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PERFORMANCE INDICATORS, RESULTS ACHIEVED AND OBJECTIVES

Macro-issue Projects/Indicators 2019 Actions/Results (cumulative 2021 objectives
value since the start of 2018)

Company Internal climate = According to the climate survey the

climate analysis satisfaction level of Group people is

69% in ltaly* and 78% abroad.

Health and Injuries = At work: 268
safety = During transfers: 563
= Employee injury rate: 0.9%
Health and Safety = Switch from OHSAS 18001:2007
Management System  certification to the UNI ISO Protecti | health and
Certification 45001:2018 standard completed = Frotecting employee health an

with 100% coverage of the Intesa safety
Sanpaolo branches and buildings

in ltaly
Health and = 28,894 participants in health and
safety training for safety training; 146,485 hours
employees provided

* Survey carried out among Professional Areas and Middle Managers

Employment protection

COMPANY POLICIES

The company’s approach to managing issues relating to the protection of workers’ rights is outlined in
the Code of Ethics, which recognises the principles established by the fundamental conventions of the
ILO (International Labour Organization) and in particular the right to freedom of association and collective
bargaining, the abolition of forced and child labour, and non-discrimination in employment. The applied
collective bargaining system works on two separate and complementary levels: the first at national level
and the second at company level for the Intesa Sanpaolo Group (second-level contractual structure).
The labour relations model, adopted and developed by the Group together with the Trade Unions, has
promoted dialogue between the parties on a continuous basis. The model is a way of identifying the most
suitable solutions and tools for addressing and managing the various growth and reorganisation phases
that have marked the company’s activities over the years, including those involved in the implementation of
the 2018-2021 Business Plan. Concrete evidence of this can be seen in the creation and work of bilateral
Company/Union bodies, formed with the aim of analysing, identifying and proposing positive actions,
solutions and tools in the areas of equal opportunities, welfare, safety and sustainable development.

JOB PROTECTION

For Intesa Sanpaolo, job protection is a priority issue for guaranteeing its mid- to long-term financial solidity,
and is also one of the key topics underlying the 2018-2021 Business Plan. The development of labour policies
is entrusted to a specific structure in the Chief Operating Officer Governance Area, which has the task of
drawing up union agreements and monitoring their implementation.

As regards the signed agreements, the strategic measures defined in 2018 include the voluntary departure
of 1,600 employees by June 2021 - in addition to the 9,000 by June 2020 already outlined in the 2018-2021
Business Plan - and specific active employment policies to support the growth of the business and facilitate
generational change. In 2019 the Group workforce turnover rate was -3.27%, in line with the structural measures
planned. Employment within the Group was also guaranteed by the gradual extension of the new mixed
contract (around 150 people hired and 200 traineeships activated), a working method whereby individuals
possess two separate contracts, one permanent part-time employee contract and one as a self-employed
financial advisor for out-of-branch activities. In addition, as part of the NEXT project (‘Nuove esperienze per te’)
a reskilling training process was launched which provides support during the change process and in new roles.
In fact, the 2018-2021 Business Plan has identified important staff renewal goals and focuses close attention
on channelling excess capacity towards priority goals. To achieve these a dedicated initiative was launched
(Proactive HR “In-Placement”) to reallocate at least ~5,000 people to activities of greater value added. In
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this context, in 2019 the Intragroup Mobility structure and HR Proactive Placement continued to oversee the
mobility tools and processes, verifying the availability of internal personnel and the necessary expertise on the
basis of the identified requirements, while also guaranteeing the development of employees in new roles as
per the Group strategy.

