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Directors’ 
remuneration 
report 

This report has been prepared to comply with Schedule 8 of the Large 
and Medium-sized Companies and Groups (Accounts and Reports) 
(Amendment) Regulations 2013, as well as the Companies Act 2006  
and other related regulations.

The following sections were subject to audit: salary information table in 
section entitled Base salary, Annual bonus, Long Term Incentive Plans with 
performance periods ending on 31 December 2015; Pension entitlements; table 
of 2015 and 2014 Executive Director total remuneration ‘The Single Figure’ and 
related notes; Long-term incentives awarded in 2015; Non-executive Director 
remuneration in 2015; Statement of Directors’ shareholdings; Outstanding 
share options; Recruitment arrangements; and Payments to past directors 
and payments for loss of office.
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Directors’ remuneration report

Dear shareholder, 
I am pleased to present the 
Remuneration Committee’s 
report for the year to 
31 December 2015.

This is my first report as Chairman of the 
Remuneration Committee since I took on 
the role in May 2015. I would like to thank 
my predecessor Andrew Turnbull, who 
served as a member of the Committee 
for nine years, acting as Chairman for four 
of those years, for his contribution and 
leadership of the Committee during 
this period.

The Committee’s report is presented 
in the following sections:

 — An ‘at a glance’ summary of the Group’s 
remuneration arrangements on pages 
104 and 105;

 — Our Directors’ remuneration policy 
on pages 106 to 108 which describes 
how we pay directors. This policy 
was approved by shareholders at the 
2014 AGM;

 — Our annual report on remuneration on 
pages 109 to 125 which describes how 
the Committee applied the 
remuneration policy in 2015 and the 
decisions it has made in respect of 2016; 
and

 — Supplementary information on pages 
126 to 129.

By way of preface, I would like to share 
the context for the key decisions the 
Committee took during 2015, in particular 
the remuneration arrangements for those 
joining and stepping down from the Board, 
how we rewarded the performance 
achieved in 2015 and the decisions relating 
to remuneration arrangements for 2016.

Rewarding long-term performance

As set out overleaf, the strong performance 
of the Group has been sustained over a 
number of years, notwithstanding the 

external challenges faced by the Group 
during this time. The Group delivered total 
IFRS operating profits of £10,147 million 
in the 2013, 2014 and 2015 financial years, 
exceeding the stretching targets 
established by the Committee. 

I am pleased to say that this impressive 
financial performance has translated into 
significant returns to the Company’s 
shareholders, with £100 invested in 
Prudential on 1 January 2013 being worth 
£189 on 31 December 2015 through the 
combined effect of dividends paid and 
increases in the share price. 

Based on this level of total shareholder 
return and strong cumulative IFRS 
operating profit performance over the 
same period, the Committee determined 
that the performance conditions attached 
to Prudential Long Term Incentive Plan 
(‘PLTIP’) awards made to Executive 
Directors in 2013 achieved between 
97.5 per cent and 100 per cent vesting 
depending on business unit. These awards 
will be released to participants in May 2016. 

Our Executive Directors are also Prudential 
shareholders, with a significant proportion 
of their remuneration delivered in the 
Company’s shares through both the annual 
and long-term incentive plans we operate. 
This alignment between the executive 
team and other shareholders is 
demonstrated by the fact that many of the 
Executive Directors have shareholdings 
well in excess of the guidelines that they 
are asked to meet. For instance, on 
31 December 2015, Mike Wells had a 
beneficial interest in shares with a value 
of over 650 per cent of his salary, which 
is significantly higher than his share 
ownership guideline of 350 per cent 
of salary. 

Prudential’s 2016 Executive Directors’ 
remuneration 

No changes to Prudential’s remuneration 
architecture are proposed for 2016. We 
will continue to operate all elements of 

Annual statement from 
the Chairman of the 
Remuneration Committee 

Anthony Nightingale, CMG SBS JP
Chairman of the Remuneration 
Committee
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The Committee believes these enhanced 
disclosures will provide shareholders with 
additional clarity.

Changes to the executive team

As you will be aware, there have been 
a number of changes to Prudential’s 
executive team during 2015, including the 
appointment of Mike Wells as Group Chief 
Executive. The remuneration decisions 
arising from these changes were disclosed 
in stock exchange and website 
announcements when they took place. 
Further information can be found in the 
‘Recruitment arrangements’ and ‘Payments 
to past directors’ sections of this report.

In making decisions about the remuneration 
arrangements for those joining and stepping 
down from the Board, the Committee 
worked within the Directors’ remuneration 
policy approved by shareholders and was 
mindful of:

 — The skills, knowledge and experience 
that each new Executive Director 
brought to the Board;

 — The need to support the relocation 
of executives where this is necessary 
to enable them to assume their roles;

 — Its commitment to honour legacy 
arrangements; and

 — In relation to executives leaving the 
Board, the particular circumstances 
of the departure and the contribution 
the individual made to the Group. 

In conclusion

During the year, I wrote to our major 
shareholders, and the shareholder 
representative bodies, ISS and the 
Investment Association, seeking their views 
on the decisions which the Committee took 
in 2015 and its proposals for 2016. We had 
a number of useful meetings where 
shareholders expressed their views and 
I am grateful for this feedback. On behalf 
of the Committee, I would like to thank 
shareholders for their engagement. 
We are firmly committed to continuing 
the Committee’s policy of engaging with 
our shareholders and we look forward to 
your continued support for the Company’s 
remuneration arrangements.

I trust that you will find this report a clear 
account of the way in which the Committee 
has implemented the Directors’ remuneration 
policy during 2015.

Anthony Nightingale, CMG SBS JP
Chairman of the Remuneration 
Committee
8 March 2016

Enhanced bonus disclosure

The Committee has enhanced the Annual 
Incentive Plan (‘AIP’) reporting this year, 
a development which I trust you will find 
welcome. In addition to the information on 
bonus disclosure familiar to shareholders 
from last year’s report, which provides an 
illustrative view of 2015 performance 
against Group and business unit targets, we 
have also given more detailed information 
on the Group financial performance range 
(threshold and maximum) and the results 
achieved for the 2014 performance year. 
These disclosures can be found in the 
annual report on remuneration.

This more detailed disclosure complements 
the retrospective reporting of the three-year 
IFRS operating profit targets applied to 
awards made under the PLTIP. The 
performance period for 2013 PLTIP awards 
ended on 31 December 2015 and the 
Group IFRS operating profit target (and the 
result achieved) for this period is disclosed 
in the annual report on remuneration. 

remuneration in line with the Directors’ 
remuneration policy approved by 
shareholders at the 2014 AGM, and 
accordingly do not intend to ask 
shareholders to vote on the policy at 
the 2016 AGM. An enhancement to the 
policy since it was adopted in 2014 has 
been the inclusion of a recovery provision 
(clawback) in Executive Directors’ incentive 
arrangements from 2015, which was 
described in the 2014 Directors’ 
remuneration report. This provision 
allows incentives to be recovered after 
they are paid in certain circumstances.

In determining remuneration packages for 
2016, the Remuneration Committee was 
mindful of the need to maintain restraint 
on base salary increases. The Executive 
Directors will receive an increase in base 
salary of 1 per cent with effect from 
1 January 2016, which is below the salary 
increase budget for other employees. 

There have been no changes to incentive 
opportunities for 2016.

Rewarding 2015 performance

As set out in the business review section earlier in this Annual Report, the Group’s financial 
performance in 2015 was very strong:

Strategic priority Group performance £m
2015 bonus 
achievement

IFRS operating 
profit
Prudential’s primary 
measure of 
profitability and a 
key driver of 
shareholder value 2,017

2011

2,520

2012

2,954

2013

3,186

2014

4,007

2015

CAGR

+20%

2014-2015 growth 26%

Above stretch level 
IFRS operating profit 
accounted for 
35 per cent of Group 
financial bonus targets

EEV new 
business profit
A measure of the 
future profitability of 
the new business 
sold during the year 
and indicates the 
profitable growth of 
the Group

1,433

2011

1,536

2012

1,791

2013

2,115

2014

2,617

2015

CAGR

+16%

2014-2015 growth 23%

Above stretch level 
EEV new business 
profit accounted for 
5 per cent of Group 
financial bonus targets

Business unit 
remittances
Cash flows across 
the Group balance 
these net remittances 
(which support 
dividend payments) 
with the retention 
of cash for profitable 
reinvestment 

1,105

2011

1,200

2012

1,341

2013

1,482

2014

1,625

2015

CAGR

+9%

2014-2015 growth 10%

Above stretch level 
A cash flow measure 
was used to determine 
10 per cent of the 
Group financial bonus 
targets

Performance against these key metrics exceeded the stretching targets established by the 
Board. The Group achieved these results while maintaining appropriate levels of capital 
and operating within the Group’s risk appetite and framework. The Committee believes 
that the bonuses it awarded to Executive Directors for 2015 appropriately reflect this 
excellent performance.
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Our executive remuneration at a glance

Our remuneration strategy and principles

Our remuneration strategy remains unchanged from that previously approved by shareholders:

To attract and retain the high-calibre executives 
required to lead and develop the Group

To reward executives for delivering our business plans 
and generating sustainable growth and returns for 
shareholders

Reward must be:
 — Valued by executives; and
 — Competitive, to engage executives who are in demand in 
the global talent market, and, if required, support hiring the 
best external talent.

Reward must be:
 — Determined by delivery of the Group’s annual and 
longer-term business objectives;

 — Aligned with shareholder value creation; and
 — Consistent with the Group’s risk appetite so that the 
delivery of the business plan can be sustained. 

Our remuneration architecture

Our executive remuneration 
at a glance

Key elements1 How we implemented the policyKey features of the policy

Broadly aligned with pay review 
budgets for other employees.

— Salary increases of 3% in 20152; 
and

— Salary increases of 1% in 2016.

The maximum opportunity is 
up to 200% of salary.

A significant proportion, currently 
40%, of bonus is deferred into shares 
for three years.

Award is subject to malus and 
clawback provisions.

Maximum award under the Plan 
is 550% of salary.

Aligned with our long-term business 
strategy and delivery of shareholder  
value, vesting is currently subject to:
— Relative TSR; and
— Group IFRS profit; or
— Business unit IFRS profit.

Measured over the three financial 
years from year of award.

We have significant share ownership guidelines for all executives3 as follows:
—    350% of salary for the Group Chief Executive; and
—     200% of salary for other Executive Directors.

The Group Chief Executive has a 
maximum AIP opportunity of 200% 
of salary. For other executives the 
maximum is 180% or less.

2015 bonuses were paid based on 
performance measures related to 
profit, cash flow and capital 
adequacy, as well as personal 
objectives. Clawback provisions 
allow amounts to be recouped.4

Awards in 2015 were, and awards 
in 2016 will be, below plan limits:
— Group Chief Executive: 400% 

of salary;
— CEO JNL:  460% of salary; and
— Other PLTIP awards were 250% 

of salary.

For business unit CEOs, awards vest 
based on TSR and business unit 
IFRS profit. For other executives, 
awards are subject to TSR and 
Group IFRS profit targets.

The Committee keeps the 
performance conditions under 
review to ensure that future awards 
remain aligned with strategy. 4

Notes
1 CEO, JNL also shares in the JNL bonus pool; and CEO, M&G retains separate arrangements.
2 The Chief Executive Officer, Prudential Corporation Asia received an increase of 5 per cent.
3 Progress against the share ownership guidelines is detailed in the 'Statement of directors’ shareholdings' 

section of the annual report on remuneration.
4 More detail on how we implemented the policy is set out in the annual report on remuneration.

Key
 Fixed pay
 Short-term variable pay
 Long-term variable pay
 Share ownership guidelines

Salary

Cash  
bonus

Deferred  
bonus

Prudential 
Long Term 
Incentive Plan 
(‘PLTIP’)

Share 
ownership 
guidelines

Financial and 
personal 
objectives set 
with reference  
to business  
plans approved 
by the Board.

Stretching IFRS 
profit ranges set 
with reference  
to business plans 
approved by the 
Board.

TSR vesting 
schedule relative 
to insurance 
peers.

20
16

20
17

20
18

20
19

20
20
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What this performance means for Executive Directors’ pay

At Prudential, remuneration packages are designed to ensure a strong alignment between pay and performance. As you can see from 
the charts on page 103, sustained growth across all our key performance metrics has delivered substantial value to our shareholders. This 
has been reflected in both the annual bonuses paid and the release of long-term incentive awards, as set out in the annual report 
on remuneration.

In particular, the long-term incentives awarded to Executive Directors in 2013 had stretching performance conditions attached to vesting 
and were denominated in shares or ADRs. The value generated for shareholders through share price growth and dividends paid over the 
last three years is therefore reflected in the value of the 2015 long-term incentive plan (‘LTIP’) releases.

The value of these performance-related elements of remuneration are added to the fixed packages provided to Executive Directors to 
calculate the 2015 ‘single figure’ of total remuneration. The values for the current Executive Directors who were directors during the year 
are outlined in the table below: 

Executive Director Role

Fixed pay Performance related

2015 
‘Single figure’

2014 
‘Single Figure’

2015 
Salary

Pension and  
benefits

2015 
Bonus

LTIP 
vesting

Penny James1 Group Chief Risk Officer £200,000 £71,000 £318,000 £410,000 £999,000 –
Michael McLintock Chief Executive, M&G £394,000 £169,000 £2,128,000 £2,751,000 £5,442,000 £5,729,000
Nic Nicandrou Chief Financial Officer £703,000 £553,000 £1,224,000 £1,996,000 £4,476,000 £5,623,000
Barry Stowe Chairman & CEO, NABU3 £729,000 £746,000 £3,281,000 £2,072,000 £6,828,000 £5,984,000
Mike Wells Group Chief Executive £942,000 £1,439,000 £3,223,000 £4,427,000 £10,031,000 £12,393,000
Tony Wilkey2 Chief Executive, PCA4 £433,000 £511,000 £748,000 £1,740,000 £3,432,000 –

Notes
1 Penny James was appointed to the Board on 1 September 2015. The remuneration above was paid in respect of her service as an Executive Director.
2 Tony Wilkey was appointed to the Board on 1 June 2015. The remuneration above was paid in respect of his service as an Executive Director.
3 NABU is an abbreviation of North American Business Unit.
4 PCA is an abbreviation of Prudential Corporation Asia.

