Remuneration report

“The AMP Board’s approach to remuneration has
sought to achieve a difficult balance between
shareholder experience, financial outcomes and
remuneration that retains and incentivises our
people for delivery and performance through
extraordinary circumstances.”
Key messages from the Chair
of the Remuneration Committee
Dear shareholder
The 2020 financial year has seen extraordinary challenges
in the external environment from the devastating bushfires
to the ongoing COVID-19 pandemic and continuing industry
transformation. Closer to home, the company has also faced
unprecedented pressure with unrelenting public scrutiny
related to high profile employment issues and uncertainty
stemming from the portfolio review. Despite this complexity,
AMP remained focused on executing our transformation
strategy, winning back the confidence of clients and our
people and ensuring delivery of appropriate shareholder
returns. Under the leadership of our CEO, Francesco De Ferrari,
a number of key transformation milestones were delivered
including the sale of AMP Life; completion of the first phase
of superannuation simplification; hitting our FY 2020 target
of 80% completion of our remediation program; and delivery
of in-year gross cost savings of $102 million.
Against this challenging backdrop, the AMP Limited
Board’s approach to remuneration has sought to achieve
a difficult balance between shareholder experience,
financial outcomes and remuneration that retains and
incentivises our people for delivery and performance
through extraordinary circumstances.
At last year’s annual general meeting, 67% of shareholders
voted against our 2019 Remuneration Report, expressing a
level of dissatisfaction that demands resolution. Both our
new Chair, Debra Hazelton, and I want to assure you that we
have heard your concerns and are taking action. Throughout
the year, we have reviewed the feedback and sought wider
perspectives through meetings with investors, proxy advisers
and other shareholder representatives to fully understand the
issues and test proposed action. In the interests of improved
transparency, we have summarised the feedback received
and actions taken are outlined in the response to the 2019
strike. Moreover, we are determined to continually improve
and, as you will see in this report, have sought to increase
transparency, better explain the rationale for remuneration
decisions and significantly strengthen and simplify our
overall approach to remuneration – with a new framework
introduced for 2021.
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Executive remuneration outcomes for FY 2020
Given the strike in 2019 and the ongoing work in developing a
new remuneration framework for 2021, the board considered
2020 as a transition year for our remuneration structure and
sought to balance outcomes for our people and investors by
more actively applying board discretion.
In determining the 2020 remuneration outcomes, the board
actively considered a range of factors including: overall group
performance, progress against key milestones in delivering
our three-year transformation strategy, instability driven by
the portfolio review, feedback from investors in relation to our
2019 Remuneration Report and appropriate risk overlays.
Specifically, despite challenging circumstances, management
made strong progress in delivering on key strategic priorities.
Assessment against our group scorecard showed the majority
of the key priorities achieved or exceeded their target
(full details provided in section 5.2).
However, importantly, AMP’s financial performance remains
significantly below plan with Net profit after tax (underlying)
of $295 million. As a result, the remuneration outcomes
for our key executives have been adjusted to align with the
shareholder experience. Specifically:
–	No short-term incentives (STI) were awarded to the
CEO and current key management personnel (KMP).
–	No 2020 long-term incentive (LTI) awards were granted
to the CEO or KMP.
–	No fixed remuneration increases were awarded for
FY 2021 to any disclosed executives in their current roles.
–	However, the 2019 Transformation Incentive awards for
the Chief Financial Officer (CFO) and Chief Risk Officer
(CRO) were adjusted upon permanent appointment to
their roles (refer section 7.3 for details).
–	Non-executive directors (NEDs) fees also remained
unchanged and the Chair’s fee was reduced from $850,000
to $660,000 from 1 March 2020. NED fees will be reviewed
following the completion of the portfolio review.
Full details of the remuneration outcomes for the CEO and
KMP are provided in section 5 with the inclusion of a new table
(refer section 5.6) which sets out the executive remuneration
received during 2020. This table outlines the remuneration
which vested or was actually received by the CEO and KMP
versus the incentives awarded but forgone.

Directors’ report

Retention payments
In September 2020, in response to increased unsolicited
interest in its assets and businesses, the board announced
that it would undertake a portfolio review in order to assess
all opportunities in a considered and holistic manner with a
focus on maximising shareholder value. This review created
significant additional workload for our key executives and
generated substantial additional challenge and uncertainty
across the group. The position was exacerbated through
a series of executive departures which disrupted business
operations, leaving those remaining critical to stabilising the
business, retaining corporate knowledge and continuing to
drive the turnaround strategy. Faced with these extraordinary
circumstances, the board, having examined market precedents
and tested the concept with a range of investor representatives,
sought to stabilise the management team by introducing a
one-off retention payment for KMP and critical talent across
the organisation. As part of the discussion in relation to the
retention of the CEO’s direct reports, the board and CEO agreed
that the CEO should not be considered for a retention award
based on the precedents, market feedback and his previously
disclosed remuneration arrangements. Therefore, the CEO
did not participate in the retention awards.
Retention awards for KMP totalled $3.89 million with
the quantum of the award equivalent to 100% of fixed
remuneration deferred in its entirety. The deferral period
will see 60% vest on 31 October 2021 (delivered as cash)
with the remaining 40% (delivered as share rights) vesting
on 31 October 2024 subject to continued employment.
This decision has not been taken lightly. However, the
board believes there were very few alternatives under
the circumstances, to maintain stability and protect
shareholder value through the portfolio review.
Similar retention awards have been made to other, select
individuals across the group, seen as instrumental to the
stability of AMP. These payments have been scaled according
to the nature of the roles.

individual and/or group for the issue at hand; and the
appropriate impact to remuneration, or other consequences.
In addition, the board retains discretion to claw back variable
incentive equity awarded to executives if it becomes aware
of any information that, had it been available at the time the
awards were determined, would have resulted in a different
(or zero) amount being granted.
In the context of the portfolio review, should there be a partial
or full change in control, unvested awards may vest in part or in
full at the discretion of the board. In exercising this discretion,
the board is focused on determining vesting outcomes that
are consistent, fair and reasonable, and balance multiple
stakeholder interests.
New executive remuneration framework for 2021
The Remuneration Committee has listened to your feedback
and completed a formal review of the executive remuneration
framework. As a result of this review, we have introduced a new
approach that better aligns performance, risk management,
remuneration and the shareholder experience.
Effective from January 2021, the new framework simplifies
the variable remuneration components of executive pay
and ensures a focus on driving sustainable, long-term
results in order to better align the interests of executives
and shareholders. All changes to the framework, and any
awards in respect of 2021 will be explained in further detail
in the 2021 Remuneration Report. However, a high-level
summary is provided in the Actions taken in response to
2019 strike section.
Thank you
The board appreciates the feedback we have received from
our shareholders, proxy advisers and clients over the year
and will continue to engage as the company delivers on its
transformation strategy. Thank you for taking the time to read
our 2020 Remuneration Report. We welcome your feedback.

Board discretion
In 2020, the board developed a set of principles for the exercise
of board discretion. This framework guides the application
of discretion to remuneration outcomes by prompting
consideration of: the circumstances warranting discretion;
to whom discretion should apply; the accountability of the

Michael Sammells
Remuneration Committee Chair
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Actions taken in response to 2019 strike
The table below outlines the feedback provided through consultation with investors, proxy advisers and other shareholder
representatives to the 2019 Remuneration Report and the actions taken in response.
Remuneration element

Issues raised

Response

Performance
outcomes and
transparency

The 2019
Remuneration
Report was too
complex and
lacked a clear link
between business
and remuneration
outcomes

The 2020 report seeks to clearly articulate the link between business
performance and remuneration outcomes, including the delivery of strategic
initiatives and the application of board discretion (see section 5 for details).
The rationale for and details of retention payments has also been included
(see Chair’s letter and section 6.1 for details).

Remuneration
quantum

Total remuneration
for executives was
high relative to
market and/or
shareholder
experience

The concerns regarding remuneration quantum primarily focused on the
maximum potential value of the one-off Transformation Incentive awards (TI)
allocated in 2019, noting that insufficient explanation of these awards was
provided. These concerns have been addressed by changing the executive
remuneration framework to align with market practice from 1 January 2021;
ensuring transparency around the structure and value of future LTI awards;
and clarifying how discretion may be applied at the TI award vesting date.
Refer to additional comments below on TI.
Specific to the CEO, the statutory remuneration reported on an accounting
basis included the value of awards that the CEO received when he joined the
company which were approved by shareholders in 2018. These awards were
designed to replace incentives that were on foot at the CEO’s former employer.

Transformation
Incentive (TI)

Quantum
of awards

The board reviewed the TI award and undertakes to apply appropriate discretion
at the time of vesting rather than retrospectively altering the terms of the award
during the performance period.
At the time the TI was approved, it was intended to replace the annual long-term
incentive (LTI) grants for the 2019 and 2020 performance years. The quantum
was significantly larger than a single year LTI grant, recognising the period and
STI was likely to be depressed during the Transformation program. Accordingly,
the board did not grant an LTI award in 2020. For the CEO and current KMP
as at 31 December 2020, the maximum value (based on full vesting) of the TI
is approximately $17.5 million with a minimum value of $0 (based on no vesting).

The award may
vest if the total
shareholder
return (TSR)
underperforms
in comparison
to peers
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The award’s design provides for 25% vesting if AMP’s TSR was at 75% of the
index return. In addition, under the award’s performance gateway, no vesting
will occur if AMP’s TSR is negative and below 100% of the index. Furthermore,
the board will take into account shareholder value creation, length of service and
contribution of executives to the transformation of AMP when considering the
application of discretion at the vesting date.

Directors’ report

Remuneration element

Remuneration
approach

Issues raised

Response

Revised executive
remuneration
framework
effective from
1 January 2021

Based on feedback the board has undertaken a review of the executive
remuneration framework applicable for the CEO and KMP and introduced a new,
simplified framework for 2021. The new framework responds to the concerns
raised via stakeholder feedback and reflects an approach to remuneration that
is more aligned to market practice.
Full details of the new remuneration framework will be outlined in the 2021
Remuneration Report; however, in summary:
–	STI target remains set at 100% of Fixed Remuneration (‘FR’) for the CEO and
KMP (70% of FR for CRO), with the maximum opportunity capped at 200%
(140% of FR for CRO) of Fixed Remuneration.
–	The deferral rate for STI awards has been increased to 60% of the award value,
from 40%.
–	The LTI award quantum will target 100% of Fixed Remuneration for the
CEO and KMP, which is considered market appropriate, and well below the
quantum of the Transformation Incentive.
–	LTI vesting occurs four years post-award, subject to satisfying applicable
performance hurdles.
–	Minimum LTI vesting occurs for relative TSR performance at the median of
ASX 100 Financials companies, ex A-REITs, over a three-year performance
period.
–	The first grants for LTI are expected to be made prospectively in FY 2021.

