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REMUNERATION REPORT 
 

This report covers the period from 1 January to 31 December 2013.  
 

THE REMUNERATION AND HUMAN RESOURCES COMMITTEE  

Remit and purpose of the Committee  

The Remuneration and Human Resources Committee (the Committee) activities are governed by the 

Terms of Reference (as reviewed and approved by the Committee on 29 October 2013). The primary 

purpose of the Committee is to operate in an independent role as an overseer of remuneration and 

human resource matters with accountability to the board. In performing this function, the Committee 

discharges its oversight responsibilities relating to all compensation, including annual base salary, 

annual incentive compensation, long-term incentive compensation, retention schemes, employment 

contracts, severance pay, on-going perquisites or special benefit items and equity compensation of 

the company’s executives and management. This includes the design and application of material 

compensation programmes, and share ownership guidelines.  The Committee also has oversight of 

talent management, succession planning strategies and any other human resources issues 

considered strategic in nature. This is accomplished by: 
 

 Reviewing and approving corporate goals and objectives relevant to the compensation of the 

executive management team, including the Executive Directors; 

 Evaluating the performance of the executive management team against these goals and objectives 

annually and setting each executive’s compensation based on such evaluation; 

 Ensuring that the mix of fixed and variable pay meets the company’s operational and strategic 

objectives; 

 Considering the views of the company’s investors and aligning executive compensation to be 

congruent with investor interests, including benchmarking externally to position AngloGold 

Ashanti’s compensation appropriately;  

 Overseeing and reviewing all aspects of any share option scheme operated by, or to be 

established by, the company; 

 Regularly reviewing incentive schemes to ensure continued contribution to shareholder value and 

ensuring that these are administered in terms of the rules; and 

 Regularly reviewing human resources strategy aimed at ensuring the supply and retention of 

sufficient skilled resources to achieve the company’s objectives. 
 

Committee constitution and attendance 
 

Remuneration and Human 
Resource Committee Members 

Mr MJ Kirkwood (Chairman) 
Mr TT Mboweni 
Prof LW Nkuhlu  
Mr SM Pityana  
Mr RJ Ruston  

Number of meetings from 
January to December 2013 

Five 

Other individuals who regularly 
attended meetings 

Mr S Venkatakrishnan (CEO) 
Ms I Boninelli (EVP: People and Organisational Development) 
Mr M Hopkins (Independent Advisor to the Remuneration and Human 
Resources Committee) 
Ms C van Dyk (VP: Remuneration and Benefits and Secretary to the 
Remuneration and Human Resources Committee) 
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No individual is in attendance when his or her own remuneration is under discussion. 
 

Please refer to the Corporate Governance Report, page 30 for details of directors’ attendance. 

 

REMUNERATION CONSULTANTS 

The Remuneration and Human Resources Committee obtains advice from independent remuneration 

consultants where necessary. The consultants are employed directly by the Committee to ensure 

independence. Currently the Committee has appointed PwC to provide specialist, independent 

remuneration advice and the following summarises some, but not all, of the advisory areas in the year 

under review: 

 

 Remuneration terms for the new Chief Executive Officer (CEO) and Chief Financial Officer (CFO); 

 Information on current trends, including the pay gap and global market updates; 

 Review and commentary on management proposals; 

 Advice on Non-Executive Director pay; and 

 General advice and guidance on ad hoc issues. 

 

Mercer Consulting (South Africa) Pty Limited performs an independent bespoke executive survey and 

their advice is primarily around: 
 Benchmarking of pay of executives and senior management around comparable roles; 

 Advice on comparable sectors, roles and sizes of peer companies; 

 Information on current market trends; and 

 Benchmarking of pay of Non-Executive Directors in comparable sized roles in the identified peer 

companies. 

 

REMUNERATION PHILOSOPHY AND POLICY 

Our core leadership philosophy of “People are the business …. Our business is people” remains 

unchanged which means that we have over the past year strived through difficult times to retain and 

remunerate our employees utilising fair, robust and appropriate remuneration and reward for their 

contributions.  

