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People

Retention, enhancement, diversity and inclusion of the 

Group’s people 

COMPANY POLICIES

The enhancement of human resources and the principle of excellence based on the recognition of merit 

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 

resources. Designed to respect regulatory requirements and based on correct relations with customers, 

merit, rewarding outstanding contributions and guaranteeing a close relationship between bonuses and 

sustainability, making it possible to limit expenses to values compatible with the Group’s economic 

the COVID-19 pandemic, as well as the ECB's invitation to banks to adopt the utmost prudence in 

the allocation of the bonuses pertaining to 2020, with particular reference to Top Risk Takers and the 

of the 2020 incentive systems. This measure had a different impact on the various employee corporate 

instead, the resources allocated, through the VRB, to reward the larger population, also in order to 

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 at the end of 2018 within the scope of the Chief Operating 

differences. 

The Time Bank, Flexible Work and the various initiatives for the development of policies and tools to address 

has been going in for some time. To this end, the activities of the Welfare, Safety and Sustainable Development 

which adequately represents both the company and the Trade Unions, is supplemented each time by technical 

in support of the Business Plan, the Committee promoted a series of measures and actions that contributed 

In relation to the COVID-19 emergency, in support of the extraordinary care and assistance needs of family 
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People and Digital Technology are key enablers for achieving the goals of the 2018-2021 Business Plan. In line 

processes dedicated to people and creating a single access point, was successfully completed in 2020. This 

was also made possible thanks to an innovative approach that included the co-leadership of the Chief Operating 

IT platforms and cross-functional teams which over time have involved various structures and hundreds of people. 

The plan enabled the creation of #People, the portal and mobile App for Personal Services; the digitisation of 

People Management processes, such as recruiting, performance management, compensation, banding and 

over 50 digitised processes; the new integrated Business Travel service; the provision of managerial dashboards, 

tools and analytics to support an increasingly data driven approach also in the management of human resources; 

information and data on employees available thanks to a range of different tools. The large investment proved to 

be essential in order to deal with the COVID-19 emergency, allowing us to respond promptly to the need to review 

the working methods and representing a valid support even in the most critical phases.

Employee Central – ISBD People Data is the tool 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 9 Subsidiaries within the area managed by the International Subsidiary Banks Division. 

 

#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 

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 the Plans. There are 

also sections dedicated to Personal Services, which includes over 300 products and initiatives offered 

to employees (since 2018 around 1,180 searches - 370 in 2020 - have been published with over 15,700 

applications received, 4,600 of which in 2020, and around 600 resources changing departments as a 

4,500 people were involved at the end of 2020). #People also includes the Performance Management 

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. #People is a constantly evolving a space. In 2020, #People further evolved with the 

service also available on mobile, and CareLab, a space dedicated to people's well-being. In addition, 

in order to respond to the needs arising from the COVID-19 emergency, a new tool dedicated to 

Sanpaolo Group, #People has also been extended to around 15,000 new employees, with a particular 

focus on their involvement and in support of a quick and full integration.  

PEOPLE AND DIGITAL TRANSFORMATION
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UpPER is a performance assessment system adopted in 2019 to meet the new development challenges 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 

training processes. 

For the Group’s Risk Takers and Middle Management the assessment system adopted is known as Managers’ 

qualities. 

In 2020 around 570 Group people (50% women, 50% men) were involved in managerial potential assessment 

days with the aim of creating management development groups to be nurtured on an ongoing basis. 

Sanpaolo in international indices of specialised companies and relevant, within the scope of the related internal 

parameters, among others, to the enhancement of female talent and the gender pay gap, as well as the dissemination 

Group’s inclusion in the sustainability indices of specialist companies, support for the Green and Circular Economy, 

the remuneration policy and compensation paid), as well as the promotion of art and culture. This KPI was structured, 

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 

the adoption of an international title valid for managerial positions in Italy and abroad. 

