
REMUNERATION REPORT
EXECUTIVE SUMMARY 

IAG’s remuneration approach is designed to align the interests of shareholders and Executives as well as to encourage sustainable,
superior performance.

The alignment between the short term performance of the Group and the reward of Executives has been strengthened.

In August 2016, the People and Remuneration Committee (PARC) and the Board reviewed IAG's short term performance goals for
the Managing Director and Chief Executive Officer (Group CEO) and the Executive Team, and the way performance against these
goals translates into Short Term Incentive (STI) outcomes.  Previously, the STI of the Executive Team was determined with reference
to individual balanced scorecards that were tied to the performance of the division each Executive managed.  For the year ended
30 June 2017, the STI of the Group CEO and each member of the Executive Team has been measured against the Group Balanced
Scorecard, which drives collective accountability for the performance of the Group under the concept of “One IAG”.  STI awards for
the year ended 30 June 2017 have been calculated with reference to the Group Balanced Scorecard outcome, with the Board able
to exercise discretion up or down from this outcome to reflect the Executive’s contribution to the Group’s performance.  Other
significant changes to the Group Balanced Scorecard include:
 highlighting the importance of the Group’s financial performance in determining STI outcomes by increasing the weighting of

financial measures in the Group Balanced Scorecard to comprise 60% of all goals;

 introducing a Net Promoter Score as the customer measure for the Group Balanced Scorecard.  This reflects IAG’s strategic
focus on delivering world class customer experiences; and 

 simplifying the Group Balanced Scorecard by reducing the number of measures. 

PARC considers that IAG’s executive reward framework supports the creation of sustainable financial performance. 

To focus Executives on achieving sustainable, long term performance, Executives are provided with Long Term Incentive (LTI)
awards in the form of performance rights.  The LTI requires Executives to meet challenging long term financial performance targets
based on cash Return on Equity and relative Total Shareholder Return.  Vesting of the LTI only occurs if the Group exceeds its long
term performance targets and delivers superior financial performance over a three year period for the cash Return on Equity
hurdle, and four years in the case of the relative Total Shareholder Return hurdle.

As foreshadowed in the 2016 Remuneration Report, a review of the cash Return on Equity hurdle was completed during the 2017
financial year.   The outcome of this review was that cash Return on Equity was confirmed for this year as an important strategic
measure.  

The remuneration outcomes presented in the 2017 Remuneration Report demonstrate a strong link between value created for
IAG’s shareholders and reward for its Executives. 

To attract and retain Executive talent, IAG provides competitive fixed pay.  IAG has taken a conservative approach to fixed pay
increases, with increases awarded where Executives are below the market for equivalent roles, or where there has been an
increase in responsibilities.  For the year ended 30 June 2017 fixed pay was held constant for the majority of IAG’s Executives, with
only four out of the thirteen Executives receiving increases due to changes in role or to reflect market pay levels.  For the
remuneration review conducted in August 2017, two out of twelve Executives will receive a fixed pay increase.

In the 2017 financial year, IAG’s business performance was sound.  After allowing for divestments and new market entry, the
business maintained a stable market position and generated a sound underlying performance despite industry-wide claim cost
pressures.  A strong capital position was maintained, while shareholder returns were improved through active capital management.
Reflecting this performance, the Group Balanced Scorecard outcome was 67% of the maximum achievable.  The Board determined
to cap STI payments to Executives at the Group Balanced Scorecard outcome and in some cases exercised downward discretion.
The average STI payment for the Group CEO and the Executive Team was 64% of the maximum achievable. 

Based on multiple years of strong returns, the cash Return on Equity hurdle for the three year period up to 30 June 2016 vested in
full.  The Board actively considers the performance tests of the LTI to ensure that the outcome appropriately rewards management
for the value created for shareholders and has due regard for risk and compliance.  The Board determined that software
impairments announced to the market on 19 August 2016 would be included in the calculation when determining the cash Return
on Equity vesting outcome. 

On 30 September 2016, the relative Total Shareholder Return hurdle of the LTI grant awarded in the year ended 30 June 2013 was
tested for the second time.  Following this retest, IAG’s Total Shareholder Return was ranked at the 53rd percentile of its peer
group, resulting in an overall vesting outcome of 56%.  This result translated to an additional 2% vesting above the 54% that had
already vested following the original test on 30 September 2015.  This was the last LTI grant issued with a retesting provision, with
the final retest for this grant to be performed on 30 September 2017. 

PARC maintains a strong governance focus to ensure remuneration outcomes support the long term financial soundness of the
Group.

The Board conducted a review of IAG’s remuneration policy to ensure it reflects sound governance practices that reinforce the
financial soundness of IAG and encourages behaviour that supports its risk management framework. 

In addition, a more comprehensive review of IAG’s remuneration structure is underway.

IAG considers it is important to align the interests of Non-Executive Directors and Executives with those of shareholders.  To
support this alignment, Non-Executive Directors and Executives are required to hold a significant number of IAG shares with a
period allowed to acquire those shares.  Non-Executive Directors who had served at least three years and Executives who had
served at least four years as at 30 June 2017 were tested at this date and all met this requirement.
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As part of the Board’s role in providing sound governance for IAG’s remuneration programs, the Board conducted an assessment to
determine if any reduction of unvested or unexercised equity grants was required.  The Board is satisfied that no adjustment was
necessary. 

For employees whose primary role is risk and financial control, including the Chief Risk Officer and the Chief Financial Officer, the
Board maintains oversight of their remuneration to ensure the independence of their functions and its alignment with IAG’s risk
management framework.
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A. KEY MANAGEMENT PERSONNEL COVERED IN THIS REPORT
This report sets out the remuneration details for IAG’s key management personnel (KMP).  For the year ended 30 June 2017, KMP
included the Executives and Non-Executive Directors listed below.  Although the Non-Executive Directors are listed below, they do
not have management responsibility.  Their remuneration is, therefore, dealt with separately.

NAME POSITION TERM AS KMP(a)

EXECUTIVES

Peter Harmer Managing Director and Chief Executive Officer Full year

Julie Batch Chief Customer Officer Full year

Chris Bertuch Group General Counsel and Company Secretary Full year

Ben Bessell(b) Chief Executive, Australian Business Division Full year

Duncan Brain Chief Executive, Asia Full year

David Harrington Group Executive, Office of the CEO Full year

Nicholas Hawkins Chief Financial Officer Full year

Jacki Johnson Group Executive, People, Performance and Reputation Full year

Anthony Justice(b) Chief Executive, Australian Consumer Division Full year

Mark Milliner(b) Chief Operating Officer Full year

Craig Olsen Chief Executive, New Zealand Full year

Clayton Whipp Chief Risk Officer Full year

EXECUTIVES WHO CEASED AS KEY MANAGEMENT PERSONNEL

Claire Rawlins Group Executive, Digital and Technology Ceased 7 December 2016

NON-EXECUTIVE DIRECTORS

Elizabeth Bryan Chairman, Independent Non-Executive Director Full year

Duncan Boyle Independent Non-Executive Director From 23 December 2016

Alison Deans Independent Non-Executive Director Full year

Hugh Fletcher Independent Non-Executive Director Full year

Jonathan Nicholson Independent Non-Executive Director Full year

Helen Nugent Independent Non-Executive Director From 23 December 2016

Tom Pockett Independent Non-Executive Director Full year

Philip Twyman Independent Non-Executive Director Full year

NON-EXECUTIVE DIRECTORS WHO CEASED AS KEY MANAGEMENT PERSONNEL

Raymond Lim Independent Non-Executive Director Ceased 20 February 2017

(a) If an individual did not serve as a KMP for the full financial year, all remuneration is disclosed from the date the individual was appointed as a KMP to the date they
ceased as a KMP.

(b) Following the implementation of the new IAG Australian Operating Model, effective 19 July 2017, Mark Milliner commenced in the role of Chief Executive, Australia and
Ben Bessell assumed the role of Executive General Manager, Business Distribution, while Anthony Justice will cease employment with IAG on 18 November 2017.  

Key terms that are used throughout the report are defined in detail in Appendix 5. Key terms and definitions.
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B. EXECUTIVE REMUNERATION STRUCTURE
I. Remuneration guiding principles
IAG's remuneration practices have been designed to achieve the following objectives:
 align remuneration with the interests of IAG’s shareholders;

 retain market competitiveness to attract and retain high quality people; and

 encourage constructive, collaborative behaviours as well as prudent risk-taking that support long term financial soundness.

II. Summary of remuneration components
The Executive remuneration approach consists of the following components: fixed pay, cash STI, deferred STI and LTI.  The table
below describes the structure and purpose of each component.

TABLE 1 - REMUNERATION COMPONENTS

COMPONENT STRUCTURE PURPOSE

Fixed pay Fixed pay comprises base salary and superannuation.  Fixed pay
for an Executive is determined by reference to the experience
and skills an individual brings to the role, the internal relativities
within the Executive Team and market pay levels for similar
external roles. 

Further details relating to fixed pay are presented in table 2.

Fixed pay is provided to remunerate IAG
employees for performing their ongoing work. 

STI STI is provided on an annual basis subject to the achievement of
short term goals agreed by the Board, outlined in the Group
Balanced Scorecard. 

Two thirds of the total STI is delivered in cash in the
remuneration review following the financial year end, the
remaining one third is deferred over the subsequent two years
based on continued service and is subject to downward
adjustment if determined by the Board (termed malus). 

Further details relating to the STI plan are presented in table 3. 

STI plays a key role in aligning superior
operational outcomes for shareholders with
remuneration outcomes for management.  A
focus for the year ended 30 June 2017 has been
on encouraging collaboration. 

Deferral of incentives encourages ongoing
employment of senior management and allows
the Board to consider adjustment (malus). Share
based remuneration reinforces the link between
shareholder value creation and rewarding
employees.

LTI LTI rewards Executives for achieving challenging long term
financial performance based on two hurdles: cash Return on
Equity (ROE) over a three year period and relative Total
Shareholder Return (TSR) over a four year period.