 

Our remuneration policy 

Our remuneration policy is designed around our philosophy, and is designed to support the 

achievement of our operational and strategic goals. The policy is reviewed annually to ensure that it 

remains appropriate and effective in terms of delivering our goals. In setting our remuneration policy 

we continue to aim to: 

 Remunerate such that the behaviours and performance of our employees and executives are 

aligned to the organisation, shareholder and employee strategic goals; 

 Ensure that the performance metrics are demanding, measureable, sustainable and cover all 

aspects of the business, including both the key financial and non-financial drivers; 

 Structure remuneration to ensure that our values are maintained and the correct governance 

frameworks are applied across our remuneration decisions and practices;  

 Apply the appropriate remuneration benchmarks; and 

 Provide competitive rewards to attract, motivate and retain highly skilled executives and staff. 



 

61 

When determining remuneration, the Committee considers all elements of short- and long-term fixed 

and variable pay and is consistent with the strategic direction of the organisation and the performance 

of the organisation and the individuals. 

 

Before any pay allocations are made, benchmarking and modelling are done to ensure that 

appropriately competitive levels of pay are paid for top performers; median or mid quartile pay is paid 

for average performance, and limited to no variable pay is applied for poor/below median 

performance. 

 

Our approach to determining remuneration 

When devising pay, the Committee considers total remuneration (being fixed base salary plus short-

term and long-term incentives) that may be earned for different levels of performance. 

 

When determining remuneration of either an existing or new executive, the Committee considers the 

appropriate package through the following steps: 

 

Step 1 Role-sizing and 

benchmarking 

Sizing the role and benchmarking this against a group of carefully 

selected global competitors of similar size and geographic spread. 

When doing this AngloGold Ashanti’s size and complexity, along 

with the individual’s role are taken into consideration. 
   

Step 2 Peer survey by 

Mercer Consulting 

(South Africa) Pty 

Limited 

Annually, the Committee instructs Mercer Consulting (South Africa) 

Pty Limited to conduct a bespoke survey with an identified group of 

peers (currently 11) which are similar to AngloGold Ashanti in size, 

complexity and geographic spread. The survey is then used by the 

Committee to determine the appropriate pay level (Mercer 

Consulting (South Africa) Pty Limited compiles the information, but 

does not make the recommendation on the executives’ pay level). 
   

Step 3 Committee 

consideration of each 

individual 

 

The Committee then looks at each individual’s role, skills, 

experience, location and personal performance (for existing 

employees), identified retention risks (where applicable) and then 

benchmarks them from a base pay, benefits, and variable pay 

perspective.  
   

 Application of 

prescribed 

maximums 

The Committee ensures that the correct mix of pay and alignment 

to peers are considered when determining the pay level. They also 

ensure that the prescribed maximums per stratum or level are 

applied when considering the variable pay elements of short-term 

incentives (STI) and long-term incentives (LTI). 

 

To ensure that we maintain the best possible approach, the Committee constantly remains appraised 

of market and regulatory changes as well as shareholder sentiments. In 2013, new legislation on 

executive pay was proposed and in some instances implemented in many countries. Some of the 

issues that we reviewed are described as follows: 
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Legislative updates 

In Australia, South Africa, UK and the USA some of the legislative changes include disclosure of 

remuneration claw-back principles; the link between performance and pay; disclosure of a comparison 

of CEO pay to the median of pay in the company and the “implement or explain” approach to 

complying with requirements of the codes. 

 

Shareholders 

Institutional shareholders’ views and activism have grown in importance and a number have started 

providing remuneration guidelines for the companies in which they invest. 

 

Remuneration  

AngloGold Ashanti has designed its remuneration program to emphasise performance-based 

incentives that reward its executives for the achievement of specific annual, medium- and long-term 

business objectives. These objectives are derived from AngloGold Ashanti’s business strategy.  

 

Each executive is on a full term contract which details how the remuneration program is specifically 

applied to them. Details of executive contracts can be seen on page 167. 
 

Linking reward to strategy 

Our reward program is driven by our company strategy, which is explained in more detail in the 

Annual Integrated Report 2013. The current performance measures which have been selected for the 

short-term and long-term incentives reflect our strategic and operational priorities. The diagram below 

illustrates how our reward program is aligned to these priorities. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

  

Base Salary:  Aligned to global 
market comparators ensuring 

employees are rewarded fairly and 
competitively in the markets that 

they operate. 

