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REMUNERAT ION REPORT
Section one: Remuneration and Human Resources Committee: Chairperson’s letter

Dear Shareholders,
As the new Chairperson of the Remuneration and Human 
Resources Committee (the committee), I am pleased to continue 
the important work of ensuring clear alignment of AngloGold 
Ashanti’s remuneration and human resource practices with its 
strategic objectives. Remuneration is a rapidly evolving discipline, 
particularly with respect to executive fair and responsible pay for 
performance, gender diversity, talent management and – especially 
relevant for our business – the development and retention of local 
skills in the jurisdictions in which we have operations or projects. 

Engagement with shareholders is invaluable in ensuring that 
the linkage between strategy and incentive outcomes is clearly 
understood. It is also very important that the views of the 
shareholders are taken into account in the development and 
implementation of our remuneration policy. My predecessor valued 
these engagements and I have committed to continuing that 
tradition, engaging with shareholders – outside of voting season – 
to ensure that we receive unfiltered input on all matters relating to 
our remuneration and human resources practices. 

Continuous improvement is fundamental to long-term success in 
mining and remaining open to enhancement of our remuneration 
practices is no exception. In line with King IV and the JSE 
Listing Requirements, we are reporting for the first time the 
executive management team’s remuneration in Single Total Figure 
Remuneration format. This further improves transparency and 
accountability to shareholders. 

I am also pleased to report that the committee observed 
management’s continued delivery of the Company’s strategy during 
2019. Clear advances were made towards de-risking the asset 
portfolio, while delivering significant improvements in safety, cash 
flows and returns. Meaningful progress was made in the broad area 
of sustainability, as well as in capital allocation and balance sheet 
management, providing a solid foundation upon which AngloGold 
Ashanti can continue to improve its asset base over time.

Performance on safety, health and the 
environment
Success for any mining company relies on the safe operation of 
its mines, the good health of employees and host communities, 
and careful stewardship of the environment. 

AngloGold Ashanti, as part of the global community, is 
experiencing the covid-19 pandemic. As safety is our first value, 
we will continuously focus on the safety of our employees, 
which is aligned to our shareholders’ interests. We will monitor 
the developments of this pandemic, engaging shareholders and 
other stakeholders accordingly.

I am most proud that AngloGold Ashanti passed the calendar 
year without a workplace fatality for the first time ever and 
extended its fatality-free record to 633 days. Tragically, we have 
since lost four of our colleagues in two separate incidents that 
occurred in March 2020 at the Mponeng mine. This places even 
greater focus on our commitment to safety and to working on the 
eradication of all injuries and accidents across our mines.

Our commitment to excellence will however continue with 
much diligence and dedication in the areas of safety, health and 
environment which is underpinned by our Deferred Share Plan 
(DSP), the variable pay programme with 20% of the total annual 
bonus used to reward the positive outcomes of this basket of 
sustainability metrics.

Management performance and achievements
It has been a memorable first year as Chairperson of this 
committee and I am proud to share management’s performance 
and achievements:

• Free cash flow increased by 90% as annual guidance was 
achieved across key operating metrics for the seventh  
straight year 

• The Obuasi redevelopment project poured first gold on time and 
within budget and remains on track to mine at a rate of 2,000t 
a day during 2020, climbing to 4,000t a day by year-end. The 
mine will produce gold at an average run-rate of 350,000oz 
– 400,000oz annually for the first ten years, and more than 
400,000oz annually over the life of mine at an all-in sustaining 
cost of around $800/oz

• The capital allocation framework, with clear leverage and return 
targets, guided the decision to initiate processes to sell assets in 
South Africa, Argentina and Mali. In December 2019, AngloGold 
Ashanti announced the sale of its interest in the Sadiola mine, 
in Mali, to Allied Gold Corp, while an agreement to sell the 

FAIRNESS
EQUALITY

A l i g n i n g  r e m u n e r a t i o n  a n d 
h u m a n  r e s o u r c e  p r a c t i c e s 

w i t h  o u r  s t r a t e g i c  o b j e c t i v e s

Maria Richter
Chairperson: Remuneration and 
Human Resources Committee

PAGE 119PAGE 118

2019 <IR>



REMUNERAT ION REPORT  CONT INUED

Section one: Remuneration and Human Resources Committee: Chairperson’s letter (continued)

remaining South African producing assets and related liabilities 
to Harmony Gold Mining Company Limited was reached in 
February 2020

• AngloGold Ashanti’s market capitalisation increased by almost 
80% in 2019, as the share price outpaced the gold price and 
its international peer group. The American Depositary Receipts, 
the Company’s most liquid publicly traded security, gained 76% 
in 2019 versus a 39% gain for the Van Eck Vectors Gold Miners 
ETF, a basket of 47 gold shares, and an 18% rise in the price of 
bullion over the year

The committee commends the management team, led by the 
CEO Kelvin Dushnisky, for intensifying its dual focus on protecting 
– and indeed, improving – margins while working to maintain 
and strengthen the social licence to operate. This approach is 
consistent with the remuneration policy which aims to discourage 
excessive risk taking, while recognising efforts to improve 
performance with respect to factors within management’s control 
that will drive value creation over the short-, medium- and long 
term, in an ethical, sustainable and responsible manner.

Notwithstanding the above achievements, production, all-in 
sustaining costs, future optionality – particularly in the area of 
Mineral Resource additions – community and environmental 
elements provide us with further opportunities for improvement as 
evidenced in the DSP 2019 performance outcomes on page 149.

Given the satisfactory performance in 2019 across financial, 
operating and safety metrics, the committee is satisfied with the 
remuneration outcomes of the DSP. 

In terms of the 2017 Long-Term Incentive Plan (LTIP) (one of the 
prior year schemes replaced by the DSP in 2018), the strong 
growth in our share price and continued focus on the key value of 
safety yielded a solid performance of 94.46%, payable in March 
2020. This is the final pay-out of the LTIP scheme. (Further details 
are set out on page 148 of the remuneration report.)

Competitive remuneration
As a large gold mining company with a complex suite of assets 
across developed and emerging markets, AngloGold Ashanti 
requires competitive remuneration structures to attract and retain 
scarce skills and expertise. This is fundamental to our strategy. 
It is also imperative to ensuring that we are able to compete 
and flourish in a volatile global mining industry, with increasingly 
exacting requirements from shareholders, civil society, regulators 
and our host governments. These remuneration structures are well 
considered and have clear guardrails, which are detailed in the 
2019 remuneration policy and structure on page 126. 

Disclosure and transparency
The remuneration policy and implementation report were tabled for 
two separate, non-binding advisory votes at the Annual General 
Meeting (AGM) held on 9 May 2019, in line with the JSE Listings 
Requirements and King IV recommendations. The table below 
details the results of the 2018 AGM (held on 9 May 2019) which 
reflect shareholder concerns over the structure of the CEO’s sign-
on award, together with results of shareholder voting at the 2017 
and 2016 AGMs.

Votes For Against Withheld

Remuneration policy

09 May 2019 98.31 1.69 0.40

16 May 2018 98.35 1.65 0.21

16 May 2017 98.23 1.77 0.60

Remuneration implementation report

09 May 2019 58.51 41.49 0.40

16 May 2018 98.96 1.04 0.21

16 May 2017 98.31 1.69 0.30

Obuasi

I am grateful for the opportunities to hear directly from the 
shareholders. The committee has enjoyed their strong support 
for the overall remuneration policy which was revised and 
implemented in 2018 and adheres to South African corporate 
governance recommendations. The committee believes that these 
remuneration practices have balanced the needs of shareholders 
and employees and served both constituencies well over time. 

AngloGold Ashanti’s remuneration policy and implementation 
report will be tabled for separate non-binding advisory votes by 
shareholders at the upcoming AGM, as recommended by King IV. 
If either, 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 embark on an engagement process with dissenting 
shareholders to address legitimate and reasonable objections, 
where appropriate.

Fostering an equitable workplace
The Company continues to focus on the development of an 
equitable workplace and is committed to equal pay and gender 
equity in line with the JSE Listings Requirements, King IV 
guidelines and our diversity policy.

Furthermore, the Company continues to develop the leadership 
succession pool and has implemented strategies to attract, 
motivate and retain a skilled workforce through fair, responsible, 
transparent and competitive remuneration. The attraction and 
retention of suitable local candidates to replace expatriates 
are done through labour planning processes, recruitment from 
the local market and bursar and graduate trainee schemes. 
The group talent, succession management, training and 
development processes at all of our operations ensures that we 
address localisation across our global footprint.

Shareholder engagement
This poll alongside showed 98.31% of shareholders voted in favour of the remuneration policy compared with 58.51% for its 
implementation. 

I subsequently engaged with investors representing over 30% of the shareholder base with the aim of better understanding their 
perspectives and to ensure that our remuneration practices and reporting reflect their views. Following these meetings – which were 
supportive and constructive – we have further enhanced the detail of our disclosure, including additional information related to the CEO’s 
joining remuneration in 2018, which can be found on page 138 of the remuneration report. The table below summarises the key themes 
from shareholder engagements, and our responses.

Shareholder feedback Remuneration committee response

Concern over lack of 
performance criteria 
attached to the CEO’s 
sign-on award

While the payment of $4.2m was disclosed in the 2018 Remuneration report, it was incorrectly described 
as a share buy-out. The correct position is that, at the time of the negotiations, Mr Dushnisky expected 
corporate activity under discussion at the time by his former employer that would entitle him to a substantial 
contractual severance payment. He was prepared to wait for this activity to materialise and for the payment 
to become due, after which time he would join AngloGold Ashanti. However, in light of AngloGold Ashanti’s 
requirement that he start immediately after the departure of the former CEO, the parties agreed to a value 
that took into account Mr Dushnisky’s expected loss of compensation and his willingness to start at the 
earlier date.

The committee determined that it would be in the best interests of our shareholders for the negotiated 
sign-on award to be both staggered over three years and have a significant proportion payable in AngloGold 
Ashanti shares, to create immediate alignment with shareholders’ interests. Should the CEO leave 
AngloGold Ashanti within a certain period of time, a claw-back clause was agreed. We regard the retention 
component of the sign-on award as an essential part of our retention strategy.

Further details of the CEO’s remuneration are included on page 152 of this report.

Lack of transparency 
on the sign-on award  
of CEO

The committee is committed to providing greater transparency with respect to all aspects of remuneration 
and is introducing enhancements to the remuneration policy. The proposed enhancements are included on 
page 122. We would also like to emphasise the following elements of our current recruitment policy:

• Appointees will not be paid more than what they would have lost at their previous company;

• A time period is applied to a buy-out with a minimum claw-back; and

• We will provide full disclosure of any buy-out.
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REMUNERAT ION REPORT  CONT INUED

Section one: Remuneration and Human Resources Committee: Chairperson’s letter (continued)

REMUNERAT ION REPORT
Section two: Overview of remuneration policy

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 priorities, in a manner that recognises uncontrollable market dynamics. This is accomplished by means 
of a governance and application framework that primarily aims to attract, motivate and retain a skilled workforce through fair, responsible, 
transparent and competitive remuneration. 

A ngloGold Ashant i ’s  remunerat ion approach aims to create a sustainable execut ive 
management team remunerat ion structure with increased al ignment to shareholder 
v iews and interests, underpinned by our strategic object ives and values. 