Aligning 2016 pay to performance

The Remuneration Committee awarded salary increases to Executive Directors for 2016 of 1 per cent which was below the salary 
increase budget for the wider workforce. No other changes have been made as we believe remuneration packages remain strongly 
aligned with performance over both the short and the long term. 

The resultant remuneration packages for 2016 are set out in detail in the annual report on remuneration and summarised in the 
table below:

Executive Director Role 2016 Salary

Maximum AIP (% salary)

LTI award 
(% salary)

Maximum 
bonus

Bonus 
deferred

John Foley Chief Executive, UK & Europe £750,000 180% 40% 250%
Penny James Group Chief Risk Officer £606,000 160% 40% 250%
Michael McLintock1 Chief Executive, M&G £398,000 600% 40% 450%
Nic Nicandrou Chief Financial Officer £711,000 175% 40% 250%
Barry Stowe2 Chairman & CEO, NABU US$1,111,000 160% 40% 460%
Mike Wells Group Chief Executive £1,081,000 200% 40% 400%
Tony Wilkey Chief Executive, PCA HK$8,890,000 180% 40% 250%

Notes
1 The bonus opportunity for the Chief Executive, M&G remains the lower of 0.75 per cent of M&G’s IFRS profit or six times salary. He continues to receive awards 

under the Prudential LTIP and the M&G Executive LTIP, which are both included in the above LTI award.
2 The Chairman & CEO, NABU will also continue to have a 10 per cent share of the Jackson Senior Management Bonus Pool. 40 per cent of this is deferred in shares.
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The Company’s Directors’ remuneration policy was approved by shareholders at the 2014 AGM. This policy came into effect following 
the AGM on 15 May 2014 and will apply for a period of three years unless shareholders approve a revised policy within that time.

The pages that follow present a summary of the remuneration policy. The complete policy can be found on our website at 
www.prudential.co.uk/site-services/governance-and-policies/directors-remuneration-policy

Remuneration for Executive Directors

Fixed pay

Element Operation Opportunity

Salary The Committee reviews salaries annually, considering factors 
such as:

 — Salary increases for all employees;
 — The performance and experience of the executive;
 — Group or business unit financial performance;
 — Internal relativities; and
 — Economic factors such as inflation.

Market data is also reviewed so that salaries remain a competitive 
range relative to each Executive Director’s local market.

Annual salary increases for Executive 
Directors will normally be in line with the 
increases for other employees across our 
business units. However, there is no 
prescribed maximum annual increase.

Benefits Executive Directors are offered benefits which reflect their 
individual circumstances and are competitive within their local 
market, including:

 — Health and wellness benefits;
 — Protection and security benefits;
 — Transport benefits;
 — Family and education benefits;
 — All-employee share plans and savings plans; and
 — Relocation and expatriate benefits.

The maximum paid will be the cost to the 
Company of providing benefits. The cost 
of benefits may vary from year to year but 
the Committee is mindful of achieving the 
best value from providers.

Provision for 
an income 
in retirement

Current executives have the option to:
 — Receive payments into a defined contribution scheme; and/or
 — Take a cash supplement in lieu of contributions.

Jackson’s Defined Contribution Retirement Plan has a guaranteed 
element (6 per cent of pensionable salary) and additional 
contributions (up to a further 6 per cent of pensionable salary) 
based on the profitability of JNL.

Executive Directors are entitled to receive 
pension contributions or a cash 
supplement (or combination of the two) 
up to a total of 25 per cent of base salary. 

In addition, the Chief Executive, PCA 
receives statutory contributions into the 
Mandatory Provident Fund.

Summary of Directors’ 
remuneration policy

Summary of Directors’ remuneration policy
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Variable pay 

Element Operation Opportunity

Annual bonus Currently all Executive Directors participate in the Annual 
Incentive Plan (AIP). 

AIP awards for all Executive Directors are subject to the 
achievement of financial and personal objectives. Business unit 
chief executives either have measures of their business unit’s 
financial performance in the AIP or they may participate in a 
business unit-specific bonus plan. For example, the President and 
CEO, JNL currently participates in the Jackson Senior Management 
Bonus Pool as well as in the AIP.

The financial measures used for the annual bonus will typically 
include profit, cash and capital adequacy. Jackson’s profitability 
and other key financial measures determine the value of the 
Jackson Senior Management Bonus Pool.

In specific circumstances, the Committee also has the power to 
recover all (or part of) bonuses for a period after they are awarded 
to executives. These clawback powers apply to the cash and 
deferred elements of 2015 and subsequent bonuses made in 
respect of performance in 2015 and subsequent years.

The Chief Executive, M&G has a bonus 
opportunity of the lower of six times 
salary or 0.75 per cent of M&G’s IFRS 
profit. For other Executive Directors, 
the maximum AIP opportunity is up to 
200 per cent of salary. Annual awards 
are disclosed in the relevant annual 
report on remuneration.

In addition to the AIP, the President & 
CEO, JNL receives a 10 per cent share 
of the Jackson Senior Management 
Bonus Pool.

Deferred bonus 
shares

Executive Directors are required to defer a percentage (currently 
40 per cent) of their total annual bonus into Prudential shares for 
three years. The release of awards is not subject to any further 
performance conditions. 

The Committee has the authority to apply a malus adjustment to 
all, or a portion of, an outstanding deferred award in specific 
circumstances. From 2015 and future awards, the Committee 
also has the power to recover all, or a portion of, amounts 
already paid in specific circumstances and within a defined 
timeframe (clawback).

The maximum vesting under this 
arrangement is 100 per cent of the original 
deferral plus accrued dividend shares.

Prudential 
Long Term 
Incentive Plan 

Currently all Executive Directors participate in the Prudential Long 
Term Incentive Plan (‘PLTIP’). The PLTIP has a three-year performance 
period. Vesting of outstanding awards is dependent on:

 — Relative TSR (50 per cent of award); and
 — Group IFRS profit (50 per cent of award); or
 — Business unit IFRS profit (50 per cent of award).

The performance measures attached to each award are 
dependent on the role of the executive and will be disclosed in 
the relevant annual report on remuneration. The Chief Executive, 
M&G’s PLTIP awards are subject only to the TSR performance 
condition as the IFRS profit of M&G is a performance condition 
under the M&G Executive LTIP.

The Committee has the authority to apply a malus adjustment to 
all, or a portion of, an outstanding award in specific circumstances. 
For 2015 and future awards, the Committee also has the power 
to recover all, or a portion of, amounts already paid in specific 
circumstances and within a defined timeframe (clawback).

The value of shares awarded under 
the PLTIP (in any given financial year) 
may not exceed 550 per cent of the 
executive’s annual basic salary.

Awards made in a particular year are 
usually significantly below this limit and 
are disclosed in the relevant annual report 
on remuneration. The Committee would 
consult with major shareholders before 
increasing award levels during the life of 
this policy.

The maximum vesting under the PLTIP is 
100 per cent of the original share award 
plus accrued dividend shares.

M&G Executive 
LTIP

The Chief Executive, M&G currently receives awards under this 
plan. He receives an annual award of phantom shares each with 
a notional starting share price of £1. The phantom share price at 
vesting is currently determined by M&G’s profitability, with profit 
and investment performance adjustments, over the three-year 
performance period. Awards are settled in cash.

The Committee has the authority to apply a malus adjustment to 
all, or a portion of, an outstanding award in specific circumstances. 
For 2015 and future awards, the Committee also has the power 
to recover all, or a portion of, amounts already paid in specific 
circumstances and within a defined timeframe (clawback).

The Chief Executive, M&G receives an 
award with an initial value of 300 per cent 
of salary under this plan. Maximum 
vesting is 100 per cent of the number 
of phantom shares originally awarded.
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Summary of Directors’ remuneration policy continued

Share ownership guidelines

The guidelines for share ownership are as follows:
 — 350 per cent of salary for the Group Chief Executive; and
 — 200 per cent of salary for other Executive Directors.

Executives have five years from the implementation of these increased guidelines (or from the date of their appointment, if later) 
to build this level of ownership. 

The full policy sets out the Committee’s powers in respect of Executive Directors joining or leaving the Board, where a change 
in performance conditions is appropriate or in the case of corporate transactions (such as a takeover, merger or Rights Issue). 
The policy also describes legacy long-term incentive plans under which some Executive Directors continue to hold awards.

Remuneration for Non-executive Directors and the Chairman

Non-executive Directors

Fees Benefits Share ownership guidelines

All Non-executive Directors receive 
a basic fee for their duties as a Board 
member. Additional fees are paid 
for added responsibilities such as 
chairmanship and membership of 
committees or acting as the Senior 
Independent Director. Fees are paid 
to Non-executives in cash. Fees are 
reviewed annually by the Board with 
any changes effective from 1 July.

If, in a particular year, the number of 
meetings is materially greater than usual, 
the Company may determine that 
the provision of additional fees is fair 
and reasonable.

Travel and expenses for Non-executive 
Directors are incurred in the normal course 
of business, for example in relation to 
attendance at Board and committee 
meetings. The costs associated with these 
are all met by the Company.

It is expected that Non-executive 
Directors will hold shares with a value 
equivalent to one times the annual basic 
fee (excluding additional fees for 
chairmanship and membership of 
any committees).

Non-executive Directors are expected to 
attain this level of share ownership within 
three years of their appointment.

Non-executive Chairman

Fees Benefits Share ownership guidelines

The Chairman receives an annual fee 
for the performance of the role. On 
appointment, the fee may be fixed for 
a specified period of time. Fees will 
otherwise be reviewed annually with 
any changes effective from 1 July.

The Chairman is not eligible to participate 
in annual bonus plans or long-term 
incentive plans.

The Chairman may be offered benefits 
including:

 — Health and wellness benefits;
 — Protection and security benefits;
 — Transport benefits; and
 — Relocation and expatriate benefits 
(where appropriate).

The Chairman is not eligible to receive 
a pension allowance or to participate in 
the Group’s employee pension schemes.

The Chairman has a share ownership 
guideline of one times his annual fee and 
is expected to attain this level of share 
ownership within five years of the date 
of his appointment.

In setting the Directors’ remuneration policy, the Committee considers a range of factors including:

Conditions elsewhere in the Group

Across the Group, remuneration is reviewed regularly with the intention that all employees are paid appropriately in the context of their 
local market and given their individual skills, experience and performance. Each business unit’s salary increase budget is set with 
reference to local market conditions. The Remuneration Committee considers salary increase budgets in each business unit when 
determining the salaries of Executive Directors.

Prudential does not consult with employees when setting the Directors’ remuneration policy. Prudential is a global organisation with 
employees, and agents in multiple business units and geographies. As such, there are practical challenges associated with consulting 
with employees directly on this matter. As many employees are also shareholders, they are able to participate in binding votes on the 
Directors’ remuneration policy and annual votes on the annual report on remuneration. 

Shareholder views

The Remuneration Committee and the Company undertake regular consultation with key institutional investors on the remuneration 
policy and its implementation. This engagement is led by the Remuneration Committee Chairman and is an integral part of the 
Company’s investor relations programme. The Committee is grateful to shareholders for their feedback and takes this into account 
when determining executive remuneration.
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Annual report on remuneration

The Board has established Audit, Remuneration, Nomination and Risk Committees as principal standing Committees of the Board.  
These Committees form a key element of the Group governance framework.

The operation of the Remuneration Committee

Members
Anthony Nightingale (Chairman from 14 May 2015, member since 1 June 2013)
Kai Nargolwala
Philip Remnant
Lord Turnbull (Chairman and member until 14 May 2015)

Role and responsibility
The role and responsibilities of the Committee are set out in its terms of reference, which are reviewed by the Committee and approved 
by the Board on an annual basis, and which can be found on the Company’s website. The Committee’s role is to assist the Board in 
meeting its responsibilities regarding the determination, implementation and operation of the overall remuneration policy for the Group, 
including the remuneration of the Chairman and Executive Directors, as well as overseeing the remuneration arrangements of other staff 
within its purview.

The principal responsibilities of the Committee are:

 — Determining and recommending to the Board for approval, the framework and policy for the remuneration of the Chairman and 
Executive Directors;

 — Approving the design of performance-related pay schemes operated for the Executive Directors and determining the targets and 
individual payouts under such schemes;

 — Reviewing the design and development of all share plans requiring approval by the Board and/or the Company’s shareholders;

 — Approving the share ownership guidelines for the Chairman and Executive Directors and monitoring compliance;

 — Reviewing and approving individual packages for the Executive Directors and the fees of the Chairman and other independent chairs 
of the Group’s material subsidiaries;

 — Reviewing and approving packages to be offered to newly recruited Executive Directors;

 — Reviewing and approving the structure and quantum of any severance package for Executive Directors;

 — Ensuring the process for establishing remuneration policy is transparent and consistent with the Group’s risk appetite, encourages 
strong risk-management and solvency-management practices and takes account of remuneration practices across the Group; 

 — Monitoring the remuneration and risk-management implications of remuneration of senior executives across the Group, senior staff 
in the risk, control and governance functions, and those with an opportunity to earn in excess of £1 million in a particular year; and

 — Overseeing the implementation of the Group remuneration policy for those roles within scope of the specific arrangements referred 
to in Article 275 of Solvency II.

The effectiveness of the Committee was assessed as part of the overall performance evaluation of the Board. This assessment confirmed 
that the Committee continued to operate effectively during the year. More information on the Board evaluation can be found on page 80. 

Annual report 
on remuneration 
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Annual report on remuneration continued

In 2015, the Committee met seven times. Key activities at each meeting are shown in the table below:

Meeting Key activities

February 2015 Approve the 2014 Directors’ remuneration report; consider 2014 bonus awards for Executive Directors; 
consider vesting of the long-term incentive awards with a performance period ending on 31 December 2014; 
approve 2015 long-term incentive awards, performance measures and plan documentation; and approve the 
introduction of clawback provisions.

