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Glossary 

The terms and expressions in this glossary have the meaning attributed to them below. 

Corporate Governance Code: the Corporate Governance Code of Listed Companies approved in January 

2020 by the Italian Committee for Corporate Governance of Listed Companies, which is promoted by Borsa 

Italiana S.p.A., ABI, Ania, Assogestioni, Assonime, and Confindustria. 

Financial year: the financial year ended 31 December 2024. 

MBO Plan: the short-term variable compensation of the executive directors and other senior management 

with strategic responsibilities. 

Strategic Business Plan: the business plan approved by the Board of Directors at different points in time. 

Company or Dexelance: Dexelance S.p.A. 
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Introduction 

This Report on Remuneration Policy and Compensation Paid (hereinafter the “Report”) has been drawn up in 

accordance with Article 123-ter of Legislative Decree No. 58 of 24 February 1998, as subsequently amended 

(the “TUF”), and Article 84-quater of the Regulation approved in CONSOB Resolution No. 11971 of 14 May 

1999, as subsequently amended (The “Issuers’ Regulation”), in accordance with the criteria set out in Sched-

ules 7-bis and 7-ter of Annex 3A to the Issuers’ Regulation, and in accordance with the Corporate Governance 

Code.  

The report is divided into two sections:  

− Section I: the annual remuneration policy (hereinafter also referred to as the “Remuneration Policy” 

or the “Policy”), the contents of which have been approved by the Company’s Appointments, Human 

Resources and Remuneration Committee on 6 March 2025 and by its Board of Directors on 11 March 

2025 and which will be the subject of binding resolutions for the financial year ending 31 December 

2025 by the Shareholders’ Meeting convened in a single call for 16 April 2025;  

− Section II: Report on remuneration paid for the year ended 31 December 2024, the contents of which 

have been approved by the Company’s Appointments, Human Resources and Remuneration Com-

mittee on 6 March 2025 and by its Board of Directors on 11 March 2025 and which will be the subject 

of a non-binding resolution by the Shareholders’ Meeting convened in a single call for 16 April 2025. 

 

The report is available to the public at the company’s registered office, on the company’s website (www.dexe-

lance.com) at the section “Investors/Governance/Shareholders’Meeting’”, and on the 1 Info Storage system 

(www.1info.it). It is hereby specified that pursuant to Article 84-quater of the Issuers’ Regulation, the Report 

will remain available on the company’s website for at least 10 (ten) years. 

  

http://www.dexelance.com/
http://www.dexelance.com/
http://investors/Governance/Shareholders’Meeting’
http://www.1info.it/
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SECTION I: REMUNERATION POLICY 

1.1 THE BODIES OR ENTITIES INVOLVED IN THE PREPARATION, APPROVAL, AND POSSIBLE REVISION OF THE REMUNERA-

TION POLICY, THEIR RESPECTIVE ROLES, AND THE BODIES OR ENTITIES RESPONSIBLE FOR ITS PROPER IMPLEMENTATION 

The process of defining Dexelance’s Remuneration Policy involves a plurality of entities, in accordance with 

the relevant legislation, the Articles of Association, and the Company’s governance model. This process in-

volves the following bodies, each to the extent of their competence: the Shareholders’ Meeting, the Board of 

Directors, and the Appointments, Human Resources and Remuneration Committee. 

 

The Shareholders’ Meeting approves the total remuneration to be allocated to the directors for each financial 

year, the incentive plans, and the remuneration policy set out in Section I of the Report, and it casts a non-

binding vote on Section II of the Report on the compensation paid.   

The Board of Directors establishes the remuneration policy, determines the remuneration of executive direc-

tors, other directors and managers with strategic responsibilities, and it sets performance objectives that are 

tied to the variable remuneration component for the executive directors.  

By conducting the appropriate investigations, proposals, and advisory activities, the Appointments, Human 

Resources and Remuneration Committee supports the Board of Director’s assessments and decisions on 

remuneration, as indicated in greater detail in Paragraph 1.2 below. 

The Audit firm will verify that Section II of the Report was drawn up by the Board of Directors. 

 

1.2 POSSIBLE INVOLVEMENT OF A REMUNERATION COMMITTEE OR OTHER COMMITTEE COMPETENT IN THIS MATTER 

The Company has established a Appointments, Human Resources and Remuneration Committee.  

In accordance with the Corporate Governance Code, the Company’s Board of Directors, at its meeting on 9 

May 2023, established a Human Resources and Remuneration Committee and approved its regulations. At its 

meeting on 5 December 2023, the Board of Directors of the Company decided to merge the Human Resources 

and Remuneration Committee with the Appointments Committee with effect from 1 January 2024, which was 

renamed the Appointments, Human Resources and Remuneration Committee. At its meeting on 7 February 

2024, the Company’s Board of Directors, acting on a proposal from the Appointments, Human Resources and 

Remuneration Committee itself, approved the rules of this Appointments, Human Resources and Remunera-

tion Committee. 

The Appointments, Human Resources and Remuneration Committee is composed of non-executive, mostly 

independent directors, in the persons of Lea Lidia Lavitola (Chair, Independent), Giovanni Tamburi (Member), 

Cristina Finocchi Mahne (Member, Independent). 

The Committee is tasked with supporting, through the appropriate investigations, proposals, and advisory ac-

tivities, the Board of Directors’ assessments and decisions on remuneration. Specifically, it (i) helps the Board 

of Directors draw up the Remuneration Policy; (ii) makes proposals and expresses opinions on the remunera-

tion of executive directors and other directors in certain positions and on the setting of performance targets 

related to the variable component of that remuneration; (iii) monitors the implementation of the remuneration 

policy and verifies the effective achievement of performance targets; (iv) periodically assesses the overall 

appropriateness and consistency of the Remuneration Policy for the directors and the top management; and 

(v) examines in advance the annual report on the Remuneration Policy and the compensation paid, to be made 

available to the public in accordance with the applicable laws and regulations in force.   

 

1.3 HOW THE COMPANY TOOK INTO ACCOUNT THE REMUNERATION AND WORKING CONDITIONS OF ITS EMPLOYEES IN 

DETERMINING THE REMUNERATION POLICY 

The Remuneration Policy ensures a sense of consistency and connection between the Company’s strategy 

as expressed in the Strategic Business Plan approved by the Board of Directors, including the ESG strategy 

and objectives as set forth in the Sustainability Report contained in the annual financial report.  
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The Company is committed to progressively integrating environmental sustainability with a focus on occupa-

tional safety, social and governance issues on the one hand, and strategy, risk management, and remuneration 

processes on the other, as is also stated and described in the double materiality analysis and the future ob-

jectives set forth in the Sustainability report contained in the annual financial report. 

 

In particular, the Company initiated a welfare program for employees, including managers with strategic re-

sponsibilities other than directors, to involve personnel to a greater extent and to increase their loyalty.  

 

1.4 NAMES OF ANY INDEPENDENT EXPERTS INVOLVED IN THE PREPARATION OF THE REMUNERATION POLICY 

No independent expert was involved in the drafting of this policy. 

 

1.5 PURPOSE, PRINCIPLES, AND TERM OF THE REMUNERATION POLICY 

The remuneration policy contributes to the company’s business strategy, the pursuit of the long-term interests 

of the Company’s shareholders and stakeholders, and the sustainability of the Company and its group, with 

the aim of: 

(i) aligning the interests of the Company’s top management with those its shareholders and stake-

holders, through the pursuit of a medium to long-term value creation and by taking the interests of 

other stakeholders into account through the connection between remuneration and performance; 

(ii) focusing management’s actions on the pursuit of objectives and by focusing its efforts on perfor-

mance; 

(iii) attracting and retaining people with personal and professional qualities in line with the Company’s 

objectives;  

(iv) adopting a merit policy to enhance the individual and collective contribution of managers. 