Further details relating to the LTI plan are presented in table 4.

LTI creates a direct link between Executive
reward and the return experienced by IAG’s
shareholders, subject to the two hurdles below:  

 cash ROE provides evidence of the Group’s
return on shareholders’ funds employed. The
ROE hurdle utilises cash earnings, which is
the measure used to determine the dividend
paid to shareholders; and 

 relative TSR reflects the value created for
shareholders through the movement of the
share price and the value of dividends.

Remuneration received by the Executive Team is based on the Group’s performance over a number of different time periods, as
illustrated in the following graph.  The timeframe of potential payments to Executives is staggered progressively from one to four
years to encourage decision making which supports long term, sustainable performance. 
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III. Remuneration mix
The mix of remuneration components in IAG’s remuneration framework is outlined in the following graph.  This represents the
structure based on the maximum potential earnings for the Group CEO and Executive Team.  The remuneration mix is current as at
30 June 2017.  

Each remuneration component is described in more detail below.

IV. Fixed pay
TABLE 2 - FIXED PAY
Overview Fixed pay at IAG is set with reference to the median of the external market for comparable roles, with

the flexibility to adjust based on the size and complexity of the role, and the skills and experience of the
Executive.  Fixed pay for Australian based Executives is compared to the market using peer groups,
including financial services companies in the S&P/ASX 50 Index and companies that are of similar size
to that of IAG.  Relevant local market peer groups are referenced for overseas based Executives.  

V. Short term incentive
TABLE 3 - STI AND DEFERRED STI
Performance gateway The IAG Spirit describes what is important to IAG: how we serve our customers, partners,

shareholders, communities and each other.  The IAG Spirit gateway is designed to ensure that IAG’s
employees demonstrate appropriate behaviours in the achievement of performance outcomes.
Eligibility for an STI payment depends on demonstrating the IAG Spirit.  The IAG Spirit is measured
through demonstrating behaviour in line with IAG’s core values of being 'Closer, Braver, Faster' as
evaluated by the reporting manager and approved by the second level manager.     

STI opportunity The maximum value of STI that can be granted to the Group CEO is 150% of fixed pay.  The maximum
value of STI that can be granted to the Executive Team is 120% of fixed pay.  

Performance measures
and evaluation

STI is the at risk remuneration component designed to motivate and reward Executives for superior
performance in the financial year.  Performance is measured against the Group Balanced Scorecard
using both financial and non-financial goals (the Group Balanced Scorecard is discussed in more
detail in table 5a).  The Group CEO’s STI is recommended by PARC based on balanced scorecard
performance and is approved by the Board.

The amount of STI paid to members of the Executive Team is recommended by the Group CEO to
PARC based on the Group Balanced Scorecard outcome.   These remuneration outcomes are
subsequently recommended by PARC for approval by the Board.  

For all individuals, the Board may apply discretion in determining the STI outcomes to ensure they
appropriately reflect performance.

Instrument An Executive’s STI award is paid in cash and deferred in the form of Deferred Award Rights (DARs).
The cash component is two thirds of the total STI and is paid in September following the end of the
performance year.  The deferred component is one third of the total STI and vests in equal amounts
over the subsequent two years.
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Key terms of the
deferred STI

DARs are rights over IAG ordinary shares.  DARs are granted at no cost to the Executives and no
dividend is paid or payable for any unvested or vested and unexercised DARs. 

For grants of DARs made after 1 July 2017, the number of DARs issued is calculated based on the
volume weighted average share price of an IAG ordinary share over the 30 days up to and including
30 June before the grant date.  Prior grants utilised the closing price at 30 June to determine the
number of DARs granted. 

Executives who participate in the STI plan become eligible to receive one IAG ordinary share per DAR
by paying an exercise price of $1 per tranche of DARs exercised, subject to their continuing
employment with the Group at the vesting date.

Executives may not enter into transactions or arrangements which operate to limit the economic risk
of unvested entitlements to IAG Securities (termed hedging).

Forfeiture conditions The Board retains the discretion to adjust downwards the unvested portion of any deferred STI
awards, including to zero.  DARs will be forfeited if the Executive resigns before the vesting date,
except in special circumstances as outlined below.  

When an Executive ceases employment in special circumstances, any unvested rights may be
retained on cessation of employment up to the point they vest, subject to Board discretion.  Special
circumstances include: redundancy, retirement, death or total and permanent disability.  Any rights
retained under these circumstances will remain subject to the original vesting period unless the
Board determine an alternative vesting date, which would only be done in exceptional
circumstances.

VI. Long term incentive
TABLE 4 - LTI
Overview LTI grants are determined annually by the Board.  The grants provided are in the form of Executive

Performance Rights (EPRs) that have performance hurdles which align to the Group’s strategic financial
targets.  

LTI opportunity The maximum value of LTI that can be granted to the Group CEO is 150% of fixed pay.  The maximum
value of LTI that can be granted to the Executive Team is 125% of fixed pay.  

Instrument If performance hurdles are achieved, rights granted after 1 July 2013 can be settled with IAG ordinary
shares.  The Board may, however, choose to exercise discretion to settle rights on vesting in cash in
circumstances where it is restrictive to settle rights with shares, including in jurisdictions where
legislative requirements prohibit share ownership in a foreign entity.  Where rights are settled in cash,
the value of the cash payment is determined based on the volume weighted average share price for the
five trading days up to and including the date of vesting.

Rights granted prior to 1 July 2013 are only settled with IAG ordinary shares.

Key terms of the LTI The number of EPRs issued is calculated based on the volume weighted average share price over the 30
days up to and including 30 June before the grant date.  EPRs granted during the year will not vest and
have no value to the Executive unless the performance hurdles are achieved.  The cash ROE
performance hurdle is measured over three years, while the relative TSR hurdle is measured over four
years.  No dividend is paid or payable for any unvested or vested and unexercised EPRs.

Executives may not enter into transactions or arrangements which operate to limit the economic risk of
unvested entitlements to IAG Securities.

Forfeiture conditions The Board retains the discretion to adjust downwards the unvested portion of any LTI awards, including
to zero. Under the terms of the LTI, if an Executive resigns before the performance hurdles are tested,
the unvested EPRs will generally lapse.  In cases where the Executive acts fraudulently or dishonestly or
is in breach of his or her obligations to the Group, the unvested EPRs will lapse.  

When an Executive ceases employment in special circumstances, any unvested rights may be retained
on cessation of employment up to the point they vest, subject to Board discretion.  Special
circumstances include: redundancy, retirement, death or total and permanent disability.  Any rights
retained under these circumstances will remain subject to the original performance conditions.
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PERFORMANCE HURDLES CASH ROE RELATIVE TSR
Description 50% weighting

Cash ROE is measured relative to the
Group’s weighted average cost of
capital (WACC).

50% weighting

Relative TSR is measured against that of the top 50 industrials
within the S&P/ASX 100 Index.  Industrial companies are
defined by Standard & Poor’s as being all companies excluding
those defined as being in the Energy sector (GICS Tier 1) and the
Metals & Mining industry (GICS Tier 3).  Companies which are no
longer part of the index at the end of the performance period (for
example due to acquisition or delisting), may be removed from
the peer group.

Testing The ROE portion of the LTI is tested
from 1 July of the grant year to 30 June
three years later.  The cash ROE/WACC
ratio is calculated for each half year.
The average of the six half years in the
three year performance period form
the final outcome.

The TSR portion of the LTI is tested four years after 30
September of the grant year, with no opportunity for retesting.
TSR performance is measured between 30 September of the
base year, and 30 September of the test year.  The opening and
closing share prices used for the TSR calculation are both based
on the three months to 30 September.

For LTI awards granted prior to July 2013, the TSR portion is
tested after three years and then again at four years and five
years.  Retesting was removed from subsequent LTI awards.

Vesting 0% vesting <1.2 x WACC

20% vesting at 1.2 x WACC

100% vesting at 1.6 x WACC 

with straight line vesting in between.

0% vesting if <50th percentile of index group

50% vesting if aligned to 50th percentile of index group

100% vesting if aligned to 75th percentile of index group

with straight line vesting in between.

C. LINKING THE GROUP'S PERFORMANCE AND REWARD
I. Linking IAG's short term performance and short term reward
IAG’s strategic priorities are to drive customer and business benefits through the ‘leading’ and ‘fuelling’ themes.  Leading puts
customers at the centre of what IAG does using enhanced technology, offering innovative new products through IAG’s core
businesses, and identifying new ways to meet ever-changing customer needs.  To fuel IAG’s leading position, IAG is simplifying the
operations of the business, optimising resources, leveraging the benefits of IAG’s supply chain and continuing to build strong
partnerships.  In working to achieve these priorities, IAG is mindful of its social and environmental responsibilities.

The tables below provide a summary of key balanced scorecard objectives and outcomes for the Group for the year ended 30 June
2017.  The objectives are agreed with the Board at the beginning of each financial year and are designed to focus Executives on
delivering superior performance outcomes against the agreed priorities.  To drive collective responsibility, in the year ended 30
June 2017 each Executive shared the same objectives. 

TABLE 5a - BALANCED SCORECARD OBJECTIVES

CATEGORY OBJECTIVE RATIONALE
Financial measures 

(60% of scorecard)

Growth IAG continues to expand its product and service offerings to its markets,
which creates value for its shareholders, customers and partners.

Controllable operating
expense

IAG’s continued focus on optimisation of its operating model and related
cost-out initiatives improve the efficiency with which IAG deploys its
resources.

Profitability Underlying insurance margin presents a view of normalised performance,
which is an important measure of how IAG generates value for
shareholders.

Return on equity The Group sets targets to achieve a return on its equity that requires
outperformance through the cycle.  This return reflects how effectively IAG
uses its capital.  

