
 

 

 

2020 Remuneration and Incentive Policies – Report on 
wages paid

I. Part one  

1. Introduction  
 
The purpose of this report on wages paid is to provide an ex-post disclosure on the application 

of the 2020 incentive and remuneration policies within the UBI Banca Group, as approved by 

the Ordinary General Meeting of the Shareholders on 8th April 2020, in accordance with current 

European and Italian regulatory provisions and with particular reference to "Identified staff" (key 

management personnel) and the members of the governing bodies. 

During 2020, due to the exceptional circumstance of the epidemic that has affected the country, 

the Board of Directors of UBI Banca made some changes to the Remuneration Policies approved 

by the Shareholders’ Meeting, after first having received an opinion from the Remuneration 

Committee and the Management Control Committee and also in the light of recommendations 

for a prudent remuneration policy received from the regulators. In particular, these relate to the 

structure of the 2020 incentive scheme in compliance with the provisions of Art. 123-ter of the 

Consolidated Finance Law as amended by Legislative Decree No. 49/2019 and in accordance 

with the provisions of the Group’s own Remuneration Policy. 

In relation to the voluntary public purchase and exchange offer on all the Bank’s shares 

launched by Intesa Sanpaolo S.p.A. and completed in August 2020, resulting in Intesa Sanpaolo 

acquiring full control of UBI Banca, the UBI Banca share has not been listed since 5th October 

2020.  

As part of this operation, Intesa Sanpaolo and BPER Banca also entered into a binding 

agreement, disclosed on 17th February 2020, in relation to the disposal of a going concern 

consisting of a pool of branches of the combined Group and related staff and customer 

relationships, set out in an additional agreement signed on 12th November 2020 that became 

operational in February 2021. 

Joining the Intesa Sanpaolo Group has made it necessary to bring the remuneration policies of 

the two Groups (and in particular their incentive schemes) more closely into line with one 

another in order to enable the timely integration of the two entities, while motivating and 

developing their employees.  

Finally, we report that UBI Banca drew up a resolution, passed during the 2020 shareholders’ 

meeting, setting up a long-term incentive scheme for the "Identified staff" of the Group for 2020-

2022, linked to the Business Plan for that period, which has since been overtaken by the success 

of Intesa Sanpaolo S.p.A.’s public exchange offer. 



 

 

 
 

 

This document has two parts: the first reports on the implementation of the 2020 remuneration 

policies, while the second contains the disclosure tables (gross amounts) with the information 

required by the Bank of Italy supervisory instructions Circular No. 285/2013 and subsequent 

updates, Part one – Title IV – Chapter 2 “Remuneration and Incentives policies and practices”, 

Section VI “Disclosure and reporting obligations”. 

2. Identification of “Identified staff”  

The process for the identification of "Identified staff" was followed in accordance with the specific 

method established and the results were approved by the Board of Directors of UBI Banca on 

28th February 2020 with 224 positions, consisting of 39 directors, 175 employees and 10 

financial advisors; this category was revised during the first half of 2020 due to an organisational 

change at UBI Banca, leading to an additional 2 positions.  

Membership of the “Identified staff” category results at the same time in the positions being 

subject to rules set by specific regulations on variable remuneration (“pay mix”, “payout”, 

deferral and diversification in financial instruments of bonuses, models and clawback 

conditions, etc.) and to the provisions of the “Group Regulation on Transactions with Related 

Parties in accordance with Consob Regulation No. 17221/2010, Connected Persons in 

accordance with Bank of Italy Supervisory Regulations Circular No. 263, Identified staff of the 

UBI Group, Significant Parties in accordance with Art. 136 of the Consolidated Banking Law 

and Other Identified Parties”.  

Those included in the "Identified staff" perimeter have been informed individually in writing and 

have also been asked not to employ personal insurance strategies on remuneration or on other 

aspects which might alter or impair the effects of alignment with the risk implicit in these 

remuneration schemes. 

In late 2020 the relevant units of Intesa Sanpaolo undertook a consolidated analysis of the 

"Identified staff" perimeter and 50 UBI Group staff members were identified as such at the level 

of the Intesa Sanpaolo Group. 

3. Information on remuneration 
The remuneration policy implemented in 2020 for members of the governing bodies of the Parent 

and its subsidiaries did not involve paying any variable component of remuneration linked to 

incentives schemes to members of the Boards of Directors who are not employed under an 

individual contract of employment. 

