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Less than three years
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HDSAs

Gender breakdown of the board

64% 36%
Me n

1: Sipho
Pityana
(Chairman)

45

Wo me n

2: Albert
Garner

3: Rhidwaan
Gasant

• HDSA
• Other South Africans
• Non-South Africans
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4: Dave
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5: Nozipho
January-Bardill

6: Michael
Kirkwood

7: Maria
Richter

Independent non-executive directors
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(Chief Executive
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Ramon
(Chief Financial
Officer)

Executive directors
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Gender breakdown of
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(Chief Executive
Officer)
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Officer)

%
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• HDSA
• Other South Africans
• Non-South Africans
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3: Charles
Carter

4: Graham
Ehm

5: Ludwig
Eybers
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6: David
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7: Chris
Sheppard
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AUDIT AND RISK COMMITTEE
Chairman’s letter
Management has established and maintains
internal controls and procedures, which are
reviewed by the Audit and Risk Committee
and reported on through regular reports to the
board. These internal controls and procedures
are designed to identify and manage, rather
than eliminate, the risk of control malfunction
and aim to provide reasonable but not
absolute assurance that these risks are well
managed and that material misstatements
and/or loss will not materialise.

This report is presented in accordance with
the company’s Memorandum of Incorporation
(MOI), the requirements of the Companies Act,
No. 71 of 2008, as amended, (the Companies
Act), Principles 8, 15 and the recommended
practices contained in the King IV Report
on Corporate Governance for South Africa,
2016 (King IV) ), as well as the Audit and Risk
Committee’s formally approved charter, which
is in line with the JSE Listings Requirements
and is reviewed and approved by the board on
an annual basis.

The board assumes ultimate responsibility
for the functions performed by the Audit and
Risk Committee, relating to the safeguarding
of assets, accounting systems and practices,
internal control processes and preparation
of financial statements in compliance with all
applicable legal and regulatory requirements
and accounting standards.

Role and focus

Rhidwaan Gasant
Chairman: Audit and Risk Committee

I t is m y ple a s ure to p resent,
o n be half o f t he Au dit an d Risk
Commit t ee, an over view of
t h e act iv it ie s th is com m ittee
p erf ormed duri n g the 2017
f i na ncial year.
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The Audit and Risk Committee is an
independent statutory committee and all
members were appointed by AngloGold
Ashanti shareholders at the Annual General
Meeting (AGM) held on 16 May 2017. The
Audit and Risk Committee has decisionmaking authority with regards to its statutory
duties and is accountable in this regard
to both the shareholders and the board of
AngloGold Ashanti.

Composition and duties
The Audit and Risk Committee comprises
six independent non-executive directors who
collectively possess the skills and knowledge
to oversee and assess the strategies and
processes developed and implemented by
management to manage the business within
a continually evolving business environment.
I was again elected as chairman of the Audit
and Risk Committee and fulfilled this role
during the 2017 financial year.

It is the Audit and Risk Committee’s principal
regulatory duty to oversee the integrity of the
group’s internal control environment and to
ensure that financial statements comply with
International Financial Reporting Standards
(IFRS) and fairly present the financial position
of the group and company and the results of
their operations.
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The Audit and Risk Committee’s duties as
required by section 94(2) of the Companies
Act, King IV, JSE Listings Requirements and
board-approved terms of reference is set out
in the Audit and Risk Committees annual work
plan. These duties were discharged as follows:

Financial reporting
•	Reviewed the trading and market updates
and the half year and full year results
•	Confirmed the integrity of the group’s
Integrated Report, Annual Financial
Statements and the Form 20-F
•	Reviewed the expertise, experience and
performance of the finance function and
Chief Financial Officer

Risk management, internal control,
internal audit and combined assurance
•	Assessed the scope and effectiveness of
the systems to identify, manage and monitor
financial and non-financial risks
•	Reviewed the procedures for detecting,
monitoring and managing the risk of fraud
•	Reviewed the scope, resources, results and
effectiveness of the internal audit department
•	Approved the internal audit plan, monitored
the execution of the approved plan and
approved subsequent changes to the
approved plan
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Chairman’s letter
•	Ensured that a combined assurance
model is applied to provide a co-ordinated
approach to all assurance activities

External auditors
•	Nominated the appointment of independent
external auditors by the shareholders
•	Reviewed and approved the terms
of engagement as contained in the
engagement letter of the external auditors
•	Approved the remuneration of the external
auditors
•	Approved the integrated audit plan of the
external auditors
•	Pre-approved all non-audit services in line
with the formal policy on non-audit services
•	After considering the written confirmation
of the auditor’s independence and the
length of tenure assessed that there were
no impediments on the external auditors’
independence and the effectiveness of the
group’s external audit function
•	Approved the appointment of the external
auditors to provide independent reasonable
and/or limited assurance on certain
sustainability indicators as included in
the <SDR>
•	In terms of the JSE Listing Requirement 3.84(g):
• T
 he Committee satisfied itself that the
external auditor is accredited on the
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Proceedings and performance review

JSE list of Auditors and Accounting
Specialists, and that the individual auditor
responsible for performing the functions
of the auditor, does not appear on the
JSE list of disqualified individual auditors,
as set out in Section 22

During 2017, the Audit and Risk Committee formally met five times and meetings were attended
by all members of the committee.

• C
 onsidered the results of the most recent
IRBA (Independent Regulatory Board
of Auditors – South Africa) and PCAOB
(Public Company Accounting Oversight
Board – United States of America) review
results and concluded that there were no
significant matters reported
• C
 onsider the decision letter for all
other engagement file reviews of the
engagement partner

R Gasant (Chairman) – BCompt (Hons), CA (SA), ACIMA, Executive Development
Programme

5/5

Prof LW Nkuhlu – BCom, CA (SA), MBA – retired May 2017

3/3

MJ Kirkwood – AB, Economics & Industrial Engineering

5/5

RJ Ruston – MBA Business, BE (Mining)

5/5

MDC Richter – BA, Juris Doctor

5/5

AH Garner – BSE, Aerospace and Mechanical Sciences

5/5

SV Zilwa* – BCompt (Hons), CA (SA), Advanced Diploma in Financial Planning, Advanced
Taxation Certificate, Advanced Diploma in Banking – appointed at the May 2017 AGM

2/2

*	SV Zilwa, although appointed to the board with effect from 1 April 2017, her appointment as the Audit and
Risk committee member was effective from 16 May 2017

• C
 onsider all legal proceeding outcomes
against the external auditor for the past
seven years.

The Chief Financial Officer, Senior Vice President: Finance, Group General Counsel and Company
Secretary, Senior Vice President: Group Internal Audit; Vice President: Group Tax; Group Risk
Manager; Chief Information Officer; Group Compliance Officer, the external auditors, as well as
other assurance providers are invited to attend committee meetings in an ex officio capacity and
provide responses to questions raised by committee members during meetings. The full Audit and
Risk Committee meets separately during closed sessions with management (including the Chief
Executive Officer), internal audit and external audit at every scheduled quarterly meeting.

Governance
• R
 eviewed developments in reporting
standards, corporate governance and
best practice

The Audit and Risk Committee was subjected to an independent external assessment during
2017. The assessment focused on its effectiveness. The results of the assessment were
discussed, actions taken and processes put in place to address identified areas of improvement.

•	Monitored the governance of information
technology (IT) and the effectiveness of the
group’s information systems
•	Reviewed the adequacy and effectiveness of
the group’s compliance function
•	Evaluated the effectiveness of the committee
through an external assessment
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Chairman’s letter
Highlights of 2017
In addition to the execution of the Audit and Risk Committee’s statutory duties, set out below are some highlights from 2017.
Focus area

Actions

Financial reporting
Market updates, halfyear and annual IFRS
reports

Reviewed and recommended the trading and market updates, half-year and annual IFRS financial
statements to the board for approval and subsequent submission to the JSE, SEC and other stock
exchanges as applicable, after:
•	ensuring that complex accounting areas comply with IFRS
•	carefully evaluating significant accounting judgements, including but not limited to environmental
rehabilitation provisions, taxation provisions and the valuation of the portfolio of assets (including
impairments) and estimates
•	discussing the accounting treatment of significant accounting and auditing matters as well as
non-routine transactions with management and the external auditors including the accounting for
the disposal of certain of the South African assets, the restructuring of some of the South African
operations, and the provision for the silicosis class action
•	reviewing and assessing the disclosure of contingent liabilities, commitments and impact of outstanding
litigation in the financial reports
•	reviewing, assessing and approving adjusted and unadjusted audit differences reported by the external auditors
•	reviewing and assessing management’s assessment of impairment indicators and identified impairments
•	reviewing the key audit matters communicated by the external auditors in their audit report in terms of
International Standard on Auditing 701
•	reviewing the dividend proposal submitted by management for recommendation to the Board
•	reviewing and approving the filing of the Form 20-F with the SEC
•	reviewing the representation letter that management will be required to sign
•	considering and approving management’s documented assessment of the company’s going concern
status including key assumptions
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Chairman’s letter
Focus area

Actions

Focus area
Tax exposures

Financial reporting
New accounting
standards

Tax, tax exposures,
effective tax rate, taxrelated judgements

The Audit and Risk Committee considers the significance of new
standards, interpretations and amendments to standards in issue that
are not yet adopted but are likely to affect the financial reporting in
future years. During 2017, the following were considered:

Reviewed and approved the group’s tax strategy and tax management
policy. Received the quarterly update on the management of the group’s
tax exposures (including uncertain tax positions) with specific focus on:
• effective tax rates
•	impact that pending changes to legislation will have on fiscal duties

• IFRS 15 – Revenue recognition: effective date 1 January 2018 – the impact will be limited
to the recognition of by-product revenue in Revenue from product sales. Revenue from
product sales includes Gold Income and by-product revenue. This change in classification
results in a consequential increase in costs of sales, and therefore will not have an impact on
previously reported Gross profit.

•	pending litigation in terms of tax exposure and the appropriate
accounting thereof
Mineral Resource and Ore Reserve Report
Mineral Resource and
Ore Reserve Report

• IFRS 9 – Financial Instruments: The Group’s financial assets include debt instruments
(held to maturity bonds and negotiable certificates of deposit), cash restricted for use and
cash and cash equivalents which will be subject to IFRS 9 expected credit loss model as
they are to be carried at amortised cost. The accounting policy for listed equity investments
will depend on the nature of the listed investment. Listed equity investments which are held
to meet rehabilitation liabilities in future will be classified as fair value through profit and loss.
Listed equity investments held for other purposes will be classified as fair value through
other comprehensive income. Financial liabilities are currently carried at amortised cost
with no requirements to change their recognition or presentation under IFRS 9. We have
evaluated the possible impact of the adoption of IFRS 9, effective date 1 January 2018,
including the expected credit loss model and we do not expect the adoption to have a
significant impact on total assets, total liabilities or the results of the group.

Reviewed and recommended for approval the annual Mineral Resource
and Ore Reserve Report, prepared in accordance with the minimum
standards described by the Australasian Code for Reporting of
Exploration Results, Mineral Resource and Ore Reserve (the JORC
Code, 2012 Edition), and also conform to the standards set out in the
South African Code for the Reporting of Exploration Results, Mineral
Resources and Mineral Reserves (The SAMREC Code, 2016), after:
•	discussing the internal control environment associated with the
Mineral Resource and Ore Reserve estimation process
•	receiving confirmation that the Competent Persons appointed
approved the Mineral Resource and Ore Reserve
•	reviewing and assessing for reasonableness the year-on-year
reconciliation of the Mineral Resource and Ore Reserve

• IFRS 16 – Leases: with an effective date of 1 January 2019, it is likely to affect future
financial reporting and we are still assessing all of the potential consequences. With the
removal of the operating lease classification, leases that are within the scope of IFRS 16 will
result in increase in assets and liabilities. We expect an increase in depreciation expense
and in cash flow from operating activities as the lease payments will now be recorded as
financing outflows in our cash flow statement. Management expects that the mining and
drilling contracts which are not finance leases under the current accounting standards, will
potentially have the most impact on adoption of IFRS 16.
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Actions

Corporate governance
King IV
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Monitored the progress of assessing the recommended practices
underpinning the 16 Principles of King IV applicable to AngloGold Ashanti
ensuring that an ethical culture is created that supports the effective
control of the organisation at all levels, measuring the performance of the
organisation from an economical, societal and environmental perspective
ensuring a legitimate and sustainable business.
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Chairman’s letter
Focus area

Actions

Focus area

Actions

Subsidiary Audit
and Risk Committees

Monitored the proceedings of relevant statutory subsidiary Audit and
Risk Committees during each of its meetings.

Sarbanes-Oxley (SOX)
compliance

Risk management

Reviewed and approved the risk management policies, standards
and processes; received and considered reports from the Group Risk
Manager in relation to the key strategic and operational risks facing the
company, and received presentations on the following emerging risks
and topics to obtain an in-depth analysis and understanding:

The Audit and Risk Committee has overseen the SOX compliance
efforts of management through receiving quarterly updates on controls
associated with financial reporting and assessed the final conclusion
reached by the Chief Executive Officer and Chief Financial Officer on
the effectiveness of the internal controls over financial reporting.

Compliance

The Audit and Risk Committee continued to monitor the refinement
of the global compliance governance framework that allows for a
systematic risk-based approach for group, regions and operations to
identify and monitor compliance to major laws, regulations, standards
and codes. Received formal feedback from the Group Compliance
Officer on the outcome of the independent quality assurance review
performed on the compliance function during 2017 for which the
overall conclusion was satisfactory.

