
REMUNERATION REPORT

LETTER FROM THE CHAIRMAN OF THE PEOPLE AND REMUNERATION COMMITTEE

Dear Shareholders,

On behalf of the People and Remuneration Committee (PARC) and the Board, I am pleased to present the 2022 Remuneration
Report.

Responding to your feedback 
The Board and PARC are determined to ensure that Executive remuneration continues to be aligned with IAG’s business strategy,
the market and most importantly, shareholder outcomes.

The first ‘strike’ against our Remuneration Report last year sent us strong and clear feedback on Executive remuneration
outcomes, and the principles that guided our decision making.  As a Board, we reflected deeply on this feedback, and we have
made changes to ensure Executive remuneration outcomes are more closely aligned with shareholder outcomes.

The changes reflect the work of the external review of IAG’s remuneration framework that we flagged last year.  They were further
guided by a PARC led working group that considered underlying structural issues and proposed changes.  These are intended to:

ensure greater alignment between shareholder outcomes and Executive remuneration outcomes;
introduce a simpler approach to performance measurement and some aspects of remuneration; and
be more transparent around the process, including how we make remuneration decisions.

While the changes to our remuneration framework will be fully implemented for FY23 onwards, we applied a number of the key new
shareholder alignment performance measures for FY22.  These include replacing cash earnings with net profit after tax (NPAT)
before amortisation of acquired intangibles (NPAT before amortisation) as the measure to determine short-term incentive (STI) pool
funding.

The elements of the Group Balanced Scorecard (Group BSC) were set at the commencement of the performance year prior to the
AGM and as result are unchanged for FY22 but have been replaced by a more strategically-focused BSC for FY23.

At the same time, we are conscious of the need to appropriately reward our employees, particularly given the challenges they have
had to address this year as a result of the number and degree of weather events, and the ongoing challenge of COVID-19.

What is changing?
Greater alignment
As an overarching principle, all one-off unusual items, or financial statement adjustments during the performance period will be
included when we determine outcomes for STI or long-term incentive (LTI) return on equity (ROE) hurdles.

We have established earnings calculation principles the Board uses when it considers whether adjustments to incentive outcomes
are required to help ensure any discretion exercised is also aligned with shareholder outcomes, and considers market, community,
and regulator expectations.  The principles support transparent disclosure of the rationale in cases where discretion has been
applied.

A simplified approach
We have simplified the Group BSC we will use to determine the STI for FY23.  We use the Group BSC to align the organisation to
delivering the outcomes outlined in our 5-year strategy and ambition.  To make it more effective, the weighting on financial
measures in the Group BSC will increase from 50% to 60%, and we will have two financial measures, being underlying insurance
profit to reflect the quality of earnings, and NPAT, because this is a true and unadjusted representation of statutory profit / earnings
in the period and more closely aligns to the shareholder experience.

We have also reduced the total number of measures in the Group BSC from eight to six, and each measure has a direct link to one
of the four strategy pillars.  Non-financial measures will support customer growth above market growth; digital transformation; risk
management; and performance underpinned by employee engagement.  Details are set out in Section D. I.  We will continue to
review the Group BSC measures to ensure they support the execution of our strategy.

The Board has committed to introduce ESG metrics into Executive incentive arrangements for FY24 and is working through the
approach.

Transparency
To improve the transparency of our STI financial targets and outcomes, we have begun to disclose these in the 2022 Remuneration
Report.  We have also disclosed additional detail on the determination of the STI pool, the earnings calculation and Board decision-
making processes.

Alignment of remuneration outcomes with business results
The business delivered strong gross written premium growth of 5.7% and improved its underlying business performance despite the
challenging external environment which included an unprecedented level of natural perils claims and volatile investment markets.
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NPAT was $347 million, compared to a $427 million loss in FY21.  The result incorporates strengthening of prior period reserves, a
high number of natural peril events, volatile investment markets, and a higher inflationary environment.  NPAT also included a
$200 million pre-tax release from the business interruption provision, and strong momentum in the underlying business
performance.

On a management results basis, our reported insurance profit of $586 million represented a reported insurance margin of 7.4%,
compared to 13.5% in FY21 after net natural peril costs of $1,119 million ($354 million above our original allowance); prior period
reserve strengthening of $172 million; and negative credit spread impacts of $45 million.

FY22 short-term incentives (STI) outcomes
The Board determined it was appropriate to establish an Executive STI pool for FY22 at 20% of maximum, representing 33% of
target payout.  In making this decision, the Board recognised the strength of the overall balanced scorecard outcome.  However,
the Board used the NPAT before amortisation result as the key factor in determining the size of the STI pool to closely align
Executive remuneration outcomes with shareholder outcomes.

The NPAT before amortisation result used to determine STI outcomes excluded the $200 million pre-tax benefit associated with the
reversal of a portion of the Business Interruption provision.  The adjusted FY22 NPAT before amortisation result of $214 million
(which was 33% of target) was significantly affected by the high level of natural peril claims, volatile investment markets and
strengthening of prior period reserves.

Each Executive’s share of the STI pool was determined based on an assessment of their performance against Group and Divisional
scorecards.  In line with the size of the Executive STI pool, the Group CEO STI outcome was 20% of maximum, with the outcome for
other Executives ranging from 17% to 22%.

LTI relating to performance periods ending in FY22
The FY18 LTI award with a relative total shareholder return (TSR) performance hurdle was measured during the year ended 30 June
2022 following the conclusion of the performance period on 30 September 2021.  The FY19 LTI awards with cash ROE and relative
TSR performance hurdles were measured at the end of the 30 June 2022 performance period.

Both the FY18 TSR LTI award and the FY19 TSR LTI awards did not meet the performance threshold and as a result there has been
nil vesting of these awards.

We included all FY21 and FY22 one-off items in the cash ROE calculation for the FY19 LTI award with a performance period ending
30 June 2022; this resulted in nil vesting for that tranche.

We will replace cash ROE with reported ROE for the LTI to be granted in November 2022 (FY23 award), using a simple and
transparent reported ROE measurement approach that is explained in detail in Section E. III.

As in past years, the Managing Director and CEO’s LTI grant will be subject to shareholder approval at the AGM.

Risk-based adjustments to performance pay
In response to risk matters that emerged during FY22, the Board applied downward adjustments to reduce the FY22 STI awards of
three employees and the accountable Executive.

Changes to Executive pay and Non-Executive Director fees
There were no increases to Executive pay recommended for FY23 as part of the August 2022 review. Likewise, the Board has left
Board and Committee fees unchanged for the year ending 30 June 2023; these have now been unchanged since the year ended
30 June 2017.

Executive remuneration review during FY23
It is important that we continue to attract, motivate, and reward Executives for their work, and we acknowledge the improved
underlying performance of the business, which is reflected in the improved outlook that management has provided for FY23.

From FY23, we will more closely link STI outcomes to progress in the four strategic ambitions to ensure Executives are motivated to
drive IAG’s long-term aspirational goals.

We will maintain our focus on aligning Executive and shareholder outcomes.  At the same time, we will ensure our remuneration
framework is fit-for-purpose and complies with regulatory changes such as APRA Prudential Standard CPS 511 as they become
effective.

Thank you for taking the time to read the Remuneration Report and we welcome your feedback.

George Savvides

Chairman, People and Remuneration Committee
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Abbreviations used in the Remuneration Report are outlined in the table below.

ABBREVIATIONS

Group BSC Group Balanced Scorecard 
DARs Deferred Award Rights
EPRs Executive Performance Rights
FP Fixed Pay
KMP Key Management Personnel
LTI Long-term incentive
NARs Non-Executive Director Award Rights
NPAT(1) Net profit after tax
NPAT before amortisation(2) Net profit after tax before amortisation of acquired intangibles
PARC People and Remuneration Committee
ROE Return on equity
STI Short-term incentive
TSR Total shareholder return
VWAP Volume weighted average price
WACC Weighted average cost of capital

(1) NPAT will replace cash earnings as the earnings measure for the FY23 ROE hurdled LTI awards and will also be used as a FY23 Group BSC measure.
(2) NPAT before amortisation replaced cash earnings as the FY22 STI pool funding measure.

31



A. KMP COVERED BY THIS REPORT
This report sets out the remuneration details for IAG’s KMP.  KMP is defined as persons having authority and responsibility for
planning, directing, and controlling the activities of an entity, directly or indirectly, including any director (whether Executive or
otherwise) of that entity.  For the purposes of this report, the term Executive KMP is used to refer to KMP who are Executives.
Although the Non-Executive Directors are disclosed in the report, they do not have management responsibility.  IAG’s KMP for FY22
are presented in the table below.