Non-executive
director (NED)
remuneration

NED remuneration
is above market
cap and excessive
in comparison to
selected peer groups

The volume of board work and formal meetings has significantly increased
given AMP’s operating environment and fees were set to reflect this workload.
Despite this, the Chair’s fee was reduced from $850,000 to $660,000 effective
1 March 2020.
During 2020, the total remuneration paid to AMP Limited NEDs was $3.4 million
being 74% of the shareholder approved fee pool. This represents an overall 10.1%
cost reduction in aggregate NED fee spend year on year (see section 8.1 for more
information).
NED fees will be considered for review following completion of the portfolio
review and any subsequent outcomes.

Board discretion

Minimum
shareholding

There is insufficient
information on
the application of
board discretion
and disclosure of
the criteria applied
in considering
adjustments

In 2020, the board developed a set of principles for discretion for this purpose,
and a framework that assesses: the situation and circumstances warranting
discretion, to whom discretion should apply, the accountability of the individual
and/or group, and the appropriate impact commensurate with the conduct or
action observed (see sections 1 and 3.1 for details).

AMP’s minimum
shareholding
requirement is
inconsistent with
market practice

To align with current market practice, we have increased our minimum
shareholding requirement for KMP during 2020 to the following
(see section 6.3 for more information):
– CEO – two times fixed remuneration.
– Executives – one times fixed remuneration.

Under conditions where remuneration outcomes are not clearly supported
by business results, the board will apply discretion and be transparent about
its considerations and rationale in the Remuneration Report (see section 1
for details).
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Remuneration report
This report details the remuneration arrangements for our key management personnel (KMP) in 2020. It has been prepared and
audited against the disclosure requirements of the Corporations Act 2001.
Contents
1 Remuneration strategy and framework
2 Remuneration governance
3 Risk and remuneration
4 Key management personnel (KMP) and leadership renewal
5 Performance and reward outcomes
6 Executive remuneration details
7 Other executive remuneration disclosures
8 Non-executive director remuneration
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page 36
page 39
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page 41
page 41
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page 54
page 59

Remuneration strategy and framework

1.1 Remuneration strategy
The board is committed to long-term, sustainable value creation for our shareholders. While financial performance is a key indicator
of AMP’s success, the board is also mindful that longer-term value creation results from delivery of both financial and key nonfinancial objectives.
The focus on long-term value creation is evident in our approach to performance and remuneration (as shown diagrammatically
below). Through the annual planning process, each business unit identifies the key strategic, financial, people leadership, client and
risk priorities to deliver AMP’s transformation strategy. These business unit priorities form the basis for setting key objectives and
assessing achievements at both the team and individual level.
1

AMP strategy
2
Simplify portfolio
Reinvent wealth
management in Australia

Business unit plan
3
AMP Australia

Performance year goals
4

Continue to grow
a successful asset
management franchise
Create a simpler,
leaner business
Transform our culture to
be more client-focused,
entrepreneurial and
accountable

Financial

Performance assessment

AMP Capital
Client
New Zealand wealth
management

Culture of performance, inclusion and innovation

Reward

Leadership

Short-term incentives

Risk

Long-term incentives

Strategic
Financial
Leadership

Corporate services

5
‘How’

‘What’

Risk

Client
Strategic

Behaviour and conduct expectations

Consequence management

Outcomes awarded under our remuneration framework reflect both ‘what’ our strategy seeks to deliver and ‘how’ it is delivered, as
performance assessment explicitly considers not only the strategic objectives delivered, but also relies on the visible demonstration
of our desired culture, behaviours and conduct expectations.
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Remuneration strategy and framework (continued)

1.2 Remuneration framework
AMP’s remuneration strategy seeks to align performance, prudent risk management and reward outcomes. It is designed to support
the attraction, retention and reward of the high performing talent required to deliver strong client outcomes and sustained returns
to shareholders.
We have reviewed and simplified our remuneration principles in 2020 to provide the flexibility to address challenges in attracting
and retaining talent, remain competitive in the market and differentiate for performance.
The following diagram illustrates the remuneration framework that applied to our executives during 2020.
Remuneration principles
Linked to strategy
and sustainable value
creation

Balances interests of
clients, people and
shareholders

Market competitive
to attract and retain
the right talent

Differentiates
for performance;
adjusts for risk

Reflect our values,
behaviours and
conduct expectations

Remuneration structure for 2020

Fixed remuneration

Purpose and link to strategy

Benchmark/Measures

Delivery

Market competitive
remuneration to attract
and retain.

Relevant benchmark
such as ASX 100 financial
organisations.

Base salary, superannuation
and salary sacrifice benefits.

Set taking into account
role and experience.
Short-term incentives

Reward for achieving key
financial and non-financial
priorities during the financial
year which align to AMP strategy.

Mix of key strategic, financial,
people and client goals
during the financial year.

– 60% delivered as cash.
–	40% delivered as share rights
deferred for four years.

Long-term incentives

Reward for sustainable longterm growth in shareholder
value measured through relative
total shareholder return (TSR).

Performance against an
equally weighted index
consisting of ASX 100
financial organisations.

100% delivered as share rights
subject to a performance hurdle
with a three-and-a-half-year
performance period (or four
years where required to comply
with regulation).

Supported by the remuneration governance, risk management and consequence management framework
–

All variable remuneration is subject to board discretion in the determination of outcomes and before vesting.

–

Set rules govern minimum shareholding requirements for executives.

–

Hedging of AMP shares (including unvested rights) is prohibited.
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Remuneration strategy and framework (continued)

1.2 Remuneration framework (continued)
In conjunction with the remuneration principles and structures outlined on the previous page, a framework has been developed to
guide the board in applying discretion to remuneration outcomes. The framework (below) sets out the approach the board will take
and criteria it will consider when determining whether and how discretion should be applied.
Framework for applying discretion
Is there a material event?
Do outcomes reflect the context?

Situation

Do the circumstances warrant adjustment?

Target

To whom should the adjustment apply?

Related to an individual or a group?
Adjustment to outcome or pool?

Accountability

How accountable is the person/group?

How much influence did the individual have?
Was the event reasonably foreseeable?

Impact

What quantum of adjustment is required?

What is the impact on the company?
Is the adjustment reasonable?

1.3 Remuneration mix
The graph below shows the 2020 remuneration mix for disclosed KMP (excluding the Chief Executive, AMP Capital (CE AMPC) who
was eligible to participate in the AMP Capital Enterprise Profit Share plan).
The CRO’s remuneration mix has a higher proportion of fixed remuneration which reflects the independent nature of the role from
the group’s business activities.
Incentive targets are set that reflect the remuneration structure of the role, the group’s business plans and the operating
environment. The percentages shown for 2020 have been calculated based on target opportunity.

CEO

33%

20%

13%

33%

Fixed
STI cash

Variable remuneration 66%
Group Executives
(excluding CE AMPC, Group CRO)

33%

20%

13%

33%

Variable remuneration 66%
Group CRO

37%

16%

10%

37%

Variable remuneration 63%
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Remuneration governance

2.1 Governance framework
There are a number of remuneration governance and oversight processes in place at AMP, primarily exercised through the AMP
Limited Board, subsidiary boards and the Remuneration Committee. The Remuneration Committee assists the various boards to fulfil
their remuneration obligations by developing, monitoring and assessing remuneration strategy, policies and practices across AMP.
Members of the Remuneration Committee are independent non-executive directors. More information on the role of the
Remuneration Committee can be found in the corporate governance section of AMP’s website. The board believes that, to make
prudent remuneration decisions, it needs both a robust framework and the ability to exercise judgement. Therefore, the board
retains discretion to adjust remuneration outcomes as required to ensure outcomes are appropriate.
From time to time the Remuneration Committee may seek external guidance from independent remuneration advisers. Any advice
provided by external advisers is used as a guide and is not a substitute for consideration of all the issues by each non-executive
director of the Remuneration Committee.
During the 2020 year, the Remuneration Committee engaged PwC as independent remuneration advisers to provide guidance on
remuneration for executives. No remuneration recommendations, as defined in the Corporations Act, were made by PwC.
The following diagram articulates AMP’s remuneration governance framework.
AMP subsidiary boards

AMP Limited Board

Remuneration Committee

AMP Limited Risk Committee

 dvises the AMP Limited Board and the boards of AMP subsidiaries in setting and
A
overseeing AMP’s remuneration policy and practices. Key responsibilities include:

Assists the board with oversight of
the implementation and operation of
AMP’s risk management framework.

–	reviewing AMP’s remuneration policy including effectiveness and compliance
with regulatory requirements;

Makes recommendations to the
Remuneration Committee on:

–	reviewing the remuneration arrangements, performance objectives, measures
and outcomes for executives and senior management;

–	risk-related adjustments for
the group incentive pool; and

–	reviewing the remuneration arrangements for non-executive directors;
–	reviewing AMP’s remuneration disclosures;

–	risk related matters that may
require the application of malus
or clawback or in-year reduction
to incentives.

–	overseeing all incentive plans; and
–	reviewing and making recommendations in relation to equity-based plans
including malus and clawback.

Management
The CEO makes recommendations to the Remuneration Committee
on the performance and remuneration outcomes for his direct reports.
Management advises the Remuneration Committee and provides
information on remuneration-related matters.

Independent remuneration advisers
The Remuneration Committee engages
remuneration advisers when it needs
additional information to assist the
AMP Limited Board in making
remuneration decisions.

During 2020, the decision was made to dissolve the Management Remuneration Committee to facilitate structural and governance
efficiencies. Management oversight of remuneration matters will be the responsibility of the CEO AMP with the support of the
Group Executive, People and Corporate Affairs, Group Director People and other executives as required.
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3

Risk and remuneration

3.1 Risk management in remuneration
The board has a range of mechanisms available to adjust remuneration and incentive outcomes to reflect behavioural, risk or
compliance outcomes. The table below summarises the range of mechanisms available and their intended operation.
Risk
assessment

Risk and
conduct outcomes

Enterprise and
business unit levels

All employees

The Chief Risk Officer reports
the overall assessment of risk
management as an input
to the determination of the
group incentive pool.