Litigation matters

The Audit and Risk Committee received and considered reports on
significant litigation matters and assessed the possible impact thereof
on the group financial results.

• Tax risk
• Security and insurance cover for bullion at operations
• Cyber security
IT governance

Combined assurance

The Audit and Risk Committee received and reviewed detailed
reports from the Chief Information Officer on the group’s information
and technology framework and had detailed discussions around
cyber security including inherent risks and vulnerabilities within the
current AngloGold Ashanti landscape. The Audit and Risk Committee
considered the current action plans in place to manage the associated
risk exposure. The Audit and Risk Committee also monitored the
successful implementation of SAP at Siguiri – Guinea.
The Audit and Risk Committee closely monitored the actions
implemented by management during 2017 to further enhance
the AngloGold Ashanti combined assurance model and to ensure
integration between the various in-house assurance providers. The aim
of the combined assurance process is to enable an effective integrated
internal control environment that supports the integrity of information
used for internal decision-making by management, the Board and its
committees as well as supporting the integrity of external reports.
The Audit and Risk Committee considers the current model
as effective and efficient in that it fully integrates with the risk
management function. It will however continue to monitor it in light of
the ever changing operational environment.
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Chairman’s letter
Internal audit
Group Internal Audit is a key independent
assurance and consulting business partner
within AngloGold Ashanti, under the leadership
of the Senior Vice President: Group Internal Audit
who has direct access to the chairmen of both
the Audit and Risk Committee and the board.
The Senior Vice President: Group Internal Audit,
who reports functionally to the Audit and Risk
Committee and administratively to the Chief
Financial Officer, is not a member of the Executive
Committee but has a standing invitation to attend
these meetings when required.
As part of its mandated responsibilities, the
Audit and Risk Committee has assessed the
performance of the Senior Vice President:
Group Internal Audit in terms of the annually
reviewed and approved internal audit charter
and is satisfied that the internal audit function is
independent and appropriately resourced, and
that the Senior Vice President: Group Internal
Audit has fulfilled the obligations of the position
by performing the following functions and
reporting to the Audit and Risk Committee on:
•	evaluating ethical leadership and corporate
citizenship within AngloGold Ashanti
•	assessing the governance of risk within
AngloGold Ashanti
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•	reviewing the governance of Information
Technology within AngloGold Ashanti
•	assessing compliance with laws, rules, codes
and standards within AngloGold Ashanti
•	evaluating the effectiveness of internal
controls over financial reporting and internal
controls in general
•	reporting findings to management and the
Audit and Risk Committee and monitoring
the remediation of all significant deficiencies
reported

Internal Audit, that nothing has come to its
attention indicating that the group’s system of
internal financial controls is not effective and
does not provide reasonable assurance that
the financial records may be relied upon for the
preparation of the annual financial statements.

•	the tenure of service

External audit

•	the results of the most recent IRBA
and PCAOB regulatory reviews and the
responses of the firm on observations
raised in these reports

The audit cycle at AngloGold Ashanti is
continuous as the External Auditor performs
half yearly reviews on the results of the group.
During August 2017, the annual integrated
audit plan, associated fees and the 2017 global
engagement letter were tabled at the committee
meeting for consideration and approval.

•	implementing a Combined Assurance
Framework for the group
The Audit and Risk Committee considered
the internal control heat-map for AngloGold
Ashanti as presented by Group Internal Audit
and monitored the implementation of significant
audit recommendations through a formal
tracking process.

As Chairman of the Audit and Risk
Committee, I meet with the primary
engagement team members in private before
each scheduled meeting where I am also
briefed on general matters relating to the
accounting and auditing profession as it may
impact on AngloGold Ashanti.

As Chairman of the Audit and Risk Committee,
I meet with the Senior Vice President: Group
Internal Audit in private before each meeting
and on an ad-hoc basis throughout the year.

As part of its ongoing assessment of the
independence and effectiveness of the external
auditors, the Audit and Risk Committee has
also considered during its evaluation of the
independence of the Ernst & Young Inc. (EY)
factors such as:

The Audit and Risk Committee is of the
opinion, having considered the written
assurance statement provided by Group
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•	the quality of planning, delivery and
execution of the audit
•	quality and knowledge of the audit team,
specifically the senior management team,
including the lead engagement partner

•	outcome of the service quality assessment
review performed during the first half of 2017
•	the robustness of the audit, including
the audit team’s ability to challenge
management as well as demonstrate
professional scepticism and independence
To further safeguard auditor independence,
a formal policy on the approval of all nonaudit related services has been approved and
implemented. In terms of the policy, the Audit
and Risk Committee has established that the
sum of the non-audit and tax fees in a year
must not exceed 40% of the sum of the audit
and audit related fees in the year. The Audit
and Risk Committee received an update on
tax and non-audit fees with each request as a
percentage of total audit and audit-related fees
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and is comfortable that the external auditor’s
independence had not been jeopardised.

Finance function and chief
financial officer

During 2017, external audit fees comprised of
audit services ($6.14m), audit related services
($0.73m), non-audit fees ($0.04m) and tax
services ($0.16m).

The Audit and Risk Committee received
feedback on an internal assessment
conducted on the skills, expertise and
resourcing of the finance function and was
satisfied with the overall adequacy and
appropriateness of the function. The Audit and
Risk Committee further reviewed the expertise
and experience of the Chief Financial Officer,
Christine Ramon and was satisfied with the
appropriateness thereof.

The Audit and Risk Committee did not note
any significant findings and considers the
service provided by the external auditors to
have been independent, effective and robust.

Transformation of the external audit
In the spirit of AngloGold Ashanti’s
commitment to transformation, the Audit
and Risk Committee closely monitors and
guides transformation within the context of the
external audit. The current auditors, EY, are
level 1 contributors and under the guidance
of the Audit and Risk Committee, certain
AngloGold Ashanti subsidiaries, such as
Mine Waste Solutions and the Rehabilitation
Trust, are audited by Nexia SAB&T, a level 1
contributor. In addition, Nexia SAB&T also
performs certain audit work of the South
African operations, under the supervision
of EY.
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During the year, 187 reports were received,
which is consistent with the number of
reports received in 2016 (162). We have
noted an increase in the number of reports
from the Continental Africa region and as a
committee view this as a positive reflection
of a greater awareness and understanding of
the benefits of the whistle-blowing process.
As a committee, we are comfortable that
each report received is taken seriously and
thoroughly investigated.

Tax governance and strategy

As Chairman of the Audit and Risk Committee,
I meet with the senior finance team in private
before each scheduled meeting where I am
also briefed on general matters relating to
the administration of the finance function, the
effectiveness of the internal control environment
associated with financial reporting as well as
any transactions that may require additional
consideration in terms of accounting.

The Audit and Risk Committee received
and reviewed detailed reports from the
Chief Financial Officer and Vice President:
Group Tax, jointly, on the group’s tax
position, including uncertain tax positions,
tax provisions, status of the group’s tax
compliance globally and relevant global fiscal
developments impacting the group.
The committee also approved the group’s tax
strategy and tax management policy, which
together, set out the group’s approach to
tax in areas such as tax efficiency, tax risk
management and tax governance
and oversight.

Whistleblowing
The Audit and Risk Committee received
quarterly updates on AngloGold Ashanti’s
whistleblowing process. Reports received
and investigated did not reveal any
malpractice relating to accounting practices,
internal financial controls, internal audit
function or the content of the company and
group financial statements.
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Looking forward
The Audit and Risk Committee realises
that its work is increasingly broad and
complex and, as a committee, we are
required to stay on top of developments
impacting AngloGold Ashanti.
During 2018, the Audit and Risk
Committee will continue to monitor:
•	Refinement of the disclosures provided
in terms of the Principles as defined in
the King IV code
•	Impact of the new leases accounting
standard applicable from 1 January
2019 on the existing accounting
policies and contracts in place
•	Progress made in the Extensible
Business Reporting Language (XBRL)
tagging process for Companies and
Intellectual Property Commission (CIPC)
filing purposes
In the spirit of continuous refinement and
improvement of the group’s combined
assurance model and changing
operational risk profile, the Audit and Risk
Committee will continue to monitor the
successful integration of the core technical
engineering and mining disciplines into
the combined assurance review process
where so dictated by risk, during 2018.
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Statement of internal control

Annual financial statements

The opinion of the board on the effectiveness
of the internal control environment is informed
by the conclusion of the Audit and
Risk Committee.

The Audit and Risk Committee has evaluated
the consolidated and separate annual financial
statements for the year ended 31 December
2017 and concluded that they comply, in all
material aspects, with the requirements of
the Companies Act, International Financial
Reporting Standards, and JSE Listing
Requirements. The Audit and Risk Committee
therefore recommended the approval of the
annual financial statements to the board.

Based on the assessment by the Audit and
Risk Committee of the results of the formal
documented review conducted by Group
Internal Audit and other identified assurance
providers in terms of the evolving combined
assurance model of the group’s system
of internal controls and risk management,
including the design, implementation and
effectiveness of the internal financial controls
and considering information and explanations
given by management and discussions with
both the internal and external auditors on the
results of their audits, nothing has come to the
attention of the board that caused it to believe
that the company’s system of internal controls
and risk management is not effective and
that the internal financial controls do not form
a sound basis for the preparation of reliable
financial statements.
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Conclusion
The Audit and Risk Committee is
satisfied that it has considered and
discharged its responsibilities in
accordance with its mandate, statutory
responsibilities and terms of reference
during the year under review.

Rhidwaan Gasant
Chairman: Audit and Risk Committee
19 March 2018
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CORPORATE GOVERNANCE
G oo d co rpo ra t e g overnan ce is
a n int e g ra l pa rt of th e g rou p’s
s us t a ina bilit y. Adh eren ce to the
s tandards and recom m end a tion s
s et o ut in t he K ing IV Rep ort
a nd o t her re le van t la ws an d
r e gula t io ns is vital to ach ievin g
o ur s t ra t e g ic priorities.

Ethical leadership and
corporate citizenship
The board is responsible for the oversight
of corporate governance at AngloGold
Ashanti. The board acknowledges that sound
governance principles and practices underpin
the creation of value and the sustainability
of the business, and are thus crucial to the
achievement of the business objectives.
AngloGold Ashanti also recognises that
strategy, performance, sustainability and risk
are inseparable. Our values-driven culture and
The Code of Business Principles and Ethics
(Our Code) underpins AngloGold Ashanti’s
governance structures and processes,
committing the company to high standards
of business integrity and ethics in all its
activities. The board of AngloGold Ashanti is
committed to promoting good governance and
providing ethical leadership and thus supports
the principles and outcomes contained in
the King Report on Corporate Governance
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for South Africa 2016 (King IV). AngloGold
Ashanti reviewed its application of the King IV
principles and is satisfied that the company is
materially compliant with King IV. A statement
on AngloGold Ashanti’s application of the
principles of King IV is available on
www.anglogoldashanti.com.
Our Code, launched in 2010, is the defining
document on AngloGold Ashanti’s values
and ethics, in addition to applicable laws,
regulations, standards and contractual
obligations in the countries in which the
company operates. It provides a framework
and sets requirements for the implementation
of key corporate policies and guidelines.
Among other areas, it addresses fraud, bribery
and corruption, conflict of interests, gifts,
hospitality and sponsorships, use of company
assets, privacy and confidentiality, disclosures
and insider trading.

Composition of the board
of directors

a variety of skills, professional experience

The company is governed by a unitary board
of directors, which at year-end consisted
of eleven directors – nine independent
non-executive directors and two executive
directors. The board comprises directors with

other in the execution of the board’s duties.

and backgrounds which complement each
The composition of the board promotes
the balance of power and of authority and
precludes any one director from dominating
decision-making.

AngloGold Ashanti’s board
Independent non-executive
directors (9)

9 years or longer

9%

6 to 8 years

27%

AH Garner

3 to 5 years

55%

DL Hodgson

Less than 3 years

SM Pityana (Chairman)

Tenure

9%

MDC Richter
MJ Kirkwood

The board ensures at all times that the
company is, and is seen to be, a responsible
corporate citizen by not only considering
the financial performance of the company,
but also by striving to enhance and invest
in the economic life of the communities in
which it operates, society in general and
the environment. The board’s Social, Ethics
and Sustainability Committee ensures the
application of these principles and the
Executive Committee is responsible for
ensuring these principles are adhered to.

Women

36%

R Gasant

Men

64%

RJ Ruston

HDSA

NP January-Bardill

SV Zilwa

Diversity

Other South Africans

45.5%
9%

Executive directors (2)
KC Ramon (CFO)
S Venkatakrishnan (CEO)

162
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Appointment and rotation of directors
New directors are appointed by the board
pursuant to the recommendations of the
Nominations Committee, which conducts
a rigorous assessment of the credentials of
each candidate. Several factors including
the requirements of relevant legislation, best
practice recommendations, qualifications
and skills of prospective board members and
the requirements of the Directors’ Fit and
Proper Standards of the company, as well
as regional demographics are considered in
appointing board members. The appointment
of all directors is subject to the approval of
the shareholders at the next annual general
meeting following their appointment.
In terms of the company’s Memorandum of
Incorporation (MOI), one-third of the directors
are required to retire at each annual general
meeting and, if they are eligible and available
for re-election, will be put forward for reelection by shareholders. Those directors
eligible for re-election at the forthcoming
AGM are, Messrs AH Garner and R Gasant
and Mesdames NP January-Bardill and KC
Ramon. See the <NOM>.