WE DO

WE DONT

OUR POLICY IS DESIGNED TO SUPPORT  
OUR REMUNERATION PRACTICES

• We pay for performance. This is achieved by 
placing 66% of the CEO’s earnings at risk. 
In addition, the variable pay for executives is 
primarily driven by Company performance

• We have a minimum shareholding requirement 
policy for the executive management team

• We have a long-term incentive, the DSP with 
share deferral awards, which vests over five years. 
In the case of an executive leaving AngloGold 
Ashanti's employ due to early or normal retirement, 
retrenchment or mutual separation, these awards 
are not accelerated, however, they vest as per the 
normal dates to ensure sustainable and strategic 
executive decision making

• We have malus and claw-back provisions 

• We have various risk mitigation controls  
in place for remuneration programmes across the 
Company

• Committee members are all independent 
directors

• As all the terms of group policies were adhered 
to, the committee was not required to exercise its 
discretion 

• We retain an independent remuneration 
consultant (currently PwC) to advise the 
committee

• We do not provide guaranteed variable pay

• We do not grant shares to non-executive 
directors

• We do not allow the use of unvested shares as 
collateral, nor does the Company use unvested 
share amounts towards the calculation of MSR 
provisions

• We do not provide financial assistance to 
executive directors or prescribed officers

Alignment with strategic  
objectives and  

shareholders' interests

Key principles of our  
remuneration policy
In order to continue to support 
AngloGold Ashanti’s remuneration 
approach, the remuneration policy is 
based on the following key principles:

Ensure that performance metrics 
are challenging, sustainable and 
cover all aspects of the business 
including both financial and non-

financial drivers, and do not reward 
excessive risk taking.

Remunerate to motivate and 
reward the right behaviour and 
performance of employees and 

executives

Ensure that the remuneration 
structure is aligned to AngloGold 

Ashanti’s values and that the 
correct governance frameworks 
are applied across remuneration 

decisions and practices 

Promote an ethical culture and 
responsible corporate citizenship

Apply the appropriate global 
remuneration benchmarks

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

remuneration in the organisation

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

Use performance measures 
that support positive outcomes 
across the economic, social and 
environmental context in which 
AngloGold Ashanti operates

The committee is constantly looking at ways to enhance our remuneration policy in line with shareholders' interests and corporate best practice.

Enhancements to the remuneration policy What is the impact of the change?

• Tightened recruitment eligibility criteria

• Enhanced the malus and claw-back provisions, see page 18  
in the <NOM>

• Increased minimum shareholding requirements for members  
of the Executive Committee, see page 22 in the <NOM>

• Enhanced performance management review process,  
see page 16 in the <NOM>

• Aligns with corporate best practice

• Further reinforces alignment between executive management and  
shareholders' interests

• Further reinforces alignment between executive management and  
shareholders' interests

• Aligns Executive Committee performance and pay

Focus areas 2019
In addition to management’s performance achievements for 
2019, the committee’s key focus areas included  
the following: 

• Enhancing our relationships with our shareholders

• Ensuring pay for performance

• Enriching the workplace by building on our  
diversity initiatives

• Managing our talent successfully by identifying and placing 
internal successors into executive roles

• Successfully continuing to execute the Chairman’s 
Young Leaders Programme and enhancing development 
opportunities

• Building the relationship with our employees through the 
engagement survey 1

Focus areas 2020
• Enhancement of our remuneration policy by focusing on the 

following:

• Confirming that our DSP metrics are still in line with 
shareholders' interests and global best practice

• Addressing minimum shareholding requirements for the 
Executive Committee (details are included on page 22 of 
the <NOM>.

• Performance management review enhancements (details 
are included on page 16 of the <NOM>)

• Continued focus on succession planning 

• Continued engagement with shareholders

• Continued focus on the implementation of our diversity and 
inclusion framework.

Geita

1 See <People are our business> in this report

Expression of gratitude
In closing, I would especially like to thank the members of the committee for a warm welcome and their support; our shareholders for their 
constructive engagement and considerable feedback; and our management team who have been relentless in their efforts to create value 
for all stakeholders.

Maria Richter
Chairperson: Remuneration and Human Resources Committee 
27 March 2020
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Remuneration policy element Fair and responsible pay principle

Apply appropriate global remuneration 
benchmarks

The Mercer Survey is used to benchmark salaries for the executive management 
team. For senior management and below, benchmarking is conducted using locally 
available reputable surveys including Remchannel (South Africa), Hay evaluation 
methodology and others. 

Provide competitive reward to attract, motivate 
and retain highly skilled executive management 
team and employees vital to the success of the 
organisation

The executive management team comparison is based on a selected group of 
global competitors (page 138) which is reviewed and approved by the committee 
on an annual basis to ensure that it remains appropriate. In reviewing the 
participants, the committee considers:

• Global spread and complexity

• Nature of business

• Size of the peer group, which should be large enough to create a sufficient 
benchmark from which to draw information

Each component of remuneration (base salary, variable pay and benefits) is analysed 
and compared with the market information and the overall package is reviewed 
accordingly. The market median is generally targeted for most roles, while the 
market 75th percentile is targeted for scarce skills.

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 conducted by PricewaterhouseCoopers Inc. (PwC) 
as an independent third party and based on the November 2019 
analysis, PwC concluded that the Gini co-efficient for AngloGold 
Ashanti had deteriorated marginally year on year from 0.43 in 2018 
to 0.48 in 2019. This is comparable to the South African mining 
industry benchmark of 0.42. 

The decline in the Gini co-efficient is mostly attributable to the 
reduction in staff in the South African region, as well as to changes 
to the executive management profile. In addition to the Gini co-
efficient, AngloGold Ashanti tracks the global wage differential. 
The wage differential outcome, as calculated by PwC in November 
2019, indicated that the Chief Executive Officer is paid, on a total 
rewards basis, approximately 79 times the median of all employees 
in AngloGold Ashanti. 

This compares favourably to our competitors when considering 
AngloGold Ashanti’s geographic footprint and market capital.

Diversity and inclusion 

On diversity and inclusion, a framework has been drafted that is 
aligned with the UN Global Compact Principles and also with our 
own objectives and values. We believe this framework will help 
foster the empowerment of all staff, irrespective of race, gender, 
ethnicity, religion and sexual orientation. The framework, known 
as the Global Diversity and Inclusion Framework, followed a global 
gender assessment conducted across all operations to determine 

REMUNERAT ION REPORT  CONT INUED

Section two: Overview of remuneration policy (continued)

Remuneration design
When determining appropriate remuneration, the committee considers:

•  The potential maximum total remuneration that each member of the executive management team could earn relative to their and the 
Company’s performance 

•  External influences, primarily being: 
• shareholder views and recommendations associated with executive management team remuneration 

•  economic trends

• competitive pressure

•  the labour market and the pay-gap between the executive management team and the rest of AngloGold Ashanti's employee population 

• Market benchmarks, choosing appropriate benchmarks in a market with similar attributes, including complexity, size and  
geographic spread

Remuneration practices are designed to be fair, responsible, transparent and compliant with legislative requirements within all the 
jurisdictions in which AngloGold Ashanti operates. 

Fair and responsible pay
The process of developing a framework that describes fair, responsible and transparent pay is an evolving journey and, as a group, 
AngloGold Ashanti’s remuneration policy reflects the principles of fair and responsible pay as follows:

Remuneration policy element Fair and responsible pay principle

AngloGold Ashanti’s remuneration is aligned to the 
strategic objectives and shareholder outcomes

AngloGold Ashanti’s variable pay is directly correlated to the achievement of 
measures linked to its scorecard. These metrics are linked to the creation of value 
over a mix of short-, medium- and long-term periods. Metrics are approved by 
the committee and recommended to the board for approval. AngloGold Ashanti is 
transparent with the approved metrics, and these are reported in the annual report.

Remunerate to motivate and reward the right 
behaviour and performance of employees and 
executive management team

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

Individual performance is measured on an annual basis for all employees. These 
include both individual and Company performance measures; financial and non-
financial drivers including environmental, social, and governance (ESG) and people 
metrics. The DSP incentive scheme includes 37.5% of metrics that measure non-
financial targets. The metrics are reviewed by the committee on an annual basis to 
ensure that they are reflective of stretch performance.

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

All remuneration falls within the ambit of the committee; all senior management 
remuneration is subject to approval by the committee. The DSP metrics include 
ESG and gender diversity metrics. Safety, community and diversity are included in 
AngloGold Ashanti’s values. The incentive scheme furthermore contains a forfeit/
claw-back and malus clause. The executive management team is subject to a 
minimum shareholding requirement.

Promote an ethical culture and responsible 
corporate citizenship

It is imperative that all employees receive a minimum level of remuneration that 
enables participation in the economy. At this point, AngloGold Ashanti 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 
employees are paid a market-related salary for the role which they occupy, with 
due consideration to levels of performance.

All decisions on remuneration are scrutinised to ensure that they are:

• Impartial and non-discriminatory

• Rational and objective

• Aligned to local legislation

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

The difference in pay between job levels is justified in the context of the level of 
responsibility of the job, complexity of the job, and the consequence and impact 
thereof on the organisation. The Gini co-efficient is used to ensure that the income 
dispersion between high- and low-income earners is not outside market norms.

the diversity requirements of each. The document, which has 10 
key pillars including organisational culture and management style, 
will help us breathe life into our corporate values – particularly 
to value diversity – and will assist in continuing to build an 
organisation that better reflects the demographics of the societies 
in which we operate.

Significant work has been completed in the preparation of our 
inclusion in the inaugural Bloomberg Gender-Equality Index (GEI). 
This further demonstrates our commitment to paying more than 
lip service to addressing the challenge of gender inequality, both 
internally and in the communities where we operate.

The group executive management team has 33% female 
representation, while 19% of the global workforce is comprised of 
females. The AngloGold Ashanti board of directors has 36% female 
representation, which represents a 9% improvement from 2018 
due to the appointment of Ms Maria Ramos as a non-executive 
director in June 2019. 

The Company subscribes to various bodies and interest groups 
that focus on gender diversity, which has provided the opportunity 
to adopt best practices from other organisations, particularly in the 
mining industry.

Furthermore, our gender diversity metric which forms part of our 
DSP incentive scheme has achieved stretch performance for the 
DSP 2019 results. For our DSP 2020 measures, enhanced targets 
have been approved by the committee as outlined on page 17 
of the <NOM>, emphasising the Company’s commitment to the 
promotion of gender equality and diversity across all operations.
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REMUNERAT ION REPORT  CONT INUED

Section two: Overview of remuneration policy (continued)

Remuneration element  
and link to strategy Operation and objective Maximum opportunity Performance measures

Base salary

A competitive salary provided 
to employees to ensure that 
their experience, contribution 
and appropriate market 
comparisons are fairly 
reflected 

• Base salaries are reviewed annually 
and are effective from 1 January  
each year 

• Employee’s base salaries are 
determined by considering 
performance; market comparison 
against companies with a similar 
geographic spread; market 
complexity, size and industry; and 
internal peer comparisons. AngloGold 
Ashanti positions guaranteed pay at 
the median of the applicable markets 
and where there is a shortage of 
specialist and/or key technical skills, 
will pay higher than the median

• The CEO makes recommendations 
on the executive management team 
but does not make recommendations 
on his own base salary. This is 
reviewed by the committee and 
approved by the board

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). A CPI increase 
pool is approved annually 
by the committee. 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 
members of the executive 
management team and 
employees

Pension

Provides a defined 
contribution retirement 
benefit, in addition to the base 
salary, aligned to the schemes 
in the respective country in 
which the employee operates

• Funds vary depending on jurisdiction 
and legislation

24.75% of base salary for the 
CEO and lower contributions 
for others, dependent on their 
retirement schemes

Not applicable

Medical insurance

Provides medical aid 
assistance, in addition to base 
salary, aligned to the schemes 
in the respective country in 
which the employee operates

• Provided to all employees 
through either a percentage of 
fee contribution, reimbursement 
or Company-provided healthcare 
providers

In line with approved policy Not applicable

Benefits

Provided to ensure broad 
competitiveness in the 
respective markets, in 
addition to base salary

• Benefits are provided based on local 
market trends and may include items 
such as life assurance, disability 
and accidental death insurance, 
assistance with tax filing, cash in lieu 
of leave not taken (above legislated 
minimum leave requirements), 
and occasional spousal travel 
(for members of the executive 
management teams)

In line with approved policy Not applicable

2019 remuneration policy and structure

The table alongside sets out the remuneration policy that applies to all employees for 2019. The table details each component’s link to 
AngloGold Ashanti's strategy, objectives, performance measurements and the maximum opportunity associated with  
each component. The full remuneration policy can be found in the <NOM>. 

