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Human capital as a force of change

In 2014 there was a significant change in employment mix, and the development and consolidation of systems

and policies focused on leadership and performance.

Based on an agreement signed with trade unions for the two-year period 2014-2015, at least 250 young people
will be hired to fill the jobs of over 5% of active staff who left in 2014 due to ordinary layoffs or assisted
redundancy. Hiring new young people means not only addressing the gradual maturity of the labour force, but also
updating the pool of expertise, talent and motivation, which are decisive factors in the international environment

in which Snam competes.

Snam management action is based on assigning precise objectives to each position of responsibility and on

transparent assessment of the results achieved. This firstly makes it possible to continuously improve the

efficiency and effectiveness of organisational processes. On this basis, a new model was established for developing

professional and managerial skills, which, together with the new performance evaluation system, makes it possible

to speed up individual development plans to groom people for future leadership, which has a strategic value for

the business development outlook.

The strong sense of belonging to the Group, which is shown by internal climate surveys, is a resource laying
the foundation of active and constructive participation in processes of change with continual improvements in

communication and the sharing of information.

In this way, a new understanding is reached between the company and people: Snam undertakes to provide new

growth opportunities to those who make their talent and skills available; the people undertake to see change as an

opportunity to acquire new skills and promote their professional development. This is the cultural paradigm that

Snam has chosen in order to build a structure that is even more dynamic, open and competitive.

“Leadership Development Program”

In 2014 Snam initiated a managerial development plan involving
about 200 individuals selected among: high flyers — young people
with strong performance, high potential and motivation to grow;
experts — individuals within the company that have specialised
know-how that is useful to support the Group's strategic
objectives; managers, executives and middle managers.

The goal of the programme is to develop excellent managerial
skills (or in the case of the younger workers, high potential) and
the ability to work on international teams.

Managers will follow a two-year course of study designed

in collaboration with SDA Bocconi, which will assist them in
guiding Snam’s evolution in Europe. The focus, in particular,

will be on issues including: International Business and Strategy;
Communications and Negotiating; the Economic and Financial
Dimension; Business, Market and Global Customers. These will be
accompanied by periodic assessments, group projects and ad hoc
training courses to expand one’s business vision.

By contrast, high flyers will also be committed to addressing

the following issues in a two-year programme: Fundamentals

of Economics; Team Building; Building Leadership Skills and

Communicating with an Impact.
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EMPLOYMENT

Snam generates “good employment opportunities”: in fact, it is a capital-intensive company with a presence throughout

most of Italy, and it performs expert and specialised activities and offers stable, continuing employment.
Workers at Snam must have the skills to manage increasingly complex technologies, control systems, procedures and
IT systems, and in addition, the strategic development projects of European networks require a further enhancement

of technical and managerial skills in order to address the new complexities that will be faced when moving into

international environments.

SNAM GROUP PERSONNEL* (n.) > GRI-G4: 10

2012 2013 2014
Executives 115 116 124
Middle managers 560 579 602
Office workers 3,257 3,271 3,280
Manual workers 2,119 2,079 2,066
Employees 6,051 6,045 6,072

* 29 workers were employed in 2014 under staff leasing contracts.

** The number includes local foreign contracts with positions similar to Executives.

Communication as a mechanism to promote change

Internal communication is an essential mechanism for promoting the participation of individuals in the growth of their

business activities. Internal communication is also strategically important since it is able to create and distribute value

through an improvement in the company’s credibility and by increasing the sense of belonging felt by its people.

Communication targeting people in the Group aims to be an “agent of change” by affecting values, suggesting new visions,

contributing to change in the corporate culture and encouraging new behaviour.

There has been a particular focus on the set of instruments used to communicate, with the launch of a coordinated change
plan with the following characteristics: content that more completely meets the needs expressed by individuals using tools
that promote better knowledge of the company (company strategies, organisational and technological innovations, etc.);

a more immediate communication style with direct, journalistic and less institutional language; more space dedicated to

individuals and life in the company; greater use of videos to broadcast experiences, initiatives and company events; more

space dedicated to innovations, and especially welfare experiences and initiatives; “listening” to grasp the information needs

expressed by individuals (especially using surveys on specific issues); communication of news, results and innovations of

individual companies and organisational units.