Non-financial measures

(40% of scorecard)

Customer advocacy IAG’s strategy is designed to put the customer at the centre of what IAG
does.  IAG considers this is essential to drive the Group’s ability to grow
profitably over the longer term.  IAG is focused on designing compelling
product offerings by developing a deeper understanding of customers’
needs and the changing environment, then delivering world class
customer experiences, including through digital channels.  IAG uses
Customer Net Promoter Score to measure the impact of these initiatives
for our customers.
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CATEGORY OBJECTIVE RATIONALE
Partner advocacy IAG fosters collaborative relationships with its partners to deliver mutual

benefit.  IAG works with distribution partners to develop joint strategies
that develop their business capabilities, and aspires to provide best in
class products and value added services.  Ultimately, the Group aims to
jointly deliver world leading experiences to mutual end customers.  IAG
uses Partner Net Promoter Score to measure the Group's effectiveness in
delivering through partners.

Agility A constructive and agile culture enables IAG to provide great experiences
for its people and customers. 

Risk and governance Management of risk is integral to delivering IAG’s strategy to meet short
term objectives and achieve long term sustainability.  IAG seeks to
optimise the evaluation and pricing of risk. IAG has a clear articulation of
its risk appetite, which the Board approves to uphold the expectations of
IAG’s stakeholders for how IAG employees conduct themselves.  Due to
the importance of risk management to IAG, it is included as an explicit
measure on the scorecard. 

TABLE 5b - BALANCED SCORECARD RESULTS FOR THE YEAR ENDED 30 JUNE 2017

OBJECTIVE AND
WEIGHTING MEASURE AND OUTCOME COMMENT
Growth

10%

Exceeded

IAG achieved Gross Written
Premium (GWP) growth of
3.9%, compared to -0.6% in
the year ended 30 June
2016.

Over the year, IAG’s GWP increased in its Australian Consumer Division and in
New Zealand.  This was slightly offset by a contraction in the Australian
Business Division, reflecting the sale of renewal rights to the Swann motor
dealer business and planned portfolio remediation activity, and in Asia due to
competitive pressures and unfavourable foreign exchange effects.

Controllable
operating expense

20%

Partially exceeded

Controllable expenses were
lower than the prior year
and slightly bettered the
targeted reduction. 

This result was due to favourable variances in the Australian Consumer
Division, Australian Business Division and Chief Operating Office.  This was
partially offset by unfavourable foreign exchange effects. 

Profitability

15%

Did not meet 

IAG’s underlying insurance
margin was 11.9%
compared to 14.0% in the
year ended 30 June 2016.

IAG’s Australian and New Zealand businesses were adversely impacted this
year by claims cost pressures and an unusually high incidence of large losses. 

Return on equity

15%

Exceeded

The Group’s cash ROE was
15.2% for the year ended
30 June 2017, compared to
13.0% in the prior year.

The Group achieved its return on equity target for the year. Solid shareholders’
fund investment returns in conjunction with prior year reserve releases
contributed to this success.

Customer advocacy

15%

Partially exceeded

IAG sets a full year
Customer Net Promoter
Score (NPS) relative to its
peers.  IAG’s NPS is +7 NPS
above the competitive
market average.  This
exceeded the target range
of +4 to +6 NPS points
above the competitor
average.

The superior result in customer advocacy was driven by strong performances by
NRMA, Coles Insurance, CGU and WFI; achieving absolute Strategic Customer
NPS scores of +25, +28, +37 and +27 respectively.

IAG continues to invest in its customer advocacy programs to drive
improvements across the customer journey.
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OBJECTIVE AND
WEIGHTING MEASURE AND OUTCOME COMMENT
Partner advocacy

5%

Met

IAG sets a full year Partner
NPS target.   IAG’s partner
brands (CGU and NZI)
achieved an NPS of +24.

IAG’s partner brands outperformed their competitive market means, with the
2017 financial year Strategic Partner NPS results of +31 and +15 for CGU and
NZI respectively. 

In the 2017 financial year, both CGU and NZI were voted Insurer of the Year in
their respective industry surveys.

Agility

10%

Partially met

Measured based on
performance against agility-
related components of
IAG’s culture survey. 

Whilst target results were
achieved for some
behaviours and outcomes
achieved target results, IAG
failed to achieve the target
for all measures.

IAG continues to invest in building a constructive and agile culture. While the
Group did not realise targets set for the current year, significant progress has
been made in delivering a Diversity, Inclusion and Belonging strategy and
framework; as well as strengthening community connection through Shared
Value initiatives and the IAG Foundation.

Further focus is required to embed leadership capability, and continuing to
create a positive and effective employee experience.  The Leading@IAG
program was launched during the 2017 financial year. This program will help
connect structure with strategy, provide role clarity to employees, and set clear
expectations for leadership behaviours with a particular focus on building trust
and empowering people.

Risk and governance

10%

Partially met

IAG partially met new
targets designed to deliver
a step change in IAG’s risk
management practices. 

IAG continues to strengthen its risk management framework, with ongoing
focus on embedding improvements to risk management and governance
models made during the 2017 financial year.  Key achievements during the
year included delivering further improvements in IAG’s risk management
practices in relation to Operational Risk, Regulatory Compliance, Enterprise
Risk Profiling, Cyber resilience and an overall uplift in risk management
maturity.

II. STI outcomes for the year ended 30 June 2017
Set out below are the STI outcomes that will be made to Executives who were classed as a KMP for the full year ended 30 June
2017.  STI outcomes are based on achievement against the Group Balanced Scorecard objectives described in table 5a.  Reflecting
the desire to encourage collaboration among Executives, all shared the same performance measures.  The Board has the ability to
adjust each Executive’s STI up or down by 20%.  The Board decided to cap Executive STI outcomes at the overall Group Balanced
Scorecard result of 67%, with individual performance being reflected in the different outcomes for Executives.  The average STI for
all Executives was 64%.

TABLE 6 - ACTUAL STI OUTCOMES FOR THE YEAR ENDED 30 JUNE 2017

MAXIMUM STI
OPPORTUNITY ACTUAL STI OUTCOME

CASH STI
OUTCOME

(2/3 OF OUTCOME)

DEFERRED STI
OUTCOME

(1/3 OF OUTCOME)

(% of fixed pay) (% of maximum)(a) (% of fixed pay) (% of fixed pay) (% of fixed pay)

Peter Harmer 150 % 67 % 101 % 67 % 34 %

Julie Batch 120 % 63 % 76 % 50 % 26 %

Chris Bertuch 120 % 67 % 80 % 54 % 26 %

Ben Bessell 120 % 55 % 66 % 44 % 22 %

Duncan Brain 120 % 67 % 80 % 54 % 26 %

David Harrington 120 % 67 % 80 % 54 % 26 %

Nicholas Hawkins 120 % 67 % 80 % 54 % 26 %

Jacki Johnson 120 % 60 % 72 % 48 % 24 %

Anthony Justice 120 % 67 % 80 % 54 % 26 %

Mark Milliner 120 % 67 % 80 % 54 % 26 %

Craig Olsen 120 % 67 % 80 % 54 % 26 %

Clayton Whipp 120 % 50 % 60 % 40 % 20 %

(a) The proportion of STI forfeited is derived by subtracting the actual percentage of maximum received from 100% and was 36% on average for the year ended 30 June
2017 (compared to 33% in 2016).
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III. Linking the Group's long term performance and long term reward
Details of LTI vested during the year are set out below:

Cash ROE – 100% vesting

Cash ROE is calculated after each half year by comparing the
cash earnings of the Group against the average equity for that
period.  This cash ROE figure is then expressed as a multiple of
the Group’s WACC over the same half-year period.  The ROE
vesting outcome is based on the average ROE to WACC multiple
over each of the six half years during the performance period.

For the performance period from 1 July 2013 to 30 June 2016,
the average cash ROE was 2.00 times WACC.  This award vested
in full in the year ended 30 June 2017.  The strong cash ROE
performance has similarly been reflected in the dividend
provided to shareholders.

The Board considers any adjustments to cash earnings during
the three year performance period to ensure reward outcomes
appropriately reflect performance.  The Board determined that
impairments for software announced to the market on 19
August 2016 would be included when determining the cash ROE
vesting outcome.  

Relative TSR - additional 2% vesting

There was a legacy retest of the 2012/2013 LTI award on 30 September 2016.  Following the retest, IAG’s TSR was ranked at the
53rd percentile of its peer group, resulting in an overall vesting outcome of 56%.  This result translated to an additional 2% vesting
above the 54% that had already vested following the test on 30 September 2015.  The final retest for this grant will occur on 30
September 2017.  This will be the last retest performed for any LTI award.  

The following graph illustrates IAG’s relative TSR against the top 50 industrial companies in the ASX 100 for the 2012/2013 LTI
award:
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The following table shows the returns IAG delivered to its shareholders for the last five financial years for a range of measures.

TABLE 7 - HISTORICAL ANALYSIS OF SHAREHOLDER RETURN

YEAR ENDED
30 JUNE 2013

YEAR ENDED
30 JUNE 2014

YEAR ENDED
30 JUNE 2015

YEAR ENDED
30 JUNE 2016

YEAR ENDED
30 JUNE 2017

Closing share price ($) 5.44 5.84 5.58 5.45 6.78

Dividends per ordinary share (cents) 36.00 39.00 29.00 36.00(a) 33.00

Basic earnings per share (cents) 37.57 56.09 31.22 25.79 39.03

Cash ROE (%) 25.3 23.0 15.3 13.0 15.2

Three year average cash ROE to WACC outcome for EPR
Plan

1.83 2.34 2.47 2.00(b) 1.76(b)

(a) This includes the 10.00 cents (per ordinary share) 2016 special dividend. 

(b) Outcomes in table 7 reflect IAG’s average cash ROE to WACC prior to the Board considering the impact of the software impairments announced to the market on 19
August 2016.  The impact of the software impairments was to reduce average cash ROE to WACC by 0.09 times WACC in the three years to 30 June 2016 and 0.08
times WACC in the three years to 30 June 2017.