March 2015 Confirm 2014 annual bonuses and the vesting of long-term incentive awards with a performance period ending 
on 31 December 2014, in light of audited financial results.

May 2015 Approve separation arrangements for executives who were stepping down from the Board.

June 2015 Consider performance for outstanding long-term incentive awards, based on the half-year results; review the 
remuneration of senior executives across the Group, senior risk staff and of employees with a remuneration 
opportunity over £1 million per annum; review the application of the loss-of-office policy; and consider and 
review progress towards share ownership guidelines by the Chairman, Executive Directors and Group 
Executive Committee members.

September 2015 Review the dilution levels resulting from the Company’s share plans; review total proposed 2016 remuneration 
of Executive Directors ahead of consultation with shareholders; and review the Remuneration Committee’s 
terms of reference. 

December 2015 
(two meetings)

Review the level of participation in the Company’s all-employee share plans; consider feedback received 
from shareholders about executive remuneration in 2016; approve new and existing Executive Directors’ 2016 
salaries and incentive opportunities; consider the annual bonus and long-term incentive measures and targets 
to be used in 2016 (including Ecap surplus and Solvency II surplus metrics and targets to be used for 2016 bonuses); 
review an initial draft of the 2015 Directors’ remuneration report; approve the implementation of the remuneration 
requirements of Solvency II; and approve the Committee’s 2016 work plan.

Additionally, a number of resolutions in writing were approved by the Committee between these meetings relating to new and promoted 
Executive Directors’ remuneration arrangements and separation arrangements for those Executive Directors who stepped down from 
the Board. 

The Chairman and the Group Chief Executive attend meetings by invitation. The Committee also had the benefit of advice from:

 — Group Chief Risk Officer; 

 — Chief Financial Officer;

 — Group Human Resources Director; and

 — Director of Group Reward and Employee Relations.

Individuals are never present when their own remuneration is discussed and the Committee is always careful to manage potential 
conflicts of interest when receiving views from Executive Directors or senior management about executive remuneration proposals.

During 2015, Deloitte LLP was the independent adviser to the Committee. Deloitte was appointed by the Committee in 2011 following 
a competitive tender process. As part of this process, the Committee considered the services that Deloitte provided to Prudential and its 
competitors as well as other potential conflicts of interests. Deloitte is a member of the Remuneration Consultants’ Group and voluntarily 
operate under their code of conduct when providing advice on executive remuneration in the UK. Deloitte regularly meet with the 
Chairman of the Committee without management present. The Committee is comfortable that the Deloitte engagement partner and 
team providing remuneration advice to the Committee do not have connections with Prudential that may impair their independence and 
objectivity. The total fees paid to Deloitte for the provision of independent advice to the Committee in 2015 were £77,700 charged on a 
time and materials basis. During 2015, Deloitte also gave Prudential management advice on remuneration, as well as providing guidance 
on Solvency II, taxation, internal audit, real estate and other financial, risk and regulatory matters. Remuneration advice is provided by an 
entirely separate team within Deloitte.

In addition, management received external advice and data from a number of other providers. This included market data and legal 
counsel. This advice, and these services, are not considered to be material. 

During the year, the Company has complied with the appropriate provisions of the UK Corporate Governance Code regarding 
directors’ remuneration.
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Remuneration in respect of performance in 2015

Base salary
Executive Directors’ salaries were reviewed in 2014 with changes effective from 1 January 2015. When the Committee took these 
decisions it considered:

 — The salary increases awarded to other employees;

 — The performance and experience of each executive; 

 — The relative size of each director’s role; and

 — The performance of the Group. 

Salary increases for the wider workforce vary across our business units, reflecting local market conditions; in 2015 salary budgets 
increased between 2.5 per cent and 5 per cent for the wider workforce.

To provide context for this review, information was also drawn from the following market reference points:

Executive Role Benchmark(s) used to assess remuneration

Pierre-Olivier Bouée Group Chief Risk Officer FTSE 40

Jackie Hunt Chief Executive, UK & Europe FTSE 40 
International Insurance Companies

Michael McLintock Chief Executive, M&G McLagan UK Investment Management Survey
International Insurance Companies

Nic Nicandrou Chief Financial Officer FTSE 40
International Insurance Companies

Barry Stowe Chief Executive, PCA Towers Watson Asian Insurance Survey

Tidjane Thiam Group Chief Executive FTSE 40
International Insurance Companies

Mike Wells President & CEO, JNL Towers Watson US Financial Services Survey
LOMA US Insurance Survey

As reported in last year’s report, after careful consideration the Committee decided to increase salaries by 3 per cent for all Executive 
Directors, other than the Chief Executive, Prudential Corporation Asia, whose salary was increased by 5 per cent to reflect the 
inflationary environment in Asia. 

The Committee also approved changes to 2015 incentive opportunities for two Executive Directors: the Chief Executive, Prudential 
Corporation Asia’s maximum AIP and LTIP awards were increased to 180 per cent and 250 per cent of salary, respectively. This reflects 
the importance of Prudential Corporation Asia’s strategic initiatives which are crucial to the achievement of Group-wide objectives. 
The Chief Executive, Prudential UK & Europe’s maximum AIP and LTIP awards were increased to 175 per cent and 250 per cent of salary, 
respectively. This reflects the fact that the scope of the incumbent’s role had increased due to the Group’s expansion into Africa. 
Additionally, this reflects the ambition of the UK & Europe business as it relates to the Group’s growth and cash ambitions.

Executive 2014 salary 2015 salary 

Pierre-Olivier Bouée £630,000 £649,000

Jackie Hunt £644,000 £664,000

Michael McLintock £382,000 £394,000

Nic Nicandrou £682,000 £703,000

Barry Stowe1 HK$8,490,000 HK$8,920,000

Tidjane Thiam £1,061,000 £1,093,000

Mike Wells2 US$1,114,000 US$1,148,000

Notes
1	 Barry	Stowe	was	appointed	Chairman	&	CEO,	NABU	on	1	June	2015.	The	annualised	2015	salary	above	was	paid	in	respect	of	his	service	as	Chief	Executive,	PCA.
2	 Mike	Wells	was	appointed	Group	Chief	Executive	on	1	June	2015.	The	annualised	2015	salary	above	was	paid	in	respect	of	his	service	as	President	&	CEO,	JNL.

Penny James was appointed to the Board as Group Chief Risk Officer on 1 September 2015 with a salary of £600,000 and Tony Wilkey 
was appointed to the Board as Chief Executive, Prudential Corporation Asia on 1 June 2015 with a salary of HK$8,800,000. On his 
promotion to Group Chief Executive on 1 June 2015, Mike Wells’s salary was £1,070,000 and on appointment as Chairman & CEO, 
NABU, on 1 June 2015, Barry Stowe’s salary was US$1,100,000.
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Annual report on remuneration continued

Annual bonus
2015 annual bonus opportunities
Executive Directors’ bonus opportunities, the weighting of performance measures for 2015 and the proportion of annual bonuses 
deferred are set out below:

Executive

Maximum 
AIP opportunity 

(% of salary) Deferral requirement

Weighting of measures

Financial measures
Personal 

objectivesGroup Business unit

Pierre-Olivier Bouée1 160% 40% of total bonus 50% – 50%
Jackie Hunt2 175% 40% of total bonus 20% 60% 20%
Penny James3 160% 40% of total bonus 50% – 50%
Michael McLintock4 600% 40% of total bonus 20% 60% 20%
Nic Nicandrou 175% 40% of total bonus 80% – 20%
Barry Stowe5 160% 40% of total bonus 80% – 20%
Tidjane Thiam6 200% 40% of total bonus 80% – 20%
Mike Wells7 200% 40% of total bonus 80% – 20%
Tony Wilkey8 180% 40% of total bonus 20% 60% 20%

Notes
1	 Pierre-Olivier	Bouée	stepped	down	from	the	Board	on	31	May	2015.	The	maximum	bonus	opportunity	shown	represents	his	annual	opportunity	as	an	Executive	

Director	but	no	bonus	was	paid.	
2	 Jackie	Hunt	stepped	down	from	the	Board	on	3	November	2015.	The	maximum	bonus	opportunity	shown	represents	her	annual	opportunity	as	an	Executive	

Director.
3	 Penny	James	was	appointed	to	the	Board	on	1	September	2015.	The	maximum	bonus	opportunity	shown	represents	her	annual	opportunity	as	an	Executive	

Director	–	this	was	pro-rated	for	the	portion	of	the	year	for	which	she	was	an	Executive	Director.
4	 Michael	McLintock’s	annual	bonus	opportunity	in	2015	was	the	lower	of	0.75	per	cent	of	M&G’s	IFRS	profit	and	six	times	annual	salary.	M&G’s	IFRS	profit	in	2015	

was	£473.2	million.	
5	 Barry	Stowe	was	Chief	Executive,	PCA	until	31	May	2015	and	was	appointed	Chairman	&	CEO,	NABU	on	1	June	2015.	The	maximum	opportunity	shown	represents	

his	annual	opportunity	in	his	current	role	–	this	was	pro-rated	for	the	portion	of	the	year	he	was	in	this	role	and	he	also	receives	a	pro-rated	AIP	in	respect	of	the	
portion	of	the	year	he	was	Chief	Executive,	PCA.	In	addition	to	the	AIP,	he	receives	10	per	cent	share	of	the	Jackson	Senior	Management	Bonus	Pool	pro-rated	for	
the	period	he	was	in	his	current	role.	This	is	determined	by	the	financial	performance	of	Jackson.

6	 Tidjane	Thiam	stepped	down	from	the	Board	on	31	May	2015.	The	maximum	bonus	opportunity	shown	represents	his	annual	opportunity	as	an	Executive	
Director	–	this	was	pro-rated	for	the	portion	of	the	year	for	which	he	was	an	Executive	Director.

7	 Mike	Wells	was	President	&	CEO,	Jackson	until	31	May	2015	and	was	appointed	Group	Chief	Executive	on	1	June	2015.	The	maximum	opportunity	shown	
represents	his	annual	opportunity	in	his	current	role	–	this	was	pro-rated	for	the	portion	of	the	year	he	was	in	this	role	and	he	also	receives	a	pro-rated	AIP	in	
respect	of	the	portion	of	the	year	he	was	President	&	CEO,	Jackson.	In	addition	to	the	AIP,	he	received	10	per	cent	share	of	the	Jackson	Senior	Management	Bonus	
Pool	pro-rated	for	the	period	he	was	in	that	role.	This	is	determined	by	the	financial	performance	of	Jackson.

8	 Tony	Wilkey	was	appointed	to	the	Board	on	1	June	2015.	The	maximum	bonus	opportunity	shown	represents	his	annual	opportunity	as	an	Executive	Director	
–	this	was	pro-rated	for	the	portion	of	the	year	for	which	he	was	an	Executive	Director.	

2015 AIP performance measures and achievement
Financial	performance
The financial performance measures set for 2015 are shown below. Prior to the start of the year, the Committee set stretching 
performance ranges for each of these measures in line with the Group’s business plan targets. The Committee reviewed performance 
against these ranges at its meeting in February 2016; in all of our bonus performance metrics, other than the new measure of ECap 
surplus, the Group’s 2015 results exceeded its stretch plan targets. 

The Committee also considered a report from the Group Chief Risk Officer which confirmed that these results were achieved within 
the Group’s and business units’ risk appetite and framework. The Group Chief Risk Officer also considered the effectiveness of risk 
management and internal controls, and specific actions taken to mitigate risks, particularly where these may be at the expense of profits 
or sales. The Group Chief Risk Officer’s recommendations were taken into account by the Committee when determining AIP outcomes 
for Executive Directors.

The performance measures, their weightings and the achievement compared to the performance range, is illustrated below. The 
performance range (the levels of performance required for threshold and maximum bonuses to be paid) for the 2015 Group financial 
measures will be disclosed in the 2016 report. 

Measure Weighting
Threshold
0% vesting

Midpoint
50% vesting

Maximum
100% vesting

Above maximum
100% vesting

Cash �ow

Operating free surplus

IGD surplus

ECap surplus

NBP EEV pro�t

In-force EEV pro�t

IFRS pro�t

10%

25%

10%

5%

5%

10%

35%

	 Group	 	 Prudential	Corporation	Asia	 	 UK	&	Europe	 	 M&G
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Personal	performance
As set out in the Directors' remuneration policy, a proportion of the annual bonus for each Executive Director is based on the achievement 
of personal objectives. These objectives include the executive’s contribution to Group strategy as a member of the Board and specific 
goals related to their functional and/or business unit role. Performance against these objectives was assessed by the Committee at its 
meeting in February 2016. 

2015 Annual Incentive Plan payments
On the basis of the strong performance of the Group and its business units, and the Committee’s assessment of each executive’s personal 
performance, the Committee determined the following 2015 AIP payments:

Executive Role 2015 salary*
Maximum 

2015 AIP

2015 AIP payment 
(percentage

of maximum)
2015 AIP 
payment

Pierre-Olivier Bouée1 Group Chief Risk Officer £649,000 160% 0% £nil
Jackie Hunt2 Chief Executive, UK & Europe £664,000 175% 89.4% £1,039,160
Penny James Group Chief Risk Officer £600,000 160% 99.3% £317,740
Michael McLintock Chief Executive, M&G £394,000 600% 90.0% £2,127,600
Nic Nicandrou Chief Financial Officer £703,000 175% 99.5% £1,223,782
Barry Stowe Chairman & CEO, NABU US$1,100,000 160% 99.5% US$1,021,277

Chief Executive, PCA HK$8,920,000 180% 95.9% HK$6,413,852
Tidjane Thiam3 Group Chief Executive £1,093,000 200% 77.3% £703,857
Mike Wells Group Chief Executive £1,070,000 200% 99.7% £1,244,214

President & CEO, JNL US$1,148,000 160% 99.7% US$762,846
Tony Wilkey Chief Executive, PCA HK$8,800,000 180% 95.9% HK$8,858,593

*	 At	31	December	2015	or	stepping	down	from	the	Board	if	earlier.

