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Newsletter April 2015 
It ’ s easy to t ick a box and consider things done. How ever, there’s a reason behind every pract ice 

and sometimes it ’ s necessary to go back to the beginning and examine w hy things are done the 

w ay they are.  

In that spirit , this new slet ter looks at the effect of deferral on STI value on an industry by industry 

basis, considers w hether dividends should be taken into account w hen allocat ing equity under 

incentive plans, examines Board Skills Matrix disclosures and discusses vot ing by a show  of hands 

at AGMs. 

 

 

STI Deferral in Volatile Markets – Industry by Industry Analysis 

Given recent volat ility in the share market, Egan Associates has f ielded a 

number of queries from Boards about the risks and benefits of STI def erral to 

their execut ives.  

 

Should Companies Account for Dividends when Granting Equity?  

Egan Associates considers w hether the value of shares to be granted under 

long term incentive plans should be adjusted to account for fut ure dividends 

before ent it lement to the underlying shares arise.  

 

Disclosing the Board Skills Matrix 

The majority of ASX 100 companies disclosed a Board Skill Matrix in 2015, yet 

not all matrices revealed current Board member attributes.  

 

When is a Strike not a Strike? 

On a number of occasions over the last few  years, companies that w ere clearly 

facing a strike based on proxy votes prior to the Annual General Meeting did 

not actually record a strike.  

 

The Agenda 

The Agenda highlights current issues or matters that may be under review  by 

Government or under considerat ion by Boards of Directors, including those 

relat ing to superannuation, executive pay, the w orkforce and pay equity. 

 

 

  



 

Page 2 of 17 

  

STI Deferral in Volatile Markets – 
Industry by Industry Analysis 

Given recent volat ility in the share market, Egan Associates has f ielded a number of queries from 

Boards about the risks and benefits of STI deferral to their execut ives.  

The follow ing hypothet ical analysis provides clarity into the effects of share price volat ility on the 

value of deferred STI in comparison to cash payments.  

The analysis considers a hypothet ical $100,000 STI aw ard to be paid to executives of the 

companies of the S&P/ASX 300, w ith part of the grant to be deferred into shares. It  considers a 

number of variat ions: 

1. Deferral of i) 25%, ii) 33% and iii) 50% of the $100,000 into equity  

2. Deferral period of i) one year and ii) tw o years 

First w e consider a hypothet ical 12-month performance period that ends in 2013, w ith the shares 

deferred for one year becoming available to the executive in 2014, and the shares deferred for tw o 

years becoming available in 2015. The analysis assumes share grants occur a month after the 

f inancial year end of each company, providing t ime for the Board to determine w hether the 

performance condit ions have been met.  

The dif ference betw een the total STI value if  a port ion of the STI w as deferred and total STI value if  

100% of the STI w as delivered in cash is depicted in the f igures below .  

One Year Deferral Period from 2013 to 2014: 

 

http://eganassociates.com.au/wp-content/uploads/2016/02/STIDef1Yr25.png
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For all sectors except energy, a median performing company could expect to at least receive the 

value in shares at the end of the deferral period that  they w ould have received as cash. Depending 

on the sector, the return w ould be respectable given the current low  interest rate environment, but 

not as high as savvy investors might achieve elsew here.  

http://eganassociates.com.au/wp-content/uploads/2016/02/STIDef1Yr331.png
http://eganassociates.com.au/wp-content/uploads/2016/02/STIDef1Yr501.png
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Apart from executives in the f inancial sector, those w hose companies sat at the 25 th percent ile 

could expect to receive less value if  they received deferred STI than if  they had been provided w ith 

100% cash. Substant ial gains over the cash amount w ere achieved by executives w hose companies 

sat at the 75 th percent ile. Healthcare and ICT show ed the biggest gains.  

The dif ference betw een the outcomes of cash and equity w as mult iplied by the percentage of equity 

deferred. Executives of companies w here the share price performed w ell received much higher 

returns at 50% deferral than at 25%, w hile those at  companies w here the share price performed 

poorly saw  higher losses. 