New energy for Snam: the “Young people with engineering
degrees” project

In addition to promoting a change in the mix of human
resources, the "Young people with engineering degrees” project
is aimed at preparing young engineers to take on positions of
responsibility through a specific professional training course.
Thus, over a period of three years, the young engineers will
change their activities and goals and type and place of work
multiple times, and at the same time will follow a training
procedure broken down into several areas (economics,
business, conduct and professional areas) consisting of on-the-
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job training, field visits, classroom courses and orientation and
motivational talks.

At the end of the three-year period, the young engineers will
be assigned to the most appropriate businesses in terms of
planned needs and the attitudes and skills developed, with a
development course aimed at promoting integration, internal
mobility and a new Snam Group identity.

In addition to the young graduates that already work in the
Group, 40 new young graduates in the following engineering
disciplines were added between the end of 2013 and beginning
of 2014: mechanical, electrical, energy, environmental and
regional, management and civil engineering.
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INTERNAL ENGAGEMENT

Tools

Description

Intranet

The Group intranet serves as a dynamic reporting tool for all Snam'’s employees, but also as a forum for sharing and
learning. Its main purpose is to distribute news, launch projects, develop initiatives and cover current issues in greater
depth. In 2014 the home page's coverage alternated between "breaking” news, “key" issues, the launch of company
initiatives and pop-ups; innovations were introduced on the portal such as galleries with videos and photos as a tool to
provide coverage of company experiences and events with the typical immediacy of images. To carry on with one of
the company’s main innovations, a site fully dedicated to the issue of performance management was created on the
intranet. Through the use of video and computer graphics, a new way of effectively supporting company processes was
introduced.

A dedicated team was established to create a “new intranet” to make changes so the portal can become the main point
of contact with the company in order to spread its identity. The new portal will be available and usable in 2015.

Sapernedi+

“Sapernedi+" is a traditional communications initiative aimed at the widespread dissemination of the company’s
values and strategies, and sharing issues, problems and solutions of individual organisational units. In 2014 nearly
4,900 employees (about 81% of the Group's workforce) participated in this initiative. About 220 meetings were held
at company offices throughout Italy. Once again, this made it possible to reach all centres, operating facilities, districts,
plants and all the Group's organisational units.

Newsletter,
brochure and
other literature

In order to involve all personnel, including those difficult to reach with the computer network, Snam makes and uses
paper tools: from the in-house publication “Energie”, to the newsletter "Obiettivo Sicurezza News" to brochures on
useful topics. In 2014, the magazine “Energie”, which is sent to all employees, covered changes involving the company,
and with the publication of “Speciali di Energie” [Special Energy-Related Issues], in-depth coverage was provided of
several issues of particular importance for Snam’s employees (sustainability and promotion of health in the workplace).
Posters and window bills then reach all the company'’s facilities through images, references and slogans in order to
highlight initiatives (e.g., competitions, surveys), opportunities (e.g., summer camps for children of employees) and
significant issues (e.g., work safety).

Executive
meetings

These provide the opportunity to reflect on key events in business operations, and to ensure adequate information and
constant involvement and assumption of responsibility with regard to corporate strategies and objectives.

KEY FIGURES ON INTERNAL COMMUNICATIONS (no.)

2012 2013 2014
Breaking news items on the intranet portal 61 65 76
Launches and facts on the intranet portal 4 12 29
Videos distributed online 3 3 18
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Help from the network: becoming a volunteer

Now in its fourth edition, over the course of a year, the Snam
Group's company volunteer initiative, "Un aiuto dalla rete” [Help
from the network] involved a growing number of associations.
The support to CESVI (an Italian non-governmental organisation
engaged in fighting poverty in 31 countries worldwide) and to

Le Stelle di Lorenzo (a national association dedicated to helping
seriously ill infants requiring prolonged medical treatment) was
renewed, and collaboration was also started with the Italian

KEY PERFORMANCE INDICATORS (KPI)

Association for Cancer Research (AIRC), the ANT Foundation

(a non-profit organisation dedicated to providing free, home-
based social and medical assistance to cancer patients and
preventive services), and the Italian League for the Fight Against
Cancer (LILT). This initiative also increased the number of offices
involved, which now total 5: Rome, Naples, San Donato Milanese,
Turin and Crema.