The policy is annual. 

The Policy was not subject to amendment compared to the remuneration policy last submitted to the Share-

holders’ Meeting, except for the updates resulting from the resolutions adopted by the relevant corporate bod-

ies. 

 

1.6 DESCRIPTION OF THE POLICIES GOVERNING THE FIXED AND VARIABLE COMPONENTS OF THE REMUNER-

ATION  

The remuneration of executive directors and other managers with strategic responsibilities consists of three 

monetary components: the first is fixed, the second is tied to the achievement of short-term (annual) objectives, 

and the third is tied to medium to long-term objectives (six years for executive directors and three years for 

other managers with strategic responsibilities).  

The short-term monetary incentive scheme accounts for (i) 34% of the annual fixed component for executive 

directors, and (ii) 20% of the annual fixed component for executive directors of subsidiaries and for other 

managers with strategic responsibilities.  

The medium- to long-term monetary incentive scheme known as the LTI accounts for (i) 133% of the annual 

fixed component for executive directors (with a reference period of 6 years), and (ii) 50% of the annual fixed 

component for other managers with strategic responsibilities (with a reference period of 3 years). 

The Shareholders’ Meeting of 22 April 2024 provided a fourth component of the remuneration of executive 

directors and other managers with strategic responsibilities, which consists of a share incentive plan of up to 

500,000 shares representing approximately 1.86% of the shares currently issued by the Company according 

to the procedures described in Section 1.9.   
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1.7 NON-MONETARY BENEFITS  

Non-monetary benefits refer to company cars and social security policies. The social security policies for ex-

ecutive directors in particular include life insurance, accident insurance, and health insurance policies, and for 

other managers with strategic responsibilities, a life insurance policy and an accident insurance policy.   

 

The other managers with strategic responsibilities will, as of 2024, benefit from a corporate welfare program, 

with services that meet social needs and services to address work-life balance needs, set at the rate of 5% of 

their gross annual salary. The range of services is extensive and across the board, including but not limited to 

the reimbursement of medical and healthcare expenses, recreational activities, sports, and training courses.  

 

1.8 DESCRIPTION OF FINANCIAL AND NON-FINANCIAL PERFORMANCE OBJECTIVES WITH RESPECT TO THE VARIABLE COM-

PONENTS  

With regard to the short-term monetary incentive scheme, the short-term objectives are determined by the 

Board of Directors on an annual basis at the proposal of the Appointments, Human Resources and Remuner-

ation Committee. In particular, the performance targets for 2025 are linked to group performance indicators 

consistent with the priorities identified in the Strategic Business Plan. If the performance objectives are met, 

(i) the short-term variable compensation of the two executive directors is EUR 370,000, i.e., 34% of their fixed 

compensation, (ii) for the executive director of a subsidiary, it is EUR 10,000, which represents 2.7% of their 

fixed compensation, and (iii) for other managers with strategic responsibilities, it is EUR 80,394, or 20% of 

their gross annual salary. The performance objectives are the “Group EBITDA adjusted” (understood as the 

Group’s Consolidated EBITDA net of any non-recurring items) and the “Group’s Net Financial and Banking 

Position” (understood as the Group’s consolidated net financial and banking position), and the ESG objectives 

referring to the Strategic Business Plan, calculated separately and weighted at 65%, 30%, and 5%, respec-

tively. It is hereby specified that the figure generated will not include the effect of extraordinary transactions 

that do not form part of the Strategic Business Plan approved on 29 January 2025. The first two objectives will 

be understood as achieved in full if the measured value is above the target set; not achieved and therefore 0 

(zero) if the measured value is below 90% of the target set; and partially achieved if the measured value is 

between 90% and 100% of the target. It is hereby specified that, in this last case, the figure is calculated by a 

linear interpolation between 0 (zero) and the maximum short-term variable compensation. The third objective 

will be understood as achieved if the Board of Directors, after hearing the opinion of the Appointments, Human 

Resources, and Remuneration Committee, deems the annual ESG objectives to have been achieved (which 

for 2025 concern the drafting of the environmental policy, the diversity and inclusion policy, and the anti-cor-

ruption policy). 

 

An outline illustrating the short-term monetary incentive scheme is provided below. 

 

2024 Objectives    

Beneficiaries: executive directors and managers with strategic resp.  

 weighting entry point target level 

Group EBITDA adjusted 65% 90% 100% 

Group net financial and banking position 30% 90% 100% 

ESG objectives 5% qualitative Quantitative 

    

 

As regards the medium to long-term monetary incentive system, the medium- to long-term variable compen-

sation of executive directors is linked to the share’s increase in price over the IPO price during the first three-

year term of their office and/or during the second three-year term of their office if their term of office is renewed 

and they failed to achieve the objectives during the first three-year term, to be calculated and paid as follows: 
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- a total of EUR 5,250,000 (of which EUR 3,000,000 are payable to the CEO and Chairman of the Board 

of Directors, and EUR 2,250,000 are payable to the other Executive Director) if the share’s apprecia-

tion is equal to or greater than 30%-49%; as well as  

- an additional EUR 3,500,000 (of which EUR 2,000,000 are payable to the CEO and Chairman of the 

Board of Directors, and EUR 1,500,000 are payable to the other Executive Director) if the share’s 

appreciation is equal to or greater than 50%. 

An outline illustrating the medium to long-term monetary incentive system is provided below. 

  
Objectives for the 2023-2025 period and the case of 2026-2028 
  

Beneficiaries: Executive Directors   

  value in EUR 

Increase in Share Price 30% < x < 50%  
            
5,250,000.00  

Increase in Share Price x > 50%  
            
8,750,000.00  

    

 

For other managers with strategic responsibilities, the long-term variable compensation will be 150% of the 

gross annual salary, payable at the end of the 2023-2025 three-year term if the cumulative Target EBITDA 

described in detail in Section 2.1 is achieved, with the provision of a 97% entry level, such that, within the 

range of 97%-100%, the incentive will be calculated in a linear manner, whereas nothing will be paid of the 

result is less than 97% of the three-year objective. 

 

1.9 CRITERIA USED TO ASSESS THE ACHIEVEMENT OF THE PERFORMANCE OBJECTIVES FOR THE ALLOCATION OF 

SHARES, OPTIONS, OTHER FINANCIAL INSTRUMENTS OR OTHER VARIABLE REMUNERATION COMPONENTS 

The Shareholders’ Meeting held on 22 April 2024 approved – at the proposal of the Board of Directors, which 

in turn based itself on the proposal of the Appointments, Human Resources, and Remuneration Committee – 

that the Executive Directors could benefit from the Italian Design Brands 2024-229 Performance Share Plan 

approved by this same Shareholders’ Meeting, on the condition that they agree to accept the following com-

mitments towards the Company in relation to the medium- to long-term monetary incentive plan tied to the 

increase in the Company’s share price, as approved by the Shareholders’ Meeting on 9 May 2023, the terms 

and conditions of which were defined by the Board of Directors on the same date and subsequently confirmed 

on 23 May 2023 (the “Monetary LTIP”): 

− for the CEO and Chairman of the Board, a commitment to reinvest 50% of the net incentive received under 

the Monetary LTIP to buy shares in the Company and a commitment not to dispose of 70% of the shares 

acquired during the 36 months following their purchase, and not to dispose of 35% of the shares acquired 

during the 48 months following their purchase, with the clarification that the acquisition of shares by the 

Chairman of the Board of Directors and CEO may be made by the Company or on the market within 6 (six) 

months of the date of collection of any net incentive accrued under the monetary incentive plan tied to the 

increase in the Company’s share price;  

− for the other Executive Director, the making of lock-up commitments equivalent to those referred to in the 

previous point for the Chairman of the Board of Directors and CEO with regard to a number of shares 

already held that correspond to 50% of the value of the net incentive that may be received under the 

Monetary LTIP. 