If an individual did not serve in a KMP role for the full financial year, all remuneration is disclosed for the period they served in a
KMP role.

NAME POSITION TERM AS KMP
EXECUTIVE KMP
Nick Hawkins Managing Director and Chief Executive Officer Full year
Julie Batch Group Executive, Direct Insurance Australia Full year
Jarrod Hill Group Executive, Intermediated Insurance Australia From 13 September 2021
Peter Horton Group General Counsel and Company Secretary(1) Full year
Michelle McPherson Chief Financial Officer Full year
Neil Morgan Chief Operating Officer Full year
Tim Plant Chief Insurance and Strategy Officer, Acting Chief Risk

Officer(2)
From 15 November 2021

Christine Stasi Group Executive, People, Performance and Reputation Full year
Peter Taylor Chief Risk Officer From 18 May 2022
Amanda Whiting Chief Executive, New Zealand(3) Full year
FORMER EXECUTIVE KMP
David Watts Chief Risk Officer Ceased 11 February 2022
NON-EXECUTIVE DIRECTORS
Tom Pockett Chairman, Independent Non-Executive Director(4) Full year
Simon Allen Independent Non-Executive Director Full year
David Armstrong Independent Non-Executive Director From 1 September 2021
Sheila McGregor Independent Non-Executive Director Full year
Jon Nicholson Independent Non-Executive Director Full year
Helen Nugent Independent Non-Executive Director Full year
Scott Pickering Independent Non-Executive Director From 1 November 2021
George Sartorel Independent Non-Executive Director From 1 September 2021
George Savvides Independent Non-Executive Director Full year
Michelle Tredenick Independent Non-Executive Director Full year
NON-EXECUTIVE DIRECTORS WHO CEASED AS KMP
Elizabeth Bryan Chairman, Independent Non-Executive Director Ceased 22 October 2021
Duncan Boyle Independent Non-Executive Director Ceased 22 October 2021
(1) The Group General Counsel and Company Secretary became a KMP role effective from 1 July 2021.
(2) Tim Plant served as Acting Chief Risk Officer from 14 February 2022 to 17 May 2022.
(3) Amanda Whiting also served as Acting Group Executive, Intermediated Insurance Australia from 1 July 2021 to 12 September 2021.
(4) Tom Pockett commenced as Chairman on 22 October 2021.

There have been no changes to KMP since the end of FY22 and the release of this Report.

B. SHAREHOLDER FEEDBACK AND IAG'S RESPONSE
At the 2021 Annual General Meeting, IAG’s shareholders expressed concerns regarding aspects of our remuneration framework
and FY21 Executive remuneration outcomes, resulting in a ‘strike’ against the 2021 Remuneration Report (57.25% vote against).
Since the strike, the Board and PARC have spent time engaging with and listening to the concerns of our shareholders, investors,
and proxy advisors.  We value the feedback received, including that there needs to be greater alignment between shareholder
outcomes and Executive remuneration outcomes, a simpler approach to performance measurement and greater transparency
including on how remuneration decisions are made.  After careful consideration, the Board has taken the following actions to
address the concerns raised.
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SHAREHOLDER FEEDBACK CONCERN RAISED IAG’S RESPONSE
Greater alignment between
shareholder outcomes and
Executive remuneration
outcomes

Significant one-off items
should be included in cash
earnings and reflected in
STI and LTI ROE vesting
outcomes

As an overarching principle, one-off items will be included in the
earnings calculations for the on-foot ROE hurdled LTI incentive
awards and the STI pool for Executive KMP.  Adjustments to
earnings for one-off items will only be made in limited
circumstances where calculation principles will be used to guide
decision making.  Refer to Section G for further information. 
On-foot LTI: All FY21 and FY22 one-off items were included in the
ROE calculation for the FY19 LTI award with a performance period
ending 30 June 2022.
FY22 STI: NPAT before amortisation has replaced cash earnings as
the FY22 STI pool funding measure.  The Board determined to
exclude the reversal of the business interruption provision
ensuring that Executive KMP do not receive a benefit from this
reversal.
FY23 STI: NPAT has replaced the cash ROE measure as one of the
financial measures in the FY23 Group BSC to better reflect overall
performance and more closely align to the shareholder
experience.
FY23 LTI grant: Reported ROE has replaced the cash ROE LTI
measure for the FY23 LTI grant to be made in November 2022.
NPAT is used in the calculation of Reported ROE as it represents
the true representation of statutory profit/earnings.  Its use more
closely aligns Executive remuneration outcomes to the
shareholder experience.  The measurement approach will also be
simplified and more transparent.  In addition, vesting of the TSR
grant will not occur unless performance above the 50.1th

percentile is achieved. Refer Section E. III. for further details.

Incentive outcomes were
misaligned with Group
financial performance and
shareholder outcomes

Strengthened earnings calculation principles: were introduced to
support decisions about whether to adjust the earnings measures
used to determine the STI pool funding and LTI ROE calculation.
The principles are simple, clear and will be applied consistently.
The principles will help ensure any adjustments are aligned with
shareholder outcomes, and consider market, community, and
regulator expectations. Refer to Section G for further information.

CEO Fixed Pay increase not
justified based on tenure
and Group performance

IAG will continue to benchmark Executive remuneration to ensure
Fixed Pay is market competitive, reflects role responsibilities, and
is sufficient to attract and retain talent.  Further detail on our
benchmarking approach is provided in Section E.

Simpler approach to
performance measurement

The weighting of STI
financial measures should
be strengthened

Number of STI measures: The number of Group BSC measures will
be reduced from eight to six, and more closely aligned to IAG’s
strategy pillars for FY23, with two of these measures being
financial (underlying insurance profit and NPAT).
Weighting of STI measures: The weighting on financial measures
will be increased from 50% to 60% for the FY23 Group BSC.

LTI ROE hurdle requires
appropriate stretch, and the
measurement approach
should be simplified

The ROE/WACC LTI measure will be replaced by the simpler
reported ROE for the FY23 LTI awards.
Reported ROE targets will be set in line with the business strategy,
and LTI awards will only vest when stretching reported ROE targets
have been achieved.  Further detail on reported ROE targets is
provided in Section E.III.

Further enhancement of
Executive remuneration
framework

Executive remuneration
framework should consider
ESG

The Board has committed to introduce appropriate ESG metrics
into IAG’s remuneration framework for FY24.  The specific form
and application of these measures is still to be worked through.

Greater transparency
including on how
remuneration decisions are
made

Remuneration Report
disclosures should be more
transparent

Clearer, more transparent disclosures regarding FY22 Group BSC
financial measures, targets and outcomes are provided in Section
D of this report.
Disclosure of the Board’s remuneration decision making
processes, including the factors considered when making
decisions, has been enhanced.
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C. EXECUTIVE REMUNERATION STRUCTURE AND OVERVIEW OF FY22 OUTCOMES
I. Alignment of Executive reward to IAG’s purpose and strategy in FY22
The diagram below provides an overview of the FY22 Executive remuneration framework. 
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II. Maximum remuneration mix
The following graph illustrates the FY22 remuneration mix for Executive KMP across the elements of Fixed Pay, STI and LTI,
assuming STI and LTI are paid at maximum.

III. Overview of FY22 remuneration outcomes
The following diagram presents the outcomes of the August 2022 remuneration review.  Further detail regarding these outcomes is
available in Section D.

The following graph illustrates the average FY22 actual remuneration mix across the elements of Fixed Pay, STI and LTI based on
the actual STI and LTI paid or vested for Executive KMP in relation to FY22.

Due to below target FY22 short-term incentive outcomes and 0% vesting of LTIs during the year, Fixed Pay comprises the majority of
FY22 actual remuneration.

D. LINKING IAG'S PERFORMANCE AND REWARD
I. FY22 STI Pool and Group BSC results - linking IAG's short-term performance and short-term reward
From FY22, NPAT before amortisation replaced cash earnings as the measure used to determine the size of the Executive STI pool.
The new STI pool funding measure is more closely aligned to shareholder outcomes.