Board diversity
In 2016, the board adopted a policy on the
promotion of gender diversity at board level
which aimed to ensure that at least 30% of
the board is comprised of women when the
composition of the board and succession
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planning is considered. This year, with women
representation on the board presently at 36%,
the board revised the voluntary target to 40%
representation by 2020.

appropriately by the board. A Declaration of
Interest form is maintained by the company
secretary and any new interest is declared at
each meeting.

The board also considered race diversity at
board level and determined a voluntary target
of 50% black representation to be appropriate.
For AngloGold Ashanti to leverage the benefits
of having a globally diverse board aligned
to the company’s geographic footprint,
race is not limited to ‘black’ as defined by
the Department of Mineral Resources but
also includes foreign black nationals. Black
representation from a global perspective
(including the CEO who is a foreign Indian) is
currently at 55% (historically disadvantaged
representation is at 45%).

Directors’ dealings in shares
and closed periods

Both gender and race diversity will be
considered in determining the optimum
composition of the board and when possible
will be balanced appropriately, also taking
into consideration the skills, experience,
independence and knowledge which the
Board as a whole requires to be effective.

Independence of directors

In accordance with statutory and regulatory
requirements, directors, management and any
restricted employees may not deal directly
or indirectly in the securities of the company
during specific closed or prohibited periods.
All directors and the company secretary
require the prior approval of the chairman
when dealing in the company’s shares. The
company secretary retains a record of all such
share dealings.

Determination of director independence is
guided by King IV, the Companies Act, the JSE
Listing Requirements, the NYSE independence
test and the company’s internal policy on
independence, as well as best practice.
For the year under review, all non-executive
directors were found to be independent in
terms of mind, character and judgement.

Directors’ interests
Directors are required to declare their interests
annually and to disclose any conflicts of
interest, if and when they arise, to determine
whether there are any that conflict with
their duties at AngloGold Ashanti. Once a
conflict has been disclosed, it is managed

Executive directors
The group’s Chief Executive Officer (CEO),
Srinivasan Venkatakrishnan, is responsible for
the execution of the company’s strategy and
reports to the board. He chairs the Executive
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Committee that comprises nine members, and
is responsible for the day-to-day management
of the group’s affairs. The committee’s
work is supported by country and regional
management teams as well as by group
corporate functions.
The group has a Chief Financial Officer (CFO).
This position is held by Christine Ramon. As
required by the JSE Listings Requirements,
the Audit and Risk Committee annually
considers and expresses its satisfaction at
the level of expertise and experience of
the CFO.
The Audit and Risk Committee concluded
that Christine Ramon, together with other
members of the financial management team,
had effectively and efficiently managed the
group’s financial affairs during the period under
review as detailed in the CFO’s review, which is
included in the <AFS>.
Both the CEO and CFO are executive directors
on the board.

The board and board committees
The board is supported by its committees
and has delegated certain functions to these
committees without abdicating any of its
own responsibilities. This process of formal
delegation involves approved and documented
terms of reference, which are reviewed when
required, or at least annually.
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AngloGold Ashanti’s board and committees
The o verriding role of th e board is to ens ur e the l o ng-te r m s us ta i na bi l i ty a nd s uc c e s s o f the b u s i n es s , f or t h e mu t u al b en ef i t of al l s t ak eh ol d er s .
I ts ov e rall role is one of stra teg ic lead er s hi p. Thi s i nc l ude s the s e tti ng, m o ni to r i ng a nd r e v iew of s t r a t eg i c t ar g et s an d ob j ec t i ves , t h e a p p r oval of
ca pit a l ex penditu re, acqu isition s an d d ispo s a l s , a nd o v e r s i ght o f go v e r na nc e , i nte r na l c o ntr ol s an d r i s k man a g emen t .
Audit and Risk Committee

Social, Ethics and Sustainability
Committee

The Audit and Risk Committee
oversees the integrity of financial
reporting, the existence of
proper internal controls, the
integrity of the <IR>, <AFS> and
<R&R> and risk management
processes and assesses the
company’s continuing ability to
operate as a going concern.
The committee assists the
board with the oversight of IT
governance, risk management
and the implementation of a group
ethics and regulatory compliance
programme. It ensures the
company has qualified external
auditors and internal auditors.

The key responsibility of the
Social, Ethics and Sustainability
(SES) Committee is to assist
the board in monitoring matters
relating to safety, health, the
environment and ethical conduct
and to ensure that the company
develops and behaves as a
responsible corporate citizen.
The committee ensures that the
sustainability strategy positions
the company as a leader in
mining and that sustainability
objectives are effectively
integrated into the business. This
committee oversees the integrity
and approves the <SDR>.

More detailed information on
the committee’s achievements
is available in the Audit and Risk
Committee chairman’s letter.

More information on the work
done during the year by the
SES committee is available in
the <SDR>.

Remuneration and Human
Resources Committee
This Remuneration and Human
Resources Committee assists the
board in ensuring that AngloGold
Ashanti’s remuneration policies
are in its long-term interests. The
committee ensures that in terms
of the decisions made, nonexecutive directors, executive
directors, senior management
and all other employees are fairly
and responsibly remunerated
and that shareholder value is
delivered. It assists the board in
the development of the company’s
human resources environment.
More information on the
achievements of the committee
is available in the Remuneration
Report.

Nominations Committee
The Nominations Committee
consists of three independent nonexecutive directors and is chaired
by the Chairman of the board. The
committee develops processes to
identify, assess and recommend
board candidates for appointment
as executive and non-executive
directors, including the Chairman,
Chief Executive Officer and the
Company Secretary, and at the
same time gives full consideration
to succession planning and
leadership in the group. It reviews
board composition, including the
balance of skills, experience and
independence. The committee
develops and implements the
annual evaluation processes,
whether internal or external.

Investment Committee
The Investment Committee
assesses individual capital
projects and investment and
divestment opportunities to ensure
that investments, divestments
and financing proposals are in
accordance with AngloGold
Ashanti’s primary objective of
creating shareholder value on a
sustainable long-term basis.

The latest approved board charter and committees’ terms of references, containing detailed information regarding the their responsibilities and mandates, are available on the company’s website,
www.anglogoldashanti.com/en/sustainability/policies/Pages/default.aspx
I N T E G R AT E D R E P O RT 2017
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Board and committee meeting attendance
Directors’ attendance at the board and committee meetings during 2017 is disclosed below.

Board

Audit and Risk
Committee

Investment
Committee

Remuneration and
Human Resources
Committee

Social, Ethics and
Sustainability
Committee

Nominations
Committee

Number of meetings in 2017

7

5

4

4

5

2

SM Pityana

7

n/a

n/a

4

5

2

AH Garner

7

5

4

n/a

n/a

n/a

R Gasant

7

5

4

n/a

n/a

n/a

DL Hodgson

7

n/a

4

n/a

5

n/a

NP January-Bardill

7

n/a

n/a

4

5

n/a

MJ Kirkwood

7

5

n/a

4

n/a

2

LW Nkuhlu

2

3

1

2

n/a

1

7

n/a

4

n/a

n/a

n/a

7

5

n/a

4

n/a

1

RJ Ruston

7

5

4

n/a

n/a

n/a

S Venkatakrishnan

7

n/a

n/a

n/a

5

n/a

SV Zilwa

5

3

3

3

n/a

n/a

(1)

KC Ramon
MDC Richter

(1)
(2)
(3)

(2)

(3)

LW Nkuhlu retired from the board with effect from 16 May 2017
MDC Richter was appointed to the Nomination Committee with effect from May 2017
SV Zilwa was appointed to the board with effect from 1 April 2017. Her appointment as a member of the Audit and Risk Committee was effective from 16 May 2017
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Board and committee
evaluations
The performance of the board is evaluated
annually and includes an assessment of
the board as a whole, individual directors
and each committee by members of the
committee. An external board evaluation
is conducted every third year and for the
other two years, the company secretary
facilitates the process.
The evaluation of the effectiveness
and performance of the board and its
committees was externally assessed in
2017. The overall results indicated the
board was performing well, and that the
governance structures are better than
satisfactory and closely aligned with
best practice.
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Company secretary
The company secretary, Maria Sanz Perez,
is responsible for developing, implementing
and maintaining effective processes and
procedures to support the board and its
committees in the discharge of their duties and
responsibilities. She advises the board and
individual directors on their fiduciary duties and
on corporate governance requirements and
best practices.
In line with the JSE Listings Requirements,
the board evaluated the qualifications,
competence and experience of the company
secretary in December 2017 and was satisfied
that Maria Sanz Perez is qualified to serve as
company secretary. The board also confirmed
the company secretary’s independence and
that she maintains an arms-length relationship
with the board and is not a director of the
company. Maria Sanz Perez’s qualifications
and experience can be viewed on page 153 of
this report.

Legal, ethical and regulatory
compliance
The group’s geographical spread makes its
legal and regulatory environment diverse
and complex. Given the critical importance
of compliance in building a sustainable
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business, group compliance plays an essential
role in coordinating compliance with laws
and regulations, standards and contractual
obligations and in assisting and advising the
board and management on designing and
implementing appropriate compliance policies
and procedures.

The company is committed to complying with
the following standards:

South African Employment Equity
Act 55 of 1998

• Universal Declaration on Human Rights

In compliance with Section 21 of the Employment
Equity Act 55 of 1998, the company is obliged
to file with the Department of Labour, the
employment equity statistics for its South African
workforce. A report was filed with the Department
of Labour in December 2017, covering
the period 1 August 2016 to 31 July 2017.
A copy of the report is available on the AngloGold
Ashanti website, www.anglogoldashanti.
com/sustainability, in the section entitled
“Employment Equity Reports”.

• International Bill of Human Rights
•	International Labour Organization standards
In addition, we have group policies and
charters to which we adhere. Increasingly,
customers and consumers want assurance
that the gold they are purchasing has not
contributed to conflict or human rights abuse.
This has resulted in a number of measures
being introduced by industry-related
organisations which we are part of, to prevent
gold and other commodities from being
used to fund conflict and other violations of
human rights.

External and internal standards
and regulations
AngloGold Ashanti adheres strictly to legislative
and regulatory requirements, including several
external and voluntary standards which are
listed below.
The company is a member of and a signatory
to the:
• International Council on Mining and Metals
•	Principles of the United Nations
Global Compact

By virtue of its shares or depository receipts
being registered with the Securities and
Exchange Commission (SEC) in the United
States, AngloGold Ashanti is also subject
to the various laws regarding securities
that are applicable in that country. This is in
addition to being subject to the various listing
requirements applicable for all the stock
exchanges that the company is listed on.
These are the JSE, Ghana and the Australia
stock exchanges.

•	Extractive Industries Transparency
Initiative (EITI)
•	United Nations Guiding Principles on
Business and Human Rights
•	Voluntary Principles on Security and
Human Rights
•	World Gold Council’s Conflict-Free Gold
Standard
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Governance – supply chain
management and procurement
policies
Supply chain management is about more
than just procuring the right product, at the
right time and in the right quantities. Effective
supply chain management, undertaken
with integrity and in line with our values and
governance principles, can add value to our
business by improving efficiency, relationships
and reputation and, ultimately, can affect our
long-term sustainability. As a global company
operating on most of the world’s continents,
responsible management of the supply chain
is an increasingly important ethical and human
rights consideration for our business. External
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ratings agencies and customers are ever more
aware of the implications and importance of
ethical conduct in the supply chain.
Responsible supply chain management has
the potential to add value to communities,
local governments and society as a whole,
and particularly so in developing countries.
We have adopted a cross-functional approach
to supply chain management to ensure best
practice while complying with international
human rights and labour standards and
ensuring the economic participation of
local stakeholders.

Tax strategy and tax
management policy
Our tax strategy, which is aligned with
AngloGold Ashanti’s strategy and objectives,
is to manage all our global tax obligations in
a transparent, responsible and sustainable
manner, within the governance framework
established by our Tax Management Policy,
respecting the differing interests of all
our stakeholders.
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Our tax policy governs the management of tax
throughout AngloGold Ashanti and confirms
the defined parameters within which the
board-approved tax strategy is applied. This
governance framework utilises a combination
of suitably skilled resources, internal processes,
together with internal and external controls.

We recognise that AngloGold Ashanti must
earn and maintain its social licence to operate
in partnership with government and community
stakeholders, thus contributing towards their
sustainable future in the countries where we
operate. Aligned with our vision, mission and
values, we acknowledge our obligations as
a responsible corporate citizen and that our
operations contribute material tax revenues, in
terms of both taxes borne and taxes collected,
to the economies of the countries in which we
conduct our business.

Our overall objective is to act responsibly
in ensuring efficiency in our tax affairs in
all countries in which AngloGold Ashanti
operates, always in full compliance with the
law, taking into account, however, that such
laws may be subject to regular amendment
and differing interpretations and practices
prevailing from time to time.

AngloGold Ashanti is a member of the
EITI, a global standard to promote open
and accountable management of natural
resources. The group is committed to
reporting amounts paid to governments in
respect of operations in countries that have
implemented the Standard.
The principles governing the group’s tax strategy
and policy have been reviewed and approved by
the board of directors of AngloGold Ashanti who,
together with the Audit and Risk Committee,
monitor adherence to the policy.

USEFUL LINKS
For our detailed Tax Policy see
www.anglogoldashanti.com
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REMUNERATION AND HUMAN RESOURCES COMMITTEE:
Chairman’s letter
Dear Shareholders

denominated in local currencies, the strength
of the Brazilian real, Australian dollar and
South African rand, relative to 2016, were
another headwind with respect to profitability.
These averaged 8%, 3% and 9% stronger
respectively against the US dollar in 2017.