The Shareholders’ Meeting held on 22 April 2024 also approved  – at the proposal of the Board of Directors, 

which in turn based itself on the proposal of the Appointments, Human Resources, and Remuneration Com-

mittee – the 2024-2029 Italian Design Brands Performance Share Plan, which provides for the free allocation 

to certain beneficiaries of eligible units that, at the end of the vesting period, subject to certain conditions 
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(trigger events and performance targets), entails the free allocation of shares in the Company at the ratio of 

one share in the Company for each unit held. 

Subsequently, on 13 May 2024, the Board of Directors, after receiving the opinion of the Appointments, Human 

Resources, and Remuneration Committee, approved the regulation for the 2024-2029 Italian Design Brands 

Performance Share Plan, which contains the terms and conditions for the plan’s enactment, in performance of 

the guidelines approved by the Shareholders’ Meeting held on 22 April 2024 and in application of the remu-

neration policy approved by the Company on this same date, as well as the attribution of all 500,000 units 

covered by this plan. 

The 2024-2029 Italian Design Brands Performance Share Plan has the following features: 

- a total number of 500,000 units allocated, representing approximately 1.86% of the total shares issued by 

the Company at the date of this Report; 

- a vesting period of 5 years; the vesting period will end with the approval of the financial statements at 31 

December 2028; 

- a trigger event (or “gate condition”) related to the performance of the Company’s share on the market, 

applicable only to executive directors, as set out below: 

o If the Monetary LTIP bonus awarded to the CEO and Chairman of the Board amounts to EUR 

5,000,000 and the Monetary LTIP bonus awarded to the other Executive Director amounts to EUR 

3,750,000, the trigger event is deemed to occur when the price per share of the Company at the 

end of the vesting period (taking the average of the last 6 months into account) is at least EUR 

16.00; 

o If the Monetary LTIP bonus awarded to the CEO and Chairman of the Board amounts to EUR 

3,000,000 and the Monetary LTIP bonus awarded to the other Executive Director amounts to EUR 

2,250,000, the trigger event is deemed to occur when the price per share of the Company at the 

end of the vesting period (taking the average of the last 6 months into account) is at least EUR 

15.00; 

o If the Monetary LTIP bonus is zero, the trigger event is deemed to occur when the price per share 

of the Company at the end of the vesting period (taking the average of the last 6 months into 

account) is at least EUR 14.00. 

It is hereby specified that the termination of office of the CEO and Chairman of the Board of Directors 

before the end of the term of office, which entails the forfeiture of the payment of the Monetary LTIP bonus, 

will not affect the possibility for the other Executive Director (if the conditions are met) to receive his own 

Monetary LTIP bonus and, therefore, to benefit from the 2024-2029 Italian Design Brands Performance 

Share Plan at the terms and conditions set out in the Plan and its rules. The foregoing will also apply, 

mutatis mutandis, if the other Executive Director is required to terminate his office early; in such a case, 

right the Chairman of the Board and CEO, if the conditions were met, to receive his Monetary LTIP bonus 

and to benefit from the 2024-2029 Italian Design Brands Performance Share Plan would not be impaired; 

-   performance targets: as shown in the table below: 

performance goals weighting % 

1. pro forma revenues (last year of vesting period) 20% 

2. EBITDA margin adjusted proforma (IFRS16) 30% 

3. NFR/EBITDA RATIO (IFRS 16) 30% 

4. ESG  20% 

 

- Specifically with regard to the ESG Objective, on 29 January 2025, the Board of Directors, at the proposal 

of the Appointments, Human Resources, and Remuneration Committee, approved the following elements 

as components of the ESG Objective for the purposes of the 2024-2029 Italian Design Brands Perfor-

mance Share Plan: 



11 

 

o with regard to the “Environment” area: a certain percentage of the Group’s consumption of elec-

trical energy comes from renewable sources; 

o with regard to the “Social” area: the adoption of part of a certain percentage of the Group’s com-

panies, with a least ten employees, of continuous welfare programmes that benefit the entire work-

force; 

o with regard to the “Governance” area: the adoption of part of a certain percentage of the Group’s 

companies, with a least ten employees, of a system to monitor the main suppliers, which incorpo-

rates ESG metrics as well; 

- beneficiaries: (I) the Executive Directors Andrea Sasso and Giorgio Gobbi have become assignees of units 

equivalent to approximately 1.6% of the shares issued by the Company, for 75% and 25% respectively; 

(ii) other managers with strategic responsibilities and one other employee have become assignees of units 

for a number of units equivalent approximately 0.26% of the shares issued at the date of this Report; 

- allocation of shares in the company: beneficiaries will be able to request the allocation of shares within two 

years of the end of the vesting period, and specifically: up to a maximum of 50% of the total units allocated 

during 2029 upon the approval of the financial statements at 31 December 2028 and the verification of 

achievement of the objectives; and during 2030, up to the total of the units for which the beneficiary did 

not request allocation in 2029; 

- lock-up constraint: 40% of the shares allocated will be unavailable for two years from the date of their 

allocation.  

In the event of circumstances likely to affect the units, the Company’s shares, the 2024/2029 Italian Design 

Brands Performance Share Plan, and, more generally, the beneficiaries’ rights, the Board of Directors, after 

consulting the Appointments, Human Resources, and Remuneration Committee and, if necessary, the Board 

of Statutory Auditors, may make the necessary changes and additions to maintain the contents of the 2024-

2029 Italian Design Brands Performance Share Plan and the rights of beneficiaries.    

For more information on the 2024-2029 Italian Design Brands Performance Share Plan, please refer to the 

information document that will be published pursuant to Art. 114-bis of the TUF and Art. 84-bis of the CONSOB 

Issuers’ Regulation, which is available on the Company’s website (dexelance.com) at the section “Inves-

tors/Governance/Shareholders’Meeting”. 

 

1.10 HOW THE REMUNERATION POLICY HAS CONTRIBUTED TO THE COMPANY’S STRATEGY, THE PURSUIT OF ITS LONG-

TERM INTERESTS, AND ITS SUSTAINABILITY  

In line with market practice, the Company’s approach to variable remuneration is linked to a concept of perfor-

mance, characterized by objectives geared toward achieving satisfactory economic and financial results that 

have a positive impact on all stakeholders. 

The Group’s objective is to create not only economic value, but also social and environmental value, as well 

as value for the entire community surrounding the Company. 

In 2024, Dexelance took a series of steps to define an ESG Manifesto, a programmatic document that defines 

and formalises the pillars and strategic lines of the Group’s sustainability journey, which have been imple-

mented by all the subsidiaries as part of an action plan for the next three-year period, with the goal of over-

coming the main challenges concerning these issues. The Dexelance Board of Directors viewed the ESG 

manifesto at its meeting on 29 January 2025. Dexelance’s strategy consists of three impact macro-areas: 

environment, people, and ethical, sustainable company management. 

In particular, in the environmental area, the Group is committed to reducing the impact of climate change by 

controlling climate-changing emissions and adopting energy efficiency measures. Dexelance has also set itself 

the goal of rendering its offices and warehouses more sustainable by adopting responsible operating practices 

and disseminating and promoting the concepts of eco-design and circularity for product development by opti-

mising the use of available resources, reducing waste, and, more generally, developing products that are more 

sustainable throughout their entire life cycle. 

http://www.italiandesignbrands.com/
https://dexelance.com/it/investor-relations/assemblea/
https://dexelance.com/it/investor-relations/assemblea/
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With regard to people, Dexelance has placed the protection of human rights and the creation of a fair and 

inclusive workplace at the heart of its strategy by raising awareness among its employees about the principles 

of equality, diversity, and inclusion, and setting the goal of launching initiatives to cultivate employee satisfac-

tion and motivation by promoting the personal welfare and professional development of all employees. The 

Group is also committed to consolidating its ties to local communities by contributing to the development of 

artisanal skills and economic growth. 