Benefits:  Retirement and medical 
benefits aligned to local markets in 
which employees operate to ensure 
that they are legislatively compliant 
and then globally aligned to peers.

Other Benefits:  In line with the 
markets in which we operate.

Short Term Incentive:  Short- to 
medium-term (3 year) recognition 
structure which is delivered in two 
parts: an annual cash incentive, 

and deferred bonus shares under 
the Bonus Share Plan (BSP).

Co-Investment Plan:  Retention 
scheme to assist executives to 

achieve their Minimum 
Shareholding Requirements.

Long Term Incentive:  
Performance based scheme 

delivered in cliff-vesting shares 
over a 3 year period. 
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2013 Strategic 
Objectives: 
 
People are the 
Business 
 
Grow the 
Business to 
support 
shareholder value 
 
Manage asset 
base as an 
investment 
portfolio 
 
Create a new 
business model to 
improve margins 
and deliver on 
15% ROE 
 
Build a stable 
business 

Fixed Pay: 
 Ensuring that employees are valued 

and rewarded for their contributions 
 Retention of employees through 

competitive fixed pay models both 
internally and externally 

Short Term Incentive 
Measures: 
 Safety 
 Production 
 Resources to reserves 

conversion 
 Total cash costs 
 Adjusted headline earnings 

per share 

Co-Investment Plan: 
 Creating shareholding for 

the executives through the 
Minimum Shareholder 
Requirements 

 Aligning shareholder and 
executive interests 

Long Term Incentive Measures: 
 Resources to reserves 

conversion 
 Project delivery 
 Total shareholder return 
 Free cash flow 
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In the second half of 2013, AngloGold Ashanti’s Strategy was revised to reflect the new challenges 

posed by the material drop in gold price and to respond to investor concerns. To take account of this, 

the remuneration measures will be adjusted for 2014 to align with the revised company strategy. This 

is more fully described on page 73. 

 

Summary of reward elements 

The following table sets out the components of remuneration which are used to build total reward. 

These components take into consideration the global market; regional and local practices; and 

legislative requirements:  

 

Reward element Description 

Base salary The base salary forms an essential part of the remuneration mix for 

executives as it is the core measure, for comparison with, and to remain 

competitive relative to, peer companies. The base salary is used as the basis 

to determine other elements of compensation and benefits. The base salary 

provides the executive with remuneration that is not “at risk”.  

 

The following factors with regards to the executive base pay are important to 

note: 

  Annual adjustments for our executives are effective 1 January each year; 

  The executive base salary is targeted at the 50th percentile of the specific 

role as measured on the Mercer Consulting (South Africa) Pty Limited job 

sizing methodology, but can vary depending on individual performance 

level and retention concerns; and 

  The CEO does not make a recommendation in terms of his own salary or 

any other component of his overall remuneration (although he makes 

recommendations on the rest of the executive team).  

 

For the year ended 31 December 2013, the adjustments below were made to annual base salaries in 

accordance with the company’s remuneration policy and in terms of the market and peer alignment. 

When it came to determining the CEOs pay at the time of his appointment on 8 May 2013, he was 

positioned in relation to his experience levels as a new CEO, resulting in a lower base salary than his 

predecessor. 
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Executive Directors’ and Prescribed Officers’ remuneration 
 

The table below summarises the Executive Directors’ and Prescribed Officers’ remuneration for 2013 
and 2012:  
 

  

Appointed 
with effect 

from 

Resigned/ 
retired with 
effect from Salary (1) 

Performance 
related 

payments (2) 

Pension 
scheme 
benefits 

Other 
benefits 

and 
encashed 

leave (3) 
Sub 
total 

Pre-tax 
gain on 

share 
options Total  Total 

Figures in thousands 2013 SA Rands US Dollars (4) 
Executive Directors         
M Cutifani 31-Mar-13 3,639  -  664   1,915  6,218  19,293  25,511  2,651  
RN Duffy Full year 6,589  2,659   1,341  152  10,741  -  10,741  1,116  
AM O' Neill (7) 2-Aug-13 10,256  -  145   5,171  15,572  18,421  33,993  3,532  
S Venkatakrishnan Full year 13,135  -   2,704  2,117  17,956  -  17,956 1,866  