IV. Changes to Executive appointments and remuneration impacts
Increases to an Executive’s fixed pay are generally only provided in situations where either their pay is below market levels, or
where there has been a material change in the responsibilities of their role.  During the 2017 financial year Duncan Brain and
Anthony Justice received fixed pay increases to meet market pay levels.  Julie Batch and Nicholas Hawkins received fixed pay
increases to reflect a change in their role.  The table below summarises how changes in roles within the Executive Team during the
last two financial years have been reflected in Executive pay. 

TABLE 8 - CHANGES IN ROLE AND IMPACTS ON REMUNERATION DURING 2017 AND 2016

YEAR
FIXED
PAY

$000

CHANGE
IN ROLE

PART YEAR
KMP SUMMARY OF CHANGES

EXECUTIVES
Peter Harmer 2017

2016
1,700
1,460 

Appointed as Group CEO on 16 November 2015, with an increase in
remuneration at that time to reflect the increased responsibilities. 

Julie Batch 2017
2016

662
343


 

Appointed to a role classed as KMP on 8 December 2015.  Julie
Batch received a fixed pay increase in the year ended 30 June 2017
to reflect the expansion of her role to include responsibility for
Digital Labs.

Chris Bertuch 2017
2016

700
400  

Appointed as KMP on 8 December 2015.  The remuneration for the
year ended 30 June 2016 reflects the period served as KMP which
was less than twelve months. 

Ben Bessell 2017
2016

700
686 

Appointed the Chief Executive, Australian Business Division
(previously acting Chief Executive Commercial Insurance) on 8
December 2015.

Duncan Brain 2017
2016

943
934

Served as KMP for both financial years with no change in role.

David
Harrington

2017
2016

600
346  

Appointed as KMP on 8 December 2015.  The remuneration for the
year ended 30 June 2016 reflects the period served as KMP which
was less than twelve months. 

Nicholas
Hawkins

2017
2016

1,173
1,026 

Changed role 8 December 2015 to incorporate leadership of the NZ
and Asian businesses.  Subsequently received a fixed pay increase
in the year ended 30 June 2017 to reflect the increased
responsibility.

Jacki Johnson 2017
2016

1,091
1,053 

Changed role on 1 January 2016 to become Group Executive,
People Performance and Reputation.  Previously, Jacki Johnson was
the Chief Executive, New Zealand.  There was no adjustment to
remuneration.

Anthony Justice 2017
2016

690
372  

Appointed as KMP on 8 December 2015.  The remuneration for the
year ended 30 June 2016 reflects the period served as KMP which
was less than twelve months. 

Mark Milliner 2017
2016

1,000
181  

Commenced as the Chief Operating Officer at IAG on 27 April 2016.
Remuneration was set upon appointment with no subsequent
changes.

Craig Olsen 2017
2016

711
330  

Appointed as KMP on 1 January 2016.  The remuneration for the
year ended 30 June 2016 reflects the period served as KMP which
was less than twelve months. 

Clayton Whipp 2017
2016

775
784

Served as KMP for both financial years with no change in role.

EXECUTIVES WHO CEASED AS KEY MANAGEMENT PERSONNEL
Claire Rawlins 2017

2016
250
341 




Appointed to a role classed as KMP on 8 December 2015 and
ceased as KMP on 7 December 2016.  Claire Rawlins’ remuneration
for both years reflects the period served as a KMP.  In each financial
year the period served was less than twelve months. 
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V. Actual remuneration received by Executives 
Table 9 below provides details of the remuneration received by Executives during the financial year.  The table provides fixed pay
and other benefits paid, and the value of prior years’ deferred STI and LTI awards that vested during the financial year.  For
remuneration details provided in accordance with the Accounting Standards, refer to Appendix 1. Statutory remuneration disclosure
requirements.

TABLE 9 - ACTUAL REMUNERATION RECEIVED IN 2017 AND 2016

FINANCIAL
YEAR FIXED PAY

OTHER BENEFITS
AND LEAVE
ACCRUALS

TERMINATION
BENEFITS CASH STI

DEFERRED
STI VESTED LTI VESTED

TOTAL ACTUAL
REMUNERATION

RECEIVED

$000 $000 $000 $000 $000 $000 $000

(1) (2) (3) (4) (5) (6)

EXECUTIVES

Peter Harmer 2017 1,700 17 - 1,139 288 697 3,841

2016 1,460 70 - 905 311 1,428 4,174

Julie Batch 2017 662 (11) - 353 110 111 1,225

2016 343 34 - 153 - - 530

Chris Bertuch 2017 700 (4) - 375 129 127 1,327

2016 400 33 - 138 - - 571

Ben Bessell 2017 700 33 - 308 82 91 1,214

2016 686 31 - 271 83 161 1,232

Duncan Brain 2017 943 341 - 508 217 620 2,629

2016 934 261 - 532 154 273 2,154

David Harrington 2017 600 3 - 322 112 125 1,162

2016 346 33 - 160 - - 539

Nicholas Hawkins 2017 1,173 25 - 643 327 697 2,865

2016 1,026 (48) - 593 318 1,428 3,317

Jacki Johnson(7) 2017 1,091 (40) - 524 240 644 2,459

2016 1,053 92 - 585 252 1,286 3,268

Anthony Justice 2017 690 (6) - 375 71 - 1,130

2016 372 (6) - 156 - - 522

Mark Milliner 2017 1,000 22 - 536 - - 1,558

2016 181 20 - - - - 201

Craig Olsen(8) 2017 711 33 - 381 74 79 1,278

2016 330 36 - 124 - - 490

Clayton Whipp 2017 775 11 - 310 153 127 1,376

2016 784 64 - 415 117 243 1,623

EXECUTIVES WHO CEASED AS KEY MANAGEMENT PERSONNEL

Claire Rawlins(9) 2017 250 (15) 600 126 - - 961

2016 341 32 - 152 - - 525

(1) Fixed pay includes amounts paid in cash, superannuation contributions plus the portion of the Group’s superannuation contribution that is paid as cash instead of being
paid into superannuation.  Fixed pay also includes salary sacrifice items such as cars and parking as determined in accordance with AASB 119 Employee Benefits.

(2) Further details are provided in table 14 in Appendix 1. Statutory remuneration disclosure requirements.

(3) Payment in lieu of notice, which incorporates statutory notice and severance entitlements.

(4) Cash STI earned within the year ended 30 June 2017 and to be paid in September 2017.

(5) The deferred STI vesting on 1 September 2016 was valued using the five day weighted average share price $5.60 (1 September 2015: $5.14). 

(6) The LTI vested was valued using the five day weighted average share price at vesting date which was $5.90 for awards vested on 22 August 2016 and $5.46 for awards
vested on 30 September 2016 (24 August 2015: $5.50 and 30 September 2015: $4.84).

(7) Remuneration for Jacki Johnson was determined in New Zealand dollars and reported in Australian dollars for the period between 1 July 2015 and 31 December 2015
using the average exchange rate for the year ended 30 June 2016, which was 1 NZD = 0.91957 AUD.

(8) Remuneration for Craig Olsen was determined in New Zealand dollars and reported in Australian dollars using the average exchange rate for the year ended 30 June
2017 which was 1 NZD = 0.94497 AUD.

(9) Claire Rawlins was a KMP for the period up to 7 December 2016.  Claire Rawlins received a payment in lieu of notice of $600,000, equivalent to 12 months’ fixed pay,
under the terms of her contract upon her termination.
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VI. Group CEO remuneration
Below are further details on drivers of the actual remuneration received by the Group CEO that are outlined in table 9.  His
remuneration has been broken down into the components of the remuneration mix, with commentary on how performance has
translated into remuneration outcomes. 

VII. Remuneration allocated to Executives
The following table provides details of the remuneration allocated to each Executive who was a KMP for the entire year ended 30
June 2017.  This table comprises: fixed pay, STI awarded for performance during the financial year to be paid in September 2017,
and LTI grants made during the financial year.  The difference between this table and table 9 is that table 9 includes the value of
equity awards (LTI and deferred STI) that vested during the year, whereas table 10 includes the face value of equity awards that
were allocated during the year.  For remuneration details provided in accordance with the Accounting Standards, refer to Appendix
1. Statutory remuneration disclosure requirements.

TABLE 10 - TOTAL PAY ALLOCATED FOR THE YEAR ENDED 30 JUNE 2017

EQUITY PAY

Fixed pay
Other benefits and

leave accruals Cash STI
Total cash

remuneration STI deferred LTI allocation
Total awarded
remuneration

$000 $000 $000 $000 $000 $000 $000

(1) (2) (3) (4) (5) (6) (7)

Peter Harmer 1,700 17 1,139 2,856 569 2,550 5,975

Julie Batch 662 (11) 353 1,004 176 875 2,055

Chris Bertuch 700 (4) 375 1,071 188 875 2,134

Ben Bessell 700 33 308 1,041 154 875 2,070

Duncan Brain 943 341 508 1,792 254 1,184 3,230

David Harrington 600 3 322 925 161 750 1,836

Nicholas Hawkins 1,173 25 643 1,841 322 1,500 3,663

Jacki Johnson 1,091 (40) 524 1,575 262 1,364 3,201

Anthony Justice 690 (6) 375 1,059 188 875 2,122

Mark Milliner(8) 1,000 22 536 1,558 268 2,500 4,326

Craig Olsen 711 33 381 1,125 190 864 2,179

Clayton Whipp 775 11 310 1,096 155 969 2,220

(1) Fixed pay includes amounts paid in cash, superannuation contributions plus the portion of the Group’s superannuation contribution that is paid as cash instead of being
paid into superannuation.  Fixed pay also includes salary sacrifice items such as cars and parking as determined in accordance with AASB 119 Employee Benefits.

(2) Further details are provided in table 14 in Appendix 1. Statutory remuneration disclosure requirements.

(3) Cash STI earned within the year ended 30 June 2017 to be paid in September 2017.

(4) The sum of columns 1 to 3.

(5) The deferred component of the STI earned within the year ended 30 June 2017, which is one third of the total STI and vests in equal amounts over the subsequent two
years.
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(6) The value of the LTI awards granted to Executives within the year ended 30 June 2017. The value ultimately received by Executives will be dependent on IAG meeting
challenging performance targets over a three and four year period. Further details are provided in table 4.