The members of the Board of Directors of UBI Banca received fixed remuneration differentiated 

on the basis of the positions they held within the Board itself (Chairwoman and Board Member) 

and on the internal board committees (Chairman and Committee Member), as detailed in the 

tables in part two of this report. 

 



 

 

 
 

 

On 15th October 2020 the Shareholders’ Meeting of UBI Banca, with the vote in favour of the 

shareholder Intesa Sanpaolo S.p.A. (the owner of all the share capital with voting rights) 

appointed a new Board of Directors for the three-year period 2020/2021/2022 and also 

determined their remuneration. 

 

Remuneration of the Chief Executive Officer 

On 3rd August 2020 Dott. Victor Massiah handed in his resignation as Board Member, Chief 

Executive Officer and General Manager to the Board of Directors, with immediate effect. 

Following his resignation, the Bank terminated his employment relationship as an executive and 

his directorships and made arrangements for end-of-employment payments. Following a 

resolution passed by the Board of Directors with the opinion in favour of the Remuneration 

Committee Dott. Victor Massiah was granted exclusively the right to be paid the incentives 

relating to the incentive schemes (MBO schemes) relating to prior years that had matured before 

the employment termination date, on the basis of the rules and maturation dates provided for 

in the regulations and in accordance with the law and regulations in force for the variable 

remuneration of "Identified staff".  

The validity of the non-competition agreement signed on 9th May 2019, against a payment 

amounting to one year of fixed remuneration, of which 50% payable after 6 months (February 

2021) and the remaining 50% 12 months after the termination of the employment relationship 

(August 2021) with a penalty of twice the amount paid if the agreement is breached. 

On 6th August 2020, on the invitation of the parent company, Intesa Sanpaolo and with the 

opinion in favour of the Appointments Committee, the Board of Directors of UBI Banca co-opted 

Dott. Gaetano Micciché as a Board Member and passed a resolution appointing him as Chief 

Executive Officer, granting him the same authorisations conferred on Dott. Victor Massiah, and 

as General Manager, pursuant to and in accordance with the current Articles of Association of 

UBI Banca, with the powers related to that role. 

The remuneration of the new Chief Executive Officer and General Manager consists of fixed 

remuneration, that is the fixed component of remuneration for the position of General Manager 

is included in the additional remuneration paid for the position of Chief Executive Officer; a 

variable component of remuneration has also been granted, linked mainly to the operating 

results of UBI (PCOBT) and to activities associated with the project for the integration of UBI 

Banca S.p.A. into Intesa Sanpaolo S.p.A, with performance measurement ending in the first 

quarter of 2021, according to the following KPIs: 



 

 

 
 

 

 

 

Details of the components of remuneration of the two Chief Executive Officers and General 

Managers are given in the tables in part two of this report. 

 

2020 incentive schemes - results 

In April 2020, due to the COVID-19 pandemic, the Board of Directors of UBI reviewed the size 

of the total 2020 bonus pool for the variable component of remuneration for employees, reducing 

it from approximately €26 million to approximately €13 million.  

In September 2020, in the light of the improvement in expected levels of profitability and with a 

view to aligning them more closely with the incentive policies adopted within the new Intesa 

Sanpaolo Group, it resolved to increase the bonus pool to €15.8 million, to which was added an 

additional €0.6 million, by drawing on resources that were originally allocated to the cancelled 

2020-2022 long-term incentive scheme and had been prudentially set aside in the 2020 financial 

statements. These additions were allocated to increase the cover for employee bonuses and 

restore the incentive scheme for "Identified staff", who had initially been excluded from the MBO 

scheme. The bonus pool amounts to a total of €16.4 million, down by 40% compared with that 

for 2019, with bonus targets for "Identified staff" set at 40% of those for 2019. 