Lastly, in terms of company management, Dexelance will work to extend the Group’s ESG commitments to 

several levels of the value chain by involving suppliers and partners in responsible management practices. 

Lastly, with the aim of consolidating the governance structure, the group has set itself the goal of including 

ESG criteria in its decision-making and operational processes. 

 

1.11 TERM FOR THE VESTING OF RIGHTS (THE “VESTING PERIOD”) AND DEFERRED PAYMENT SCHEMES AND EX-

POST ADJUSTMENT MECHANISMS FOR THE VARIABLE COMPONENT (VARIABLE MALUS OR CLAW BACK RETURNS OF 

COMPENSATION) 

There are no vesting periods, deferred payment schemes and/or ex post adjustment mechanisms for the var-

iable component for the short- and medium- to long-term monetary incentive schemes. 

The 2024-2029 Italian Design Brands Performance Share Plan provides for a vesting period of 5 years (as 

described in Section 1.9). In addition, the Company is entitled to withdraw the allocation of shares and, there-

fore, to have shares previously allocated to beneficiaries returned if, after the allocation, one or more of the 

performance targets: were established by the Board of Directors on the basis of data which have proven to be 

manifestly incorrect; and/or one or more beneficiaries are found to have engaged in fraudulent or grossly 

negligent conduct to the detriment of the Company or its interests.  

It should be noted that the terms and conditions for the allocation of units first and the allocation of shares after 

also entails the preservation of the administrative or employment relationship (depending on the case) between 

the beneficiary and the Company and the absence of any intent or agreement to dissolve it, as well as the 

absence of disciplinary measures or proceedings. 

  

1.12 INFORMATION ON THE CLAUSES FOR THE HOLDING OF FINANCIAL INSTRUMENTS AFTER THEIR ACQUISITION 

The following is provided regarding the Monetary LTIP: (a) for the CEO and Chairman of the Board, the com-

mitment to reinvest 50% of the net value of any incentive received under the Monetary LTIP to acquire shares 

in the Company, not to dispose of 70% of the shares acquired during the 36 months following their purchase, 

and not to dispose of 35% of the shares acquired during the 48 months following the purchase; (b) for the 

other Executive Director, as he already holds shares in the Company, lock-up commitments equivalent to those 

referred to in point (a) above for a number of shares already held corresponding to 50% of the value of the net 

incentive received under the Monetary LTIP. 

For the 2024-2029 Italian Design Brands Performance Share Plan, 40% of the allocated shares will be una-

vailable for two years from the date of their allocation, as set out in Section 1.9. 

 

1.13 POLICY REGARDING TERMINATION OF OFFICE OR TERMINATION OF THE EMPLOYMENT RELATIONSHIP 

The relationship between the Company and the Directors is governed by the resolutions adopted by the Share-

holders’ Meeting and the Board of Directors. There are no employment or management contracts with such 

parties. Their term of office is three years. There will be no treatment or non-competition agreement if the 

administrative relationship is terminated. 

The relationship between the company and other managers with strategic responsibilities is governed by the 

national collective labour agreement for managers and is for an indefinite period. In the event of termination of 

employment, there will be no additional severance indemnity or non-competition agreement other than what 

has been provided for in the national collective labour agreement for managers. 

Company Directors do not have any employment relationship with the Company. 
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With regard to the 2024-2029 Italian Design Brands Performance Share Plan, it should be noted that, between 

the terms and conditions for the allocation of the units, first, and the allocation of the shares, after, the mainte-

nance of the administrative or employment relationship is also required (depending on the case) between the 

beneficiary and the company, as well as the absence of any intent or agreement to dissolve it, as well as the 

absence of any disciplinary measures or proceedings. 

1.14 INSURANCE COVERAGE OTHER THAN MANDATORY COVERAGE 

Executive Directors are entitled to a life insurance, an accident insurance, and a health insurance policy. Other 

managers with strategic responsibilities benefit from a life and an accident insurance policy. 

 

1.15 REMUNERATION POLICY FOR NON-EXECUTIVE DIRECTORS, COMMITTEES AND SPECIAL ASSIGNMENTS 

Non-executive directors, including independent directors, only receive a fixed compensation consisting of a 

“base” compensation of EUR 25,000 per year of office and an additional component for any committee position 

in the amount of EUR 10,000 per year of office for the Chairman and EUR 5,000 per year of office for the other 

members. The compensation of non-executive directors is deemed appropriate for the competency, profes-

sionalism, and commitment required for the tasks assigned to them within the Board of Directors and which 

are not linked to financial performance objectives. 

 

1.16 IF THE REMUNERATION POLICY HAS BEEN DEFINED USING THE REMUNERATION POLICIES OF OTHER COMPANIES AS 

A REFERENCE 

The policy was established without using the remuneration policies of other companies as a reference.  

 

1.17 EXCEPTIONAL CIRCUMSTANCES UNDER WHICH SPECIFIC PARTS OF THE REMUNERATION POLICY AND THE RELATED 

PROCEDURAL TERMS AND CONDITIONS MAY BE WAIVED 

In the event of exceptional circumstances, as also defined in the light of the applicable regulatory framework, 

the Company may temporarily derogate from the policy. Such exceptional circumstances may include, for 

example, the need to attract and/or retain key managerial figures in a competitive market, the need to incen-

tivise key managerial figures in relation to specific objectives, and exceptional and unforeseeable circum-

stances that may impact the Company’s target market. Such changes may include the granting of a one-time 

bonus for entry to a new key management role or the revision of the remuneration of a key management figure 

for retention purposes; and the introduction or modification of the bonus system, always with a view to the 

entry of new managerial figures or their retention, also in the light of exceptional and unforeseeable circum-

stances impacting the Company’s target market.  

The Procedure for Transactions with Related Parties adopted by the Company and in force at any given time 

will apply to such derogations. The temporary derogation from the Remuneration Policy must be resolved by 

the Board of Directors, at the proposal of the Appointments, Human Resources and Remuneration Committee, 

after consulting the Board of Statutory Auditors, in compliance with the laws and regulations in force. 

 

1.18 REMUNERATION OF THE SUPERVISORY BODY 

The compensation of the Board of Statutory Auditors is set at EUR 70,000 per year of office, of which EUR 

30,000 is for the Chairman and EUR 20,000 for each of the two standing auditors.  
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SECTION II: COMPENSATION PAID 

The following is a description of the compensation paid during 2024 to directors and other managers with 

strategic responsibilities. 

 

Part One 

2.1 IMPLEMENTATION OF THE REMUNERATION POLICY  

The implementation of the Remuneration Policy is described in the tables in Part Two, with a detailed descrip-

tion by name of the various forms of compensation received (fixed, short-term variable, long-term variable). 

The Shareholders’ Meeting of 9 May 2023 resolved: 

  

(i) For the three-year term of office, a total fixed annual gross compensation of EUR 1,325,000.00 (pro-

rata temporis), to be divided among the members of the Board of Directors at the Board of Directors’ 

own discretion, including compensation for directors who may be appointed to special roles, including 

executive positions, pursuant to Article 2389 of the Civil Code, paragraphs 1 and 3;   

(ii) For the three-year term of office, a further variable total gross annual compensation, up to a maximum 

of EUR 370,000.00, which the Board of Directors may grant in favour of one or more directors holding 

particular roles, including executive positions, pursuant to Art. 2389, paragraph 3, Civil Code, and which 

is linked to the achievement of specific results, all to the extent and according to the terms and conditions 

of whatever kind that may be resolved by the Board of Directors itself;   

(iii) For the three-year term of office and, in the event of a renewal, also for the subsequent three-year term 

of office, a further variable total gross compensation, up to a maximum of EUR 8,750,000.00 (eight 

million seven hundred fifty thousand euros and zero cents), which the Board of Directors may grant in 

favour of one or more directors holding particular roles, including executive positions, pursuant to Art. 