The Executive STI Pool is the total amount of money available to reward executives.  The Executive STI pool is allocated to
Executives based on an assessment of each Executive’s performance.  The Group CEO’s performance is assessed against the
Group BSC.  Performance for all other Executive KMP is measured against the Group BSC and Divisional Scorecards.
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Group BSC objectives reflect a balance of financial and non-financial performance, are approved by the Board, and designed to
focus Executives on delivering superior performance outcomes against IAG’s strategy pillars.  The financial objectives present a
holistic view of earnings and underlying profitability and reflect how effectively IAG uses its capital.  Non-financial objectives assess
performance relating to customer, people and risk.

The table below summarises the STI Pool outcome and IAG’s Group BSC objectives and outcomes for FY22.  Following feedback
from shareholders (refer to Section B), clearer, more transparent disclosures regarding STI financial measures, targets and
outcomes have been provided.
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Changes to Group BSC for FY23

In response to feedback received from shareholders, the weight of financial measures within the Group BSC has increased
to 60% for FY23, the number of measures has reduced to six for FY23 and cash ROE has been replaced with NPAT as one
of the financial measures for FY23.  The targets for all BSC measures will be calibrated to support delivery of IAG’s 5-year
ambition and measures have been streamlined and realigned to reflect the strategic pillars.  

Weighting Measures

Financial measures 60% NPAT
30%

Underlying Insurance Profit
30%

Non-financial
measures

40% Customer Number
Growth

10%

Risk Maturity

10%

Employee
Engagement

10%

Customer digital
adoption

10%

II. FY22 STI outcomes
The following table outlines the FY22 STI outcomes awarded to each Executive KMP.  The average STI for all Executive KMP who
received an STI was 20.67% of maximum STI opportunity.

EXECUTIVE KMP(1)
FY22 MAXIMUM

STI
($)

FY22 STI
AWARDED 

($)

FY22 STI
AWARDED 

(% of maximum
STI)

FY22 STI
FORGONE 

(% of maximum
STI)

FY22 CASH
STI(2)

($)

FY22 DEFERRED
STI(3)

($)

Nick Hawkins 2,640,230 528,046 20 80 264,023 264,023
Julie Batch 1,080,000 237,600 22 78 118,800 118,800
Jarrod Hill 864,828 147,021 17 83 73,510 73,510
Peter Horton 720,000 158,400 22 78 79,200 79,200
Michelle McPherson 1,014,023 197,734 19 81 98,867 98,867
Neil Morgan 1,056,000 232,320 22 78 116,160 116,160
Tim Plant 640,920 141,002 22 78 70,501 70,501
Christine Stasi 948,046 208,570 22 78 104,285 104,285
Amanda Whiting 967,071 188,579 19 81 94,289 94,289

(1) Peter Taylor joined IAG on 18 May 2022 and will be eligible to participate in the FY23 STI.
(2) FY22 cash STI will be paid to Executives in September 2022. 
(3) FY22 deferred STI will be allocated in DARs to Executives in November 2022 and will be deferred over 2 years. Refer Section E.II.
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III. FY22 LTI outcomes - Linking IAG's long-term performance and long-term reward 
During FY22, TSR performance hurdle for the FY18 LTI award reached the end of its four-year performance period on 30 September
2021.  IAG’s TSR was ranked at the 19th percentile of its peer group resulting in 0% vesting of this component of the FY18 LTI
award.

At 30 June 2022, the FY19 LTI awards with ROE and TSR performance hurdles reached the end of their four-year performance
period and were also subject to testing.  The following section summarises the LTI testing and vesting outcomes for these awards.

The following table presents the returns IAG delivered to shareholders for the last five financial years on a range of measures.
Reported ROE has been included in the table for reference given it will replace cash ROE for future LTI awards.

YEAR ENDED
30 JUNE 2018

YEAR ENDED
30 JUNE 2019

YEAR ENDED
30 JUNE 2020

YEAR ENDED
30 JUNE 2021

YEAR ENDED
30 JUNE 2022

Closing share price ($) 8.53 8.26 5.77 5.16 4.36
NPAT ($m) 923 1,076 435 (427) 347
Dividends per ordinary share (cents) 34.00 37.50(1) 10.00 20.00 11.00
Basic earnings per share (cents) 39.06 46.26 18.87 (17.82) 14.09
Cash ROE (%) 15.6 14.4 4.5 12.0 3.4
Average ROE to WACC for LTI vesting 1.97 1.80 0.63 (1.11) 0.86
Reported ROE (%) 14.0 16.7 7.0 (6.9) 5.6
Cash earnings ($m) 1,034 931 279 747 213
Underlying profit ($m) 1,093 1,227 1,126 1,103 1,140

(1) This includes the 5.50 cents (per ordinary share) 2019 special dividend paid as part of the capital management initiative announced in August 2018.
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IV. Actual remuneration received by Executive KMP 
The table below presents remuneration paid or vested for Executive KMP in relation to FY22 which includes:  

Fixed Pay and other benefits paid during the financial year;
the value of cash STI awards earned in relation to the financial year; 
the value of STI deferred from previous years that vested during the financial year; and
the value of LTI awarded in previous years that has been tested since the publication of the last Remuneration Report. 

The LTI values presented exclude the value of LTI awards granted during FY22.  There were no increases to Executive pay for FY23
as part of the August 2022 review.

For remuneration details provided in accordance with the Australian Accounting Standards, refer to Section H.

FINANCIAL
YEAR FIXED PAY

OTHER BENEFITS
AND LEAVE
ACCRUALS

TERMINATION
BENEFITS CASH STI

DEFERRED
STI LTI

TOTAL ACTUAL
REMUNERATION

RECEIVED
$000 $000 $000 $000 $000 $000 $000

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

EXECUTIVE KMP

Nick Hawkins(1) 2022 1,763 83 - 264 162 - 2,272
2021 1,465 109 - 634 272 - 2,480

Julie Batch 2022 900 4 - 119 91 - 1,114
2021 875 4 - 327 148 - 1,354

Jarrod Hill(6) 2022 721 386 - 74 - - 1,181
Peter Horton(7) 2022 900 61 - 79 210 - 1,250
Michelle McPherson(1) 2022 845 15 - 99 319 - 1,278

2021 817 509 - 286 - - 1,612
Neil Morgan(8) 2022 880 50 - 116 96 - 1,142

2021 658 35 - 252 - - 945
Tim Plant(6) 2022 534 367 - 71 - - 972
Christine Stasi(1) 2022 788 23 - 104 135 - 1,050

2021 750 36 - 280 129 - 1,195
Peter Taylor(6) 2022 107 7 - - - - 114
Amanda Whiting(8),(9) 2022 802 137 - 94 23 - 1,056

2021 478 21 - 168 - 667
FORMER EXECUTIVE KMP
David Watts(10) 2022 575 16 - - 59 - 650

2021 875 34 - 224 331 - 1,464

(1) Fixed Pay includes amounts paid in cash, superannuation contributions plus the portion of IAG’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.  In
September 2021, Nick Hawkins, Michelle McPherson, Christine Stasi and David Watts received increases to their Fixed Pay following external benchmarking of their
roles as referenced in the 2021 Remuneration Report.  Amounts paid to Nick Hawkins in 2021 reflect remuneration in his role as Deputy Chief Executive Officer from 8
April 2020 to 1 November 2020 and remuneration as the Managing Director and Chief Executive Officer role from 2 November 2020.

(2) Further details are provided in Section H.
(3) Cash STI earned within the year ended 30 June 2022, to be paid in September 2022 (representing 50% of the award made for the financial year).   
(4) Deferred STI vesting on 13 August 2021 was valued using the five-day VWAP of $5.28.  The deferred STI vesting on 11 August 2020 was valued using the five-day VWAP

of $5.06. 
(5) LTI in FY22 includes FY18 TSR hurdled tranche of LTI that reached the end of its performance period in September 2021 (nil vesting) as well as the FY19 LTI which

reached the end of its performance period on 30 June 2022 (nil vesting).  This allows for consistent reporting of all STI and LTI awards that had a performance period
ending 30 June 2022. The FY19 award which will vest on 16 August 2022 has been valued using the five-day VWAP of $4.38 on 30 June 2022 (11 August 2020: $5.06)
(nil vesting). The FY21 prior year comparatives have been restated to be consistent with the current year presentation.  Only Nick Hawkins and Julie Batch had amounts
included in the LTI vested column in 2021 and the amounts disclosed were $469,000 and $274,000 respectively.  Should the treatment in 2022 have remained
consistent with prior year, the current year would have shown a $0 balance for all KMP who held FY19 LTI awards. 