The initiative involved about 70 people for a total of over 360

hours of volunteer work, and about €7,000 was raised.

KPI description KPI date Pre-set target Target achieved Sector Status
in 2014 Activities
Increase hours by 20%
a year until 2015 (base
Company voluntary work hours (no.) 2014 364 Snam Group O]

figure of 270 hours in
2013)

E Target achieved

EMPLOYMENT PROTECTION b Gri- G4 10, 11,27, LAT, LA6

[@ Annual target achieved (KPI with targets for more than 1 year)

E Activity in progress E Target not achieved

About 96% of Snam employees have open-ended labour contracts, while the remaining 4% have an apprenticeship

contract, which, by law, is temporary in nature (historically, upon their expiration, nearly all apprenticeship

contracts are converted to open-ended contracts demonstrating the stability that Snam offers by providing its

employees with ongoing employment over time).

In terms of the Group's regional distribution throughout Italy, 3,368 individuals are employed in northern lItaly,

1,178 in central Italy and 1,525 in the South.

In 2014, employment went up by a total of 27 employees resulting from:

+ hiring 185 people from the market, 40% of whom have university degrees, and 60% have a technical institution

diploma and an increase of 213 employees at Italgas and subsidiaries due to the consolidation of AES (203) and

new concessions acquired (10 employees);

+ termination of employment of 65 employees (assisted redundancy); layoffs, pursuant to Articles 4 and 24 of

Law 223/91, for 271 employees on the basis of the Snam protocol on industrial relations signed on 17 October

2013; the unilateral termination of employment for 10 employees; and other employee departures (resignations,

deaths, etc.) for a total of 25 employees.
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PERSONNEL (BY TYPE OF CONTRACT) (no.)

Human capital as a force of change

2012 2013 2014

Permanent contract 5,774 5,748 5,749

Apprenticeship or trainee contract 183 202 229

Workers on temporary contracts 0 0 1

Permanent Part-time contract 94 95 93

Total 6,051 6,045 6,072
PERSONNEL HIRED DURING THE YEAR (no.)

2012 2013 2014

Hired from the market (total) 47 67 185

of whom university graduates 27 46 75

of whom college graduates 19 21 110

of whom women 13 17 34

of whom men 34 50 151

Other incoming employees (non-consolidated companies, tender acquisitions, etc.) 52 16 213
HIRES AND DEPARTURES IN THE YEAR BY AGE BRACKET (no.) 165 173

88
55
B Market hires I
Departures I 17
9 11 6 il
1 4 4 2
H: = ="' mi 'm !
<25 between 25 between 30 between 35 between 40 between 45 between 50 between 55 >60
and 29 and 34 and 39 and 44 and 49 and 54 and 59

ABSENTEEISM RATE (%)

TURNOVER RATE (%)

2012 2012
[ ss [ 43
2013 2013
T, s8 2.9
2014 2014

I 53

Absenteeism rate=(Absence hours/workable huors)*100

For the purpose of calculating the rate of absenteeism, abs

I —— 129

Turnover Rate=((hires +departures))/average workforce)*100

ences are those referred to illness, accidents, unjustified

absences and lateness beyond flexibility, unpaid leave or otherwise, parental leave, leave to care of sick family

members (Law 104/92), days to sit university exams and death of close relatives.
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Industrial relations > cri- G4 11

National collective labour agreements (CCNL) apply to all Snam workers (the Energy and Petroleum Industry
Agreement for the transportation, storage and regasification segments, and the Gas and Water Agreement for
distribution).

Snam guarantees all workers the right to freely express their thoughts, join associations and engage in union
activities. At the end of 2014, 49.5% of employees were members of a trade union.

Special meeting spaces are provided for conducting union activities, and workers can benefit from 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.

At the national and local level, Snam’s relationship with trade unions was reflected in numerous discussions: in
2014, 130 meetings were held with trade unions.

Negotiations have favoured the use of a participatory model at all levels as agreed in the new Industrial Relations
Protocol signed by the parties on 17 October 2013. In fact, this agreement is the benchmark instrument for
strengthening a relation-based model that will enable the development of other tools to promote a participatory

culture among workers.