With reference to the enhancement of professionals, Intesa Sanpaolo has launched a human resources development 

to enhance the level of professional contribution provided in the context of its operations and the progressive skill 

specialisation. 

As for its Incentive Systems, the Group has both short-term and long-term Plans for the entire workforce.  

with the Managers’ Performance Accountability system and, with reference to the International Subsidiary Banks, 

outlined in the Remuneration and Incentive Policies.  

For the remaining personnel, in order to continue rewarding them for their contributions to achieving the goals of the 

2018-2021 Business Plan, a second-level agreement was signed on 30 June 2020 for the pay-out of the 2020 Variable 

reference (Group, Division, etc.). Due to its variable nature, the 2020 VRB is a one-time bonus and the cash sum of 

 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; 

ASSESSMENT AND INCENTIVE SYSTEMS
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 The excellence bonus, which rewards individual merit and the distinctive contribution made to achieving the 

team’s results;

 The ISP Casa synergy bonus, intended to reward the reporting of the personal details of potential customer-

sellers in favour of ISP Casa.      

In consideration of the COVID-19 emergency, employees who were absent for long periods during the year 

of assistance and services for families and work-life balance have in the Group’s policies, employees once 

again had the option of requesting that all or part of their 2020 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.  

Finally, with the agreement dated 9 July 2020, the Insurance Division personnel was paid a Variable Additional 

Bonus (VAB) and a Social Bonus. 

In addition to these instruments, the Group has put in place long-term Incentive systems that have the same 

timescale as the 2018-2021 Business Plan and are tailored to different employee clusters in terms of their 

purposes and instruments.   

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 launched in 2018. 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 launched as from 2018 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.  

SERVICE QUALITY AND EMPLOYEE INCENTIVES

The Excellence Bonus for personnel of the Intesa Sanpaolo network rewards the work of the best teams 

quality, sustainable growth, service quality and a multichannel approach. This bonus is awarded to 20% 

of the best branches in each Sales Region.

TRAINING

innovative training models and methodologies, geared towards all Group employees and conducive to promoting 

the necessary information resources were provided which are useful for the extensive dissemination of the rules 

protecting the health of all the Group employees. 

In this context, the use of digital channels was further accelerated through Apprendo (the Group training platform), 

MyLA (the App dedicated to Banca dei Territori which this year exceeded 12,000 users) and Management School 

(the App dedicated to Group managers). In 2020 training amounted to around 11.8 million hours (11 million of 

which was conducted remotely) with around 97% of staff actively involved. The pandemic had a great impact on 

the way of working but, also thanks to the digital technology, it was possible to quickly reorganise remote activities, 

100 hours per capita. 

In 2020, employees were very positive about the training with satisfaction levels of 87% for digital training and 

97% for live training. 
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employees' training progress. Thanks to the LRS (Learning recommendation system), an application powered 

personalised training proposal according to the respective role. 

The Apprendo platform, in particular, was enriched during the year with over 2,700 new training tools. On a thematic 

level, the provision on mandatory issues of regulatory relevance for employees was extended and updated, with 

and embargo training plan was launched, which has already involved most of the Group employees through 

new digitally available and remote live classroom initiatives. Digital contents were also made available dedicated 

to gaining further insight into the IT risks arising from the predominant use of technological devices over the 

through the activation of a training programme of remote classrooms which involved a group representing all the 

consolidating specialist skills. In the context of Diversity and Inclusion, in line with the commitments set out in the 

2018-2021 Business Plan, initiatives were provided on the issues of female empowerment, the dissemination of 

the aging culture and the Diversity and Inclusion principles, in addition to training dedicated to employees absent 

from work for a long time on maternity leave. Special attention was paid to training, through the remote provision, 

all the employees who were impacted by the risks and processes related to the new protocols imposed by the 

Employees' knowledge and skills are part of the Group's intangible assets, which are increasingly valuable also 

lifespan of knowledge, resulting in the need to update this information thanks to some Group models. In order 

to support this aim, three important initiatives were carried out in 2020 at the basis of the processes relating to 

 the integration of the Skills Dictionary, which aim is to map all the know-how available in the Bank and which, in 

2020, was enriched with specialist knowledge, particularly from the Information Technology world.  