33,619  2,659   4,854   9,355  50,487  37,714  88,201  9,165  
Prescribed Officers         
I Boninelli Full year 5,200  3,691  553  58  9,502 -  9,502   987  
CE Carter Full year 6,457  2,234  686  487  9,864  3,048  12,912  1,342  
GJ Ehm Full year 7,349  4,433  232  85  12,099  -  12,099  1,257  
RW Largent Full year 10,037  4,358   1,662   2,647  18,704  2,952  21,656 2,251  
M MacFarlane (5) (8) 30-Jun-13 2,292  -  284   3,367  5,943  -  5,943   618  
DC Noko Full year 4,792  1,802  509  10  7,113  -  7,113   739  
MP O' Hare (6) Full year 6,697  2,719   1,363  117  10,896   517  11,413  1,186  
ME Sanz Perez Full year 4,864  3,573  517  53  9,007  -  9,007   936  
YZ Simelane Full year 3,865   909  787  214  5,775  -  5,775   600  

51,553  23,719   6,593   7,038  88,903  6,517  95,420 9,916 

        

Total Executive Directors' and Prescribed 
Officers' remuneration ZAR 85,172  26,378   11,447  16,393  139,390  44,231  183,621 19,081 

    

Total Executive Directors' and Prescribed 
Officers' remuneration USD 8,851  2,741   1,189   1,703  14,484 4,597  19,081   

 

  

Appointed 
with effect 

from 

Resigned/ 
retired with 
effect from Salary (1) 

Performance 
related 

payments (2) 

Pension 
scheme 
benefits 

Other 
benefits 

and 
encashed 

leave (3) 
Sub 
total 

Pre-tax 
gain on 

share 
options Total  Total 

Figures in thousands 2012 SA Rands US Dollars (4) 
Executive Directors       
M Cutifani (9) Full year 14,041   2,939  2,879   466  20,325  22,946  43,271   5,279  
S Venkatakrishnan (9)(10) Full year 8,708   2,577  1,711  4,277  17,273  18,713  35,986   4,391  

22,749   5,516  4,590  4,743  37,598  41,659   79,257   9,670  

Prescribed Officers       
I Boninelli  Full year 4,841  965   505   27  6,338  -   6,338  773  
CE Carter (9)(10) Full year 5,601   1,281   584  2,388  9,854  8,674  18,528   2,261  
RN Duffy (10) Full year 6,191  869  1,211  2,669  10,940  -   10,940   1,335  
GJ Ehm (10) Full year 5,641  977   510  1,435  8,563  -   8,563   1,045  
RW Largent (10) Full year 6,779   1,447  1,565  2,920  12,711  14,022   26,733   3,262  
RL Lazare (10) (11) 31-Mar-12 1,419   2,626   245  3,067  7,357  10,184   17,541   2,140  
M MacFarlane (5) 1-Jun-12 3,108  346   219   2  3,675  -   3,675  448  
DC Noko (12) 15-Jun-12 2,446  455   306  2,256  5,463  -   5,463  667  
MP O’Hare Full year 5,634   1,035  1,101   391  8,161  -   8,161  996  
AM O’Neill (10) Full year 11,911   2,686   318  2,101  17,016  -   17,016   2,076  
ME Sanz Perez (13) Full year 3,945  830   411   789  5,975  -   5,975  729  
YZ Simelane Full year 3,496  594   684   111  4,885  -   4,885  596  

61,012   14,111  7,659  18,156  100,938  32,880   133,818   16,328  

      

Total executive Directors' and Prescribed 
Officers' remuneration ZAR 83,761   19,627  12,249  22,899  138,536  74,539   213,075   25,998  

                  

Total Executive Directors' and Prescribed 
Officers' remuneration USD 10,220   2,395  1,494  2,794  16,903  9,095   25,998   
 
(1) Salaries are disclosed only for the period from or to which office is held. The 2013 salaries for RN Duffy and AM O’Neill are inclusive of 

salaries as Prescribed Officers and Executive Directors.  The salary for S Venkatakrishnan is inclusive of CFO, acting CEO and CEO roles. 
(2) The performance related payments are calculated on the year's financial results. 
(3) Includes health care, separation payments, cash in lieu of dividends and personal travel. 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 2013 of R9.6231:$1 (2012: R8.1961:$1).  
(5) M MacFarlane commuted between Canada and South Africa and the company carried the cost of flights and hotel accommodation in South 