Relative total shareholder return

Absolute shareholder return

Norm
alised cash return on equity (nCROE)

Prod
uctio

n

All-in sustaining costs

Variable pay

The DSP, as set out below, is driven by a single scorecard, 
comprising short- and long-term metrics. The committee 
believes that this scheme has achieved the objectives that it had 
set out upon the design of the scheme, namely: simplification, 
transparency, increased alignment with shareholder interests, 
while remaining compliant with regulatory requirements. The 
target metrics for the DSP are reviewed annually to ensure that 
they provide suitable stretch, are aligned to the business plan and 
budget, and are within benchmark practices of our competitors. 

The selection of metrics ensures a balance that mitigates excessive 
risk taking, and places focus on items that are within the control 
of employees, such as production and reduction of costs. It is the 
committee’s view that this overall balance drives the right behaviour, 
in line with our values. 

The DSP has placed greater focus on cash generation and capital 
efficiency by reducing measures that are outside of management’s 
control such as the gold price. This is best illustrated as follows, with 
metrics not directly impacted by gold price highlighted by the black 
arc in the diagram below (37.5% out of the total score of 100%):
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2 Major hazard management critical control percentage compliance

3
Health – site compliance to the global safety standards on 
organisational health, wellness and fitness for work standards
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of critical controls and actions managed to closure

5 Number of reportable environmental incidents at operating mines
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Greenhouse gas emissions intensity at gold producing operations, 
measured in kg CO2e/tonne

7 Community: number of human rights violations
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Number of business disruptions as a result of  
community unrest
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9 Strategic successor coverage ratio for leadership roles
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REMUNERAT ION REPORT  CONT INUED

Section two: Overview of remuneration policy (continued)

Alignment of strategy, pay and performance in the DSP scheme
In line with AngloGold Ashanti’s strategic objectives, the DSP metrics were designed to deliver on these key focus areas:

Strategic focus area: Description Supportive DSP metric 

Optimise overhead, 
costs and capital 
expenditure

All spending decisions must be thoroughly 
scrutinised to ensure they are optimally 
structured and necessary to fulfil our core 
business objective.

• Production

•  All-in sustaining costs

•  Normalised cash return on equity

•  Relative and absolute total shareholder return

•  Asset optimisation

•  Safety

Improve portfolio 
quality

We have 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.

•  Mineral Resource additions pre-depletion

•  Ore Reserve pre-depletion

•  Production

•  All-in sustaining costs

•  Relative and absolute total shareholder return

Maintain long-term 
optionality

While we are focused on ensuring the 
most efficient day-to-day operation of 
our business, we must keep an eye on 
creating a competitive pipeline of long-term 
opportunities.

•  Mineral Resource additions pre-depletion

•  Ore Reserve pre-depletion

•  All-in sustaining costs

•  Relative and absolute total shareholder return

Focus on people, 
safety and 
sustainability

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

•  People

•  Safety

•  Environment, health and community

•  Relative and absolute total shareholder return

Ensure financial 
flexibility

We must ensure our balance sheet  
always remains able to meet our core funding 
needs.

•  Production

•  All-in sustaining costs

•  Relative and absolute total shareholder return

•  Asset optimisation

Support ing our 
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Deferred Share Plan (DSP)

Remuneration element  
and link to strategy Operation and objective

Maximum 
opportunity Performance measures

AngloGold Ashanti 
has used a single 
incentive for short-
term and long-term 
performance. 

The DSP is designed 
to encourage 
employees to meet 
strategic short-, 
medium- and long- 
term objectives that will 
enable value delivery 
to shareholders, by 
achieving defined 
Company objectives.

Permanent employees who do not participate in a 
production bonus are eligible to participate in the DSP. 
Participation is at the discretion of the committee.

A portion of the award is paid in cash as a bonus, and the 
balance is delivered as either deferred cash (for Stratum 
levels III – middle management – and below) or deferred 
shares (for Stratum level IV – senior management – and 
above), vesting equally over a period of two to five years 
depending on the level.

The total incentive is determined based on a combination 
of Company and individual performance measures, defined 
annually and weightings are applied to each measure. 
The metrics are defined against the objectives that most 
strongly drive Company performance and are weighted to 
financial outcomes, production, cost and sustainability.

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.

Details of 
threshold, 
on-target and 
maximum 
awards for all 
staff are shown 
in the table 
below. 

Note that 
below threshold 
performance 
will result in no 
payment.

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.

Details of the performance measure 
weightings of Company and 
individual KPIs are shown in the 
table below.

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.

The table below sets out the performance measure weightings (Company and individual): threshold, on-target and maximum for the DSP awards.
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CEO (VII) * 5 70% 30% 50.0% – 100.0% 150.0% 100.0% – 200.0% 300.0% 150.0% – 300.0% 450.0%

CFO (VIH) * 5 60% 40% 42.5% – 92.5% 135.0% 85.0% – 185.0% 270.0% 127.5% – 277.5% 405.0%

Executive  
management (VIL) * 5 60% 40% 37.5% – 87.0% 124.5% 75.0% – 174.0% 249.0% 112.5% – 261.0% 373.5%

Senior  
management (IVH – V) 3 50% 50% 26.0% – 39.0% 65.0% 52.0% – 78.0% 130.0% 78.0% – 117.0% 195.0%

Senior management (IVL) 2 50% 50% 24.0% – 27.0% 51.0% 48.0% – 54.0% 102.0% 72.0% – 81.0% 153.0%

Middle management (IIIH) 2 40% 60% 16.5% 16.5% – 33.0% 33.0% 33.0% – 66.0% 49.5% 49.5% – 99.0%

Middle management 
(IIIL – IIIM) 2 40% 60% 12.5% 12.5% – 25.0% 25.0% 25.0% – 50.0% 37.5% 37.5% – 75.0%

* Please see amendments to performance measure weightings in the <NOM> on page 16
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Malus and claw-back
The committee 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 our results which may have caused 
the over allocation of cash bonus, deferred cash and deferred 
share allocations

• Misconduct, including but not limited to the participant acting 
fraudulently or dishonestly or being in material breach of their 
obligations to AngloGold Ashanti as described in our Disciplinary 
Code and Procedure policy, will result in 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

For details on the enhancements, see page 18 in the <NOM>.

Remuneration scenarios at different 
performance levels
The graphs alongside depict the pay mix of the executive 
management team in line with the 2019 remuneration policy. The 
graphs alongside represent actual outcomes of the DSP detailed 
above at below threshold performance (which will result in zero 
variable pay), threshold, target and maximum performance. 

Graphs alongside represent the pay mix percentage. Note that 
the long-term incentive (DSP deferred shares) is payable annually 
in five equal tranches.

REMUNERAT ION REPORT  CONT INUED

Section two: Overview of remuneration policy (continued)

Remuneration element  
and link to strategy Operation and objective

Maximum 
opportunity Performance measures

A single set of 
performance objectives 
are used, reviewed 
and approved annually 
by the committee, 
based on the impact 
on AngloGold Ashanti’s 
performance.

At the end of each financial year, the Company and the 
CEO’s performance is assessed by both the committee 
and the board against the defined metrics to determine 
the quantum of the cash portion and the quantum of the 
deferred portion namely:

Cash portion:
Base pay x individual performance weighting x on target 
cash percentage x individual performance modifier (KPIs: 
1 – 5 rating)

+

Base pay x Company performance weighting x on-target 
cash percentage x Company performance modifier

Deferred cash/shares:
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

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. 

Company metrics, each with their 
own weighting, are:

• Relative total shareholder return*

• Absolute total shareholder return*

• 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

The committee reserves the right to 
apply a safety multiplier to the total 
score which can detract from the 
final score. 

Relative total shareholder return 
is measured against a carefully 
selected peer group of seven 
comparators recommended by the 
committee 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.

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

Deferred Share Plan (DSP) (continued)
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Pay mix for all employees is informed by market surveys. As such, the pay mix for all employees will vary depending on level, jurisdiction 
and the legislation in which we operate. Note that the base salary for Executive Committee members is based on the average earnings for 
current members.
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REMUNERAT ION REPORT  CONT INUED

Section two: Overview of remuneration policy (continued)

Prior period short- and long-term incentives
As highlighted previously, with effect from January 2018, AngloGold Ashanti implemented the DSP which replaced all previous short- and 
long-term incentive plans. For purposes of the implementation report, which reflects the incentives payable in prior years, the following 
section describes the short- and long-term incentives applicable prior to 2018. The remaining awards under these plans have vested, with a 
final payment in March 2020.

Operation and objective Maximum opportunity Performance measures

Short-term incentive plan (STIP): Bonus Share Plan (BSP)

STIP metrics were defined annually and 
weightings were applied to each measure. 
The metrics were defined against the 
objectives that most strongly drive Company 
performance and were heavily weighted to 
production, cost and safety.

Each metric was weighted and had a threshold, 
target and stretch definition based on the 
Company budget and the desired stretch targets 
for the year.

The STIP was delivered as a cash element and a 
deferred equity element, with 50% vesting  
12 months after the date of issue and remaining 
50% vesting on the 24th month after issue.

At the end of each financial year, AngloGold 
Ashanti's and the CEO’s performances were 
assessed by the committee and the board 
against the defined metrics to determine the 
award to be granted.

Stratum III (middle management) employees and 
above, who did not participate in production 
bonuses, were eligible to participate.

The deferral was intended to be delivered in 
equity, but the committee retained the discretion 
to deliver in cash should there be a requirement, 
for example, where the shares available for 
issue were below the required amount to satisfy 
employee allocation needs. Participation in the 
STIP was at the discretion of the committee.

CEO:

Maximum award – 200% of base salary
(cash 80% + deferred equity/cash award 120%)

Target award – 100% of base salary
(cash 40% + deferred equity/ cash award 60%)

Threshold award – 50% of base salary
(cash 20% + deferred equity/ cash award 30%)
Below threshold achievement results in a 0% payment 

CFO:

Maximum award - 175% of base salary
(cash 70% + deferred equity/cash award 105%)

Target award – 87.5% of base salary
(cash 35% + deferred equity/cash award 52.5%)

Threshold award – 43.75% of base salary
(cash 17.5% + deferred equity/cash award 26.25%)

Below threshold achievement results in a 0% payment

EXCO:

Maximum award – 150% of base salary
(cash 60% + deferred equity/ cash award 90%)

Target award – 75% of base salary
(cash 30% + deferred equity/cash award 45%)

Threshold award – 37.5% of base salary
(cash 15% + deferred equity/cash award 22.5%)

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

CFO and EXCO:

Performance measures:

• 60% Company objectives

• 40% individual KPIs (as 
reviewed by the CEO) 

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 (CIP)

The CIP was offered annually to create 
shareholdings held by the executive management 
team to meet their minimum shareholding 
requirements (introduced in 2013). These were 
implemented to achieve alignment of shareholder 
and executive management team interests.

The executive management team member 
invests up to 50% of their net cash bonus in 
Company shares, after 12- and 24-month 
periods, AngloGold Ashanti offers 150% of the 
amount originally purchased by the executive, 
in shares purchased on market, provided the 
executive management team member remains in 
employment and retains the original investment.

150% of the equity originally invested over a 
deferred 24-month period

Quantum based on STIP 
achievement

Operation and objective Maximum opportunity Performance measures

Long-Term Incentive Plan (LTIP)

The LTIP metrics were reviewed and defined 
annually in accordance with the strategy. (It is 
important to note that any amendment would 
be applied on a go-forward basis to newly 
allocated awards with no retrospective metric 
changes to existing awards).

Weightings were provided to the metrics which 
must be achieved over a three-year period.