Notes
1	 Pierre-Olivier	Bouée	stepped	down	from	the	Board	on	31	May	2015	and	no	bonus	was	paid.	
2	 Jackie	Hunt	stepped	down	from	the	Board	on	3	November	2015.	The	bonus	shown	above	was	paid	in	respect	of	her	service	as	an	Executive	Director.	Please	see	

the	‘Payments	to	past	directors’	section	for	details.
3	 Tidjane	Thiam	stepped	down	from	the	Board	on	31	May	2015.	The	bonus	shown	above	was	paid	in	respect	of	his	service	as	an	Executive	Director.	Please	see	

the	‘Payments	to	past	directors’	section	for	details.
4		 Where	individuals	joined	the	Board	during	the	year,	or	their	roles	changed	during	the	year,	the	bonus	paid	reflected	the	time	they	spent	as	Executive	Directors	

in	their	respective	roles.

2015 Jackson bonus pool
In 2015, the Jackson bonus pool was determined by Jackson’s profitability, capital adequacy, remittances to Group, in-force experience, 
ECap solvency ratio and credit rating. Across all of these measures Jackson delivered strong performance and exceeded prior year 
performance. As a result of this performance the Committee determined that Mike Wells’s share of the bonus pool would be US$2,261,250 
and Barry Stowe’s share of the bonus pool would be US$3,165,750.

Disclosure of targets and achievement for the 2014 Annual Incentive Plan

The Group’s financial performance range and the results achieved in respect of the 2014 Annual Incentive Plan are disclosed below. 
The Board believe that, due to the commercial sensitivity of the business unit targets, disclosing further details of these targets may 
damage the competitive position of the Group. 

Targets and achievement for the 2014 Annual Incentive Plan

Measure Threshold Maximum Achievement
Payout as % 

of maximum

Group cash �ow

Operating free surplus

Group IGD surplus

Post-tax NBP EEV pro�t

Post-tax In-force EEV pro�t

Group IFRS pro�t

Weighting

15%
0

20%

15%

5%

10%

35%

Overall Group bonus score 100%

100%

100%

100%

100%

100%

100%

234

2,108
2,579

3,508
4,715

1,769
2,126

1,244
1,970

2,619

128

2,448

4,508

2,044

1,519

2,969
3,186
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Annual report on remuneration continued

Remuneration in respect of performance in 2015

Long-term incentive plans with performance periods ending on 31 December 2015
Our long-term incentive plans have stretching performance conditions which are aligned to the strategic priorities of the Group. In deciding 
the portion of the awards to be released, the Committee considered actual financial results against these performance targets. The 
Committee also reviewed underlying Company performance to ensure vesting levels were appropriate. The Directors' remuneration 
policy contains further details of the design of Prudential’s long-term incentive plans. 

Prudential Long-Term Incentive Plan (PLTIP) and Group Performance Share Plan (GPSP)
In 2013, all Executive Directors were made awards under the PLTIP or GPSP. The awards were subject to challenging targets. The 
weightings of these measures are detailed in the table below: 

Executive

Weighting of measures

Group TSR1
IFRS profit 

(Group or business unit)2

Michael McLintock 100% –
Jackie Hunt 50% 50% (business unit target)
Barry Stowe 50% 50% (business unit target)
Mike Wells 50% 50% (business unit target)
All other Executive Directors 50% 50% (Group)

Notes
1	 Group	TSR	is	measured	on	a	ranked	basis	over	three	years	relative	to	peers.	
2	 IFRS	profit	is	measured	on	a	cumulative	basis	over	three	years.

Under the Group TSR measure, 25 per cent of the award vests for TSR at the median of the peer group increasing to full vesting for 
performance within the upper quartile. The peer group for the awards is:

Aegon Aflac AIA AIG
Allianz Aviva AXA Generali
Legal & General Manulife MetLife Munich Re
Old Mutual Prudential Financial Standard Life Sun Life Financial
Swiss Re Zurich Insurance Group

Prudential’s TSR performance during the performance period (1 January 2013 to 31 December 2015) was in the upper quartile of the 
peer group above (ranked 5). The portion of the awards related to TSR therefore vested in full.

Under the IFRS measure, 25 per cent of the award vests for meeting the threshold IFRS profit set at the start of the performance period 
increasing to full vesting for performance at or above the stretch level. The table below illustrates the cumulative performance achieved 
over 2013 to 2015 compared to the Group targets set in 2013: 

Group

Cumulative 
target 

(2013-15)

Cumulative 
achievement 

(2013-15)
Overall 
vesting

IFRS operating profit £8,329 million £10,147 million 100%

The Committee determined that the cumulative IFRS operating profit target established for the PLTIP should be expressed using exchange 
rates consistent with our reported disclosures. All the individual business units exceeded their stretch performance target and achieved 
100 per cent vesting, other than Asia which exceeded plan performance, but not stretch performance, and therefore vested at 95 per cent. 
The individual business unit IFRS targets have not been disclosed as the Committee considers that these are commercially sensitive and 
disclosure of targets at such a granular level would put the Company at a disadvantage compared to its competitors. The Committee will 
keep this disclosure policy under review based on whether, in its view, disclosure would compromise the Company’s competitive position. 

M&G Executive Long-Term Incentive Plan
The phantom share price at vesting for the 2013 M&G Executive Long-Term Incentive Plan award is determined by the increase or 
decrease in M&G’s profitability over the three-year performance period with adjustments for the investment performance of its funds. 
M&G performance and the resulting phantom share price for Michael McLintock are shown below:

Award
3-year profit 

growth of M&G
3-year investment 

performance
2015 phantom 

share price
Value of 

awards vesting 

2013 M&G Executive LTIP 36% 2nd quartile £1.79 £1,991,196
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Prudential Corporation Asia Long-Term Incentive Plan
Tony Wilkey received awards under the Prudential Corporation Asia Long-Term Incentive Plan before he was appointed to the Board, 
which vested during 2015. The Prudential Corporation Asia Long-Term Incentive Plan does not have performance conditions. 

2015 LTIP vesting 
On the basis of the performance of the Group and its business units, and the Committee’s assessment that the awards should vest, 
the vesting of each executive’s LTIP awards are set out below.

Executive
Maximum value of 

award at full vesting1
Percentage of the 

LTIP award vesting 
Number of 

shares vesting5
Value of 

shares vesting1 

Pierre-Olivier Bouée2 £500,638 69.4% 22,993 £347,654
Jackie Hunt2 £1,922,024 100% 127,118 £1,922,024
Penny James £409,994 100% 27,116 £409,994
Michael McLintock3 £760,158 100% 50,275 £760,158
Nic Nicandrou £1,995,522 100% 131,979 £1,995,522
Barry Stowe £2,124,954 97.5% 68,952 £2,071,801
Tidjane Thiam2 £5,552,986 66.7% 244,840 £3,701,981
Mike Wells £4,426,975 100% 147,335 £4,426,975
Tony Wilkey4 £1,750,647 97.5%/100% 118,132 £1,740,350

Notes
1	 Other	than	for	Tony	Wilkey’s	award	which	vested	on	14	September	2015,	the	share	price	used	to	calculate	the	value	of	the	LTIP	awards	which	vest	in	2016	was	the	

average	share	price/ADR	price	for	the	three	months	up	to	31	December	2015,	being	£15.12/£30.05.
2	 Pierre-Olivier	Bouée,	Jackie	Hunt	and	Tidjane	Thiam	left	the	Board	during	2015.	For	details	of	arrangements	in	respect	of	their	long-term	incentive	awards,	please	

see	the	‘Payments	to	Past	Directors’	section.	
3	 This	does	not	include	the	vesting	of	Michael	McLintock’s	M&G	Executive	Long-Term	Incentive	Plan	award.
4	 Tony	Wilkey’s	awards	include	an	award	which	vested	on	14	September	2015	(the	share	price	on	that	date	was	£13.85)	in	addition	to	the	awards	which	vest	in	2016.	
5	 The	number	of	shares	vesting	include	accrued	dividend	shares.	

Malus and clawback policy
During the year the Committee adopted a clawback policy that applies to Executive Directors and members of the GEC. 
A summary of both this policy and the malus policy is set out below. 

Circumstances when the Committee may exercise its 
discretion to apply malus or clawback to an award

Malus (applies in respect of any annual bonus or long-term 
incentive award).

Allows unvested shares awarded under deferred bonus and 
LTIP plans to be forfeited in certain circumstances.

Where a business decision taken during the performance period by 
the participant’s business unit at the time of the decision has resulted 
in a material breach of any law, regulation, code of practice or other 
instrument which applies to companies or individuals within the 
business unit.

There is a materially adverse restatement of the accounts for any 
year during the performance period of (i) the business unit in which 
the participant worked at any time in that year; and/or (ii) any 
member of the Group which is attributable to incorrect information 
about the affairs of that business unit.

Any matter arises which the Committee believes affects or may 
affect the reputation of the Company or any member of the Group.

Clawback (applies in respect of any annual bonuses paid in 
respect of performance in 2015 and subsequent years, and 
the deferred portions of these bonuses. Also applies to 
long-term incentive awards made on or after 1 January 2015).

Allows cash and share awards to be recovered before or after 
release in certain circumstances.

Where at any time before the fifth anniversary of the start of 
the performance period, either (i) there is a materially adverse 
restatement of the Company’s published accounts in respect of 
any financial year which (in whole or part) comprised part of the 
performance period; or (ii) it becomes apparent that a material 
breach of a law or regulation took place during the performance 
period which resulted in significant harm to the Company or 
its reputation.

And the Committee considers it appropriate, taking account of the 
extent of the participants’ responsibility for the relevant restatement 
or breach, that clawback be applied to the relevant participant.
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Pension entitlements
Pension provisions in 2015 were:

Executive 2015 pension arrangement Life assurance provision

Barry Stowe As Chief Executive, PCA: pension supplement in lieu of pension of 
25 per cent of salary and a HK$15,000 payment to the Hong Kong 
Mandatory Provident Fund.

As Chairman & CEO, NABU: pension supplement of 25 per cent of 
salary, part of which is paid as a contribution to an approved US 
retirement plan.

As Chief Executive, PCA, 
four times salary.

As Chairman & CEO, NABU, 
two times salary.

Tony Wilkey Pension supplement in lieu of pension of 25 per cent of salary and a 
HK$10,500 payment to the Hong Kong Mandatory Provident Fund.

Four times salary.

Mike Wells Mike Wells did not qualify for matching contributions when he was 
Chairman & Chief Executive, Jackson, as he was not in that role for 
the qualifying period during 2015.

As Group Chief Executive: pension supplement in lieu of pension 
of 25 per cent of salary.

As Group Chief Executive, 
four times salary plus a 
dependants’ pension.

All other UK-based 
executives 

Pension supplement in lieu of pension of 25 per cent of salary. Up to four times salary plus 
a dependants’ pension.

Michael McLintock previously participated in a contributory defined benefit scheme which was open at the time he joined the Company. 
The scheme provided a target pension of two thirds of final pensionable earnings on retirement for an employee with 30 years or more 
potential service who remained in service to Normal Retirement Date. He is now a deferred member of the scheme. Mr McLintock’s 
Normal Retirement Date under the scheme is age 60, should he claim his deferred pension before this age it will be subject to an actuarial 
reduction. There are no additional benefits payable should Mr McLintock retire early.

At the end of 2015 the transfer value of this entitlement was £1,462,621. This equates to an annual pension of £59,686 which will increase 
broadly in line with inflation in the period before Mr McLintock’s retirement.
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Table of 2015 Executive Director total remuneration ‘The Single Figure’

£000s
2015 

salary

2015 
taxable 

benefits*

2015 
total 

bonus

Of which:

2015 
LTIP 

releases‡

2015 
pension 
benefits§

Total 2015 
remuneration 

‘The Single 
Figure’¶

Amount 
paid in 

cash

Amount 
deferred 

into 
Prudential 

shares†

Pierre-Olivier Bouée1 270 38 – – – 348 68 724
Jackie Hunt2 557 76 1,039 623 416 1,922 139 3,733
Penny James3 200 21 318 191 127 410 50 999
Michael McLintock 394 71 2,128 1,277 851 2,751 98 5,442
Nic Nicandrou4 703 377 1,224 734 490 1,996 176 4,476
Barry Stowe5 729 558 3,281 1,969 1,312 2,072 188 6,828
Tidjane Thiam6 455 44 704 422 282 3,702 114 5,019
Mike Wells7 942 1,283 3,223 1,934 1,289 4,427 156 10,031
Tony Wilkey8 433 402 748 449 299 1,740 109 3,432

Total 4,683 2,870 12,665 7,599 5,066 19,368 1,098 40,684

*	 Benefits	include	(where	provided)	the	cost	of	providing	the	use	of	a	car	and	driver,	medical	insurance,	security	arrangements	and	relocation/expatriate	benefits.
†	The	deferred	part	of	the	bonus	is	subject	to	malus	and	clawback	in	accordance	with	the	Malus	and	Clawback	policies.	
‡	In	line	with	the	regulations,	the	estimated	value	of	LTIP	releases	in	2016	has	been	calculated	based	on	the	average	share/ADR	price	over	the	last	three	months	of	2015	

(£15.12/£30.05).	The	actual	value	of	LTIPs,	based	on	the	share	price	on	the	date	awards	are	released,	will	be	shown	in	the	2016	report.	
§	2015	pension	benefits	include	cash	supplements	for	pension	purposes	and	contributions	into	DC	schemes	as	outlined	on	the	previous	page.
¶	Each	remuneration	element	is	rounded	to	the	nearest	£1,000	and	totals	are	the	sum	of	these	rounded	figures.	Total	remuneration	is	calculated	using	the	

methodology	prescribed	by	Schedule	8	of	the	Companies	Act.