Africa; these are excluded for reporting purposes. 
(6) MP O' Hare had a once off pension payment in recognition of previous service paid into the AngloGold Ashanti Pension Fund to the value of 

R7.4m. This has not been included for reporting purposes.  
(7) Other benefits of AM O' Neill include early retirement payments of a pro-rata retention bonus payment and pay in lieu of leave on separation.  
(8) Other benefits of M MacFarlane include separation payments of a severance package and pay in lieu of leave.  
(9) These executives and prescribed officer applied all of the after tax proceeds from the sale of their options to acquire ordinary shares in 

AngloGold Ashanti as follows: Messrs Cutifani 51,692; Venkatakrishnan 42,157; and Carter 19,541. 
(10) Received retention bonus. 
(11) Cash paid in lieu of LTIP for 2012. 
(12) Received a sign-on bonus.  
(13) Received the remainder of sign-on bonus in July 2012 (paid over 24 months). 
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Short-term incentives and deferral into restricted shares 

Participants: 

Participation in the BSP is extended to the Executive Directors, Prescribed Officers and other 

qualifying employees. 

 

Elements:  

The BSP consists of two elements: 

 An annual performance-based cash incentive bonus, which is linked to individual and company 

performance during the financial year and is payable at the end of the relevant financial year; and 

 An award of forfeitable bonus shares, which are linked to performance during the financial year, in 

the same manner as the annual cash incentive, and are awarded at the end of the relevant 

financial year. These shares are further subject to a two year holding period before they vest, and 

remain restricted during this period. 50% of the bonus shares will vest one year after the grant, and 

the remaining 50% of the bonus shares will vest two years after the grant. The shares will be 

forfeited should a participant leave during the holding period (except in limited “good leaver” 

circumstances). Participants do not receive dividends in terms of the BSP, but are eligible to 

receive a cash payment upon vesting which is equal to the value of allocated dividends. However, 

no cash in lieu of dividends is paid for any shares that lapsed or were forfeited during the year. 

 

Bonus share matching percentage: 

The BSP was updated in 2013 and the matching bonus share award is 150% of the cash bonus for 

the executive team and 120% of the cash bonus for qualifying employees below the executive level. 

 

Maximum value of annual cash incentive and bonus shares: 

The table below shows the maximum cash bonus and bonus shares for the executive team: 

Short term incentives 

Cash bonus as 
a % of salary 
on achieving 

Target metrics 

Cash bonus as a 
% of salary on 

achieving 
Stretch metrics 

Total award as 
a % of salary 

(cash + equity) 
on achieving 

Target metrics  

Total maximum 
award as a % of 

salary (cash + 
equity) on 

achieving Stretch 
metrics 

Chief Executive Officer 40% 80% 100% 200% 

Chief Financial Officer 35% 70% 87.5% 175% 

Executive Management 30% 60% 75% 150% 

 

Company and individual limit:  

An aggregate limit between the BSP and the LTIP applies – refer to details in the Directors’ Report 

from page 46. 
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Operation and performance measures:  

Awards in terms of the BSP are determined on the basis of both company and individual performance 

measures. The individual performance measures are the agreed priorities and focus areas for the 

year and the company metrics are derived from the business strategy and focus. The company and 

individual weightings for the executive team are as follows: 
 

Short-term incentives 
Company performance weighting 

as a % of bonus 
Individual performance weighting as 

a % of bonus 

Chief Executive Officer 70% 30% 

Chief Financial Officer 60% 40% 

Executive Management 60% 40% 

 

Individual Key Performance Indicators (KPI’s) for 2013 were set in alignment with company strategy 

for each executive, under the following categories: 

(1) People are the business: To deliver on our targets, we need to put in place the people, the 

management, the processes and strategy to deliver.  These are inclusive of individual metrics 

that are cascaded through the business on the applicable Regional and Business Unit 

measurements on transformation, localisation and Black Economic Empowerment (BEE) targets 

(where applicable); 

(2) Grow the business to support shareholder value: To deliver exceptional returns we need to target 

cash flow and financial performance growth; 

(3) Manage the asset base as an investment portfolio: To deliver sustainable returns and maximum 

shareholder value, we need to be able to sustain and grow the business; 

(4) Create new business model to improve margins and deliver on 15% Return on Equity (ROE) 

targets: We must establish a business model that ensures we have a sustainable and growing 

business; and 

(5) Building a sustainable business: We will not maintain our license to operate unless we have a 

sustainable business model in place, and we see a potential competitive advantage in this 

undertaking.  