Th e R e m une r a ti o n a nd H um a n
Reso ur c e s C o m m i tte e (R e m c o )
is o f the v i e w tha t A ngl o G o l d
Asha nti ’s l e a de r s hi p te a m
dis ti ngui s he d i ts e l f b y i ts a bi l i ty
to d e l i v e r o n i ts c o m m i tm e nts a nd
m ak e k e y s tr a te g i c a dv a nc e s , a m i d
vola ti l e po l i ti c a l r i s k c o ndi ti o ns i n
some j ur i s di c ti o ns a nd the no w custo m a r y s w i ngs i n c o m m o di ty
and c ur r e nc y m a r k e ts .
Michael Kirkwood
Chairman: Remuneration and Human
Resources Committee

As is customary, the company’s leadership
provided a comprehensive list of priorities at
the beginning of 2017 and again made good
on these commitments in each key area by
year’s end.
The team set a new safety benchmark
of 349 days without a workplace fatality,
including the ultra-deep South African
mines. After year-end, the International
Operations posted 450 days without a fatality,
setting a new record. These are important
achievements that mark progress made
over the years in improving the safety of all
workplaces but they were tainted by the
string of accidents recorded in South Africa
in the second half of the year. The executive
team is fully aligned on the need to improve in
this most important area of work.

This was the fifth consecutive year that the
team either met or beat its guidance to the
market on capital, cost and operating metrics.
This provides the predictability essential for a
public company operating in a cyclical market,
with variable operating conditions.
The gold price provided no tailwind. Bullion was
little changed in 2017, averaging $1,258/oz
compared with $1,249/oz the previous year,
remaining stubbornly about a third lower than
the peak of the cycle in 2011. This becalmed
price has begun to place pressure on margins
across the industry given the re-emergence
of inflationary pressures in recent years. Given
the significant proportion of operating costs
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On the operating front, accelerating inflation
and stronger currencies were checked by the
efficiency initiatives and ongoing focus on cost
control across the company, with the increase
in cash costs held at 6%, within the guidance
range. Production topped the forecast at
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3.755Moz and exploration managed to offset
the majority of depletion, maintaining the Ore
Reserve at 49.5Moz, compared to 50.1Moz
the previous year.
The year in review was an important one for the
long-term health of the business, given higher
capital expenditure on a series of brownfields
projects designed to extend life and increase
margin at key assets. Each of these self-funded,
high-return projects remain on schedule and on
budget. This strong operating performance was
achieved alongside continued probity in respect
of corporate costs, with the total overhead
expense for the year contained at $64m or less
than $17/oz, versus $61m the previous year.
This remains among the most competitive in the
global peer group.
The cash flow generation capability of the
business remains strong, with earnings before
interest, tax, depreciation and amortisation of
$1.48bn (2016: $1.55bn). Modest free cash flow
of just $1m for the 2017 year was nonetheless
better than expected, given that it was achieved
despite the static gold price, elevated capital
reinvestment, ongoing lock-up of value-added
tax remittances in some African jurisdictions
and the funding required to conduct extensive
restructuring of the South African business to exit
loss-making mines. The sale of Kopanang and
Moab Khotsong and putting into orderly closure
of TauTona were difficult decisions, given that
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Chairman’s letter
they affected thousands of people in different
ways but it was essential to stem unsustainable
losses and cash outflows. These processes
were handled with due sensitivity by AngloGold
Ashanti’s operating and human resource teams,
in line with the company’s values.
Importantly, the leadership team was able to
again execute on the company’s overarching
objective, which is to build a values-driven
gold-mining business with a flexible balance
sheet and improving portfolio of assets that
allows it to thrive in a wide range of market
and operating conditions. The drive to create
real, long-term value in a capital-intensive
sector is rarely a glamorous business but the
commitment of the team to doing just that
is noteworthy.
Aside from the important operational work,
this remuneration report is rich in information
regarding the continuing efforts to transform
and modernise AngloGold Ashanti’s approach
to human resources management and
employee development. In particular, the
initiatives in respect of improving gender
diversity, talent management and the
advancement of local skills in operating
jurisdictions are critically important to ensuring
the company is at all times reflective of the
demography of host countries, but also
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Governance was published on 1 November
2016. It is the view of the Remco that
AngloGold Ashanti’s remuneration policy
provides a solid foundation to adopt the
recommendations of King IV. The principles
of King IV are echoed strongly in AngloGold
Ashanti’s philosophy of stakeholder
inclusivity, good corporate citizenship and
safeguarding the value created by the
company’s activities

staffed with the best talent on offer. Continued
progress in this regard is critical to AngloGold
Ashanti’s success and longevity.
Aside from ensuring alignment of the
company’s remuneration and human resource
practices with the strategic direction of
the company, including King IV regulatory
recommendations, the committee was
involved in the following:
•	The Remco actively canvassed shareholders
for input into AngloGold Ashanti’s
remuneration reporting and policy. The
continued engagement with the owners
of the company is invaluable in ensuring
alignment on the manner in which reward,
strategy and operating outcomes are linked.
The company’s 2016 remuneration policy
received 97% shareholder approval, an
outcome that is testament to this alignment.
Therefore, no substantial changes have
been made to the 2017 remuneration
policy, though the committee will continue
in its efforts to further transparency and
disclosure in line with King IV

•	Notwithstanding the efforts to adhere to
King IV’s guidelines, the adoption of single
figure reporting will be deferred until after
implementation of the new DSP scheme,
given that it will simplify and further improve
transparency of the incentive scheme,
by effectively consolidating four incentive
schemes into one

I’d like to bid a fond farewell to Professor
Wiseman Nkuhlu who, true to his name, was
a source of invaluable experience and counsel
in our deliberations on remuneration. We
wish him well in a richly deserved retirement,
although from all accounts he has far from
slowed down. I also express a warm welcome
to Ms. Sindiswa Zilwa, whom we were
pleased to name as his replacement. Sindi
is a Chartered Accountant with extensive
experience in the field. I’d also like to thank
PricewaterhouseCoopers, which has provided
guidance and specialist expertise on the
formulation of our remuneration policy.
In closing, I would like to again thank the
members of the committee for their support
and efforts during the past year.

•	Key talent was retained across the various
disciplines and leadership succession was
enhanced by bolstering bench strength
where possible
The Remco will continue to carefully monitor
industry trends, the needs of the business,
the expectations of broader society and the
requirements of shareholders in ensuring that
AngloGold Ashanti employs fit-for-purpose
practices in rewarding employees.

•	As communicated in the 2016 report, the
revised Deferred Share Plan (DSP) will be
implemented in 2018, replacing previous
short and long-term incentive schemes
•	The King IV report on Corporate
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Michael Kirkwood
Chairman: Remuneration and Human
Resources Committee
19 March 2018
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REMUNERATION REPORT
Section two: overview of remuneration policy
A nglo G o ld As han ti’s remun era tion
a ppro a ch a ims to crea te
a s us t aina ble executive
r e munera t io n structure
wit h increas e d align m ent to
s hare holde r views an d interests,
u n derpinned b y stra teg ic
o bje ct ives and valu es.

measures that are outside of management’s
control such as the gold price. The new
scheme was implemented in January 2018,
and has replaced all current short- and longterm incentive plans. While the new scheme
is described in detail under the Remuneration
Policy below, it should be noted that the
Implementation Report still refers to previous
short- and long-term incentive plans as they
continue to wind down.

At AngloGold Ashanti, the remuneration
policy aims to align with the company’s
strategic objectives while working to deliver
on both internal and external stakeholder
interests, in a manner that recognises
uncontrollable market dynamics. This is
accomplished by means of a governance
and application framework that primarily
aims to attract, retain and motivate a
skilled workforce through fair, responsible,
transparent and competitive remuneration.

As required by King IV, AngloGold Ashanti’s
remuneration policy and implementation report
as detailed in this Remuneration Report will
be tabled for separate non-binding advisory
votes by shareholders at the upcoming annual
general meeting (AGM). In the event that either
the remuneration policy or the implementation
report, or both, are voted against by 25%
or more of the voting rights entitled to be
exercised by shareholders at the AGM, the
committee will ensure that the following
measures are taken in good faith and with best
reasonable efforts:

Following extensive engagement with
shareholders in 2016, a redesign of the
incentive structures was finalised and the new
Deferred Share Plan (DSP) was endorsed at
the May 2017 annual general meeting. The
focus of the redesign was on simplification,
transparency, increased alignment to
shareholder interests, while remaining
compliant with regulatory requirements. The
scheme has placed greater focus on cash
generation and capital efficiency while reducing
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Key principles of our remuneration policy
In order to continue to support AngloGold Ashanti’s remuneration approach, our
remuneration policy is based on the following key principles:

Ensure that the
remuneration of
executive management
is fair and responsible
in the context of overall
employee remuneration
in the organisation

Apply the appropriate
global remuneration
benchmarks

Remunerate to
motivate and reward
the right behavior
and performance
of employees and
executives

Promote an ethical
culture and responsible
corporate citizenship

Provide competitive
rewards to attract,
motivate and retain highly
skilled executives and
staff vital to the success
of the organization

Ensure that performance
metrics are challenging,
sustainable and cover all
aspects of the business
including both critical
financial and nonfinancial drivers

Ensure that our
remuneration structure
is aligned to our values
and that the correct
governance frameworks
are applied across our
remuneration decisions
and practices

The use of performance
measures that support
positive outcomes across
the economic, social and
environmental context in
which we operate.

Alignment with
strategic objectives and
shareholder interests

•	An engagement process with shareholders
to ascertain the reasons for the dissenting
votes, and
•	Appropriately addressing legitimate and
reasonable objections and concerns
raised which may include amending
the remuneration policy or clarifying or
adjusting remuneration governance and/
or processes.
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Remuneration design

Shareholder feedback

AngloGold Ashanti’s response

When determining appropriate remuneration,
the Remuneration and Human Resources
Committee (Remco) considers:

Shareholders requested a longer vesting period
for long-term incentives.

AngloGold Ashanti increased the deferral period of the new DSP to five years for Executive
Committee members, promoting long-term sustainability, with significant post-employment
exposure for good leavers.

•	The potential maximum total remuneration
that each member of the executive
management team could earn related to
their performance

Shareholders expressed a preference for
a simplified incentive scheme, with greater
transparency.

A single, simplified incentive scheme driven by both short- and long-term measures of
performance was introduced in 2018. Greater transparency is created through disclosure of the
scorecard parameters in all media.

• External influences, primarily being:
•	shareholder views and recommendations
associated with executive remuneration
•	economic trends
•	competitive pressure
•	the labour market and the pay-gap
between the executive management team
and the rest of the employee population in
the company
•	Market benchmarks, choosing appropriate
benchmarks in a market with similar
attributes, including complexity, size and
geographic spread
Remuneration practices are designed to be
fair, transparent and compliant with legislative
requirements within all jurisdictions in which
the company operates. In 2016, AngloGold
Ashanti received extensive feedback from
shareholders on its remuneration policy.
This feedback and our responses are
outlined alongside:
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Shareholders asked for more focus on
Performance metrics which govern the DSP have been selected to address controllable
performance-related measures to be used to
performance with a balance that mitigates the windfall impact of non-controllable external factors
assess and drive the business, thus reducing the such as the gold price.
impact of gold price volatility and other measures
which are beyond management influence.
Shareholders expressed support for malus and
clawback policies.

Fair and responsible pay

Malus and clawback conditions have been included in the new DSP.

As an organisation, we have begun the process
of developing a framework that describes how
we define fair and responsible pay for all our
employees. As a starting point, it is imperative
that all our employees receive a minimum level
of remuneration that enables participation in
the economy. To this point, we can confirm that
all employees are paid at least 25% above the
respective regional minimum wage, and in most
instances much higher than this. Furthermore,
benchmarking exercises are conducted on
an annual basis in each region to ensure that
all our employees are paid a market-related
salary for the role which they occupy, with due
consideration to levels of performance.

Senior management remuneration continues
to be a sensitive topic. Scarce skills and
talent retention remain a challenge, and
this is compounded by the need to remain
globally competitive in countries where labour
rates are generally cheaper. Balancing these
two elements has become challenging,
particularly given the global requirement
for fuller disclosure of senior management
earnings, and the remuneration committee’s
responsibility to ensure that executive earnings
are not out of line with their peers and closely
related to performance.
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AngloGold Ashanti tracks the Gini co-efficient
from a South African perspective to ensure that
the income dispersion between high and low
income earners is not outside market norms. The
analysis is done by PricewaterhouseCoopers
(PwC) as an independent third party and,
based on January 2017 analysis, PwC
concluded that AngloGold Ashanti had
a slightly more beneficial level of income
dispersion than that of South African
companies in general, as well as a better Gini
co-efficient when compared with the South
African mining industry. The co-efficient has
furthermore improved on a year-on-year basis
from the results of 2016.

Overview

Business context

Strategy

REMUNERATION REPORT

Performance review

Accountability

CONTINUED

Shareholder information

Proportions of colleagues at Stratum III and
higher who were awarded a bonus in 2017

Section two: overview of remuneration policy

(Women)

Gender equality
The AngloGold Ashanti board of directors
is comprised of 36% female representation,
which is a 9% increase from 2016. The
executive management team has a 33%
female representation.
AngloGold Ashanti is committed to gender
equality, and our policy is to pay men and
women equally for equivalent roles.
The graphs below illustrate the gender
distribution for employees on stratum level III
and higher across four equally-sized quartiles.
All individuals at this level are ranked from
lowest to highest paid. This list is then divided
into four sections (quartiles), with an equal
number of employees in each section. The

It is evident from the graphs that the overall
number of females represented in the
organisation, at a stratum III and above level
is low. This can generally be attributed to the
mining sector being largely male dominated.
We are actively addressing this in our Human
Resources practices and have included metrics
in our incentive scheme which are designed to
improve our gender ratio.