(7) The sum of columns 4 to 6.

(8) In the year ended 30 June 2017, Mark Milliner received LTI awards for two financial years. Mr Milliner commenced his employment after the annual grant of LTI for the
year ended 30 June 2016, therefore this grant was made in the year ended 30 June 2017.

VIII. Fixed pay changes for the year ending 30 June 2018
In August 2017 the Board determined to maintain the current fixed pay levels for all Executives except the Chief Executive, New
Zealand and the Group Executive, Office of the CEO.  All other Executives including the Group CEO have not received fixed pay
increases.

IX. Upcoming LTI awards 
The proposed LTI awards to Executives for the year ending 30 June 2018 will again be 150% of fixed pay for the Group CEO, and
125% of fixed pay for other Executives, other than for Anthony Justice who will leave IAG on 18 November 2017.  The value of these
LTI allocations will be calculated based on the Executive’s fixed pay at the time of grant.  The LTI allocation for the Group CEO will
be subject to approval by shareholders at the AGM. 

D. EXECUTIVE REMUNERATION GOVERNANCE
I. IAG's approach to remuneration governance 
IAG governs its remuneration through the Board and PARC.  These governance arrangements are illustrated in the following chart. 

II. Use of remuneration consultants
PARC engaged Pay Governance as external remuneration consultants to independently review IAG's approach to Executive
remuneration.  This review is ongoing as part of a comprehensive review of IAG’s remuneration structure.  No remuneration
recommendations were provided in the year ended 30 June 2017.  EY was engaged during the year to provide Non-Executive
Director and KMP remuneration benchmarking.  The remuneration data provided was used as an input to the remuneration
decisions by the Board only.  No remuneration recommendations, as defined by the Corporations Act 2001, were provided by EY.
The Board considered the data provided, together with other factors, in setting Executives’ remuneration.

III. Adjustment policy
Each year, the Board assesses whether variable remuneration under the DARs and EPRs Plans needs to be adjusted to: 
 protect the financial soundness of IAG or an operating segment;

 respond to significant unexpected or unintended consequences that were not foreseen by the Board; or

 respond to other circumstances where the Board determines that an adjustment is necessary, including circumstances where
behaviour does not align with a desired risk culture, to ensure that an inappropriate reward outcome does not occur.

Annually PARC makes a recommendation to the Board on whether to adjust variable reward.  This assessment requires the Group
CEO, the Chief Risk Officer, the Chief Financial Officer, Group Executive People, Performance and Reputation, Chief Actuary and all
Executives with profit and loss responsibility to attest as to whether an adjustment is necessary to the remuneration of any
individual or group of employees.  PARC and the Board separately consider these attestations in conducting their own assessment
of whether an adjustment of variable remuneration is required.  In the year ended 30 June 2017, this assessment did not reveal
any requirement for the Board to adjust remuneration.
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IV. Mandatory shareholding requirement for Executives
The Group CEO is required to accumulate and hold IAG ordinary shares with a value of two times his base salary, and the Executive
Team one times their respective base salaries.  Executives have four years from their date of appointment as an Executive to meet
their requirement.  Holdings are assessed annually at the end of each financial year, using the closing share price at 30 June and
the Executive's base salary from four years prior. The shareholding includes Executives' directly held shares and rights vested and
unexercised as at 30 June, for entities controlled, jointly controlled or significantly influenced by the Executive.  Shares held by the
Executives' domestic partner and dependants are not included in the mandatory shareholding requirement calculation.

All Executives appointed prior to 30 June 2013 met the mandatory shareholding requirement at 30 June 2017.

E. NON-EXECUTIVE DIRECTOR REMUNERATION
I. Remuneration policy
The principles that underpin IAG’s approach to remuneration for Non-Executive Directors are that remuneration should:
 be sufficiently competitive to attract and retain a high calibre of Non-Executive Director; and

 create alignment between the interests of Non-Executive Directors and shareholders through the mandatory shareholding
requirement.

II. Mandatory shareholding requirement for Non-Executive Directors
Non-Executive Directors are required to hold IAG shares with a value equal to their annual Board fee.  The Non-Executive Directors
have three years from the date of their appointment to the Board to meet their required holding.  Compliance with this requirement
is assessed at the end of each financial year.  For the test conducted at 30 June 2017, this requirement was assessed using the
closing share price at 30 June and the Non-Executive Directors’ Board fee from three years prior.  Non-Executive Directors
appointed prior to 30 June 2014 were required to meet the mandatory shareholding requirement at 30 June 2017 and all have
done so.

From the year ending 30 June 2018, the mandatory shareholding requirement for Non-Executive Directors will be set based on
either the value of shares at acquisition or the market value at the testing date, whichever is higher.  Each Non-Executive Director
will continue to be required to hold shares to the value of their annual Board fee, with a three year period allowed to reach that
holding.  This change is intended to allow Non-Executive Directors to build a long-term shareholding in IAG without being impacted
by short term share price volatility. 

III. Board performance
The Board conducts a review of its performance, composition, size and succession annually and it conducts an independent review
of these matters at least every three years with the assistance of external experts (Formal Review). A Formal Review of the Board
and each Non-Executive Director (including the Chairman), with assistance and input from an independent board performance
expert, was conducted in 2016.  The Formal Review involves the completion of questionnaires by Non-Executive Directors and
Executives; interviews with the independent expert; the collation of results; and discussion with individual Non-Executive Directors
and the Board as a whole led by the Chairman.  PARC is responsible for coordinating the Board’s review of the Chairman’s
performance.

Measures of a Non-Executive Director’s performance include:
 contribution to Board teamwork;

 contribution to debates on significant issues and proposals;

 advice and assistance given to management;

 input regarding regulatory, industry and social developments surrounding the business; and

 in the case of the Chairman’s performance, the fulfilment of the additional role as Chairman.

IV. Remuneration structure
Non-Executive Director remuneration is comprised of:
 board fees (paid as cash, superannuation and Non-Executive Director Award Rights); 

 committee fees; and 

 subsidiary board fees.

a. CHANGES TO NON-EXECUTIVE DIRECTOR REMUNERATION DURING THE YEAR ENDED 30 JUNE 2017
In August 2016, the Board approved a fee increase of 2.0% for Chairman and director fees paid for service on the IAG Limited
Board, with all Committee fees remaining unchanged.  The Board has determined that there will be no increase to Board fees for
the year ended 30 June 2018.  Fees for the Nomination Committee have been removed for the Chair and all directors.  The
aggregate limit of Board fees approved by shareholders at the Annual General Meeting in October 2013 remains unchanged at
$3,500,000 per annum.
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The figures shown below are inclusive of superannuation.  Directors can elect the portion of fees contributed into their nominated
superannuation fund, provided minimum legislated contribution levels are met.

TABLE 11 - BOARD AND COMMITTEE FEES

ROLE

BOARD/COMMITTEE YEAR CHAIRMAN DIRECTOR

Board 2017 $577,166 $192,372

2016 $565,800 $188,600

Audit Committee 2017 $50,000 $25,000

2016 $50,000 $25,000

Risk Committee 2017 $50,000 $25,000

2016 $50,000 $25,000

People and Remuneration Committee 2017 $50,000 $25,000

2016 $50,000 $25,000

Nominations Committee* 2017 N/A N/A

2016 N/A $10,000

*    In the year ended 30 June 2016 the Chair of the Nominations Committee is also the Chairman of the Group, therefore no Chair fee was applicable.

b. SUBSIDIARY BOARD AND COMMITTEE FEES
A summary of Non-Executive Directors’ service on subsidiary boards and the fees paid is set out below:

TABLE 12 - FEES FOR NON-EXECUTIVE DIRECTORS' SERVICE ON SUBSIDIARY BOARDS

DIRECTOR SUBSIDIARY CAPACITY ANNUAL FEE

Elizabeth Bryan Insurance Manufacturers of Australia Pty Limited Chairman     $247,000

Hugh Fletcher* IAG New Zealand Limited Chairman      $141,746

* This amount was paid to Hugh Fletcher in New Zealand dollars and reported in Australian dollars using the average exchange rate for the year ended 30 June 2017
which was 1 NZD = 0.94497 AUD.

TABLE 13 - NON-EXECUTIVE DIRECTOR AWARD RIGHTS (NAR) PLAN
Overview PARC has determined that the annual remuneration paid by IAG to Non-Executive Directors for their

services may be delivered partially in cash and partially in rights over IAG shares.  Participation in the
NAR Plan is voluntary.  Structuring Non-Executive Director remuneration in this way supports Non-
Executive Directors in building their shareholdings in the Group, which enhances the alignment of
interests between Non-Executive Directors and shareholders.

Performance measures There are no performance conditions attached to the NAR Plan, which reflects good governance
practices by ensuring that the structure of Non-Executive Director remuneration does not act to bias
decision making or compromise objectivity.

A service condition is attached to the vesting of the NARs.  The full annual allocation of unvested
NARs are issued at the grant date, with tranches vesting each month to align the vesting of NARs
with the payment of Non-Executive Director fees.  As the grant date for NARs is part way through a
financial year, a proportion of the NARs granted are immediately vested.  

Instrument Grants under the NAR Plan are in the form of NARs over IAG shares.  Each NAR entitles the Non-
Executive Director to acquire one ordinary share in IAG subject to satisfaction of a service condition.

Key terms of the NAR
Plan

The Non-Executive Director and IAG agree a proportion of the base Board fee to be provided as
NARs.  The number of NARs offered is determined by dividing this value by the five day volume
weighted average share price up to and including the grant date, rounded to the nearest NAR.

Non-Executive Directors have no voting rights until the NARs are exercised and the Non-Executive
Director holds shares in IAG.

Non-Executive Directors do not have to pay any amount to exercise NARs.

NARs expire on the date that is 15 years from the grant date, or any other date determined by the
Board (Expiry Date).  NARs that are not exercised before the Expiry Date will lapse.