In keeping with the rationale underlying industrial relations aimed at enhancing second-level contracts, the
parties worked out the framework of the participation bonus for the three-year period 2014-2016 for all Group
companies. The aim of the negotiations, which involved trade unions at all levels, was to establish a relationship
between salary components and the competitive features of the company’s system in order to establish models to

redistribute income.

In 2014, discussions also continued on the agreements set out in the Employment Protocol signed in October
2013. In January 2014, the agreement on layoffs was signed for all Group companies pursuant to Articles 4 and
24 of Law 223/91. In the context of improving discussion among the parties, it was also decided to establish

a Verification and Control Committee on Group layoffs made up of representatives from Snam'’s Industrial
Relations department, the national secretariats of the energy, petroleum and gas/water sectors and from union
representative bodies (RSU) and regional union entities. The Committee has met periodically over the entire
duration of the layoff procedure to monitor the application of the policy and the agreements signed, and
especially the implementation of the employment plan specified in the above Protocol. To be specific, a plan is
being established for the hiring of resources in the various operating units of the Group as a function of departing

employees resulting from the layoff procedure.

EMPLOYEE WORK DISPUTES (no.) > GRI-G4:LA16

2014
Total pending disputes as at 31.12 47
Disputes opened during the reporting year 55
Disputes closed during the reporting year 49
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Welfare > cri-c4:Ec3, 1A2

Snam'’s corporate welfare system is a well-structured group of tools and services that aim to improve the work/life
balance and, more generally, the quality of the working system.

Snam'’s welfare system is based on a long tradition of caring about people. It uses the most progressive experiences
of the biggest Italian companies as a yardstick for growth and change.

The most traditional and well-established elements of the corporate welfare system are: worker’s compensation
and additional non-work-related insurance cover in addition to required cover; supplemental health assistance that
provides reimbursement of expenses incurred for health-related and hospital services at government and private
facilities; and supplementary pension funds, which, in most cases are also funded by the company.

The model is continually updated to take account of changes in recent years and to ensure high satisfaction levels.
The project dedicated to welfare follows three guidelines: introducing new initiatives targeted at emerging needs;
preparing actions tailored to the requirements of the various corporate population groups and making people more
aware, informed and involved.

Other initiatives and services for staff have also been established in the key areas of: family, health, time and space,

savings and relationships.

WELFARE INITIATIVES

Intervention area Activities

+ Summer beach or mountain outings.

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

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

+ Purchase of discounted textbooks.

Family

+ 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.

« Special health check-up programmes for managers.

+ Wellbeing programme: Snam 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 services that ensure the use
of first-rate ingredients, keep the nutritional value in the preparation process and maintain the quality of the
environments and facilities where the service is provided. Take-away is another attractive option, allowing
employees to save time by reserving dishes to eat at home.

+ Joining the Workplace Health Programme initiative. Good practices course launched by the Region of
Lombardy and carried out with the scientific support of ASL and the collaboration of capable physicians.

Health and wellbeing

+ Many offices offer flexible timing for arriving/leaving/meal breaks (according to job and workplace type).

+ Employees may be offered flexitime (according to job and workplace type) and a working hours account so that,
if authorised, they can recover overtime (according to job and workplace type).

+ The Company offers assistance with filling in 730 tax forms.

+ Since September 2013, the “Partenza da case” [Leaving home] programme has been in effect for technical staff.
This procedure stipulates that employees should go directly, using their company vehicle, to the first location
assigned to them to carry out their work, rather than going to their operating centre. This innovative procedure
represents a growth driver for the Snam Group in the medium and long term, increasing efficiency margins
in the operating structure, boosting competitiveness and at the same time reducing travel times between the
home and the workplace and creating an optimum work/life balance.

Time and space

+ Snam personnel are offered preferential terms for obtaining personal loans, insurance policies and credit
Saving and relationships cards, hiring cars, buying name-brand products or booking holidays. Employees have the opportunity to
enjoy free or reduced-cost tickets to visit museums and exhibitions or attend concerts and operas.
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In order to offer a set of services and initiatives that is increasingly in line with employee expectations, in

recent years a study was completed of welfare services with the following structure: an analysis of the corporate

population and the resulting identification of needs with an assessment of services currently provided, and

construction of a priority map (November 2013); refinement of the map with the direct involvement of employees

in specific focus groups with the goal of identifying needs to implement new services (January-February 2014); a

thorough study of the effectiveness and efficiency of existing services, and resulting proposal for a new, broader

welfare package (end of 2014).