2 Year Deferral Period from 2013 to 2015: 

 

http://eganassociates.com.au/wp-content/uploads/2016/02/STIDef2Yr251.png
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Extending the deferral created a greater return for executives in industries that w ere doing w ell, 

w ith healthcare performing much better than other industries. It  also saw  low er returns for metals 

and mining, as the commodity price falls began to bite. Executives in energy companies saw  even 

http://eganassociates.com.au/wp-content/uploads/2016/02/STIDef2Yr331.png
http://eganassociates.com.au/wp-content/uploads/2016/02/STIDef2Yr501.png
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poorer returns as even those in the top quart ile saw  low er returns on deferred equity than if  they 

had received cash. 

Giving all companies the same year end 

Follow ing this considerat ion of companies based on their actual report ing date, w e w ill now  

consider a hypothet ical situat ion w here all companies of the S&P/ASX 300 defer their shares in 

January 2015 for one year. This provides an up to date examinat ion of the effects of current 

volat ility on STI deferral.  

The dif ference in value betw een deferred equity and cash to the executives is below .  

 

As can be seen, the situat ion has changed dramatically. There is no industry w here even executives 

in the bottom quart ile w ould see a better return through equity than through cash. With the 

exceptions of Healthcare and ICT, only executives in the top quart ile w ere seeing benefits from 

deferred equity. 

Many Boards might see this as evidence that STI deferral is a dif f icult  rew ard instrument; how ever, 

it  is important to remember that w ith the exception of the energy sector w here dif f icult  condit ions 

prevail, the top companies are cont inuing t o provide executives w ith returns under deferred STI. In 

addit ion, Egan Associates considers that the intent of deferral is to align executive interests w ith 

shareholder returns. Therefore STI deferral may lead to low er returns than cash w hen the share 

price declines. 

Egan Associates equally holds the view  that earned and deferred equity should attract dividends 

during the period of the deferral.    

 

Back to Title Page 

http://eganassociates.com.au/wp-content/uploads/2016/02/STIDef1Yr25.png
http://eganassociates.com.au/wp-content/uploads/2016/02/STIDef1Yr25.png
http://eganassociates.com.au/wp-content/uploads/2016/02/STIDef1Yr25a1.png
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Should Companies Account for 
Dividends When Granting Equity? 

Executives often hold a signif icant number of shares in the companies for w hich they w ork as the 

result  of their part icipat ion in both long and short term incentive schemes. In such cases, dividends 

from those shares can become a substant ial 

stream of income. 

Most shareholders w ould not begrudge such 

inf low s as the shares generat ing the dividends 

w ere generally the executives’  rew ard for past 

performance. How ever, w hat w ould investors 

think about executives (or indeed any 

individual) receiving the benefit  of dividends 

w ithout ow ning the shares? 

It  is likely they w ould not approve. Indeed, 

history proves they w ould not. Up unt il four or 

f ive years ago, a number of companies w ere 

openly paying dividends to executives on 

unvested rights or shares granted under long term incentive plans. The pract ice w as phased out 

after protest from investors and stakeholders.  

Yet, many companies are now  (and in many cases have been for a long t ime) giving executives a 

level of benefit  f rom dividends to be paid during the performance period through the w ay they 

calculate how  much equity to grant to executives under incentive plans – that is by dividing the 

rew ard amount by the equity’s fair value instead of  its market value. 

For remunerat ion purposes, fair value formulas are used to est imate the value of equity grants that 

may or may not vest to the executive at a future date. The value w ill be discounted on a number of 

factors including the likelihood that the equity w ill vest given the performance condit ions w hich 

apply and expected dividends. This value is used to provide an est imate of the accounting expense 

associated w ith offering the incentive opportunity. It  is also considered to determine the current 

aw ard value of the share subject to future service and company performance to the executive, 

leading some companies to use the fair value to determine the amount of equity to grant and hence 

inf lat ing the amount of equity granted under incentive plans. 