In 2019 employer branding was primarily focused on launching communication strategies that convey Intesa
Sanpaolo’s founding values: internationality, flexibility, challenge and innovation were the values at the heart
of the messages, together with the importance of diversity, inclusion and people in general. Both digital and
physical communication channels were used. Firstly, a new Careers page was created in 2019 to further
improve the job application experience. Inside, candidates can easily find information on current vacancies,
divided according to job family and including a section dedicated to protected categories. Digital employer
branding activities were also extended to social media sites LinkedIn (approx. 159,800 views in 2019 with an
interest rate of 3.5%, up by 196% compared with 2018) and Instagram. In the non-digital arena new formats
and contact opportunities with potential candidates were developed in 2019 including the Careers Meeting
Point and the ‘contest games’; the partnerships with leading Italian universities also continued with over 40
events held, including Career days, workshops and training seminars. 2019 also saw the launch of Cyber
Security Academy in collaboration with Milan Polytechnic, in which the Group’s line managers participate
as teachers, while the Job Center continues to focus on selection and recruitment issues. In support of the
Group’s recruitment plan, over 100,000 CVs were assessed and over 5,000 candidates interviewed in 2019.

LABOUR RELATIONS

As well as by the industry outlook, relations with the Trade Unions are also regulated by the Labour/Management
Relations Protocol which has made it possible to develop a specific union relations model in the Intesa Sanpaolo
Group. Dialogue with the Trade Unions regarding company projects is ongoing, prompt and aimed at identifying
shared solutions to the various requirements that come to the attention of the Parties. This also takes place
in accordance with trade union representation in ltaly (77.30% of current employees), in line with national
representation in the sector. 33 agreements were signed in 2019 which continued to focus attention on the
Group’s integrated welfare system. The Time Bank, Flexible Work and the various initiatives for the development
of policies and tools to address problems relating to the area of disabilities and to promote the culture of fostering
inclusion are just some examples that define and characterise the overall direction that the second-level collective
bargaining agreement has been going in for some time. To this end, the activities of the Welfare, Safety and
Sustainable Development Committee set up following the Labour Relations Protocol were also crucial. This
bilateral body, which adequately represents both the company and the Trade Unions, is supplemented each
time by technical experts that are able to offer specific expertise on the issues in question. In 2019, also in
accordance with and in support of the Business Plan, the Committee promoted a series of measures and actions
that contributed significantly to the development of issues connected with inclusion, organisational wellbeing,
disability and support for employees at particular times in their private and/or professional lives.

Employee growth and development

COMPANY POLICIES

The enhancement of human resources and the principle of excellence based on the recognition of
merit are defined in the Group Code of Ethics and Remuneration and Incentive Policies. Specific tools
for managers and professionals make it possible to implement structured performance assessment
processes and map sKills.

The Group’s Remuneration and Incentive Policies aim to align the behaviour of the staff with the interests
of all stakeholders, focusing their activities on the achievement of sustainable medium to long-term
objectives within the framework of the prudent assumption of current and prospective risks, as well as
contribute to making the Group an “Employer of choice” for its ability to attract, motivate and retain top
resources. Designed to respect regulatory requirements and based on correct relations with customers,
the Policies link wages to risks undertaken, aligning the remuneration systems with prudent financial
and non-financial risk management policies. In addition, the Policies are inspired by the principles of
merit, rewarding outstanding contributions and guaranteeing a close relationship between bonuses and
results achieved/risks taken, equality in both internal and external terms and as regards gender, and
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sustainability, making it possible to limit expenses to values compatible with the Group’s economic and
financial liquidity.

In terms of diversity, the Code of Ethics promotes the specific qualities of each employee, recognising
their key contribution towards innovation and the growth of the Group. At the same time, it guarantees
equal opportunities in terms of professional growth and development and access to training courses
and refresher and role assignment initiatives. The Diversity & Inclusion Structure, created in late 2018
in the Chief Operating Officer Governance Area, has become fully operational. Its mission is to promote
all forms of diversity that coexist within the Group: gender, generational differences, disabilities, sexual
orientation, cultural, ethnic and religious differences.

PEOPLE AND DIGITAL TRANSFORMATION

People and Digital Technology are key enablers for achieving the goals of the 2018-2021 Business Plan. In
line with this principle, last year the 3-year Digital & Data HR Transformation plan was launched with the aim
of digitalising services and processes dedicated to people and creating a single access point. This has made it
possible to take advantage of the Group’s vast data archive and exploit it for managerial and strategic purposes.
In 2019 the focus was on consolidating the instruments adopted and introducing new ones. Most administrative
services and compensation processes were 100% digitalised and made more efficient, making it possible to
free up 80% of the time spent on them for activities of greater added value. A programme dedicated to Human
Resources Managers is also in the pipeline; thanks to dashboards and analytics to facilitate quick and targeted
decision-making, it is designed to support the evolution of HR and provide people with greater assistance.
Employee Central — ISBD People Data is the application dedicated to the International Subsidiary Banks which
consists of a database containing the most important personal and professional information on around 20,500
employees from nine subsidiaries in ten countries within the area managed by the International Subsidiary Banks
Division, which by 2020 will be extended to the subsidiaries in Ukraine and Moldova.