Employees’ risk management
behaviour and conduct is
specifically considered as
part of their performance
assessment and in
the determination of
remuneration outcomes.
The consequence
management framework
ensures that behaviour
which does not meet
expectations is actively
and consistently managed,
including adjustments
to remuneration. The
establishment of the
Consequence Management
Committee in 2020 aims to
achieve further consistency
across the AMP group in
relation to conduct-related
remuneration adjustments.

Malus and
clawback provisions

Board
discretion
All incentive plans

Allows the board to adjust
or lapse (malus) unvested
incentive awards or reclaim
(clawback) vested incentives
in certain circumstances.
All deferred incentives are
subject to a conduct and risk
review before vesting.

The board may apply its
discretion to adjust vesting
outcomes, subject to the
equity incentive plan rules
governing the plan and in
compliance with the relevant
policies.

This applies to current and
former employees.

The board exercises discretion to apply remuneration consequences to executives with overall accountability for matters arising in
their business units with adverse risk, client and/or reputational impacts.
AMP’s consequence management framework was further strengthened in 2020. During the year there were a number of conduct
matters that resulted in the application of formal consequences. Every substantiated conduct case resulted in the application of
formal consequences. There were 46 cases considered as serious conduct breaches warranting the application of remuneration
or management consequences, including formal warnings and performance-based remuneration reductions. Of the 46 cases, 24
resulted in termination of employment. At the time of this report, the annual remuneration review process is about to commence
for employees (outside KMP) where conduct performance will be factored into any remuneration decisions.
While 2020 presented many challenges from a people perspective, conduct cases involving interpersonal behavioural issues have
remained relatively low and are largely consistent with 2019 levels. This is a positive outcome, with the work environment risks
mitigated by a significant range of mental health and other support services provided to employees during the year.
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Key management personnel (KMP) and leadership renewal

Key management personnel (KMP) are the individuals who have authority and responsibility for planning, directing and controlling
the activities of AMP. This includes the Chief Executive Officer (CEO), nominated direct reports of the CEO and AMP’s non-executive
directors (NEDs). In this report, the term ‘executive’ means the CEO and the other executives who are KMP.
2020 KMP are detailed below. Each KMP held their position for the whole of 2020, unless stated otherwise.
Non-executive Directors

KMP

KMP Position

Current

Current

Debra Hazelton (appointed Chair 23 August 2020)

Francesco De Ferrari

Chief Executive Officer

Rahoul Chowdry (appointed 1 January 2020)

David Cullen

Group General Counsel

Kathryn McKenzie (appointed 18 November 2020)
John O’Sullivan

James Georgeson	Chief Financial Officer
(appointed 3 February 2020)

Michael Sammells (appointed 1 March 2020)

Helen Livesey	Group Executive, People and Corporate Affairs

Andrea Slattery

Phil Pakes	Chief Risk Officer
(appointed 4 April 2020)
Blair Vernon	Acting Chief Executive, AMP Australia
(appointed 6 August 2020)

Non-executive Directors

KMP

KMP Position

Former

Former

John Fraser (up to 23 August 2020)

Megan Beer	Chief Executive, AMP Life
(up to 30 June 2020)

Andrew Harmos (up to 8 May 2020)
Trevor Matthews (up to 1 July 2020)
David Murray (up to 23 August 2020)
Peter Varghese (up to 8 May 2020)
Mike Wilkins (up to 14 February 2020)

Jenny Fagg	Chief Risk Officer
(up to 3 April 2020)
Boe Pahari	Chief Executive, AMP Capital
(1 July 2020 to 23 August 2020)
Craig Ryman	Chief Operating Officer
(up to 28 May 2020)
Adam Tindall	Chief Executive, AMP Capital
(up to 30 June 2020)
Alex Wade	Chief Executive, AMP Australia
(up to 5 August 2020)

Board changes
Debra Hazelton was appointed Chair of the board and Rahoul Chowdry, Kathryn McKenzie and Michael Sammells were appointed
as Directors during the year.
Executive changes
Changes to the executive KMP include:
– Permanent appointment: James Georgeson (Chief Financial Officer) and Phil Pakes (Chief Risk Officer).
– Interim appointment: Blair Vernon (Acting Chief Executive, AMP Australia).

5

Performance and reward outcomes

5.1 Performance objectives and assessment
The board is committed to providing increased transparency regarding the financial and non-financial objectives used to assess
company and executive performance.
The successful delivery of the multi-year transformation strategy is underpinned by key strategic, financial, people leadership, client
and risk goals linked to the annual objectives set by the board. These form the overall group scorecard and achievement against
these objectives is used by the board as a key input in determining the group incentive pool.
A risk overlay is independently conducted by the Chief Risk Officer, reviewed by the AMP Limited Board Risk Committee and
approved by the AMP Limited Board. This serves as an additional input in determining the group incentive pool and influences any
reward outcomes for the CEO or KMP.
In addition, when assessing overall performance, the board may choose to exercise discretion to take into account any factors not
reflected in the assessment against annual objectives or risk overlay to ensure reward outcomes appropriately balance employee
and shareholder outcomes.
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5

Performance and reward outcomes (continued)

5.2 Group performance outcomes for 2020
The overall company objectives for 2020 and the board’s assessment of performance against each are set out in the table below.
Despite challenging circumstances, management made strong progress in delivering on key strategic priorities. Assessment against
the group scorecard indicated almost two-thirds of the key priorities achieved or exceeded target.
However, notwithstanding the delivery of some key transformation milestones, AMP’s financial performance remained significantly
below plan with net profit after tax (underlying) of $295 million.
In determining the 2020 group incentive pool the board was therefore very cognisant of the shareholder experience and the
impacts of organisational instability on AMP’s reputation, our employees and clients.
Strategic pillar

Client

Strategic initiatives

Client
experience

Client
remediation

Financial

Profit (loss) after
tax attributable
to shareholders
Net profit after
tax (underlying)

Return on equity
(underlying)

Strategic
priorities

Simplify
portfolio

Reinvent wealth
management in
Australia

Performance outcome

Significantly
below

Significantly
below

Significantly
below

Significantly
below

Significantly
below

Significantly
below

Significantly
below

Below

Below

Below

Below

Below

Below

Below

Achieved

Achieved

Achieved

Achieved

Achieved

Achieved

Achieved

Performance commentary

Exceeded

Exceeded

Exceeded

Exceeded

Exceeded

Exceeded

Exceeded

Customer NPS improved from +15 to +27 points
in the year. This reflected concerted effort in
client engagement during COVID-19, significant
progress in simplifying our product offering,
streamlining the number of Master Trust products
from 70 to 11, and delivering ~$130 million in
member benefits.
Client remediation is 80% complete, and on track
for completion by mid 2021.

The result of $177 million was favourable to
plan and positively impacted by one off items.

Underlying results were subdued, with COVID-19
impacting the entire business, including market
impacts on AUM revenue. Net profit after tax
(underlying) was significantly below target at
$295 million.
Underlying ROE was below target at 6.3%, despite
prudent capital management and strong cost
management. The result reflects the impact of
COVID-19 on earnings.
The successful sale and separation of AMP Life,
which included one of the largest successor
fund transfers in corporate Australia’s history,
was a significant achievement, particularly in
a COVID-19 work-from-home environment.
This represents a critical milestone in AMP’s
transformation.
The first phase of the superannuation
simplification program was successfully
executed, returning value to clients through
a more streamlined product offering.
Further progress was made in re-shaping
the Advice business, which continues to
face challenging conditions and disruption.
The North platform displayed resilience and
continued to make inroads servicing external
financial advisers with an enhanced offering.
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Performance and reward outcomes (continued)

5.2 Group performance outcomes for 2020 (continued)
Strategic pillar

Strategic
priorities
(continued)

Strategic initiatives

Maintain growth
momentum
in AMP Bank
Grow asset
management

Create simpler,
leaner business

Strengthen
operating model

Leadership

Drive employee
engagement

Transform
culture

Risk

Strengthen risk
management

Performance outcome

Significantly
below

Significantly
below

Significantly
below

Significantly
below

Significantly
below

Significantly
below

Significantly
below

Below

Below

Below

Below

Below

Below

Below

Achieved

Achieved

Achieved

Achieved

Achieved

Achieved

Achieved

Performance commentary

Exceeded

Exceeded

Exceeded

Exceeded

Exceeded

Exceeded

Exceeded

The AMP Bank platform upgrade was delivered on
time and within budget, positioning the bank for
future growth.
Successful buyout of the MUTB 15% shareholding
created strategic flexibility. Continued momentum
in the real assets business, evidenced by further
fundraising in the highly successful Infrastructure
Debt Fund strategy. However, leadership instability
has limited progress and identifying a long-term
Chief Executive for AMP Capital (CE AMPC) remains
a priority.
Strong performance delivered through costmanagement programs, with in-year gross
savings delivered reaching $102 million.
Phase 2 of the operating model program has
further enhanced end-to-end accountability
within each of the three primary businesses
(AMP Capital, AMP Australia and New Zealand
wealth management). Control and enablement
functions were centralised to strengthen
accountability and oversight.
Conduct issues and leadership instability impacted
employee engagement. Overall Employee
Satisfaction (eSat) score at the end of 2020 was 67
points against a target of 70 points. While the score
demonstrates resilience, the prevailing employee
experience of the year is considered to have been
below target.
High profile cultural issues had a profound impact
on the reputation of our business. While there
was heavy investment in improving culture, and
progress made would otherwise be considered
successful, this element is considered below plan.
Completed a $100 million investment in
strengthening risk across AMP. Investment has
yielded improved risk management strategy,
steady improvement in risk culture, and positive
outcomes across major external reviews. Despite
organisational instability and reputational issues,
the response to COVID-19 demonstrated strong
operational readiness and enabled successful
completion of the AMP Life sale.
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Performance and reward outcomes (continued)

5.3 Group performance
The remuneration outcomes for executives and employees reflect overall subdued group financial performance. 2020 net profit
after tax (underlying) of $295 million has reduced 33% from $439 million in 2019 and return on equity decreased to 6.3%.
In July 2020, AMP announced the completion of the sale of the AMP Life insurance business to Resolution Life. The sale represented
a significant step in transforming AMP and positioning the company for future growth.
Following the completion of the AMP Life sale, the board committed to return up to $544 million of excess capital to shareholders via:
– a $344 million special dividend of 10 cents per share fully franked (paid on 1 October 2020), and
– an on market buyback of up to $200 million – currently on hold pending completion of the portfolio review.
The table below illustrates AMP’s performance over the last five years and the remuneration outcomes.
2016

2017

2018

20191

2020

Financial results
Profit (loss) after tax attributable to shareholders ($m)
Net profit after tax (underlying) ($m)2
Cost to income ratio (%)

(344)
486
63.7

848
1,040
46.2

28
680
55.8

(2,467)
439
66.0

177
295
75.5

Shareholder outcomes
Total dividend (cents per share)
Share price at 31 December ($)

28
5.04

29
5.19

14
2.45

0
1.91

10
1.56

Remuneration outcomes
Relative TSR percentile
LTI vesting outcome (% of grant)
Average STI received by KMP (as % of maximum opportunity)

31st
22
0

27th
0
58

8th
0
0

0
0
23

0
0
0

1 	 Results have been presented on a continuing basis and re-presented for the year ended 31 December.
2 	NPAT (underlying) represents shareholder attributable net profit or loss after tax excluding market adjustments, accounting mismatches and nonrecurring revenue and expenses.