Egan Associates does not agree w ith this pract ice: as noted by Credit  Suisse in 2014, there is a 

fault  in the logic of adjust ing the value of performance rights dow nw ards to compensate for the risk 

of not meeting performance hurdles w hen long term incentives are intended to be a risk-based 

rew ard. 

Discounting to account for dividends is more of a grey area.  

The reasoning behind accounting for the dividends is that the share price generally drops by around 

the amount of the dividend w hen the share goes ex-dividend as the company’s asset value is 

reduced. The argument cont inues that it  is necessary to use a discounted value for shares that 

accounts for this potent ial init ial decline n share price w hen allocat ing equity for incentive plans.  

Yet, in Egan Associates’  view , at grant date the executive is only receiving entry into the incentive 

plan, w ith the terms under w hich they may enter the plan def ined on that date. These terms are 

def ined by the market at that point, not w hen equity vests in the future.  

In addit ion, fair value calculat ions are complex and many shareholders do not  grasp how  much 

executives are receiving under incentive plans.  

http://eganassociates.com.au/wp-content/uploads/2016/02/investments.jpg
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Egan Associates believes companies should simply use the volume w eighted average share price 

over an appropriate t ime period before the grant date to allocate equity under a long term incentive 

plan. It  is simple for shareholders to understand and motivates executives to increase the share 

price. 

What about short term incentives? 

If  deferred short term incentive aw ards are granted in a form of equity at the end of the 

performance period, as is the case in most organisat ions, the recipient should earn any dividends 

payable on the earned incentive w hich is mandatorily deferred. If  rights have been granted, the 

number of rights to be granted may be adjusted to take into account the dividends paid over the 

deferral period. This is appropriate because the executive has already earned the right to the 

underlying share and its benefits.  

Back to Title Page 
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Disclosing the Board Skills Matrix  
The 2014-2015 year heralded the introduct ion of a Board skills matrix to the disclosures of many 

top Australian companies.  

 

Recommendation 2.2 of the latest ASX Corporate Governance Council’s Corporate Governance 

Principles and Recommendations delineates that a listed ent ity should have and disclose a board 

skills matrix that sets out the mix of skills and 

diversity the Board current ly has or is looking to 

achieve in its membership. This may include:  

 Executive and Non-Execut ive experience; 

 Industry and sector experience or know ledge;  

 Leadership; 

 Governance; 

 Strategic thinking; 

 Desired behavioural competencies;  

 Geographic experience; 

 Subject matter expert ise; and 

 Other factors relevant to the part icular 

company. 

The process of creat ing the skills matrix is valuable 

as a means of ref lect ing on: 

 w hether the Boards’  skill set is aligned to company strategy and industry or w hether there is 

presently a skills def icit  on the Board; and  

 w hether there w ill be a gap in the future as circumstances change.  

Disclosure of the skills matrix is not compulsory – the Corporate Governance Principles and 

Recommendations operate on an “ if  not, w hy not”  basis. Yet the majority of ASX 100 companies 

disclosed a skills matrix in 2015.  

These w ere generally made available in the companies’  annual reports, although some w ere included 

in a separate corporate governance or f inancial statement.  There is no prescribed document in 

w hich to disclose the skills matrix, how ever, governance experts generally expect that it  w ill be 

included in the annual report.  

It  is open to the Board to determine the most appropriate form and presentat ion of the skills matrix, 

w ith variat ions including: 

 A list  of skills w ithout any disclosure on the skill’ s prevalence on the Board;  

 A list  of skills and disclosure at Board level and the number of Directors possessing those 

skills; and  

 A list  of skills and disclosure at Board and Committee level on the number of Directors 

possessing those skills,  

potent ially accompanied by a narrat ive clarifying areas of focus, future direct ions or part icular skill 

sets brought by new  addit ions to the Board.  

http://eganassociates.com.au/wp-content/uploads/2013/08/board-table_2.png
http://eganassociates.com.au/wp-content/uploads/2013/08/board-table_2.png
http://eganassociates.com.au/wp-content/uploads/2013/08/board-table_2.png
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The level of explanation provided for each skill also varied from company to company. Some 

companies described the attributes required for a Director to possess the necessary skills, w hile 

other disclosures only noted the skills as key w ords in set out in a table or short paragraph.  