Non-Executive Directors may not enter into transactions or arrangements which operate to limit the
economic risk of unvested entitlements to IAG Securities.

Forfeiture conditions In the event a Non-Executive Director ceases service with the Board, any vested NARs may be
exercised for shares in IAG in the subsequent trading window.  Any unvested NARs will lapse. Under
certain circumstances (e.g. change of control), the Board also has sole and absolute discretion to
deal with the rights, including waiving any applicable vesting conditions and/or exercise conditions
by giving notice or allowing a Non-Executive Director affected by the relevant event to transfer their
rights.
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APPENDIX 1. STATUTORY REMUNERATION DISCLOSURE REQUIREMENTS
I. Total remuneration for Executives
Statutory remuneration details for Executives as required by Australian Accounting Standards are set out below:

TABLE 14 - STATUTORY REMUNERATION DETAILS (EXECUTIVES)

SHORT TERM EMPLOYMENT
BENEFITS

POST
EMPLOY-

MENT
BENEFITS

OTHER
LONG
TERM

EMPLOY-
MENT

BENEFITS

TERM-
INATION

BENEFITS SUB-TOTAL SHARE BASED PAYMENT TOTAL

AT-RISK
REMUN-
ERATION

PAID

Base
salary Cash STI

Leave
accruals

and other
benefits

Superan-
nuation

Long
service

leave
accruals

Value of
deferred

STI

Value of
rights

granted

As a % of
total

reward

$000 $000 $000 $000 $000 $000 $000 $000 $000 $000 %

   (1) (2) (3) (4) (5) (6) (7) (8)

EXECUTIVES

Peter Harmer(9)

2017 1,665 1,139 (8) 35 25 - 2,856 307 1,139 4,302 60

2016 1,425 905 16 35 54 - 2,435 313 1,016 3,764 59

Julie Batch(10)

2017 632 353 (21) 30 10 - 1,004 111 267 1,382 53

2016 326 153 16 17 18 - 530 110 171 811 54

Chris Bertuch(10)

2017 665 375 (14) 35 10 - 1,071 118 302 1,491 53

2016 380 138 25 20 8 - 571 131 195 897 52

Ben Bessell(11)

2017 670 308 23 30 10 - 1,041 96 285 1,422 48

2016 656 271 (5) 30 36 - 988 86 156 1,230 42

Duncan Brain

2017 908 508 327 35 14 - 1,792 1,090 723 3,605 64

2016 899 532 245 35 16 - 1,727 815 719 3,261 63

David Harrington(10)

2017 565 322 (6) 35 9 - 925 113 276 1,314 54

2016 326 160 29 20 4 - 539 96 163 798 53

Nicholas Hawkins

2017 1,143 643 8 30 17 - 1,841 293 853 2,987 60

2016 996 593 (35) 30 (13) - 1,571 341 977 2,889 66

Jacki Johnson(12)(13)

2017 1,056 524 (56) 35 16 - 1,575 234 857 2,666 61

2016 1,025 585 78 28 14 - 1,730 258 957 2,945 61

Anthony Justice(10)

2017 660 375 (16) 30 10 - 1,059 92 249 1,400 51

2016 355 156 (17) 17 11 - 522 64 76 662 45

Mark Milliner(14)

2017 965 536 7 35 15 - 1,558 235 232 2,025 50

2016 176 - 19 5 1 - 201 - - 201 -

Craig Olsen(15)(16)

2017 711 381 33 - - - 1,125 87 261 1,473 49

2016 330 124 36 - - - 490 75 130 695 47

Clayton Whipp

2017 740 310 - 35 11 - 1,096 187 437 1,720 54

2016 749 415 48 35 16 - 1,263 184 321 1,768 52
EXECUTIVES WHO CEASED AS KEY MANAGEMENT PERSONNEL

Claire Rawlins(10)(17)

2017 233 126 (13) 17 (2) 600 961 - (15) 946 12

2016 321 152 30 20 2 - 525 - 21 546 32

(1) Base salary includes amounts paid in cash plus the portion of the Group’s superannuation contribution that is paid as cash instead of being paid into superannuation,
salary sacrifice items such as cars and parking, as determined in accordance with AASB 119 Employee Benefits. 

(2) Cash STI represents the amount to be settled in cash in relation to the financial year from 1 July 2016 to 30 June 2017.

31



(3) This column includes annual and mid-service leave accruals, 30% tax rebate on car allowances for certain KMP who have salary sacrifice arrangements on cars and other
short term employment benefits as agreed and provided under specific conditions.  Other benefits provided under specific conditions for KMP are provided as follows:
Duncan Brain: accommodation allowances, airfares for home visits and medical insurance; and Craig Olsen: salary continuance insurance.

(4) Superannuation represents the employer’s contributions.

(5) Long service leave accruals as determined in accordance with AASB 119.

(6) Payment in lieu of notice which incorporates statutory notice and severance entitlements.

(7) The deferred STI is granted as DARs and is valued using the Black-Scholes valuation model.  An allocated portion of unvested DARs are included in the total remuneration
disclosure above.  The deferred STI for the year ended 30 June 2017 will be granted in the next financial year, so no value was included in the current financial year’s total
remuneration.

(8) This value represents the allocated portion of unvested EPRs.  To determine the value of EPRs, a Monte Carlo simulation (for the relative TSR performance hurdle) and
Black-Scholes valuation (for the cash ROE performance hurdle) have been applied.  The valuation takes into account the exercise price of the EPR, life of the EPR, price of
IAG ordinary shares as at the grant date, expected volatility of the IAG share price, expected dividends, risk free interest rate, performance of shares in the peer group of
companies, early exercise and non-transferability and turnover which is assumed to be zero for an individual's remuneration calculation.

(9) Peter Harmer was appointed Group CEO on 16 November 2015.  His remuneration increased upon his appointment.

(10) Executive Team members were appointed to KMP roles on 8 December 2015.

(11) Ben Bessell was appointed to the role of Chief Executive, Australian Business Division on 8 December 2015.  Mr Bessell was previously acting Chief Executive, Commercial
Insurance.

(12) Jacki Johnson was appointed to the role of Group Executive, People Performance and Reputation on 1 January 2016.  Prior to this, Jacki Johnson was the CEO IAG New
Zealand.

(13) Prior year remuneration for Jacki Johnson was determined in New Zealand dollars and reported in Australian dollars for the period between 1 July 2015 and 31 December
2015 using the average exchange rate for the year ended 30 June 2016, which was 1 NZD = 0.91957 AUD.

(14) Mark Milliner commenced with IAG on 27 April 2016.

(15) Craig Olsen commenced as a KMP on 1 January 2016 upon appointment to the role of CEO IAG New Zealand.

(16) Remuneration for Craig Olsen was determined in New Zealand dollars and reported in Australian dollars using the average exchange rate for the year ended 30 June 2017
which was 1 NZD = 0.94497 AUD.

(17) Claire Rawlins received a payment in lieu of notice of $600,000 upon her termination in accordance with her contractual terms.

II. Total remuneration details for Non-Executive Directors
Details of total remuneration for Non-Executive Directors for the year ended 30 June 2017 are set out below:

TABLE 15 - STATUTORY REMUNERATION DETAILS (NON-EXECUTIVE DIRECTORS)

SHORT TERM
EMPLOYMENT BENEFITS POST-EMPLOYMENT BENEFITS

OTHER LONG
TERM

EMPLOYMENT

BENEFITS

TERMINATION

BENEFITS

SHARE
BASED

PAYMENT TOTAL

IAG Board
fees

received
as cash

Other
Boards

and
Committee

fees Superannuation
Retirement

benefits

$000 $000 $000 $000 $000 $000 $000 $000
NON-EXECUTIVE DIRECTORS

Elizabeth Bryan

2017 474 226 19 - - - 97 816

2016 276 111 19 - - - - 406

Duncan Boyle(1)

2017 92 18 10 - - - - 120

Alison Deans

2017 149 32 20 - - - 24 225

2016 172 28 19 - - - - 219

Hugh Fletcher 

2017 176 187 21 - - - - 384

2016 172 184 21 - - - - 377

Jonathan Nicholson

2017 177 46 20 - - - - 243

2016 145 36 14 - - - - 195

Helen Nugent(1)

2017 69 26 11 - - - 24 130

Tom Pockett

2017 180 68 19 - - - - 267

2016 177 78 19 - - - - 274

Philip Twyman 

2017 180 70 19 - - - - 269

2016 177 82 19 - - - - 278
NON-EXECUTIVE DIRECTORS WHO CEASED AS KEY MANAGEMENT PERSONNEL

Raymond Lim

2017 113 14 12 - - - - 139

2016 172 23 19 - - - - 214

(1) Non-Executive Directors appointed part way through the year ended 30 June 2017.
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APPENDIX 2. EXECUTIVE EMPLOYMENT AGREEMENTS
Details are provided below of contractual elements for the Group CEO and Executive Team: all employment agreements for
Executives are for unlimited terms but may be terminated by written notice from either party or by IAG making a payment in lieu of
notice.  The employment agreements outline the components of remuneration paid to each Executive and require annual review of
Executives’ remuneration, although the agreements do not require IAG to increase base salary, pay STI or offer an LTI in any given
year.

All Executive contracts have a 12 month notice period from the relevant company for termination and the Executives must provide
six months' notice.  Executives are employed by Insurance Australia Group Services Pty Limited, except for Craig Olsen who is
employed by IAG New Zealand Limited.

I. Retrenchment
In the event of retrenchment, Executives (except for Craig Olsen) are entitled to the greater of:
 the 12 month notice period, or payment in lieu of notice, as provided in their employment agreement; or

 the retrenchment benefits due under the company retrenchment policy.

For Executives based in Australia, the maximum benefit under the retrenchment policy is 87 weeks of base salary, payable to
employees with service of 25 years or more.

For Craig Olsen, the retrenchment payment is 12 months of fixed pay.

II. Termination of employment without notice and without payment in lieu of notice
The employment of an Executive may be terminated without notice and without payment in lieu of notice in some circumstances. 