5.4 CEO and executive performance and outcomes
The performance assessment of the CEO considers overall company performance against a scorecard (as detailed in section 5.2)
with a further qualitative and quantitative assessment of his individual contribution including consideration of risk management
and behavioural outcomes.
The board assessed the CEO’s performance for 2020 in line with company performance and individual contribution and thanks
him for his leadership in an extraordinarily challenging year. Despite significant market and internal disruption, the CEO continued
to drive the turnaround strategy and delivered a number of key transformation milestones. In addition to the group performance
outcomes noted at section 5, the CEO specifically delivered:
–	Strong capital and liquidity positions amid extreme market volatility.
–	COVID-19 response: prioritisation of client support during the COVID-19 pandemic; $1.8 billion of early release of super
payments and paused home loan repayments for ~11% of AMP Bank mortgage clients.
–

Employees: Implemented a refined performance management framework as an enabler of a high-performance culture.

–

Portfolio review: led and conducted a strategic portfolio review.

Despite strong personal contribution and progress of strategic delivery, the CEO has agreed with the board’s assessment that
AMP’s 2020 financial performance and resulting shareholder expectation, does not warrant award of an STI award for the year.
For KMP, executive contribution is aligned to group performance outcomes through the cascade of the company’s overall objectives
to respective portfolios of accountability. In this way, an executive’s performance is aligned to both company performance and their
individual business unit performance.
Again, reflecting overall performance of the group and aligned shareholder experience, no STI awards are being made for KMP
performance for 2020.
For all other employees, their performance assessment reflects achievement against agreed objectives combined with
consideration of risk management, behaviour and conduct.
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5.4 CEO and executive performance and outcomes (continued)
The following table shows the STI awarded to current and former executives for the 2020 performance year. This table seeks
to demonstrate payments made and/or forgone. It differs from the statutory table in section 7.1 which is prepared according to
Australian Accounting Standards.
Maximum STI
opportunity value
$’000

Percentage
of maximum STI
opportunity awarded

Percentage
of target STI
opportunity awarded

Current executives
Francesco De Ferrari
David Cullen
James Georgeson
Helen Livesey
Phil Pakes1
Blair Vernon1

4,400
1,500
1,500
1,700
728
683

0%
0%
0%
0%
0%
0%

0%
0%
0%
0%
0%
0%

Former executives
Megan Beer
Jenny Fagg
Boe Pahari2
Craig Ryman
Adam Tindall2
Alex Wade

1,800
1,800
n/a
1,800
n/a
1,940

0%
0%
n/a
0%
n/a
0%

0%
0%
n/a
0%
n/a
0%

1 	Phil Pakes’ and Blair Vernon’s maximum STI opportunity values are pro-rated for the time they were appointed to KMP.
2	The % of maximum STI opportunity for Adam Tindall and Boe Pahari is not applicable as their opportunity for STI under the AMP Capital Enterprise
Profit Share Plan is uncapped with no applicable target STI.

5.5 Long-term incentive performance
Long-term incentive vesting outcomes determined in 2020 are detailed below.
To assess the 2017 LTI awards vesting in 2020, AMP’s TSR performance was compared against the top 50 companies based on
market capitalisation rank in the S&P/ASX 100 index, measured for the period 1 January 2017 to 31 December 2020. The 2017
LTI award performance hurdles were not achieved, resulting in nil vesting of the award which will lapse in full.
Grants that were tested for vesting in 2020

Grant date

19 May 2017

Performance
period
start date

Performance
period
end date

Measure

1 Jan 2017

31 Dec 2020

TSR

Threshold
target
(50% vests)

Maximum
target
(100% vests)

21.9%
68.5%
50th percentile 75th percentile

AMP’s TSR
performance

Vesting
outcome
(portion of
tranche vested)

(57.5%)

0%

The table below provides details of the approved performance measures and targets for current unvested LTI grants (the
Transformation Incentive) with a performance end date up to 2023. During the 2020 year, the board heard extensive shareholder
feedback with regards to the maximum potential value and vesting hurdles applied to the Transformation Incentive award.
These concerns have been addressed by:
–	Clarifying the rationale for the quantum of the grant which was intended to replace the 2019 and 2020 LTI grants and to
recognise that STI for executives was likely to be subdued during the transformation period.
–	Confirming that under the Transformation award’s performance gateway, no vesting will occur if AMP’s TSR is negative and
below 100% of the index.
–	Ensuring transparency around the structure and value of future LTI awards.
–	Rather than retrospectively altering the contractual terms of the grant during the performance period, undertaking to apply
appropriate discretion at the time of vesting. Specifically, the board will take into account shareholder value creation, length
of service and contribution of executives to the transformation of AMP in applying discretion (either positively or negatively)
at the vesting date.
Grants to be tested for vesting at a future date

Grant date

12 Sep 2019

Performance
period
start date

Performance
period
end date

1 Aug 2019

15 Feb 2023

Measure

Threshold
target
(50% vests)

Maximum
target
(100% vests)

Boardapproved
performance
outcome

Vesting
outcome
(portion of
tranche vested)

CAGR TSR

75% of index

110% of index

TBA

TBA

In keeping with the intent of the 2019 Transformation Incentive (August 2019), no LTI grants were made for 2020.
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5.6 Remuneration received by current executives in 2020
Under AMP’s remuneration framework, executives are eligible to receive a mix of fixed remuneration, STI (delivered part in cash and
part deferred as share rights) and an LTI award.
The table below sets out the remuneration actually received by the CEO and current KMP and the value of any equity awarded in
prior years (either as deferred STI and/or LTI) vesting to these executives during 2020. The table also shows the maximum value
of total remuneration forgone (this includes both the STI opportunity that was not awarded in respect of the 2020 year and any
previous years’ equity awards which were due to vest in 2020 but did not meet the relevant hurdles and were lapsed).
Presenting this information to shareholders is designed to provide more clarity and transparency of actual executive remuneration.
This approach differs from the statutory remuneration table which presents remuneration in accordance with accounting
standards. Details on Statutory disclosures are found in section 7.1.

Name

Year

Fixed
remuneration1
$

Short-term cash
incentive2
$

Other
benefits3
$

Equity received
during reporting
period deferred
from previous
years4
$

Total
remuneration
received during
reporting period
$

Total
forgone
during the
reporting
period5
$

Francesco De Ferrari
			

2020
2019

2,200,000
2,200,000

–
1,320,000

–
11,000

–
–

2,200,000
3,531,000

4,400,000
990,000

David Cullen
			

2020
2019

739,481
700,000

–
260,000

–
–

203,892
49,143

943,373
1,009,143

1,500,000
820,964

James Georgeson
			

2020
2019

745,492
189,000

–
78,000

1,800
1,000

48,726
109,425

796,018
377,425

1,500,000
251,682

Helen Livesey
			

2020
2019

850,000
850,000

–
280,000

–
–

330,907
97,946

1,180,907
1,227,946

1,969,100
1,065,641

Phil Pakes
			

2020
2019

520,219
–

–
–

–
–

–
–

520,219
–

728,306
–

Blair Vernon
			

2020
2019

341,701
–

–
–

23,400
–

–
–

365,101
–

683,402
–

1 	Remuneration received is reflected for time in role for the relevant reporting period. James Georgeson commenced as a KMP during 2019 and Phil
Pakes and Blair Vernon commenced as KMP during 2020.
2 	STI payments made to KMP during the relevant year based on outcomes related to the applicable year’s performance. Blair Vernon received a retention
payment during 2020 in relation to his role as the CEO New Zealand wealth management in the amount of $98,873 which has been pro-rated for the
time he was KMP and has not been included in the table above.
3 	Other benefits include non-monetary benefits and any related FBT exempt benefits and FBT payable benefits, for example car-related expenses,
insurances, professional memberships and subscriptions. Non-monetary benefits for Francesco De Ferrari during 2019 comprise relocation costs.
4	The value of vested equity awards was calculated based on the units which vested multiplied by the five-day volume weighted average price (VWAP)
up to and including the date of vesting exercise. The CEO Buyout Incentive awards which vested during 2020 are excluded from the table as these
awards were designed to replace remuneration forgone from his former employer. Full details of the Buyout Incentive award values are provided in
section 5.7.
5 	Total forgone values are inclusive of prior year LTI awards which lapsed because performance hurdles were not achieved and/or the amount of
maximum STI opportunity not received due to no STI being awarded.