The new welfare programme will be aimed at proposing new services and expanding existing services.

In 2014, Snam rewarded employees with 25 years of service, as it does every year. This time 290 people reached

the target and received a gold medal and fuel vouchers as recognition of this achievement and their individual

contributions to the Company’s growth. Of the 290 people who received the award, 25 were from Snam, 74 were

from Snam Rete Gas, 160 from ltalgas, 7 from Stogit, 2 from GNL Italia and 22 from Napoletanagas.

Talent Days

This initiative targets employees’ children aged 16 to 29 and
involves the participation of 164 young people in orientation days
in Milan, Turin, Rome and Naples.

The young people were able to participate in inter-company
workshops structured to give them an IT and training orientation
on the labour market and on the selection of a university through:
discussion groups, self-assessments, simulated work talks,
completion of a resume and specialised research portals.

Certain HR Directors and HR Managers from various businesses
made their knowledge, expertise and experience available to
provide the young people practical advice on the best way to
address their career path.

In future years, the initiative will also be extended to other cities.

Summer camps

Each year, employees’ children are offered the option of participa-
ting in theme-centred summer camps focusing on sports, appre-
ciating nature and the study of English. The initiative is provided
free of charge, with only a small contribution for any personal
expenses. Summer camp programme activities, which are prepared
and finalised partly with the contribution that participants and
their parents offer each year in satisfaction surveys, offer several
activities in various areas of sports, knowledge of the environment
and artistic expression.

In 2014, the activities were concentrated at Cesenatico and Piani
di Luzza in the province of Udine (in an in-house workshop dedica-
ted to mountains, nature and hiking).
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The Summer Camp 2014 was again held at Castagneto Carducci
(in the province of Livorno) where classroom lessons were held as
well as theme-based workshops and games, and excursions and
parties to get the children involved.

Sustainable commuting

The “Plans for Commuting from Home to Work (PSCL)" were
first carried out at the San Donato/Milan, Turin, Rome and Na-
ples facilities. Employee commutes were analysed by studying:
available systems that provide public transportation; methods of
commuting from home to work; employees’ commuting habits
and wishes; accessibility of the various facilities covered by the
analysis.

The PSCL also established an action plan capable of affecting the
type and quality of commutes. The measures taken concerned:
the information service on commuting (INFOMOBILITY) through
the adoption of a dedicated computer-based tool with the assi-
stance of an interactive map that can be accessed directly from
the company’s intranet portal; the launch of a CAR POOLING
initiative with a dedicated computer-based tool made available;
the execution of several agreements to purchase services/pro-
ducts for commuting.

Snam has continued to offer its employees at the main worksites
the ability to purchase subsidised passes for public transportation.
Over 300 people have purchased passes during the year from the
company'’s portal.

In the area of the San Donato Milanese headquarters, the Com-
pany also provides a shuttle service from the metropolitan train
station to the worksites.
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Diversity and equal opportunities ©cri-c4 A3 1A12

Snam respects everyone's dignity and offers equal opportunities in all phases and all aspects of employment,
including selection, hiring, training, compensation, promotion, transfers and termination of employment, avoiding
any form of discrimination that may arise from differences in gender, age, state of health, nationality or political or
religious opinions.

The average age of the Group's employees has dropped compared to previous years from just over 49 to a little less
than 48; at the same time, average time in service is about 24 years, which is unchanged from the previous year.
Despite the typical characteristics of the business activity, which require specific technical training that mainly
involves men in the marketplace, the female component is rising. In 2014, about 18% of new hires were women.
Women now represent 11.1% of the company’s entire workforce. In 2014, the percentages of the workforce
concerned by category were as follows: 7.3% of executives and 12.8% of managers were made up of women.

The analyses carried out on the company’s workforce involved in the Leadership Development programme showed
that the presence of women in senior positions is bound to grow. At present, in such positions, the ratio of women to
men is 13%, but this ratio is 33.3% among managers participating in the programme, and 38.8% among high flyer
employees.