The most useful skills matrices are more detailed and clearly linked to the Board’s strategic 

object ives. Instead of stat ing that Directors have “ industry specif ic experience” , for instance, BHP 

reveals the number of Directors in each committee w ith “ experience in a large mining organisat ion 

combined w ith an understanding of the Group’s purpose to create long-term shareholder value 

through the discovery, acquisit ion development and market ing of natural resources” .  

The follow ing are three examples of companies that provide a descript ion of the skills as w ell as the 

level of each skill present on the Board:   

 

BHP 
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Mirvac 

 

Blackmores 
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Information that is market  sensit ive or otherw ise conf ident ial, for example information related to 

grow th strategies or current challenges that the ent ity is facing, need not be made publicly 

available. Most companies have avoided disclosing such information by revealing only those skills 

that are current ly represented (as opposed to those that w ill be desirable in the future) or provi ding 

a summary of the skills matrix. In these cases, the Board could consider providing an explanation of 

the review  process or the process that the Board has undertaken to develop the skills matrix.  

How ever, the appropriate level of disclosure w ill depend on the company’s circumstances. A 

company in a part icular life cycle stage or market may need to be more precise in its disclosure, 

part icularly in regard to skills gaps.  For example, a resources company might out line its plans to 

ensure Directors have the necessary skills to deal w ith the mining industry’s transit ion f rom an 

explorat ion and construct ion phase into an operat ions and global market ing phase.   

Overall, the skills matrix should indicate that the Board has given enough thought to its present and 

future capability requirements.  In some cases it  may be suff icient to explain the process that the 

Board undertakes w here a need or gap in skills is ident if ied (for example, appoint ing external search 

consultants), w hich increases shareholder conf idence in the Board’s ability to mit igate risk.    

It  is important that the complet ion and disclosure of the matrix does not become a box -t icking 

exercise, but truly strengthens the Board’s renew al efforts. Egan Associates’  t ips for creat ing an 

effect ive Board skills matrix can be found here. 

 

Back to Title Page 

http://eganassociates.com.au/how-effective-is-your-board-capability-matrix/
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When is a Strike not a Strike? 
On a number of occasions over the last few  years, companies w ho w ere clearly facing a strike 

based on proxy votes prior to the Annual General Meeting did not actually record a strike.  

This w as due to the companies’  using a show  of hands for the vote, w hich gives one vote to one 

hand at the meeting, regardless of how  many shares the ow ner of the hand holds.  

Although this method of vot ing is legal and is the default  method of determining the success of a 

resolut ion, it  is not considered to be fair, as it  t reats shareholders unequally. It  also often leads to 

resolut ions being passed that w ould otherw ise have failed.  

In situat ions w here the proxy votes that have been received indicate a resolut ion may not be passed 

or in the case of the vote on the remunerat ion report w here a strike may be incurred, most investors 

now  expect the chairman to call for a poll. Legal experts note that failure to do so w ould mean that 

Directors had breached their dut ies.  

Over the last decade, most companies have moved to poll vot ing, as show n in the f igure below  

from the Australian Council of Superannuation Investors (ACSI).  

 

Some companies do st ill cont inue to use a show  of hands, how ever. The ACSI this month published 

a statement not ing that it  had taken part in an init iat ive to convince companies to use poll vot ing 

rather than a show  of hands.  