#PEOPLE: THE PORTAL FOR THE PEOPLE OF INTESA SANPAOLO

Launched in 2018, this is the space dedicated to all Intesa Sanpaolo Group people. From the portal
all employees can access their personal profile, which contains their main personal details together
with their CV and a space for introducing themselves and sharing their professional ambitions, and
the LECOIP 2.0 and POP (Performance-based Option Plan) section, so they can keep track of their
personal investment plan. There are also sections on internal mobility, like Jobs@ISP, the internal job
marketplace with professional opportunities dedicated to all Group personnel (since the launch of Jobs@
ISP in 2018 around 700 searches have been published with over 9,000 applications received, 900 of
which selected for interviews in 2019 alone, and over 300 resources changing departments as a result)
and Next, the Intesa Sanpaolo placement and reskilling programme. The Servizi alla Persona (Personal
Services) section, which gathers together the 300-plus products and initiatives available to employees,
was launched and registered over 300,000 visits in 7 months. Also present are the Performance
Management area, the News section and information on the HR world so employees can keep up to
date at all times. In 2019 two apps connected to #People and HR systems were launched: the #People
app so the Portal can also be accessed from mobile phones and the Feedback app, connected with the
Group Performance Management system, which facilitates the sharing of feedback between Managers
and Employees. Finally, multimedia information is also published on #People to keep employees up
to date on the most important events and news. With the aim of continuing to provide increasingly
effective and digital services and freeing people from administrative activities so they can concentrate
on business, interpersonal and greater value-added activities, in 2020 #People will be integrated with
new digital services like the system for managing business travels and the Onboarding process to help
new hires to find their feet at Intesa Sanpaolo.
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ASSESSMENT AND INCENTIVE SYSTEMS

In 2019 UpPER was adopted, a new performance assessment system designed to meet the new development
challenges and place the focus on every single individual, emphasising everybody’s specific role and contribution.
UpPER is supported by an intuitive and easy to use digital system which forms part of a broader project to transform
and digitalise HR processes. The Performance Assessment is based on 3 indicators, shared between managers and
employees at the start of the year. In order to foster continuous dialogue, during the assessment cycle managers can
provide employees with feedback on the indicators that have been assigned, also thanks to the use of a specific app,
enabling them to receive notifications of training opportunities, in line with other skills mapping and training processes.
For the Group’s Risk Takers and Middle Management the assessment system adopted is known as Managers’
Performance Accountability and is based on transparent, objective and measurable qualitative and quantitative KPlIs
identified in accordance with the goals of the Business Plan and also useful for measuring managerial qualities.
Among the non-financial KPlIs for 2020, the CEO was assigned a Social and Environmental Impact KPI (Impact
& ESG KPI). This KPI will be evaluated according to specific drivers aimed at monitoring the issue from various
perspectives including the Group’s inclusion in the sustainability indexes of specialist companies, the support for the
Green and Circular Economy, the Group’s commitment to impact financing to foster inclusion and support for youth
employability (see the Report on the policy regarding remuneration), as well as the promotion of art and culture. The
Impact & ESG KPI is then declined within the organization, beginning with the CEO’s first line, on the basis of the
levers used by Risk Takers and the Middle Management.

As for the International Subsidiary Banks, the New Performance Appraisal Tool — NewPat, system that provides
performance evaluation, was launched. After its extension to all people in the head office departments in 2018, in
2019 a project was launched to review the incentive system for the people of the sales network in accordance with the
Group’s policies. This is expected to be implemented by the end of 2020.