With specific reference to "Identified staff" it is noted that: 

 the payment of bonuses is determined on the basis of the results of individual MBO forms 

taking some key elements into consideration, such as: the Group operating results, ESG 

performance, the progress of the integration project and managerial effectiveness. A 

measurable quantitative goal has also been set for the “IS” of the business units, 

consistent with their core activity; 

KPIs weighting %

Operating-

financial and 

other 

quantitative 

objectives

PCOBT of the UBI Group as at 31/03/2021 (billion) 40%

% of quantitative objectives 40%

weighting %

Motivation and personnel and enhancement 10%

Sustainability objective 10%

Merger of UBI into Intesa Sanpaolo 20%

Sale of BPER branches 20%

% of quantitative assessment 60%

% Total 100%

KPIs Q4 2020 -  Q1 2021

Qualitative 

assessment



 

 

 
 

 

 given the level of involvement in the merger project of "Identified staff" belonging to control 

functions (for whom it is not possible to assign financial targets), the Management Control 

Committee, following consultation with the Remuneration Committee, will award their 

variable bonuses on the basis of the final figures, the activities (including integration 

activities) performed, individual Managerial Effectiveness and ESG performance at Group 

level. 

The incentive schemes are subject to trigger conditions (“gates”), established in line with the 

principles required by supervisory regulations relating to capital strength and liquidity, the 

thresholds for which, set out in the Group RAF in accordance with the revision performed in 

late 2020, were achieved on 31st December 2020 as reported below: 

 

Indicator Thresholds Level Achieved

Common Equity Tier 1 ratio 7.00% 8.66%

Net Stable Funding Ratio 100% 115%

Liquidity Coverage Ratio 100% 180%

Leverage Ratio 2.29% 2.95%

2020 incentive scheme trigger conditions ("gates")

 

The incentives models approved by the Board of Directors in 2020 also established that the size 

of the bonus pool at Group level should depend on the normalised profit on continuing 

operations before tax (normalised PCOBT) of the UBI Group, net of the costs of the integration 

with Intesa Sanpaolo, using a mechanism that provides for the bonus pool to be increased by a 

maximum of 150% of the original pool, according to the following schedule: 

Group PCOBT 

performance 

Maximum level of 

Group bonus pool

> 0% and ≤ 95% Up to 75%

> 95% and ≤ 105% Up to 100%

>105% and ≤ 115% until 120%

>115% Up to 150%
 

The final figures as at 31st December 2020 amounted to €408.5 million, amounting to 139.65% 

of the forecast target. In response to this result the Board of Directors resolved to increase the 

bonus pool by €5.2 million, in compliance with the mechanism described above, €2 million of 

which was allocated to Pramerica SGR given the exceptional results it achieved and €3.2 million 

to UBI and the other Group Companies for over performance.. 

Also, in order specifically to reward their positive contribution to the process for the integration 

of UBI into Intesa Sanpaolo, as recommended by the Parent, an additional €1.5 million obtained 

as part of the integration costs were allocated as bonuses for the central management units of 

UBI and UBI Sistemi e Servizi for the positive and efficient work they carried out as part of the 



 

 

 
 

 

process for the integration of UBI into Intesa Sanpaolo and a further €1.5 million to cope with 

the different accounting rules applied in UBI and Intesa Sanpaolo for quotas paid in financial 

instruments to "Identified staff" as part of the 2020 incentive scheme provided for them. 

The overall amount available for incentive schemes thus amounts to approximately €24.6 

million and, in the same way as for the bonus pool for the Group, the individual bonus pools for 

single Banks/Divisions were increased consistent with the performance achieved by each 

Bank/Division with respect to the budget. 

The final results stage of the 2020 incentive scheme led to an actual expenditure amounting to 

approximately €24.1 million, corresponding to 98% of the total bonus pool, used for performance 

payments due to incentive schemes and the contribution of staff to the management of the 

emergency period due to the COVID-19 pandemic and for the achievement of the integration 

into Intesa Sanpaolo. 

The incentive scheme was accessed by eight Group member companies, all the Macro 

Geographical Areas, Corporate & Investment Banking, Private Banking and the "Identified staff" 

of the Group. 

Approximately 80% of “Identified staff” received a bonus, of whom approximately 1% exceeded 

the 1:1 ratio between fixed and variable remuneration. Detailed information on this is given in 

the part two of this section.  

As a consequence of the reduction of the initial target bonus, approximately 63% of "Identified 

staff" have earned a variable component (inclusive of those paid in the form of job-security 

agreements) amounting to €50,000 gross or less and 25% of fixed remuneration, paid entirely 

on an up-front and “monetary & welfare” basis1. 

