
Remuneration 
Committee report

Our 2023 remuneration 
outcomes reflect another year 
of strong performance for Aviva. 
The limited proposed changes 
to our 2024 Remuneration Policy 
ensure continued alignment to 
our purpose and strategy.

Pippa Lambert
Chair of the Remuneration 
Committee

Committee at a glance
Membership
• Pippa Lambert (Chair)
• Andrea Blance
• Patrick Flynn
• Jim McConville (from 1 February 2023)

Roles and responsibilities
The Remuneration Committee (the 
Committee) assists the Board in its 
oversight of remuneration by:
• Reviewing the Directors’ Remuneration 

Policy (the Policy) and Directors’ 
Remuneration Report.

• Approving remuneration packages 
for the Non-Executive Chair and 
Executive Committee (ExCo).

• Approving the remuneration framework 
for regulated employees and reviewing 
wider workforce remuneration and 
policies.

• Working with the Risk Committee to 
ensure that risk management is 
considered in setting the Policy through 
the alignment of incentive and rewards 
with risk management.

2023 highlights
• Review of the Policy.
• Senior management objectives, pay 

decisions, bonus and Long Term 
Incentive Plan (LTIP) target setting.

• Monitoring the impact on colleagues as 
a result of the continued cost of living 
challenges.

• Progressing our ambitious diversity, 
equity and inclusion (DE&I) agenda.

• Share plan operations and 
performance testing.

• Governance and regulatory matters.

More details are provided in the Annual 
report on remuneration.
The Committee’s decisions are taken in 
the context of the Reward Governance 
Framework, which sets out the key 
policies, guidelines and internal controls 
and is summarised in the Annual report 
on remuneration. 

2024 priorities
• Implementation of the new Policy.
• Ensuring the broader colleague reward 

proposition remains competitive. 

More details about our 2024 focus areas 
are provided in the letter below.
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On behalf of the Committee, I am pleased 
to present the Directors’ Remuneration 
Report (DRR), for the year ended 
31 December 2023. 
The DRR is presented in three parts in 
addition to this letter:
• Remuneration at a glance - key aspects 

of interest to shareholders.

• The Policy, outlines the remuneration 
framework that will apply to our 
Executive Directors (EDs) and Non-
Executive Directors (NEDs) following 
approval. The new Policy will be 
presented to shareholders for approval 
at our Annual General Meeting (AGM) 
in May 2024.

• Annual report on remuneration - 
further detail on how the Policy has 
been applied and remuneration 
outcomes in respect of 2023, and how 
the new Policy will be implemented 
in 2024.

2023 Company performance
2023 was another year of strong 
performance, reflecting our market 
leading positions, customer focus and the 
benefits of our diversified business. We 
have continued capital-light growth 
momentum and delivery across our 
diversified Group, and are in a strong and 
resilient capital position.

Performance against the annual bonus 
financial measures was strong, exceeding 
the targets set for the majority of 
measures.
• Growth in the value created by our 

businesses was seen in the increase 
in Solvency II operating own funds 
generation (Solvency II OFG) and gross 
cash remittances, both exceeding 
target levels.

• Growth and expense discipline saw 
increased Group adjusted operating 
profit and we have exceeded our 
£750 million gross cost reduction 
target, one year early.

• Solvency II shareholder cover ratio 
remains strong at 207%, underpinned 
by robust capital generation.

In terms of non-financial performance, 
the Committee welcomed the continued 
improvement evident in our risk and 
control environment, as reflected in an 
above target assessment against the 
qualitative and quantitative measures 
within the Risk scorecard. Our employee 
engagement levels saw a two point 
increase to 88%, a figure well ahead of 
market norms. This reflects the focus on 
leadership development and visibility, and 
actions to support our people through 
a difficult economic environment. 
Performance against our customer 
measures was more challenging, given 
the continued impact of inflation on 
product pricing and supply chain issues. 
Our investment in improving digital 
customer journeys resulted in online 
experience targets being achieved. 

Supporting our people
Oversight of remuneration across the 
wider colleague population remains a 
focus area for the Committee.
• We are proud to pay all of our UK 

colleagues at least the Real Living 
Wage, plus an additional 8% to enable 
colleagues to benefit from our 14% 
matching pension contribution and 
save for their retirement.

• In addition, in March 2023, we were 
one of the first UK employers to be 
awarded the Living Pension accreditation. 
This signifies that we provide a Living 
Pension savings level which equates 
to 12% of a full-time real Living Wage 
salary, of which at least 7% comes 
from Aviva as an employer. 

• Further actions taken to support 
our colleagues in 2023 included an 
extension to our financial education 
programmes, improved communication 
of our overall reward package and 
improvements to our UK health and 
wellbeing proposition. 

For 2024, the UK salary budget was 6%. 
Recognising the cost of living challenges, 
a higher budget was targeted at more 
junior colleagues offset by a significantly 
lower budget for senior management.

Policy Review and Shareholder 
Consultation
In line with the usual three-year cycle, 
we are required to submit our Policy to 
shareholders for approval at our AGM in 
May 2024. The Committee has therefore 
completed a review of the Policy to 
ensure it remains aligned to our purpose 
and strategy and continues to drive and 
reward strong performance. 