In 2019 around 700 Group people (52% women, 48% men) were involved in managerial potential assessment days
with the aim of creating management development groups to be nurtured on an ongoing basis. Around 100 women
participated in a female talent promotion project in the Corporate & Investment Banking Division.

In accordance with the Business Plan, to maximise internal equity, external competitiveness and a culture of meritocracy,
Intesa Sanpaolo has consolidated the introduction of a system to map the organisational positions in the company
called Global Banding. Taking account of factors like complexity, type of influence and impact on the Group’s results
and strategy, Global Banding objectively evaluates the relative value of different organisational roles and represents in
a more organic and objective way - both externally and internally - the responsibilities of each Manager, also through
the adoption of an international title valid for managerial positions in Italy and abroad.

SERVICE QUALITY AND EMPLOYEE INCENTIVES

The incentive system for personnel of the Intesa Sanpaolo network rewards the work of the best teams
and sustainable performances over the medium to long-term in terms of profitability, expandability,
credit quality, sustainable growth, service quality and a multichannel approach. The Excellence Bonus
is awarded to 20% of the best branches in each Sales Region.

As for its Incentive Systems, the Group has both short-term and long-term Plans for the entire workforce. For the
Group’s Risk Takers and Middle Management there is an annual Incentive System connected with the Managers’
Performance Accountability system according to which a bonus is awarded upon the fulfilment of certain goals in
accordance with the rules outlined in the Remuneration and Incentive Policies.

As regards the rest of the workforce, in order to continue rewarding all employees for their contributions to achieving
the goals of the 2018-2021 Business Plan, second-level agreements were signed on 10 October 2019 for the pay-out
of the 2019 Variable Result Bonus (VRB) and the Protection Excellence System (PES), the latter of which dedicated
to Network staff involved in offering insurance products, in accordance with the goals of the Business Plan which
foresees strong investment in this sector. The aim of the 2019 VRB is to reward the increase in profitability and
productivity obtained by achieving the results of 2019, that are identified in the agreements in relation to the different
company levels of reference. Due to its variable nature, the 2019 VRB is a one-time bonus and the cash sum of the
reward recognised to every employee consists of three parts linked to specifically identified economic and financial
parameters and to specific clusters of Group employees:

» The basic bonus, for every company level, role or seniority level, is designed to reward individuals for the collective
contribution made, supporting those with lower salaries as part of an internal equality policy;

» The additional bonus that recognises the contribution made to the results of the relevant department and varies
according to role or seniority and professional category;

» The excellence bonus, which rewards individual merit and the distinctive contribution made to achieving the team’s
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results.

Confirming the importance that the issues of assistance and services for families and work-life balance have in the
Group’s policies, employees once again have the option of requesting that all or part of their 2019 VRB be recognised
in the form of welfare services, taking advantage of the opportunities that the tax regulations in the area of workplace
productivity remuneration offer employees year by year.

With regard to the long-term plans, two new long-term incentive systems were launched in parallel with the 2018-2021
Business Plan, in line with the changing regulatory and business contexts. The Plans have the same timescale as
the 2018-2021 Business Plan, and are tailored to different categories of the company’s employees in terms of their
purposes and instruments. More specifically, to bring the Top Management, Risk Takers and Strategic Managers in line
with the challenging and ambitious expected goals of the Plan, an incentive system based on performance conditions
that uses an option vehicle called Performance-based Option Plan (POP) was introduced. The POP guarantees a
link between variable remuneration and the Bank’s performance over time, paying out only in the event that value is
created for shareholders. Following on from the 2014-2017 LECOIP (Leveraged Employee Co-Investment Plan), the
LECOIP 2.0 plan was set up for the other Managers and employees, and was warmly received by the Group’s people,
with over 80% of those eligible subscribing to the plan for an Initially Allocated Capital value of around 184 million euro.

TRAINING

In 2019 the Development Policy and Learning Academy Head Office Department organised and launched training
and development activities - creating new models and innovative methodologies - for all Group employees, as well
as implementing a multichannel approach that makes learning as simple and flexible as possible. The development
models and processes include the Teti Competenze initiative, which was set up to map and enhance the technical and
professional skills of Group people and involved, with a self-assessment, around 64,600 people in Italy.