Generally, this could occur where the Executive:
 is charged with a criminal offence that could bring the organisation into disrepute;

 is declared bankrupt;

 breaches a provision of their employment agreement;

 is guilty of serious and wilful misconduct; or

 unreasonably fails to comply with any material and lawful direction given by the relevant company.

III. Termination of employment with notice or payment in lieu of notice
The employment of an Executive may be terminated at any time by the relevant company with 12 months' notice or payment in lieu
of notice. Payment in lieu of notice will be calculated based on fixed pay. If an Executive terminates voluntarily, they are required to
provide six months' notice.

Subject to the relevant legislation in the various jurisdictions, termination provisions may include the payment of annual leave
and/or long service leave for the Executives.

IV. Executives who ceased employment in the financial year
All termination benefits provided to Executives were consistent with IAG’s termination policy as disclosed in the Remuneration
Report and did not exceed the level that would require shareholder approval under the Corporations Act 2001.    

Termination benefits for Claire Rawlins included a contractual payment in lieu of notice of $600,000.  No other payments were
provided to Ms Rawlins upon termination.

APPENDIX 3. MOVEMENT IN EQUITY PLANS WITHIN THE FINANCIAL YEAR
Changes in each Executive’s holding of DARs and EPRs and each Non-Executive Director’s holdings of NARs during the financial
year are set out below.  The DARs granted during the year reflect the deferred portion of the STI outcome for the year ended 30
June 2016.  The EPRs granted during the year ended 30 June 2017 were in relation to the LTI plan.  The NARs granted during the
year represents the total number of rights a Non-Executive Director has agreed to receive as part of the payment of their base
Board fees.

TABLE 16 - MOVEMENT IN POTENTIAL VALUE OF DARS, EPRS AND NARS FOR THE YEAR ENDED 30 JUNE 2017

RIGHTS ON
ISSUE 1 JULY

(1)

RIGHTS GRANTED
DURING THE YEAR

(2)

RIGHTS EXERCISED
DURING THE YEAR

(3)

RIGHTS LAPSED
DURING THE YEAR

RIGHTS ON
ISSUE

30 JUNE

RIGHTS
VESTED

DURING THE
YEAR

RIGHTS
VESTED

AND
EXERCIS-

ABLE
30 JUNE

Number Number Value
($000)

Number Value
($000)

Number Value
($000)

Number Number Number

EXECUTIVES

Peter Harmer DAR 72,650 83,100 409 (51,400) 303 - - 104,350 51,400 -

EPR 898,283 467,900 1,580 (118,421) 697 - - 1,247,762 118,421 -

Julie Batch DAR 29,450 24,900 122 (19,600) 115 - - 34,750 19,600 -

EPR 176,929 151,200 522 (18,923) 111 - - 309,206 18,923 -

Chris DAR 33,950 22,500 111 (22,950) 135 - - 33,500 22,950 -

Bertuch EPR 203,045 160,600 542 (21,615) 127 - - 342,030 21,615 -

Ben Bessell DAR 22,850 24,900 122 (14,600) 86 - - 33,150 14,600 -

EPR 199,700 160,600 542 (36,116) 213 - - 324,184 15,547 -
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RIGHTS ON
ISSUE 1 JULY

(1)

RIGHTS GRANTED
DURING THE YEAR

(2)

RIGHTS EXERCISED
DURING THE YEAR

(3)

RIGHTS LAPSED
DURING THE YEAR

RIGHTS ON
ISSUE

30 JUNE

RIGHTS
VESTED

DURING THE
YEAR

RIGHTS
VESTED

AND
EXERCIS-

ABLE
30 JUNE

Number Number Value
($000)

Number Value
($000)

Number Value
($000)

Number Number Number

Duncan DAR 418,350 48,900 240 (38,800) 229 - - 428,450 38,800 -

Brain EPR 629,379 217,300 734 (104,550) 616 - - 742,129 105,223 673

David DAR 29,450 26,000 128 (20,050) 118 - - 35,400 20,050 -

Harrington EPR 182,491 137,700 465 (20,900) 123 - - 299,291 21,217 317

Nicholas DAR 85,350 54,400 268 (58,350) 344 - - 81,400 58,350 -

Hawkins EPR 755,483 275,300 930 (118,421) 697 - - 912,362 118,421 -

Jacki DAR 61,700 53,700 264 (42,950) 253 - - 72,450 42,950 -

Johnson EPR 757,033 250,300 845 (106,250) 626 - - 901,083 109,421 3,171

Anthony DAR 20,600 25,300 124 (12,750) 75 - - 33,150 12,750 -

Justice EPR 122,800 160,600 542 - - - - 283,400 - -

Mark DAR - 150,000 714 - - - - 150,000 - -

Milliner(4) EPR - 453,500 1,715 - - - - 453,500 - -

Craig Olsen DAR 20,350 23,200 114 (13,150) 77 - - 30,400 13,150 -

EPR 154,962 158,700 536 (13,394) 79 - - 300,268 13,394 -

Clayton DAR 65,150 38,200 188 (27,250) 160 - - 76,100 27,250 -

Whipp EPR 306,554 177,800 600 (21,000) 124 - - 463,354 21,598 598

EXECUTIVES WHO CEASED AS KEY MANAGEMENT PERSONNEL  

Claire DAR - - - - - - - - - -

Rawlins(5) EPR 75,500 - - - - (75,500) 445 - - -

NON-EXECUTIVE DIRECTORS  

Elizabeth
Bryan

NAR - 18,877 97 - - - - 18,877 18,877 18,877

Alison Deans NAR - 4,720 24 - - - - 4,720 4,720 4,720

Helen
Nugent

NAR - 4,112 24 - - - - 4,112 4,112 4,112

(1) Opening number of rights on issue represents the balance as at the date of appointment as KMP or 1 July 2016.

(2) The value of the DARs granted during the year is the fair value at grant date calculated using the Black-Scholes valuation model.  The value of the annual DARs granted
on 2 November 2016 was $4.92 except for the grant of 150,000 DARs provided to Mark Milliner which had a value of $4.76 per DAR.  This amount is allocated to
remuneration over years ending 30 June 2017 to 30 June 2019.  The value of the cash ROE portion of the EPRs granted on 2 November 2016 and 24 March 2017 is
the fair value at grant date, calculated using the Black-Scholes valuation model, which was $4.51 and $5.40 respectively.  The cash ROE portion of the EPRs grants is
first exercisable after the performance period concludes on 30 June 2019.  The value of the relative TSR portion of the EPRs granted on 2 November 2016 and 24
March 2017 is the fair value at grant date, calculated using the Monte Carlo simulation, which was $2.24 and $3.00 respectively.   The relative TSR portion of the EPRs
is first exercisable on 30 September 2020.  The amount is allocated to remuneration over the years ending 30 June 2017 to 30 June 2021.   The value of the NARs
granted during the year is the fair value at grant date calculated using the Black-Scholes valuation model.  The value of the annual NARs granted on 15 November 2016
and 15 January 2017 was $5.15 and $5.95.  This amount is allocated to remuneration over year ended 30 June 2017.

(3) Rights vested and exercised during the financial year.  The value of the rights exercised is based on the weighted average share price for the year ended 30 June 2017,
which was $5.89.

(4) Mark Milliner received 150,000 DARs in November 2016 as compensation for incentives foregone on leaving his previous employer.  As EPRs relate to future
performance, Mr Milliner received two allocations of EPRs in the year ended 30 June 2017: 224,100 EPRs in relation to his first year of employment, being the year
ending 30 June 2016 under the terms of the 2015/2016 Series 6 EPR and 229,400 EPRs in relation to the year ending 30 June 2017 under the terms of the
2016/2017 Series 6 EPR.

(5) The rights on issue at 30 June for Claire Rawlins represents the balance as at 7 December 2016.
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I. LTI awards outstanding during the year ended 30 June 2017
Details of outstanding LTI awards made to Executives in the year ended 30 June 2017 are shown in the table below:

TABLE 17 - LTI AWARDS OUTSTANDING DURING THE YEAR ENDED 30 JUNE 2017

AWARD GRANT DATE BASE DATE
FIRST TEST

DATE
LAST TEST

DATE

PERFORMANCE
HURDLE

ACHIEVEMENT
LAST EXERCISE

DATE

2016/2017 Series 6 - TSR(a) 24/03/2017 30/09/2016 30/09/2020 N/A 31/03/2024

2016/2017 Series 6 - ROE(a) 24/03/2017 01/07/2016 30/06/2019 N/A 31/03/2024

2016/2017 Series 6 - TSR(a) 02/11/2016 30/09/2016 30/09/2020 N/A 02/11/2023

2016/2017 Series 6 - ROE(a) 02/11/2016 01/07/2016 30/06/2019 N/A 02/11/2023

2015/2016 Series 6 - TSR(a) 31/03/2016 30/09/2015 30/09/2019 N/A 31/03/2023

2015/2016 Series 6 - ROE(a) 31/03/2016 01/07/2015 30/06/2018 N/A 31/03/2023

2015/2016 Series 6 - TSR(a) 02/11/2015 30/09/2015 30/09/2019 N/A 02/11/2022

2015/2016 Series 6 - ROE(a) 02/11/2015 01/07/2015 30/06/2018 N/A 02/11/2022

2014/2015 Series 6 - TSR(a) 03/11/2014 30/09/2014 30/09/2018 N/A 03/11/2021

2014/2015 Series 6 - ROE(a)(b) 03/11/2014 01/07/2014 30/06/2017 N/A 03/11/2021

2013/2014 Series 6 - TSR(a) 01/11/2013 30/09/2013 30/09/2017 N/A 01/11/2020

2013/2014 Series 6 - ROE(a) 01/11/2013 01/07/2013 30/06/2016 100% 01/11/2020

2012/2013 Series 5 - TSR 26/10/2012 30/09/2012 30/09/2015 30/09/2017 56% 26/10/2019

2012/2013 Series 5 - ROE 26/10/2012 01/07/2012 30/06/2015 100% 26/10/2019

(a) Terms and conditions for EPR Plans from 2013/2014 to 2016/2017 are the same; therefore, they are all referred to as Series 6.