 

reskilling initiatives, and for professional development processes, in application of the Roles Agreement, signed 

with the trade unions on 21 July 2020.

 the updating of the Roles Catalogue, which provides a snapshot of all the professional roles present in the 

Bank, through the involvement of Knowledge Owners, in order to guide the growth and strengthening of the 

2020 was a pivotal year for the Management School which supported over 7,800 managers and talents, during 

the months of exceptional and unexpected transformation of the managerial context, in identifying the needs of 

the leaders who found themselves having to manage their teams remotely. The support to managers translated 

above all in the relationship with the advisors, the people who guide them along their growth process, over the 

course of 436 Distance Tutoring sessions, aimed at approximately a thousand managers, and 60 Webinars that 

involved about 4,000 managers. The new release of the Management School App has incorporated various 

functions such as the personalisation of the training opportunities and the full digitisation of the coaching 

experience with 223 individual or group processes activated during the year, of which 54 delivered digitally, for 

a total of 460 managers involved. The Management School App was enriched in 2020 with 212 new training 

contents (111 in the Mestiere del Capo section and 101 in the Uno Sguardo al Futuro section) for an overall offer 

as team management, including remotely, or content such as diversity & inclusion, big data and circular economy. 

The App installation rate was higher than 90% with an adoption rate of over 80% and a Manager approval rating 

with respect to the published contents of over 98%. During the year, the School organised a number of digital 

from June, 30 Digital Talks were held on managerial and open mind issues that have an impact on Managers' 

work and professional life, to whom over 2,800 employees were invited, including 350 UBI Banca managers, 300 

Intesa Sanpaolo and UBI Banca talents and 60 Intesa Sanpaolo Bank Albania managers. 

In addition, Digital Shadowing processes were launched that involved over 170 managers to support them and 

share useful feedback to improve performance in managing meetings and team relations.. 

Intesa Sanpaolo managers are called upon to operate in an increasingly international context and the Management 

School during the year provided 512 training initiatives on the English language which involved a total of 549 
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language dedicated to people included in the International Talent Program. 

Intesa Sanpaolo provides the students with an environment based on interactive dynamics, experiential 

are assisted by a specially-created team of around 25 internal employees with ad hoc training who oversee 

the workshop activities full time as tutors. From September 2020, Z LAB has continued online to allow partner 

schools to complete the courses started despite the pandemic. Over 2,650 students have been involved to date 

in the approximately 140 courses launched in 22 Italian cities, either in the classroom or online. 

In order to aid the integration of UBI Banca employees into the Group, an ad hoc digital platform, ISP4U, was 

adopted, which makes it possible to use over 300 compulsory professional training contents and to promote 

onboarding initiatives in Intesa Sanpaolo's target structures.

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 and professionals 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 

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 

there is a sponsorship programme for the entire duration of the course, with the direct involvement of Group Senior 

was launched with the involvement of 14 Talents and in September 2020 an edition of the ITP reserved for the Chief 

talent management initiatives, was launched within the scope of the Corporate Control Functions. Concurrently, the 

integration of 60 UBI Banca Talents was started, which will continue their development process in Intesa Sanpaolo. 

the Business Plan which aims to strengthen the Group’s middle management with 500 talents by the end of 2021.

SUCCESSION PLANS FOR BUSINESS CONTINUITY 

In order to ensure the security and continuity of the company's business even in the event of termination - for 

Succession Planning). These rules represent an opportunity for the Bank to enhance its human capital, with a view 

to strategic management of the managers' internal growth, with the aim of ensuring the constant presence within the 

company of the best, updated and competitive resources. Once again with a view to enhancing internal resources, 

succession planning is accompanied by a process aimed at identifying, managing and developing high-potential 

resources, which makes it possible to contribute to natural succession mechanisms, guaranteeing a constant and 

necessary generational turnover within the Group.