2389, paragraph 3, Civil Code, which is linked to the achievement of specific results, all to the extent 

and according to the terms and conditions of whatever nature that may be resolved by the Board of 

Directors itself;   

(iv) to grant benefits to members of the administrative body for company cars and social security policies; 

(v) to ask the Board of Directors to assign additional compensation to those members who will also be 

appointed as members of the Board of Directors’ own committees, in addition to those proposed above, 

to the extent that the Board of Directors may resolve this. 

On that same date, the Board of Directors approved the following compensation: 

(A) For Andrea Sasso: 

(a)  a gross annual compensation (pro-rata temporis) of EUR 650,000.00 (six hundred and fifty thousand 

euros and zero cents);  

 

(b) a variable gross annual compensation up to a maximum of EUR 250,000.00 (two hundred and fifty 

thousand euros and zero cents) (the “Annual Variable Bonus”), linked to the achievement of the 

EBITDA (“Target EBITDA”) and NFP objectives (“Target NFP”) at the consolidated level for each 

financial year of office, based on the Company’s budget at the consolidated level approved by the 

Board of Directors for each financial year of the three-year term of office, to be calculated and paid 

in cash by the Company during the month following the positive verification by the Board of Directors 

that the Annual Variable Bonus has accrued, as follows: (i) for 70%, equal to EUR 175,000.00 (one 

hundred and seventy-five thousand euros and zero cents), if the Target EBITDA is reached at the 

level of 90% to 100%, to be determined by linear method within the range of 90% to 100% of the 
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Target EBITDA; (ii) for 30%, equal to EUR 75,000.00 (seventy-five thousand euros and zero cents), 

if the Target NFP is reached at the level of 90% to 100%, to be determined by linear method within 

the range of 90% to 100% of the Target NFP; 

 

(c) A variable gross compensation (the “Long-Term Incentive”), linked to the increase of the Com-

pany’s share price recorded for a period of at least 30 consecutive days on the relevant stock ex-

change (the “Increase in Share Price”) over the share price at the start of trading (the “IPO Price”), 

during the first three-year term of Andrea Sasso’s office and/or during the second three-year term of 

office in case of Andrea Sasso’s renewal and his failure to achieve the objectives set out above 

during his first three-year term, to be calculated and paid in cash by the Company during the month 

following the positive verification by the Board of Directors that the Long-Term Incentive has in fact 

accrued, as follows: (i) EUR 3,000,000.00 (three million euros and zero cents), in case of an Increase 

in Share Price equal to or greater than 30% and up to 49%; (ii) an additional EUR 2,000,000.00 (two 

million euros and zero cents), i.e. a total of EUR 5,000,000.00 (five million euros and zero cents), in 

case of an Increase in Share Price equal to or greater than 50%; 

 

(B) For Giorgio Gobbi: 

(a) A gross annual compensation (pro-rata temporis) of EUR 450,000.00 (four hundred and fifty thou-

sand euros and zero cents); 

  

(b) A variable gross annual compensation of up to a maximum of EUR 120,000.00 (one hundred and 

twenty thousand euros and zero cents) (it too an “Annual Variable Bonus”), linked to the achieve-

ment of the Target EBITDA and the Target NFP (as defined above), to be calculated and paid in 

cash by the Company during the month following the positive verification by the Board of Directors 

that the Annual Variable Bonus has in fact accrued, as follows: (I) for 70%, equal to EUR 84,000.00 

(eighty-four thousand euros and zero cents), if the Target EBITDA is reached at the level of 90% to 

100%, to be determined by linear method within the range of 90% to 100% of the Target EBITDA; 

(ii) for 30 %, equal to EUR 36,000.00 (thirty-six thousand euros and zero cents), if the Target NFP is 

reached at the level of 90% to 100%, to be determined by linear method within the range of 90% to 

100% of the Target NFP; 

   

(c) A gross variable compensation (it too a “Long-Term Incentive”), linked to the Increase in Share 

Price (as defined above) over the IPO Price (as defined above), during the first three-year term of 

office of Giorgio Gobbi and/or during the second three-year term of office in case of Giorgio Gobbi’s 

renewal and his failure to achieve the objectives set out above during his first three-year term, to be 

calculated and paid in cash by the Company during the month following the positive verification by 

the Board of Directors that the Long-Term Incentive has in fact accrued, as follows: (i) EUR 

2,250,000.00 (two million two hundred fifty thousand euros and zero cents), in case of an Increase 

in Share Price equal to or greater than 30% and up to 49%; (ii) an additional EUR 1,500,000.00 (one 

million five hundred thousand euros and zero cents), for a total of EUR 3,750,000.00 (three million 

seven hundred and fifty thousand euros and zero cents), in case of an Increase in Share Price equal 

to or greater than 50%. 

 

(C) The CEO Andrea Sasso and the Executive Director Giorgio Gobbi are awarded non-monetary benefits 

according to market practices, i.e., which are substantially in line with those currently attributed to them, 

including but not limited to: mobile phone, tablet, and company car, all for mixed use;  

(D) The Annual Variable Bonus for the current financial year and the Long-Term Incentive as proposed above 

are in any case considered accrued and due in the event of a public offering for the purchase of shares in 

the Company to be paid in cash and/or other financial instruments, pursuant to Articles 101-bis – 112 of 

the TUF, at a price (including as a result of subsequent offers and/or adjustments) higher than the IPO 

Price (as defined above) (the “Public Offering”), provided that the Public Offering is successfully con-

cluded. In such a case, the amounts due for the Annual Variable Bonus and the Long-Term Incentive will 
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be paid in cash by the Company within 30 (thirty) days of the final payment date of the consideration for 

the Public Offering.  

In compensation for the role of non-executive member at the trading start date, the following amounts:  

− to Paolo Colonna, a gross annual compensation (pro-rata temporis) of EUR 25,000.00 (twenty-five 

thousand euros and zero cents); 

− to Giovanni Tamburi, a gross annual compensation (pro-rata temporis) of EUR 25,000.00 (twenty-five 

thousand euros and zero cents); 

− to Alessandra Rollandi, a gross annual compensation (pro-rata temporis) of EUR 25,000.00 (twenty-

five thousand euros and zero cents); 

− to Alessandra Stea, a gross annual compensation (pro-rata temporis) of EUR 25,000.00 (twenty-five 

thousand euros and zero cents); 

− to Giovanni Gervasoni, a gross annual compensation (pro-rata temporis) of EUR 25,000.00 (twenty-

five thousand euros and zero cents); 

− to Piero Generali, a gross annual compensation (pro-rata temporis) of EUR 25,000.00 (twenty-five 

thousand euros and zero cents); 

− to Cristina Fenocchi Mahne Scrocco, a gross annual compensation (pro-rata temporis) of EUR 

25,000.00 (twenty-five thousand euros and zero cents); 

− to Lea Lidia Lavitola, a gross annual compensation (pro-rata temporis) of EUR 25,000.00 (twenty-five 

thousand euros and zero cents); 

− to Paola Mungo, a gross annual compensation (pro-rata temporis) of EUR 25,000.00 (twenty-five thou-

sand euros and zero cents). 

