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Allianz

1. Introduction

This remuneration disclosure has been prepared in accordance with the requirements of the Australian
Prudential Regulation Authority’s (APRA) Prudential Standard CPS 511 — Remuneration.

All information presented in this disclosure was effective as at 31 December 2024. Allianz Australia Life
Insurance Limited (AA Life) is categorised as a Non-Significant Financial Institution under CPS 511.

2. Qualitative disclosures

2.1. Remuneration governance framework

The graphic below illustrates the structure and function for the Allianz SE Board (Global Board) and AA Life.

Allianz SE Board
v Sets the guidelines and guardrails for Global strategy, brand and A

remuneration

Allianz Australia Life Insurance Limited Board

Maintain and approve remuneration framework, policy and Specified Role remuneration outcomes for AA Life.
Reports key aspects of the remuneration framework to the Global Board.

. 4 A

Board Committees (Human Resources and Remuneration Committee, Risk Committee, Audit Committee, Conduct and Culture Committee)

The Charters developed for the Board and Board Committees provide further details on their roles and responsibilities in relation to ensuring an effective remuneration framework
is designed, implemented and operationalised for AA Life.

The Board and Human Resources and Remuneration Committee review the Remuneration Framework and Policy on an annual basis and an independent review will be
undertaken every 3 years in line with CPS 511 requirements.

The key governing bodies that oversee remuneration at Allianz are structured as follows:

Allianz SE Board

The Allianz SE Board sets the Group Remuneration Policy and frameworks within which all Allianz entities are
required to operate, with deviations only allowed to meet local regulatory requirements.

Allianz Australia Life Insurance Limited Board (‘AA Life Board’)

The AA Life Board has overall accountability for the AA Life remuneration policy, remuneration framework and
its effective application, and performance measures and remuneration outcomes for employees in regulated
roles, including discretion to make adjustments (including to zero) on remuneration and conduct outcomes.

The AA Life Board reviews the application and effectiveness of the Remuneration Framework, including the
Remuneration Policy on an annual basis.

The AA Life Board comprises of three Independent Non-Executive Directors, two other Non-Executive
Directors (including one Allianz SE representative and the CEO and MD of Allianz Life USA) and one Executive
Director being the CEO of AA Life.

The AA Life Board had six meetings in 2024.
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Allianz Australia Life Insurance Limited Human Resources & Remuneration Committee
(‘AA Life HRRC')

The AA Life HRRC assists the AA Life Board by providing independent and non-executive oversight on matters
relating to the design, operation and monitoring of the remuneration framework and the effectiveness of the
Remuneration Policy. The AA Life HRRC conducts the annual Remuneration Policy review and makes
recommendations to the AA Life Board for approval of remuneration arrangements, performance and
outcomes on an individual basis for the CEO, Senior Managers and other specified roles under CPS 511.

The AA Life HRRC has four members including one Allianz SE representative.
The AA Life HRRC had four meetings in 2024.

Three of the four members of the AA Life HRRC are also members of the Audit and of the Risk Committees.
This cross-membership creates a strong governance net and enables information sharing across the three
Committees and the Board.

In addition, on a quarterly basis at AA Life Board meetings, generally each Committee Chair presents key
items it has discussed in its meetings. This enables all Board members to be made aware of key matters that
arise in each Committee.

The Chief Risk Officer attends the AA Life Risk Committee meetings and is invited to attend AA Life HRRC
meetings to talk to items relating to Talent Management, operational risk and any consequence management
items.

The CEO of AA Life does not attend items relating to the CEQO's performance or remuneration.

In determining remuneration outcomes, the AA Life Board has ultimate discretion on amounts to be paid,
within the guidelines of the remuneration framework. In doing so, the AA Life Board considers financial and
non-financial performance holistically, including ensuring compliance with AA Life's Risk Appetite Statement
and any impacts on the organisation's soundness including reputational standing. All fixed and variable
remuneration outcomes can be adjusted down (including to zero) and all deferred payments can be subject to
downwards adjustments to protect the interests of AA Life.