(b) The cash ROE portion of EPR Plan 2014/2015 has been tested and is expected to vest in full.  Vesting details will be included in the Remuneration Report for the year 
ended 30 June 2018.

APPENDIX 4. RELATED PARTY INTERESTS
In accordance with the Corporations Act Regulation 2M.3.03, the Remuneration Report includes disclosure of related parties'
interests.

I. Movements in total number of ordinary shares held
The relevant interests of each key management personnel and their related parties in IAG ordinary shares are disclosed in the table
below: 

TABLE 18 - MOVEMENT IN TOTAL NUMBER OF ORDINARY SHARES HELD

SHARES HELD
AT 1 JULY

SHARES
RECEIVED ON
EXERCISE OF

DAR

SHARES
RECEIVED ON
EXERCISE OF

EPR

NET
MOVEMENT OF

SHARES DUE
TO OTHER

CHANGES(a)

TOTAL SHARES
HELD

AT 30 JUNE

SHARES HELD
NOMINALLY AT

30 JUNE(b)

Number Number Number Number Number Number

2017
NON-EXECUTIVE DIRECTORS AND EXECUTIVES

Elizabeth Bryan 32,725 - - 1,509 34,234 34,234

Duncan Boyle(c) - - - 32,679 32,679 32,679

Alison Deans 37,742 - - - 37,742 37,742

Hugh Fletcher 82,032 - - 1,520 83,552 46,991

Jonathan Nicholson 11,468 - - 23,121 34,589 24,162

Helen Nugent(c) 540 - - - 540 540

Tom Pockett 32,251 - - 177 32,428 -

Philip Twyman 15,522 - - - 15,522 12,780

Peter Harmer 655,967 51,400 118,421 - 825,788 172,800

Julie Batch 182,907 19,600 18,923 (122,500) 98,930 277

Chris Bertuch 53,880 22,950 21,615 164 98,609 544

Ben Bessell 464 14,600 36,116 (8,400) 42,780 277

Duncan Brain 234,758 38,800 104,550 (210,000) 168,108 -

David Harrington 1,387 20,050 20,900 202 42,539 953

Nicholas Hawkins 220,000 58,350 118,421 (176,771) 220,000 -

Jacki Johnson(d) 592,760 42,950 106,250 - 741,960 592,760

Anthony Justice - 12,750 - - 12,750 -

Mark Milliner - - - - - -

Craig Olsen 123,403 13,150 13,394 - 149,947 14,800

Clayton Whipp 101,314 27,250 21,000 (23,607) 125,957 688
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SHARES HELD
AT 1 JULY

SHARES
RECEIVED ON
EXERCISE OF

DAR

SHARES
RECEIVED ON
EXERCISE OF

EPR

NET
MOVEMENT OF

SHARES DUE
TO OTHER

CHANGES(a)

TOTAL SHARES
HELD

AT 30 JUNE

SHARES HELD
NOMINALLY AT

30 JUNE(b)

Number Number Number Number Number Number

NON-EXECUTIVE DIRECTORS AND EXECUTIVES WHO CEASED AS KEY MANAGEMENT PERSONNEL(e)

Raymond Lim 35,000 - - (35,000) - -

Claire Rawlins - - - - - -

(a) Net movement of shares relates to acquisition and disposal transactions by the KMP and their related parties during the year.

(b) Shares nominally held are included in the column headed total shares held at 30 June and include those held by the KMP's related parties, inclusive of domestic
partner, dependants and entities controlled, jointly controlled or significantly influenced by the KMP.

(c) Opening number of shares held represents the balance as at the date of appointment.

(d) The opening balance for Jacki Johnson is 366,827 shares higher than the closing balance in the year ended 30 June 2016.  This is a result of the overstatement of the
number of shares disposed of in the year ended 30 June 2016 by this amount.

(e) Information on shares held is disclosed up to the date of cessation.

II. Movements in total number of convertible preference shares
On 1 July 2016, Philip Twyman had an indirect holding of 5,109 convertible preference shares.  On 22 December 2016 Mr
Twyman’s total holding of convertible preference shares were bought back by IAG.  No other key management personnel had any
interest directly or nominally in convertible preference shares during the financial year (2016-nil).  

III. Movements in total number of capital notes held
During the year ended 30 June 2017 Philip Twyman indirectly purchased 5,109 capital notes (2016-nil).  No other key management
personnel had any interest directly or nominally in capital notes during the financial year (2016-nil).

IV. Movements in total number of reset exchangeable securities held
No key management personnel had any interest directly or nominally in reset exchangeable securities of IAG Finance (New Zealand)
Limited at any time during the financial year (2016-nil).

V. Relevant interest of each director and their related parties in listed securities of the IAG Group in accordance with the
Corporations Act 2001

TABLE 19 - HOLDINGS OF SHARES, CAPITAL NOTES AND RESET EXCHANGEABLE SECURITIES
ORDINARY SHARES CAPITAL NOTES RESET EXCHANGEABLE SECURITIES

Held directly(a) Held indirectly(b) Held directly Held indirectly Held directly Held indirectly

Elizabeth Bryan - 34,234 - - - -

Duncan Boyle - 32,679 - - - -

Alison Deans - 37,742 - - - -

Hugh Fletcher 36,561 46,991 - - - -

Jonathan Nicholson 10,427 24,162 - - - -

Helen Nugent - 540 - - - -

Tom Pockett 32,428 - - - - -

Philip Twyman 2,742 12,780 - 5,109 - -

Peter Harmer 652,988 172,800 - - - -

(a) This represents the relevant interest of each Director in ordinary shares issued by the Group, as notified by the Directors to the ASX in accordance with section 205G of the
Corporations Act 2001 until the date the financial report was signed.  Trading in IAG shares is covered by the restrictions which limit the ability of an IAG Director to trade in
the securities of the Group where they are in a position to be aware, or are aware, of price sensitive information.

(b) These IAG shares are held by the Director’s related parties, inclusive of entities controlled, jointly controlled or significantly influenced by the Directors, as notified by the
Directors to the ASX in accordance with section 205G of the Corporations Act 2001.
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APPENDIX 5. KEY TERMS AND DEFINITIONS
The key terms and definitions used throughout this report are explained below:

TERM DEFINITION

Actual remuneration The dollar value of remuneration actually received by the Executives in the financial year.  This is
the sum of fixed pay plus the cash STI earned in the reported financial year plus the value of
DARs vested during the financial year plus the value of EPRs vested during the year.

At-risk remuneration Remuneration that is dependent on a combination of the financial performance of the Group, the
Executives' performance against individual measures (financial and non-financial) and continuing
employment.  At-risk remuneration typically includes STI (cash and deferred remuneration) and
LTI.

Base salary The cash component of fixed pay.

Cash return on equity (ROE) Calculated as cash earnings divided by average total shareholders’ equity during the financial
year.  Cash earnings is defined as net profit after tax attributable to IAG shareholders plus
amortisation and impairment of acquired identifiable intangible assets and adjusted for unusual
items after tax (non-recurring in nature).  Cash ROE is used to calculate one half of the outcome
in the LTI plan.

Cash STI The two thirds portion of an Executive’s STI outcome that is paid in the form of cash, following
the end of year assessment and approval by the Board.

Deferred STI/Deferred Award
Rights (DARs)

The one third portion of an Executive’s STI that is deferred over a period of two years and
awarded in the form of DARs.  

Executive Team The Executives who form part of the Group Leadership Team, comprising: Chief Executive,
Australian Consumer Division; Chief Executive, Australian Business Division; Chief Executive, New
Zealand; Chief Executive, Asia; Chief Financial Officer; Chief Operating Officer; Chief Risk Officer;
Chief Customer Officer; Group Executive, Office of the CEO; Group General Counsel and Company
Secretary; and Group Executive, People, Performance and Reputation.

Executives The Group CEO and the Executive Team.

Fixed pay Base salary plus superannuation.  Individuals can determine the mix of base salary and
superannuation they receive in line with legislative requirements.

Group Balanced Scorecard The Group Balanced Scorecard sets out the objectives that have to be achieved to meet key
strategic priorities of the organisation.  The Group Balance Scorecard uses goals set against
financial and non-financial objectives.  Achievement against these objectives is measured and
this informs the Board's determination of STI outcomes.

Group CEO IAG’s Managing Director and Chief Executive Officer.

IAG Spirit The IAG Spirit 'Closer, Braver, Faster' is a set of statements that capture a shared view across IAG
of how we work together, what we stand for and what makes us unique.

Key management personnel
(KMP)

Persons having authority and responsibility for planning, directing and controlling the activities of
the entity, directly or indirectly, including any Director (whether Executive or otherwise) of that
entity.

Long term incentive
(LTI)/Executive Performance
Rights (EPRs)

A grant of rights in the form of EPRs that are exercisable for IAG ordinary shares or cash as
determined by the Board.  Vesting occurs between three and four years after the grant date if
performance hurdles are achieved. 

Malus The Board has the ability to reduce the value of deferred remuneration before it has vested,
including down to zero.

Non-Executive Director Award
Right (NAR)

The NARs Plan provides directors with the opportunity to build their shareholding in IAG and is
provided in the form of NARs.  Participation in the plan is voluntary. 

People and Remuneration
Committee (PARC)

The Board committee which oversees IAG's remuneration practices.

Short term incentive (STI) The part of annual at risk remuneration that is designed to motivate and reward for annual
performance.  STI results are determined by performance against a balanced scorecard, based
on goals which reflect financial and non-financial measures.  For Executives, one third of STI is
deferred for a period of two years and two thirds is paid in cash in September following the end of
the performance year.

Total shareholder return (TSR) TSR combines share price movements and dividends paid to show total return to shareholders.
IAG uses relative TSR performance against other companies in the peer group to calculate one
half of the LTI outcome.

WACC The weighted average cost of capital (WACC) is the rate that a company is expected to pay on
average to all its security holders to finance its assets.
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