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 The purpose of this presentation is to provide an overview of the key elements 

of the UniCredit 2015 Compensation policy, specifically on: 

− 2014 payout 

− major changes to 2014 system for 2015 cycle 

 

 As such these slides will always favor immediacy and simplicity to 

exhaustiveness and details 

− For full disclosure please refer to the 2015 Group Compensation Policy itself. 
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HIGHLIGHTS OF 2014 PAYOUT 
CEO EVALUATION AND BONUS PAYOUT 
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Section III - Paragraph 5.2 



  

HIGHLIGHTS OF 2014 PAYOUT 
TOP MANAGEMENT 2014 COMPENSATION LEVEL 
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TOP MANAGEMENT TOTAL COMPENSATION – OUR  POLICY  
 
 No role allowance 
 Maximum ratio between variable and fixed compensation of 2:1, according to CRD IV 
 Remuneration level set considering the benchmarking analysis provided by an external independent 

advisor to guarantee the competitiveness of the overall compensation package 
 As policy target, total compensation is set between market median and upper quartile 

Section I -  Executive Summary 

Section III - Paragraph 5.2 
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HIGHLIGHTS OF 2015 GROUP INCENTIVE SYSTEM  
(YEARLY BONUS) /1 

OVERALL 
STRUCTURE 
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 ca. 1,100 resources identified as identified staff as the result of the assessment process based on EBA 
criteria, corresponding to ca. 0.7% of the Group employee population 

 After the funding phase, it is verified the achievement of specific Entry Conditions defined at 
Group and Local level: 
 
 
 
 
 
 

 
 Size of each bonus pool adjusted upwards or downwards based on the evaluation risk and 

economic sustainability (respect of yearly "risk appetite framework" and of financial 
sustainability KPIs) 

 CRO, CFO steer the adjustment process 

Section III – Paragraph 5.3 & 5.4 

AWARD LEVEL 

BENEFICIARIES 

LINK WITH RISK 
& PROFITABILITY 

 Ratio between variable and fixed compensation of max. 200% for Business Functions. 100% for 
Company Control Functions1. 

 12 bonus pools: 1 pool for each Country/Division 
 Bonus funding based on the profitability of each Country/Division 

1 The maximum ratio of 33% between VAR/FIX for Company Control Functions requested by the regulations will be applied starting from July 2016, consistently with the transitional period 

provided by Bank of Italy  
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 Evaluation of a scorecard including 4 (max 6) individual goals based on a "KPI Bluebook" of certified indicators (Financial & 
Economics, Risk, Controls, Operational & Clients) 

 A reference value, defined for each specific position and adjusted according to the actual available bonus pool, represents the 
starting point for the individual bonus allocation 

 Individual bonus allocated managerially based on available bonus pool, individual performance and the above mentioned 
reference value 

 2015 goals for CEO and General Manager: 

 60% of overall outcome is deferred for top Identified Staff 

 50% equity and 50% cash  

 Deferral period to 5 years after upfront; 2 additional years retention on upfront shares; 1 year on deferred shares (as for BankIT 

requirements) 

 Application of malus & clawback to each installment 

INDIVIDUAL 
EVALUATION 

PAYOUT 

CASHFLOW 
VIEW 

HIGHLIGHTS OF 2015 GROUP INCENTIVE SYSTEM  
(YEARLY BONUS) /2 

Section III – Paragraph 5.3 & 5.4 
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HIGHLIGHTS OF LONG TERM INCENTIVE PLAN 
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 A specific Long Term Incentive Plan for Top Management has been designed to: 

− further align to long term / shareholder interests 

− create the right incentives for management and reward actions done in the 
medium term interest of the bank 

− address a retention risk that we have as for three consecutive years of 
zero bonus 

 The overall structure of the LTI plan and the relevant performance conditions are 
aligned to UniCredit Strategic Plan 

 The performance conditions take into consideration financial, sustainability 
KPI and a qualitative assessment of the Board on the Top Management 
activities evaluated in the relevant performance period  

 The amount to be reserved to the LTI system will fall into the cap provided by 
the regulations. 

 

Section III – Paragraph 5.5 



  

GROUP LTI PLAN: MAIN FEATURES 
PARTICIPANTS CEO, General Manager and Deputy General Managers 

MAX AMOUNT AT STAKE 1/3 of max. variable compensation 

PERFORMANCE PERIOD 4 years (aligned to UniCredit Strategic Plan) 

PERFORMANCE AWARDS 
2  possible awards based on the achievement level of set performance conditions 
− 1st award at the end of 2016 
− 2nd award at the end of 2018. 

VEHICLES AND VESTING 
− Performance Phantom Share (price determined at Plan launch; any variation of share price will 

directly impact cash payout)  
− Cliff vesting for each award (no intermediate instalments)  

DEFERRAL PERIOD (AFTER EACH AWARD) 
− 3 years deferral subject to a cumulative "malus" conditions (cumulative zero factor) 
− 1 additional compulsory holding year (i.e. sales restriction) 

11 

Section III – Paragraph 5.5 HIGHLIGHTS OF LONG TERM INCENTIVE PLAN 
MAIN FEATURES AND PLAN STRUCTURE 



  
12 1: Measurement will be performed using MYP target references or its recasting as approved by the BoD. 