Notes
1	 Pierre-Olivier	Bouée	stepped	down	from	the	Board	on	31	May	2015.	The	remuneration	above	was	paid	in	respect	of	his	service	as	an	Executive	Director.
2	 Jackie	Hunt	stepped	down	from	the	Board	on	3	November	2015.	The	remuneration	shown	above	was	paid	in	respect	of	her	service	as	an	Executive	Director.
3	 Penny	James	was	appointed	to	the	Board	on	1	September	2015.	The	remuneration	above	was	paid	in	respect	of	her	service	as	an	Executive	Director,	other	than	

the	LTIP	releases	which	related	to	her	previous	role.	
4	 Nic	Nicandrou’s	2015	benefits	relate	primarily	to	a	legacy	relocation	clause	in	his	contract	agreed	on	his	appointment	and	disclosed	in	the	2009	Annual	Report.	

The	figure	includes	costs	of	£243,750	to	cover	stamp	duty.
5	 Barry	Stowe’s	2015	benefits	relate	primarily	to	his	expatriate	status	while	he	was	located	in	Hong	Kong	in	his	previous	role	as	Chief	Executive,	PCA,	including	costs	of	

£139,405	for	housing,	£62,586	home	leave	and	a	£152,978	Executive	Director	Location	Allowance.	In	addition,	to	facilitate	his	move	back	to	the	US,	his	benefits	include	
relocation	support	including	costs	of	£110,101	for	relocation,	shipping	and	tax	return	preparation.	His	bonus	figure	excludes	a	contribution	of	£10,404	from	a	profit	
sharing	plan	which	has	been	made	into	a	401(k)	retirement	plan	in	respect	of	his	role	as	Chairman	&	CEO,	NABU.	This	is	included	under	2015	pension	benefits.

6	 Tidjane	Thiam	stepped	down	from	the	Board	on	31	May	2015.	The	remuneration	shown	above	was	paid	in	respect	of	his	service	as	an	Executive	Director.
7	 To	facilitate	his	move	to	the	UK,	Mike	Wells’s	benefits	include	relocation	support	including	an	allowance	of	£200,000	for	relocation	and	shipping,	£177,890	for	

temporary	accommodation,	£513,750	to	cover	stamp	duty	and	£56,604	to	cover	mortgage	interest.
8	 Tony	Wilkey	was	appointed	to	the	Board	on	1	June	2015.	The	remuneration	above	was	paid	in	respect	of	his	service	as	an	Executive	Director,	other	than	the	LTIP	

releases	which	related	to	his	previous	role.	Tony	Wilkey’s	2015	benefits	include	costs	of	£140,134	for	housing	and	a	£214,169	Executive	Director	Location	Allowance.

Table of 2014 Executive Director total remuneration ‘The Single Figure’ 

£000s
2014 

salary

2014 
taxable 

benefits*

2014 
total 

bonus†

Of which:

2014 
LTIP 

releases‡

2014 
pension 
benefits§

Total 2014 
remuneration 

‘The Single 
Figure’¶

Amount 
paid in 

cash

Amount 
deferred 

into 
Prudential 

shares†

Pierre-Olivier Bouée1  473  75  752  451  301  886  118 2,304 
John Foley2  162  24  255  153  102 3,740  41  4,222 
Jackie Hunt  644  163  1,016  610  406 1,687  161  3,671 
Michael McLintock  382  94  2,292  1,375  917  2,865  96  5,729 
Nic Nicandrou  682  96  1,186  712  474 3,488  171  5,623 
Barry Stowe3  665  710  1,046  628  418  3,394  169 5,984 
Tidjane Thiam  1,061  132  2,122  1,273  849  9,838  265  13,418 
Mike Wells4  676  58  4,348  2,609  1,739  7,292  19  12,393 

Total  4,745  1,352  13,017  7,811  5,206  33,190  1,040  53,344 

*	 Benefits	include	(where	provided)	the	cost	of	providing	the	use	of	a	car	and	driver,	medical	insurance,	security	arrangements	and	relocation/expatriate	benefits.	
†	The	deferred	part	of	the	bonus	is	subject	to	malus	in	accordance	with	the	Malus	and	Clawback	policies.	
‡	In	line	with	the	regulations,	the	value	of	the	LTIP	releases	has	been	recalculated	based	on	the	closing	share/ADR	price	on	the	date	awards	were	released,	30	March	2015	

(£16.97/£33.09).	The	value	also	includes	the	cash	payment	relating	to	the	final	dividend	declared	in	March	2015,	approved	at	the	AGM	and	paid	after	the	vesting	date.	
§	2014	pension	benefits	include	cash	supplements	for	pension	purposes	and	contributions	into	DC	schemes.
¶	Each	remuneration	element	is	rounded	to	the	nearest	£1,000	and	totals	are	the	sum	of	these	rounded	figures.	Total	remuneration	is	calculated	using	the	

methodology	prescribed	by	Schedule	8	of	the	Companies	Act.

Notes
1	 Pierre-Olivier	Bouée	was	appointed	to	the	Board	on	1	April	2014.	The	remuneration	above	was	paid	in	respect	of	his	service	as	an	Executive	Director.
2	 John	Foley	stepped	down	from	the	Board	on	1	April	2014.	The	remuneration	above	was	paid	in	respect	of	his	service	as	an	Executive	Director.
3	 Barry	Stowe’s	2014	benefits	relate	primarily	to	his	expatriate	status,	including	costs	of	£217,393	for	housing,	£18,272	for	children’s	education,	£76,319	for	home	leave	

and	a	£340,473	Executive	Director	Location	Allowance.
4	 Mike	Wells’s	bonus	figure	excludes	a	contribution	of	£9,469	from	a	profit	sharing	plan	which	has	been	made	into	a	401(k)	retirement	plan.	This	is	included	under	

2014	pension	benefits.
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Performance graph and table

The chart below illustrates the TSR performance of Prudential, the FTSE 100 and the peer group of international insurers used to 
benchmark the Company’s performance for the purposes of the PLTIP. 

Prudential TSR v FTSE 100 and peer group averages – total return, per cent over seven years to 31 December 2015
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Note
The	peer	group	average	represents	the	average	TSR	performance	of	the	peer	group	currently	used	for	PLTIP	awards	(excluding	companies	not	listed	at	the	start	
of	the	period).

The information in the table below shows the total remuneration for the Group Chief Executive over the same period:

£000 2009 2009 2010 2011 2012 2013 2014 2015 2015

Group Chief Executive M Tucker T Thiam T Thiam T Thiam T Thiam T Thiam T Thiam T Thiam M Wells
Salary, pension and benefits 1,013 286 1,189 1,241 1,373 1,411 1,458 613 1,992
Annual bonus payment 841 354 1,570 1,570 2,000 2,056 2,122 704 1,244
(As % of maximum) (92%) (90%) (97%) (97%) (100%) (99.8%) (100%) (77.3%) (99.7%)
LTIP vesting 1,575 – 2,534 2,528 6,160 5,235 9,838 3,702 4,427
(As % of maximum) (100%) – (100%) (100%) (100%) (100%) (100%) (100%) (100%)
Other payments 308 – – – – – – – –

Group Chief Executive 
Single Figure of total 
remuneration 3,737 640 5,293 5,339 9,533 8,702 13,418 5,019 7,663

Notes
1	 Mark	Tucker	left	the	Company	on	30	September	2009.	Tidjane	Thiam	became	Group	Chief	Executive	on	1	October	2009.	The	figures	shown	for	Tidjane	Thiam’s	

remuneration	in	2009	relate	only	to	his	service	as	Group	Chief	Executive.	
2	 Tidjane	Thiam	left	the	Company	on	31	May	2015.	Mike	Wells	became	Group	Chief	Executive	on	1	June	2015.	The	figures	shown	for	Mike	Wells’s	remuneration	in	

2015	relate	only	to	his	service	as	Group	Chief	Executive.	

Percentage change in remuneration 

The table below sets out how the change in remuneration for the Group Chief Executive between 2014 and 2015 compared to a wider 
employee comparator group: 

Salary Benefits Bonus

Group Chief Executive 1.75% 824.6% (8.2)%
All UK employees 3.3% 17.1% 10%

The employee comparator group used for the purpose of this analysis is all UK employees. This includes employees in the UK Insurance 
Operations business, M&G and Group Head Office, and reflects the average change in pay for employees employed in both 2014 and 2015. 
The salary increase includes uplifts made through the annual salary review as well as any additional changes in the year, for example to 
reflect promotions or role changes. The UK workforce has been chosen as the most appropriate comparator group as it reflects the economic 
environment for the location in which the Group Chief Executive is employed.

The Group Chief Executive’s salary, benefits and bonus percentage change has been calculated by taking the amounts received by 
both Tidjane Thiam and Mike Wells in this role in 2015 and calculating the percentage increase or decrease from the amount received 
by Tidjane Thiam in 2014. Mike Wells was required to relocate to London to assume the Group Chief Executive role and the increase 
in benefits received by the Group Chief Executive role reflects this relocation support.
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Relative importance of spend on pay

The table below sets out the amounts payable in respect of 2014 and 2015 on all employee pay and dividends:

2014 2015
Percentage 

change

All-employee pay (£m) note 1,543 1,475 (4.4)%
Dividends (£m) 945 1,253 32.6%

Note
All-employee	pay	as	taken	from	note	B3.1	to	the	financial	statements.

Long-term incentives awarded in 2015

2015 share-based long-term incentive awards
The table below shows the awards made to Executive Directors in 2015 under share-based long-term incentive plans and the performance 
conditions attached to these awards:

Executive Role

Number of 
shares or 

ADRs 
subject to 

award*
Face value 

of award†

Percentage 
of awards 

released for 
achieving 
threshold 

targets‡

End of 
performance 

period

Weighting of performance conditions

Group 
TSR

IFRS profit

Group Asia US UK

Pierre-Olivier Bouée Group Chief Risk Officer 96,119 £1,622,489 25% 31 Dec 17 50% 50%
Penny James1 Group Chief Risk Officer 24,348 £410,994 25% 31 Dec 17 50% 50%
Jackie Hunt Chief Executive,  

UK & Europe
98,341 £1,659,996 25% 31 Dec 17 50% 50%

Michael McLintock2 Chief Executive, M&G 35,011 £590,986 25% 31 Dec 17 100%
Nic Nicandrou Chief Financial Officer 104,117 £1,757,495 25% 31 Dec 17 50% 50%
Barry Stowe3 Chief Executive, PCA 56,970 £1,881,728 25% 31 Dec 17 50% 50%

Chairman & CEO, NABU 25,334 £833,637 25% 31 Dec 17 50% 50%
Tony Wilkey3,4 Chief Executive, 

Insurance, Asia
21,091
42,183

£712,049
£356,016

25%
n/a

31 Dec 17
n/a

50% 50%

Chief Executive, PCA 29,008 £473,701 25% 31 Dec 17 50% 50%
Mike Wells3 President & CEO, JNL 104,611 £3,455,319 25% 31 Dec 17 50% 50%

Group Chief Executive 15,066 £495,759 25% 31 Dec 17 50% 50%

*	 Awards	over	shares	were	awarded	to	all	Executive	Directors	other	than	Barry	Stowe	and	Mike	Wells	whose	awards	were	over	ADRs.	
†	Awards	for	Executive	Directors	are	calculated	based	on	the	average	share	price	over	the	three	dealing	days	prior	to	the	grant	date.	Annual	awards	were	granted	on	

31	March	2015	(using	a	share	price	of	£16.88	and	an	ADR	price	of	£33.03)	and	additional	awards	were	granted	on	1	June	2015	(using	a	share	price	of	£16.33	and	an	ADR	
price	of	£32.91).

‡	The	percentage	of	award	released	for	achieving	maximum	targets	is	100	per	cent.

Notes
1	 Penny	James’	award	was	made	before	she	was	appointed	to	the	Board.
2	 PLTIP	awards	made	to	the	Chief	Executive,	M&G	are	subject	only	to	the	TSR	performance	condition.	The	IFRS	profit	of	M&G	is	a	performance	condition	under	

the	M&G	Executive	LTIP.	
3	 Barry	Stowe,	Tony	Wilkey	and	Mike	Wells	received	additional	awards	following	the	changes	to	their	roles.	These	awards	were	based	on	a	pro-rated	total	2015	

award	in	line	with	their	revised	salaries	using	the	average	share	price	over	the	three	dealing	days	prior	to	the	grant	date.
4	 Tony	Wilkey's	first	two	2015	awards	were	made	before	he	was	appointed	to	the	Board.	One	award	was	made	under	the	Prudential	LTIP	and	the	other	under	

the	PCA	LTIP.	The	latter	has	no	performance	conditions.	All	future	awards	will	be	made	under	the	Prudential	LTIP.

Group total shareholder return (TSR) performance will be measured on a ranked basis. 25 per cent of the award will vest for TSR 
performance at the median of the peer group, increasing to full vesting for performance at the upper quartile. The peer group for 2015 
awards is the same for 2013 awards as detailed on page 114.

Performance ranges for IFRS operating profit measured on a cumulative basis over three years are set at the start of the performance 
period. Due to commercial sensitivities these are not published in advance but Group targets will be disclosed when awards vest.

2015 cash long-term incentive awards
In addition to his PLTIP award, Michael McLintock receives an annual cash-settled award under the M&G Executive LTIP. In 2015, 
he received the following award: 

Executive Role

Face value
of award

(% of 
salary)

Face value
of award

Percentage
of award

released for
achieving
threshold

target

End of
performance

period

Michael McLintock Chief Executive, M&G 300% £1,182,000 See note 31 Dec 17

Note
The	value	of	the	award	on	vesting	will	be	based	on	the	profitability	and	investment	performance	of	M&G	over	the	performance	period	as	described	in	the	Directors’	
remuneration	policy.
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Non-executive Director remuneration in 2015

Chairman’s fees 
As reported in last year's report, the annual fee paid to the Chairman, Paul Manduca, was increased from £600,000 to £700,000 with 
effect from 1 July 2015 to recognise the increased demands of the role. This fee will next be reviewed in 2016. 