5.7 CEO Buyout Incentive
Buyout Incentive awards were granted to the CEO, Mr Francesco De Ferrari, in 2018 for remuneration forgone from his former
employer on resignation to join AMP. In addition to the total remuneration received for 2020 outlined in section 5.6, the following
Buyout awards (granted in 2018) vested during the year:
–	Buyout Incentive rights (tranche 1) representing 50% of the total grant vested on 15 February 2020 totalling 1,020,408 units
with a vesting value of $1,866,494; and
–	Buyout Incentive restricted shares (tranche 2) representing 20% of the total grant vested on 15 August 2020 totalling 408,164
units with a vesting value of $624,490.
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Our executive arrangements are structured to ensure that the total remuneration for each individual is linked to both their
business unit and overall company performance and is aligned to long-term shareholder value creation.
6.1 Executive 2020 remuneration arrangements
Given the 2019 remuneration strike and the ongoing review of the executive remuneration framework, 2020 was a year of
transitional remuneration arrangements for AMP. In the interests of transparency, this section sets out the arrangements that
applied to executives in the 2020 performance year:
–	Eligibility for STI: all executives were eligible to participate in AMP’s group incentive plan with the exception of the Chief
Executive, AMP Capital. The Chief Executive, AMP Capital was eligible to participate in the AMP Capital Enterprise Profit Share
plan, an incentive plan for the executives of AMP’s investment management business. It should be noted that Mr De Ferrari
was not eligible to participate in this plan during his time as Acting Chief Executive, AMP Capital in 2020.
–	Eligibility for LTI: while the executives were eligible for an LTI under the prevailing remuneration framework, the board made
the decision not to grant a long-term incentive (LTI) award for 2020, taking into account the timing, intent and size of the
Transformation Incentive (TI) award granted in August 2019. This award was designed to replace the standard 2019 and
2020 LTI grants and compensate for subdued STI during the transformation period.
–	Remuneration related to new roles: supplementary Transformation Incentive awards were made for Mr James Georgeson,
Chief Financial Officer and Mr Phil Pakes, Chief Risk Officer on permanent appointment to their roles to align with other KMP.
–	Retention awards: the portfolio review created significant additional workload for our key executives and generated substantial
additional challenge and uncertainty across the group. This was exacerbated through a series of executive departures which
disrupted business operations, leaving those remaining critical to stabilising the business, retaining corporate knowledge and
continuing to drive the turnaround strategy. Faced with these extraordinary circumstances, the board, having examined market
precedents and tested the concept with a range of investor representatives, sought to stabilise the management team by
introducing a one-off retention payment for KMP and critical talent across the organisation. As part of the discussion in relation
to the retention of the CEO’s direct reports, the board and CEO agreed that the CEO should not be considered for a retention
award based on the precedents, market feedback and other previously disclosed remuneration arrangements.
	Retention payments for KMP totalled $3.89 million with the quantum of the award equivalent to 100% of fixed remuneration
deferred in its entirety. The deferral period will see 60% vest on 31 October 2021 (delivered as cash) with the remaining 40%
(delivered as share rights) vesting on 31 October 2024 subject to continued employment.
	This decision was not taken lightly. However, the board believes there were very few alternatives under the circumstances,
to maintain stability and protect shareholder value through the portfolio review.
–	Overall quantum of remuneration: responding to shareholder feedback regarding the overall quantum of remuneration
being out of line with market, the average face value of incentives awarded in 2020 for the KMP, including the retention
award, was 100% of fixed remuneration. This compares to an average face value of incentives awarded in 2019 (including
the Transformation Incentive) of 568% (albeit subject to performance hurdles).
2019
568%

KMP average face value
of incentives as % of
fixed remuneration
2020
100%
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6.2 Terms of executive remuneration
The following common terms apply to the incentive plans outlined below:
Format of award

Awards delivered in rights to AMP Limited shares have no exercise price and carry no dividend or voting
rights until the rights vest and have been converted to shares, subject to the available trading window.
However, dividends that have accrued will be paid as additional shares after vesting.

How rights are
converted to shares

At the end of the deferral period for each tranche, any rights that have vested are converted into
AMP Limited ordinary shares on behalf of participants. Participants then become entitled to shareholder
benefits, including dividends and voting rights.

If there is a change
in control of AMP

If AMP is subject to a takeover or change of control, the board has discretion to determine the treatment
of any unvested rights.

Board discretion on
malus and clawback

The board may apply its discretion in adjusting for malus and clawback. The board may reduce or
clawback awards in certain circumstances, such as:
–	the participant’s employment is terminated for misconduct;
–	the participant acting fraudulently, dishonestly or in a manner which brings the AMP group into
disrepute or being in material breach of their obligations to the group;
– to protect the financial soundness or position of AMP;
–	to respond to a material change in the circumstances of AMP, or a significant unexpected or
unintended consequence affecting AMP that was not foreseen by the Remuneration Committee
(including any misstatement of financial results); and/or
– to ensure no unfair benefit to the participant.

If the executive
leaves AMP

If any rights have not yet vested and an executive resigns from AMP or their employment is terminated
for misconduct any unvested rights will lapse.
If an executive leaves AMP due to retirement or redundancy any unvested rights may be retained, and
vesting will continue subject to the vesting conditions as would apply if the person had remained in
AMP employment.

2020 AMP Group Incentive Plan

Eligible
participants

All executives, excluding the Chief Executive, AMP Capital.

Format of award

The award is delivered 60% in cash and 40% in rights to AMP Limited shares deferred for four years.

How individual
performance is
measured

Individual performance is measured against the performance of each executive’s business area as well as
their personal objectives. Performance measures for the executives and business areas are agreed with the
board at the start of each year.

How the incentive
pool is calculated

The board determines the group incentive pool, based on performance against the group incentive pool
measures (refer to section 5.1), taking into account AMP’s financial results and the progress of AMP’s
strategic objectives.

How the awards
are allocated

The CEO AMP recommends to the board for its approval the executive incentive allocations based on
company and individual performance. Separately the board assesses the CEO AMP’s performance against
the overall company performance measures and objectives to determine an allocation.

STI deferral

100% of the award vests between two or four years depending on legislative requirements. Vesting is
subject to ongoing employment and compliance with AMP policies and is subject to board discretion (as
described above under ‘Board discretion’). It is AMP’s practice to buy on market the shares to be delivered.
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6.2 Terms of executive remuneration (continued)
2020 AMP Capital Incentives

Eligible
participants

Chief Executive, AMP Capital and selected AMP Capital employees.

Format of award

The total variable pay award for the Chief Executive, AMP Capital is made up of eligibility to participate in
an AMP Capital Enterprise Profit Share (EPS) award and eligibility for LTI participation.

How individual
performance is
measured

Performance of the Chief Executive, AMP Capital is measured against the performance of AMP Capital and
performance against personal objectives. Performance measures for the Chief Executive, AMP Capital and
the AMP Capital business are agreed with the board at the start of each year.

How the
incentive pools
are calculated

An agreed percentage of AMP Capital pre-tax profit is made available for the Enterprise Profit Share plan.
The percentage is determined by the board at the start of the performance year and is not disclosed due to
the commercially sensitive nature of the information.
The board may adjust the pool up or down at its discretion to recognise non-profit-related performance,
including changes in market conditions and broader financial factors or if AMP Capital management
operates outside board-approved risk appetite levels.

How the awards
are allocated

Based on a recommendation from the CEO AMP, the board approves any allocation to the Chief Executive,
AMP Capital based on his performance. Following this allocation, the Chief Executive, AMP Capital
determines the allocation of the remaining enterprise profit share pool to other eligible participants on
a discretionary basis subject to final approval by the CEO AMP.

Incentive deferral

A minimum of 50% of any EPS allocation is deferred into an equal split of rights to AMP Limited shares and
a deferred cash component that is notionally invested into a general portfolio of AMP Capital Funds.
Rights to AMP Limited shares
Any entitlement to AMP Limited shares will be delivered as share rights that will convert to AMP Limited
shares (vest) after one and two years, subject to AMP’s trading policy.
Vesting is subject to ongoing employment and compliance with AMP policies and is subject to board
discretion (as described above under ‘Board discretion’). Upon vesting the executive receives one fully paid
ordinary AMP Limited share in exchange for each right held. It is AMP’s practice to buy on market the shares
to be delivered.
Notional investment
The deferred cash portion is notionally invested into a general portfolio of AMP Capital managed funds.
This investment is described as ‘notional’ because the Chief Executive, AMP Capital does not directly hold the
underlying securities in this basket of managed funds. The value of the retained amount will vary as if these
amounts were directly invested in AMP Capital managed funds, giving the Chief Executive, AMP Capital an
effective economic exposure to the performance of the securities over the four-year period.
Vesting is subject to ongoing employment and compliance with AMP policies and is subject to board
discretion (as described above under ‘Board discretion’). Upon vesting the executive receives the cash amount
adjusted upwards or downwards for any notional return generated by the portfolio of AMP Capital Funds.

2020 Long-Term Incentive

Eligible
participants

The board determined that no LTI would be granted in 2020 due to the value of existing awards granted in
prior financial years, in particular the Transformation Incentive awards granted in 2019, developed to replace
LTI awards for 2019 and 2020.
It is intended to award new LTI awards in the 2021 financial year as part of the revised remuneration
framework to avoid a period of at least two years in which no potential vesting would occur to
support retention.
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6.2 Terms of executive remuneration (continued)
2020 Retention awards

Eligible
participants

A selected group of senior employees including KMP but excluding the CEO and Managing Director.

Format of awards

Awarded 60% as cash deferred to October 2021 and 40% as share rights in rights to AMP Limited shares
deferred for four years to October 2024.

Vesting conditions

Awards are subject to continued service with AMP until applicable vesting dates for deferred cash and share
rights.

How the awards
are allocated

To applicable executives the award is up to 100% of Fixed Remuneration and was offered in recognition of the
fact that no other incentive (short or long term) will be awarded during, or in respect of 2020. Awards have
been made to KMP and a small group of select individuals outside the KMP, seen as instrumental to the
stability of AMP and critical to ensuring a successful portfolio review outcome.