For the committees formed within the Board of Directors:   

− to the members of the Human Resources and Remuneration Committee, a gross annual compensa-

tion (pro rata temporis) of EUR 10,000 (ten thousand euros and zero cents) for the Chair, Lea Lidia 

Lavitola, and EUR 5,000.00 (five thousand euros and zero cents) for each of the other two members, 

Giovanni Tamburi and Cristina Finocchi Mahne;  

− to the members of the Appointments Committee, a gross annual compensation (pro rata temporis) of 

EUR 10,000 (ten thousand euros and zero cents) for the Chair, Lea Lidia Lavitola, and EUR 5,000.00 

(five thousand euros and zero cents) for each of the other two members, Giovanni Tamburi and Cris-

tina Finocchi Mahne;  

− to the members of the Control and Risk and Related Party Transactions Committee a gross annual 

compensation (pro rata temporis) of EUR 10,000 (ten thousand euros and zero cents) for the Chair, 

Cristina Finocchi Mahne, and EUR 5,000.00 (five thousand euros and zero cents) for each of the other 

two members, Lea Lidia Lavitola and Paola Mungo. 

Effective 1 January 2024, the Appointments Committee and the Human Resources and Remuneration Com-

mittee were merged under the name of Appointments, Human Resources, and Remuneration Committee, 

which has maintained the remunerations provided for one single committee, with the consequent cost savings. 

Concerning other executives with strategic responsibilities:  
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(A) a gross annual salary of EUR 363,700 for 2024 in reference to three persons; the amount in 2023 

totalled EUR 289,000 in reference to two persons;  

(B) a variable gross annual compensation up to a maximum of EUR 74,540 (the “Annual Variable Bo-

nus”), linked to the achievement of the EBITDA (“Target EBITDA”) and NFP (“Target NFP”) targets 

at the consolidated level for each financial year approved by the Board of Directors, to be calculated 

and paid in cash by the Company during the month following the positive verification by the Board of 

Directors that the Annual Variable Bonus has  in fact been accrued, as follows: (i) for 70%, equal to 

EUR 52,178 if the Target EBITDA is reached at a level of 90% to 100%, to be determined by the linear 

method within the range from 90% to 100% of the Target EBITDA; (ii) for 30%, equal to EUR 22,362 

if the Target NFP is reached at a level from 90% to 100%, to be determined by the linear method within 

the range from 90% to 100% of the Target NFP; 

 

(C) a gross variable compensation (the “Long-Term Incentive”) up to a maximum of EUR 559,050 over 

the three-year period of 2023-2025, linked to the achievement of the cumulative Target EBITDAs 

over the three-year period of reference to be recognized as of the first year of the budget of each 

Three-Year Plan approved by the Board of Directors, to be calculated and paid in cash by the Com-

pany during the month following the positive verification by the Board of Directors of the accrual of 

the variable gross compensation, as follows: equal to EUR 559,050 if the cumulative EBITDA for the 

three-year period is higher than the cumulative target EBITDA, with the provision of an entry level at 

97%, such that the incentive within the 97%-100% range will be calculated in a linear manner, 

whereas nothing will be paid if the result is less than 97% of the objective for the three-year period. 

 

The short-term target for the Financial Year, divided into the two components of the Target EBITDA weighted 

at 70% and the Target NFP weighted at 30%, was partially achieved for the first component and in full for the 

second; therefore, the bonus is accrued for 81% of the maximum amount provided. 

Attached is a table showing the percentage of achievement of the short-term variable compensation. 

Achievement of the 2024 objectives     

 

Short-term variable com-
pensation 

Executive directors 81% 

Other managers with strategic resp. 81% 

Of which EBITDA of 51% (max 70%) and Bank NFP of 30% (max 30%) 

 

The Shareholders’ Meeting held on 22 April 2024 approved – at the proposal of the Board of Directors, which 

in turn based itself on the proposal of the Appointments, Human Resources, and Remuneration Committee – 

the 2024-2029 Italian Design Brands Performance Share Plan. Subsequently, on 13 May 2024, the Board of 

Directors, after receiving the opinion of at the Appointments, Human Resources, and Remuneration Commit-

tee, approved the regulation for the 2024-2029 Italian Design Brands Performance Share Plan, as well as the 

attribution of all 500,000 units covered under this plan. 

 

For more information on the 2024-2029 Italian Design Brands Performance Share Plan, please refer to Section 

1.9 of Section I of the report, as well as the reporting document published pursuant to Art. 114-bis of the TUF 

and Art. 84-bis of the CONSOB Issuers’ Regulation, available on the Company website (www.dexelance.com) 

under the Section “Investors/Governance/Shareholders’Meeting”. 

 

2.2 INDEMNITY IN THE EVENT OF EARLY TERMINATION OF THE RELATIONSHIP 

http://www.dexelance.com/
https://dexelance.com/en/investor-relations/shareholders-meeting/
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Not applicable as there are no indemnities and/or benefits for termination of office or termination of employment 

during the Financial Year, except for the compensation already resolved by the Shareholders’ Meeting until 

the expiry of their term of office. 

 

2.3 INFORMATION ON ANY EXCEPTIONS TO THE REMUNERATION POLICY APPLIED IN EXCEPTIONAL CIRCUMSTANCES 

There were no cases during the Financial Year in which the Company deviated from the remuneration policy 

that applies to this financial year.  

 

2.4 APPLICATION OF EX-POST CORRECTION MECHANISMS FOR THE VARIABLE COMPONENT (MALUS OR “CLAW BACK” OF 

VARIABLE COMPENSATION) 

During the Financial Year, the Company did not apply any ex-post correction mechanisms to the variable 

remuneration component. 

 

2.5 CHANGES IN TRENDS IN REMUNERATION AND COMPENSATION PAID BY THE COMPANY OVER THE LAST FIVE FINANCIAL 

YEARS OR DURING THE SHORTER PERIOD OF THE COMPANY'S LISTING 

In consideration of the fact that the Company is traded on the Euronext Milan stock exchange, organised and 

managed by Borsa Italiana S.p.A. as of 18 May 2023, the following comparative information is presented for 

the financial years 2023 and 2024. 

 

There were no changes in the remuneration trend for the directors. The difference between 2023 and 2024 

are due to one-time effects tied to the Company’s listing, as shown in the first table included in Part Two of this 

Section II, with the exception of the introduction of the 2024-2029 Italian Design Brands Performance Share 

Plan. 

 

2.6 INFORMATION ON HOW THE COMPANY TOOK INTO ACCOUNT THE VOTE CAST BY THE SHAREHOLDERS' MEETING ON 

SECTION II OF THE PREVIOUS YEAR'S REMUNERATION REPORT 

In consideration of the fact that the Company is traded on the Euronext Milan stock exchange, organised and 

managed by Borsa Italiana S.p.A. as of 18 May 2023, the Shareholders Meeting convened and held on 22 

April 2024 in a single call was the first to vote on Section I and II of the Remuneration Report for the 2023 

financial year. 

 

Below is the outcome of the voting on Section I and Section II of the Remuneration Report for the 2023 financial 

year: 

 

Section I: 

 

− 19,392,013 favourable votes, equal to 98.416566% of the share capital present and equal to 

72.018861% of the share capital; 

− 312,000 contrary votes, equal to 1.583434% of the share capital present and equal to 1.158719% of 

the share capital; 

− votes in abstention: none; 

− not voting: none. 

Section II: 

 

− 19,392,013 favourable votes, equal to 98.416566% of the share capital present and equal to 

72.018861% of the share capital; 

− 312,000 contrary votes, equal to 1.583434% of the share capital present and equal to 1.158719% of 

the share capital; 
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− votes in abstention: none; 

− not voting: none. 