Lower quartile

Quartile two

69

%

31

• Women
• Men

2.18%
pay gap

%
85

18

%

82

The pie charts alongside indicate a 6%
difference between the number of men
and women who received a bonus for their
performance in 2017.

In addition to our efforts to pay equal
remuneration for men and women who
perform equivalent roles, we, as an
organisation, subscribe to various bodies
and interest groups that focus on gender
diversity. This has allowed us the opportunity
to network and acquire best practice from
other organisations, particularly in the
mining sector.

• Women
• Men

2.20%
pay gap

Highest quartile

Quartile three
15

The pay gap ratio indicates that in the lower
quartile men earn on average 2.18% higher
than females, 2.2% higher in quartile two, and
1.67% higher in quartile three. It is important
to note that while there is a higher number
of men in the highest quartile population,
the average pay received by males in this
population is 14.87% lower than their female
counterparts. We are on a journey towards
full equality. Current anomalies will be
managed over time.

quartiles (from lowest to highest) are called
the lower quartile, quartile two, quartile three,
and highest quartile. A pay gap percentage
is calculated for each quartile. The pay
gap percentage is the difference between
the average earnings of men and women,
expressed relative to men’s earnings.

• Women
• Men

1.67%
pay gap
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9

%
91

Some of these external initiatives include:

• Women
• Men

•	30% Club Boardwalk. This initiative
nurtures the development of aspiring
female leaders who are currently in
senior management positions. To

-14.87%

pay gap
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14

%

• Received a bonus
• Did not receive a bonus

86

Proportions of colleagues at Stratum III and
higher who were awarded a bonus in 2017
(Men)
20

%

• Received a bonus
• Did not receive a bonus
80

date, 25 female employees across
management levels have participated in
this development initiative
•	Women in Mining (WIM) – AngloGold
Ashanti has joined the South African
and Australian chapters of WIM. This
organisation provides, among others,
development initiatives that include
mentorship and coaching circles for
women in mining
•	The South Africa region’s key focus
areas on women development include
enterprise development, bursary allocation
and support of women-owned businesses
in surrounding communities
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Section two: overview of remuneration policy
2018 Remuneration policy and structure
The table below sets out the remuneration policy that applies to the executive management team for 2018, which was endorsed by shareholders at the 2017 annual general meeting. The table details
each component’s link to the company strategy, objectives, performance measurements and the maximum opportunity associated with each component.
Remuneration element and link to strategy

Operation and objective

Maximum opportunity

Performance measures

Executive base salary increases and
increases for all non-bargaining unit
employees are closely aligned, where
practical. This is informed by inflation,
which can be matched directly or above/
below consumer price index (CPI)

Individual performance on a scale of 1 to 5,
measured against specific key performance
indicators (KPIs), are reviewed by the Remco.
A CPI increase pool is approved annually by
Remco. In high-inflation countries, individual
increases may be differentiated according to
each individual’s performance rating. In-low
inflation countries, a flat CPI is generally applied
to all executives and employees.

24.75% of CEO’s base salary and lower
contributions for others, depending on
their scheme

Not applicable

In line with approved policy

Not applicable

Benefits are provided based on local market trends and
In line with approved policy
can include items such as life assurance, disability and
accidental death insurance, assistance with tax filing, cash
in lieu of untaken leave (above legislated minimum leave
requirements) and occasional spousal travel as per the
executive travel guidelines

Not applicable

Base salary
A competitive salary provided to executives •	Base salaries are reviewed annually and are effective
from 1 January each year
to ensure that their experience, contribution
and appropriate market comparisons are
•	Executive base salaries are determined by considering
fairly reflected
their performance; market comparison against companies
with a similar geographic spread; market complexity, size
and industry; and internal peer comparisons
•	The CEO makes recommendations on the Excom but
does not make recommendations on his own base
salary. This is reviewed by the Remco and approved by
the board
Pension
Provides a post retirement benefit aligned
•	Funds vary depending on jurisdiction and legislation
to the schemes in the respective country in •	Defined benefit funds are not available for new
which the team member operates
employees, in line with company policy
Medical insurance
Provides medical aid assistance aligned to
the schemes in the respective country in
which the team member operates

•	Provided to all executives through either a percentage
of fee contribution, reimbursement or company
provided healthcare providers

Benefits
Provided to ensure broad competitiveness
in the respective markets
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Section two: overview of remuneration policy
Remuneration element and link to strategy

Operation and objective

Maximum opportunity

Performance measures

Deferred Share Plan (DSP) – endorsed by shareholders at the 2017 Annual General Meeting, and implemented with effect from 1 January 2018
CEO: Maximum award – 450% of base
With effect from 1 January 2018, the
Permanent employees who do not participate in a
company will be using a single incentive for production bonus are eligible to participate in the DSP, but salary (150% is cash bonus; 300%
delivered as deferred shares over a period
short-term and long-term performance
participation is at the discretion of Remco.
of five years), subject to company and
The DSP is designed to encourage group
A portion of the award is paid in cash as a bonus, and the individual modifiers.
executives to meet the strategic short-,
balance is delivered as either deferred cash (for Stratum
medium- and long- term objectives that will levels III and below) or deferred shares (for Stratum IV and On target award – 300% of base salary
enable value delivery to shareholders, by
above), vesting equally over a period of two to five years. (100% is cash bonus; 200% delivered as
deferred shares over a period of five years,
achieving defined company objectives
The total incentive is determined based on a combination subject to company and individual modifiers).
A single set of performance objectives are of company and individual performance measures, defined
Threshold award – 150% of base salary
used and reviewed and selected annually, annually and weightings are applied to each measure.
(50% is cash bonus; 100% delivered as
based on their impact on the company
The metrics are defined against the objectives that most
deferred shares over a period of five years),
strongly drive company performance and are weighted to
subject to company and individual modifiers.
financial outcomes, production, cost and sustainability.
Below threshold achievement results in
Each metric is weighted and has a threshold, target and
no payment.
stretch definition based on the company budget and the
CFO: Maximum award – 382.5% of base
desired stretch targets for the year
salary (120% is Cash bonus; 262.5%
At the end of each financial year, company and CEO’s
delivered as deferred shares over a period
performances are assessed by Remco and the board
of five years), subject to company and
against the defined metrics to determine the quantum of
individual modifiers.
the cash portion and the quantum of the deferred
On-target award – 255% of base salary
portion namely:
(80% is cash bonus; 175% delivered as
deferred shares over a period of five years),
subject to company and individual modifiers.
Threshold award – 127.5% of base salary
(40% is cash bonus; 87.5% delivered as
deferred shares over a period of five years),
subject to company and individual modifiers.
Below threshold achievement results in
no payment.

I N T E G R AT E D R E P O RT 2017

174

One set of performance metrics is used to
determine the cash portion and deferred
portion. Future vesting of the deferred portion is
subject to continued employment.
Performance measures are weighted between
company and individual KPIs:
CEO: Performance measures – 70% weighting
towards company objectives
30% weighting towards individual KPIs (as
reviewed by the board)
CFO and Exco: Performance measures –
60% weighting towards company objectives
40% weighting towards individual KPIs
(as reviewed by the CEO, Remco and the board)
Company and individual performance measures
are assessed over the financial year, with the
exception of certain company measures that
are measured over a trailing three-year basis, as
indicated below.
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Remuneration element and link to strategy

Operation and objective

Maximum opportunity

Performance measures

Continued

Cash portion:

EXCO: Maximum award – 352.5% of
base salary (105% is cash bonus; 247.5%
delivered as deferred shares over a period
of five years), subject to company and
individual modifiers.

Company metrics, each with their own
weighting, are:
• Relative total shareholder return (TSR)*
• Absolute TSR*
• All-in sustaining costs
• Normalised cash return on equity*
• Production
• Ore Reserve pre-depletion*
• Mineral Resource additions pre-depletion*
• Safety, Health, Environment and Community*
• People

Base pay x individual performance weighting x on target
cash percentage x individual performance modifier (KPI:
1 – 5 rating)
+
Base pay x company performance weighting x on-target
cash percentage x company performance modifier

Deferred cash/shares:
Employees up to Stratum III will receive a deferred cash
element while employees on Stratum IV and above will
receive deferred shares, calculated as follows:
Base pay x individual performance weighting x on target
deferred percentage x individual performance modifier
(KPIs: 1 – 5 rating)
+
Base pay x company performance weighting x on-target
deferred percentage x company performance modifier

On-target award – 235% of base salary
(70% is cash bonus; 165% delivered
as deferred shares over a period of five
years), subject to company and individual
modifiers.
Threshold award – 117.5% of base salary
(35% is cash bonus; 82.5% delivered
as deferred shares over a period of five
years), subject to company and individual
modifiers.
Below threshold achievement results in
no payment.

The deferred shares are awarded as conditional rights to
shares with dividend equivalents.
Vesting of the deferred portion occurs over a period of
time either a two-, three-, or five-year period, depending
on the level of the participant.

*	These measures are on a trailing three-year
backward looking basis or on a combination
of annual and three-year measures

Remco reserves the right to apply a safety
multiplier to the total score which can detract
from the final score.
Relative TSR is measured against a carefully
selected peer group of 10 comparators
recommended by Remco and approved by the
Board. The comparator group is retained for
measurement for the full three-year review period.
Full details of the DSP metrics are provided in
the remuneration policy.

Malus and clawback
The Remco may determine that an unvested award or part of an award may not vest, or may determine that any cash bonus, vested shares, or their equivalent value in cash be returned to the
company in the event that any of the following matters is discovered:
• A material misstatement of the company results which may have caused the over allocation of cash bonus, deferred cash and deferred share allocations
• Misconduct, this will include the lapse of all deferred cash and deferred shares, both vested and unvested, in line with the rules of the DSP
• Where there is an error in the calculation of any performance condition used in the calculation of the performance conditions which may have resulted in an overpayment
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Remuneration scenarios of the DSP at different performance levels
The graphs below depict the pay mix of the executive team in line with the 2018
remuneration policy set out in Part 2. The graphs represent outcomes of the DSP
detailed above (which replaced the Bonus Share Plan (BSP) and the Long Term
Incentive Plan (LTIP), effective 1 January 2018, as advised in the 2016 Remuneration
report, at below threshold performance (which will result in zero variable pay); threshold;
target; and maximum performance.

Chief executive officer

Base salary

Benefits

DSP cash

DSP deferral

(Rm)
13

5

13

5

13

5

13

5

Below threshold

5

10

Threshold

11

21

Target

The graphs are modelled on a business performance score of 60% (company modifier),
which reflects historical performance.

35

17

Maximum

Chief financial officer

Base salary

Benefits

DSP cash

DSP deferral

(Rm)

Executive committee

Base salary

Benefits

DSP cash

DSP deferral

(Rm)
8

1

Below threshold

7

1

7

1 2

7

1

7

1

Below threshold

8

1 3

6

Threshold

5

Threshold

8

1

6

13

Target

4

11

Target

8

1

10

21

Maximum

7

18

Maximum

Prior period short- and long-term incentives
With effect from January 2018, AngloGold Ashanti has implemented the DSP, which replaced all previous short- and long-term incentive plans. However, for purposes of the implementation report,
which reflects the incentives payable for 2017, the following section describes the short- and long-term incentives applicable for 2017.
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Operation and objective

Maximum opportunity

Performance measures

CEO:
Maximum award – 200% of base salary
(cash 80% + deferred equity/cash award 120%)
Target award – 100%
(cash 40% + deferred equity/ cash award 60%)
Threshold award – 50%
(cash 20% + deferred equity/ cash award 30%)
Below threshold achievement results in a 0% payment

CEO:
Performance measures:
70% company objectives
30% individual KPIs (as reviewed by the board)
Both company and individual performance are
assessed over the financial year

Short-Term Incentive (Bonus Share Plan – BSP)
STIP metrics are defined annually and weightings are applied to each
measure. The metrics are defined against the objectives that most strongly
drive company performance and are heavily weighted to production, cost
and safety.
Each metric is weighted and has a threshold, target and stretch definition
based on the company budget and the desired stretch targets for the year.
The STIP is delivered as a cash element and a deferred equity element which
is fully realised after 24 months.
At the end of each financial year, the company’s and CEO’s performances are
assessed by Remco and the board against the defined metrics to determine
the award to be granted.
Stratum III employees and above who are not on production bonuses, qualify
for participation.

CFO:
Maximum award – 175%
(cash 70% + deferred equity/cash award 105%)
Target award – 87.5%
(cash 35% + deferred equity/cash award 52.5%)
Threshold award – 43.75%
(cash 17.5% + deferred equity/cash award 26.25%)
Below threshold achievement results in a 0% payment

EXCO:
The deferral is intended to be delivered in equity, but Remco retains the
Maximum award – 150%
discretion to deliver in cash should there be a requirement, for example, where
(cash 60% + deferred equity/ cash award 90%)
the shares available for issue are below the required amount to satisfy employee
Target award – 75%
allocation needs.
(cash 30% + deferred equity/cash award 45%)
Threshold award – 37.5%
Participation in the STIP is at the discretion of the Remco.
(cash 15% + deferred equity/cash award 22.5%)
Below threshold achievement results in a 0% payment.