Incentive awards for KMP awarded prior to 2020 but not yet vested

Award

Transformation
Incentive award

Eligible
participants

CEO Recovery
Buyout Incentive

CEO Buyout
Incentive

Group Incentive
Plan, AMP Capital
Enterprise Profit
Share (EPS)
and Enterprise
Performance
Incentive (EPI)

CEO, KMP plus
CEO
selected senior leaders

CEO

CEO

All employees

Awarded

2019

2019

2018

2018

2018 and 2019

Awarded as

Performance
rights

Performance
rights

Performance
rights

Restricted shares
and share rights

Share rights

Performance
period ends

February 2023

February 2023

February 2022
February 2023

n/a

n/a

Performance
hurdle

AMP compound
average growth
rate (CAGR) in total
shareholder return
(TSR) related to an
equal weighted index
of ASX 100 financial
services excluding
A-REITs

As for
Transformation
Incentive award

AMP share
price of $2.45

n/a

n/a

Vesting conditions
and date/s

In addition to the
As per
performance hurdle,
Transformation
vesting is also subject Incentive award
to both a risk and
conduct gateway as
well as a performance
gateway with holding
locks up to September
2023 if required by
the Banking Executive
Accountability Regime

Up to 50% of award
may vest in February
2022 if share price
is $2.45 or higher.
Up to 100% of
award will vest in
February 2023 if the
share price is $2.75
or higher (less any
award which may
have vested in 2022)

Ongoing service
to applicable
vesting dates in
August 2021 and
February 2022

Deferral of
annual incentives.
Vesting dates
up to February
2024 subject to
continued service
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6.3 Executive shareholding
Minimum shareholding changes for 2020
During 2020, listening to feedback from investors and shareholder representatives, the board revised the minimum shareholding
requirement for executives to more closely align to current market practice. Under the revised approach, the increased minimum
shareholding requirement for KMP as follows:
– CEO – two times fixed remuneration.
– Executives – one times fixed remuneration.
Executives are expected to achieve the minimum shareholdings within a five-year period from commencement in their role.
The minimum shareholding values contained in the table below include the revised calculation methodology applied for 2020.
AMP includes the following equity holdings to determine whether an executive meets this requirement:
– AMP Limited shares: ordinary AMP Limited shares registered in the executive’s name or a related party.
– AMP share rights: granted to executives through AMP’s employee share plans.
Share rights that are allocated to executives are included to meet their minimum holding requirement only where future vesting
is not subject to any further performance condition (other than a continued service condition). AMP Limited shares and/or share
rights cannot be hedged.
Executives are not expected to purchase shares to meet the requirement. Rather it is expected that executives would not sell any
shares held (other than to cover tax liabilities arising) and that they will retain shares awarded to them by the Company until the
minimum requirement is reached.
Minimum shareholding summary

Name

Executive director
Francesco De Ferrari

Fixed pay1
$

Total unit
balance

Total value
of holding2
$

Target date
to meet the
requirement

2,200,000

3,121,144

4,868,985

Achieved

Group executives				
David Cullen
750,000
562,437
877,402
Achieved
James Georgeson
750,000
456,808
712,620 1 February 2025
Helen Livesey
850,000
593,292
925,536
Achieved
Phil Pakes
700,000
177,514
276,922
3 April 2025
Blair Vernon
845,018
436,432
680,834 5 August 2025
1	Fixed pay includes cash salary plus superannuation and has been captured as an annualised amount in Australian dollars (or equivalent for Blair Vernon)
to calculate MSR values.
2	The total value of each holding was calculated as at 31 December 2020 using a closing price of $1.56 and total number of eligible securities held by
the KMP currently.
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6.4 Executive employment contracts
Contract term

CEO

Executives

Length of contract

Open-ended

Open-ended

Notice period

6 months by AMP or by Francesco De Ferrari

6 months by AMP or the executive (with the
exception of one executive for whom the notice
period by AMP is 12 months)

Entitlements on
termination

– Accrued fixed pay, superannuation and other statutory requirements;
–	Executives eligible for incentives may be awarded on a pro-rata basis for the current period in the
case of death, disablement, redundancy, retirement or notice without cause, subject to the original
performance periods and hurdles;
–	Unvested deferred incentive awards may continue in the case of death, disablement, redundancy,
retirement or notice without cause, subject to the original performance periods and hurdles;
–	Vested deferred incentive awards will be retained except in the case of serious misconduct or breach
of contract; and
–	In the case of redundancy, the AMP Redundancy, Redeployment and Retrenchment Policy in place at
the time will be applied. This is the same policy that applies to all employees at AMP.

Restrictions on
termination benefits

AMP will not make payments on termination that require shareholder approval or breach the
Corporations Act.

Post-employment
restraint

6-month restraint on entering employment with a competitor and 12-month restraint on solicitation of
AMP clients and employees.
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6.5 Summary of executive exit arrangements
The table below summarises the exit arrangements for former KMP who left the company during 2020. Further details are provided
in the statutory disclosure table in section 7.1.
Executive

Exit arrangement

Megan Beer
ceased as KMP
30 June 2020

–	Unvested LTI, STI Deferral and Transition Incentive awards were retained in accordance with plan rules
and subject to original terms

Jenny Fagg
ceased as KMP
3 April 2020

–	Payment in lieu of balance of notice
–	Provision of other benefits required by law
–	A pro-rated portion of the unvested Transformation Incentive award was lapsed and the remaining
balance was retained in accordance with plan rules and subject to original terms
–	Unvested STI Deferral and Transition Incentive awards were retained in accordance with plan rules and
subject to original terms

Craig Ryman
ceased as KMP
28 May 2020

–	Payment in lieu of balance of notice
–	Provision of other benefits required by law
–	A pro-rated portion of the unvested Transformation Incentive award was lapsed upon cessation of
employment and the remaining balance was retained in accordance with plan rules and subject to
original terms
–	Unvested LTI, STI Deferral and Transition Incentive awards were retained in accordance with plan rules
and subject to original terms

Adam Tindall
ceased as KMP
30 June 2020

–	Provision of other benefits required by law
–	Unvested LTI, STI Deferral and Notional Investment awards were retained in accordance with plan rules
and subject to original terms
–	Restricted shares granted as part of Mr Tindall’s participation in the employee share plans were
released in full in accordance with plan rules

Alex Wade
ceased as KMP
5 August 2020

–	Provision of other benefits required by law
–	Unvested Transformation Incentive and STI Deferral awards were lapsed in full in accordance with
plan rules
–	Restricted shares purchased as part of Mr Wade’s participation in the employee share plans were
released in full and AMP-funded matching shares were forfeited in accordance with plan rules
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Other executive remuneration disclosures

The following disclosures provide additional information and/or are required under the Corporations Act. This includes the 2020
executive remuneration that is prepared according to Australian Accounting Standards.
7.1 Statutory remuneration disclosure
The table below shows the remuneration that was received by executives in 2020 as well as any incentive rewards that have been
awarded but not yet received. This includes fixed remuneration and the value of current and previous incentive payments which
have not yet vested.
Postemployment
benefits

Short-term employee benefits
Cash
salary1
$’000

Cash
Other
short-term short-term
2
incentive
benefits3
$’000
$’000

Share-based payments4

Termination
payments

Long-term benefits

Superannuation
benefits
$’000

Rights
and
options
$’000

Restricted
shares
$’000

Deferred
incentive5
$’000

Cash
Other6 payments
$’000
$’000

Total
$’000

Current disclosed executives
Francesco De Ferrari
Chief Executive Officer

2020
2019

2,177
2,177

–
1,320

17
1,711

23
22

3,613
4,124

910
4,072

–
–

9
5

–
–

6,749
13,431

David Cullen
Group General
Counsel

2020
2019

705
668

–
260

53
8

25
25

846
531

–
–

–
–

80
13

–
–

1,709
1,505

James Georgeson
Chief Financial
Officer

2020
2019

720
182

–
78

59
1

25
7

609
115

–
–

–
–

174
3

–
–

1,587
386

Helen Livesey
Group Executive,
People and
Corporate Affairs

2020
2019

827
802

–
280

93
16

23
22

1,072
617

–
–

–
–

22
17

–
–

2,037
1,754

Phil Pakes
Chief Risk Officer,
AMP Group

2020
2019

483
–

–
–

59
–

18
–

323
–

–
–

–
–

2
–

–
–

885
–

Blair Vernon
Acting Chief
Executive,
AMP Australia

2020
2019

292
–

–
–

199
–

72
–

86
–

–
–

–
–

1
–

–
–

650
–

The continuation of the table and footnotes 1 to 6 can be found on the following page.
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7.1 Statutory remuneration disclosure (continued)
Postemployment
benefits

Short-term employee benefits
Cash
salary1
$’000

Cash
Other
short-term short-term
2
incentive
benefits3
$’000
$’000

Share-based payments4

Termination
payments

Long-term benefits

Superannuation
benefits
$’000

Rights
and
options
$’000

Restricted
shares
$’000

Deferred
incentive5
$’000

Other6
$’000

Cash
payments
$’000

Total
$’000

Former disclosed executives
Megan Beer
Former Chief Executive,
AMP Life		

2020
2019

436
860

–
225

501
56

12
25

117
641

–
–

–
–

19
13

–
–

1,085
1,820

Sally Bruce
2020
Former Group Executive, 2019
AMP Bank

–
655

–
165

–
222

–
23

–
623

–
–

–
–

–
(11)

–
419

–
2,096

Jenny Fagg
2020
Former Chief Risk Officer 2019

237
877

–
200

16
43

11
22

948
283

–
–

–
–

(4)
2

467
–

1,675
1,427

Gordon Lefevre
Former Chief
Financial Officer

2020
2019

–
684

–
150

–
70

–
22

–
582

–
–

–
–

–
(26)

–
967

–
2,449

Boe Pahari7
Former Chief Executive,
AMP Capital

2020
2019

137
–

–
–

3
–

–
–

132
–

–
–

104
–

–
–

–
–

376
–

Craig Ryman
Former Chief
Operating Officer

2020
2019

366
846

–
200

(46)
43

19
25

1,406
552

–
–

–
–

(6)
40

1,277
–

3,016
1,706

Paul Sainsbury
2020
Former Group Executive, 2019
Wealth Solutions
and Customer

–
129

–
–

–
81

–
24

–
(80)

–
–

–
–

–
7

–
1,808

–
1,969

Adam Tindall
Former Chief Executive,
AMP Capital

2020
2019

450
878

–
1,442

85
30

37
25

1,298
1,090

–
–

392
639

(64)
19

890
–

3,088
4,123

Alex Wade
Former Chief Executive,
AMP Australia

2020
2019

545
909

–
400

46
581

26
39

(392)
392

(201)
659

–
–

(1)
1

510
–

533
2,981

Fiona Wardlaw
2020
Former Group Executive, 2019
People and Culture

–
298

–
–

–
31

–
18

–
556

–
–

–
–

–
(4)

–
1,202

–
2,101

1
Cash salary is inclusive of base salary and short-term compensated absences.
2
Cash short-term incentive for 2020.
3	Other short-term benefits include non-monetary benefits and any related FBT, for example, short-term allowances, insurances and the net change in
annual leave accrued. In addition, it reflects the pro rata expense in relation to retention awards.
4 	Share-based payments expense is inclusive of adjustments that may be made in the current period in relation to unvested awards including those
related to cessation of employment.
5
Deferred incentives reflect the accounting expense for cash incentive notionally invested as part of deferred incentive arrangements in AMP Capital.
6
Other long-term benefits represent the net change in long service leave accrued.
7 	While a zero STI outcome was awarded to Mr Pahari for his role as KMP, he remained eligible to participate in the AMP Capital Enterprise Profit Share
(EPS) plan in his capacity as Global Head of Infrastructure Equity and the Northwest region. For this role, consistent with prior years, he received a
payment awarded under the AMP Capital EPS plan. The pro-rated amount of the EPS award was $937,724 for the time during which he was the Chief
Executive, AMP Capital.