Bonus payments to "Identified staff" who have earned amounts of variable remuneration above 

that threshold are varied as follows:  

- for "Identified staff" belonging to the “Top IS” perimeter, 50% of the bonus earned is 

deferred over five years on a pro rata basis, with a component amounting to 55% of total 

variable remuneration paid in Intesa Sanpaolo shares, subject to a retention period of 

one year; 

- for "Identified staff" belonging to the “Other Group IS” perimeter, 40% of the bonus 

earned is deferred over three years on a pro rata basis, with a component amounting to 

50% of total variable remuneration paid in Intesa Sanpaolo shares, subject to a retention 

period of one year; 

All the bonuses for "Identified staff" are below the threshold for particularly high variable 

remuneration (required by law) set at €430,000 gross. 

 
1 For asset management positions, payment is made on an “up-front monetary & welfare” basis if the individual bonus earned is less 

than €80,000 gross. 



 

 

 
 

 

With specific reference to “Identified staff” in asset management positions a quota of the financial 

instruments is converted into mutual investment funds of the company itself, in compliance 

with regulations specific to that sector (UCITS V). 

Prior year incentive schemes  

In relation to the remaining quotas in financial instruments of bonuses from UBI Banca Group 

annual incentive schemes based on financial instruments for the years 2015-2019, on 5th 

February 2021 the Board of Directors of Intesa Sanpaolo decided, in accordance with the terms 

and conditions set out in the said schemes, to substitute 2.143 Intesa Sanpaolo shares for each 

UBI Banca share.  

This substitution rule was defined with consideration given to the market value of the UBI Banca 

share and the Intesa Sanpaolo share on 30th September 2020, the last day on which UBI Banca 

shares were traded on the Mercato Telematico Azionario (electronic stock exchange).  

This rule has made it possible, as required by the regulations governing remuneration in the 

banking sector, to take account of changes over time to the management of the bank or company 

to which the employee belongs for as long as possible, that is until the moment when it is 

delisted, while also ensuring full observance of the principles of consistency, transparency and 

objectivity.  

 

Remuneration of Financial Advisors 

With specific reference to Financial Advisors working for IWBank S.p.A., the total amount of 

remuneration for 2020 amounts to approximately €55.5 million, of which €2.7 million was paid 

to eight Financial Advisors categorised as "Identified staff". The costs are down slightly compared 

to 2019 due to an optimisation of the network of Financial Advisors, which currently amounts 

to approximately 700 members of staff. There are approximately €1.5 million non-recurring 

components of remuneration, of which €0.14 million has been assigned to Financial Advisors 

categorised as "Identified staff". 

 
 

 
 

 
 
 

 

II. Part two  
 



 

 

 
 

 

Information required by the Bank of Italy Supervisory Regulations Circular No. 285/2013 
and subsequent updates, Part One – Title IV – Chapter 2 “Remuneration and Incentives 
policies and practices”, Section VI “Disclosure and reporting obligations”  

 

Summary pursuant to Art. 450 of the CRR (Regulation 2013/575 
EU), paragraph 1, letter g Aggregate quantitative information on 

remuneration, broken down by business area 

 
In addition to payments relating to the incentive scheme, the variable component of the table 

below includes the Company Bonus and staff retention agreements, including the quotas 

relating to agreements to extended periods of notice and non-competition agreements that 

provide for a monthly or six-monthly payment during the employment relationship. 

 

Personnel 

numbers

Fixed 

remuneration

Variable 

remuneration

Central units (including material 

risktakers)
30.4% 32.4% 29.6%

Macro Geographical areas 64.9% 61.0% 40.8%

Corporate & Investment Banking 1.3% 2.2% 7.9%

Private Banking 2.3% 2.9% 12.3%

Insurance 0.3% 0.3% 0.4%

Asset Management 0.9% 1.2% 9.0%

Comparison between the percentage distribution of personnel and 2020 

fixed and variable remuneration

 

 
 

 



 

 

 
Summary pursuant to Art. 450 of the CRR (Regulation 2013/575 EU), paragraph 1, letter h, 
subsections i) and ii)  
Fixed and variable components of remuneration (euros) 
 

 
 

Beneficiaries Fixed Variable Beneficiaries
Up-front 

cash

Up-front 

financial 

instruments

Deferred 

cash

Deferred 

financial 

instruments

Company 

bonus
Agreements

Vested 

following 

2020 

performance

That may 

vest in 

future years

Not vested

Chief Executive Officer 

and General Manager
2 €1,097,943 €150,000 1 €37,500 €37,500 €30,000 €45,000 €0 €0 €136,248 €1,451,729 €0 €0