Non-executive Director fees
An increase of around 1.5 per cent was made to the basic Non-executive Director fee with effect from 1 July 2015. As the fees for 
membership of the Audit, Remuneration and Risk Committees had remained unchanged since 2011, an increase of 10 per cent was made 
to the membership fee for these Committees. There have been no changes to the Committee Chair or Senior Independent Director fees. 
The revised fees are shown below:

Annual fees

From 
1 July 2014

(£)	

From
1 July 2015

(£)	

Basic fee 92,500 94,000
Additional fees:
Audit Committee Chairman 70,000 70,000
Audit Committee member 25,000 27,500
Remuneration Committee Chairman 60,000 60,000
Remuneration Committee member 25,000 27,500
Risk Committee Chairman 65,000 65,000
Risk Committee member 25,000 27,500
Nomination Committee member 10,000 10,000
Senior Independent Director 50,000 50,000

Note
If,	in	a	particular	year,	the	number	of	meetings	is	materially	greater	than	usual,	the	Company	may	determine	that	the	provision	of	additional	fees	is	fair	and	
reasonable.

The resulting fees paid to Non-executive Directors are:

£000s 2015 fees 2014 fees
2015 taxable 

benefits*
2014 taxable 

benefits*

Total 2015 
remuneration:

 ‘The Single 
Figure’†

Total 2014 
remuneration:

 ‘The Single 
Figure’ †

Chairman
Paul Manduca 650 600 78 114 728 714
Non-executive Directors
Howard Davies 195 191 – – 195 191
Ann Godbehere 200 196 – – 200 196
Alistair Johnston 120 116 – – 120 116
David Law1 36 – – – 36 –
Kai Nargolwala 146 141 – – 146 141
Anthony Nightingale 147 116 – – 147 116
Philip Remnant 206 201 – – 206 201
Alice Schroeder 120 116 – – 120 116
Lord Turnbull2 70 186 – – 70 186
Lord Turner3 36 – 36 –

Total 1,926 1,863 78 114 2,004 1,977

*	 Benefits	include	the	cost	of	providing	the	use	of	a	car	and	driver,	medical	insurance	and	security	arrangements.	
†	Each	remuneration	element	is	rounded	to	the	nearest	£1,000	and	totals	are	the	sum	of	these	rounded	figures.	Total	remuneration	is	calculated	using	the	

methodology	prescribed	by	Schedule	8	of	the	Companies	Act.	The	Chairman	and	Non-executive	Directors	are	not	entitled	to	participate	in	annual	bonus	plans	
or	long-term	incentive	plans.

Notes
1	 David	Law	was	appointed	to	the	Board	on	15	September	2015.
2	 Lord	Turnbull	retired	from	the	Board	on	14	May	2015.
3	 Lord	Turner	was	appointed	to	the	Board	on	15	September	2015.
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Statement of directors’ shareholdings

The interests of directors in ordinary shares of the Company are set out below. ‘Beneficial interest’ includes shares owned outright, shares 
acquired under the Share Incentive Plan and deferred annual incentive awards, detailed in the ‘Supplementary information’ section. 
It is only these shares that count towards the share ownership guidelines. 

01/01/2015 
(or on date of 
appointment) During 2015 31/12/2015 (or on date of retirement) Share ownership guideline

Total 
beneficial 

interest 
(number	

of	shares)

Number 
of shares

 acquired 

Number 
of shares 
disposed

Total 
beneficial 

interest* 
(number	

of	shares)

Number 
of shares 

subject to 
performance 

conditions† 

Total 
interest 

in shares

Share 
ownership 

guideline‡ 
(%	of	

salary/fee)	

Beneficial 
interest as a 
percentage 

of basic 
salary/

basic fees§

Chairman
Paul Manduca 42,500 – – 42,500 – 42,500 100% 93%
Executive Directors
Pierre-Olivier Bouée1 81,630 74,690 62,747 93,573 249,458 343,031 n/a n/a
Jackie Hunt2 86,788 123,458 99,082 111,164 328,881 440,045 n/a n/a
Penny James3 14,373 127 – 14,500 79,808 94,308 200% 37%
Michael McLintock 443,744 109,687 342,547 210,884 126,185 337,069 200% 819%
Nic Nicandrou 289,809 232,623 257,213 265,219 359,046 624,265 200% 578%
Barry Stowe4 284,288 231,744 269,376 246,656 410,698 657,354 200% 525%
Tidjane Thiam5 690,867 641,139 679,460 652,546 675,334 1,327,880 n/a n/a
Mike Wells6 445,580 554,975 535,270 465,285 751,778 1,217,063 350% 666%
Tony Wilkey7 152,471 37,121 – 189,592 358,024 547,616 200% 391%
Non-executive Directors
Howard Davies 8,521 209 – 8,730 – 8,730 100% 142%
Ann Godbehere 15,914 – – 15,914 – 15,914 100% 259%
Alistair Johnston 10,000 – – 10,000 – 10,000 100% 163%
David Law8 – 3,327 – 3,327 – 3,327 100% 54%
Kaikhushru Nargolwala 50,000 – – 50,000 – 50,000 100% 814%
Anthony Nightingale 30,000 – – 30,000 – 30,000 100% 489%
Philip Remnant 5,816 – – 5,816 – 5,816 100% 95%
Alice Schroeder9 2,500 6,000 – 8,500 – 8,500 100% 138%
Lord Turnbull10 16,624 – – 16,624 – 16,624 n/a n/a
Lord Turner11 – 2,000 – 2,000 – 2,000 100% 33%

*	 There	were	no	changes	of	Executive	Directors’	interests	in	ordinary	shares	between	31	December	2015	and	7	March	2016	with	the	exception	of	the	UK-based	
Executive	Directors	due	to	their	participation	in	the	monthly	Share	Incentive	Plan	(SIP).	Michael	McLintock	acquired	a	further	29	shares	in	the	SIP,	Nic	Nicandrou	
acquired	a	further	29	shares	in	the	SIP	and	Mike	Wells	acquired	a	further	30	shares	in	the	SIP	during	this	period.

†	Further	information	on	share	awards	subject	to	performance	conditions	are	detailed	in	the	‘share-based	long-term	incentive	awards’	section	of	the	Supplementary	
information.

‡	Holding	requirement	of	the	Articles	of	Association	(2,500	ordinary	shares)	must	be	obtained	within	one	year	of	appointment	to	the	Board.	The	increased	guidelines	
for	Executive	Directors	were	introduced	with	effect	from	January	2013.	Executive	Directors	have	five	years	from	this	date	(or	date	of	joining	or	role	change,	if	later)	to	
reach	the	enhanced	guideline.	The	guideline	for	Non-executive	Directors	was	introduced	on	1	July	2011.	Non-executive	Directors	have	three	years	from	their	date	of	
joining	to	reach	the	guideline.	

§	Based	on	the	closing	price	on	31	December	2015	(£15.31).	Where	applicable,	all	directors	are	in	compliance	with	the	share	ownership	guideline.	
The	Company	and	its	directors,	chief	executives	and	shareholders	have	been	granted	a	partial	exemption	from	the	disclosure	requirements	under	part	XV	of	the	
SFO.	As	a	result	of	this	exemption,	directors,	chief	executives	and	shareholders	do	not	have	an	obligation	under	the	SFO	to	notify	the	Company	of	shareholding	
interests,	and	the	Company	is	not	required	to	maintain	a	register	of	directors’	and	chief	executives’	interests	under	section	352	of	the	SFO,	nor	a	register	of	interests	
of	substantial	shareholders	under	section	336	of	the	SFO.	The	Company	is,	however,	required	to	file	with	the	Hong	Kong	Stock	Exchange	any	disclosure	of	interests	
notified	to	it	in	the	United	Kingdom.

Notes
1	 Pierre-Olivier	Bouée	stepped	down	from	the	Board	on	31	May	2015.	Total	interests	in	shares	are	shown	as	at	this	date.	
2	 Jackie	Hunt	stepped	down	from	the	Board	on	3	November	2015.	Total	interests	in	shares	are	shown	as	at	this	date.
3	 Penny	James	was	appointed	to	the	Board	on	1	September	2015.	Total	interests	in	shares	are	shown	from	this	date.	
4	 For	the	1	January	2015	figure	Barry	Stowe’s	beneficial	interest	in	shares	is	made	up	of	142,144	ADRs	(representing	284,288	ordinary	shares),	(8,513.73	of	these	ADRs	

are	held	within	an	investment	account	which	secures	premium	financing	for	a	life	assurance	policy).	For	the	31	December	2015	figure	the	beneficial	interest	in	
shares	is	made	up	of	123,328	ADRs	(representing	246,656	ordinary	shares).

5	 Tidjane	Thiam	stepped	down	from	the	Board	on	31	May	2015.	Total	interests	in	shares	are	shown	as	at	this	date.
6	 For	the	1	January	2015	figure	Mike	Wells’	beneficial	interest	in	shares	is	made	up	of	222,790	ADRs	(representing	445,580	ordinary	shares).	For	the	31	December	2015	

figure	his	beneficial	interest	in	shares	is	made	up	of	232,594	ADRs	(representing	465,188	ordinary	shares)	and	97	ordinary	shares.	
7	 Tony	Wilkey	was	appointed	to	the	Board	on	1	June	2015.	Total	interests	in	shares	are	shown	from	this	date.
8	 David	Law	was	appointed	to	the	Board	on	15	September	2015.	Total	interests	in	shares	are	shown	from	this	date.	
9	 For	the	1	January	2015	figure	Alice	Schroeder’s	beneficial	interest	in	shares	is	made	up	of	1,250	ADRs	(representing	2,500	ordinary	shares).	For	the	31	December	2015	

figure	her	beneficial	interest	in	shares	is	made	up	of	4,250	ADRs	(representing	8,500	ordinary	shares).
10	 Lord	Turnbull	stepped	down	from	the	Board	on	14	May	2015.	Total	interests	in	shares	are	shown	as	at	this	date.
11	 Lord	Turner	was	appointed	to	the	Board	on	15	September	2015.
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Annual report on remuneration continued

Outstanding share options

The following table sets out the share options held by the directors in the UK Savings-Related Share Option Scheme (SAYE) as at the end 
of the period. No other directors held shares in any other option scheme.

Date
 of grant

Exercise
 price 

(pence)

Market
 price at

31 Dec 
2015

(pence)

Exercise period Number of options

Beginning End
Beginning 

of period Granted Exercised Cancelled Forfeited Lapsed
End of 
period

Pierre-Olivier Bouée 23 Sep 14 1,155 1,531 01 Dec 17 31 May 18 1,558 – – – – 1,558 –
Jackie Hunt 23 Sep 14 1,155 1,531 01 Dec 17 31 May 18 1,558 – – – – – 1,558
Penny James 21 Sep 12 629 1,531 01 Dec 15 31 May 16 858 – – – – – 858
Penny James 22 Sep 15 1,111 1,531 01 Dec 18 31 May 19 –  1,620 – – – – 1,620
Michael McLintock 23 Sep 14 1,155 1,531 01 Dec 19 31 May 20 2,622 – – – – – 2,622
Nic Nicandrou 16 Sep 11 466 1,531 01 Dec 16 31 May 17 3,268 – – – – – 3,268
Nic Nicandrou 23 Sep 14 1,155 1,531 01 Dec 19 31 May 20 1,311 – – – – – 1,311
Tidjane Thiam 16 Sep 11 466 1,531 01 Dec 14 29 May 15 965 – 965 – – – –
Tidjane Thiam 20 Sep 13 901 1,531 01 Dec 16 31 May 17 499 – – – – 499 –
Tidjane Thiam 23 Sep 14 1,155 1,531 01 Dec 17 31 May 18 1,168 – – – – 1,168 –
Mike Wells 22 Sep 15 1,111 1,531 01 Dec 18 31 May 19 – 1,620 – – – – 1,620

Notes
1	 A	gain	of	£11,880.43	was	made	by	directors	in	2015	on	the	exercise	of	SAYE	options.	
2	 No	price	was	paid	for	the	award	of	any	option.	
3	 The	highest	and	lowest	closing	share	prices	during	2015	were	1,752	pence	and	1,330.5	pence	respectively.
4	 All	exercise	prices	are	shown	to	the	nearest	pence.
5	 Pierre-Olivier	Bouée	and	Tidjane	Thiam	participated	in	the	plan	during	their	time	as	Executive	Directors	and	their	options	lapsed	following	the	cessation	of	their	

employment.
6	 Jackie	Hunt	participated	in	the	plan	during	her	time	as	an	Executive	Director.

Directors’ terms of employment and external appointments

The Directors' remuneration policy contains further details of the terms included in Executive Director service contracts. Details of the 
service contracts of each Executive Director are outlined in the table below.

Subject to the Group Chief Executive’s or the Chairman’s approval, Executive Directors are able to accept external appointments as 
non-executive directors of other organisations. Fees payable are retained by the Executive Directors.

Service contracts External appointment

Date of contract
Notice period 

to the Company
Notice period 

from the Company

External 
appointment 

during 2015

Fee received in the 
period the Executive 

Director was a 
Group director 

Executive Directors
Pierre-Olivier Bouée1 6 August 2013 12 months 12 months – –
Jackie Hunt2 25 April 2013 12 months 12 months Yes £25,833
Penny James3 13 August 2015 12 months 12 months Yes £22,333
Michael McLintock 21 November 2001 6 months 12 months Yes £70,000
Nic Nicandrou 26 April 2009 12 months 12 months – –
Barry Stowe 18 October 2006 12 months 12 months – –
Tidjane Thiam4 20 September 2007 12 months 12 months Yes £71,700
Mike Wells 21 May 2015 12 months 12 months – –
Tony Wilkey3 1 June 2015 12 months 12 months – –

Other	directors	served	on	the	boards	of	educational,	charitable	and	cultural	organisations	without	receiving	a	fee	for	these	services.