No external remuneration consultants were commissioned by the Board in 2024. Management use
independent, externally sourced remuneration data to support the Board in determining appropriate pay
levels for key roles.

2.2. Specified Roles

Specified Roles in scope for this disclosure are described below:

Senior Managers have a material impact on the achievement of organisational objectives through oversight
of their respective functional areas and include the Chief Risk Officer, General Counsel, Chief Operating
Officer, Chief Product and Marketing Officer, Head of Life Protection, Chief Audit Executive, Senior HR
Business Partner, Chief Distribution Officer - Wealth Management, Chief Financial Officer, and Head of Group
Retirement Solutions Client Delivery.

Risk and Financial Control Personnel (R&FCP) are roles that are critical in ensure the effective management
of financial and non-financial risk within AA Life and include the Risk Manager, Head of Compliance and Data
Privacy Officer, Senior Compliance Manager and Head of Investments.
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2.3. Remuneration Framework

The AA Life Board, in collaboration with the CEO and Senior Management Team, sets the strategic direction
for AA Life. Performance priorities, including risk management are cascaded from the CEO to all employees.
Remuneration outcomes are determined based on the achievement of performance objectives, ensuring that
there is direct alignment between enterprise strategy and individual performance and remuneration
outcomes.

The graphic below illustrates the different components of the remuneration framework, the scope of Board
and Committee oversight and the link back to organisational strategy and the risk framework.

Q Board & Committee Governance — Remuneration Oversight

Remuneration Framework

Remuneration is

M irformed by: Remuneration Objectives and Principles

O Objectives: To attract, motivate and retain high performing employees.
% Reward principles: Fair, equitable and transparent remuneration structure that promotes sound and effective risk management and does not encourage risk-taking that exceed the level of risk
. I o tolerated by AA Life

= Coverage: All staff of Allianz Australia Life Insurance Limited.
k=]
= I
[ Rt“" '-:"E":t'm,‘ is Remuneration Design
g Structured as: Fixed Remuneration (referred to as Total Remuneration Benefit TRE)

- = Wariable Remuneration (VR) subject to performance. management elements including risk & Compliance gate-opener, material weight to non-financial measures with a portion deferred

5 E through Allianz Equity Incentive (AEI) for certain roles (including Specified Roles), subject to Local and Global pre-vesting assessments

g © Other remuneration elements: Sign-on / retention awards, allowances, efc. where appropriate.

@ o Meodified structure for specified roles as appropriate.

&

= Recognition & Consequence

= The key aspects Performance and Development 9 Management q Remuneration Outcomes

% o of the framework g

E 3 Performance measured through a balanced scorecard Demonstration of positive risk behaviours and people Aligned to risk and through risk gate-op:
o including financial and non-financial measures including a attributes is recognised through the ‘Appreciate’ Program and performance assessment processes (What& How).
E mandatory Risk and Compliance Performance Priority for including but not limited to receipt of ‘Appreciate’ points. Remuneration (Fixed and VR) determined utilising
ﬁ all employees. Employees and teams are also recognised through the external market information, internal relatives and
= Priorifies agreed and set at the start of the year, followed annual Aspire awards for demenstration of people individual performance.
o by a mid-year check-in and final assessment. affributes VR determined hasad on risk gate-opener and a

l I =1 Leaders are encouraged to regularly check-in with their AA Life’s approach to is of ion and performance:
E direct reports on performance and development goals outlined in the Allianz Consequence Management Poll:v VR out:omes sign-on and refention awards subject to
o] Year end remuneration review process includes a which is supporied by the Risk and Incident g Board di tion and
% calibrafion check to mitigate lhe nsk of improper policies and procedures. managemenl oufcomes.
E ion of Financial consequences (e.g. adjustment tools — in-| penm‘l VR outcome subject to performance and risk
O adjustments, malus and clawback) and fi prior to ps
o consequences (e.g. performance improvement plans). VR subject to deferral for select roles, subject to additional
performance and risk assessment prior to vesting

remuneration i« M Collaborative Leadership Customer & Market Excellence Entrepreneurship

underpinned by: Policies and Training Systems and Processes Reporting Disclosure

The Remuneration Framework is designed to attract, retain and motivate high performing employees.
The Remuneration Framework, including all of its elements, is reviewed at least annually to ensure it supports
the strategic objectives of AA Life and ensure compliance with external regulation.

