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PURPOSE OF THE DOCUMENT 

 This document aims at providing a brief overview on FinecoBank 
2017 Compensation Policy key aspects, namely: 

- Policy key principles and governance; 
- 2017 Policy main contents, also compared to 2016 
- 2016 Incentive Systems payout 
- 2017 Incentive Systems features 

 
 
 
For further details please refer to our whole 2017 Compensation Policy  
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 Clear and transparent governance, through efficient corporate and organizational 
governance structures, as well as clear and rigorous governance rules. 

 
 Compliance with regulatory requirements and principles of good professional 

conduct, by protecting and enhancing our company reputation, as well as avoiding or 
managing conflicts of interest between roles within the Bank or towards  customers. 

 
 Continuous monitoring of market trends and practices and awareness of 

international practices, aimed at sound formulation of competitive compensation as 
well as at transparency and internal equity.  
 

 Sustainable pay for sustainable performance, by maintaining consistency between 
remuneration and performance, and between rewards and value creation, as well as 
enhancing both the actual results achieved and how they are achieved. 
 

 Motivation and retention of all staff, with particular focus on talents and key 
players, with the aim to attract, motivate and retain the best resources capable of 
achieving our company mission according to  Bank values. 

 

 

POLICY KEY PRINCIPLES 
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Systematic involvement of Remuneration and Appointments Committee in all the 
matters relating to compensation of the Bank’s CEO and General Manager, the Top 
Executives and other Identified Staff. The Committee met 13 times in 2016, providing 
the Board of Directors with more than 20 opinions  for further details see chapter 
2.1 of the 2017 Annual Compensation Report 

 

 
Strong and continuous involvement of Compliance, Risk and Finance 
functions towards the various phases of Incentive Systems set up and 
implementation, guaranteeing consistency with regulatory framework, and 
sustainability of remuneration  see, for instance chapters 2.4, 2.5 of the 
2017 Compensation Policy and 2.1 of the 2017 Annual Compensation 
Report 

 
 
Overall remuneration processes are subject to annual Audit scrutiny, thus 
guaranteeing the overall consistency of remuneration and incentive processes. The 
excerpt of the annual Audit (rated “satisfacory”) is reported in the Policy section  
see chapter 2.2. of the 2017 Annual Compensation Report 
 

 

 

 

 

 

GOVERNANCE 
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2017 POLICY MAIN CONTENTS 1/2  

An overview vs 2016  
Maximum 2:1 variable/fixed pay ratio for all employees and Identified Staff in business roles; 1:1 is 
provided for other roles while for Company Control Functions  variable pay  is capped at 1/3 of fixed pay. 
2:1 is provided for Personal Financial Advisors (PFA) Identified Staff. 
 

 
Full description of execution of 2016 Incentive Systems for Identified Staff, defined according to the Group 
standards and in line with regulatory provisions . 

 
 

 
Full description of the features of 2017 Systems for Identified Staff (both employees and PFA selected 
according to EBA criteria). As every year, Systems are set in such a way to guarantee the full consistency 
with regulatory requirements, by linking the bonus pool to profitability and risk sustainability. 

 
 

Specific Compliance drivers are  defined in order to design Incentive Systems which are consistent with the 
most recent regulations. 
 
 
Transparent disclosure of remunerations of Non-Executives Directors and Identified Staff according to the 
provisions set at EU and Italian level (CRR, Bank of Italy, Consob). 
 

 
 

Full disclosure of Market Peer Group for benchmarking purposes. 
 
 

    Severance Policy with stricter rules in respect of those approved in 2015. 
 
 
 

Share Ownership Guidelines for the CEO and other Strategic Executives of the Bank to align the Top 
Management Interests with those of the Shareholders. 

 
 

 

 

CONFIRMED NEW IMPROVEMENTS 

 

 

See next slide 

More details on CEO’s 
2016 performance 
evaluation and PFA 
Incentive System 

New Peer Group for 
2017 

Graphic details on  
CEO’s 2016 
compensation 
package  
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2017 POLICY’S MAIN CONTENTS 2/2  

Focus on what’s new 

 
Severance Payments are ruled by a specific “Termination payments Policy” approved 
by the AGM (originally in 2015). In 2017 a review of said Policy is proposed, providing 
stricter rules in terms of overall monthly pay maximum limit. Severances now must 
not exceed 24 months of total compensation, including the indemnity in lieu of notice. 
2015 Policy provided for a maximum 24 months in addition to the indemnity in lieu of 
notice. 