 

Assessment of performance: 

Once the performance year is completed each executive’s individual performance is reviewed by the 

CEO and the Committee. Their performance score along with the overall company performance 

scores are consolidated by the finance team and audited prior to bonuses being allocated.  

 

Actual 2013 performance: 

The company performance criteria used in 2013 are indicated below with the weightings for each of 

the criterion. A safety multiplier is applied once the bonus score has been calculated; this can either 

reduce or increase the final bonus score by up to 25% although the bonus remains capped at the 

overall maximum cap per level. 
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Long-term incentives 
 

Reward element  Description 

Long-term incentive The executives, prescribed officers, and qualifying managerial employees 
participate in the Long-Term Incentive Plan (LTIP). The objective of the 
LTIP is to align the interests of the company, shareholders and executive 
management over the medium to long term. 

 

Participants:  

All Executives Directors and Prescribed Officers participate in the LTIP. 
 

Company and individual limit:  

The company and individual limits for the BSP, LTIP and any other share scheme that AngloGold 

Ashanti has in place are described in the Director’s Report on page 46.  
 

Operation and performance measures:  

Participants are granted the right to receive shares with a three year vesting period from date of grant. 

The LTIP is subject to approved company performance conditions.  
 

Under the LTIP, no dividends are received by the executives or any eligible employee participating in 

the scheme. However, at the time of vesting, cash payments equal to the value of the accumulated 

dividends are allocated. No cash in lieu of dividends is paid across for any shares that lapsed or were 

forfeited during the year. 
 

Value of awards: 

The value of the awards that are typically granted under the LTIP as a percentage of base salary is 

shown in the table below (for these purposes base salary includes any offshore payments). 
 

In 2013, the allocation of 140% of base pay for LTIP awards was approved for all executives with an 

additional 60% granted for the 2013 Retention Scheme. The maximum award for any executive is 

currently capped at 200% of base salary in any financial year. 
 

The table below reflects the LTIP allocations by role: 

 

Role LTIP allocation as a % of base salary 

Chief Executive Officer 160 - 200 
Chief Financial Officer 140 - 200 
Executive Management 100 - 200 
Senior Management 80 
Other Management (discretionary) 60 

 

The LTIP awards granted in respect of the 2013 financial year, issued in 2013 to executive 

management, are disclosed in this report on page 48.  
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Options and awards granted 
 
The table below reflects the number of options and awards granted to executive directors and 
prescribed officers for 2013 and 2012: 
 

      
Balance at 

1 January 2013 

Granted 
during 
2013 

Exercised 
during 
2013 

Pre-tax gains on 
share options 

exercised ($000) 

Lapsed 
during 
2013 

Balance as at
31 December 

2013 (1) 

Executive Directors     

M Cutifani (3) 271,891 5,429  88,594 2,005 188,726   - 

RN Duffy 109,648  65,193  -  - 8,298  166,543 

AM O’Neill (4) 150,113 124,961 129,284 1,914 145,790   - 

S Venkatakrishnan 136,395  99,043  -  -  15,045  220,393 

668,047 294,626 217,878 3,919 357,859  386,936 

Prescribed Officers (2)     

I Boninelli  30,158  52,314  -  -  -   82,472 

CE Carter  66,331  66,929  13,609 317 7,262  112,389 

GJ Ehm  68,471  59,443  -  - 5,452  122,462 

RW Largent  56,206  76,865  12,537 306 7,461  113,073 

MP O’Hare  74,619  66,699 2,306 54 5,396  133,616 

M MacFarlane  -  42,765  -  -  42,765   - 

D Noko   -  45,334  -  -  -   45,334 

ME Sanz Perez  21,793  46,087  -  -  -   67,880 

YZ Simelane  42,969  36,218  -  - 5,152   74,035 

360,547 492,654  28,452 677  73,488  751,261 

Other management 3,551,735 2,533,048 684,413  12,227 850,184  4,550,186 

Total share incentive scheme 4,580,329 3,320,328 930,743  16,823 1,281,531  5,688,383 
 