(6) Remuneration reflects part year service for Jarrod Hill (from 13 September 2021), Tim Plant (from 15 November 2021) and Peter Taylor (from 18 May 2022).
(7) Prior year remuneration amounts are not shown for Peter Horton as he became Executive KMP from 1 July 2021.
(8) Amounts paid in 2021 for Neil Morgan and Amanda Whiting reflect part year remuneration for time in Executive KMP roles during FY21.
(9) Remuneration for Amanda Whiting was determined in New Zealand dollars (NZD) and reported in Australian dollars (AUD) using the average exchange rate for the year

ended 30 June 2022 which was 1 NZD = 0.93752 AUD.
(10) David Watts ceased as Executive KMP on 11 February 2022.  Remuneration reflects part year service.
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V. Group CEO FY22 actual remuneration received
Based on the information shown in Section D. V. (Actual Remuneration Received by Executive KMP), the diagram below illustrates
the components of FY22 actual remuneration received by the Group CEO, including at risk remuneration from prior years vesting
based on performance.  Vested LTI is not shown in the below diagram as all LTI awards tested during the period lapsed as
performance was below the vesting thresholds.

E. OVERVIEW OF REMUNERATION ELEMENTS
I. Fixed Pay

Overview Fixed Pay comprises cash salary and superannuation (KiwiSaver for the Chief Executive, New
Zealand).

Benchmarking approach Fixed Pay is set with reference to the median pay for comparable roles in the external market, the
size and complexity of the role, and the skills and experience of the individual, and to ensure it is
sufficient to attract and retain talent.

For Executive KMP, the FY22 benchmarking included financial services (i.e., Banking and Insurance)
companies in the S&P/ASX 100 Index and the 10 companies above and below IAG’s market
capitalisation.

II. STI
The table below outlines key features of the FY22 STI plan for Executive KMP.

DESIGN FEATURE APPROACH
Objective STI is performance-based, at-risk component of remuneration, which is designed to motivate and

reward Executive KMP for superior financial and non-financial performance in the financial year.

Participants All Executive KMP. 

STI maximum
Role

FY22 maximum STI 
(% of Fixed Pay)

FY22 maximum STI 
(% of total remuneration)

Group CEO 150% 38%
Other Executive KMP 120% 34%
Chief Risk Officer and Group
General Counsel and Company
Secretary

80% 30%

Gateways To be eligible for an STI, Executive KMP must meet compliance and conduct gateways.  These
gateways assess adherence to IAG’s Code of Ethics and Conduct and individual conduct in
managing the business and completion of mandatory training.
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DESIGN FEATURE APPROACH
Funding The Board considers the Group’s NPAT before amortisation performance against plan when

determining the overall STI funding for the year.

In response to shareholder feedback, the FY22 STI pool funding was determined based on NPAT
before amortisation to better align Executive remuneration with shareholder outcomes.  The
Board also established STI earnings calculation principles (refer to Section G).  The Board
considers the NPAT before amortisation measure appropriate as it includes one-off items and
aligns more closely with IAG’s reported financial performance.

Performance measures &
assessment

Performance is measured against the Group BSC for the Group CEO, and Group BSC and
Divisional Scorecards for all other Executive KMP.  Performance measures comprise financial and
non-financial objectives aligned to our strategy pillars.  Further information regarding the FY22
Group BSC is set out in Section D of this report.

The Board assesses the risk management performance and conduct of each Executive and may
apply discretion to individual STI outcomes to ensure outcomes appropriately reflect performance
(including any events from prior years that have come to light in the current year).

Delivery Half the STI award is paid in cash in the September following the end of the financial year for
which performance is assessed.  The other half is deferred for up to two years based on
continued service.

Deferred STI is typically paid in the form of DARs.  DARs are rights that entitle participants to
receive one IAG share, granted at no cost to the Executive.  No dividend is paid on any unvested,
or vested and unexercised DARs.  The number of DARs issued is calculated based on the VWAP of
the Company's ordinary shares over the 30 days up to and including 30 June before the grant
date.

Forfeiture Unvested DARs will generally lapse if an Executive resigns prior to the vesting date, except in
special circumstances (redundancy, retirement, death, or total and permanent disablement).

When an Executive ceases employment in special circumstances, any unvested DARs may be
retained, subject to Board discretion.  Any DARs retained will remain subject to the existing terms
and conditions of the award, including the vesting date.

In cases where an Executive ceases employment for serious misconduct, all DARs will lapse
whether exercisable or not.

Exercising of DARs Executives who participate in the STI plan become eligible to receive one ordinary share of the
Company per DAR by paying an exercise price of $1 per tranche of DARs exercised.

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

Changes to STI for FY23

In response to feedback received from shareholders and to simplify the STI plan, the number of Group BSC measures will be
reduced from eight to six, the weighting on financial measures will be increased to 60% increasing the focus on delivering
sustainable outcomes for our shareholders, and cash ROE will be replaced by NPAT as a measure in the Group BSC. Further detail
on these changes will be provided in the 2023 Remuneration Report. 

III. LTI
The table below outlines key features of the FY22 LTI plan that was allocated to Executives during the year ended 30 June 2022 for
Executive KMP.

DESIGN FEATURE APPROACH
Objective LTI is a performance based, long-term value dependent, and at-risk component of remuneration.

It links Executive reward to shareholder outcomes through performance hurdles aligned to IAG’s
strategic objectives.

Participants All Executive KMP. 

LTI maximum
Role

FY22 maximum LTI 
(% of Fixed Pay)

FY22 maximum LTI 
(% of total remuneration)

Group CEO 150% 37%
Other Executive KMP 125% 36%
Chief Risk Officer and Group
General Counsel and Company
Secretary

80% 31%
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DESIGN FEATURE APPROACH
All current Executives, other than the Chief Risk Officer, received FY22 LTI awards.  These awards
were based on the percentages in the table above and the Executive’s Fixed Pay at the time of
the award.  The FY22 LTI award will reach the end of its performance period on 30 June 2026.
For details of the number of rights granted to each Executive KMP refer Section H. IV. Movement
in Equity Plans within the Financial Year. 

Instrument LTI awards are determined annually by the Board and granted in the form of EPRs.  EPRs are
rights that entitle participants to receive one IAG share (or cash equivalent where determined by
the Board), subject to achieving performance hurdles.  

Allocation methodology The number of EPRs issued is calculated by dividing the Executive’s LTI opportunity by the share
price (30-day VWAP up to 30 June).  

Dividend entitlements No dividend is paid or payable on any unvested, or vested and unexercised, EPRs. 

Performance period Four years.

Performance hurdles ROE (50% weighting) Relative TSR (50% weighting)

Description Cash ROE focuses on the
return delivered on
shareholders’ funds and is a
direct reflection of IAG’s
performance, without being
impacted by the performance
of other companies.  

Cash ROE is calculated by
dividing the cash earnings of
IAG by the average total
shareholders' equity.  The
resulting figure is then
expressed as a multiple of
IAG’s WACC.

Relative TSR provides a
measure of the return IAG
delivers to shareholders
relative to a peer group.
Relative TSR is measured
against the TSR of the top 50
industrial companies in the
S&P/ASX 100 Index.  Industrial
companies include all
companies excluding those in
the energy sector and the
metals & mining industry.

Definition Cash earnings is defined as
NPAT attributable to owners of
the Company adjusted for the
post-tax effect of any unusual
items and the amortisation and
impairment of acquired
identifiable intangibles.  The
Board will use the LTI earnings
calculation principles
developed in FY22 (refer
Section G) to determine
whether earnings need to be
adjusted for unusual items
after tax (non-recurring in
nature).  

TSR measures the return a
shareholder would obtain from
holding a company’s share over
a period, taking into account
factors such as changes in the
market value of shares and
dividends paid over that period.

Testing The ROE vesting outcome is
based on the average adjusted
cash ROE across the
performance period (the eight
half-year periods) divided by the
average WACC over the same
timeframe.

In determining vesting
outcomes, the Board considers
the overall quality of earnings
over the performance period,
including using the LTI earnings
calculation principles to guide
decision making on differences
between the statutory profit
and cash earnings, as well as
consideration of movements in
the cost of capital.

Relative TSR performance is
measured between 30 June of
the base year and 30 June of
the test year.