 
 
 
 

Share Ownership Guidelines, impose to the Bank’s CEO and to the Strategic 
Executives to hold, in their portfolios, a certain % of FinecoBank shares in respect of 
their fixed pay. Targets are set for the CEO at 100% of the fixed pay, while for the other 
Strategic Executives at 50% of fixed pay. Such threshold shall be reached within 5 years 
from the appointment in the role through a linear pro-rata approach  see chapter 
3.5 of the 2017 Compensation Policy.  
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 Following the schemes provided by the Group Incentive System (chapters 5.2.1 and 5.2.2 of the Annual 
Compensation Report), the combination 

- between Group and Fineco results in the “entry conditions matrix”  
- between FinecoBank CRO and CFO evaluation (CRO and CFO dashboards) of Bank’s results 

…Plus the additional 20% that FinecoBank RemCo/Board decided to grant considering the actual 2016 Bank’s 
business results… 

Led to the reduction of FinecoBank pools for Employees and PFA populations as follows 
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2016 INCENTIVE SYSTEMS PAYOUT    1/3  
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* Underlying rationales for the different starting % are explained at chapter 5.4 of the Annual Report in the Compensation Policy      

Initial cut CRO/CFO 
evaluation 

RemCo/BoD 
decision 

Final Pool 
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2016 INCENTIVE SYSTEMS PAYOUT    2/3 

Focus on CEO’s performance evaluation  

  Single individual bonus proposals reflect the bonus pools % of reduction and the individual performance assessment. 
 Below, the overall assessment of FinecoBank CEO/GM 2016 performance is reported  
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2016 INCENTIVE SYSTEMS PAYOUT    3/3  

Focus on CEO’s compensation 

  According to the overall performance assessment showed in the previous slide (Exceeds Expectations), the short 
term bonus proposal for the CEO & GM amounts to € 561.000, which, compared to the cap of € 850.000 for the 
short term variable pay, fully reflects  the 34% reduction of the bonus pool.  

 Below the overall CEO & GM compensation package for 2016 performance is reported . 
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2017 INCENTIVE SYSTEMS FEATURES    1/4  

 

Employees 

PFAs 

 2017 Systems for Identified Staff population introduce some new features in respect of 2016. Namely 
- some changes in the entry conditions at Group and Local Level 
- adjustments of pools only up to CRO assessment (no more CFO evaluations) – see next slide   

 Hereinafter the features of 2017 Incentive System for Identified Staff (Employees and PFAs) are reported 

Changes in the Entry Conditions 

 Capital and Liquidity KPIs are added at 
Bank level or respective thresholds are 
updated both at Group and Bank level 
 

 In respect of 2016, a new liquidity indicator 
has been added at Group Level: the Net 
Stable Funding Ratio, which represents the 
ratio between the available amount of 
stable funding and the required amount of 
stable funding 
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2017 INCENTIVE SYSTEMS FEATURES    2/4  

 

 Due to the partial overlap of some indicators in the CFO and CRO dashboard and with the aim to simplify the 
process, it has been decided to take into account only the CRO dashboard for Incentive System Purposes. 

 Below a sample picture of 2017 CRO dashboard and the consequent corrections that may apply to the bonus 
pool, according to the dashboard evaluation results. 
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2017 INCENTIVE SYSTEMS FEATURES    3/4 

Focus on payout mechanisms  

 
 2017 Systems for Identified Staff provide payout mechanisms in compliance with regulations and in continuity 

with 2016 Incentive Systems features, as reported below. 
 Payout view for Employees is based on two different schemes, one longer (6 years) applicable to CEO’s first 

reporting line, and one shorter (5 years) applicable to the other Identified Staff (including PFAs). 
 
 
 

* FinecoBank shares used for the purpose of PFAs Incentive Systems are purchased  on the market due to Italian Civil Code restrictions (differently to 
what happens for Employees, where shares for Incentive Systems are originated by a free capital increase).  

* 
* 

* 
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2017 INCENTIVE SYSTEMS FEATURES    4/4 

Focus on CEO’s performance screen 

  CEO’s 2017 performance goals (see picture below) fully reflect the FinecoBank business, with a strong link to 
sustainable profitability, risk and value creation. 

 Goals are defined according to specific Group Guidelines (the so called KPI Bluebook  see chapter 5.3.1 of 
Compensation Policy’s Annual Compensation Report). 
 

 
 
 
 

Goals marked with       are 
“sustainability goals”, 

while those marked with                  
are risk adjusted or 

linked to a risk category  