 

Section II of the Remuneration Report for the financial year 2023 was approved with a large percentage of 

favourable votes, and no indications were recorded from shareholders to be considered for the purpose of the 

Policy or the Report. Therefore, the Policy was not subject to modification compared to the previous year, 

except for the updates made as a result of the resolutions adopted by the competent corporate bodies.
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Part Two 

Table comparing the changes over the last five financial years between the annual change in total remuneration of the members of the Board of Directors and of 
the Board of Statutory Directors, the company result, and the average gross annual remuneration of the employees. 
 
The compensation in 2024 cannot be readily compared to the previous financial year, as 2024 experienced the one-time effects deriving from the Company’s 
public listing, especially for the Managing Director, who in 2023 matured and collected the Phantom Stock Option, and for the directors whose first appointment 
was in 2023, made at the same time as the public listing in May 2023, who matured a pro-rata compensation for this financial year. 
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(migliaia di euro)

nota 2023 2024

Ricavi di vendita (full) 310.816                324.384                

EBITDA reported (full) 51.623                   49.955                   

Andrea Sasso 3.496                     869                        
Compensation Growth Rate % -75%

Giorgio Gobbi 771                        559                        
Compensation Growth Rate % -27%

Paolo Colonna 16                          25                          
Compensation Growth Rate % 56%

Alessandra Stea 16                          25                          
Compensation Growth Rate % 56%

Giovanni Gervasoni 451                        437                        
Compensation Growth Rate % -3%

Giovanni Tamburi 22                          30                          
Compensation Growth Rate % 36%

Alessandra Rollandi 16                          25                          
Compensation Growth Rate % 56%

Piero Generali 16                          25                          
Compensation Growth Rate % 56%

Lea Lidia Lavitola 31                          40                          
Compensation Growth Rate % 29%

Paola Mungo 19                          35                          
Compensation Growth Rate % 84%

Cristina Finocchi Mahne 28                          40                          
Compensation Growth Rate % 43%

Fabio Sattin
Compensation Growth Rate %

Filippo Annunziata 19                          30                          
Compensation Growth Rate % 58%

Marzia Nicelli 12                          20                          
Compensation Growth Rate % 67%

Fabio Buttignon 12                          20                          
Compensation Growth Rate % 67%

Altri dirigenti con responsabiltà strategiche 613                        445                        
Compensation Growth Rate % -27%

sub totale 5.538                     2.625                     
Compensation Growth Rate % -53%

amministratori e sindaci cessati 453 0
Compensation Growth Rate % -100%

sub totale 5.991                     2.625                     
Compensation Growth Rate % -56%

Remunerazione media dipendenti 85.115                   69.013                   
Compensation Growth Rate % -19%
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TABLE 1: COMPENSATION PAID TO MEMBERS OF MANAGEMENT AND CONTROL BODIES, GENERAL MANAGERS AND OTHER EXECUTIVES WITH STRATEGIC RESPONSIBILITIES 

(thousands of EUR)                             

First and last name Position 
Period in which 

position was held Expiry of position 

Fixed 
compen-

sation 

Compen-
sation 

for par-
ticipa-
tion in 

commit-
tees 

Non-equity 
variable 

compensa-
tion   

Non-mon-
etary ben-

efits 

Other 
compen-

sation Total 

Fair 
value of 
equity 

compen-
sation 

Indemnity for end of 
position or for sever-
ance of employment 

relationship  Total 
Fair 

value 

            

Bonuses and 
other incen-

tives 
Profit shar-

ing               

                              

Andrea Sasso 

CEO and Chairman of 
the Board of Direc-
tors 01.01.23-31.12.23 

Approval of 2025 financial 
statements 650   2830   16   3496     3496   

Giorgio Gobbi Managing Director 01.01.23-31.12.23 
Approval of 2025 financial 
statements 450   309   12   771     771   

Paolo Colonna Director 01.01.23-31.12.23 
a Approval of 2025 finan-
cial statements 16           16     16   

Alessandra Stea Director 01.01.23-31.12.23 
Approval of 2025 financial 
statements 16           16     16   

Giovanni Gerva-
soni Director 01.01.23-31.12.23 

Approval of 2025 financial 
statements 370   74   7   451     451   

Giovanni Tamburi Director 18.05.23-31-12-23 
Approval of 2025 financial 
statements 16 6         22     22   

Alessandra 
Rollandi Director 18.05.23-31-12-23 

Approval of 2025 financial 
statements 16           16     16   

Piero Generali Director 18.05.23-31-12-23 
Approval of 2025 financial 
statements 16           16     16   

Lea Lidia Lavitola 
Independent Direc-
tor 18.05.23-31-12-23 

Approval of 2025 financial 
statements 16 15         31     31   

Paola Mungo 
Independent Direc-
tor 18.05.23-31-12-23 

Approval of 2025 financial 
statements 16 3         19     19   

Cristina Finocchi 
Mahne 

Independent Direc-
tor 18.05.23-31-12-23 

Approval of 2025 financial 
statements 16 12         28     28   

Filippo Annunziata 

Chairman of the 
Board of Statutory 
Auditors and Stand-
ing Auditor  18.05.23-31-12-23 

Approval of 2025 financial 
statements 19           19     19   

Marzia Nicelli Standing Auditor 18.05.23-31-12-23 
Approval of 2025 financial 
statements 12           12     12   
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Fabio Buttignon Standing Auditor 18.05.23-31-12-23 
Approval of 2025 financial 
statements 12           12     12   

Subtotal       1641 36 3213 0 35 0 4925 0 0 4925   

Other managers 
with strategic re-
sponsibilities     Permanent 289   317   7   613     613   

Total        1930 36 3530 0 42 0 5538 0 0 5538   

                    0     0   

Directors/statutory 
auditors whose 
term of office 
ended in 2023                   0     0   

Fabio Sattin Director 01.01.23.18.05.23 Renewal of term of office 0           0     0   

Michele Gervasoni Director 01.01.23.18.05.23 Renewal of term of office 370   74   5   449     449   

Marzuillo Vincenzo 
Maria 

Chairman of the 
Board of Statutory 
Auditors and Stand-
ing Auditor  01.01.23.18.05.23 Renewal of term of office 2           2     2   

Ottolenghi Enrico Standing Auditor 01.01.23.18.05.23 Renewal of term of office 1           1     1   

Lippi Alberto Standing Auditor 01.01.23.18.05.23 Renewal of term of office 1           1     1   

Total       374 0 74 0 5 0 453 0 0 453   

General total       2304 36 3604 0 47 0 5991 0 0 5991   

                    0     0   

Remuneration 
from subsidiaries 
and affiliates       740 0 148 0 12 0 900 0 0 900   

Remuneration in 
the company draft-
ing the financial 
statements       1564 36 3456 0 35 0 5091 0 0 5091   

Total       2304 36 3604 0 47 0 5991 0 0 5991   

Note: Giovanni Gervasoni and Michele earned remuneration from the subsidiary                       

 
 

 

 

 

 

Andrea Sasso: Chairman of the Board of Directors and Chief Executive Officer; a) the amount of EUR 650,000 represents the fixed annual compensation for the 

office of Chairman of the Board of Directors and Chief Executive Officer paid for the 2023-2025 term of office; b) the amount of EUR 202,000 represents the short-

term incentive (MBO), accrued with reference to the 2024 performance, to be paid in 2025 based on the data approved by the Board of Directors on 11/03/2025;  
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Giorgio Gobbi: Managing Director; a) the amount of EUR 450,000 represents the fixed annual compensation for the office of Managing Director paid for the 2023-

2025 term of office; b) the amount of EUR 97,000 represents the short-term incentive (MBO), accrued with reference to the 2024 performance, to be paid in 2025 

based on the data approved by the Board of Directors on 11/03/2025;  

 

Paolo Colonna: a) the amount of EUR 25,000 represents the sum of the compensation for the office of member of the Board of Directors established for the 2023-

2025 term of office. 

