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REMUNERATION AND HUMAN RESOURCES COMMITTEE – 
CHAIRMAN’S LETTER 

 
 

Dear Shareholders 

 

As the incoming Remuneration and Human Resources Committee Chairman, I am pleased to provide 

you with AngloGold Ashanti’s Remuneration Report for the year ended 31 December 2013.  

 

The Committee faced a challenging and eventful year with the transition of CEOs from Mark Cutifani 

on 31 March 2013 to the dual CEO leadership of Srinivasan Venkatakrishnan (Venkat) and 

Tony O’Neill commencing on 1 April 2013. After a comprehensive external search and review of 

internal candidates, the board announced the appointment of Venkat as the new CEO, effective 

8 May 2013. 

 

Through the CEO transition it is important to note that on resigning from AngloGold Ashanti 

Mark Cutifani did not receive any financial benefit over and above his contractual benefits provided on 

resignation. Any shares that had at the time not yet vested, lapsed and he was not afforded any 

bonus payments. Tony O’ Neill, however, took early retirement and thus was contractually entitled to a 

pro-rata allocation of shares and a pro-rata bonus payment. 

 

The transition of CEO made it important that we stabilised and retained our executive management 

team. Consequently retention measures were initiated to ensure that the team would remain in place 

to support the new CEO. To increase on-going alignment of the executive management team with 

shareholder interests, we also introduced the Minimum Shareholding Requirement. 

 

In developing the remuneration package for the incoming CEO, the Remuneration and Human 

Resources Committee considered the correct market positioning to reflect that this is Venkat’s first 

CEO role. This resulted in applying a market related salary which is nonetheless lower than that of his 

predecessor.  

 

Once the new CEO was in role, a review of Executive Committee remuneration was completed taking 

into consideration each member’s adjusted responsibilities. The Executive Committee was 

restructured from 13 to 10 members including the appointment of two Chief Operating Officers, one 

for the South African Region and the second for the International Operations. This review showed that 

notwithstanding changes to the Executive Committee and adjustments to corporate strategy, the 

broad remuneration structure remained appropriate.  

 

It is worth noting that Venkat has elected not to take a salary adjustment for 2014. He provides the 

following rationale: 
 

 From an SA mining perspective he feels that the stakeholder circle of trust is broken and needs 

fixing, making this voluntary sacrifice a good start to show commitment and rebuild trust; 
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 Based on the challenging year in 2013, AngloGold Ashanti’s restructuring resulted in significant job 

losses. As a consequence, Venkat felt that accepting an increase would be inappropriate; and 

 His actions were taken in consideration of the call from the South African Minister of Finance and 

the South African Minister of Mineral Resources for CEOs to show pay restraint and narrow the 

wage gap. 

 

Venkat has further elected not to take the cash element of his bonus for 2013 which means that he 

also forfeits the right to participate in AngloGold Ashanti’s Co-Investment Plan.  He will, however, 

receive the matching BSP shares. The total value of amounts forfeited inclusive of annual increase, 

pension contributions, BSP cash bonus and Co-Investment Plan are summarised in the table below: 

 

Pay element 
Value 

R 
Salary increase 852,000 
Pension contributions 210,870 
BSP cash bonus  5,618,400 
Co-Investment Plan 2,528,280 
Special bonus 4,200,000 
Total 13,409,550 

 

In addition, he has applied R750,000 per annum of his own pay for a minimum 3 year period to start 

up a bursary scheme for 5 HDSA students to pursue financial and accounting qualifications, as his 

way of giving back to South Africa. The bursary initiative is run with the University of Witwatersrand 

and the first five students were enrolled in January 2014.  

 

The achievement of both short and long term performance this year is reflective of the metrics which 

are well aligned to the business delivery. It was a year of strong headwinds with a significant drop in 

the gold price, on-going labour market unrest in the South African operations and declining grades in 

some operations with the resulting negative impact on company performance. This is reflected clearly 

in the improved (compared to 2012), but still low, variable pay awards to all our executives.  

 

The Remuneration and Human Resources Committee will be recommending some adjustments to the 

performance conditions for 2014 to reflect revised group priorities going forward. These new priorities 

are described in the CEOs Report in the Annual Integrated Report 2013 and in consultation with some 

major shareholders, the Committee has developed appropriate metrics for the BSP and LTIP plans 

that support the amended priorities and, we believe, will be more congruent with shareholder 

interests. 

 

In this Remuneration Report we trust that we have provided clear and detailed explanations of our 

executive management team’s remuneration and that you find this to be a comprehensive overview. 

 

 

 

Mr Michael Kirkwood 

Chairman, Remuneration and Human Resources Committee 

18 March 2014   