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

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

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

A share under the LTIP was 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 committee.

CEO:

Range of award – 160 – 250% of base salary

CFO: 

Range of award – 140 – 200% of base salary

EXCO: 

Range of award – 140 – 200% of base salary

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)

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

•  Development and attraction 
and retention of people 
(measured by the succession 
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

On 18 February 2020, the committee approved that the 2017 long-term awards be settled as 50% cash settled  
and 50% share settled for executive management and 100% cash settled for the remaining eligible participants.

Dividends

At vesting, equivalent cash payments subject 
to applicable PAYE, are provided to all 
participants of the STIP and LTIP.

In line with AngloGold Ashanti's dividend  
payment policy

Paid post vesting
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REMUNERAT ION REPORT  CONT INUED

Section two: Overview of remuneration policy (continued)

Recruitment policy
When recruiting a member of the executive management team, a 
comparative benchmarking exercise is undertaken to determine the 
size, nature and complexity of the role, and skills availability in the 
market prior to making a competitive offer. 

The following will be considered when recruiting external hires: 

•  External appointments will not be paid more than what they 
would have lost at their previous employer within a 12-month 
period. The terms of the payment will reflect the nature of the 
remuneration forfeited (salary, other contractual payments, 
annual bonus and/or share based elements including in-flight 
share awards), time horizons and any performance requirements. 
The committee will not offer any sign-on bonus for example, a 
“golden hello”.

•  In the case of share awards forfeited they will have equivalent 
performance conditions unless the committee determines 
otherwise. 

•  The committee will also take into account both market practice 
and any relevant commercial factors in considering the terms of 
the buy-out award;

•  A time period is applied to a buy-out with a minimum claw-back

The committee has made enhancements to the recruitment policy 
for 2020 and details can be found on page 19 of the <NOM>.

Termination policy
Members of the executive management team, and all permanent 
employees 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 employee 
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.

Reasons for termination

Voluntary  
resignation

Dismissal/
termination  
for cause

Normal and early retirement,  
retrenchment and death 

Mutual  
separation

Base salary Base pay will be paid over 
the notice period or as a 
lump sum

Base pay will 
be paid until 
employment 
ceases

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

Base pay will be paid over the notice 
period or as a lump sum

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

Pension 
contributions 
will be paid until 
employment 
ceases 

Pension contributions will be paid until  
employment ceases

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

Medical 
provisions

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

Medical 
provision/
payment will be 
provided until 
employment 
ceases

Medical provision/payment will be 
provided until employment ceases

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

continued overleaf

Reasons for termination

Voluntary  
resignation

Dismissal/
termination  
for cause

Normal and early retirement,  
retrenchment and death 

Mutual  
separation

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

Benefits will 
fall away when 
employment 
ceases

Benefits will fall away when 
employment ceases

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

DSP cash 
bonus

Forfeit, no 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 
to the date of separation and the 
participant shall be entitled to receive 
a pro-rated deferred cash value taking 
into account the period that the 
participant has been in employment 
during the vesting period.

The vesting date will be accelerated 
to the date of separation and the 
participant shall be entitled to receive 
a pro-rated deferred cash value taking 
into account the period that the 
participant has been in employment 
during the vesting period.

Deferred 
share awards

Unvested awards lapse Unvested  
awards lapse

Retrenchment and retirement (early, 
normal and late):

Senior managers – upon 
termination, the vesting date will be 
accelerated to the date of separation 
and the participant shall be entitled to 
receive pro-rated shares taking into 
account the period that the participant 
has been in employment during the 
vesting period. Vested shares may be 
exercised within six months following 
termination date.

Executives – upon termination of 
employment, vested shares may be 
exercised within six months following 
termination date. The participant will 
continue to hold unvested shares post 
termination of employment to vest at 
the original vesting date. Upon vesting 
of these shares, participant has up to 
six months to exercise vested shares. 

Death: 
All participants – upon death of an 
employee, the vesting date will be 
accelerated, and the participant’s 
estate shall be entitled to receive the full 
vested and unvested deferred shares 
within 12 months from date of death.

Senior managers – upon 
termination, the vesting date will be 
accelerated to the date of separation 
and the participant shall be entitled to 
receive pro-rated shares taking into 
account the period that the participant 
has been in employment during the 
vesting period. Vested shares may be 
exercised within six months following 
termination date.

Executives – upon termination of 
employment, vested shares may be 
exercised within six months following 
termination date. The participant will 
continue to hold unvested shares post 
termination of employment to vest at 
the original vesting date. Upon vesting 
of these shares, participant has up to 
six months to exercise vested shares. 

(continued)
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REMUNERAT ION REPORT  CONT INUED

Section two: Overview of remuneration policy (continued)

Minimum shareholding requirements
The committee is of the opinion that share ownership by executive management team members demonstrates their commitment to 
AngloGold Ashanti's success 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 management team.

All executive management team members are required to have a minimum shareholding in the Company as per the table below:

Within three years of appointment/from 
introduction of MSR

Within six years of appointment/from  
introduction of MSR

Holding 
requirement

CEO 100% of net annual base salary 200% of net annual base salary Indefinite

Executive Management Team 75% of net annual base salary 150% of net base salary Indefinite

II.  An amount equivalent to I above, and inclusive of the value 
of any pension contributions that would have been made by 
the Company in the notice period following the termination 
date (less such tax and national insurance contributions as the 
Company is obliged to deduct from the sum);

III.  The vesting date will be accelerated to the date of the event 
and the participant shall be entitled to receive pro-rated shares 
taking into account the period that the participant has been in 
employment during the vesting period. 

Remuneration consultants
In line with best common practice, the committee 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 committee. PwC 
is invited to attend all meetings of the committee and has regular 
access to the committee's Chairperson and members. 

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 2019, fees payable to PwC 
amounted to c. R786,000 (2018: c. R432,000). 

Key focus areas with which PwC assisted in 2019 were:

• Gini co-efficient, wage differential calculations and associated 
benchmarking

• Market trends, updates and best practice guidelines

• Committee training, where required

It is the committee’s opinion that PwC has acted in an independent 

manner, in that they have primarily provided directional and 

strategic advice. 

The committee also made use of the services and output of Mercer, 

who provided global survey data and analysis. Mercer’s charges 

amounted to c. R524,000 (2018: c. R472,000).

Non-executive directors’ remuneration policy 

AngloGold Ashanti’s non-executive directors (NEDs) continue to 

be paid according to their roles. The policy is applied using the 

following principles:

• 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, if any, are 

implemented in July. They are set using a global comparator 

group which is derived from companies with similar size, 

complexity and geographic spread

• Fees have remained unchanged since 2014

• NEDs receive a travel allowance for travel outside of their home 

country for site visits and board meetings

• NEDs are not eligible to receive any short- or long-term 

incentives

• Based on market data provided by PwC in accordance with the 

selected peer group, a 2% US dollar inflationary increase will be 

proposed to the non-executive director fee only for 2020. (Details 

of the proposed increase are presented on page 7 of the <NOM>)

• No increase will be proposed to committee fees as these remain 

favourably positioned against the market

The following count towards an individual MSR:

•  JSE/NYSE shares purchased on the market, either directly or 
indirectly, for personal reasons 

•  Vested shares from AngloGold Ashanti's previous share incentive 
schemes (BSP and LTIP and any other historic schemes), as well 
as vested shares from the current DSP. 

The committee has amended the MSR requirements for 2020. 
Details of the changes can be found on page 22 of the <NOM>.

Service contracts 
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. 

South African executive management team members are paid 
a portion (of up to 40%) 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. 

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

•  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; and

•  Executive management team member contracts are either 
terminated or their role and employment conditions are curtailed

In the event of a change in control becoming effective, the 
executive management team member will in certain circumstances 
be subject to both the notice period and the change in control 
contract terms.

Executive management employment contracts provide that, in the 
event of their employment being terminated as a result of a change 
of control, the following is applicable: 

I. All salary, benefits and bonuses in lieu of their notice pay;

IduapriemIduapriem
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Cash payment ($800,000)
The sign-on cash payment of $800,000 was in lieu of the annual 
bonus which Mr Dushnisky was eligible for from his previous 
employer, Barrick Gold, but would ordinarily have been forfeited on 
termination of his employment. Notwithstanding his departure, the 
Remuneration Committee of Barrick Gold exercised their discretion to 
make an incentive payment to Mr Dushnisky post the cessation of his 
employment for the flexibility shown by him regarding his departure 
date and the delivery of agreed matters of strategic importance as 
disclosed in the Barrick Gold 2019 Information Circular published in 
March 2019 relating to the financial year ending 31 December 2018. 
In light of this, Mr. Dushnisky has voluntarily repaid the $800,000  
sign-on cash payment to the Company.

Sign-on payment ($4,200,000)
While the payment of $4.2m was disclosed in the 2018 
Remuneration report, it was incorrectly described as a share buy-
out. The correct position is that, at the time of the negotiations, 
Mr Dushnisky expected corporate activity under discussion at the 
time by his former employer that would entitle him to a substantial 
contractual severance payment. He was prepared to wait for this 
activity to materialise and for the payment to become due, after 
which time he would join AngloGold Ashanti.

However, in light of AngloGold Ashanti’s requirement that he start 
immediately after the departure of the former CEO, the parties 
agreed to a value that took into account Mr Dushnisky’s expected 
loss of compensation and his willingness to start at the earlier date.

Annual salary review
In 2019, the January annual increases resulted in each member of 
the executive management team receiving an increase in line with 
the CPI in their respective jurisdictions. This is in line with increases 
for all AngloGold Ashanti employees. The respective CPI increases 
applicable to the executive management team were as follows:

Region Increase 

Australia 3.0%

South Africa 5.7%

USA 2.5%

Executive movements
In 2019, the following executive management team  
members retired:

•  Mr Charles Carter, Executive Vice President: Strategy, on  
31 March 2019

•  Mr Chris Sheppard, Chief Operating Officer: South Africa on  
15 March 2019

•  Mr David Noko, Executive Vice President: Group Sustainable 
Development, on 28 February 2019

REMUNERAT ION REPORT  CONT INUED

Section three: Remuneration implementation report – January to December 2019

Information regarding CEO’s remuneration on 
joining AngloGold Ashanti

At the Annual General Meeting (AGM) held on 9 May 2019, 
58.51% of shareholder voting supported implementation of the 
remuneration report compared with support of 98.31% for the 
remuneration policy. This level of support necessitated engagement 
by the committee Chairperson with 30% of investors to better 
understand their perspectives and ensure that our remuneration 
practices and reporting reflect their views.

As set out in the committee Chairperson’s letter, one of the main 
areas for engagement with shareholders related to the sign-on 
terms accompanying Mr Kelvin Dushnisky’s appointment. The 
Chairperson committed to providing a detailed explanation of the 
approach the committee took in determining the above payments, 
to clarify the disclosure in our 2018 report. 

As previously disclosed in our 2018 Remuneration Report,  
Mr Dushnisky’s payments at joining included:

• A pro-rata sign-on cash payment of $800,000 in lieu of his 
previous company’s 2018 performance year 

•  A sign-on award valued at $4,200,000, made up of the following 
components and terms as per the tables below: 

Vesting date Value of cash sign-on bonus in US$

1 January 2019 400,000

1 January 2020 1,000,000

Total 1,400,000

Vesting date
Value of 

shares (US$) (1)

Value of 
shares (ZAR)

Number of 
AngloGold 

Ashanti shares

1 January 2019 1,400,000 20,188,000 175,877

1 January 2020 700,000 10,094,000 87,939

1 January 2021 700,000 10,094,000 87,939

Total 2,800,000 40,376,000 351,755

(1)  Value of shares is based on award date and not vesting date 
calculated on a five-day VWAP prior to Mr Dushnisky’s starting date 
of 1 September 2018. In accordance with the above tables, a cash 
payment of $400,000 was made to Mr Dushnisky on 1 January 2019 
and 175,877 AngloGold Ashanti shares vested on 1 January 2019. 