Other key management 

personnel
18 €6,321,562 €1,933,317 18 €553,893 €344,935 €271,948 €397,922 €14,619 €350,000 €449,566 €1,957,042 €0 €459,896

Managers with control 

functions and other 

similar roles

15 €2,458,475 €342,296 14 €240,113 €0 €0 €0 €12,183 €90,000 €111,483 €130,995 €0 €122,348

Other risk-taker roles 153 €26,666,345 €5,447,397 111 €2,493,096 €545,118 €370,425 €391,450 €109,208 €1,528,000 €748,878 €2,978,662 €0 €724,387

Short-term variable 

deferred and up-

front shares from 

prior years paid in 

2020

Prior year short-term deferred 

variable remuneration
Incentive Scheme 2020 

Other Variable 

Remuneration 2020

Identified staff for 

2020

Remuneration 2020 

 
 
 
 



 

 

 
Summary pursuant to Art. 450 of the CRR (Regulation 2013/575 
EU), paragraph 1, letter j  
The total remuneration of the Chairwoman of the body with the function 
of strategic supervision and of each member of the management body, the 
General Manager, the Joint General Managers and the Deputy General 
Managers 

 

Surname and first name Position
Total 

Remuneration
Term of office

Date on which 

appointment 

ends

Brichetto Arnaboldi Letizia Maria Chairwoman €189,508

Director €47,377

Grandi Paolo Maria Vittorio Chairman (*) €42,623

Director (*) €17,049

Nicastro Roberto Deputy Chairman €181,612

Director €94,754

Chairman of the Risk Committee €55,273

Member of the Appointments Committee €23,689

Picca Bruno Deputy Chairman €21,311

Director €17,049

Member of the Risk Committee €10,656

Bellini Cavalletti Letizia Director €94,754

Chairwoman of the Appointments Committee €39,481

Member of the Remuneration Committee €23,689

Boccardelli Paolo Director €94,754

Chairman of the Remuneration Committee €39,481

Bordogna Paolo Director €94,754

Member of the Risk Committee €31,585

Carrara Alberto Member of the Management Control Committee €142,131 01.01/15.10 15.10.2020

Culasso Francesca Member of the Management Control Committee €142,131

Member of the Related Parties and Connected Persons 

Committee
€23,689

Dardanello Ferruccio Director €94,754

Member of the Appointments Committee €23,689

Fidanza Silvia Director €94,754 01.01/15.10 15.10.2020

Gussalli Beretta Pietro Director €94,754

Member of the Appointments Committee €23,689

Masetti Zannini Alessandro Chairman of the Management Control Committee €47,377

Member of the Management Control Committee €142,131

Simona PEZZOLO DE ROSSI Member of the Management Control Committee €142,131

Member of the Risk Committee €31,585

Member of the Related Parties and Connected Persons 

Committee
€23,689

Ranica Osvaldo Director €94,754

Member of the Appointments Committee €23,689

Member of the Remuneration Committee €23,689

Regazzi Monica Member of the Management Control Committee €142,131

Chairwoman of the Related Parties and Connected Persons 

Committee
€39,481

Board of Directors

01.01/15.10 15.10.2020

(*) Remuneration paid to the company to which he belongs

01.01/15.10 15.10.2020

01.01/15.10 15.10.2020

01.01/15.10 15.10.2020

01.01/15.10 15.10.2020

01.01/15.10 15.10.2020

01.01/15.10 15.10.2020

15.10.2020

01.01/15.10 01.01/15.10

01.01/15.10 15.10.2020

Total remuneration of the Chair of the body responsible for strategic supervision and each member of the body responsible for management, the 

General Manager, the Co-general Managers and the Deputy General Managers

01.01/15.10 15.10.2020

15.10/31.12 2021 AGM

01.01/15.10 01.01/15.10

15.10/31.12 2021 AGM

01.01/15.10

 

 



 

 

 
 

 

 