The training solutions, based on key skills for each position, prioritised digital channels with quick, simple and interactive
engagement methods, providing around 11 million hours of training in 2019. There was a further reduction in classroom
activities compared with the previous year due to the prioritisation of remote channels over traditional methods with the
development and spread, via the digital training platforms, of new content in various formats (video, audio, graphics,
text) and with different educational goals. At the same time as the launch of the new version of Apprendo, the Group
training platform, the new MyLA app, designed together with Apple and co-created with professionals inside and outside
the Bank, was distributed to over 21,300 users and on around 3,800 iPads in branches. MyLA and the new Apprendo
are the channels that enable all professionals to access digital training content wherever they are and whenever they
want, guaranteeing them a straightforward, integrated and innovative experience. In 2019 access to the platform was
extended to around 67,000 employees, 1,600 of whom non-domestic employees. The percentage of active users
(those who completed at least one Learning Object) was 96.5 %. In 2019 the platform made over 3,800 training modules
available and was accessed over 32 million times. In addition to important regulatory issues (Anti-Money Laundering,
Insurance and pension fund brokerage, Investment services, Administrative liability of entities, Privacy protection) the
platform also provided instruments for acquiring and updating role-specific skills and expertise. In 2019 the possibility of
flexible home training was extended to all employees on the Network with over 70,000 hours of smart learning provided
to almost 4,900 employees (over 14 hours per capita on average). Employees were very positive about the training with
satisfaction levels of 82% for the digital training and 91% for the classroom training.

In 2019 Management School flanked and supported over 7,800 Managers and Talents in the Group, including the
managers of the International Subsidiary Banks. Over 690 videos and around 500 pieces of content were also offered
in English. The management issues addressed included creativity, inclusion, collaboration, strategy, proactivity and
learning. As regards cutting-edge issues, in addition to technology trends there were also in-depth analyses of social
and environmental impact issues such as Diversity & Inclusion and Circular Economy. According to the figures, 6,100
people used the Management School app, there were over 800,000 content views and the average rating was 4.3 (on a
scale of 1 to 5). Over the year the School organised around 20 events which directly involved over 2,000 Managers. The
issue of Diversity was the focal point of three Managerial Discussions and a Meet the Gurus organised in partnership
with the Diversity & Inclusion structure. There was also an increase in the number of management development courses
in 2019. With regard to “future leaders”, in 2019 Management School continued to support the International Talent
Program with learning and development initiatives.

Z LAB is the 3-year project that Intesa Sanpaolo has created to develop transversal skills and help provide final-
year secondary school pupils with career guidance. As host company, Intesa Sanpaolo provides the students with
an environment based on interactive dynamics, experiential workshops, project work and the digital culture so they
can discover and think about the world of work. Pupils are assisted by a specially-created team of around 40 internal
employees who oversee the workshop activities full time as tutors, with ad hoc training. All of the topics covered are
contextualised in business activities, also with visits to the head office departments and talks with internal ‘spokespersons’.
The first three years of the Z LAB project have involved around 2,500 students from 100 schools, hosted by Intesa
Sanpaolo in 120 workshops, organised in over 20 Italian cities, which overall have provided over 75,000 days (520,000
hours) of workshop activities.
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TALENT DEVELOPMENT

The International Talent Program (ITP) has established itself as one of the most important talent development initiatives
at a Group level. Launched in 2017 to develop a new generation of managers with an international outlook, the
Programme is aimed at a target group of employees who are professionals or middle management. The key element
of the Programme is its personalised development courses of 3-5 years. Each course consists of inter-functional, inter-
divisional and international work experiences, each of which lasting indicatively at least a year. The aim is to develop
new skills - technical/specialised, behavioral and managerial - and an overall vision of the Intesa Sanpaolo Group. All
participants in the Programme are involved in specialist and managerial training initiatives in English in collaboration
with leading Business Schools, in international workshops focused on innovation, and in project work initiatives closely
related to the Group’s business areas. For each talent there is a sponsorship programme for the entire duration of
the course, with the direct involvement of Group Senior Managers. The first two editions of the ITP are currently
taking place and involve 224 people from across the Intesa Sanpaolo Group. In addition, editions of the International
Talent Program dedicated to specific governance areas were launched in 2019: in March 2019 an International Talent
Program dedicated to the Chief Lending Officer Area was launched and in September 2019 the selection process
of an edition of the ITP reserved for the Chief IT Digital Innovation Officer Area began, concluding in December. 254
talents had participated in the Program by the end of 2019, a major step forward as regards the goal of the Business
Plan which aims to strengthen the Group’s middle management with 500 talents.