Carried interest
Carried interest is a form of performance fee funded by investors where participating employees hold a direct interest in the fund’s
success. It is a structured long-term performance fee sharing arrangement that is standard market practice for closed-end funds.
No carried interest was payable in 2020.
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7.2 Executive shares and share rights holding
The following table shows the number of shares and share rights held by executives or their related parties during 2020.
A related party is typically a family member of the executive and/or is an entity in which the executive has direct or indirect control.
The definition of units includes AMP Limited shares and share rights which are not subject to any future performance conditions.
Holding at 1 Jan 2020

Shares

Share
rights1

Holding at 31 Dec 2020

Total
number
of units at
1 Jan 2020

Share
rights
granted
during
20202

Shares
granted Restricted
during
shares
2020 released3

Share
Share
rights
rights
converted forfeited
to shares3 or lapsed

Other
market
transactions4

Shares

Total
number
Share
of units at
rights 31 Dec 2020

Current KMP
Francesco De Ferrari 2,040,816 2,040,816 4,081,632 264,000
David Cullen
James Georgeson
Helen Livesey
Phil Pakes5
Blair Vernon5

– 408,164 1,020,408

– (1,224,488) 1,836,736 1,284,408 3,121,144

98,435

237,245

335,680 226,054

–

–

106,382

–

703

205,520

356,917

562,437

177,331

49,423

226,754 230,054

–

–

25,423

–

–

202,754

254,054

456,808

60,995

279,036

340,031 253,261

–

–

172,653

–

–

233,648

359,644

593,292

–

11,200

11,200 162,450

–

–

–

–

3,864

3,864

173,650

177,514

95,867

145,105

240,972 195,460

–

–

–

–

–

95,867

340,565

436,432

Share
Share
rights
rights
converted forfeited
to shares3 or lapsed

Other
market
transactions4

Shares

Share
rights

Total
number of
units on
date ceased
as KMP

539,569

Total
number
of units at
1 Jan 2020

Share
rights
granted
during
20202

Shares
granted Restricted
during
shares
2020 released3

Shares

Share
rights1

132,272

286,154

418,426 120,000

–

–

179,771

–

1,143

313,186

226,383

9,793

212,765

222,558

40,000

–

–

106,382

–

(106,382)

9,793

146,383

156,176

218 1,596,257

1,596,475

–

–

–

–

–

–

218 1,596,257

1,596,475

Former KMP6
Megan Beer
Jenny Fagg
Boe Pahari
Craig Ryman

80,543

282,256

362,799

40,000

–

–

175,873

–

(103,214)

153,202

146,383

299,585

Adam Tindall

501,525

303,630

805,155 576,800

–

–

196,814

–

1,144

699,483

683,616

1,383,099

Alex Wade

537,815

–

537,815

– 209,747

–

–

1,361

539,176

80,000

619,176

80,000

1	Share rights give the participant the right to acquire one fully paid ordinary share in AMP Limited after a specified service period. Rights are granted
at no cost to the participant and carry no dividend or voting rights until they vest. Rights may be settled through an equivalent cash payment at the
discretion of the board.
2	Share rights awarded on 1 April 2020 relate to the 2019 short-term incentive (STI). The number of rights granted was determined using the volume
weighted average price of $1.25 per share right and share rights awarded on 23 November 2020 relate to retention awards. The number of rights
granted was determined using a volume weighted average price of $1.7236 per share right.
3
Unless otherwise stated, restricted shares and share rights converted during 2020 relate to awards granted in prior years.
4	Other market transactions are a result of executives or their related parties trading AMP Limited shares on the open market or may include shares
awarded as part of the executive’s participation in the AMP Share Purchase Plan (SPP) allotment at a market value of $1.34 per share.
5
The opening balances shown for Phil Pakes and Blair Vernon are reflective of their respective holdings as at the date on which they became KMP.
6
Former executives’ opening and closing balances are reflective of their respective holdings for the time they were KMP.
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7.3 Executive performance rights holdings
The following table shows the performance rights which were granted, exercised or lapsed during 2020.

Grant
date

Current KMP
Francesco De Ferrari1 21/08/18
			
12/09/19
			
12/09/19
Total

Fair
value per
performance
Performance
right
condition
$

Holding at
1 Jan 2020

Rights
granted in
2020

Rights
exercised
in 2020

Rights
forfeited,
lapsed or
cancelled
in 2020

Holding at
31 Dec 2020

Vested and
exercisable
at
31 Dec 2020

Share Price Targets
Share Price Targets
CAGR of TSR

0.82
0.62
1.21

1,656,976
2,500,000
3,867,402
8,024,378

–
–
–
–

–
–
–
–

1,656,976
–
–
1,656,976

–
2,500,000
3,867,402
6,367,402

–
–
–
–

David Cullen
Total

12/09/19

CAGR of TSR

1.21

1,933,701
1,933,701

–
–

–
–

–
–

1,933,701
1,933,701

–
–

James Georgeson2
Total

12/09/19

CAGR of TSR

1.21

828,729
828,729

828,729
828,729

–
–

–
–

1,657,458
1,657,458

–
–

Helen Livesey3
			
Total

19/05/17
12/09/19

TSR
CAGR of TSR

2.24
1.21

172,500
2,348,066
2,520,566

–
–
–

–
–
–

–
–
–

172,500
2,348,066
2,520,566

–
–
–

Phil Pakes4
Total

12/09/19

CAGR of TSR

1.21

276,243
276,243

1,104,972
1,104,972

–
–

–
–

1,381,215
1,381,215

–
–

Blair Vernon
Total

–

–

–

–
–

–
–

–
–

–
–

–
–

–
–

Holding at
1 Jan 2020

Rights
granted in
2020

Rights
exercised
in 2020

Rights
forfeited
or lapsed
in 2020

Holding on
date ceased
as KMP

Vested and
exercisable
at
31 Dec 2020

Grant
date

Former KMP
Megan Beer5
Total

Fair
value per
performance
Performance
right
condition
$

19/05/17

TSR

2.24

180,000
180,000

–
–

–
–

–
–

180,000
180,000

–
–

Jenny Fagg6
Total

12/09/19

CAGR of TSR

1.21

2,486,187
2,486,187

–
–

–
–

–
–

2,486,187
2,486,187

–
–

Boe Pahari
Total

–

–

–

–
–

–
–

–
–

–
–

–
–

–
–

Craig Ryman7
			
Total

19/05/17
12/09/19

TSR
CAGR of TSR

2.24
1.21

225,000
2,486,187
2,711,187

–
–
–

–
–
–

–
–
–

225,000
2,486,187
2,711,187

–
–
–

Adam Tindall5
Total

19/05/17

TSR

2.24

240,000
240,000

–
–

–
–

–
–

240,000
240,000

–
–

Alex Wade8
Total

12/09/19

CAGR of TSR

1.21

2,679,558
2,679,558

–
–

–
–

–
–

2,679,558
2,679,558

–
–

1	Performance rights granted to Francesco De Ferrari under the 2018 LTI award were cancelled following approval by shareholders at the 2020 AGM on
8 May 2020.
2	Performance rights were granted to James Georgeson under the 2019 LTI award reflecting his permanent appointment to the role of Chief Financial
Officer. The number of rights granted was determined using the fair value price of $1.81 per right.
3	Performance rights granted to Helen Livesey under the 2017 LTI award will lapse in full, TSR hurdle not achieved following the 31 December 2020
testing date.
4	Phil Pakes’ opening balance is calculated from the time he was appointed to KMP and includes performance rights awards granted prior to his
appointment. Performance rights were granted to him under the 2019 LTI award reflecting his permanent appointment to the role of Chief Risk
Officer. The number of rights granted was determined using the fair value price of $1.81 per right.
5	Performance rights granted to Megan Beer and Adam Tindall under the 2017 LTI award will lapse in full, TSR hurdle not achieved following the
31 December 2020 testing date.
6	Performance rights granted to Jenny Fagg under the 2019 Transformation Incentive award were partially lapsed in the amount of 2,011,989 units
upon cessation of employment and the remaining balance is held on foot until the vesting date is reached, and performance tested. The remaining
balance of the award totals 474,198 rights.
7	Performance rights granted to Craig Ryman under the 2019 Transformation Incentive award will partially lapse in the amount of 1,839,202 units upon
cessation of employment and the remaining balance is held on foot until the vesting date is reached, and performance tested. The remaining balance
of the award totals 646,985 rights. Performance rights granted under the 2017 LTI award will lapse in full, TSR hurdle not achieved following the 31
December 2020 testing date.
8	Performance rights granted to Alex Wade under the 2019 LTI award in the amount of 2,679,558 rights will lapse in full upon cessation of employment.
Current and former executives’ opening and closing balances are reflective of their respective holdings for the time they were KMP.
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7.4 Executive options holdings
The following table shows the options that were granted, exercised or lapsed during 2020.
Grant
date

Name

Exercise price
$

Francesco De Ferrari

14 Dec 2018

Total

  

1

  

5.50

Holding at
1 Jan 2020

Options
granted in
2020

Options
exercised in
2020

Options
cancelled in
20201

Holding at
31 Dec 2020

Vested and
exercisable at
31 Dec 2020

8,000,000

–

–

8,000,000

–

–

8,000,000

–

–

8,000,000

–

–

Options were cancelled following approval by shareholders at the 2020 AGM on 8 May 2020.