T his sect ion of  the Remunerat ion Report  explains 
the implementat ion of  the remunerat ion pol icy by 
providing detai ls  of  the remunerat ion paid  

to members of  the execut ive management team and  
non-execut ive directors for  the f inancial  year ended  
31 December 2019. 

Executive management team pay
2019 saw the gold price and share price increase. Cost control 
remains a key imperative and the external market reflected  
similar challenges. 

On behalf of AngloGold Ashanti, Mercer conducts a biennial 
bespoke survey of executive management team remuneration. 
For 2019, the committee 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. 

2019 Comparator benchmark group

Anglo American Platinum

Agnico Eagle Mines

Barrick Gold Corporation

B2Gold Corporation

Eldorado Gold Corporation

Evolution Mining Limited

Gold Fields Limited

IAMGOLD Corporation

Impala Platinum Holdings Limited

Kinross Gold Corporation

Newcrest Mining Limited

Newmont / Goldcorp

Sibanye-Stillwater Limited

South32

Yamana Gold Incorporated

All retirees received the standard payments as per the retirement 
policies in place at AngloGold Ashanti. 

Mr Sicelo Ntuli was appointed Executive Vice President: Chief 
Operating Officer: Africa Operations, and Mr Stewart Bailey was 
appointed Executive Vice President: Corporate Affairs, effective 
1 January 2019. Both were internal promotions, confirming our 
commitment to succession planning and developing internal talent.

Mr Pierre Chenard was appointed Executive Vice President: 
Strategy and Corporate Development, on the following terms:

•  Base pay: R8,380,580 per annum

•  Medical aid insurance through BUPA

•  International pension scheme membership

•  A sign-on award, which Mr Chenard received on appointment 
for compensation forfeited from his previous employer. This was 
based on the fair value of unvested share awards which lapsed 
on the cessation of his employment and other remuneration 
and benefits as detailed below. The buy-out award for Mr 
Chenard took into account the proportionate achievement of the 
relevant performance conditions and the time elapsed from the 
date of grant under the terms of the former employer's share 
scheme. As such, it was concluded that the buy-out award 
featured no further corporate performance conditions other than 
new time-based vesting conditions.

Vesting date
Value of cash sign-on 

bonus in US$
Value of cash sign-on 

bonus in ZAR

1 April 2019  225,000 3,165,000

1 April 2020 225,000 3,165,000

Total 450,000 6,330,000

Vesting date

 Value of  
shares  

in US$ (1)

Value of  
shares  
in ZAR

Number of 
AngloGold 

Ashanti shares

1 April 2020 450,000 6,513,255 32,475

1 April 2021 450,000 6,513,255 32,476

Total 900,000 13,026,510 64,951

(1)  Value of shares is based on award date and not vesting date 
calculated on a five-day VWAP prior to Mr Chenard’s starting date of 
1 April 2019. In accordance with the above tables a cash payment 
of R3,165,000 was made to Mr Chenard on start date, 1 April 2019.

Shares will vest in accordance with the JSE Listings Requirements.

The table overleaf represents the executive management team’s 
remuneration for 2019 and 2018. It comprises an overview of all the 
pay elements received by the executive management team for the 
12-month periods ended 31 December 2019 and 31 December 
2018 respectively.
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Section three: Remuneration implementation report – January to December 2019 (continued)

Single total figure remuneration
Base salary

Pension  
scheme benefits

Once-off  
relocation costs

Cash in lieu of 
dividends

Other  
benefits (2)

Awards earned during the period reflected but not yet settled

Single total figure remuneration

ZAR  
denominated 

portion

US$/AUD 
denominated 

portion (1)

DSP  
awards (3)

CSLTIP  
awards (4)

Sign-on awards  
granted 

ZAR '000 ZAR '000 ZAR '000 ZAR '000 ZAR '000 ZAR '000 ZAR '000 ZAR '000 ZAR '000 ZAR '000 US$ '000 (8)

Executive directors
KPM Dushnisky 2019 –  18,608  4,648  2,726  142  2,578  61,842  –  –  90,544  6,268 

2018  –  5,740  1,421  –   –   127  19,586  –   73,400  100,274  7,570 
KC Ramon 2019  5,585  3,981  779  –   194  893  29,135  33,064  –   73,631  5,097 

2018  5,246  3,446  725  –   124  1,038  26,097  10,316  –   46,992  3,547 
Total executive directors 2019  5,585  22,589  5,427  2,726  336  3,471  90,977  33,064  –   164,175  11,365 

2018  5,246  9,186  2,146  –   124  1,165  45,683  10,316  73,400  147,266  11,117 

Prescribed officers
SD Bailey 2019  3,879  2,560  –   –   37  1,160  18,087  5,917  –   31,640  2,190

2018  –   –   –   –   –   –   –   –   –   –   –  
CE Carter (6) 2019  –   2,791  5,524  –   –   2,277  –   –   –   10,592  733 

2018  –   9,557  1,381  –   131  855  27,026  10,316  –   49,266  3,719 
PD Chenard (5) (7) 2019  2,933  3,900  –   1,270  –   1,729  18,362  –   19,356  47,550  3,292

2018  –   –   –   –   –   –   –   –   –   –   –  
GJ Ehm 2019  –   9,074  251  –   163  611  25,329  33,064  –   68,492  4,742 

2018  –   8,693  248  –   116  578  23,577  10,316  –   43,528  3,286 
L Eybers 2019  1,377  7,945  251  1,135  64  2,310  25,054  29,160  –   67,296  4,659 

2018  4,795  3,151  248  –   37  1,333  21,985  1,719  –   33,268  2,511 
DC Noko (6) 2019  869  396  117  –   17  1,110  –   –   –   2,509  174 

2018  4,931  2,083  658  –   92  314  19,307  10,316  –   37,701  2,846 
S Ntuli 2019  4,607  2,871  631  –   36  343  21,041  7,526  –   37,055  2,565

2018  –   –   –   –   –   –   –   –   –   –   –  
ME Sanz Perez 2019  4,481  3,184  958  –   169  68  20,567  26,447  –   55,874  3,868 

2018  4,196  2,757  869  –   88  62  19,238  10,316  –   37,526  2,833 
CB Sheppard (6) 2019  1,159  528  160  –   169  830  –   –   –   2,846  197 

2018  5,213  2,202  696  –   40  349  20,410  10,316  –   39,226  2,961 
TR Sibisi 2019  4,944  2,337  910  –   158  61  19,638  22,713  –   50,761  3,514 

2018  4,778  1,569  793  –   19  94  18,183  10,316  –   35,752  2,699 

Total prescribed officers 2019  24,249  35,586  8,802  2,405  813  10,499  148,078  124,827  19,356  374,615  25,934

2018  23,913  30,012  4,893  –   523  3,585  149,726  63,615  –   276,267  20,855 

(1) Salary denominated in US$/AUD for global roles and responsibilities converted to ZAR on payment date.

(2)  Other benefits include health care, group personal accident, disability, funeral cover, accommodation allowance, airfare and surplus leave encashed. Surplus leave 
days accrued are automatically encashed unless work requirements allow for carry over.

(3)  The fair value of the DSP comprises a cash bonus and share awards for the year ended 31 December 2019 with the cash bonus payable in February 2020 and the 
share awards allocated in February 2020, vesting over a five-year period in equal tranches.

(4)  The fair value of the CSLTIP granted in 2017 with a three-year performance period ended 31 December 2019. The awards vested on 1 March 2020.

Executive directors’ and prescribed officers’ remuneration 
The tables below illustrate the single total figure of remuneration and the total cash equivalent received reconciliation of executive directors 
and prescribed officers as prescribed by King IV. They provide an overview of all the pay elements available to the executive management 
team for the year ended 31 December 2019.

Reflected
In respect of the DSP and LTIP plans, remuneration is reflected when 
performance conditions have been met during the reporting period.

Settled 
This refers to remuneration that has been included in prior reporting 
periods and has now become payable (may not yet have been 
paid) to the executive in the current period.

(5)  PD Chenard was awarded a sign-on award of ZAR19,356m at start date,1 April 2019, of which ZAR6.33m will be settled in cash with 50% payable upfront, 
the balance on 1 April 2020 and ZAR13,026m will be settled in shares to vest over a two-year period in equal tranches in accordance with the JSE Listing 
Requirements. 

(6)  All salary payments (including salary, performance related payments, pension and other benefits) for CE Carter (retired 28 March 2019), DC Noko (retired 28 February 
2019) and CB Sheppard (retired 15 March 2019) are pro-rated in accordance with their retirement dates.     

(7)  All salary payments (including salary, performance related payments, pension and other benefits) for PD Chenard are pro-rated in accordance with his start date,  
1 April 2019.           

(8)  Convenience conversion to US$ at the year-to-date average exchange rate of $1:R14.445 (2018: $1:R13.247).     

The following are definitions of terminology used in the adoption of the reporting requirements under King IV:  
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Section three: Remuneration implementation report – January to December 2019 (continued)

Total cash equivalent received reconciliation
Awards earned during the period reflected but 

not yet settled BSP, CIP and LTIP share awards settled Sign-on cash settled Sign-on shares settled

Total cash equivalent  
received reconciliation

Single 
total figure 

remuneration 
DSP awards 

(1)
CSLTIP 

awards (2)

Sign-on 
awards 
granted

DSP 2018 
cash portion 

settled
Grant fair 

value (4)

Market 
movement 

since grant 
date (4)

Vesting fair 
value (4) Grant fair value (4)

Currency 
movement since 

grant date (4)
Settlement fair 

value (4) Grant fair value (4)
Market movement 
since grant date (4)

Vesting fair 
value (4)

ZAR '000 ZAR '000 ZAR '000 ZAR '000 ZAR '000 ZAR '000 ZAR '000 ZAR '000 ZAR '000 ZAR '000 ZAR '000 ZAR '000 ZAR '000 ZAR '000 ZAR '000 US$ '000 (5)

Executive directors

KPM Dushnisky 2019 90,544 (61,842) – – 7,119  –   –   –  17,616 (1,010) 16,606 20,188 18,357 38,545  90,972  6,298 

2018 100,274 (19,586 ) – (73,400) –  –   –   –  – – – – – –  7,288  550 

KC Ramon 2019 73,631 (29,135) (33,064) – 8,378  21,504  2,849  24,353 – – – – – –  44,163  3,057 

2018 46,992 (26,097) (10,316) – 4,607  14,843 (4,384)  10,459 – – – – – –  25,645  1,936 

Total executive directors 2019 164,175 (90,977) (33,064) – 15,497  21,504  2,849  24,353 17,616 (1,010) 16,606 20,188 18,357 38,545  135,135  9,355 

2018 147,266 (45,683) (10,316) (73,400) 4,607 14,843  (4,384)   10,459  – –  32,933  2,486 

Prescribed officers

SD Bailey 2019 31,640 (18,087) (5,917) – 2,613  4,066  724  4,789 – – – – –  15,038  1,041 

2018 – – – – –  –   –   –  – – – – –  –   –  

CE Carter 2019 10,592 – – – 8,778  26,276  3,913  30,188 – – – – –  49,558  3,431 

2018 49,266 (27,026) (10,316) – 4,411  13,804 (4,079)  9,725 – – – – –  26,060  1,967 

PD Chenard (3) 2019 47,550 (18,362) – (16,191) –  –   –   –  – – – – –  12,997  900 

2018 – – – – –  –   –   –  – – – – –  –   –  

GJ Ehm 2019 68,492 (25,329) (33,064) – 7,113  19,622 (198)  19,424 – – – – –  36,636  2,536 

2018 43,528 (23,577) (10,316) – 4,116  13,163 (3,723)  9,439 – – – – –  23,190  1,751 

L Eybers 2019 67,296 (25,054) (29,160) – 6,701  7,463  2,825  10,289 – – – – –  30,072  2,082 