INCLUSION AND DIVERSITY MANAGEMENT 

The company population is fairly evenly spread between male and female employees (men held steady at 

46% and women at 54%). Representing 28.6% 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 40%.

During 2020, the Diversity & Inclusion (D&I) Structure, created at the end of 2018 as part of the Chief Operating 

enhancing diversity in all its forms, in line with the strategy outlined in 2019, which is a continuous source of 

inspiration and method. Supported by a process involving the measurement and continuous assessment of the 

results obtained, the strategy sets the benchmark for an effective partnership with all of the structures involved in 

various ways in the co-creation and development of the initiatives. 
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The D&I Operating Committee was set up during the year in order to align, discuss and share Diversity & Inclusion 

initiatives with all the Structures. Through the D&I Operating Committee, the various initiatives are communicated 

To make Intesa Sanpaolo's commitment towards inclusion even clearer and more concrete, the Group adopted 

Internal Code of Conduct, reinforcing the message on the values that are the hallmark of the Group and which must 

the process leading to the creation of an environment that is open to diversity and truly inclusive, as a condition for 

business sustainability, as well as an ethical priority for the Group. The policy sets out the Group's inclusion policy 

towards all forms of diversity and is based on respect for all people, meritocracy and equal opportunities. The Policy 

equity, aimed at guaranteeing fair opportunities in hiring processes, promotion to senior roles, appointments to 

Management positions and in the succession plan for top management roles.   

In order to enhance women’s talent and encourage the creation of fair and inclusive work contexts, the development 

initiatives aimed at professional women and female managers continued in 2020. The initiatives aimed at the 

2020, which involved 38 women managers and 46 professional women from the Chief IT, Digital and Innovation 

development process aimed at high-potential women managers, with the aim of creating a community receiving 

customised management approaches in terms of growth, also continued. Once again this year, a dedicated KPI, 

with a direct impact equal to 10% of the incentive system, was included in the performance scorecards of over 1,200 

managers in order to continue to raise the awareness of managers on the promotion of female talent. Among the 

diversities, the managerial discussion process on Inclusive Leadership continued, involving the Chiefs and their top 

management and it will gradually be extended to other managerial levels. In the health emergency period, digital 

awareness-raising initiatives were launched (as part of the Digital Coach initiative) aimed at the entire company 

population (managers and professionals), with concrete suggestions and good practices for the adoption of inclusive 

behaviours in a context of widespread remote working.

The programme aimed at long-absent people also continued, in the context of an initiative under the Agreement 

dedicated to inclusion entered into with the Trade unions in 2018, with the aim of establishing a close relationship 

planning of the subsequent phases of the programme, with the aim of extending support for long-term maternity 

leave to the whole Group (Italy scope), as well as supporting other types of long-term absence (due to illness, 

parental leave or personal reasons). The parenting support initiatives were not aimed solely at female employees 

with more than 50 fathers from different Divisions and Governance Areas. Starting from the needs expressed, 

in Intesa Sanpaolo, with the aim of facilitating the balance between personal and professional life for parents and 

raising awareness among employees, as well as the managers, on the topic of parenting in the Group. In addition, 

a process was launched in 2020 on the theme of coexistence and enhancement of the different generations within 

the company.