The init iat ive (including AXA investment managers, Australian Super, Colonial First  State Global 

Asset Management and Hostplus) contacted 38 Australian companies that had used a “ show  of 

hands”  during the 2014 vot ing season, of w hich 2/3rds changed their behaviour by increasing their 

use of poll vot ing for resolut ions.  

According to the ACSI, companies that persist w ith “ arcane vot ing pract ices”  are becoming 

“ increasingly isolated” . Egan Associates agrees that companies should record the true result  of 

vot ing on resolut ions, ut ilising poll vot ing if  required.  

Back to Title Page 

  

http://www.acsi.org.au/images/stories/ACSIDocuments/MediaReleases/09_02_16_Media_Release_Poll_voting_on_the_rise_show_of_hands_waves_goodbye.pdf
http://www.acsi.org.au/images/stories/ACSIDocuments/MediaReleases/09_02_16_Media_Release_Poll_voting_on_the_rise_show_of_hands_waves_goodbye.pdf
http://eganassociates.com.au/wp-content/uploads/2016/02/Show-of-hands-2.png
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The Agenda 
Salary Surveys 

 Hays recently released its salary survey of the Oil and Gas sector. Salaries have fallen by 1.4% 

due to redundancies and the reduced use of expat w orkers, according to the report. Workers 

are prepared to accept reduced salaries in order to keep their jobs, it  stated.  

 Mercer has released its Global Financial Services Executive Compensation Snapshot Survey, 

project ing that 2016 base pay increases w ould be betw een 2.0 and 2.7% in Europe and North 

America, and average 4.3% in Asia and Lat in America. Increases in f ixed pay w ould be evened 

out by reduct ions in variable pay.  

Studies and Surveys into Incentive Plans 

 Recognit ion is a better motivator than pay, according to a survey of 2000 members of the 

Associat ion for Cert if ied and Chartered Accountants. 

“ Irrespect ive of their age, industry or locat ion, more than half  of the respondents said that gett ing 

better recognit ion for their w ork w as the most highly motivat ing factor. Having more challenging 

w ork and gett ing a more senior posit ion w ere the tw o second highest motivators, follow ed by job 

security, earning more money and last ly, contribut ing to the public good,”  according to the report.  

 In North America, a survey by Willis Tow ers Watson revealed that companies are not 

convinced by the effect iveness of their performance pay programs.  

Only 20% of North American companies found merit  pay increases to be effect ive at driving higher 

levels of individual performance, and only 32% found they w ere effect ive at dif ferent iat ing pay 

based on individual performance. Annual incentives w ere similarly problematic.  

Instead of considering organisat ion performance w hen delivering merit  pay increases, the survey 

found most employers used w age increases in the market as the basis for budgeting for pay 

increases. 

“ Employers need to break out of an outdated paradigm and rethink their approach to pay,”  said 

Sandra McLellan, North America pract ice leader, Rew ards at Willis Tow ers Watson. “ In many 

cases, merit  pay is a standard adjustment disguised as a pay-for-performance program. All too 

often, there is either a breakdow n in delivery or managers feel compelled to give some type of 

increase to everyone instead of dif ferent iat ing performance and rew arding employees accordingly.”  

The necessary changes are already occurring, according to Willis Tow ers Watson, w hich noted that 

managers w ere w eight ing individual factors more heavily than specif ied in their program’s design 

w hen allott ing merit  pay increases.  

EU Update 

 In December the European Banking Authority released f inal guidelines for the bonus cap, 

specifying the criteria for def ining remunerat ion components as f ixed or variable pay. They also 

clarify to w hich staff  the cap w ill apply and provide guidance on deferral. The guidelines apply 

from 1 January 2017. 

 In the UK, new  rules have been proposed to account for the effect of golden handshakes on 

claw back. The UK Prudential Regulat ion Authority  w as concerned about organisat ions’  pract ice 

of compensating a new  employee for forfeited bonuses or aw ards at their previous employer.  