The opening and closing share
price for the TSR calculation for
IAG and peer group companies
uses a three-month VWAP.
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DESIGN FEATURE APPROACH
Vesting schedule Cash ROE % of LTI

vesting
Relative TSR percentile
ranking

% of LTI
vesting

Less than 1.4 times WACC 0% Less than 50th percentile 0%
1.4 times WACC 20% At the 50th percentile 50%
1.9 times WACC 100% At or above the 75th percentile 100%
Straight-line vesting between 1.4 times WACC
and 1.9 times WACC.

Straight-line vesting between the 50th and
75th percentile of the peer group.

Retesting No retesting. If the performance hurdles are not met, the awards are forfeited.

Forfeiture Unvested rights will generally lapse if an Executive resigns before the performance hurdles are
tested, except in special circumstances (redundancy, retirement, death or total and permanent
disablement). 

When an Executive ceases employment in special circumstances, any unvested rights may be
retained, subject to Board discretion. Any rights retained will remain subject to the original
performance conditions.

In cases where an Executive ceases employment for serious misconduct, all EPRs will lapse
whether exercisable or not.

Expiry date EPRs expire seven years from the grant date, or on an Expiry Date determined by the Board.
EPRs that are not exercised before the Expiry Date will lapse.

Changes to LTI for FY23
For the FY23 LTI grant to be made in November 2022 (subject to shareholder approval for the Managing Director and Chief
Executive Officer), the existing ROE LTI measure will be replaced by reported ROE. Reported ROE will be calculated by dividing NPAT
by average total shareholder equity. This measure is simpler and better aligns the LTI to shareholder outcomes over the longer
term. The reported ROE targets will be as follows:

ROE performance % of LTI vesting 
Below 10% 0%
At 10% 20%
Between 10% and below 14% Straight-line vesting
At or above 14% 100%

Straight-line vesting will occur between 10% and 14% ROE performance.

For the FY23 LTI grant to be made in November 2022, the point at which vesting commences for the relative TSR hurdle will
increase from the 50th percentile of the peer group to the 50.1th percentile. The revised relative TSR vesting schedule will be as
follows:

Relative TSR percentile ranking % of LTI vesting
Below the 50.1th percentile 0%
At the 50.1th percentile 50%
Above the 50.1th and below the 75th

percentiles
Straight-line vesting

At or above the 75th percentile 100%

This change ensures that TSR performance must exceed the median level of performance before vesting will occur.  Straight-line
vesting will occur between the 50.1th and 75th percentile of the peer group.
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F. NON-EXECUTIVE DIRECTOR ARRANGEMENTS
I. Remuneration policy
The principles that underpin IAG’s approach to fees for Non-Executive Directors are that fees 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. Fee structure
Non-Executive Director remuneration comprises:

Company Board fees (paid as cash, superannuation and Non-Executive Director Award Rights); 
Committee fees; and
Subsidiary board fees.

Directors can elect the portion of fees contributed into their nominated superannuation fund, provided minimum legislated
contribution levels are met.

The aggregate limit of Company Board fees (as approved by shareholders at the Annual General Meeting in October 2013) is
$3,500,000 per annum.

III. Board and Committee fees
A summary of FY22 fees for the Insurance Australia Group Limited Board is set out in the table below. Board and Committee fees
are inclusive of superannuation.

ROLE
BOARD/COMMITTEE CHAIRMAN DIRECTOR/MEMBER
Board $577,116 $192,372
Audit Committee $50,000 $25,000
Risk Committee $50,000 $25,000
People and Remuneration Committee $50,000 $25,000
Nomination Committee N/A N/A

IV. Changes to Non-Executive Director fees
No changes were made to the Board and/or Committee fees for the Board in FY22.  There have been no changes to fees since
FY17.

V. Mandatory shareholding requirement for Non-Executive Directors
Non-Executive Directors are required to accumulate and hold ordinary shares of the Company 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. 

The mandatory shareholding requirement for Non-Executive Directors is based on either the value of shares at acquisition or the
market value at the testing date, whichever is higher. This allows Non-Executive Directors to build a long-term shareholding in IAG
without being impacted by short-term share price volatility.  Compliance with this requirement is assessed at the end of each
financial year, using the 30-day VWAP leading up to and including 30 June, the value of shares at acquisition, and the Non-
Executive Director’s base Board fee from the start of the accumulation period.

All Non-Executive Directors with a testing date of 30 June 2022 have met the applicable mandatory shareholding requirement.

VI. Non-Executive Director Award Rights Plan (NARS Plan)
Non-Executive Directors may elect to receive some of their fees in rights over IAG shares (NARs).  Structuring Non-Executive
Director fees in this manner supports Non-Executive Directors to build their shareholdings in IAG.  This enhances the alignment of
interest between Non-Executive Directors and shareholders as well as facilitating the achievement of mandatory shareholding
requirements.
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DESIGN FEATURE APPROACH
Participation Each Non-Executive Director may agree with IAG to have a proportion of their base Board fee

provided as NARs.  Participation in the NARs Plan is voluntary.

Vesting conditions A service condition is attached to the vesting of the NARs. NARs are divided into twelve equal
tranches.  Vesting of each tranche is subject to minimum continuous engagement as a Director from
the allocation date until the applicable vesting for that tranche.  The full annual allocation of
unvested NARs is issued at the grant date, with tranches vesting each month to align the vesting of
NARs with the payment of Non-Executive Director fees.

There are no performance conditions attached to the NARs plan.

Instrument Grants under the NARs Plan are in the form of rights over the Company’s ordinary shares.  Each NAR
entitles the Non-Executive Director to acquire one ordinary share in IAG for nil consideration.

Allocation methodology The number of NARs offered during the 2022 financial year was determined by dividing the amount
of the base Board fee nominated by the five-day VWAP over the five trading days from 8 November
2021, rounded up to the nearest NAR.

Voting rights NARs do not carry voting rights until they are exercised and the Non-Executive Director holds shares
in IAG.

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

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 NARs, 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 NARs.

G. EXECUTIVE REMUNERATION GOVERNANCE
I. IAG's approach to remuneration governance  
A robust governance framework is in place to carefully manage remuneration and any associated risks.  The diagram below
illustrates the key stakeholders involved in supporting our remuneration governance framework.  The PARC’s responsibilities are
set out in the Board People and Remuneration Committee Charter.
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II. Risk management and governance mechanisms
The following policies support IAG’s risk management and remuneration governance frameworks.

Board discretion Variable pay reinforces behaviours and supports outcomes aligned to IAG’s purpose and strategy pillars.  It
encourages both prudent risk taking and risk mitigation that protects the long-term sustainability, financial
soundness, and reputation of the Group and aligned with shareholders.  The Board retains overriding
discretion to adjust variable pay (upwards, downwards and to zero) including:

where a person or group of persons has been found to have engaged in misconduct or exposed IAG to
risk beyond its risk appetite or controls;
where it is necessary to protect the Group’s long-term financial soundness;
to take into account the outcomes of business activities; 
where it is required by law or APRA Prudential Standards; or 
any other circumstances the Board determines are relevant.

STI and LTI earnings
calculation
principles –
Introduced from
FY22

The Board has the discretion to adjust upwards and downwards:
the size of the Group STI pool under the STI plan, and to award different STI allocations to different
segments of employees; and
LTI vesting outcomes to ensure the performance of the Group and individual are aligned to shareholder
outcomes and expectations.

As an overarching principle, all one-off, unusual items, or financial statement adjustments during the
financial year will be included when measuring financial performance.  Performance adjustments may be
made in limited circumstances for items that meet the Group materiality threshold individually or collectively
during the performance period.

Following feedback from shareholders (refer to Section B), when considering whether an adjustment is to be
made, the following earnings calculation principles will be used to guide decision making to ensure
stakeholder interests are fairly balanced and support consistent application of Board discretion year-on-year.
Any adjustment decisions will consider:   

alignment with shareholder, market, regulator and community expectations;
shareholder outcomes;
the impact on IAG’s reputation;
the purpose and integrity of the STI or LTI plan;
the circumstances surrounding the item;
whether the item was within the Executive team’s control or influence;
whether the item resulted from conduct contrary to the Company’s risk appetite;
actions taken (or not taken) by management to mitigate risk or reduce the impact of the item;
the extent to which the matter has been reflected in outcomes for other incentive schemes and/or risk
adjustment decisions; 
whether the performance assessment and/or outcomes reflect the impact of unforeseen events on the
business and shareholder value; and
the level of performance expected when the original targets were set.

Where possible, adjustments to LTI will be made at the time of vesting.

