-51% compared with 2011) and the severity index is 0.29 (-15% com-
pared with 2011).

Regarding the S. Stefano di Magra-Cortemaggiore methane pipeline incident, which occurred on
18 January 2012 in the Municipality of Tresana (MS), involving a rupture with gas leakage and
a fire causing a fatal accident involving a worker of the company contracted for the work, it is

pointed out that investigations by the Massa public prosecutor are still in progress.

“MY SAFETY ISYOUR SAFETY": m
SECOND SNAM RETE GAS

Val
WORKSHOP FOR SUPPLIERS "
Making corporate know-how available with a network approach using a knowledge-sharing sys-

tem to support suppliers on the path toward continuous improvement is one of the keys to
generating Shared Value that may increase the Company’s competitiveness. “My safety is your

safety” is a workshop, organised in 2012 by Snam Rete Gas in Milan, intended for companies
involved in work processes relating to infrastructure construction. The workshop is a chance for
the company and its suppliers to meet and discuss the theme of worker safety and protection,
which has always been a key part of Snam'’s policy.

The event is part of a broader process of raising awareness among Snam’s business partners:
sharing best operating practices is the key to the process of continuously improving relations
between buyer and supplier, through a safety partnership system that stresses joint analysis of
the safety management process. The workshop is the second step in a process that began with
Suppliers’ Day for Sustainability, which took place in November 2011. On this occasion, a joint
project was launched on sustainability themes, and a survey of suppliers was carried out on the
same subject. The results of the survey, which were provided to the companies involved, gave
more depth to the debate and led to the second workshop.
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SAFEGUARDING HEALTH

Safeguarding workers’ health is ensured by continual monitoring of the risks identified in the
performance of work activities for corporate personnel. For workers exposed to special risks, ap-
propriate prevention and protection measures have been supplemented with the performance of
adequate regular health checks carried out by the competent doctor based on special health pro-
tocols defined according to the type of risk.

During the year, there were 3,208 medical visits (of which 2,636 were regular check-ups), 3,504
diagnostic exams and 190 laboratory tests.

Regular on-site inspections of work environments were carried out by the competent doctor and
by the person in charge of the prevention and protection service to evaluate environmental con-
ditions and possible prevention or improvement actions.

HEALTH MONITORING (No)

2010 2011 2012
Doctor’s visits 3,180 2,533 3,208
Regular doctor’s visits 3,097 2,199 2,636
Diagnostic exams 3,934 2,027 3,504
Environmental investigations 357 401 272
Occupational illnesses indicated 0 0 0

LA13

DIVERSITY AND EQUAL OPPORTUNITY

Snam respects the dignity of everyone and offers equal opportunity in all phases and all aspects
of employment: selection, hiring, training, compensation, promotion, transfers and termination of
employment, not partaking in any form of discrimination that may derive from differences in sex,
age, state of health, nationality or political or religious opinions.

Female presence in the group is limited due to the characteristics of our business, which demands
particular availability for shift work and continual travel and is therefore not always suitable for
some candidates. In particular, the category "Manual workers” is comprised only of male personnel.

TYPE OF EMPLOYEES (No) WOMEN IN THE WORKFORCE (%)

2010 2011 2012

5,400
’ Female presence 9.6 10.5 10.7

Women hired from the market 12 24 40

- Men
- Women



Snam Sustainability Report 2012 / Working together

PERCENTAGE OF WOMEN PRESENT PER RANK (%) LA14 WOMEN/MEN COMPENSATION DIFFERENTIAL

16.0

2010

LA15

LA13

EC3

LA13

1.10 1.03 1.03

097
1.00 0-97\ =5 095

M Executives [ - M Executives
W Managers 0.90 0.54 097 0.92 W Managers
M Office workers 080 W Office workers

173 17.7

0.70

2011 2012 2010 2011 2012

With regard to maternity, personnel benefit from more favourable provisions than those required
by law, while maintaining the corporate benefits provided. Maternity pay during the mandatory
leave period is 100% of the salary for the month prior to commencement of leave (compared with
80% as required by law). During the year, 393 parental leaves terminated and 98% of the workers
on such leave returned to work. In detail, 325 men and 68 women made use of parental leave, 97%
and 100% returning to work, respectively.

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. A total
of 41 workers (male and female) took leave in 2012.

The group employs 322 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.

COMPANY WELFARE

Over time, Snam has built an articulated system of tools and services aimed at improving the

work/life balance and, more generally, the quality of the system of work.

During 2012, first with the adoption of the Third Energy Package and later with the departure

of Snam from the eni group, the Company has pursued its own business plans already initiated,

ensuring continuity in the company welfare system and in the major and prioritised initiatives. A

dedicated section has been conceived and activated on the corporate intranet to ensure the most

complete information and communication of welfare initiatives for people working at Snam.

Considering its more traditional and developed components, the corporate welfare system en-

compasses:

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

+ supplemental health assistance guaranteeing reimbursement for expenses incurred for health
and hospital services at public and private facilities;

« supplemental pension funds, which are funded to a great extent by company contributions.

In 2012 Snam paid € 86 million for social security contributions (pensions and healthcare assi-

stance) and €11 million for employee benefits.

Other initiatives developed, involving opportunities and services for people in the following main

areas: “family and free time”, "health and wellbeing” and “arrangements and savings”.
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