      
Balance at 

1 January 2012 

Granted 
during 
2012 

Exercised 
during 
2012 

Pre-tax gains on 
share options 

exercised ($000) 

Lapsed 
during 
2012 

Balance as at
31 December 

2012 (1) 

Executive Directors     

M Cutifani 258,210 112,183  86,293 2,800  12,209  271,891 

S Venkatakrishnan 160,966  52,176  70,375 2,283 6,372  136,395 

419,176 164,359 156,668 5,083  18,581  408,286 

Prescribed Officers (2)     

I Boninelli 8,568  21,590  -  -  -   30,158 

CE Carter  76,627  25,507  32,621 1,058 3,182   66,331 

RN Duffy  85,394  27,790  -  - 3,536  109,648 

GJ Ehm  48,845  22,286  -  - 2,660   68,471 

RW Largent  88,331  26,083  52,069 1,711 6,139   56,206 

RL Lazare (7)  41,573 1,901  34,279 1,243 9,195   - 

MP O’Hare  54,281  22,809  -  - 2,471   74,619 

M MacFarlane (5)  -  -  -  -  -   - 

AM O’Neill 108,544  45,512  -  - 3,943  150,113 

D Noko (6)  -  -  -  -  -   - 

ME Sanz Perez 8,406  13,387  -  -  -   21,793 

YZ Simelane  32,008  13,350  -  - 2,389   42,969 

552,577 220,215 118,969 4,012  33,515  620,308 

Other management 3,006,829 1,592,126 670,004  23,155 377,216  3,551,735 

Total share incentive scheme 3,978,582 1,976,700 945,641  32,250 429,312  4,580,329 
 
(1) The latest expiry date of all options/awards granted and outstanding at 31 December 2013 is 13 March 2023 (2012: 21 February 2022; 

2011: 21 February 2021). 
(2) Pursuant to the Companies Act, which came into effect on 1 May 2011, companies are required to identify and disclose the remuneration for 

the Prescribed Officers of the company. 
(3) No longer an Executive Director with effect from 31 March 2013.  
(4) No longer an Executive Director with effect 15 July 2013 and went on early retirement from 2 August 2013.  
(5) M MacFarlane was appointed to the Executive Committee with effect from 1 June 2012 and therefore had no holdings/grants in 2012. 
(6) D Noko was appointed to the Executive Committee with effect from 15 June 2012 and therefore had no holdings/grants in 2012. 
(7) No longer a prescribed officer with effect from 31 March 2012. 
 
Subsequent to year end and up to 28 February 2014, no options/awards have been exercised by Executive Directors and 
Prescribed Officers, except for: CE Carter who exercised 4,481 awards for a pre-tax gain of $89k; and RW Largent who 
exercised 4,790 awards for a pre-tax gain of $101k. 
 
A total of 1,668,617 (2012: 1,264,872; 2011: 1,143,194) options/awards out of the 5,688,383 (2012: 4,580,329; 
2011: 3,978,582) options/awards granted and outstanding at 31 December are fully vested. 
 
Awards granted since 2005 have been granted at no cost to participants. 
 
Non-Executive Directors are not eligible to participate in the share incentive scheme.  
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Minimum Shareholding Requirements for executives 

With effect from March 2013, a Minimum Shareholding Requirement (MSR) was applied to the 

executives. The Committee is of the opinion that share ownership by executives demonstrates their 

commitment to the success of the company, and serves to reinforce the alignment between executive 

and shareholder interests. Further, MSRs are in line with international best practice. 

 

Executive Directors 

 Within three years of appointment (or for existing executives, from the introduction of the rule), 

Executive Directors (CEO and CFO) are required to accumulate an MSR of AngloGold Ashanti 

shares to the value of 100% of net annual base salary; and 

 At the end of six years, Executive Directors are to accumulate an MSR of AngloGold Ashanti 

shares to the value of 200% of net annual base salary, which they will be required to hold on an 

on-going basis. 