 

Alessandra Stea: a) the amount of EUR 25,000 represents the sum of the compensation for the office of member of the Board of Directors established for the 

2023-2025 term of office. 

 

Giovanni Gervasoni: a) the amount of EUR 370,000 represents the fixed annual compensation for the office of Chairman of the Board of Directors and Chief 

Executive Officer of the subsidiary Gervasoni S.p.A. paid for the 2024-2026 term of office; b) the amount of EUR 60,000 represents the short-term incentive (MBO), 

accrued with reference to the 2024 performance, to be paid in 2025 based on the data approved by the Board of Directors of Gervasoni S.p.A. on 7/03/2024. The 

compensation of the value of EUR 25,000 for the office of member of the Issuer's Board of Directors for the financial year 2024 was paid to Gervasoni S.p.A. 

 

Giovanni Tamburi: a) the amount of EUR 25,000 represents the amount of the compensation for the office of member of the Board of Directors established for 

the 2023-2025 term of office; b) the amount of EUR 5,000 represents the sum of the compensation as a member of the Appointments, Human Resources, and 

Remuneration Committee. 

 

Alessandra Rollandi: a) the amount of EUR 25,000 represents the amount of the compensation for the office of member of the Board of Directors established for 

the 2023-2025 term of office. 

 

Piero Generali: a) the amount of EUR 25,000 represents the amount of the compensation for the office of member of the Board of Directors established for the 

2023-2025 term of office. 

 

Lea Lida Lavitola: a) the amount of EUR 25,000 represents the amount of the compensation for the office of member of the Board of Directors established for the 

2023-2025 term of office; b) the amount of EUR 15,000 represents the sum of the compensation as Chair of the Appointments, Human Resources, and Remuner-

ation Committee for EUR 10,000, and as a member of the Risk, Related Parties and Sustainability Committee for EUR 5,000. 

 

Paola Mungo: a) the amount of EUR 25,000 represents the amount of the compensation for the office of member of the Board of Directors established for the 

2023-2025 term of office; b) the amount of EUR 5,000 represents the sum of compensation as member of the Risk, Related Parties and Sustainability Committee. 

 

Cristina Finocchi Mahne: a) the amount of EUR 25,000 represents the amount of the compensation for the office of member of the Board of Directors established 

for the 2023-2025 term of office; b) the amount of EUR 15,000 represents the sum of compensation as a member of the Appointments, Human Resources, and 

Remuneration Committee for EUR 5,000, and as Chair of the Risk, Related Parties and Sustainability Committee for EUR 10,000. 
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Filippo Annunziata: the amount of EUR 30,000 represents the compensation for the office of Chairman of the Board of Statutory Auditors for the 2023-2025 term 

of office. 

 

Fabio Buttignon: the amount of EUR 20,000 represents the compensation for the office of standing statutory auditor for the 2023-2025 term of office. 

 

Marzia Nicelli: the amount of EUR 20,000 represents the compensation) for the office of standing statutory auditor for the 2023-2025 term of office. 

 

Managers with strategic responsibilities: a) the amount of EUR 363,700 represents the fixed compensation paid to managers who, in 2024, were managers 

with strategic responsibilities; b) the amount of EUR 58,919 represents the short-term incentive (MBO), accrued with reference to the 2024 performance, to be paid 

in 2025 on the basis of the data approved by the Board of Directors on 11/03/2025.   
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TABLE 2: STOCK-OPTIONS GRANTED TO MEMBERS OF THE BOARD OF DIRECTORS, GENERAL MANAGERS AND OTHER MANAGERS WITH STRATEGIC RESPONSIBILITIES  

Not present as not applicable. 

 

TABLE 3A: INCENTIVE PLANS BASED ON FINANCIAL INSTRUMENTS OTHER THAN STOCK OPTIONS FOR MEMBERS OF THE BOARD OF DIRECTORS, GENERAL MANAGERS AND OTHER 

MANAGERS WITH STRATEGIC RESPONSIBILITIES  

 

The Company resolved and enacted the 2024-2029 Italian Design Brands Performance Share Plan. At the end of the Financial Year, none of the Beneficiaries had 

matured rights for the assignment of shares, as this assignment is tied to the achievement of the objectives indicated in this plan in the year 2029, following the 

approval of the financial statements for the year ended 31 December 2028. Attached is a table with the assigned units. 

 

Beneficiaries Number of units assigned 

  

Andrea Sasso (Chairman of the BoD and CEO) 322,500 

Giorgio Gobbi (Executive Director) 107,500 

Alberto Bortolin (CFO) 28,700 

Mirco Cervi (CDO and transformation manager) 21,700 

Marella Moretti (Corporate Dev. And IR manager)  

 

 

TABLE 3B: MONETARY INCENTIVE PLANS FOR MEMBERS OF THE BOARD OF DIRECTORS, GENERAL MANAGERS AND OTHER MANAGERS WITH STRATEGIC RESPONSIBILITIES1  

 

 

First and last name Position Plan Disbursable/disbursed Deferred Deferral period 
Other compensa-

tion 

              

              

Andrea Sasso 

CEO and Chairman of the 
Board of Directors 2024 MBO Plan 202       

Giorgio Gobbi Managing Director 2024 MBO Plan 97       

Giovanni Gervasoni Director Subsidiary 2024 MBO Plan                             60       

 
1 It should be noted that the table covers all types of monetary incentive plans, both short-term and medium- to long-term. 
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Total             

Other managers with strategic re-
sponsibilities   2024 MBO Plan                             59        

Total      418                                                           -    
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TABLE 4: INFORMATION ON THE SHAREHOLDINGS OF MEMBERS OF THE MANAGEMENT AND CONTROL BODIES, GENERAL MANAGERS AND OTHER MANAGERS WITH STRATEGIC 

RESPONSIBILITIES 

Pursuant to Art. 84-quater, paragraph 4 of the Issuers' Regulation, the following tables indicate the shareholdings held in the listed company and its subsidiaries 

by members of the administration and control bodies, general managers, and other managers with strategic responsibilities, as well as spouses who are not legally 

separated and underage children, directly or through subsidiaries, trust companies or intermediaries, as resulting from the shareholders' register, communications 

received, and other information acquired from the members of the administration and control bodies, general managers and managers with strategic responsibilities. 

Table 4.A: Shares held by members of management and control bodies and general managers 
 

First and last name Position Subsidiary 
Number of shares held at 
the end of the previous fi-

nancial year   

Number of shares 
acquired  

  

Number of shares 
sold  

  

Number of shares 
held at the end of 
the current finan-

cial year  
    

Giorgio Gobbi  Managing Director Dexelance S.p.A.                841,637    
               

281,000  
               

560,637  

Giovanni Gervasoni Director Dexelance S.p.A. via Elpi srl             1,325,262                 
            

1,325,262  

Giovanni Gervasoni Director  Dexelance S.p.A.                    
4,234  

             
            

4,234 

Paolo Colonna Director 
Dexelance S.p.A. via Creazione 

di Valore 
               529,529     

               
529,529  

Paolo Colonna Director Dexelance S.p.A. via Galpina srl                208,916     
               

208,916  

Fabio Sattin Honorary Chairman*** 
Dexelance S.p.A. via Private 

Equity Partner 
               336,077   160,037  176,040 

Fabio Buttignon Standing Statutory Auditor Dexelance S.p.A.                      500   500                        

* The disposal was made as an effect of the corporate demerger   
          

 
          

*** director whose term of office expired in 2023, and who is now an honorary chairman 
        

Table 4.B: Shares held of the other managers with strategic responsibilities 

Not present. 