In addition to the analysis was the appointment in July 2014 of 4 new executives of the Group, 50% of whom were
women.

An average of 17.4 training hours per employee were provided during the year to women, which is lower than last
year, which was affected by a high percentage of training hours provided to manual labourers (47% in 2014), among

whom there are practically no women.

STAFF TRAINING BY GENDER (no.) > GRI-G4:LA9

2012 2013 2014
Average training hours delivered to men (hours/year) 28.1 32.7 30.2
Average training hours delivered to women (hours/year) 13.6 336 17.4

The Group employs 311 people with disabilities, 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.

STATISTICAL DIVERSITY: EMPLOYEES BY AGE GROUP (no.)

1,810
1,547
1,025
s 372 457
<25 between 25 between 30 between 35 between 40 between 45 between 50 between 55 >60
and 29 and 34 and 39 and 44 and 49 and 54 and 59

2012 = 2013 B 2014
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FEMALE PRESENCE FEMALE PRESENCE BY POSITION (%)
34
17 17.7 17.7 17.9
13 12.
10.7 10.9 1.1 121 123 8
7.0 6.9 73
2012 2013 2014 2012 2013 2014
Female presence (%) ' Women hired from the market (no.) B Executives ¥ Middle managers Office workers

FEMALE/MALE PAY DIFFERENTIAL

1.1
1 \
0.95 0.95 o~ 0.95
o —
—~_ 093
0.9 0.91
0.92 0.92 ’
0.8
0,7
0.6
2012 2013 2014
Executives Middle managers Office workers

In 2014, the pay gap between female/men managers decreased following the hiring of two new senior female roles.
With regard to maternity, personnel benefit from more favourable provisions than those required by law, while
maintaining the corporate benefits provided. During the mandatory leave period, the Company provides maternity
pay at 100% of the salary of the month prior to commencement of leave (compared with 80% as required by law).
Over time, Snam has invested in the creation of an entire group of tools designed to provide a better work/life
balance for its employees. In addition to the widespread use of part-time work as an incentive system for staff who
may require it (in 2014, 93 employees had part-time contracts), Snam has created an ad hoc section of its intranet,
dedicated to providing the most extensive news and information possible on welfare initiatives for people working at
the Company.

In 2014, 403 people returned to work after parental leave out of 428 positions ended (80 of which were taken by
women), while in 2013 these amounted to 437. Snam and the law provide opportunities for hours/periods away
from work, depending on the personal situations of employees. The figure shown includes authorisations for family
bereavement, serious family problems, breastfeeding, child illness, etc. 60 parental leave positions are open at year-
end (15 for women and 45 for men).
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Internationalisation of Snam

Snam’s gradual internationalisation led the HR department to
cooperate with other companies in the gas sector and promote
the diversity of different cultures in Europe. In particular:
together with Fluxys, a strategic partner, it analysed and
compared corporate processes and operating procedures, and
the cultures and procedures of the two companies seeking a
synthesis and meeting point between them. Together with TIGF,
it shared the HR practices of the two companies. It collaborated
with Interconnector UK in the area of support for the strategic
project of change required for the English company. It worked
with TAG to create and structure a new company certified as
ITO. All of this was done to share skills and in the context of

respecting cultural diversity.

Snam has a “procedure for the international mobility of its
staff”, which is needed to manage the transfers of employees
to foreign subsidiaries. Using this tool, and as a result of signing
specific agreements with subsidiaries, Snam began sending

the first employees abroad to foreign companies in its area: to
TIGF to cover the position of Technical General Manager, and
to TAG to cover the position of managing director and head of
the legal department. In addition, in September Snam received
the first employee coming from TIGF, who was employed in the
Regulatory Affairs Department.

The Company continued to work with TIGF on the Partage
Project, which will be completed at the beginning of 2015. In
2014, over 50 employees from Snam were involved in 15 theme-

based work groups.

A total of 26 workers (male and female) took maternity and paternity leave in the year (36 in 2013).

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 parenting.
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DEVELOPING AND VALUING OUR EMPLOYEES

In the process of enhancing its workforce, a key role is played by developing and strengthening the professional and
managerial skills system in keeping with changes occurring in the company’s situation.