7.5 Loans and other transactions
AMP provides home loans to Australians to help them buy, build or renovate properties. The table below includes loans offered
to executives in the ordinary course of business. These loans are on equivalent terms to those offered to other employees and
shareholders.
Net
advances
Balance at
(repayments) 31 Dec 2020
$’000
$’000

Balance at
1 Jan 2020
$’000

Written off
$’000

Total loans to KMP
KMP and their related parties

9,212

–

(174)

Loans to KMP exceeding $100,000
James Georgeson
Helen Livesey
Craig Ryman
Adam Tindall
Alex Wade

991
1,838
2,002
2,212
2,169

–
–
–
–
–

(37)
(118)
3,483
(2,212)
(1,290)

Interest
charged
$’000

Interest not
charged
$’000

Highest
indebtedness
during year
$’000

Number in
group

9,038

203

–

13,959

5

954
1,720
5,485
–
879

15
26
85
15
62

–
–
–
–
–

991
1,838
5,485
2,482
3,164

Other transactions
During 2020, the executives and their related parties may have access to other AMP products. Again, these products are provided to
executives within normal employee terms and conditions. The products may include:
– personal banking with AMP Bank;
– the purchase of AMP insurance and investment products; and
– financial investment services.
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Non-executive director remuneration

Non-executive director fees are paid to NEDs in recognition of their contribution to the board and the associated committees on
which they serve. The NED fees consist of three components and are paid inclusive of superannuation:
– AMP Limited Board base fee;
– AMP Limited committee fees; and
– AMP main subsidiary board and committee fees.
AMP Limited NEDs receive a base fee for their membership on the AMP Limited Board. AMP Limited NEDs also serve on AMP Limited
committees, including special purpose committees formed from time to time such as the Portfolio Review Committee, and on
boards and committees of one or more of AMP’s main subsidiaries. AMP Limited NEDs, excluding the AMP Limited Chair, receive
additional fees for serving as members of these committees and boards. No additional fees are paid to NEDs for their membership
or for chairing the AMP Bank Limited Board and committees.
The AMP Limited Chair receives a base fee only which covers all the Chair’s responsibilities, including chairing the AMP Limited
and AMP Bank Limited Boards, chairing or membership of any of their board committees, including any special committees, and
chairing or membership of boards and committees of any main subsidiary.
NEDs do not receive any performance-related remuneration linked to their or AMP’s performance and no retirement benefits
are paid to NEDs. This structure supports the independence and impartiality of their roles in making decisions about the future
direction of the group and the interests of NEDs are aligned with the long-term interests of shareholders through the minimum
shareholding requirement (MSR) for NEDs which requires all NEDs to hold AMP shares (refer to section 8.4).
8.1 Non-executive director fees
The Remuneration Committee is responsible for reviewing NED fees for AMP Limited and its main subsidiaries. In reviewing these
fees, the Remuneration Committee has regard to a range of factors, including:
– the complexity of AMP’s operations and those of its main subsidiaries;
– fees paid to board members of other Australian corporations of a similar size and complexity; and
– the responsibilities and workload requirements of each board and committee.
The total amount of NED fees paid is capped at a maximum aggregate fee pool that is approved by shareholders. The current
fee pool is $4,620,000, which was approved by shareholders at the 2015 annual general meeting (AGM).
During 2020, the total remuneration paid to AMP Limited NEDs was $3,416,074 which represents 74% of the shareholder-approved
fee pool. This represents an overall 10.1% reduction in aggregate NED fee spend year on year.
8.2 Base fees and fee reductions during 2020
The Remuneration Committee commissions market data analysis and matching services from external remuneration advisers,
where it considers necessary, and recommends any proposed fee changes to the AMP Limited Board for approval.
In February 2020, the board reviewed the Chair’s fees and determined that there would be a 22% reduction to these fees, from
$850,000 to $660,000 (inclusive of superannuation contributions) effective 1 March 2020. The Chair’s fee continues to include all
associated responsibilities, including as Chair of the AMP Bank Limited Board. All other AMP Limited NEDs received a base fee of
$240,000 per annum (inclusive of superannuation contributions).
In December 2020, the board considered the fees paid to NEDs and deferred the review of fees until the completion of the portfolio
review. This decision to defer the review of fees, including a potential decrease, was made having regard to (amongst other matters)
the work and complexity associated with the ongoing transformation and portfolio review processes. The NED fees will be reviewed
following the completion of the portfolio review process in the context of the overall size and complexity of the company and
associated work going forward.
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8.3 2020 non-executive director remuneration
The following table shows the annual NED fees for the board and permanent committees of AMP Limited and its main subsidiaries
for 2020. As noted above, the Chair’s fees were reduced during AMP’s 2020 financial year and the details are set out below. All fees
paid are inclusive of statutory superannuation.
Chair base fee1,3

AMP Limited
Board		
Audit Committee
Risk Committee
Remuneration Committee
Nomination Committee2
AMP Bank4
Board		
Audit Committee
Risk Committee
AMP Capital Holdings
Board		
Audit and Risk Committee
AMP Life Limited and NMLA5
Board		
Audit Committee
Risk Committee
1
2
3
4
5

60

Member base fee

1 Jan 2020
$

31 Dec 2020
$

1 Jan 2020
$

31 Dec 2020
$

850,000
55,000
55,000
55,000
–

660,000
55,000
55,000
55,000
–

240,000
25,400
25,400
25,400
–

240,000
25,400
25,400
25,400
–

–
–
–

–
–
–

–
–
–

–
–
–

124,000
28,200

124,000
28,200

78,900
16,900

78,900
16,900

90,300
10,000
10,000

–
–
–

56,300
5,000
5,000

–
–
–

The Chair of AMP limited does not receive separate committee fees.
No fee is paid for membership or for chairing the Nomination Committee.
The AMP Limited Chair fee was reduced by over 20% to $660,000 effective 1 March 2020.
No additional fees are paid to NEDs for their membership or for chairing the AMP Bank Limited Board and committees.
These fees ceased to be paid following the completion of the sale of AMP Life to Resolution Life effective 1 July 2020.
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8.3 2020 non-executive director remuneration (continued)
The following table shows the remuneration earned by AMP Limited NEDs for 2020.
Postemployment
benefits

Short-term benefits
AMP Limited
Board and
committee fees
$’000

Fees for other
group boards
$’000

Additional
board duties1
$’000

Superannuation2
$’000

Total
$’000

Current NEDs
Debra Hazelton
Chair		

2020
2019		

420
153

43
79

–
–

18
19

481
251

Rahoul Chowdry
Non-executive Director

2020
2019		

312
–

–
–

14
–

24
–

350
–

Kathryn McKenzie
Non-executive Director

2020
2019		

33
–

–
–

–
–

5
–

38
–

John O’Sullivan
Non-executive Director

2020
2019		

294
287

–
–

43
–

22
24

359
311

Michael Sammells
Non-executive Director

2020
2019		

254
–

68
–

14
–

20
–

356
–

Andrea Slattery
Non-executive Director

2020
2019		

325
274

33
38

–
–

21
22

379
334

David Murray
Former Chairman

2020
2019

447
831

–
–

–
–

11
19

458
850

John Fraser
Former Non-executive Director

2020
2019		

191
287

80
58

–
–

13
24

284
369

Andrew Harmos
Former Non-executive Director

2020
2019		

113
316

38
76

–
–

10
24

161
416

Trevor Matthews
Former Non-executive Director

2020
2019

169
287

50
140

–
–

9
24

228
451

Geoff Roberts
Former Non-executive Director

2020
2019

–
103

–
22

–
–

–
9

–
134

Peter Varghese
Former Non-executive Director

2020
2019

104
287

24
77

–
–

8
24

136
388

Mike Wilkins
Former Non-executive Director

2020
2019

37
289

33
66

–
–

2
22

72
377

Former NEDs

1
2

Additional work for special committees and projects.
Superannuation contributions have been disclosed separately in this table but are included in the base NED fees disclosed elsewhere in this report.
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8

Non-executive director remuneration (continued)

8.4 Non-executive director minimum shareholding
The minimum shareholding requirement (MSR) for the NEDs is set out in AMP’s minimum shareholding policy. Under this policy
NEDs are required to accumulate and hold a minimum value of AMP shares to ensure their interests are closely aligned with the
long-term interests of AMP shareholders. As at the date of this report, these minimum values are:
– AMP Limited Chair: $660,000 – the equivalent of the AMP Limited Chair base fee.
– Other AMP Limited NEDs: $240,000 – the equivalent of the AMP Limited NED base fee.
NEDs are ordinarily expected to achieve these levels within four years of their appointment. The policy expects NEDs to apply at
least 25% of their base fee each year to acquire AMP shares until the MSR has been met. NEDs are also encouraged to increase their
ownership over their tenure. Any such acquisition of AMP shares may only occur when permitted to do so in accordance with AMP’s
Trading Policy.
8.5 Shares and other securities held by non-executive directors
The following table details the shareholdings and movements in those shareholdings in AMP Limited held directly, indirectly or
beneficially by NEDs or their related parties during the year and as at 31 December 2020. For this purpose, a NED’s related parties
are their close family members (as defined in the applicable accounting standard) and any entities over which the NED (or a close
family member) has control, joint control or significant influence (whether direct or indirect).
Balance of
holding at
1 Jan 2020

Shares
acquired
during the
year

Shares
disposed
during the
year

Balance of
holding at
31 Dec 20201

Value of
holding at
31 Dec 20202
$

Progress
against MSR

102,877
–
–
54,086
–
58,475

28,100
100,000
–
34,108
30,000
27,000

–
–
–
–
–
–

130,977
100,000
–
88,194
30,000
85,475

204,324
156,000
–
137,583
46,800
133,341

On track
On track
On track
On track
On track
On track

Former NEDs				
John Fraser
21,875
11,580
–
Andrew Harmos
36,818
–
–
Trevor Matthews
100,000
–
–
David Murray
291,375
–
–
Peter Varghese
85,575
30,000
–
Mike Wilkins
108,525
–
–

33,455
36,818
100,000
291,375
115,575
108,525

47,841
51,913
188,500
416,666
162,961
198,058

n/a
n/a
n/a
n/a
n/a
n/a

Current NEDs
Debra Hazelton
Rahoul Chowdry
Kathryn McKenzie
John O’Sullivan
Michael Sammells
Andrea Slattery

1 	As at the date of this report, each of the current NEDs held a ‘relevant interest’ (as defined in the Corporations Act 2001) in the number of AMP
shares disclosed above for that NED, except for Peter Varghese and Kathryn McKenzie. Peter Varghese held an interest in 80,075 shares as at the
date of this report, with the balance of the holdings disclosed above held directly and beneficially by a close family member. Kathryn McKenzie
holds no shares in AMP.
2 	The value of the AMP shareholding for current NEDs was calculated using the closing AMP share price on the ASX of $1.56 as at 31 December 2020.
In the case of former NEDs, the closing price on the date they ceased to be an AMP Limited director.

Signed in accordance with a resolution of the directors.

Debra Hazelton
Chair
Sydney, 11 February 2021
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