2: Return on Allocated Capital 

# KPI CATEGORY 

ACHIEVEMENT OF 
SPECIFIC OBJECTIVES 

OVER TWO PERIOD 
2015-2016 AND 2015-

2018 

DESCRIPTION REFERENCE TARGET AND 
MEASUREMENT1 WEIGHT 

1 FINANCIAL 

 
 ROAC%2 of Core 

Business 
 Gross Loans 

Reduction of non 
Core Business 

Key indicators of Multi-year Strategic Plan: 
- ROAC %: calculated as the average of the "Return on allocated 

capital" compared with the average value of the same indicator 
included in the Strategic Plan 

- Gross Loans: reduction of non-core business "gross loans" vs. the 
values of the Strategic Plan 

≥ MYP 120%           =120% 
80% <MYP< 120% =100% 
50% < MYP < 80% =50% 
MYP < 50%             = 0% 

50% 

2 SUSTAINABILITY 

 Common Equity 
Tier 1 

Expected verification of the respect of CET1 average values with 
reference to the same value stated in the Strategic Plan 

≥ MYP targets 

30% 

 External Customer 
Satisfaction 

Analysis of customer satisfaction to verify the levels of service toward 
our customers. 
The calculation of the Customer Satisfaction Index is done according to 
the TRIM methodology developed by TNS research institute, who also 
calculate directly the index in all Countries assessed.  The assessment of 
the External customer satisfaction is conducted by TNS and local 
research providers. 

≥ 2014 

 Succession 
Planning index 

Coverage ratio on ca. 120 Top Management positions to assure  a 
sustainable leadership pipeline. The ratio is yearly communicated to the 
Board of Directors. The analysis follows a structured process  based on 
Executive Development Plan, which represents the Group Management 
Review process that allows to plan, manage and develop the Group 
Leadership pipeline 

 90% over the whole 
performance period 

3 

OVERARCHING 
BOARD OF 
DIRECTORS 
ASSESSMENT 

 Qualitative 
assessment of 
alignment between 
Bank and 
Stakeholders' 
interests  

Board members evaluation of participants retention risk and effective contribution, over the whole 
performance period, to the Strategic Plan pillars: 
• transformation of commercial banking in WE countries; 
• investing in growth businesses; 
• leveraging global platform 
In particular, the evaluation would take into account the actual achievement of the quantitative KPI 
referred to the 3 pillars of the Strategic Plan. 

20% 

Section III – Paragraph 5.5 

Total Scorecard outcome anyway capped at 100% 

HIGHLIGHTS OF LONG TERM INCENTIVE PLAN 
PERFORMANCE CONDITIONS 
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 Severance payments take into consideration the long-term 
performance, in terms of shareholder added-value, do not reward 
failures or abuses. 

 As a general principle, in UniCredit Group severances do not exceed 
the limits set by Law/ National Labor Agreements locally 
applicable.  

 In case of lack of such regulations, any severance beyond the notice 
period shall not generally exceed 24 months of total compensation 
(policy unchanged vs 2014) 

 For further information, please refer to the Group Policy on 
Termination Payments, submitted to the approval of 2015 Annual 
General Meeting 

Section II – Paragraph 5.1 

Group Policy on Termination 

Payments 

GROUP POLICY ON TERMINATION PAYMENTS 
UNICREDIT APPROACH 
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 This Presentation may contain written and oral “forward-looking statements”, which includes all statements that do not relate 
solely to historical or current facts and which are therefore inherently uncertain. All forward-looking statements rely on a number 
of assumptions, expectations, projections and provisional data concerning future events and are subject to a number of 
uncertainties and other factors, many of which are outside the control of UniCredit S.p.A. (the “Company”). There are a variety of 
factors that may cause actual results and performance to be materially different from the explicit or implicit contents of any 
forward-looking statements and thus, such forward-looking statements are not a reliable indicator of future performance. The 
Company undertakes no obligation to publicly update or revise any forward-looking statements, whether as a result of new 
information, future events or otherwise, except as may be required by applicable law. The information and opinions contained in 
this Presentation are provided as at the date hereof and are subject to change without notice. Neither this Presentation nor any 
part of it nor the fact of its distribution may form the basis of, or be relied on or in connection with, any contract or investment 
decision 

 

 The information, statements and opinions contained in this Presentation are for information purposes only and do not constitute 
a public offer under any applicable legislation or an offer to sell or solicitation of an offer to purchase or subscribe for securities 
or financial instruments or any advice or recommendation with respect to such securities or other financial instruments. None of 
the securities referred to herein have been, or will be, registered under the U.S. Securities Act of 1933, as amended, or the 
securities laws of any state or other jurisdiction of the United States or in Australia, Canada or Japan or any other jurisdiction 
where such an offer or solicitation would be unlawful (the “Other Countries”), and there will be no public offer of any such 
securities in the United States. This Presentation does not constitute or form a part of any offer or solicitation to purchase or 
subscribe for securities in the United States or the Other Countries 

 

 

 Neither the Company nor any member of the UniCredit Group nor any of its or their respective representatives, directors or 
employees accept any liability whatsoever in connection with this Presentation or any of its contents or in relation to any loss 
arising from its use or from any reliance placed upon it 

DISCLAIMER 