Over time, Snam has developed its own repertoire of abilities and skills and a set of indicators for assessing potential.
These components, incorporated within the performance appraisal process, help to support staff as they undergo a
continuous development process that starts in the selection phase.

Besides playing the traditional role of developing abilities and skills, training was designed to provide support to changes

in management and organisational integration to make staff aware of and responsible for corporate strategies and
targets.

STAFF TRAINING (no.) I>GRI-G4:LA9

2012 2013 2014
Total training hours delivered 160,771 198,357 174,916
Training hours delivered to executives 2,366 6,133 4,974
Training hours delivered to managers 15,841 23,699 14,509
Training hours delivered to office workers 65,209 117,942 73,404
Training hours delivered to manual workers 77,355 50,584 82,029
Training course attendance 15,639 23,811 17,043

To follow up on the commitments made in prior years, the training Key Performance Indicators (KPI) have been
confirmed for the 2013-2014 two-year period, pre-setting a quantitative target to be reached both in the provision of
average hours per employee and in staff involvement. The two pre-set targets were not only met during the year, but
exceeded.

KEY PERFORMANCE INDICATORS (KPI)

KPI description KPI date Pre-set target Target achieved Sector Status

in 2014 Activities
Average hours per employee (no.) 2013 Reach a level of 25 in 2014 28,8 Snam Group O]
Involvement of corporate Reach a percentage of 83
population (%) 2013 in 2014 932 Snam Group ©

E Target achieved E Annual target achieved (KPI with targets for more than 1 year) E Activity in progress E Target not achieved
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MAIN TRAINING INITIATIVES D> GRI - G4:LA10, SO4

Description

Hours provided (no.)

Human capital as a force of change

Participants (no.) Recipients

Management training:
Initiatives to support new development systems

Executives, Middle

(Performance Management and managerial skills), 7,880 801 managers and office

inter-company general management courses, workers

new courses to improve critical soft skills, etc.

Management training: High flyers, experts,

. 2,368 178

Leadership Development Programme managers

Management training: 1628 129 New graduates hired by

Programmes to hire young graduates ' the Group in 2014

Training dedicated to maintenance of and know-how Technical, operating,

8« 101,415 9,547 office worker and manual

on technical systems -
labourer population
Executives, Middle

Foreign languages 6,820 269 managers, office workers

and technical specialists

2014 saw the completion of the two-year training period dedicated to code of ethics, model 231 and anti-corruption

issues addressed to the entire population equipped with personal computers. 11,751 hours of training were provided

overall with the attendance of 3,917 people. Always in the course of the year, the Forma(re)ti project, which was

launched in 2013, was developed and completed. The training course, which was shared with Terna, served as an

opportunity to discuss business issues of a general interest for a group of executives and managers from various

companies: Program Management and Supply Chain (in 2013), Economics, Bid & Procurement Management and Change
Management (in 2014). Participants were able to share best corporate practices through group projects, discussions and
testimonials, and to strengthen a network of personal and professional relations that are useful for the development of

the inter-company network.

In the context of being more open to international markets, Snam continued its commitment to providing online

foreign language training that involved executives, managers, office workers and manual workers using different

teaching methods and levels of training.

In addition, advanced language courses were provided through six-month programmes with individual lessons and study

abroad involving about 60 employees in 2014.

Training and shared value

This initiative is focused on generating value for the company, and
at the same time, providing a specific positive contribution to the
local community. This resulted in collaboration between Snam and
the municipality of Crema to enhance six urban areas with the
active involvement of Snam employees and local citizens.

The initiative was conceived on the basis of Snam'’s specific training
needs to enhance its culture and strengthen the integration

and unique IT skills of the company. To accomplish this goal, an
original strategy was selected which is based on the team building
methodology which specifically improves the relationship between
operations and the social environment. In 2014, with Snam's
support, the first project came to life with the creation of the “open
air classroom” of Santa Maria della Croce elementary school.

Snam becomes MIP partner

In 2014, Snam became a partner of the MIP School of
Management, a consortium between the Milan Polytechnic
Institute and several large international governmental and
private industrial groups.

This participation makes it possible to address specific research and
training in keeping with business goals, to collaborate in providing
courses as teachers, and to actively participate in internship projects
and the placement service with the goal of developing customised
training courses based on the company’s needs.