“ By moving employers and having their cancelled bonuses ‘bought -out’ , individuals are ef fect ively 

able to insulate themselves against an ex-post risk adjustment of their past aw ards as risks 

crystallise or the consequences of poor risk management emerge at their old employer,”  the 

Authority noted. 

It  nominated four opt ions to remedy the situat ion: 

o banning buy-outs; 

http://www.hays.com.sg/press-releases/HAYS_319394
http://www.mercer.com/content/mercer/global/all/en/newsroom/bonus-malus-clawback-provisions-and-non-financial-performance-metrics-rise-as-banks-and-insurers-respond-to-regulatory-pressures0.html
http://www.accaglobal.com/gb/en/discover/news/2015/12/corp-culture.html
http://www.accaglobal.com/gb/en/discover/news/2015/12/corp-culture.html
https://www.willistowerswatson.com/en/press/2016/02/north-american-employers-give-pay-for-performance-programs-low-marks
http://www.bankofengland.co.uk/pra/Documents/publications/cp/2016/cp216.pdf
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o requiring f irms to maintain unvested aw ards w hen employees leave a f irm;  

o applying malus to bought -out aw ards; and 

o relying on the exist ing claw back rules.  

It  found most organisat ions supported allow ing malus and claw back to be applied to bought out 

aw ards rather than the other opt ions.  

Board and Leadership 

 McKinsey has published the results of its biennial Board survey, not ing that Directors are 

spending more t ime on their Board w ork than in previous years. They w ere spending 33 days a 

year and ideally w ould like to spend 38. The Boards spend most of their t ime on strategy and 

w ould like to spend more. In analysing the survey’s f indings, McKinsey found three types of 

Boards: ineffect ive, complacent and striving. Striving Board members spend 41 days per year 

on Board dut ies, w hile complacent Board members spend 28 and ineffect ive Board members 

32 days. The Board categories dif fered in the w ay they approached long term value creat ion, 

CEO succession planning and revision of organisat ion strategy.  

 McKinsey also published a suggested reading list  of leadership literature in an effort  to help 

leaders avoid select ing the large number of books available it  considered to be unhelpful.  

 Pw C research into CEO turnover noted that Australia has many more unplanned CEO 

successions than is usual globally, cost ing companies billions in value. How ever, the average 

tenure of Australian CEOs has risen to 5 years and Australia’s CEOs are more diverse (both in 

terms of w here they come from and their gender) than global CEOs.  

Gender Diversity 

 The Peterson Inst itute for Internat ional Economics conducted a global survey of 21,980 

organisat ions from 91 countries invest igat ing w hether having w omen in corporate leadership 

posit ions improves f irm performance, f inding that it  may improve it . 

“ The impact is greatest for female executive shares, follow ed by female board shares; the presence 

of female CEOs has no not iceable effect,”  it  noted, stat ing that it  is better to have a proport ion of 

the leadership being female than appoint ing one female lead: moving from no female representat ion 

in the leadership team to 30% representat ion w as associated w ith a 15% increase in net revenue 

margin. 

 In the US, the Equal Employment Opportunity Commission has proposed that  employers w ith 

over 100 employees provide pay data to the government in addit ion to the data current ly 

provided on w orkforce prof iles by race, ethnicity, sex and job category. The new  data w ill be 

used to ident ify potent ial pay discriminat ion.  

Similar rules exist already in Australia, w here companies over 100 employees have to provide 

remunerat ion data to the Workplace Gender Equality Agency. UK organisat ions w ith over 250 

employees have to go a step further, calculat ing the pay gap betw een male and female employees 

from April 2017 for disclosure a year later.  

 The World Economic Forum released a report into the global gender gap at the end of last year, 

detailing global progress to parity over the last ten years.  

Closer to Home 

 The taxat ion discussion leading up to the budget is current ly focusing on paring back excessive 

use of negative gearing concessions.  Labor w ants to limit  negative gearing to new  propert ies, 

w hile the Coalit ion is considering a 20% cap on concessions.  