INCLUSION AND DIVERSITY MANAGEMENT

The company population is fairly evenly spread between male and female employees (46% men and 54%
women). Representing 28.5% of all female employees in the Group, the number of female managers (executives
and middle managers) as a proportion of all managers rose slightly compared with last year to 39.4%.

The Diversity & Inclusion structure, created in late 2018 in the Chief Operating Officer Governance Area, became
fully operational in 2019 with the aim of promoting all forms of diversity that coexist within the Group’s personnel.
One of the structure’s first actions was to carry out a survey aimed at gathering feedback from the company’s
personnel in Italy on numerous aspects of life in the company (such as how well they know the specific inclusion
and non-discrimination content of the Code of Ethics, how aware they are of the numerous initiatives the Group
has already focused on these issues and the degree to which they approve them and regard them as useful),
analysing people’s level of openness and acceptance of inclusive practices and encouraging them to submit new
ideas and proposals. The ideas collected by the employees, together with the assessment of the best practices
of other companies, inspired the definition of the Diversity & Inclusion (D&I) strategy. Supported by a process
involving the measurement and continuous assessment of the results obtained, the strategy forms the framework
of the partnership with all of the structures involved in various ways in the co-creation and development of the
initiatives.

The main initiatives launched in 2019 by the Diversity & Inclusion structure focused on, in particular, the
review of HR processes, specific projects for the development of high-achieving women, sessions on inclusive
leadership dedicated to the Group’s top management, training for female managers (“Female Empowerment”)
and a programme for employees on long-term leave aimed at maintaining a close relationship with them during
their absence and helping them to successfully reintegrate when they return. Additional listening activities were
organised in some structures to assess people’s perceptions of inclusion and this resulted in the creation of
targeted action plans which, among other things, involve training and coaching to develop inclusion skills,
assessment initiatives, debates and internal discussions on various D&l issues.

To continue raising the awareness of managers internally on promoting female talent, a dashboard for monitoring
the female representation in each Structure was introduced and any eventual gender pay gaps shared. Once
again this year the performance assessments of over 1,100 managers included a KPI, equal to 10% of the overall
evaluation, dedicated to the promotion of female talent, an increase on the 900 managers involved in 2018.
The D&l Strategy also aims to make an impact outside the Bank and to this end the collaboration with Valore D
(business association that promotes diversity and female talent and leadership for the growth of companies and
the country) has continued, as too has the partnership and active participation of company Role Models in the
Inspiring Girls initiative, a project dedicated to lower secondary school pupils which involves meetings with female
managers from the Group with the aim of overcoming the gender stereotypes that can undermine the dreams and
ambitions of schoolchildren and influence their future education choices. In this way Intesa Sanpaolo encourages
female managers to interact with institutions outside the Group, participating in events and initiatives that promote
female talent. In particular, two managers won the Women in Finance 2019 award, as Insurer of the Year and
Asset Manager of the Year respectively, while others were involved in events promoted by the Municipality of
Milan, such as the Stem in the City initiative. In 2019 the company also supported the Women Value Company
award for the promotion of female talent in small and medium-sized businesses. Intesa Sanpaolo also received
the Diversity & Inclusion Award again in 2019 which is given to companies that promote job placement policies
for disadvantaged individuals.
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In 2019 Intesa Sanpaolo signed up to the Women’s Empowerment Principles promoted by the UN which define
the guidelines that businesses should follow when implementing tangible gender equality and female empowerment
measures.

In addition, at the start of 2020 Intesa Sanpaolo joined Parks — Liberi e Uguali. This association, which works in close
contact with its network of businesses, aims to disseminate Diversity Management issues with particular focus on
sexual orientation and gender identity in the workplace. With this partnership Intesa Sanpaolo aims to act as the agent
of a positive cultural change for all Group people as well as a standard-bearer for society.