CFO and EXCO:
Performance measures:
60% company objectives
40% individual KPIs (as reviewed by the CEO, Remco and
the board)
Both company and individual performances are
assessed over the financial year.
The company metrics measured are:
• Production
• All-in sustaining costs
• Adjusted free cash flow
• Safety, health and environment
• Ore Reserve pre-depletion
• Project delivery/capital expenditure

Co-Investment Plan
The CIP is offered annually to create shareholding opportunity for executives
150% of the equity originally invested over a deferred
to meet their minimum shareholding requirements (introduced in 2013). These 24-month period.
were implemented to achieve alignment of shareholder and executive interests
The executive invests up to 50% of their net cash bonus in company shares,
after 12- and 24-month periods, the company offers an equity match of shares
purchased on market, provided the executive remains in employment and
retains the original investment
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Operation and objective

Maximum opportunity

Performance measures

Long-Term Incentive Plan
The LTIP metrics are reviewed and defined annually in accordance with the
CEO:
strategy. (It is important to note that any amendment would be applied on a go- Range of award – 160% – 250% of base salary
forward basis to newly allocated awards with no retrospective metric changes to
CFO:
existing awards.)
Range of award – 140% – 200% of base salary
Weightings are provided to the metrics which must be achieved over a threeyear period.

EXCO:
Range of award – 140% – 200% of base salary

The TSR is measured against a carefully selected peer group of 10
comparators that was recommended by the Remco and approved by the
board. The comparator group is retained for measurement for the full threeyear review period.

The TSR is calculated by the growth in capital from
purchasing a share in the company, assuming that
the dividends are reinvested each time they are paid.
The TSR is then used to rank the performance of the
company against its competitors (Barrick, Gold Fields,
Harmony, Kinross, Goldcorp, Newmont, Gold ETF
(World Gold Council SPDR classification), Randgold,
Newcrest and Sibanye-Stillwater).
The remaining 50% performance measurement are:
•	Operational performance (measured through, all in
cost, project delivery and asset optimisation)

The score against all relevant measures contributes towards the percentage of
total awards that will vest at the end of the three-year period.

•	Future optionality (measured by technology
innovation and Mineral Resource and Ore Reserve)

Only senior management from Stratum IV and above are eligible to participate
in the LTIP.

•	Development and attraction and retention of
people (measured by the succession (strategic) cover
ratio and talent retention)
•	A safety multiplier applied to the total score which
can either enhance or detract from the final score by
20%. The safety multiplier cannot however increase
the maximum pay-out above the defined caps

A share under the LTIP is a fully paid ordinary share in the capital of the company,
subject to performance vesting restrictions. The dilution may not exceed 5% of the
company’s ordinary share capital.
Participation in the LTIP is at the discretion of the Remco.
Dividends
At vesting equivalent cash payments subject to applicable PAYE are provided
to all participants of the STIP and LTIP.
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In line with AngloGold Ashanti dividend payments.
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Paid post vesting.
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Alignment of strategy, pay and performance in the DSP scheme
DSP metrics:

DSP metrics:

• Production
• All-in sustaining costs
•	Normalised cash return on equity
•	
Relative and absolute total shareholder return
• Asset optimisation
• Safety

• Mineral Resource additions pre-depletion
• Ore Reserve pre-depletion
• Production
• All-in sustaining costs
•	Relative and absolute total
shareholder return
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Optimise our cost base: Ensure that all
•	
spend is optimally structured and necessary
to fulfill the core business objectives

DSP metrics:
•	Ore Reserve pre-depletion
• Mineral Resource additions pre-depletion
•	
Relative and absolute total
shareholder return
• All-in sustaining costs

Focus on people, safety and sustainability

DSP metrics:
• People
• Safety
•	Environment, health and community
•	
Relative and absolute total shareholder return
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Maintain a strong foundation: People
•	
are the foundation of our business. Our
business must operate according to our
values if it is to remain sustainable in the
long term. This includes a drive to improve
safety performance, reduce fatalities, and
retain key skills
• Improving financial flexibility: Ensuring
that our balance sheet remains able to meet
our funding needs
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• Production
• All-in sustaining costs
•	
Relative and absolute total
shareholder return
• Asset optimisation
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In line with AngloGold Ashanti’s strategic
objectives, the DSP metrics were designed to
deliver on these key focus areas.
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• Improve portfolio quality: A focus on a
portfolio of assets that must be actively
managed to improve the overall mix of
our production base as we strive for a
competitive valuation as a business
Maintain long-term optionality, albeit at
•	
a reasonable cost: Creating a competitive
pipeline of long-term opportunities
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Recruitment policy
When recruiting executives, a comparative
benchmarking exercise will be undertaken to
determine the size, nature and complexity of
the role and also skills availability in the market
prior to making a competitive offer. For new
appointments, the Remco may compensate
for remuneration forfeited from the previous
employer. The intention is to not grant more
than the executive would have received in
a 12-month period. However, Remco does
have the discretion to compensate higher
values if, through a fair value valuation, it can
be demonstrated that the amount forfeited
exceeds that granted. Remco will compensate
the amount forfeited through variable pay which
can be a combination of equity and cash.

Termination policy
Members of the executive management
team have open-ended contracts (except
where prescribed retirement ages apply) with
termination periods defined in their contracts.
In addition, incentive scheme rules clearly
specify termination provisions by termination
category. In the event of a termination, the
company has the discretion to allow the
executive to either work out their notice or
to pay the guaranteed pay for the stipulated
notice period in lieu of notice.
Guaranteed pay includes base salary and
other benefits as detailed in the table, but
excludes variable pay.
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Reasons for termination
Voluntary resignation

Dismissal/ termination for cause

Normal and early retirement,
retrenchment and death

Mutual separation

Base
salary

Paid over the notice period or as Base pay will be paid until
a lump sum
employment ceases

Base pay is paid for a defined
period based on cause and
local policy as executives have
different employment entities

Paid over the notice period or as
a lump sum

Pension

Pension contributions for the
notice period will be paid; the
lump sum would not include
pension contributions unless
contractually agreed

Pension will be paid until such
time that employment ceases

Pension contributions for the
notice period will be paid; the
lump sum would not include
pension contributions unless
contractually agreed

Medical Where applicable medical
Medical provision/payment will
provisions provision for the notice period
be provided until employment
will be paid; the lump sum would ceases
not include contributions unless
it is contractually agreed.

Medical provision/payment will
be provided until such time that
employment ceases

Where applicable, medical
provision for the notice period
will be paid; the lump sum would
not include contributions unless
contractually agreed.

Benefits

Benefits will fall away at such
time that employment ceases

Applicable benefits may continue
to be provided during the notice
period but will not be paid on a
lump sum basis

Pension will be paid until
employment ceases

Applicable benefits may continue Benefits will fall away when
to be provided during the notice employment ceases
period but will not be paid on a
lump sum basis

DSP cash Forfeit, no bonus
bonus

No bonus

Discretion to pro-rate for period
worked

Discretion to pro-rate for period
worked

Deferred
cash
awards

Unvested awards lapse

Unvested awards lapse

The vesting date will be
accelerated, and the participant
shall be entitled to receive a
proportion of the unvested
deferred cash

The vesting date will be
accelerated, and the participant
shall be entitled to receive a
proportion of the unvested
deferred cash

Deferred
share
awards

Unvested awards lapse

Unvested awards lapse

Participant may continue to
hold shares post termination of
employment. Vested shares may
be exercised within six months
following termination date

Participant may continue to
hold shares post termination of
employment. Vested shares may
be exercised within six months
following termination date
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Section two: overview of remuneration policy
Service contracts

Minimum shareholding requirements

All members of the executive management
team have permanent employment contracts
which entitle them to standard group benefits
as defined by their specific region and
participation in the company’s DSP.

Remco is of the opinion that share ownership by executive management demonstrates their
commitment to the success of the company, and serves to reinforce the alignment between
executive and shareholder interests. With effect from March 2013, a minimum shareholding
requirement (MSR) was introduced for the executive team.
All executive management are required to have a minimum shareholding in the company as
per the table below:
Within three years
of appointment/from
introduction of the MSR

Within six years of
appointment/from
introduction of the MSR

CEO

100% of net annual
base salary

200% of net
annual base salary

Indefinite

Executive
management

75% of net annual
base salary

150% of net
base salary

Indefinite

South African executives are paid a portion of
their remuneration offshore which is detailed
under a separate contract. This reflects global
roles and responsibilities and considers
offshore business requirements. All such
earnings are subject to tax in South Africa.

Holding period required

Change in control
and notice periods
Executive management team contracts are
reviewed annually and currently continue
to include a change in control provision.
The change in control is subject to the
following triggers:

The following count towards an individual’s MSR:
•	JSE shares purchased on the market, either directly or indirectly, for personal reasons
•	Vested shares from the company’s previous share incentive schemes (BSP and LTIP and
any other historic schemes), as well as vested shares from the company’s current
Deferred Share Plan

•	The acquisition of all or part of AngloGold
Ashanti; or
•	A number of shareholders holding less than
35% of the company’s issued share capital
consorting to gain a majority of the board
and make management decisions; or
•	Executive management contracts are either
terminated or their role and employment
conditions are curtailed.

I N T E G R AT E D R E P O RT 2017

181

In the event of a change in control becoming
effective, the executive will in certain
circumstances be subject to both the notice
period and the change in control contract
terms. The vesting date of a portion of
unvested DSP awards will be accelerated
to the date of the event. The balance of the
shares will vest on the original vesting dates.

Remuneration consultants
Where appropriate, Remco obtains advice
from independent remuneration consultants.
The consultants are employed directly by
Remco and engage directly with them to
ensure independence.
Following a review of potential advisors,
Remco appointed PricewaterhouseCoopers
(PwC) to provide specialist, independent
remuneration advice on all forms of executive
and non-executive pay. It is the committee’s
practice to undertake a detailed review of
potential advisors every three years. PwC’s
appointment was most recently extended
by the Committee for a further three years
following a review of the quality of advice
received, and a review of advisors in the
external market.

Overview

Business context

REMUNERATION REPORT

Strategy

Performance review

Accountability

Shareholder information

CONTINUED

Section two: overview of remuneration policy
Key focus areas for 2017 with which PwC
assisted were:
•	Gini co-efficient, wage differential
calculations and associated benchmarking
•	Market trends, updates and best
practice guidelines
• Committee training where required
In line with best common practice, Remco,
which is comprised solely of independent
non-executive directors, engages independent
consultants in relation to remuneration related
matters. The current advisor is PwC whose
appointment, terms of reference and fees
payable are determined solely by the Remco.
PwC is invited to attend all the meetings of
the committee and have regular access to the
chairman and members of the committee.
PwC informs and assists the committee’s
deliberations by drawing on their global reach
and perspective on compensation matters and
trends. They brief the remuneration committee
on regulatory developments in South Africa and
major international markets. They comment on
technical matters, and generally opine on the
committee’s work. Each year, the committee
evaluates the performance of PwC as the
independent advisor and sets their fees to
reflect time commitment, value added and
market norms. For the year ended on
31 December 2017, the fees payable to PwC
amounted to ~R315,000 (2016: R ~260,000).
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Non-binding advisory vote on our Remuneration Policy

This excludes a once-off fee of ~R800,000 for
incentive scheme development.

In terms of the JSE Listings Requirements, shareholders will be required to cast a non-binding
advisory vote on the remuneration policy as presented in this report.

Additionally, the committee avails itself of the
services and output of Mercer, who provide
global survey data and analysis. Mercer’s charges
amounted to ~ R460,620 (2016: R ~ 440,000).

Voting results on our remuneration policy at the 2017, 2016 and 2015 annual general meetings
was as follows:
Vote for

Non-executive directors’
remuneration policy

Votes against Votes withheld

Remuneration policy

The company’s non-executive directors
are paid based on their role and there is no
differentiation by nationality. The policy is
applied using the following principles:

16 May 2017

98.23

1.77

0.60

4 May 2016

87.17

12.83

0.30

6 May 2015

84.98

15.02

7.15

•	A board fee is paid for the six annual
board meetings and board committee
members receive annual committee fees for
participation
•	Fees are reviewed annually and increases
implemented in July. They are set using a
global comparator group which is derived
from companies with similar size, complexity
and geographic spread
•	Non-executive directors receive a travel
allowance for travel outside of their home
country for site visits and board meetings
•	Non-executive directors are not eligible to
receive any short- or long-term incentives
For the fourth successive year, no increase to
non-executive director fees will be requested in
the 2018 annual general meeting.
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Section three: Remuneration Implementation Report – January to December 2017
T h is s ect ion of th e
R emune ra t ion Rep ort exp lains
t h e impleme nt a tion of ou r
r e munera t io n policy b y p rovid in g
d et a ils o f t he remun era tion p aid
t o ex e cut iv e s and non -executive
d i re ct o rs f or t h e finan cial year
e nded 31 D e cem ber 2017. Th e
2 0 17 y e a r wa s on e of tran sition
f rom t he old ST I an d LTI to the
n ew D SP, under wh ich reward s will
b e ma de f rom 2018 on wards.
For 2017, two new longer-term performance
metrics were introduced as transitionary
measures (absolute total shareholder return
and normalised cash return on equity). Longterm incentives were cash settled. This was
as a result of the diminishing share pool.

Executive pay

2017 Comparator benchmark group

In 2017, the gold price remained relatively
stable, while the share price displayed
ongoing volatility. Cost control remained a key
imperative and the external market reflected
similar challenges.

Anglo American Platinum Limited

On behalf of AngloGold Ashanti, Mercer
conducts an annual bespoke survey of
executive remuneration. For 2017, Remco
reviewed the comparator group against
AngloGold Ashanti to ensure that changes
in the market had not led to variances that
made the current matches inappropriate.
The review consisted of a detailed analysis
of companies who it was felt were
appropriate for inclusion in the benchmark.
The companies included in the comparator
group were ranked in terms of a number of
criteria selected in areas which were aligned
with AngloGold Ashanti. The table alongside
summarises the final comparator group.