 Superannuation concessions are also under the microscope, w ith considerat ions including a tax 

rebate rather than a f lat  15% tax rate,  a lifet ime cap for superannuation balances and changes 

to transit ion to ret irement provisions.  

http://www.mckinsey.com/business-functions/strategy-and-corporate-finance/our-insights/toward-a-value-creating-board
http://www.mckinsey.com/global-themes/leadership/getting-beyond-the-bs-of-leadership-literature?cid=other-eml-alt-mkq-mck-oth-1602
http://www.pwc.com.au/press-room/2015/aussie-shareholders-ceo-turnover-nov15.html
http://www.iie.com/publications/interstitial.cfm?ResearchID=2913
http://www.eeoc.gov/eeoc/newsroom/release/1-29-16.cfm
http://www.eeoc.gov/eeoc/newsroom/release/1-29-16.cfm
http://www.weforum.org/agenda/2015/11/10-years-of-the-global-gender-gap/
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 The report into union corrupt ion w as tabled at the end of last year, f inding “ w idespread”  and 

“ deep-seated”  misconduct  in unions around Australia. It  made a number of recommendations, 

including reforms to picket ing, right of entry, payments to unions and enterprise bargaining. It  

also recommended closer regulat ion of unions from federal and state governments and an 

increase in penalt ies for of f icers of organisat ions w ho dishonest ly breach their dut ies. The full 

report can be found here, w hile Herbert Smith Freehills useful summary is here. 

Back to Title Page 

https://www.tradeunionroyalcommission.gov.au/reports/Pages/Final-Report.aspx
http://www.herbertsmithfreehills.com/insights/legal-briefings/final-report-of-the-heydon-royal-commission-into-trade-union-governance-and-corruption
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About us 
For more than 25 years, Egan Associates has advised leading organisat ions and emerging 
enterprises in Australia and New  Zealand on the remunerat ion of Board Directors, execut ives and 

key staff  members, as w ell as performance management, corporate governance and Board 
effect iveness. 

Our Services include: 

 Remuneration reviews and benchmarking for Boards, CEOs, executives, senior management 
and professional posit ions, including specialist  roles 

 Corporate transactions / IPOs: assistance transit ioning pre-IPO rew ard arrangements into the 

listed company environment w ith considerat ions including escrow  provisions 

 Advice on annual incentive plan structures, performance criteria, target and maximum payment 

levels including deferral and claw back provisions 

 Advice on long term incentive plan structures, part icipat ion, performance hurdles, equity 

instruments, valuat ion and allocat ion, as w ell as monitoring  

 Government pay reviews: assistance at both Federal, State and local level in administrat ive, 

policy and corporat ised environments on rew ard for senior executives, professional and 
administrat ive staff  and governing Boards 

 Online human capital solutions: online resources to assist organisat ions manage posit ion 

documentat ion, w ork value, internal relat ivity, market competit iveness and performance.  

 Board effectiveness: assistance w ith Board review s, Board skills matrices, scenario planning 

and Board documentat ion. 

John Egan  

John’s early career w as w ith Cullen Egan Dell (now  Mercer Human Capital), 
w hich he chaired from 1983 to 1989, w hen he formed Egan Associates. John 
has been an advisor to Boards and senior executives on organisat ion, 
governance and rew ard issues over many years. He has assisted a signif icant 

majority of Australia’ s top 200 companies as w ell as a myriad of 
entrepreneurial organisat ions and government ent it ies across a w ide range of 
industries. 

John has been act ively involved w ith Universit ies, chairing Sydney University’s 
Board of  Advice for its Faculty of Economics & Business (2001 – 2010).  John 

is an Honorary Fellow  of the University and an Adjunct Professor in the School 
of Business. 

His personal interests are in cool climate gardens – w w w .thebraesgarden.com – and he served as a 
Trustee of the Sydney Royal Botanic Gardens & Domain Trust  from May 2010 to June 2014. 

 

http://www.thebraesgarden.com/