Snam is also researching ways to collaborate with other Italian
universities to make innovation within the Group even faster and
more effective.
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Human capital as a force of change

Compensation systems > GRi- G4:LA11

Compensation systems are periodically updated on the basis of comparisons with relevant remuneration markets
and on criteria built on meritocracy and internal fairness. This system specifically aims to ensure recognition of the
results achieved by an employee, the quality of professional support provided and the employee’s development
potential. Again in 2014, competitive positioning and fairness in remuneration practices for managerial and
professional human resources were optimised and verified.

Remuneration policy is subject to an advisory vote of the shareholders’ meeting. In 2014 the shareholders’
meeting expressed its approval with 96.46% of participants casting votes in favour confirming a positive trend
that started in 2012, the year the vote was implemented on the Report, and over the three years, Snam has
obtained an average of 97.5% favourable votes. This result has made Snam one of the three best companies in the
FTSE MIB with recognition for its best practices in the sector.

In 2014, a new system (Performance Management) was implemented to assign and assess objectives, and a new
tool was enacted for the strategic management of individuals making it possible to extend the focus of work
activities on sustainability-related goals. This is demonstrated by assigning a sustainability-related goal to all
individuals involved in Performance Management.

The sustainability targets have been predominantly assigned within the scope of the prevention of workplace
accidents.

The assigned and achieved targets shown in the table refer to personnel in service at the time that these were

assigned.

TARGETS ASSIGNED TO SUSTAINABILITY ISSUES 1> GRI - G4: 51,53, 71

2012 2013 2014
Assigned (no.) Achieved (%) Assigned (no.) Achieved (%) Assigned (no.) Achieved (%)
Executives 116 100 117 100 122 100
Middle managers 125 100 155 100 594 100
Office workers 5 100 15 100 341 100

There was a sharp increase in the assignment of personal targets to Middle managers and office workers
compared with 2013.

In addition to merit policy tied to positions and responsibilities, the Performance Management system simplifies
the relationship between corporate and individual performance thereby also improving consistency between
performance and variable incentives.

An incentive system is also used for recent graduates during their first years of employment, designed to boost
motivation and retain the best resources, with even more marked differentiation in terms of performance,
professional skills and management potential.
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Performance Management and individual enhancement

This is an enhancement tool that is developed through ongoing
communications between the manager and employee, and

that calls for structured periods of interim checking and final
feedback.

Using special cards, it makes strategies and goals explicit in
qualitative and quantitative terms, and makes it possible to
measure performance and certain skills deemed to be critical by

the company.

The Performance Management programme went live in 2014
and involved about 1,000 individuals who performed and
received evaluations.

The enhancement of individuals will continue still further due
to the adoption of a more broad-based evaluation system
aimed at recognising managerial skills and growth potential for

positions of increasing responsibility.

We also continued our commitment to improve the system of benefits. As in previous years, we extended our total

reward statement (an itemised breakdown of an individual's overall pay packet) to all managers.

All job positions at Snam, Snam Rete Gas, GNL Italia and Stogit are subject to comprehensive analytical appraisal,

based on the following factors: complexity, responsibility, experience and autonomy (CREA). A total of 575 CREA

evaluations were approved in 2014. All evaluation processes are formalised and involve feedback sessions that are

an important opportunity for discussion and communication between the manager 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”, established

by the respective CCNLs, is based on Company profitability (ROACE) and productivity, as measured in relation to

annual targets agreed between the Company and union representatives.

Deferred monetary incentive plan

The deferred monetary incentive plan (IMD) is a long-term incentive tool involving the use of clauses aimed

at promoting the retention of human resources, supporting the motivation and loyalty of management and

establishing a closer connection between targets, performance achieved and incentives. The plan is based on

providing a variable incentive three years after it is pledged, which changes depending on the actual Group EBITDA

achieved compared to the amount budgeted.

In the context of also making the best use of the Leadership Development Programme through the compensation

system, in 2014 criteria were updated for identifying plan participants who must, as in the past, achieve excellent

performance but also be a part of the Leadership Pipeline. This made it possible to extend the application of this

type of incentive to non-executive staff (about 70 managers).
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