Surname and first name Position
Total 

Remuneration
Term of office

Date on which 

appointment 

ends

Angeletti Paola Director (*) €17,049

Member of the Remuneration Committee (*) €8,525

Attana' Giuseppe Director €17,049

Chairman of the Risk Committee €15,984

Member of the Related Parties and Connected Persons 

Committee
€8,525

Bianchi Luigi Arturo Chairman of the Management Control Committee €17,049

Member of the Management Control Committee €31,967

Boccolini Giovanni Director €17,049

Member of the Appointments Committee €8,525

Ciaccia Mario Member of the Management Control Committee €31,967

Chairman of the Related Parties and Connected Persons 

Committee
€12,787

Cicognani Maria Luisa Member of the Management Control Committee €31,967

Member of the Risk Committee €10,656

Flaim Cristina Member of the Management Control Committee €31,967 15.10/31.12 2021 AGM

Mancino Stefania Member of the Management Control Committee €31,967 15.10/31.12 2021 AGM

Scalvini Felice Director €17,049

Chairwoman of the Appointments Committee €12,787

Simioni Anna Director €17,049

Member of the Appointments Committee €8,525

Member of the Remuneration Committee €8,525

Vigano' Laura Director €17,049

Member of the Related Parties and Connected Persons 

Committee
€8,525

Vitali Rosati Alessandra Director €17,049

Chairwoman of the Remuneration Committee €12,787

Massiah Victor Chief Executive Officer €295,082

Director €70,820

Senior Manager €529,855

Micciche' Gaetano Chief Executive Officer (**) €352,186

Director (*) €40,109

Sonninio Elvio Senior Deputy General Manager (**) 1,062,154 € 01.01/31.12

Geertman Frederik Herman Deputy General Manager (**) 843,497 € 01.01/31.12

Leidi Rossella Deputy General Manager (**) 547,197 € 01.01/31.12

(**) Inclusive of variable remuneration earned on the basis of 2020 performance

15.10/31.12 2021 AGM

15.10/31.12 2021 AGM

15.10/31.12 2021 AGM

15.10/31.12 2021 AGM

15.10/31.12 2021 AGM

15.10/31.12 2021 AGM

15.10/31.12 2021 AGM

15.10/31.12 2021 AGM

15.10/31.12 2021 AGM

15.10/31.12 2021 AGM

Total remuneration of the Chair of the body responsible for strategic supervision and each member of the body responsible for management, the 

General Manager, the Co-general Managers and the Deputy General Managers

Board of Directors

(*) Remuneration paid to the company to which he belongs

General Management

06.08/31.12 2021 AGM

01.01/03.08 01.01/03.08

 

 

 

 

 

 

 

 

 

 

 

 



 

 

 
 

 

Severance payments and welcome bonuses 

Having taken into account the merger of UBI Banca into the Intesa Sanpaolo Banking Group 

and in order to ensure the rapid harmonisation of the rules governing remuneration to be agreed 

in the event of the early termination of an employment relationship or early retirement from 

corporate office (severance pay) in accordance with the UBI 2020 Incentive and Remuneration 

Policies with the relevant provisions of the Intesa Sanpaolo Group 2020 Incentive and 

Remuneration Policies (the “Intesa Sanpaolo Group Incentive and Remuneration Policies”), a 

proposal to adopt criteria and maximum limits for the determination of severance pay and a 

predetermined formula consistent with those provided for in the Intesa Sanpaolo Group 

Incentive and Remuneration Policies was submitted for the approval of the Shareholders’ 

Meeting of UBI Banca held on 17th November 2020, in compliance with the provisions on 

remuneration and incentive policies and practices contained in Bank of Italy Circular No. 

285/2013 (the “Supervisory Regulations”) and the Articles of Association. 

Given the above, in addition to the information already reported in relation to the resignation of 

the previous Chief Executive Officer and General Manager, an additional five members of 

“Identified staff” ceased their employment during 2020, as detailed below: 

• one employee resigned on a voluntary basis 

• two employees resigned and opted for the “Solidarity Fund” incentive scheme 

• two employees were dismissed pursuant to Art. 2112 of the Italian Civil Code. One 

employee was awarded €422,500 as a leaving incentive and in relation to his having 

ceased his employment; this was paid in the light of his challenge against the measure 

imposed on him and in order to arrive at a negotiated solution, in compliance with the 

regulations governing remuneration and in accordance with the provisions of the 

Incentive and Remuneration Policies of UBI Banca as updated in November 2020.  

Following the merger with Intesa Sanpaolo and the delisting of the UBI Banca share, two 

severance payments originating from previous agreements were updated, since their deferred 

quotas provided for the awarding of financial instruments at the start of 2021.  