 

Executive Committee members 

 Within three years of appointment (or for existing executives, from the introduction of the rule), the 

Executive Committee members are required to accumulate an MSR of AngloGold Ashanti shares 

to the value of 75% of net annual base salary; and 

 At the end of six years, the Executive Committee members are to accumulate an MSR of 

AngloGold Ashanti shares to the value of 150% of net annual base salary, which they will be 

required to hold on an on-going basis. 

 

REVISED ANGLOGOLD ASHANTI STRATEGY 

The sharp decline in gold price in 2013 required a refocus of the strategic objectives of the company. 

This, aligned with shareholder requirements, led AngloGold Ashanti to reposition their variable pay 

elements in line with the 5 broad strategic targets below: 

 

(1) Maintain the strong foundation – Safety: Improve safety performance and reduce fatalities; 

People: Develop and retain the people who are the business; and Sustainability: ensure that the 

we retain our social licences to operate 

(2) Improving financial flexibility – Being prudent and proactive in balance sheet management by 

- improving earnings, returns and free cash flow; ensuring liquidity and headroom; and by 

mitigating refinancing risks 

(3) Optimise our cost base – Reduce direct operating costs, overheads and indirect spend and 

optimise annual total capital spend 

(4) Improve portfolio quality – Bring on line Tropicana, Kibali and brownfields projects under 

construction and remove unprofitable ounces by better planning and divesture of marginal assets 

(5) Maintain long term optionality, albeit at a reasonable cost – Ramp up the reef boring 

technology at the South African mines and focused greenfield exploration programmes at 

selected international assets 
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Short-term incentives 2014 

For 2014, the BSP metrics have been amended to better align with the new strategic goals of 

AngloGold Ashanti.  

 

Long-term incentives 2014 

For 2014, the LTIP metrics have been amended to better align with the new strategic goals of 

AngloGold Ashanti, as well as to take into account shareholder feedback.  

 

The BSP and LTIP metrics are aligned to the delivery of the strategy as per the strategic diagram 

below:  

 

 
 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

REMUNERATION OF NON-EXECUTIVE DIRECTORS  

Remuneration for the Non-Executive Directors is set taking into consideration both the guidance of 

King III and the legislative requirements of the Companies Act. Using competitive market benchmark 

information provided by Mercer Consulting (South Africa) Pty Limited the remuneration rates were 

reviewed. Over the past three years the Non-Executive Director remuneration has been adjusted to 

equalise the international and South African directors.  The proposed alignment adjustment of board 

fees approved for June 2013 was fully implemented in October 2013.  The final proposed adjustment 

will be put to shareholders for approval at the Annual General Meeting. The actual remuneration for 

the Non-Executive Directors can be viewed in the table that follows: 
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Non-Executive Directors' fees and allowances 
 

Figures in thousands (1)   
Director 

fees 
Committee 

fees 
Travel 

allowance Total Total Total 

US Dollars   2013 2012 2011 

         

SM Pityana (chairman) 88 98  - 186 175  137 

TT Mboweni  292 52  - 344 357  302 

TJ Motlatsi (retired 17 February 2011) (2) - - - -  -  36 

FB Arisman 60 51  9 120 251  258 

R Gasant 72 59  - 131 118  102 

NP January-Bardill 70 70  - 140 146  17 

MJ Kirkwood 107 112 47 266 94  - 

WA Nairn 39 32  - 71 178  146 

LW Nkuhlu 72 112  - 184 178  135 

F Ohene-Kena 25 13 16 54 118  111 

RJ Ruston 83 121 47 251 189  - 

Total (2) 908 720 119 1,747 1,804  1,244 
 
(1) Directors’ compensation is disclosed in US dollars, the amounts reflected are the values calculated using the exchange rate of R9.6231:$1 

(2012: R8.1961: $1; 2011 R7.2569:$1). 
(2) Fees are disclosed only for the period from or to which, office is held. 
(3) At the Annual General Meeting of shareholders held on 13 May 2013, shareholders approved an increase in directors’ fees with effect from 

1 June 2013. Directors fees for committees may vary depending on the number of committees on which the Non-Executive Director is a 
member and whether he/she is the Chairman or a member of the committee. 

 
Non-Executive Directors do not hold service contracts with the company. Executive Directors do not receive payment of 
directors’ fees or committee fees. 
 
 
 