Notes
1	 Pierre-Olivier	Bouée	stepped	down	from	the	Board	on	31	May	2015.
2	 Jackie	Hunt	stepped	down	from	the	Board	on	3	November	2015.
3	 Penny	James	and	Tony	Wilkey	were	appointed	to	the	Board	on	1	September	2015	and	1	June	2015	respectively.
4	 Tidjane	Thiam	stepped	down	from	the	Board	on	31	May	2015.
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Letters of appointment of the Chairman and Non-executive Directors
The Directors' remuneration policy contains further details on Non-executive Directors’ letters of appointment. Details of their individual 
appointments are outlined below: 

Chairman/Non-executive Director
Appointment 

by the Board

Initial election 
by shareholders 

at the AGM Notice period

Expiration of the 
current term of 

appointment

Chairman
Paul Manduca1 15 October 2010 AGM 2011 12 months AGM 2018
Non-executive Directors
Philip Remnant 1 January 2013 AGM 2013 6 months AGM 2016
Howard Davies 15 October 2010 AGM 2011 6 months AGM 2017
Ann Godbehere2 2 August 2007 AGM 2008 6 months AGM 2016
Alistair Johnston3 1 January 2012 AGM 2012 6 months AGM 2018
David Law 15 September 2015 AGM 2016 6 months AGM 2019
Kai Nargolwala 1 January 2012 AGM 2012 6 months AGM 2018
Anthony Nightingale 1 June 2013 AGM 2014 6 months AGM 2017
Alice Schroeder 10 June 2013 AGM 2014 6 months AGM 2017
Lord Turner 15 September 2015 AGM 2016 6 months AGM 2019

Notes
1	 Paul	Manduca	was	appointed	as	Chairman	on	2	July	2012.
2	 Ann	Godbehere	was	reappointed	in	2015	for	one	year.	
3	 Alistair	Johnston	will	retire	from	the	Board	at	the	Annual	General	Meeting	on	19	May	2016.

Recruitment arrangements

In making decisions about the remuneration arrangements for those joining the Board, the Committee worked within the Directors’ 
remuneration policy approved by shareholders and was mindful of:

 — The skills, knowledge and experience that each new Executive Director brought to the Board;

 — The need to support the relocation of executives to enable them to assume their roles; and

 — Its commitment to honour legacy arrangements.

Appointing high-calibre executives to the Board and to different roles on the Board is necessary to ensure the Company is well positioned 
to develop and implement its strategy and deliver long-term value. As the Company operates in an international marketplace for talent, 
the best internal and external candidates are sometimes asked to move location to assume their new roles. Where this happens, the 
Company will offer relocation support. The support offered will depend on the circumstances of each move but may include shipping 
services, the provision of temporary accommodation and other housing benefits. Executives may receive support with the preparation 
of tax returns, but no current Executive Director is tax equalised. 

Barry Stowe and Mike Wells changed Board roles during the year. As both these changes resulted in those Executive Directors relocating 
to enable them to assume their roles, relocation support in line with the approved Directors’ remuneration policy was provided. Details of 
this support are included in the notes to the 2015 Single Figure table. 

During the year, a relocation payment was made to Nic Nicandrou in line with a commitment made to him when he joined the Company 
in 2009 (and disclosed in the 2009 annual report on remuneration). Details of this payment are included in the notes to the 2015 Single 
Figure table.

Penny James and Tony Wilkey were promoted to the Board during the year. Their outstanding share awards under deferred bonus plans 
and long-term incentives awarded before their appointment to the Board will continue to vest on the normal timescale and subject to the 
original conditions. 

In addition, each of Barry Stowe, Mike Wells and Tony Wilkey received an additional LTIP award following the changes to their roles as 
detailed in the ‘Long-term incentives awarded in 2015’ table. 

Payments to past directors and payments for loss of office

During the year, the Committee considered the application of the Company's payments on loss-of-office policy. The objective was to ensure 
that the application of the policy was aligned to individual circumstances and ensure there was no reward for failure. The Committee's 
approach when exercising its discretion under the policy is to be mindful of the particular circumstance of the departure and the 
contribution the individual had made to the Group.
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Annual report on remuneration continued

Pierre-Olivier Bouée 
Pierre-Olivier Bouée stepped down from the Board on 31 May 2015. Pierre-Olivier did not receive a loss-of-office payment. His remuneration 
arrangements were in line with the approved Directors' remuneration policy and disclosed in stock exchange announcements and the 
remuneration he received in respect of his services as an Executive Director is set out in the 2015 Single Figure table. 

Following his retirement from the Board, Pierre-Olivier received £72,850 in respect of salary, benefits and pension for the period from the 
date he ceased to be a director to his termination date on 30 June 2015 in accordance with his contract of employment. His deferred 
bonus awards will be released in accordance with the plan rules and remain subject to malus provisions. Pierre-Olivier did not receive a 
2015 bonus. In line with market practice, the Group paid the professional legal fees incurred by him in respect of finalising his termination 
arrangements, which amounted to £7,551. In addition, in consideration of agreeing to a confidentiality clause, Pierre-Olivier received £1,000.

The Committee also exercised its discretion in accordance with the approved Directors’ remuneration policy and determined that 
Pierre-Olivier should be allowed to retain his unvested PLTIP awards granted in 2013 and 2014, but his PLTIP awards granted in 2015 
should lapse. The 2013 and 2014 awards will vest in accordance with the original timetable, remain subject to malus provisions and were 
pro-rated for service.

Jackie Hunt
Jackie Hunt stepped down from the Board on 3 November 2015. Jackie did not receive a loss-of-office payment. Her remuneration 
arrangements were in line with the approved Directors' remuneration policy and disclosed in stock exchange announcements and the 
remuneration she received in respect of her services as an Executive Director is set out in the 2015 Single Figure table. 

Following her retirement from the Board, Jackie received £133,924 in respect of salary, benefits and pension for the period from the date 
she ceased to be a director to the end of the year in accordance with her contract of employment. Her deferred bonus awards will be 
released in accordance with the plan rules and remain subject to malus provisions. In line with market practice, the Group paid the 
professional legal fees incurred by her in respect of finalising her termination arrangements, which amounted to £17,400. 

In addition, recognising her contribution to the Company's success, the Committee determined that Jackie should be awarded a bonus 
in respect of the 2015 performance year which was calculated in the usual way. Sixty per cent of this bonus will be paid in 2016 and 
40 per cent will be deferred in shares for three years, subject to malus and clawback provisions. 

The Committee also exercised its discretion in accordance with the approved Directors’ remuneration policy and determined that Jackie 
should be allowed to retain her unvested GPSP and PLTIP awards granted in 2013 and 2014, but her PLTIP awards granted in 2015 should 
lapse. The 2013 and 2014 awards will vest in accordance with the original timetable, remain subject to malus and were pro-rated for service. 

Tidjane Thiam 
Tidjane Thiam stepped down from the Board on 31 May 2015. Tidjane did not receive a loss-of-office payment. His remuneration 
arrangements were in line with the approved Directors' remuneration policy and disclosed in stock exchange announcements and the 
remuneration he received in respect of his services as an Executive Director is set out in the 2015 Single Figure table. 

Tidjane's deferred bonus awards will be released in accordance with the plan rules and remain subject to malus provisions. In line with 
market practice, the Group paid the professional legal fees incurred by him in respect of finalising his termination arrangements, which 
amounted to £14,121. In addition, in consideration of agreeing to a confidentiality clause, Tidjane received £1,000.

In addition, recognising his contribution to the Company's success, the Committee determined that Tidjane should be awarded a bonus 
in respect of the 2015 performance year which was calculated in the usual way and pro-rated for service to 31 May 2015. Sixty per cent 
of this bonus will be paid in 2016 and 40 per cent will be deferred in shares for three years, subject to malus and clawback provisions. 

The Committee also exercised its discretion in accordance with the approved Directors’ remuneration policy and determined that 
Tidjane should be allowed to retain his unvested PLTIP awards granted in 2013 and 2014. The 2013 and 2014 awards will vest in 
accordance with the original timetable, remain subject to malus provisions and were pro-rated for service. Tidjane did not receive 
a 2015 long-term incentive award. 

Rob Devey
Rob Devey’s employment with the Group ended on 31 October 2013. The 2013 Directors’ remuneration report provided details of the 
remuneration arrangements that would apply to Rob after his resignation. As set out in the section ‘Remuneration in respect of performance 
in 2015’ the performance conditions attached to Rob’s 2013 PLTIP awards were met in full and 100 per cent of these awards will be released 
in 2016. These awards were pro-rated for service (10 of 36 months) and the details of the release are set out below. This represents the 
last long-term incentive award which Rob had outstanding under the Company’s remuneration plans.

Number of shares vesting1 Value of share vesting2 

34,914 £527,900

Notes
1	 The	number	of	shares	vesting	include	accrued	dividend	shares.	
2	 The	share	price	used	to	calculate	the	value	was	the	average	share	price	for	the	three	months	up	to	31	December	2015,	being	£15.12.
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Other directors
A number of former directors receive retiree medical benefits for themselves and their partner (where applicable). This is consistent 
with other senior members of staff employed at the same time. A de minimis threshold of £10,000 has been set by the Committee; 
any payments or benefits provided to a past director under this amount will not be reported.

Statement of voting at general meeting

At the 2015 Annual General Meeting, shareholders were asked to vote on the 2014 Directors’ remuneration report.

This resolution received a significant vote in favour by shareholders and the Committee is grateful for this support and endorsement 
by our shareholders. The votes received were:

Resolution
Votes

for
% of votes

cast
Votes

against
% of votes

cast
Total votes

cast
Votes

withheld

To approve the Directors’ remuneration report 1,711,107,495 93.81 112,901,645 6.19 1,824,009,140 124,526,722

Statement of implementation in 2016

Executive Directors
Executive Directors’ remuneration packages were reviewed in 2015, with changes effective from 1 January 2016. When the Committee took 
these decisions, it considered the salary increases awarded to other employees in 2015 and the expected increases in 2016. The external 
market reference points used to provide context to the Committee were identical to those used for 2015 salaries. 

All Executive Directors received a salary increase of 1 per cent. The 2016 salary increase budgets for other employees across our 
business units were between 3 per cent and 6.5 per cent. No changes have been made to executives’ maximum opportunities under 
either the annual incentive or the long-term incentive plans. 

As part of the implementation of Solvency II, part of Executive Directors’ 2016 bonuses will be determined by the achievement of Solvency II 
surplus targets. This metric will replace the IGD capital surplus measure (part of the Solvency I framework). The Solvency II measure will 
operate alongside the economic capital targets introduced in 2015. Otherwise no changes are proposed to the performance measures 
for the 2016 annual incentive plan nor for the 2016 long-term incentive awards.

Also, as part of the implementation of Solvency II, the weightings of Penny James’s AIP performance targets (with effect from 2016) have 
been changed so that 50 per cent relate to financial targets, 30 per cent relate to functional targets and 20 per cent relate to personal 
targets. 

John Foley was appointed Chief Executive of Prudential UK & Europe and Executive Director of Prudential plc with effect from 
19 January 2016. His basic salary for 2016 will be £750,000. He will have a maximum AIP opportunity of 180 per cent of base salary, with 
40 per cent of any bonus deferred into the Company’s shares. Long-term incentive awards will be 250 per cent of base salary. John’s 
service contract contains a notice provision under which either party may terminate upon 12 months’ notice.

Michael McLintock will retire as Chief Executive of M&G Investments and as an Executive Director of Prudential plc later this year. 
He will be succeeded by Anne Richards. Anne’s basic salary will be £400,000. She will have a maximum AIP opportunity of the lower of 
0.75 per cent of M&G’s IFRS profit or 600 per cent of base salary. Forty per cent of any bonus will be deferred into the Company’s shares. 
Long-term incentive awards will be 150 per cent of base salary under the PLTIP and 300 per cent of salary under the M&G Executive Long 
Term Incentive Plan. Any unvested share awards that Anne forfeits as a consequence of joining the Group will be replaced on a like-for-like 
basis, with replacement awards released in accordance with the original vesting timeframe attached to the forfeited awards. Anne’s service 
contract contains a notice provision under which either party may terminate upon 12 months’ notice.

Non-executive Directors
Non-executive Directors' fees were reviewed in 2015 with changes effective from 1 July 2015 as set out in the ‘Non-executive fee’ section. 
The next review will be effective 1 July 2016.

As set out in the report of the Nomination Committee, the appointment of chairmen of the boards of M&G Limited and Prudential Corporation 
Asia Limited has been proposed. The Remuneration Committee has approved a fee of £250,000 per annum for each of these roles, fixed 
for a period of two years from the date of the appointment. The fee for the chair of Prudential Corporation Asia Limited will be payable 
in Hong Kong dollars using an exchange rate fixed on the date of appointment.