The Remuneration Policy applies to all employees and contractors of AA Life.

The Remuneration Policy covers remuneration arrangements with third party service providers (including
distribution and non-distribution partners).

The following forms of remuneration apply at AA Life:

e Total Remuneration Benefit (TRB): Comprises annual base salary and superannuation.

e Variable Remuneration: Azpire+ and Allianz Equity Incentive (AEI). Further detail provided below in
Section 2.4. All Variable Remuneration outcomes are subject to a Risk & Compliance gate opener.

e Sign-On Bonuses: From time-to-time bonus payments are offered at the time of recruitment to
permanent employees. The timing of the payment is determined on a case-by-case basis.

All variable remuneration payments including sign-on bonuses are subject to clawback, cancellation and
malus.

The mix of remuneration is dependent on the purpose of the role and aligned to market practice. For
example, revenue generating roles are more leveraged towards variable reward.

R&FCP have a higher weighting to fixed pay and a higher weighting in their incentive metrics based on
non-financial measures.
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2.4. Variable Remuneration Plans
There are two variable remuneration plans at AA Life:

Azpire + with an AEI - Applicable to the CEO and 54% of Senior Managers

Azpire + comprises an annual payment made in cash plus AEI. The AEI has a total 5 year deferral period
made up of a one-year performance period and further four-years deferral. It is granted as shadow equity
and settled in cash.

Azpire + outcomes are calculated as the OE Component outcome added to the participant’s Individual
Performance Factor (IPF) outcome. All Azpire + outcomes are subject to a Risk and Compliance gate opener.
The performance conditions under the OE Component in 2024 were both financial (70%) and non-financial
relating to key business priorities (30%). The performance conditions under the IPF comprises of a balanced
scorecard of financial and non-financial measures.

50% OE Component

e B lflog) 50% Individual Performance Risk and Compliance Gate Overall Target Achievement

IFRS Core Net Income (10%) +
Growth (50%)
Key Business Priorities (30%)

Up to 200%

Factor X Opener for Annual Bonus Payout

0- 200%
|
0 - 165%*

* Up to 200% with AA Life Board approval

Azpire + without an AEI- Applicable to remaining Senior Managers and all R&FCP

Azpire + without an AEI comprises an annual payment in cash with no deferral.

Azpire + outcomes are calculated as described above.

Employees that participate in the AEl plan are more able to influence the long-term strategic objectives of the

organisation.

Deferral and vesting of variable remuneration

The deferral and vesting schedule of the AEl is detailed in the following graphic.

Remuneration Element Year 1 Year 2 Year 3 Year 4 Year 5

CEO, Senior . . L 36%-
’ . Total Variable Compensation - Performance & 50%
Managers with

- :
AEI Azpire + and AEI Period '

Allianz Equity Incentive (Shadow equity) A

Underpinned by AA Life Remuneration Policy (inc. in year adjustments, malus and clawback), Consequence Management

rk and Incentive Rules.

Key: A Performance tested, Board discreation considered and applied, outcome determined.

. % of variable remuneration paid (in cash).