As was the case with employees in Italy, a feedback initiative on inclusion issues was also launched among the
international subsidiary banks in late January 2019 with the D&l Pulse Survey, which involved 20,300 people from 10
of the international Banks and the head office departments of the International Subsidiary Banks Division. Structured
action plans to implement from 2020, defined on the basis of results achieved and contextualised according to local and
regional benchmark data, are being defined in each country. Thanks to targeted actions to promote the development of
women within its workforce and female enterprise in the country, in 2019 Banca Intesa Beograd was recognised by the
Association of Business Women in Serbia as one of the banks in Serbia that does most to promote gender diversity.
In 2019, Privredna Banka Zagreb received the Family Friendly Employer award as recognition for its best practices
regarding the family commitments of its workers.

Trade union agreements have also taken account of the issue of diversity since 2014 with the definition of the
Framework protocol on inclusion and equal opportunities, reviewed in 2018, as part of the renewal of the second-level
collective bargaining agreement, with the signing of an Agreement on inclusion.

As regards sexual orientation and gender identity, specific company policies were introduced back in 2014 to define
the framework for the extension of company benefits to same-sex unions.

In the context of the initiatives established by the Inclusion Agreement, 2019 saw the trial launch of the Back@Work
project dedicated to people absent from work for long periods, whether due to maternity, leave of absence, iliness etc.
The aim is to keep in contact with people, strengthening their feeling of inclusion and belonging even when they are
away from the company. A pilot phase for long-term maternity leave was launched.

APPRENTICESHIPS FOR PEOPLE WITH DOWN SYNDROME

To promote the inclusion of people with intellectual disabilities, in 2019 Intesa Sanpaolo, in collaboration
with a number of local Associations, launched an important project for the employment of people with Down
Syndrome on apprenticeships. The project began with the addition of two people at branches in Milan and
Turin following a training course for the apprentices, the branch teams and the tutors. The objective for
2020 is to extend the project to other branches of Banca dei Territori and in other cities across the country.

As well as promoting the specific interdepartmental work group that deals with problems connected with the world of
disabilities and illness, the Inclusion Agreement also involves the launch of two trial projects with the support of the
Welfare Committee to encourage people diagnosed with autism or autism spectrum disorder to perform data entry
activities on behalf of Intesa Sanpaolo, and work-study initiatives for pupils with intellectual disabilities with the goal of
potentially including them in the aforementioned work project. These projects will be partly funded by the Arrotonda
Solidale (“Round-down Solidarity”) initiative, also included in the Agreement and launched in 2019, which involves
the contribution, on a voluntary basis among all employees, of the residual amount collected from rounding down net
monthly salaries to the nearest euro. In turn, the Company will contribute the remaining cents to make the contribution
per employee a total of one euro. The commitment on the dyslexia front also continues: Intesa Sanpaolo was ltaly's
first Dyslexia Friendly-certified bank in December 2018.

DISABILITY MANAGEMENT

As part of the second-level collective bargaining Agreement, in 2018 an inter-functional working group
coordinated by the Welfare Function was created to address all problems connected with the world of
disabilities and illness. The goals of the working group include promoting the culture of inclusion, the
launch of awareness campaigns and training, and the enhancement of people with disabilities. In 2019
most members of the working group, together with representatives of all the trade unions, attended the
“Disability Manager e mondo del lavoro” (Disability Manager and the working world) higher education
course organised by Cattolica University of Milan. Having passed the final exam, participants were
officially recognised as ‘Disability Managers’ by the Region of Lombardy. The course laid the foundations
for a common approach and will be an important tool for the work carried out by the Welfare, Safety and
Sustainable Development Committee, a bilateral body made up of company and union representatives.
Many project areas are being developed: from the analysis of processes to continuously improve the
management of individual requests from workers to the mapping of access to information systems and
new procedures. In this context, the Clouds of Solidarity initiative continues with the involvement of a
group of volunteer employees who help people with reduced mobility every day as they arrive and leave
their work premises with a genuine network of support and social assistance.