2018 33,268 (21,985) (1,719) – 3,691  4,466 (1,389)  3,077 – – – – –  16,332  1,233 

DC Noko 2019 2,509 – – – 5,851  24,906  4,316  29,222 – – – –  –   37,582  2,602 

2018 37,701 (19,307) (10,316) – 3,173  10,712 (2,943)  7,769 – – – – –  19,020  1,436 

S Ntuli 2019 37,055 (21,041) (7,526) – 3,269  3,956  1,046  5,002 – – – – –  16,759  1,160 

2018 – – – – –  –   –   –  – – – – –  –   –  

ME Sanz Perez 2019 55,874 (20,567) (26,447) – 5,864  18,839  1,460  20,299 – – – – –  35,023  2,425 

2018 37,526 (19,238) (10,316) – 3,159  10,181 (2,774)  7,407 – – – – –  18,538  1,399 

CB Sheppard 2019 2,846 – – – 6,186  25,446  4,338  29,783 – – – – –  38,815  2,687 

2018 39,226 (20,410) (10,316) – 3,354  4,737 (1,406)  3,331 – – – – –  15,185  1,146 

TR Sibisi 2019 50,761 (19,638) (22,713) – 5,495  17,709  876  18,585 – – – – –  32,490  2,249 

2018 35,753 (18,183) (10,316) – 2,886  2,251 (652)  1,599 – – – – –  11,739  886 

Total prescribed officers 2019 374,615 (148,078) (124,827) (16,191) 51,870  148,283  19,300  167,581 – – – – –  304,970  21,113 

2018 276,267 (149,726) (63,615) – 24,790  59,314 (16,966)  42,347 – – – – –  130,064  9,818 

(1)  The fair value of the DSP comprises a cash bonus and share awards for the year ended 31 December 2019 with the cash bonus payable in February 2020 
and the share awards allocated in February 2020, vesting over a five-year period in equal tranches. 

(2)  The fair value of the CSLTIP granted in 2017 with a three-year performance period ending 31 December 2019. The awards vested on 1 March 2020.
(3)  PD Chenard was awarded a sign-on award of ZAR19,356m at start date,1 April 2019, of which ZAR6.33m will be settled in cash with 50% payable upfront, 

the balance on 1 April 2020 and ZAR13,026m will be settled in shares to vest over a two-year period in equal tranches in accordance with the JSE Listing 
Requirements.

(4)  Reflects the sum of all the grant fair value, the sum of all the share price movements since grant to vesting date and the sum of all the vesting fair value for 
the vested CSLTIP 2016, vested BSP 2017 and 2018, vested CIP 2017 and 2018 vested sign-on share awards and difference in the currency movements 
for the vested sign-on cash settled award. These values include awards vested early for CE Carter, DC Noko and CB Sheppard in accordance with their 
retirement dates as per as per scheme rules.        

(5)  Convenience conversion to US$ at the year-to-date average exchange rate of $1:R14.445 (2018: $1:R13.247).

Details of the share incentive scheme awards follow.
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Section three: Remuneration implementation report – January to December 2019 (continued)

Number of unvested awards and movement during the reporting period

Sign-on share awards

Balance at  
1 January Granted

Vested, 
deemed 
settled

Forfeited/
lapsed

Balance at 
31 December

 Fair value 
of granted 
awards (1)

 Fair value 
of vested 
awards (2)

Fair value 
of unvested 

awards at  
31 December (3)

ZAR '000 ZAR '000 ZAR '000

Executive directors

KPM Dushnisky 2019  351,755 –  175,877 –  175,878  –   38,545  55,665 

2018 –  351,755  –  –  351,755  40,376 –   63,931 

Total executive 
directors

2019 351,755 – 175,877  –   175,878 –  38,545  55,665 

2018  –   351,755 – –  351,755  40,376  –   63,931 

Prescribed officers

PD Chenard 2019 –  64,951  –  –  64,951  13,026 –  20,557 

2018 – – – – – – –

Total prescribed 
officers

2019 –  64,951 – –  64,951  13,026 –  20,557 

2018 – – – – – – – –

Total sign-on  
share awards

2019  351,755  64,951  175,877 –  240,829  13,026  38,545  76,222

2018 –  351,755 –  –   351,755  40,376 –  63,931 

(1)  The fair value of granted awards represents the value of awards, calculated using a five business-day volume weighted average share price prior to 
grant date. The share awards were granted on start date and will vest over a two-year period in equal tranches in accordance with the JSE Listing 
Requirements.

(2) The fair value of KPM Dushnisky's vested awards represents the value received on settlement dates, 20 and 21 February 2019. 
(3) The fair value of unvested awards is calculated using the closing share price as at 31 December.

Number of unvested awards and movement during the reporting period continued

Balance at  
1 January 

2019 Granted

Vested, 
deemed 
settled

Forfeited/
lapsed

Balance at 
31 December 

2019

 Fair value 
of granted 
awards (1)

 Fair value 
of vested 
awards (2)

Fair value 
of unvested 

awards at  
31 December 

2019 (3)

DSP awards ZAR '000 ZAR '000 ZAR '000

Executive directors

KPM Dushnisky  –   67,742  –   –   67,742  13,848  –   21,440 

KC Ramon  –   89,782  –   –   89,782  18,353  –   28,416 

Total executive directors –  157,524  –   –   157,524  32,201  –   49,856 

Prescribed officers

SD Bailey –  19,196  –   –   19,196  3,924 –  6,076 

CE Carter –  98,451 – –  98,451  20,125 –  31,160 

PD Chenard –  –  – – – – – –

GJ Ehm –  82,037 – –  82,037  16,770 –  25,965 

L Eybers –  77,380 – –  77,380  15,818 –  24,491 

DC Noko –  67,548 – –  67,548  13,808 –  21,379 

S Ntuli –  24,006 – –  24,006  4,907 –  7,598 

ME Sanz Perez –  67,712 – –  67,712  13,842 –  21,431 

CB Sheppard –  71,409 – –  71,409  14,597  –   22,601 

TR Sibisi –  63,424 – –  63,424  12,965 –  20,074 

Total prescribed officers –  571,163 – –  571,163  116,756 –  180,775 

Other management  –   940,504  14,623  55,208  870,673  192,258 4,269  275,568 

Total DSP awards –  1,669,191  14,623  55,208  1,599,360  341,215 4,269  506,199 

(1)  The fair value of granted awards represents the value of awards, calculated using a five business day volume weighted average share price prior to grant 
date, 21 February 2019.

(2) The fair value of vested awards represents the value deemed received on settlement date.

(3) The fair value of unvested awards is calculated using the closing share price as at 31 December 2019.
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REMUNERAT ION REPORT  CONT INUED

Section three: Remuneration implementation report – January to December 2019 (continued)

Number of unvested awards and movement during the reporting period continued

Balance at 
1 January Granted Matched

Forfeited/ 
lapsed

Balance at  
31 December

 Fair value 
of granted 
awards (1)

 Fair value 
of matched 

awards (2)

Fair value of 
unvested awards 

at 31 December (3)

CIP awards ZAR '000 ZAR '000 ZAR '000

Executive directors

KPM Dushnisky 2019 –  –   –   –   –   –   –  –  

2018  –   –   –   –   –   –   –   –  

KC Ramon 2019  23,270  –   14,795  –   8,475  –   3,004  2,682 

2018  17,817  16,950  11,497  –   23,270  1,889  1,304  4,229 

Total executive directors 2019  23,270  –   14,795  –   8,475  –   3,004  2,682 

2018  17,817  16,950  11,497 –  23,270  1,889 1,304  4,229 

Prescribed officers

SD Bailey 2019  –  –  –  –   –   –   –  –  

2018 –  –  –  –  –  –   –  – 

CE Carter 2019  949  –   949  –   –   –   175  –  

2018  1,897  –   948  –   949  –   107  172 

PD Chenard 2019  –  –  –  –   –   –   –  –  

2018 –  –  –  –  –  –   –  – 

GJ Ehm (4) 2019  16,500  –   –   16 500  –   –   –   –  

2018  9,000  12,000  4,500  –   16,500  1,379  505  2,999 

L Eybers 2019  16,788  –   10,198  –   6,590  –   1,983  2,086 

2018  7,218  13,179  3,609  –   16,788  1,501  394  3,051 

DC Noko (5) 2019  15,370  –   15,370  –   –   –   2 974  –  

2018  12,929  10,606  8,165  –   15,370  1,195  930  2,793 

S Ntuli 2019 –  –  – – –  –  – –

2018 – – –  –  – – – –

ME Sanz Perez 2019  16,039  –   10,297  –   5,742  –   2,104  1,817 

2018  9,109  11,484  4,554  –   16,039  1,298  496  2,915 

CB Sheppard (5) 2019  14,358  –   14,358  –   –   –   2,855  –  

2018  8,016  10,350  4,008  –   14,358  1,121  442  2,610 

TR Sibisi 2019  9,304  –   6,184  –   3,120  –   1,249  987 

2018  6,127  6,240  3,063  –   9,304  676  334  1,691 

Total prescribed officers 2019  89,308  –   57,356  16,500  15,452  –   11,340  4,890 

2018  54,296  63,859  28,847  –   89,308  7,170  3,208  16,231 

Other management 2019  –   –   –   –   –   –   –   –  

2018  –   –   –   –   –   –   –   –  

Total CIP awards 2019  112,578  –   72,151  16,500  23,927  –   14,344  7,572 

2018  72,113  80,809  40,344 –  112,578  9,059  4,512  20,460

(1)  The fair value of granted awards represents the value of awards, calculated using the original investment share price on purchase date. Closed scheme, no 
awards granted in 2019.

(2)  The fair value of matched awards represents the value received on settlement dates.
(3)  The fair value of unvested awards is calculated using the closing share price as at 31 December.
(4)  These awards lapsed for GJ Ehm, in line with the rules of the scheme.
(5)  Includes awards vested early for DC Noko and CB Sheppard in accordance with their retirement dates, as per scheme rules.

Number of unvested awards and movement during the reporting period continued 

Balance at  
1 January Granted

Vested, 
deemed 
settled

Forfeited/ 
lapsed

Balance at  
31 December

 Fair value 
of granted 
awards (1)

 Fair value 
of vested 
awards (2)

Fair value of  
unvested awards 

at 31 December (3)

BSP awards ZAR '000 ZAR '000 ZAR '000

Executive directors

KPM Dushnisky 2019 –  –   –   –   –   –   –  –  

2018  –   –   –   –   –   –   –   –  

KC Ramon 2019  77,073 –  49,256  –   27,817  –   10,034  8,804 

2018  58,040  55,634  36,601  –   77,073  6,628  3,922  14,008 

Total executive directors 2019  77,073 –  49,256  –   27,817  –   10,034  8,804 

2018 58,040 55,634 36,601 – 77,073 6,628 3,922 14,008

Prescribed officers

SD Bailey 2019  22,549 –  14,243 –  8,306  –   2,903  2,629 

2018  –   –   –   –   –   –   –   –  

CE Carter (4) 2019  67,173  –   58,055  9,118  –  –  11,664  –  

2018  56,933  47,873  37,633  –   67,173  5,704  4,033  12,209 

PD Chenard 2019 –  –  – –  –  – –  –  

2018 – – –  –  – – – –

GJ Ehm 2019  62,783  –   39,786  –   22,997  –   8,109  7,279 

2018  49,381  45,993  32,591  –   62,783  5,480  3,492  11,411 

L Eybers 2019  53,626  –   31,338  –   22,288  –   6,419  7,054 

2018  23,627  44,575  14,576  –   53,626  5,311  1,562  9,747 

DC Noko (4) 2019  52,531 –  44,415  8,116 –  –  9,070 –

2018  37,666  38,718  23,853  –   52,531  4,613  2,556  9,548 

S Ntuli 2019  28,221  –   17,584 –  10,637  –   3,587  3,367 

2018 – – –  –  – – – –

ME Sanz Perez 2019  52,842 –  33,770 –  19,072  –   6,879  6,036 

2018  39,394  38,143  24,695  –   52,842  4,544  2,646  9,604 

CB Sheppard (4) 2019  55,534 –  47,374  8,160  –   –  9,584  –  

2018  34,281  40,931  19,678  –   55,534  4,877  2,109  10,093 

TR Sibisi 2019  47,221 –  29,516 –  17,705  –   6,021  5,604 

2018  23,621  35,410  11,810  –   47,221  4,219  1,266  8,582 

Total prescribed officers 2019  442,480 –  316,081  25,394  101,005  –   64,236  31,969 

2018  264,903  291,643  164,836  –   391,710  34,748  17,664  71,194 

Other management 2019 2,482,900 –  1,595,362  70,586  816,952  –   321,706  258,565 

2018 2,276,381  2,170,797  1,554,165  359,343  2,533,670  258,629  166,752  460,495 

Total BSP awards 2019 3,002,453 –  1,960,699  95,980  945,774 –  395,976 299,338

2018 2,599,324  2,518,074  1,755,602  359,343  3,002,453  300,005  188,338  545,697 

(1)  The fair value of granted awards represents the value of awards, calculated using a five business-day volume weighted average share price prior to grant 
date. Closed scheme, no awards granted in 2019.