The D&I Strategy 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) and Parks – Liberi e Uguali has continued, as too has the partnership and active participation of more than 

involves meetings with female managers from the Group with the aim of overcoming the gender stereotypes that 

In order to generate a positive impact on the national social fabric and involve all areas of the Italian territory, 

The programme, developed in collaboration with Ortygia Business School, includes a mentoring process aimed 

individual coaching - from the experience of Intesa Sanpaolo female managers and professionals (mentors). 

three years to female students for studies at STEM (Science, Technology, Engineering and Mathematics) faculties, 

employment prospects. 
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DISABILITY MANAGEMENT 

The reference contact within the company to address all problems connected with the world of disabilities 
and illness is the inter-functional Working Group, created following the Inclusion Agreement of August 2018.  
Coordinated by the Welfare function, it includes the active participation of around 60 people representing 
multiple corporate structures. The aim is to combine the different professional skills with team working, in order 
to support and enhance everyone's contribution in the company. The group periodically meets with the trade 

undertaken and works in synergy with the Diversity & Inclusion Function. In 2019 most members of the working 

training sessions. The course laid the foundations for a common language, an important work tool. This year, a 
dedicated section was created on the company Intranet, which sums up the Group's commitment to Disability 

the analysis of processes to continuously improve the management of individual requests from employees, 

reference point, to the packed schedule dedicated to the life stories of employees with disabilities and clips from 

action that aims to implement good practices to improve the employment inclusion of people with disabilities 

experiences gained, with the aim of investigating, consolidating and spreading a profound culture on Disability 
Management issues. In short, tangible actions, examples that represent a real network of support and social 

companies worldwide, from a sample of over 9,000 companies. Intesa Sanpaolo was also included by Bloomberg's 

2020 international Gender Equality Index among the 325 listed international companies most active in reducing the 

gender gap. In 2020, two Banks of the International Subsidiary Banks Division were recognised for their commitment 

towards Diversity & Inclusion. Privredna Banka Zagreb received the CSR Index award, conferred by the Croatian 

Chamber of Commerce and the Croatian Business Council for Sustainable Development, and an award from 

policies and the various initiatives in favour of families, which also include discounts for children. CIB Bank, on the 

remote working from home due to the pandemic.

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. 

of the Welfare, Safety and Sustainable Development 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 

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. 
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WELFARE AND QUALITY OF LIFE IN THE COMPANY  

the supplementary pension, supplementary health care, the Cultural, Recreation and Sports Association for 

life balance and the set of Mobility management activities (see page 187). The company welfare system seeks 

to address the key issues in order to establish the best possible work-life balance for employees and their 

Introduced in 2015, Flexible Working is the smart working model of the Intesa Sanpaolo Group. From the initial 

phase to its consolidation as an ordinary working method, Flexible Working has gradually involved an ever-

increasing number of structures and employees, in 2020 proving to be a winning model in the organisation 

of work and an effective tool also in the COVID-19 emergency. In order to make it possible to extend Flexible 

Working also to structures not previously included or with strong operational or technological constraints, 

Branch, providing for the right to use at least one day of remote working from home per week, if requested. 

stood at approximately 17,250 at the end of 2019). Within the scope of the International Subsidiary Banks 

Division, in addition to the banks where it was already active in 2019 (Banca Intesa Beograd, Intesa Sanpaolo 

end of 2020 made it possible to extend the target population to a total of 7,000 employees.

COMPANY POLICIES

In terms of relationships with its employees, the Intesa Sanpaolo Code of Ethics promotes policies 

that help foster a better work-life balance; the concrete implementation of this principle takes the form 

motivation and involvement, placing people at the centre with the aim of meeting their needs and those 

of their families. Accordingly, the meetings between the company and the Trade Unions have often 

such, also their well-being. Well-being that is also protected through the safeguarding of health and 

Policy and Code of Ethics. The internal regulations establish a System of Roles and Responsibilities - in 

the shape of company rules and operating guidelines affecting many different parties - with regard to 

to analyse and discuss the prevention of gender harassment and violence in the workplace with the goal of adopting 

a set of common measures, completing the internal reporting process of such events and identifying tools in support 

of victims of harassment. The Group also made available the service for professional psychological support to 

The service, completely free of charge and accessible via a toll-free number available 24 hours a day, 7 days a 
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