Treatment for Good Leavers

In cases of retirement or termination because of a redundancy, a pro-rated incentive may be payable to a
terminated employee for AA Life Board approval in the cases of any AEI participants. The timing, calculation
of the value and conditions of the payment (subject to the clawback and malus) are the same as for active
employees.
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Variable remuneration pool

The variable remuneration pool is determined based on the achievement of strategic objectives across the
Group and AA Life. The local allocation of the pool to individuals is approved by AA Life Board based on
performance against agreed financial and non-financial objectives. Actual variable remuneration awarded to
individuals is based on a mix of financial and non-financial measures including a mandatory risk priority.

Adjustments to variable remuneration

Adjustments to variable remuneration include in-year adjustments applied through the Individual
Performance Component, malus to unvested deferred awards and clawback.

The AA Life Board has the discretion to approve variable remuneration up to 200% of target in exceptional
cases in exceptional cases and reduce variable remuneration outcomes (including to zero where applicable).

The AA Life Board with input from HRRC, Risk Committee and Audit Committee will determine if any
downward adjustments, be it through adjustment of in-year incentives, malus of unvested AEIl or clawback of
prior year awards, are required to:

a) Protect the financial soundness of AA Life
b) Certify prudent risk-taking and adherence to the risk management framework by employees

c) Respond to significant unexpected or unintended consequences that were not foreseen by the Board
including but not limited to significant unexpected financial losses, reputational damage or regulatory
non-compliance

d) Respond to material examples of poor conduct, culture and/or failure to meet local or Group EAR
accountability obligations; and

e) Protect the reputation of AA Life and Allianz.

Clawback and malus provisions apply to all AEIl participants which includes the CEO and 54% of Senior
Managers.

AA Life's AEl plan is CPS 511 compliant in design and application of vesting practices.
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2.5. Alignment between remuneration outcomes and performance

Measurement of performance is designed to be designed to be completed equitably and consistently across
AA Life. Performance outcomes are determined by a combination of enterprise (the OE) and an individual
component.

The OE Component for AA Life is determined by the Allianz SE Board. It includes both financial and
non-financial measures related to key business priorities.

For the CEO and Senior Managers, the Individual Component is determined by the AA Life Board, on
recommendation from the AA Life HRRC. In making its recommendations to the Board, the HRRC considers
(for Senior Managers) the recommendations of the CEO.

In determining the Individual Components for the CEO and Senior Managers, performance is assessed
against agreed "What" objectives (both financial and non-financial) and "How" objectives (all non-financial).

Employees in R&FCP roles have a lower weighting on financial metrics. R&FCP variable reward outcomes are
based on 20% weighting of AA Life’'s OE Component (compared to 50% for all other incentivised employees),
and 80% Individual Performance.

Individual performance is assessed across both “What” and “How” criteria.

This results in material weighting of non-financial measures, supporting a high level of independence
between the organisation's financial performance and the employee's variable pay outcome.
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2.6. Adjustments for Risk and Compliance

The Remuneration Framework supports the prevention and mitigation of conduct risk through mandatory risk
and compliance goals for all employees and the Risk and Compliance gate opener for all incentivised
employees.

Failure of the gate assessment means the individual will not receive any variable remuneration. Poor
performance against the mandatory Risk & Compliance goal means the individual’s incentive payment is

reduced proportionate to the risk event including code of conduct breaches.

Conduct and risk performance is measured against the Board approved Risk Appetite Statement.

Consideration of Behaviours
Horee wou) meet Risk & Comglionce Behaviours shown in the pone| 1o the left?
Behaviours Not Mat Behaviours Mat
¥ou hiove not demonstroted the Youl howa demonitrated the
required behoviours. required behaviours.
Gote Opener Not Mat Gaote Opaner Mat

X

Yiouw willl rot receive You ore eligible to receive an ncentive
| N | FCEnE hed payment. All Performance Priorites
Pt [ncluding one on Ak ond Complionce)

willl b considered in determnining your
IRd@ntive Bdyment

A sustainability assessment is undertaken by Allianz SE Board with input from AA Life Board to consider any
events that have reduced or negatively impacted overall sustainability in a significant way, and to what
degree the behaviour of the AEl participant contributed.
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