(2)  The fair value of vested awards represents the value deemed received on settlement date. 
(3) The fair value of unvested awards is calculated using the closing share price as at 31 December.
(4)  Includes awards vested early and lapsed for CE Carter, DC Noko and CB Sheppard in accordance with their retirement dates, as per scheme rules.
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REMUNERAT ION REPORT  CONT INUED

Section three: Remuneration implementation report – January to December 2019 (continued)

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

Executive
Six-year target  

achievement date

MSR holding as at  
31 December 2019  

as a percentage  
of net base pay

Three -year MSR target 
achievement percentage 

Six-year MSR target 
achievement percentage 

Executive directors

KPM Dushnisky  March 2024 279 100 200

KC Ramon  March 2021 507 75 150

Prescribed officers

SD Bailey (1)  March 2025 81 75 150

PD Chenard (2)  March 2026 0 75 150

GJ Ehm  March 2019 321 75 150

L Eybers  March 2023 169 75 150

S Ntuli (1)  March 2025 34 75 150

ME Sanz Perez  March 2019 532 75 150

TR Sibisi  March 2022 155 75 150

(1) Appointed prescribed officer with effect from 1 January 2019 and the three-year MSR achievement is only due in March 2022.   
(2) Appointed prescribed officer with effect from 1 April 2019 and the three-year MSR achievement is only due in March 2023.   
 

DSP performance outcomes 
The DSP measures resulted in an achievement of 103.25% out of 100%.

The table below summarises AngloGold Ashanti’s remuneration metrics, their weightings, and performance against these metrics applicable 
to the DSP during 2019:

DSP performance measure Weighting
Threshold 
measures Target measures Stretch measures

Actual 
achievement

2019 
achievement %

Financial 

Measures
Relative total 
shareholder return

10.00%
Median TSR of 
comparators

Halfway between 
median and 
upper quartile

Upper quartile 
TSR of 
comparators 18.88% 15.00%

Absolute total 
shareholder return

10.00%
US$ COE US$ COE + 2% US$ COE + 6% 18.88% 15.00%

Normalised cash return 
on equity (nCROE)

15.00%
US$ COE US$ COE + 2% US$ COE + 6% 14.00% 22.50%

Production 12.50% 3.280Moz 3.350Moz 3.420Moz 3.280Moz 6.34%

All-in-sustaining costs 15.00% US$998/oz US$983/oz US$968/oz US$991/oz 10.90%

Future 

Optionality
Ore Reserve additions 
(pre-depletion, asset 
sales, mergers and 
acquisitions)

6.25%

Plus 0.9Moz Plus 1.7Moz Plus 2.6Moz Plus 3.34Moz 9.38%

Mineral Resource 
(pre-depletion, asset 
sales, mergers and 
acquisitions)

6.25%

Plus 2.8Moz Plus 5.7Moz Plus 8.5Moz Plus 1.11Moz 0.00%

Number of unvested awards and movement during the reporting period continued

LTIP awards

Balance at  
1 January Granted

Vested, 
deemed 
settled

Forfeited/ 
lapsed

Balance at  
31 December

 Fair value 
of granted 
awards (1)

 Fair value 
of vested 
awards (2)

Fair value 
of unvested 

awards at  
31 December (3)

ZAR '000 ZAR '000 ZAR '000

Executive directors

KPM Dushnisky 2019 –  –   –   –   –   –   –  –  

2018  –   –   –   –   –   –   –   –  

KC Ramon 2019  230,595  –   56,760  63,240  110,595  –   11,315  35,003 

2018  345,232  –   47,047  67,590  230,595  –   5,232  41,911 

Total executive directors 2019  230,595  –   56,760  63,240  110,595  –   11,315  35,003 

2018  345,232  –   47,047  67,590  230,595  –   5,232  41,911 

Prescribed officers

SD Bailey 2019  39,793  –   9,460  10,540  19,793  –   1,886  6,264 

2018  –   –   –   –   –   –   –   –  

CE Carter (4) 2019  230,595  –   93,205  137,390  –   –   18,349  –  

2018  352,962  –   50,219  72,148  230,595  –   5,585  41,911 

PD Chenard 2019 –  –   –   –   –   –   –  –  

2018  –   –   –   –   –   –   –   –  

GJ Ehm 2019  230,595  –   56,760  63,240  110,595  –   11,315  35,003 

2018  349,831  –   48,934  70,302  230,595  –   5,442  41,911 

L Eybers 2019  117,535  –   9,460  10,540  97,535  –   1,886  30,870 

2018  142,113  –   10,086  14,492  117,535  –   1,122  21,362 

DC Noko (4) 2019  208,850  –   85,036  123,814  –   –   17,178  –  

2018  302,693  –   38,513  55,330  208,850  –   4,283  37,958 

S Ntuli 2019  40,173  –   7,095  7,905  25,173  –   1,414  7,967 

2018  –   –   –   –   –   –   –   –  

ME Sanz Perez 2019  208,463  –   56,760  63,240  88,463  –   11,315  27,999 

2018  301,898  –   38,345  55,090  208,463  –   4,264  37,888 

CB Sheppard (4) 2019  213,928  –   87,220  126,708  –   –   17,344  –  

2018  231,328  –   7,140  10,260  213,928  –   780  38,881 

TR Sibisi 2019  195,971  –   56,760  63,240  75,971  –   11,315  24,045 

2018  195,971  –   –   –   195,971  –   –   35,618 

Total prescribed officers 2019 1,485,903  –   461,756  606,617  417,530  –   92,002  132,148 

2018 1,876,796  –   193,237  277,622  1,405,937  –   21,476  255,529 

Other management 2019 2,099,263  –   510,922  635,904  952,437  –   101,852  301,446 

2018 4,266,105  –   634,493 1,452,383  2,179,229  –   70,562  396,075 

Total LTIP awards 2019 3,815,761  –  1,029,438 1,305,761  1,480,562  –   205,169  468,597 

2018 6,488,133  –   874,777 1,797,595  3,815,761  –   97,270  693,515 

(1)  The fair value of granted awards represents the value of awards, calculated using a five business-day volume weighted average share price prior to grant 
date. Closed scheme, no awards granted in 2019.

(2) The fair value of vested awards represents the value deemed received on settlement date.
(3) The fair value of unvested awards is calculated using the closing share price as at 31 December.
(4)  Includes awards vested early and lapsed for CE Carter, DC Noko and CB Sheppard in accordance with their retirement dates, as per scheme rules.  
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DSP performance measure Weighting
Threshold 
measures Target measures Stretch measures

Actual 
achievement

2019 
achievement %

Safety, 

health, 

environment 

and 

community

AIFR – three-year  
rolling average 

4.00% ≥5% 
performance 
improvement 
(4.57)

≥10% 
performance 
improvement 
(4.33)

≥15% 
performance 
improvement 
(4.09) 3.31 6.00%

Major hazard 
management critical 
control percentage 
compliance

4.00% 90% of major 
hazards 
identified, 
assessed and 
controlled.

92.5% of 
major hazards 
identified, 
assessed and 
controlled.

95% of major 
hazards 
identified, 
assessed and 
controlled. 98.47% 6.00%

Health – site compliance 
to the global safety 
standards on 
organisational health, 
wellness and fitness for 
work standard

1.50%

90% 
compliance 95% compliance

100% 
compliance

99.27% 
compliance 2.14%

Completion of risk 
assessments per region, 
including identification 
of critical controls and 
actions managed to 
closure

1.50%

1 2 3

21 
Assessments 

completed 
group wide 2.25%

Number of reportable 
environmental incidents 
at operating mines

3.00%

2 1 0 3 0.00%

Greenhouse gas 
emissions intensity 
at gold producing 
operations, measured in 
Kg CO2e/tonne

2.00%

7.171 7.150 7.121 7.69 0.00%

Community: number of 
human rights violations

1.50% (0.3)% off base (0.6)% off base (1)% off base

0 2.25%
≤ 2 human 
rights violations

≤ 1 human rights 
violations

0 human rights 
violations

Number of business 
disruptions as a result of 
community unrest

2.50%

5 3 1 23 0.00%

Core value: 

People
Strategic coverage ratio 2.00%

1:1.375 1:1.5 1:1.75 1:1.375 1.00%

Key staff retention 2.00% 85% pa 90% pa 95% pa 95.5% 3.00%

Gender diversity 1.00% 13% female 
representation

15% female 
representation

17% female 
representation 19.27% 1.50%

Total 100% 103.25%

Vesting outcomes of the 2017 LTIP awards
The table below summarises AngloGold Ashanti’s 2017 LTIP metrics, their weightings and performance against these metrics, which vested 
in March 2020:

2017 LTIP performance measure % weighting % achievement

Relative total shareholder return (TSR) 15% 15.00%

Absolute total shareholder return (TSR) 15% 15.00%

nCroe 20% 20.00%

Portfolio optimisation (20%)

– Project delivery 10% 3.74%

– Asset optimisation 10% 7.06%

Future optionality (20%)

– Mineral Resource 10% 0%

– Ore Reserve 5% 5%

– Colombia 5% 5%

Core value: People (10%)

– Strategic coverage ratio 5% 5%

– Retention of top talent pool 5% 5%

Sub-total 100% 80.80%

Multiplier ±20% 16.90%

Core value: Safety

– Percent compliance with AngloGold Ashanti safety standards

TOTAL 100% 94.46%

For comparison purposes, the historical LTIP performance achievements are indicated as follows:

Historical LTIP performance achievement 2012 2013 2014 2015 2016

37.4% 32.4% 26.1% 41.04% 47.3%

REMUNERAT ION REPORT  CONT INUED

Section three: Remuneration implementation report – January to December 2019 (continued)
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Total remuneration outcomes – Kelvin Dushnisky, Chief Executive Officer

Start date: 1 September 2018

Notice period: 12 months

Change in control  
(as described in the Remuneration Policy section “Change in control” on page 136): 12 months

Total actual pay for Mr Dushnisky in 2019, which could result from the remuneration policy stated above, is shown in relation to target and 
maximum earning potential. 