Also in 2020 two welcome bonuses were paid, limited to the first year and in compliance with 

Supervisory Regulations on remuneration and incentives, amounting to a total of €85,000 gross 

for staff not included in the "Identified staff" perimeter who were appointed in the strategic 

sectors of Private Banking and the Finance Area.  

Employees whose total remuneration amounts to €1 million or more 

One employee belonging to the “Identified staff” perimeter received total remuneration amounting 

to more than €1 million in 2020. 

 

 

 



 

 

 
 

 

Internal audit function verifications of compliance of 
remuneration and incentive practices with policies 
approved and with the regulatory framework for 2020  

 

With regard to the regulatory framework for remuneration and incentive policies and practices 

in banks and groups of banks pursuant to Bank of Italy Supervisory Regulations (Circular No. 

285/2013 which implemented the EBA Guidelines on remuneration policies and practices), it is 

stated that “At least once a year, the Internal Audit Function shall verify, amongst other things, 

that remuneration practices comply with the policies approved and with these regulations. The 

findings and any irregularities are reported to the competent Governing Bodies and functions for 

the adoption of any corrective measures required and the latter assess their importance for the 

purposes of prompt disclosure to either the Central European Bank or the Bank of Italy. The results 

of the audit conducted are reported annually to a Shareholders’ Meeting”.  

In line with previous audits on these matters and with account taken of the principles and 

recommendations reported in the “SREP – Supervisory Review and Evaluation Process” 

guidelines on the subject, the analysis carried out by the Internal Audit Function regarded: i) 

the definition and implementation of the 2020 Remuneration and incentives policies; ii) the 

payout, in 2020, of the 2019 incentive scheme, in application of the Remuneration and 

incentives policies of the previous year (2019), in terms of the conditions for triggering the bonus 

pool, the final figures for bonuses for Identified Staff (IS), the management of payments in 

financial instruments and the management of deferred quotas; iii)  the system of first and 

second level internal controls implemented to oversee disbursement activities; iv) follow-up on 

the actions undertaken by the Units tasked with addressing the recommendations made from 

time to time by the Internal Audit. 

On conclusion of the audits, the operating practices adopted showed overall consistency and 

adequacy in relation to the Supervisory Regulations and the 2020 Remuneration policies 

approved by the Shareholders’ Meeting of UBI Banca on 8th April 2020; the said policies, 

following the changed conditions of the operating and corporate context due to the COVID-19 

health emergency and the merger with the Intesa Sanpaolo Group, were updated in line with 

changes governed by internal regulations. The first and second level controls implemented for 

the oversight of risks related to the process analysed were properly defined and applied. 

The process for the definition of the aforementioned Policies saw the practical and adequate 

involvement of the relevant governing bodies (Board of Directors, Management Control 

Committee, Remuneration Committee, Risk Committee) and corporate Units of UBI Banca 

(Human Resources and the Chief Compliance Officer, Chief Risk Officer and Chief Financial 

Officer). The subsidiary undertakings implemented the 2020 Policies in a timely manner as 

defined by UBI Banca. 



 

 

 
 

 

In relation to the implementation of the 2020 Policies, the audits have ascertained: i) the 

existence of the trigger conditions (“gates”) for the 2020 incentive scheme, as a result of the 

application of the new parameters resulting from the implementation of the Risk Appetite 

Framework of the Parent, Intesa Sanpaolo and the use of Profit on Continuing Operations before 

Tax as the reference performance indicator for the size of the bonus pool to be paid out; (ii) the 

correct performance of the process for the quantification and approval of the 2020 incentive 

scheme and the consistent definition of the total cost set aside in the financial statements as at 

31st December 2020; iii) the compliance of the payment of the payments to senior managers 

agreed in the event of the early termination of an employment relationship and/or to help to 

attract new staff and iv) the launch of the performance assessment phase and the verification of 

the results achieved by IS for the payment of annual variable remuneration.  

The state of progress of the implementation of the remediation actions required by the Internal 

Audit following its analyses of the remuneration and incentive schemes adopted by the Bank 

over the years has shown that some of the planned initiatives have been completed and that a 

decision to block the remaining initiatives was taken following the adoption of the target 

procedures of the Parent, Intesa Sanpaolo, that will take place at the same time as the 

integration of UBI Banca and its subsidiaries into the said Group. 

 