Risk adjustment In order to support the Board in making a risk adjustment, the Chief Risk Officer and the Executive General
Manager, Group Internal Audit conduct an annual risk review to identify any material risk matters that may
have emerged during the year (relating to either the current or prior financial years).  The Board’s
assessment of identified risk matters and determination of risk related adjustments to variable pay is
outlined below. 

1. Assessment of risk matters 2. Determination of adjustment 3. Application of adjustment

The Risk Committee assesses the
severity of the impact of a matter
before then considering the
individuals involved.

The PARC supports the Board in
determining the quantum of
adjustments with reference to the
Risk Committee’s assessment and
applying judgment to ensure the
adjustment is appropriate and
reasonable.

The Board approved adjustments
may be applied using the following
levers:
a. Reductions to in-year STI

awards; and/or
b. Adjustments to unvested LTI

awards and/or deferred STI.

In response to risk matters that emerged during FY22, or where further information came to light in relation
to prior year matters, the Board determined to make a number of downward risk-related adjustments to STI
awards for FY22.  In total, risk adjustments were made to four employees and ranged from 10% to 20% of
their FY22 STI.

Malus The Board retains the discretion to adjust downwards the unvested portion of any deferred STI or LTI
awards, including to zero. 
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Hedging Executives may not enter into transactions or arrangements that operate to limit the economic risk of
unvested entitlements to IAG securities.

Mandatory
shareholding
requirement for
Executive KMP

The mandatory shareholding requirement allows Executives to build a long-term shareholding in IAG.
Compliance with this requirement is assessed at the end of each financial year.  The mandatory
shareholding requirement for Executives is based on either the value of shares at acquisition or the market
value at the testing date, whichever is higher.  This allows Executives to build a long-term shareholding in
IAG without being impacted by short-term share price volatility.  Compliance with this requirement is
assessed at the end of each financial year, using the 30-day VWAP leading up to and including 30 June, the
value of shares at acquisition, and the Executive’s base pay from the start of the accumulation period.

All Executives with a testing date of 30 June 2022 have met the applicable mandatory shareholding
requirement.

Ordinary shares to accumulate
and hold

Period to accumulate
(from date of appointment)

Group CEO 2 x base pay Four years

Executives (other than the Chief
Risk Officer and Group General
Counsel and Company Secretary)

1 x base pay Four years

Chief Risk Officer and Group
General Counsel and Company
Secretary

1 x base pay Five years

III. Use of remuneration advisors
During the year PwC was engaged to provide Non-Executive Director and Executive remuneration benchmarking.  The remuneration
data provided was used as an input to the remuneration decisions by the Board only.  The Board considered the data provided,
together with other factors, in setting Executive’s remuneration.  EY was engaged by the PARC to conduct a review of IAG’s
remuneration framework and provide market insights to support the company’s response to the 2021 Remuneration Report strike.
No remuneration recommendations, as defined in the Corporations Act 2001, were provided by the remuneration advisors.

H. OTHER STATUTORY DISCLOSURES
I. FY22 Executive KMP statutory remuneration
Statutory remuneration details for Executives as required by Australian Accounting Standards are set out in the table below.

SHORT-TERM EMPLOYMENT
BENEFITS

POST
EMPLOY-

MENT
BENEFITS

OTHER
LONG-
TERM

EMPLOY-
MENT

BENEFITS

TERM-
INATION

BENEFITS SUB-TOTAL SHARE-BASED PAYMENT
TOTAL

REWARD

AT-RISK
REMUN-
ERATION

Base
pay Cash STI

Leave
accruals

and other
benefits

Superan-
nuation

Long
service

leave
accruals

Value of
deferred

STI
Value of

LTI

As a % of
total

reward
$000 $000 $000 $000 $000 $000 $000 $000 $000 $000 %

   (1) (2) (3) (4) (5) (6) (7) (8) (9)
EXECUTIVES KMP
Nick Hawkins(1)

2022 1,735 264 57 28 26 - 2,110 263 1,065 3,438 46
2021 1,440 634 87 25 22 - 2,208 282 856 3,346 53
Julie Batch
2022 872 119 (9) 28 13 - 1,023 139 529 1,691 47
2021 850 327 (9) 25 13 - 1,206 156 464 1,826 52
Jarrod Hill(10),(11)

2022 693 74 378 28 8 - 1,181 129 114 1,424 22
Peter Horton(12)

2022 872 79 48 28 13 - 1,040 258 253 1,551 38
Michelle McPherson(1)

2022 817 99 3 28 12 - 959 270 206 1,435 40
2021 792 286 265 25 12 - 1,380 131 31 1,542 29

48   IAG ANNUAL REPORT 2022



SHORT-TERM EMPLOYMENT
BENEFITS

POST
EMPLOY-

MENT
BENEFITS

OTHER
LONG-
TERM

EMPLOY-
MENT

BENEFITS

TERM-
INATION

BENEFITS SUB-TOTAL SHARE-BASED PAYMENT
TOTAL

REWARD

AT-RISK
REMUN-
ERATION

Base
pay Cash STI

Leave
accruals

and other
benefits

Superan-
nuation

Long
service

leave
accruals

Value of
deferred

STI
Value of

LTI

As a % of
total

reward
$000 $000 $000 $000 $000 $000 $000 $000 $000 $000 %

   (1) (2) (3) (4) (5) (6) (7) (8) (9)

Neil Morgan(13)

2022 852 116 37 28 13 - 1,046 141 558 1,745 47
2021 639 252 27 19 8 - 945 113 417 1,475 53
Tim Plant(10),(14)

2022 506 71 362 28 5 - 972 49 8 1,029 12
Christine Stasi(1)

2022 716 104 11 72 12 - 915 203 336 1,454 44
2021 686 280 25 64 11 - 1,066 155 193 1,414 44
Peter Taylor(10),(15)

2022 95 - 54 12 - - 161 - - 161 -
Amanda Whiting(13),(16)

2022 802 94 137 - - - 1,033 56 176 1,265 26
2021 461 168 16 17 5 - 667 29 53 749 33
FORMER EXECUTIVE KMP
David Watts(1),(17)

2022 558 - 11 17 5 - 591 31 (483) 139 N/A
2021 850 224 21 25 13 - 1,133 382 278 1,793 49

(1) Base pay includes amounts paid in cash plus the portion of IAG’s superannuation contribution that is paid as cash instead of being paid into superannuation, and salary
sacrifice items such as cars and parking, as determined in accordance with AASB 119 Employee Benefits.  In September 2021, Nick Hawkins, Michelle McPherson,
Christine Stasi and David Watts received increases to their Fixed Pay following external benchmarking of their roles as referenced in the 2021 Remuneration Report.
Amounts paid to Nick Hawkins in 2021 reflect remuneration in his role as Deputy Chief Executive Officer from 8 April 2020 to 1 November 2020 and remuneration as the
Managing Director and Chief Executive Officer role from 2 November 2020.

(2) Cash STI earned within the year ended 30 June and to be paid in the following September (representing 50% of the award made for the financial year).
(3) This column includes annual and mid-service leave accruals and other short-term employment benefits as agreed and provided under specific conditions.  
(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 rights is included in the total remuneration

disclosure above.  DARs are equity settled.  The deferred STI for the year ended 30 June 2022 will be granted in the next financial year, so no value was included in the
current financial year’s total remuneration.  For Jarrod Hill and Tim Plant, amounts in this column relate to DARs granted as compensation for incentives forgone from their
previous employers.  See footnote (11) and (14) for further details.

(8) This value represents the allocated portion of unvested EPRs (unvested LTI).  The reported amounts are an accounting valuation and do not reflect what the Executive
actually received during the year, or what they will receive in future years.  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 valuations take into account the exercise price of the EPRs, the life of
the EPRs, the price of ordinary shares in the Company as at the grant date, expected volatility in the Company's share price, expected dividends, the risk-free interest rate,
performance of shares in IAG's peer group of companies, early exercise and non-transferability and turnover which is assumed to be zero for an individual's remuneration
calculation.  EPRs are considered a hybrid share-based payment as the Board determines whether they are settled in equity or cash.

(9) At-risk remuneration is dependent on a combination of the financial performance of IAG, 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.