Maximum DSP cash bonus opportunity: 150% Final cash bonus result: 109.8%

Maximum DSP share awards opportunity: 300% Final share award result: 219.6%

Total DSP opportunity: 450% (as % of base pay) Final DSP result for 2019: 329.4%  
(as % of base pay)

Maximum

Target

Actual earnings

CEO
(%)

Base salary        Benefits            DSP cash           DSP deferral

0 30 60 90 120 150

19

19

19

6

6

6

32 65

20 40

21 41

REMUNERAT ION REPORT  CONT INUED

Section three: Remuneration implementation report – January to December 2019 (continued)

CEO – Key objectives and achievements 2019

Key performance 
indicators

Achievements

Safety (20%) • Achieved record AIFR in the history of the Company, delivering a 31% improvement on 2018

• Achieved the target of zero fatalities for the year, a first in the Company’s history 

• Maintained a strong culture of safety, driven by the Company’s core values

Market guidance 
(15%)

• Achieved 2019 full year production, cost and capital guidance, despite several unpredicted externalities and 
operating challenges (e.g. Brumadinho TSF failure in Brazil)

• Achieved record production at Kibali, Tropicana and Iduapriem; Geita delivered highest production in 14 years

Obuasi 
redevelopment 
project (15%)

• Delivered first gold pour at Obuasi on time and within budget, and with strong support of key stakeholders

Colombia strategy 
(5%)

• Reached an agreement with B2Gold to assume operatorship and advance feasibility studies at Gramalote  
in Colombia

• Successfully divested of unwanted Colombian exploration tenements, reducing liabilities and annual holding costs 

• Advanced feasibility study activities for Quebradona which includes project permitting and extensive  
consultation activities 

• Constructively engaged with key stakeholders at all levels

 Balance sheet 
(5%)

• Reduced leverage ratio target from 1.5x to 1.0x to enforce further discipline

• Maintained balance sheet flexibility and improved liquidity to strongest levels in recent years

• Improved adjusted net debt to adjusted EBITDA to 0.91 times

• Increased free cash flow before growth capital by 106% to $448; cash flow from operating activities increased by 
22% to $1,047m 

• Annual dividend increased by 57% to 11 US cents per share year-on-year

Asset divestment 
(10%)

• Reached agreements to sell Yatela and Sadiola mines in Mali

• Meaningfully advanced process to sell the South African assets and Cerro Vanguardia

 Government 
relations (2.5%)

• Established and maintained our licence to operate in every jurisdiction 

• Led engagements with heads-of-state and other critical stakeholders to ensure alignment to the Company’s 
strategy and gain support for key business activities

Organisational 
design (10%)

• Implemented initiatives to support the revised COO structures aimed at improving collaboration and information 
sharing, and efficiencies between the operations and corporate centre

• Effective integration of the investor relations, communication and ESG functions under the EVP: Corporate 
Affairs and Sustainability

• Seamless onboarding of new EVP: Business Development and Strategy 

• Appointment of new SVP: Supply Chain and updated the supply chain structure for improved efficiencies

 Investor relations 
(15%)

• Proactive engagement with media resulting in a factual and positive representation of the Company in the public 

• Active shareholder engagement through marketing non-deal roadshows and key investor conferences

• Delivered improved share-price performance, an 80% increase for the year, which compares favourably with the 
peer group 

Board and 
enterprise risk 
reporting (2.5%)

• Streamlined board reports and meeting structures to improve efficiency and promote impactful outcomes
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CEO’s performance bonus outcome 2019

2019 DSP performance year 
bonus outcome Weighting

DSP Cash 
payment outcome

Financial performance targets

Relative total shareholder return 10.0% 15.00%
Absolute total shareholder return 10.0% 15.00%
nCroe 15.0% 22.50%
Production 12.5% 6.34%
All-in sustaining costs ($m) 15.0% 10.90%
2019 Ore Reserve pre-depletion (Moz) 6.25% 9.37%
2019 Mineral Resource additions pre-depletion (Moz) 6.25% 0.00%
Safety, health, environment and community 20.0% 18.64%
Core value: people 5.0% 5.50%
Total % for Company performance: 100.0% 103.25%

x
Organisational performance weighting: 70.00%

=

A - Organisational performance weighted outcome: 72.3%

Individual performance results

Actual individual targets and strategic objectives are not 
disclosed in order to maintain commercial confidentiality in 
competitive markets.
Individual performance weighting: 30.00%

X
Performance rating bonus correlation: 125.00%

=

B - DSP opportunity based on individual performance: 37.5%

Total % of cash bonus pay opportunity (A+B) 109.78%
x

On-target total cash bonus opportunity (as % of base pay) 100.00%
On-target total deferred share award opportunity (as % of base pay) 200.00%

=
Final cash bonus result (as % of base pay) 109.8%
Final deferred share award result (as % of base pay) 219.6%
Base pay as at December 2019 (all offshore payments converted to ZAR at exchange rate of ZAR14.445: USD1 x

 18,778,500 
=

Annual cash portion of DSP:  20,614,098 
Annual deferred share portion of DSP (to vest over five years):  41,228,197 
Total 2019 deferred share plan award:  61,842,295

REMUNERAT ION REPORT  CONT INUED

Section three: Remuneration implementation report – January to December 2019 (continued)

Total remuneration outcomes – Christine Ramon, Chief Financial Officer

Start date: 1 October 2014

Notice period: 6 months
Change in control  
(as described in the Remuneration Policy section “Change in control” on page 136):

6 months

Maximum DSP cash bonus opportunity: 127.5% Final cash bonus result: 95.20%
Maximum DSP share awards opportunity: 277.5% Final share award result: 207.10%
Total DSP opportunity: 405%  
(as % of base pay)

Final DSP result for 2019: 302.30%  
(as % of base pay)

CFO – Key objectives and achievements 2019 

Key performance 
indicators

Achievements

Leadership (5%) • Actively engaged with relevant stakeholders, to ensure that they are fully informed on the Company's strategy 

• Informed policy and regulatory matters as chair of the listed companies' CFO Forum in South Africa 

• Influenced global policies on ethics and worked to improve alignment between public interests and the accounting 
profession

Integration into 
operations, people 
and cost drivers 
(10%)

•  Ensured that group finance, supply chain and IT functions support the overall group strategic objectives

• Achieved cost performance within market guidance 

•  Overall capital expenditure has been well contained and below budget/market guidance

 Cost discipline (20%) •  Corporate costs were contained within budget 

•  Delivered total forecasted savings related to procurement exceeding the 2019 target by 30%

•  Optimised shared services for the South Africa region

 Liquidity, credit 
ratings, balance 
sheet (20%)

•  Achieved second Investment Grade rating from Fitch 

•  Maintained good liquidity levels and sufficient headroom on all facilities 

•  Successfully renewed local facilities at Geita and Siguiri 

•  Maintained credit ratings by S&P and Moody's 

• Achieved an adjusted net debt to EBITDA ratio of 0.91 times, below the Group target of 1 times through the cycle

Risk management 
(10%)

•  Implemented selective and limited hedging strategies to manage both the oil input cost risk and the ZAR gold price risk, 
providing certainty to the business from a cash flow perspective

•  Carefully monitored and managed industry legislation changes and other impacts in the Brazilian mining industry related  
to tailings

•  Performed a full review of management practices related to strategic, operational and catastrophic risks 

Transactional 
support (10%)

• Advised finance, tax and treasury functions on all transactions, restructuring and fiscal negotiations

Maximum

Target

Actual earnings

CFO
(%)

Base salary        Benefits            DSP cash           DSP deferral

0 10 20 30 40 50 60

10

10

10

2

2

2

15 32

9 20

9 20
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Key performance 
indicators

Achievements

Reporting and 
compliance (10%)

• Optimised reporting timelines to report earlier in line with the North American peer group

• Enhanced financial reporting to better meet business requirements

• Promoted a culture of compliance across the operations

Tax (10%) •  Continued to offset VAT in certain African jurisdictions in a legally compliant manner

•  Thoroughly assessed uncertain tax positions and addressed from a disclosure/accounting perspective

•  Engaged with the joint venture partner at Gramalote before the transfer of operatorship was concluded

•  Ensured that the Company remained tax compliant

Information 
technology (5%)

• Efficiently managed governance, cyber security and business effectiveness of the overall information management – using 
technology – function across the business

CFO’s performance bonus outcome 2019

2019 DSP performance year bonus outcome Weighting
DSP Cash 

payment outcome

Financial performance targets

Relative total shareholder return 10.0% 15.00%

Absolute total shareholder return 10.0% 15.00%

nCroe 15.0% 22.50%

Production 12.5% 6.34%

All-in sustaining costs ($m) 15.0% 10.90%

2019 Ore Reserve pre-depletion (Moz) 6.25% 9.37%

2019 Mineral Resource additions pre-depletion (Moz) 6.25% 0.00%

Safety, health, environment and community 20.0% 18.64%

Core value: people 5.0% 5.50%

Total % for Company performance: 100.0% 103.25%

x

Organisational performance weighting: 60.00%

=

A - Organisational performance weighted outcome: 62.0%

Individual performance results

Actual individual targets and strategic objectives are not 
disclosed in order to maintain commercial confidentiality in 
competitive markets.

Individual performance weighting: 40.00%

X

Performance rating bonus correlation: 125.00%

=

B - DSP opportunity based on individual performance: 50.0%

Total % of cash bonus pay opportunity (A+B) 111.95%

x

On-target total cash bonus opportunity (as % of base pay) 85.00%

On-target total deferred share award opportunity (as % of base pay) 185.00%

=

Final cash bonus result (as % of base pay) 95.2%

Final deferred share award result (as % of base pay) 207.1%

Base pay as at December 2019 (all offshore payments converted to ZAR at exchange rate of ZAR14.445:USD1 x

 9,638,912 

=

Annual cash portion of DSP:  9,172,148 

Annual deferred share portion of DSP (to vest over five years):  19,962,910 

Total 2019 deferred share plan award:  29,135,058 

REMUNERAT ION REPORT  CONT INUED

Section three: Remuneration implementation report – January to December 2019 (continued)

CFO’s performance bonus outcome 2019 (continued)

2017 LTIP performance measures Weighting
DSP Cash 

payment outcome

Relative total shareholder return 15% 15.00%
Absolute total shareholder return 15% 15.00%
nCroe 20% 20.00%
Portfolio optimisation 20% 10.80%
Future optionality 20% 10.00%
Core value: people 10% 10.00%
Total 100% 80.80%
Core value: safety multiplier ±20% 16.90%

A - LTIP performance measures: 94.46%

x

B - 2017 number of shares allocated based on 200% of annual basic salary  110,595 

 x 

C - Share price as at 28 February 2020  277.77

x

Value of 2019 vesting  29,016,612 

Non-executive directors’ fees and allowances 
The board elected not to take an increase in 2019, given prevailing market conditions. Non-executive directors have not received an 
increase in their fees since 2014. Note that while the fees have not changed, the absolute figures will vary according to the number of 
meetings held in the particular year.

The table below summarises directors’ fees for the period as well as the comparative totals for 2018 and 2017:

Non-executive directors’ fees and allowances (US dollars)
Director fees Committee fees Travel allowance Total Total 

2019 2018 2017

SM Pityana (Chairman)   303,000  73,750  10,000  386,750  441,000  372,250 

AH Garner   123,500  37,000  35,000  195,500  200,000  200,750 

AM Ferguson (1)   123,500  50,500  42,500  216,500  52,500    – 

MJ Kirkwood (2)   33,500  22,250  6,250   62,000  246,750  230,750 

NP January-Bardill   123,500  56,000  6,250  185,750  197,500  179,500 

R Gasant   123,500  63,500  6,250  193,250  229,500  182,000 

RJ Ruston   123,500  56,000  38,750  218,250  260,750  212,000 

MDC Richter   123,500  71,750  35,000  230,250  235,250  203,250 

DL Hodgson (2)   33,500  13,500   –   47,000  189,750  167,000 

JE Tilk (1)   123,500  47,000  60,000  230,500 –  –

M Ramos (3)   70,000  30,500  6,250  106,750 –  –

Total  1,304,500  521,750  246,250  2,072,500  2,053,000  1,747,500 

(1) Director's travel allowance includes travel for site inductions.
(2) Directors resigned effective 9 May 2019
(3) Director joined on 1 June 2019

CFO – Key objectives and achievements 2019 (continued)
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