Signed on behalf of the Board of Directors

Anthony Nightingale, CMG SBS JP
Chairman of the Remuneration Committee
8 March 2016

Paul Manduca
Chairman
8 March 2016
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Directors’ outstanding long-term incentive awards

Share-based long-term incentive awards

Plan
name

Year of
award

Conditional 
share awards 

outstanding 
at 1 Jan 2015

 
(Number	

of	shares)

Conditional 
awards 
in 2015

(Number	
of	shares)

Market
 price at 

date of 
award

(pence)

Dividend 
equivalents on 

vested shares
(note	2)

(Number	
of	shares	
released)	

Rights 
exercised 

in 2015

Rights
 lapsed 
in 2015

Conditional 
share awards 

outstanding at 
31 Dec 2015

(Number	
of	shares)

Date of
end of

performance
period

Penny James GPSP 2012 37,925 678 3,351 37,925 – 31 Dec 14
PLTIP 2013 25,181 1,203 25,181 31 Dec 15
PLTIP 2014 30,279 1,317 30,279 31 Dec 16
PLTIP 2015 24,348 1,672 24,348 31 Dec 17

93,385 24,348 3,351 37,925 79,808

Michael McLintock GPSP 2012 47,079 678 4,163 47,079 – 31 Dec 14
PLTIP 2013 46,687 1,203 46,687 31 Dec 15
PLTIP 2014 44,487 1,317 44,487 31 Dec 16
PLTIP 2015 35,011 1,672 35,011 31 Dec 17

138,253 35,011 4,163 47,079 126,185

Nic Nicandrou GPSP 2012 185,374 678 16,399 185,374 – 31 Dec 14
PLTIP 2013 122,554 1,203 122,554 31 Dec 15
PLTIP 2014 132,375 1,317 132,375 31 Dec 16
PLTIP 2015 104,117 1,672 104,117 31 Dec 17

440,303 104,117 16,399 185,374 359,046

Barry Stowe1 GPSP 2012 95,642 678 8,516 95,642 – 31 Dec 14
BUPP 2012 95,642 678 8,000 89,864 5,778 – 31 Dec 14
PLTIP 2013 131,266 1,203 131,266 31 Dec 15
PLTIP 2014 114,824 1,317 114,824 31 Dec 16
PLTIP 2015 113,940 1,672 113,940 31 Dec 17
PLTIP 2015 50,668 1,611.5 50,668 31 Dec 17

437,374 164,608 16,516 185,506 5,778 410,698

Mike Wells1 GPSP 2012 199,256 678 17,742 199,256 – 31 Dec 14
BUPP 2012 199,256 678 17,742 199,256 – 31 Dec 14
PLTIP 2013 273,470 1,203 273,470 31 Dec 15
PLTIP 2014 238,954 1,317 238,954 31 Dec 16
PLTIP 2015 209,222 1,672 209,222 31 Dec 17
PLTIP 2015 30,132 1,611.5 30,132 31 Dec 17

910,936 239,354 35,484 398,512 751,778

Tony Wilkey3 GPSP 2012 33,272 663.5 2,940 33,272 – 31 Dec 14
PCA LTIP 2012 66,008 663.5 66,008 – 31 Dec 14
PCA LTIP 2012 35,926 854 35,926 – 31 Dec 14
PLTIP 2013 25,244 1,203 25,244 31 Dec 15
PCA LTIP 2013 55,705 1,203 55,705 31 Dec 15
PCA LTIP 2013 47,182 1,178 47,182 31 Dec 15
PLTIP 2014 22,935 1,317 22,935 31 Dec 16
PCA LTIP 2014 45,870 1,317 45,870 31 Dec 16
PCA LTIP 2014 68,806 1,317 68,806 31 Dec 17
PLTIP 2015 21,091 1,672 21,091 31 Dec 17
PCA LTIP 2015 42,183 1,672 42,183 31 Dec 17
PLTIP 2015 29,008 1,611.5 29,008 31 Dec 17

400,948 92,282 2,940 135,206 358,024

Notes
1	 The	awards	for	Barry	Stowe	and	Mike	Wells	were	made	in	ADRs	(1	ADR	=	2	ordinary	shares).	The	figures	in	the	table	are	represented	in	terms	of	ordinary	shares.
2	 A	DRIP	dividend	equivalent	was	accumulated	on	these	awards.	
3	 The	PCA	LTIP	is	an	arrangement	for	executives	and	senior	management	of	PCA.	Tony	Wilkey	was	a	participant	of	this	plan	until	his	appointment	to	the	Board	

on	1	June	2015	and	will	no	longer	be	eligible	to	new	awards	from	this	date.

Supplementary information
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Business-specific cash-based long-term incentive plans
 

Year of
initial award

Face value 
of conditional 
share awards 

outstanding at 
1 January 2015

£000

Conditionally 
awarded 

in 2015
£000

Payments 
made 

in 2015
£000

Face value 
of conditional 
share awards 

outstanding at 
31 December 

2015
£000

Date of end of 
performance 

period

Michael McLintock
M&G Executive LTIP 2012 953 1,973 – 31 Dec 14
M&G Executive LTIP 2013 1,112 1,112 31 Dec 15
M&G Executive LTIP 2014 1,146 1,146 31 Dec 16
M&G Executive LTIP 2015 1,182 1,182 31 Dec 17

Total payments made in 2015 1,973

Note
Under	the	M&G	Executive	LTIP,	the	value	of	each	unit	at	award	is	£1.	The	value	of	units	changes	based	on	M&G’s	profit	growth	and	investment	performance	over	
the	performance	period.	For	the	2012	award	of	952,960	units,	the	unit	price	at	the	end	of	the	performance	period	was	£2.07,	which	resulted	in	a	payment	of	£1,972,627	
to	Michael	McLintock	in	2015.	For	the	2013	award	of	1,112,400	units,	the	unit	price	at	the	end	of	the	performance	period	was	£1.79,	which	will	result	in	a	payment	of	
£1,991,196	to	Michael	McLintock	in	2016.	

Other share awards

The table below sets out Executive Directors’ deferred bonus share

Year of
 grant

Conditional
 share awards 

outstanding 
at 1 Jan 2015

(Number	
of	shares)

Conditionally 
awarded 

in 2015

(Number	
of	shares)

Dividends
accumulated

in 2015
(note	2	and	3)	

(Number	
of	shares)

Shares
 released 

in 2015

(Number	
of	shares)

Conditional 
share awards 

outstanding at 
31 December 

2015

(Number	
of	shares)

Date of end
of restricted

period
Date of

 release

Market
 price at 

date of 
award

	(pence)

Market
 price at 

date of 
vesting or 

release

(pence)

Penny James
Deferred 2011 Group 

deferred bonus 
plan award 2012 7,069 7,069 – 31 Dec 14 30 Mar 15 783 1,697

Deferred 2012 Group 
deferred bonus 
plan award 2013 5,542 135 5,677 31 Dec 15 1,083

Deferred 2013 Group 
deferred bonus 
plan award 2014 4,764 116 4,880 31 Dec 16 1,317

Deferred 2014 Group 
deferred bonus 
plan award 2015 3,850 93 3,943 31 Dec 17 1,672

17,375 3,850 344 7,069 14,500

Michael McLintock
Deferred 2011 annual 

incentive award 2012 39,191 39,191 – 31 Dec 14 30 Mar 15 750 1,697
Deferred 2012 annual 

incentive award 2013 37,741 923 38,664 31 Dec 15 1,055
Deferred 2013 annual 

incentive award 2014 70,801 1,732 72,533 31 Dec 16 1,317
Deferred 2014 annual 

incentive award 2015 54,312 1,329 55,641 31 Dec 17 1,672

147,733 54,312 3,984 39,191 166,838
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Supplementary information continued

Year of
 grant

Conditional
 share awards 

outstanding 
at 1 Jan 2015

(Number	
of	shares)

Conditionally 
awarded 

in 2015

(Number	
of	shares)

Dividends
accumulated

in 2015
(note	2	and	3)	

(Number	
of	shares)

Shares
 released 

in 2015

(Number	
of	shares)

Conditional 
share awards 

outstanding at 
31 December 

2015

(Number	
of	shares)

Date of end
of restricted

period
Date of

 release

Market
 price at 

date of 
award

	(pence)

Market
 price at 

date of 
vesting or 

release

(pence)

Nic Nicandrou
Deferred 2011 annual 

incentive award 2012 47,365 47,365 – 31 Dec 14 750 1,697
Deferred 2012 annual 

incentive award 2013 40,823 998 41,821 31 Dec 15 1,055
Deferred 2013 annual 

incentive award 2014 35,765 874 36,639 31 Dec 16 1,317
Deferred 2014 annual 

incentive award 2015 28,112 687 28,799 31 Dec 17 1,672

123,953 28,112 2,559 47,365 107,259

Barry Stowe (note 1)

Deferred 2011 annual 
incentive award 2012 55,154 55,154 – 31 Dec 14 30 Mar 15 750 1,697

Deferred 2012 annual 
incentive award 2013 39,674 972 40,646 31 Dec 15 1,055

Deferred 2013 annual 
incentive award 2014 30,996 758 31,754 31 Dec 16 1,317

Deferred 2014 annual 
incentive award 2015 27,324 668 27,992 31 Dec 17 1,672

125,824 27,324 2,398 55,154 100,392

Mike Wells (note 1)

Deferred 2011 annual 
incentive award 2012 101,314 101,314 – 31 Dec 14 30 Mar 15 750 1,697

Deferred 2012 annual 
incentive award 2013 84,514 2,072 86,586 31 Dec 15 1,055

Deferred 2013 annual 
incentive award 2014 102,130 2,506 104,636 31 Dec 16 1,317

Deferred 2014 annual 
incentive award 2015 113,518 2,786 116,304 31 Dec 17 1,672

287,958 113,518 7,364 101,314 307,526

Tony Wilkey
Deferred 2012 PCA 

deferred bonus 
plan award 2013 80,570 80,570 – 31 Dec 15 30 Mar 15 1,083 1,697

Deferred 2013 PCA 
deferred bonus 
plan award 2014 69,571 1,260 70,831 31 Dec 16 1,317

Deferred 2014 PCA 
deferred bonus 
plan award 2015 80,833 1,457 82,290 31 Dec 17 1,672

150,141 80,833 2,717 80,570 153,121

Notes
1	 The	deferred	share	awards	for	Barry	Stowe	and	Mike	Wells	were	made	in	ADRs	(1	ADR	=	2	ordinary	shares).	The	figures	in	the	table	are	represented	in	terms	

of	ordinary	shares.
2	 The	number	of	shares	initially	awarded	is	calculated	using	the	average	share	price	over	the	three	business	days	prior	to	the	date	of	grant.	For	the	awards	from	

the	2014	annual	incentives,	made	in	2015,	the	average	share	price	was	1,688	pence.
3	 A	DRIP	dividend	equivalent	was	accumulated	on	these	awards.
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All-employee share plans

It is important that all employees are offered the opportunity to own shares in Prudential, connecting them both to the success of the 
Company and to the interests of other shareholders. Executive Directors are invited to participate in these plans on the same basis as 
other staff in their location.

Save As You Earn (SAYE) schemes
UK-based Executive Directors are eligible to participate in the HM Revenue and Customs (HMRC) approved Prudential Savings-Related 
Share Option Scheme. This scheme allows all eligible employees to save towards the exercise of options over Prudential plc shares with 
the option price set at the beginning of the savings period at a discount of up to 20 per cent of the market price.

In 2014, participants could elect to enter into savings contracts of up to £500 per month for a period of three or five years. At the end of 
this term, participants may exercise their options within six months and purchase shares. If an option is not exercised within six months, 
participants are entitled to a refund of their cash savings plus interest if applicable under the rules. Shares are issued to satisfy those 
options which are exercised. No options may be granted under the schemes if the grant would cause the number of shares which have 
been issued, or which remain issuable pursuant to options granted in the preceding 10 years under the scheme and any other option 
schemes operated by the Company, or which have been issued under any other share incentive scheme of the Company, to exceed 
10 per cent of the Company’s ordinary share capital at the proposed date of grant. 

Details of Executive Directors’ rights under the SAYE scheme are set out in the ‘Statement of directors’ shareholdings’.

Share Incentive Plan (SIP)
UK-based Executive Directors are also eligible to participate in the Company’s Share Incentive Plan (SIP). From April 2014, all UK-based 
employees were able to purchase Prudential plc shares up to a value of £150 per month from their gross salary (partnership shares) 
through the SIP. For every four partnership shares bought, an additional matching share is awarded which is purchased by Prudential 
on the open market. Dividend shares accumulate while the employee participates in the plan. If the employee withdraws from the plan, 
or leaves the Group, matching shares may be forfeited. 

The table below provides information about shares purchased under the SIP together with Matching Shares (awarded on a 1:4 basis) 
and dividend shares.

Year of 
initial grant

Share Incentive 
Plan awards 
held in trust 
at 1 Jan 2015

(Number	
of	shares)

Partnership 
shares 

accumulated 
in 2015

(Number	
of	shares)

Matching 
shares 

accumulated 
in 2015

(Number	
of	shares)

Dividend 
shares 

accumulated 
in 2015

(Number	
of	shares)

Share Incentive 
Plan awards 
held in trust 

at 31 Dec 2015
(Number	

of	shares)

Michael McLintock 2014 106 116 29 4 255
Nic Nicandrou 2010 1,246 117 29 33 1,425
Mike Wells 2015 – 78 19 – 97

Prudential Corporation Asia All Employee Share Purchase Plan (PruSharePlus) 
From August 2014, all Asia-based employees were able to purchase Prudential plc shares up to a value of £5,000 per year from their 
gross salary through the PruSharePlus. For every two shares bought by the employee, one additional matching share is awarded which 
is purchased by Prudential on the open market. Dividend shares accumulate while the employee participates in the plan. If the employee 
withdraws from the plan, or leaves the Group, matching shares may be forfeited. 

The table below provides information about shares purchased under the PruSharePlus together with Matching Shares (awarded on 
a 1:2 basis) and dividend shares.

Year of 
initial grant

PruSharePlus 
awards held 

in trust at 
1 Jan 2015 

(Number	
of	shares)

Purchased 
shares 

accumulated 
in 2015

(Number	
of	shares)

Matching 
shares 

accumulated 
in 2015

(Number	
of	shares)

Dividend 
shares 

accumulated 
in 2015

(Number	
of	shares)

PruSharePlus 
awards held 

in trust at 
31 December 

2015 
(Number	

of	shares)

Tony Wilkey* 2014 140 266 133 6 545

*	 Following	his	appointment	to	the	Board,	Tony	Wilkey	is	no	longer	eligible	to	participate	in	the	PSP	with	effect	from	the	anniversary	of	his	joining	the	plan.

Dilution

Releases from the Prudential Long Term Incentive Plan and GPSP are satisfied using new issue shares rather than by purchasing shares in 
the open market. Shares relating to options granted under all-employee share plans are also satisfied by new issue shares. The combined 
dilution from all outstanding shares and options at 31 December 2015 was 0.1 per cent of the total share capital at the time. Deferred shares 
will continue to be satisfied by the purchase of shares in the open market.

Five highest paid individuals 

Of the five individuals with the highest emoluments in 2015, two were directors whose emoluments are disclosed in this report. 
The aggregate of the emoluments of the other three individuals for 2015 were as follows:

2015
£000

Base salaries, allowances and benefits in kind 1,378
Pension contributions 270
Performance-related pay 20,793

Total 22,441

 

Their emoluments were within the following bands:

Number of five highest 
paid employees 2015

£5,600,001-£5,700,000 1
£8,000,001-£8,100,000 1
£8,700,001-£8,800,000 1