(10) Remuneration reflects part year service for Jarrod Hill (from 13 September 2021), Tim Plant (from 15 November 2021) and Peter Taylor (from 18 May 2022).
(11) Jarrod Hill received a $344,238 cash payment on 31 March 2022 and 135,500 DARs on 4 November 2021 as compensation for incentives forgone from his previous

employer.
(12) Prior year remuneration amounts are not shown for Peter Horton as he became Executive KMP from 1 July 2021.
(13) Amounts paid in 2021 for Neil Morgan and Amanda Whiting reflect part year remuneration for time in Executive KMP roles during FY21.
(14) Tim Plant received a $339,781 cash payment on 9 June 2022 and 308,800 DARs on 9 June 2022 as compensation for incentives forgone from his previous employer.
(15) In November 2022, Peter Taylor will receive a $194,834 cash payment as compensation for incentives forgone from his previous employer.  The portion that relates to

service in the current year is shown as other benefits.  This amount is not included in the Actual remuneration received by Executive KMP table in Section D.V. as it will be
paid in FY23.  In November 2022 he will also receive a $611,965 DARs allocation as compensation for incentives forgone from his previous employer.

(16) Remuneration for Amanda Whiting was determined in NZD and reported in AUD using the average exchange rate for the year ended 30 June 2022 which was 1 NZD =
0.93752 AUD.

(17) David Watts ceased as Executive KMP on 11 February 2022.  Remuneration for 2022 reflects part year service.  All unvested DARs and EPRs were fully lapsed on cessation
of employment and the associated expense reversed in accordance with the terms of the relevant awards.
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II. Non-Executive Director statutory remuneration

SHORT-TERM
EMPLOYMENT BENEFITS POST-EMPLOYMENT BENEFITS

OTHER LONG-
TERM

EMPLOYMENT
BENEFITS

TERMINATION
BENEFITS

SHARE-
BASED

PAYMENTS
(1) TOTAL

IAG Board
fees

received
as cash

Other
Board and

Committee
fees Superannuation

Retirement
benefits

$000 $000 $000 $000 $000 $000 $000 $000
NON-EXECUTIVE DIRECTORS
Tom Pockett(2)

2022 465 144 6 - - - - 615
2021 185 77 14 - - - - 276
Simon Allen(3)

2022 175 186 22 - - - - 383
2021 176 185 21 - - - - 382
David Armstrong(4)

2022 146 50 20 - - - - 216
Sheila McGregor(5)

2022 87 23 20 - - - 87 217
2021 176 37 20 - - - - 233
Jon Nicholson
2022 175 68 24 - - - - 267
2021 176 68 23 - - - - 267
Helen Nugent
2022 175 23 20 - - - - 218
2021 176 37 20 - - - - 233
Scott Pickering(4),(5)

2022 99 15 13 - - - 17 144
George Sartorel(4)

2022 146 30 18 - - - - 194
George Savvides
2022 175 68 24 - - - - 267
2021 176 55 22 - - - - 253
Michelle
Tredenick(6),(7)

2022 191 45 6 - - - - 242
2021 94 46 21 - - - 65 226
FORMER NON-EXECUTIVE DIRECTORS
Elizabeth Bryan(7)

2022 178 53 8 - - - - 239
2021 528 169 22 - - - - 719
Duncan Boyle
2022 55 14 7 - - - - 76
2021 176 74 24 - - - - 274
(1) NARs are equity settled.
(2) Fees for Tom Pockett include fees received in his capacity as the Chairman of the Insurance Manufacturers of Australia Pty Limited Board ($184,800).
(3) Fees for Simon Allen include fees received in his capacity as the Chairman of the IAG New Zealand Limited Board ($140,628).  This amount was paid in NZD and

reported in AUD using the exchange rate for the year ended 30 June 2022 which was 1 NZD = 0.93752 AUD
(4) Non-Executive Director appointed part way through the year ended 30 June 2022.
(5) Cash fees paid to Sheila McGregor and Scott Pickering reflect Board fees sacrificed in respect of NARs awarded in the 2022 financial year.
(6) Cash fees paid to Michelle Tredenick reflect Board fees sacrificed in respect of NARs awarded in the 2021 financial year.
(7) Cash fees paid to Elizabeth Bryan and Michelle Tredenick in the 2021 financial year were reduced to satisfy a shortfall in Board fees sacrificed in respect of the NARs

award in the 2019 financial year.  The amounts disclosed in the 2019 financial year were correct.
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III. Executive employment agreements
Details are provided below of contractual elements for the Group CEO and Executives.

Contract type & term Ongoing, permanent contract

Termination of employment
with notice or payment in
lieu of notice

The Group may terminate employment of an Executive at any time by providing 12 months' notice or
payment in lieu of notice.

Executives are required to provide six months' notice of resignation, with the exception of Nick
Hawkins who is required to provide 12 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.

Termination of employment
without notice and without
payment in lieu of notice

An Executive's employment may be terminated without notice and without payment in lieu of notice
in some circumstances.  Generally, this would 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.

Redundancy arrangements Executives are entitled to a redundancy payment of up to 12 months’ Fixed Pay.  Legacy
arrangements apply for Nick Hawkins, who had existing redundancy entitlements of 66 weeks of
Fixed Pay, and Julie Batch, who had existing redundancy entitlements of 54 weeks of Fixed Pay.

David Watts did not receive any benefits beyond contractual entitlements upon cessation of employment.

IV. 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 in the table below.  The DARs granted during the year ended 30 June 2022 were in relation to the STI plan and sign
on awards.  The EPRs granted during the year ended 30 June 2022 were in relation to the LTI plan.  The NARs granted during the
year ended 30 June 2022 represent the total number of rights each Non-Executive Director has agreed to receive as part of the
payment of their base Board fees.

RIGHTS ON
ISSUE AT

1 JULY

RIGHTS GRANTED RIGHTS EXERCISED RIGHTS LAPSED RIGHTS ON
ISSUE AT
30 JUNE

RIGHTS VESTED
DURING THE

YEAR

RIGHTS
VESTED AND

EXERCIS-
ABLE AT
30 JUNE

Number Number Value
$000

Number Value
$000

Number Value
$000

Number Number Number

(1) (2) (3) (3)

EXECUTIVE KMP  

Nick DAR 30,600 124,800 549 (30,600) 143 - - 124,800 30,600 -

Hawkins EPR 894,468 531,000 1,674 - - (113,168) 528 1,312,300 - -

Julie DAR 17,150 64,300 283 (17,150) 80 - - 64,300 17,150 -

Batch EPR 467,927 221,300 697 - - (66,027) 308 623,200 - -

Jarrod DAR - 135,500 594 - - - - 135,500 - -

Hill(4) EPR - 221,300 697 - - - - 221,300 - -

Peter DAR 39,800 45,400 200 (39,800) 186 - - 45,400 39,800 -

Horton EPR 213,500 141,600 446 - - - - 355,100 - -

Michelle DAR 129,500 47,600 209 (60,347) 282 - - 116,753 60,347 -

McPherson EPR 132,100 209,000 659 - - - - 341,100 - -

Neil DAR 18,200 63,700 280 (18,200) 85 - - 63,700 18,200 -

Morgan(5) EPR 450,929 216,400 682 - - (59,829) 279 607,500 - -

Tim DAR - 308,800 1,267 - - - - 308,800 - -

Plant(6) EPR - 209,000 576 - - - - 209,000 - -

Christine DAR 51,000 55,200 243 (51,000) 238 - - 55,200 25,500 -

Stasi EPR 278,000 196,700 620 - - - - 474,700 - -

Peter DAR - - - - - - - - - -

Taylor EPR - - - - - - - - - -

Amanda DAR 29,290 30,500 134 (29,290) 137 - - 30,500 4,400 -

Whiting(5) EPR 92,527 196,700 620 (9,203) 43 (11,224) 52 268,800 - -
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RIGHTS ON
ISSUE AT

1 JULY

RIGHTS GRANTED RIGHTS EXERCISED RIGHTS LAPSED RIGHTS ON
ISSUE AT
30 JUNE

RIGHTS VESTED
DURING THE

YEAR

RIGHTS
VESTED AND

EXERCIS-
ABLE AT
30 JUNE

Number Number Value
$000

Number Value
$000

Number Value
$000

Number Number Number

(1) (2) (3) (3)

FORMER EXECUTIVE KMP  
David DAR 11,200 44,200 194 (11,200) 52 (44,200) 206 - 11,200 -

Watts(7) EPR 291,700 - - - - (291,700) 1,361 - - -

NON-EXECUTIVE DIRECTORS  
Sheila
McGregor

NAR - 19,229 87 - - - - 19,229 19,229 19,229

Scott
Pickering

NAR - 3,846 17 - - - - 3,846 3,846 3,846

Michelle
Tredenick

NAR 4,548 - - (4,548) 21 - - - - -

(1) Opening number of rights on issue represents the balance as at the date of appointment to a KMP role or 1 July 2021.
(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 DARs granted on 4

November 2021 in respect of deferred STI was $4.40 per right.  This amount is allocated to remuneration over the years ending 30 June 2022 to 30 June 2024.  The
value of the cash ROE portion of the EPRs granted on 4 November 2021 and 9 June 2022 is the fair value at grant date, calculated using the Black-Scholes valuation
model, which was $4.12 and $3.76 respectively.  The value of the relative TSR portion of the EPRs granted on 4 November 2021 and 9 June 2022 is the fair value at
grant date, calculated using the Monte Carlo simulation, which was $2.19 and $1.75 respectively.  The cash ROE and relative TSR portions of the EPRs are first
exercisable after the performance period concludes on 30 June 2025.  The amount is allocated to remuneration over the years ending 30 June 2022 to 30 June 2025.
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 19 November 2021 was $4.49 or $4.52 depending on the nominated vesting period.  This amount was allocated to remuneration over the year ended 30 June
2022.