Harmony Gold Mining Company Limited

Barrick Gold Corporation
Goldcorp Incorporated
Gold Fields Limited

Impala Platinum Holdings Limited
Kinross Gold Corporation
Lonmin Plc
Newmont Mining Corporation
Randgold Resources Limited
Sasol Limited
Sibanye-Stillwater
South32 Limited
Yamana Gold Incorporated

In 2017, the annual January increases resulted
in each member of the executive management
team receiving an increase in line with the CPI
in their respective jurisdictions.
In 2017, certain changes were made to the
executive management team. Ron Largent,
the Chief Operating Officer – International
retired effective the end of June 2017,
and Ludwig Eybers was appointed as his
replacement on 22 February 2017, in line
with our succession planning process. The
remuneration impact was as follows:
•	Ron Largent received the standard
payments as per policies currently in place
for retirement at AngloGold Ashanti. He
therefore received the following:
•	Pro-rata BSP shares for all unvested awards
•	Pro-rata LTIP shares for all unvested awards
•	An ex-gratia bonus of $520,000 in lieu of
a performance bonus for the six months
worked in 2017
•	Ludwig Eybers was appointed on a base
salary of R7,400,000
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Section three: Remuneration Implementation Report – January to December 2017
The table below summarises our executive director and prescribed officer remuneration for 2017. It comprises an overview of all the pay elements
available to the executive management team for the 12-month period ended 31 December 2017.

Appointed
with effect
from

Figures in
thousands

Resigned/
retired with
effect from Salary (1)

Performance
Other
related
benefits and
payments
encashed
(STIP) (2) Pension
leave (3)

Exercised Exercised
BSP share LTIP share
SubAward
Award
total
value
value

Total
Total
SA
US
rands dollars (4)

Executive directors
S Venkatakrishnan
KC Ramon

2017

Full year

13,318

8,382

3,296

3,388

28,384

–

–

28,384

2,134

2016

Full year

12,660

7,323

3,133

3,785

26,901

–

–

26,901

1,832

2017

Full year

8,423

4,607

727

1,627

15,384

–

–

15,384

1,157

2016

Full year

8,007

4,354

800

743

13,904

–

–

13,904

947

–

–

–

–

–

–

–

–

–

1,607

–

161

10,124

11,892

12,704

12,291

36,887

2,513

Prescribed officers
I Boninelli

2017
2016

CE Carter (5)
GJ Ehm

(6)

L Eybers (7)

31 March

2017

Full year

9,408

4,411

1,330

1,717

16,866

5,592

2,646

25,104

1,887

2016

Full year

10,180

4,439

1,523

2,058

18,200

4,342

–

22,542

1,535

2017

Full year

8,778

4,116

306

1,489

14,689

3,043

1,545

19,277

1,449

2016

Full year

9,466

3,740

381

3,781

17,368

4,910

2,570

24,848

1,693

2017

Full year

7,400

3,691

327

2,570

13,988

–

–

13,988

1,051

–

–

–

–

–

–

–

–

–

2016
RW Largent

2017

30 June

2016

Full year

8,189

–

2,887

22,601

33,677

14,154

15,127

62,958

4,733

17,722

7,728

3,314

5,810

34,574

13,107

3,184

50,865

3,465

2017

Full year

6,767

3,173

644

1,888

12,472

–

–

12,472

938

2016

Full year

6,432

2,805

643

4,227

14,107

–

–

14,107

961

ME Sanz Perez

2017

Full year

6,737

3,159

795

1,078

11,769

–

–

11,769

885

2016

Full year

6,404

2,985

641

2,389

12,419

9,349

2,315

24,083

1,640

CB Sheppard

2017

Full year

7,154

3,354

681

272

11,461

–

–

11,461

862

2016

Full year

6,604

2,965

674

339

10,582

–

–

10,582

721

2017

Full year

5,786

2,886

703

77

9,452

–

–

9,452

711

4,887

2,398

497

166

7,948

–

–

7,948

541

DC Noko (8)

TR Sibisi (9)

2016

I N T E G R AT E D R E P O RT 2017

18 January

184

	Salaries are disclosed only for the periods from or to
which office was held, and include car allowances
where applicable.
(2)
	Performance-related payments are calculated on the
year’s financial results.
(3)
	Includes health care, pension allowance, cash in
lieu of dividends, vested CIP match awards, group
personal accident, disability and funeral cover.
Surplus leave days accrued are automatically
encashed unless work requirements allow for
carry over.
(4)
	Values have been converted using the average
annual exchange rate for 2017: R13.3014:$1
(2016: R14.6812:$1).
(5)
	Benefits for 2017 and 2016 for C Carter include a
dependant’s scholarship award of $2,500.
(6)
	GJ Ehm’s 2015 increase was delivered as a lump
sum payment (2.5% adjustment) of ZAR196,927 in
January 2016. He received a project bonus in terms
of delivering against the Obuasi Project Charter. The
bonus was based on 60% of pay, of which 40%
was paid in 2015 and the balance in February 2016,
based on meeting of performance requirements.
Other benefits include a secondment allowance for
time spent in Ghana.
(7)
	L Eybers was appointed prescribed officer on
22 February 2017. Full year figures are however
reflected as Mr Eybers was already within AngloGold
Ashanti’s employment.
(8)
	DC Noko received a project bonus for delivering
against the Obuasi Project Charter. The bonus was
based on 60% of pay, of which 40% was paid in
2015 and the balance in February 2016, based
on meeting of performance requirements. Other
benefits include a secondment allowance for time
spent in Ghana.
(9)
	TR Sibisi commenced employment on 18 January
2016 and as such her remuneration for 2016 is for
just over 11 months of the year.
(1)

Note that while we have endeavoured to comply with
King IV reporting requirements throughout this report,
the committee decided to defer adoption of single figure
reporting until next year’s report, after implementation of
the new DSP scheme.
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Minimum shareholding achievements

Short-term incentive
performance outcomes (BSP)

For the purposes of the MSR calculation, only fully owned and vested awards count towards the determination of the MSR.

Three year target
achievement date

Three-year MSR target
achievement percentage

MSR holding as at
31 December 2017 as
% of net base pay

Six-year MSR target
achievement percentage

S Venkatakrishnan

March 2016

100%

1,229%

200%

KC Ramon

March 2018

75%

188%

150%

March 2016

75%

239%

150%

Executive
Executive directors

Prescribed officers
CE Carter
GJ Ehm

March 2016

75%

387%

150%

L Eybers (1)

March 2020

75%

58%

150%

DC Noko

March 2016

75%

519%

150%

ME Sanz Perez

March 2016

75%

405%

150%

C Sheppard (2)

March 2019

75%

35%

150%

TR Sibisi (3)

March 2020

75%

21%

150%

(1)
(2)
(3)

Appointed prescribed officer with effect from 22 February 2017 and the three-year MSR achievement is only due in March 2020.
The prescribed officer joined the company 1 June 2015 and the three-year MSR achievement is only due in March 2019.
The prescribed officer joined the company 18 January 2016 and the three-year MSR achievement is only due in March 2020.

Safety was once again an important
issue for AngloGold Ashanti in 2017. Of
the 22% allocated to safety, health and
environment, 15% of the measure is
directly apportioned to safety. Given the
poor safety outcome in 2017, 0% was
attributed to the safety related measures.
The balance of the measures resulted in
a good outcome with an achievement of
80.24% out of 100%.
The table overleaf summarises AngloGold
Ashanti’s remuneration metrics, their
weightings, and performance against
these metrics applicable to the BSP
during 2017.

The BSP company performance distribution
over the past five years was as follows:

BSP percentage achieved
(%)
46.10
2013

81.10
2014

81.47
2015

71.14
2016

80.24
2017
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BSP company
performance measure 2017

Actual achievement
against measures

Threshold measures

20.00%
19.18%
20%
8.84%

3,755
1,054
219

3,600
1,085
50

4%

4%

3.71

Plus 1.04

Plus 1.66

Plus 2.07

4%

4%

To schedule

AIFR: three-year rolling average (7.42)

5%

0%

7.49

To schedule
≥5% performance
improvement (7.42)

To schedule
≥10% performance
improvement (7.18)

FIFR: three-year rolling average (0.061)

5%

0%

0.058

≥5% performance
improvement (0.055)

≥10% performance
improvement (0.047)

To schedule
≥20% performance
improvement (6.30)
≥20% performance
improvement Zero
fatalities

5%

0%

84%

90% of preventative
actions closed out
on time

One (1) reportable
environmental
incident

Zero (0) reportable
environmental
incidents

Production (000oz)
All-in sustaining costs ($/oz)
Free cash flow ($m)
Project delivery/capital expenditure
2017 Ore Reserve pre-depletion, excluding asset sales
and mergers and acquisitions (Moz)
Delivery of Colombian Ore Reserve

Major hazard management: Preventative
action closure rates for incidents with actual
and potential high, major and extreme
consequences
High, major or extreme environmental
incidents as defined in the Company
Incident Classification and Reporting
Safety,
health and Management Standard
environment Environment: site specific bow-tie
Environmental Risk Assessments
conducted in the risk categories identified
on the Group Environment Risk Scoreboard
Health: Site compliance with the global
safety standards on occupational
environment and health, wellbeing and
fitness for work
Community: Number of human rights
violations
Production loss events as a result of
community unrest
Total % for company performance
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Target weighting

Achievement

20%
20%
20%
10%

Target
measures

Stretch
measures

3,678
3,755
1,068
1,051
105
157
Measured against a detailed project plan

95% of preventative 100% of preventative
actions closed out
actions closed out
on time
on time

1.25%

0%

3

Two (2)
reportable
environmental
incidents

1.25%

1.22%

39 total bow-ties
completed

Two (2) additional
bow-tie analysis
completed

Three (3) additional
bow-tie analysis
completed

Four (4) additional
bow-tie analysis
completed

2.50%

2%

96%

90%
compliance

95%
compliance

100% compliance

1%

0.0%

3 Human rights
violations

1%

1%

100%

80.24%
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≤2 human rights
≤1 human rights
0 human rights
violations
violation
violations
≤0.4% of annual
≤0.25% of annual
≤0.15% of annual
0%
budgeted production budgeted production budgeted production
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2017 cash settled LTIP awards
Final cash settled LTIP (CSLTIP) awards
were allocated in 2017, under the previous
policy. A total number of 2,572,437 awards
were allocated to 123 senior employees. The
average overall number per Stratum level
(as a percentage of base salary) allocated is
as follows:

2017 Comparator benchmark ranking
Stratum level

The 2017, LTIP introduced two new measures, namely absolute total shareholder return and normalised cash return on equity (nCROE). The full
measures are as follows:
2017 LTIP performance measure

Financial
Measures

Average 2017 allocation
(as % of base salary)

IV L

60%

IV H

80%

VL

80%

VI L

197%

VI H

200%

VII L

200%

While we envision the 2017 CSLTIP to be cash
settled, the company maintains the option to
settle in shares bought on market.

Portfolio
optimisation

Future
optionality
Core value:
People
Core value:
Safety

Relative TSR: Three-year relative ranking with the
selected comparator group. The comparators are:
Barrick, Gold Fields, Harmony, Newmont, Kinross,
Goldcorp, Gold ETF (World Gold Council SPDR
classification), Randgold, Newcrest and SibanyeStillwater

Threshold
measures

15%

Median TSR of
comparators

Target measures

Stretch measures

Halfway between
median and
upper quartile

Upper quartile
TSR of
comparators

Absolute total shareholder return

15%

USD COE

USD COE + 2%

USD COE + 6%

Normalised cash return on equity (nCROE)

20%

USD COE

USD COE + 2%

USD COE + 6%

• Project delivery Kibali (2%), Siguiri (4%), Sadiola (4%)
• Asset optimisation as defined by the Management
Action Plan (10%)

20%

• Ore Reserve (pre-depletion, asset sales and disposals)

20%

• Delivery of Colombian Ore Reserve
• Strategic coverage ratio

• Major hazard management

±20%
100%

Note: COE = Cost of equity
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10.71

17.13

21.41

3.17

5.08

6.34

Measured against budget and schedule
10%

• Retention of top talent pool

As per the detailed project delivery matrix
approved by the Remco
As defined by the Management Action Plan

• Mineral Resource

Total

I N T E G R AT E D R E P O RT 2017

Target
weighting

1:0.60

1:0.70

1:0.85

12% turnover pa

8% turnover pa

5% turnover pa

95% critical
control
compliance

97.5% critical
control
compliance

100% critical
control
compliance
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Vesting outcomes of the 2015 LTIP awards
The LTIP distribution reflects ongoing below threshold TSR performance over the three-year period. The table below summarises AngloGold
Ashanti’s 2015 LTIP metrics, their weightings, and performance against these metrics, which will vest in 2018:
2015 LTIP performance measure
Total
Shareholder
return

Three-year relative ranking with the selected
comparator group. The comparators are: Barrick,
Gold Fields, Harmony, Newmont, Kinross, Goldcorp,
Gold ETF (World Gold Council SPDR classification),
Randgold, Newcrest and Sibanye-Stillwater

Target
weighting Achievement

50%

0.0%

Threshold
measures

Target
measures

Stretch
measures

Sliding scale:
50% – 60%

Sliding scale:
60% – 80%

Sliding scale:
80% – 100%

– Asset optimisation as defined by the Management
Action Plan

LTIP percentage achieved
(%)
37.2
2013

As per the detailed project delivery matrix
approved by the Remco

– Project delivery
Portfolio
optimisation

The LTIP performance over the past five
years is illustrated below:

20%

37.4
2014

32.4

12.3%
As defined by the Management Action Plan

2015

26.1
2016

Future
optionality

Core value:
People

– Innovation SA technology
– 2015 Mineral Resource (adjusted)

Measured against budget
20%

Retention of top talent pool measured through key
staff retention (turnover excluding retrenchments,
retirements and deaths)

10%

Percent of basic and leading controls adopted and
fully implemented
Core value:
Safety
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Plus 18Moz

Plus 2.9Moz

Plus 4.6Moz

Plus 6Moz

1:0.50

1:0.60

1:0.75

12% pa

8% pa

5% pa

10.0%

Basic controls:
≥90%
Multiplier
±20%

+20%

100%

41.0%

Percent of front-line supervisors trained and found
competent in both safety leadership and hazard and
risk management
Total

Plus 14Moz

11.9%

– 2015 Ore Reserve (adjusted)
Strategic coverage ratio – measured as a % ratio
of key positions with at least one successor ready
within one year

Plus 9Moz

85% front line
supervisors
trained
and found
competent

188

Basic controls: Basic controls:
100%
100%
Leading
Leading
controls: ≥50% controls: ≥90%
90% front line
supervisors
trained
and found
competent

95% front line
supervisors
trained
and found
competent

41.0
2017
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Chief executive officer – pay elements

Total remuneration outcomes:

(Rm)

Srinivasan Venkatakrishnan:
Chief Executive Officer

13

5

1 July 2000

Start date:

13

5

6
576

13

5

8

Target

12 months

Notice period:
Change of control: (as described in the Remuneration Policy section
“Change of control and notice periods”) on page 181:

12 months

9

35

26

5

3

2

Benefits

BSP cash bonus

BSP shares

LTIP

CIP

Note: For below threshold performance there are no performance rewards

Achievements 2017

80%

Key achievements in the year:
•	Improved safety performance with the
South African region recording its longest
ever fatality-free run of 349 days and
the International Operations recording
467 days without a fatal accident.
Unfortunately the South Africa region
faced a significant setback in the fourth
quarter of 2017, when there were
seven fatalities
•	Production performance was turned
around. Met or exceeded group
production targets for four successive
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17
1,011

Actual

Base salary

Maximum bonus opportunity:
(as % of base pay)

11

Maximum

Final bonus result:
(as % of base pay)

The total actual pay for Mr Venkatakrishnan in 2017 that could result from the remuneration policy as
stated above is shown in relation to target and maximum earning potential. As Mr Venkatakrishnan
did not exercise shares in 2017, his actual pay only shows CIP matching.

62.93%

•	Progressive work on the Obuasi project
was undertaken. The fiscal, development
and security agreements have been
signed and are awaiting ratification by the
Ghanaian parliament
•	Improved production, optimised costs
and rationalised capital expenditure
assisted in maintaining debt and financial
covenant levels stable, notwithstanding
increased investment
•	Colombian projects were rationalised and
the strategy re-set to meet group needs.
The Gramalote prefeasibility study is largely

quarters, despite a poor start in the South
African region for the first quarter 2017.
Final production numbers exceeded the
top end of production guidance and
annual stretch budget
•	Tight capital discipline was maintained with
all capital expenditure being optimised and
reduced without impacting on the integrity
of the business
•	The South Africa region was successfully
restructured and the sales of Moab
Khotsong and Kopanang concluded,
saving a significant number of jobs
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complete and the maiden Ore Reserve has
been declared
•	Further development of brownfields
expansion projects progressed on the
Siguiri hard rock expansion and power
plant project, the Geita power plant, the
underground mine at Tropicana and related
plant enhancements, and at Sunrise Dam
•	Developed internal succession capability in
key roles, improved the succession cover
ratio and retention of key talent
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Section three: Remuneration Implementation Report – January to December 2017
CEO’s performance bonus outcome – 2017
2017 performance year bonus outcome

CEO vesting outcome of the 2015 LTIP awards
Weighting

Outcome

2015 LTIP performance measures
Total shareholder return

50%

0.00%

Production (000oz)

20%

20.00%

Portfolio optimisation

20%

12.30%

All-in sustaining costs ($m)

20%

19.18%

Future optionality

20%

11.90%

Adjusted free cash flow ($m)

20%

20.00%

Core value: People

10%

10.00%

Project delivery/capital expenditure

10%

8.84%

Total

100%

34.20%

±20%

Financial performance targets:

2015 Ore Reserve pre-depletion (Moz)
Safety, health and environment
Total % for company performance

8%

8.00%

Core value: Safety multiplier

4.22%

A – LTIP performance measures

41.04%

100%

80.24%
B – Number of shares allocated in 2015

230,875

x
70.00%

A – Organisational performance weighted outcome

56.17%

6.84%

2015 number of shares allocated based on 200%
of annual basic salary

=

x
C – Share price as at 23 February 2018

Individual performance results:

115.00
=

30.00%
Value of 2018 vesting
x

Maximum performance rating bonus correlation

Outcome

22%

Organisational performance weighting

Actual individual targets and strategic objectives are not
individual performance weighting

Weighting

10,896,377

Note: the above value is an estimate and the actual value can only be determined based on the share price as
at the date when the award is exercised

75.00%
=

B – Maximum bonus opportunity based on
individual performance

22.50%

Total % of maximum bonus pay opportunity (A+B)

78.67%

Maximum bonus opportunity (as % of base pay)

80.00%

Final bonus result (as % of base pay)

62.93%

In 2014, the CEO started a bursary scheme in conjunction with University of Witwatersrand,
South Africa. It is aimed at supporting the education of deserving historically disadvantaged
South African students from our operating areas, with a strong bias in favour of women. Total
contributions by the CEO into the bursary have been R2.25m since the start, which has been
matched equally by the company.

x
=

So far, the bursary has benefitted, in whole or in part, 25 students, of whom 20 have graduated
with a degree. A number of them have completed their Honours and three students have gone
on and successfully passed their Initial Test of Competency (ITC) Board examination, conducted
by the South African Institute of Chartered Accountants. The bursary is currently supporting
four remaining students and the CEO and the company, are working with the University of
Witwatersrand on how best to utilise the surplus currently in the fund to assist those who are
presently registered at the university, and in need of funding.

x
Base pay during the year

13,318,320
=

Annual bonus

I N T E G R AT E D R E P O RT 2017

8,381,805

190

Overview

Business context

REMUNERATION REPORT

Strategy

Performance review

Accountability

Shareholder information

CONTINUED

Section three: Remuneration Implementation Report – January to December 2017
Total remuneration outcomes:
Christine Ramon
Chief Financial Officer
Chief financial officer – pay elements

1 October 2014

Start date:

(Rm)

6 months

Notice period:
Change of control: (as described in the Remuneration Policy section
“Change of control and notice periods”) on page 181:

8

1

8

1 3

8

1

6

6 months

5
576

Target

Achievements 2017
Maximum bonus opportunity:
(as % of base pay)

70%

Final bonus result:
(as % of base pay)

5

18

1,011
13

3

1

1

Actual

54.70%

Base salary

Key achievements in the year:
•	Fully managed AngloGold Ashanti’s liquidity requirements, ensuring all key metrics
remained intact
•	Successfully reviewed group-wide tax exposures and opportunities
•	Maintained stable debt and financial covenant levels, despite increased investment spend
•	Portrayed strong leadership in the successful integration of the Finance and Group Tax
functions into the various operations by being actively involved at an operational level and
with people and the cost drivers
•	Actively participated in the professional financial and accounting policy formulation
industry bodies

I N T E G R AT E D R E P O RT 2017

9

Maximum

Benefits

BSP cash bonus

BSP shares

LTIP

CIP

Note: For below threshold performance there are no performance rewards

Total actual pay for Ms Ramon in 2017 that could result from the remuneration policy as stated
above is shown in relation to target and maximum earning potential. As Ms Ramon did not
exercise shares in 2017 pay only reflects CIP matching.
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Section three: Remuneration Implementation Report – January to December 2017
CFO’s performance bonus outcome – 2017
2017 performance year bonus outcome

CFO vesting outcome of the 2015 LTIP awards
Weighting

Outcome

Production (000oz)

20%

20.00%

All-in sustaining costs ($m)

20%

19.18%

Adjusted free cash flow ($m)

20%

20.00%

Project delivery/capital expenditure

10%

8.84%

8%

8.00%

22%

4.22%

100%

80.24%

2015 LTIP performance measures

Financial performance targets:

2015 Ore Reserve pre-depletion (Moz)
Safety, Health and Environment
Total % for company performance

Weighting

Outcome

Total shareholder return

50%

0.00%

Portfolio optimisation

20%

12.30%

Future optionality

20%

11.90%

Core value: People

10%

10.00%

Total

100%

34.20%

Core value: Safety multiplier

±20%

6.84%

A – LTIP performance measures

41.04%

B – Number of shares allocated in 2015

114,637

x
Organisational performance weighting

60.00%

A – Organisational performance weighted outcome

48.14%

2015 number of shares allocated based on 200%
of annual basic salary

40.00%

C – Share price as at 23 February 2018

=
Individual performance results:
Actual individual targets and strategic objectives are not
individual performance weighting

x
=

x
Maximum performance rating bonus correlation

Value of 2018 vesting

75.00%
30.00%

Total % of maximum bonus pay opportunity (A+B)

78.14%

Maximum total bonus opportunity (as % of base pay)

70.00%

Final bonus result (as % of base pay)

54.70%

x
=
x
Base pay during the year

8,422,943
=

Annual bonus

I N T E G R AT E D R E P O RT 2017

5,410,408

Note: the above value is an estimate and the actual value can only be determined based on the share price as
at the date when the award is exercised

=
B – Maximum bonus opportunity based on
individual performance

115.00

4,607,417
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Non-executive directors’ fees and allowances
The board has elected to not to take an increase in 2017, given prevailing market conditions. This will be the fifth consecutive year that the
non-executive directors have not received an increase.
The table below summarises directors’ fees for the period as well as the comparative totals for 2016 and 2015:
Director fees

Committee
fees

Travel
allowance

Total

Total

SM Pityana (Chairman)

312,500

2016

2015

59,750

–

372,250

378,250

411,250

AH Garner

123,500

43,500

33,750

200,750

199,500

203,750

US dollars

LW Nkuhlu

2017

Total

43,500

33,500

–

77,000

255,750

260,250

MJ Kirkwood

123,500

68,500

38,750

230,750

249,500

241,750

NP January-Bardill

123,500

56,000

–

179,500

189,500

189,250

R Gasant

123,500

58,500

–

182,000

193,250

195,250

RJ Ruston

123,500

56,000

32,500

212,000

230,750

226,250

MDC Richter

123,500

48,500

31,250

203,250

199,500

204,250

DL Hodgson

123,500

43,500

–

167,000

175,750

180,250

90,000

45,000

–

135,000

–

–

1,310,500

512,750

136,250

1,959,500

2,071,750

2,112,250

(1)

SV Zilwa (2)
Total
(1)

Director retired with effect from 16 May 2017

(2)

Director joined with effect from 1 April 2017

Shareholder vote on non-executive directors’ remuneration
The table below sets out the results of the vote on non-executive director’s remuneration in 2017, as well as the vote on remuneration at the 2016 and
2015 annual general meetings.
Vote
for

Remuneration of non-executive directors

Vote
Vote
against withheld

16-May-17

98.31

1.69

0.30

04-May-16

91.25

8.76

0.12

06-May-15

89.21

10.79

0.77

I N T E G R AT E D R E P O RT 2017
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APPROVALS AND ASSURANCES
A ngl o G o l d A s ha nt i ’s an n u al
r e po r ts f o r the 2 0 1 7 f i n an c i al
y e a r ha v e be e n a p p r oved an d
a s s ur e d a s f o l l o w s :

<IR>

Integrated
Report 2017

The Integrated Report for the year ended
31 December 2017 was recommended by
the Audit and Risk Committee for approval by
the board, and was approved by the board of
directors on 19 March 2018.

Financial
<AFS> Annual
Statements 2017
The Annual Financial Statements for the year
ended 31 December 2017 were approved
by the board of directors on 19 March 2018.
The financial statements were prepared by the
corporate reporting staff of AngloGold Ashanti
Limited, headed by Meroonisha Kerber, the
group’s Senior Vice President: Finance. This
process was supervised by Christine Ramon,
the group’s Chief Financial Officer, and
Srinivasan Venkatakrishnan, the group’s Chief
Executive Officer.

Resource and Ore
<R&R> Mineral
Reserve Report 2017
The Mineral Resource and Ore Reserve
information as included in the Integrated
Report was approved by the board of directors
on 19 March 2018.
The chairman of the Mineral Resource
and Ore Reserve Steering Committee is
responsible for AngloGold Ashanti’s Mineral
Resource and Ore Reserve processes and
systems and is satisfied that, as reported in
the <R&R>, the Competent Persons have
fulfilled their responsibilities.

Development
<SDR> Sustainable
Report 2017
The <SDR> was approved by the board of
directors on 19 March 2018. Independent
combined reasonable and limited assurance of
this report was provided by Ernst & Young Inc.

In accordance with the Companies Act, No.
71 of 2008, as amended, the Annual Financial
Statements for AngloGold Ashanti Limited,
for the year ended 31 December 2017, were
audited by Ernst & Young Inc., the company’s
independent external auditors, whose unqualified
audit report can be found in the <AFS>.
I N T E G R AT E D R E P O RT 2017
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