(3) Rights exercised and lapsed during the financial year.  The value of the rights exercised and lapsed is based on the annual VWAP for the year ended 30 June 2022,
which was $4.67.

(4) Jarrod Hill received 135,500 DARs on 4 November 2021 as compensation for incentives forgone on leaving his previous employer.  The value of these DARs was $4.38
per right.  Mr Hill also received 221,300 EPRs on 4 November 2021.

(5) Opening balances on EPRs for Neil Morgan and Amanda Whiting have been restated to reflect EPRs that lapsed in August 2020 prior to them becoming Executive KMP.
For Neil Morgan, the opening balance reported in the 2021 report was 336,358 but should have been 325,588.  For Amanda Whiting the opening balance was 65,048
but should have been 63,027. 

(6) Tim Plant received 308,800 DARs on 9 June 2022 as compensation for incentives forgone on leaving his previous employer.  DARs per tranche were 123,211, 108,697
and 76,892 at values of $4.26, $4.08 and $3.90 respectively.  Mr Plant also received 209,000 EPRs on 9 June 2022.

(7) The rights on issue at 30 June for former KMP represent the rights held at the date each ceased to hold a KMP role.  Total rights held at 30 June reflects retained
unvested LTI and deferred STI awards that will continue to vest according to the standard schedule and required Board approvals.

V. LTI awards outstanding during the year ended 30 June 2022
Details of outstanding LTI awards made to Executives in the year ended 30 June 2022 are shown in the table below.

AWARD(1) MEASURE GRANT DATE BASE DATE TEST DATE

PERFORMANCE
HURDLE

ACHIEVEMENT(2) LAST EXERCISE DATE

FY22 TSR 09/06/2022 01/07/2021 30/06/2025 N/A 09/06/2029
FY22 ROE 09/06/2022 01/07/2021 30/06/2025 N/A 09/06/2029
FY22 TSR 04/11/2021 01/07/2021 30/06/2025 N/A 04/11/2028
FY22 ROE 04/11/2021 01/07/2021 30/06/2025 N/A 04/11/2028
FY21 TSR 20/05/2021 01/07/2020 30/06/2024 N/A 20/05/2028
FY21 ROE 20/05/2021 01/07/2020 30/06/2024 N/A 20/05/2028
FY21 TSR 05/11/2020 01/07/2020 30/06/2024 N/A 05/11/2027
FY21 ROE 05/11/2020 01/07/2020 30/06/2024 N/A 05/11/2027
FY20 TSR 17/04/2020 01/07/2019 30/06/2023 N/A 17/04/2027
FY20 ROE 17/04/2020 01/07/2019 30/06/2023 N/A 17/04/2027
FY20 TSR 12/11/2019 01/07/2019 30/06/2023 N/A 12/11/2026
FY20 ROE 12/11/2019 01/07/2019 30/06/2023 N/A 12/11/2026
FY19 TSR 29/03/2019 01/07/2018 30/06/2022 0% 29/03/2026
FY19 ROE 29/03/2019 01/07/2018 30/06/2022 0% 29/03/2026
FY19 TSR 05/11/2018 01/07/2018 30/06/2022 0% 05/11/2025
FY19 ROE 05/11/2018 01/07/2018 30/06/2022 0% 05/11/2025

(1) Terms and conditions for LTI plans from FY18 to FY22 relating to relative TSR and cash ROE are the same apart from the change to the vesting range for the ROE
tranches.  For ROE tranches granted prior to FY20, vesting commenced when ROE was 1.2 times WACC, with maximum vesting when ROE was 1.6 times WACC or
greater.  For tranches from FY20 (inclusive), vesting commences when ROE is 1.4 times WACC with maximum vesting when ROE is 1.9 times WACC or greater.

(2) The performance hurdles for the FY19 TSR and ROE LTI tranches were not achieved.  Accordingly, 100% of the FY19 LTI rights will lapse.
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VI. 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 table below discloses the relevant interests of each KMP and their related parties in ordinary shares of the Company.

SHARES HELD
AT 1 JULY

SHARES
RECEIVED ON
EXERCISE OF

DARS

SHARES
RECEIVED ON
EXERCISE OF

EPRS

SHARES
RECEIVED ON
EXERCISE OF

NARS

NET
MOVEMENT OF

SHARES DUE
TO OTHER

CHANGES(1)

TOTAL SHARES
HELD

AT 30 JUNE(2)

SHARES HELD
NOMINALLY AT

30 JUNE(3)

Number Number Number Number Number Number Number

2022
NON-EXECUTIVE DIRECTORS
Tom Pockett 38,417 - - - 66,545 104,962 -
Simon Allen 20,000 - - - - 20,000 20,000
David Armstrong(4) - - - - 45,650 45,650 -
Sheila McGregor 33,041 - - - - 33,041 27,004
Jon Nicholson 33,761 - - - - 33,761 23,584
Helen Nugent 38,167 - - - - 38,167 38,167
Scott Pickering(4) - - - - 20,769 20,769 20,769
George Sartorel(4) - - - - 10,000 10,000 10,000
George Savvides 34,273 - - - 12,644 46,917 46,917
Michelle Tredenick 33,267 - - 4,548 - 37,815 31,778
FORMER NON-EXECUTIVE DIRECTORS
Elizabeth Bryan(5) 104,124 - - - - 104,124 104,124
Duncan Boyle(5) 31,894 - - - - 31,894 31,894
EXECUTIVE KMP
Nick Hawkins 322,534 30,600 - - - 353,134 -
Julie Batch 320,821 17,150 - - - 337,971 -
Jarrod Hill(4) - - - - - - -
Peter Horton 46,376 39,800 - - 94 86,270 -
Michelle McPherson 500 60,347 - - 188 61,035 216
Neil Morgan 143,664 18,200 - - 229 162,093 595
Tim Plant(4) - - - - - - -
Christine Stasi 45 51,000 - - 214 51,259 259
Peter Taylor(4) - - - - - - -
Amanda Whiting 47 29,290 9,203 - - 38,540 47
FORMER EXECUTIVE KMP
David Watts(5) 11,626 11,200 - - 222 23,048 648
(1) Net movement of shares relates to acquisition and disposal transactions by the KMP and their related parties during the year.
(2) This represents the relevant interest of each Director in ordinary shares issued by the Company, 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 ordinary shares of the Company is covered by the restrictions that limit
the ability of an IAG Director to trade in the securities of the Group where they are in a position to be aware of, or are aware of, price sensitive information.

(3) Shares nominally held are included in the column headed total shares held at 30 June and include those held directly, indirectly or beneficially by the KMP's related
parties, including domestic partners and dependants or entities controlled, jointly controlled or significantly influenced by the KMP or their related parties.

(4) Opening number of shares held represents the balance as at the date of appointment.
(5) Information on shares held is disclosed up to the date of cessation.

II. Movements in total number of capital notes held
No KMP had any interest directly or nominally in capital notes during the financial year (2021: nil).

III. Related Party Transactions
No KMP or their related parties had any "non-arm’s length” transactions with IAG.

This report meets the remuneration reporting requirements of the Corporations Act 2001 and Accounting Standard AASB 124
Related Party Disclosures.  The term remuneration used in this report has the same meaning as compensation as prescribed in
AASB 124.

Signed at Sydney this 12th day of August 2022 in accordance with a resolution of the Directors.

Nick Hawkins
Director
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