Our review concluded that, overall, our 
framework continues to achieve these 
aims and remains fit for purpose. As 
such, we are proposing only modest 
changes to the Policy, ensuring that it 
remains market aligned and that our 
incentive measures reflect business 
priorities.
I would like to thank our major 
shareholders and their representative 
bodies for their level of engagement and 
overall positive feedback received as part 
of our consultation process. 
Proposed changes to our Policy are 
outlined below and in the “Directors’ 
Remuneration Policy” section of 
this report.

Policy Changes 
To better align with market practice and 
ensure our approach remains 
competitive and fair, the level of bonus 
deferral will reduce from two-thirds to 
half. This change will increase alignment 
with FTSE 100 practice and that of close 
peers, while continuing to ensure that a 
meaningful proportion of any bonus 
award is deferred into Aviva shares.
As part of a broader improvement to our 
wider workforce health proposition, 
Company-provided wellbeing services 
such as health assessments will be 
provided for NEDs.
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Non-Policy Changes - Annual Bonus 
Plan Measures
Following the achievement of the 
previously communicated cost reduction 
target and reflecting our growing 
businesses, the Cost Reduction measure 
will be replaced by efficiency measures. 
Recognising the diversified nature of Aviva, 
each of our core businesses will have 
targeted efficiency measures, which we will 
use to measure progress against our overall 
efficiency ambition. The weighting will 
remain at 10%.

Non-Policy Changes - LTIP
The current LTIP measures and weightings 
remain appropriate as key drivers of our 
long-term success. Therefore, changes are 
limited to refining the methodology and 
operation of 3 of the 7 measures:

Solvency II Return on Equity 
(Solvency II RoE)
The Solvency II RoE calculation basis will 
move to a total capital basis, rather than a 
target 180% basis. This will simplify the 
calculation methodology whilst continuing 
to provide a clear incentive for 
management to actively deploy excess 
capital. We continue to report and monitor 
target capital basis for in-flight LTIPs. 

Relative Total Shareholder Return 
(rTSR)
Consistent with prior years, we continue to 
review the comparator group for rTSR 
purposes. To ensure the group represents 
our geographic footprint and those 
companies we compete with directly, 
we will remove AXA, Allianz and Zurich. 

Our current approach provides for 20% 
of award value vesting when threshold 
performance is achieved. Market practice 
is mixed, with threshold vesting being set 
at 25% in many cases, and numerous 
recent examples of companies increasing 
their threshold vesting level. However, 
the Committee concluded that, aligned 
with our view that incentive arrangements 
should drive and reward strong performance, 
it was not appropriate to propose a change 
to our approach in this regard. We are 
though, proposing a small change to the 
operation of the rTSR element of the 
LTIP such that maximum vesting will be 
triggered by upper quartile performance, 
rather than upper quintile performance. 
This approach will ensure we incentivise 
and reward strong performance, bringing 
us more into line with market practice and 
improving the overall competitiveness of 
the LTIP’s operation. 

Customer – Relationship Net 
Promoter Score (RNPS)
Reflecting our strategy being centred 
around our customers, a customer 
measure with a 7.5% weighting, will 
be retained. In place of a standalone 
RNPS measure, we will introduce a 
Customer Scorecard that better reflects 
our strategic ambitions to grow our 
customer franchise and serve more 
customer needs. The measures within 
the scorecard will be simple in design 
and operation, more aligned to growth, 
and easier for stakeholders to understand 
and scrutinise. The measures will not 
overlap with the customer measures 
within the ABP, which are shorter term 
measures focused on the active management 
of customer experience and continue to 
work well. 

Remuneration outcomes for 2023
Our remuneration outcomes reflect the 
continued strong performance of Aviva in 
2023, as set out below.

2023 annual bonus
The formulaic outcome from the annual 
bonus scorecard was 70.6% of maximum 
(at 141.1%). The Committee carefully 
considered this outcome in the context of 
broader performance and a quality of 
earnings assessment, noting input from the 
Audit and Risk Committees, to ensure the 
scorecard outcome was reflective of 
overall performance and aligned with the 
experience of shareholders. The 
Committee determined that no adjustments 
were required to the formulaic bonus 
scorecard outcome.
In line with the Policy the Committee also 
considered the individual performance of 
the Group Chief Executive Officer (CEO) 
and Group Chief Financial Officer (CFO) to 
determine whether individual adjustments 
to the scorecard outcome were required.
Amanda Blanc’s performance as Group 
CEO continues to be exceptional. 
Successful progression of the strategy, 
which Amanda set out, has resulted in 
Aviva pivoting to capital-light and 
outperforming the competition in the 
growth of General Insurance, Workplace, 
Protection and Health, alongside strategic 
bolt-on acquisitions. Our strategy continues 
to engage colleagues at record levels. 
Throughout the year Amanda has also 
continued to strengthen the senior 
leadership team including three ExCo 
appointments.

From an external perspective, Amanda 
has continued to enhance Aviva's profile 
across multiple industry and public forums 
such as the Prime Minister’s Business 
Council and the Association of British 
Insurers (ABI) Board.
This performance is reflected in Amanda’s 
annual bonus for 2023 of 88.1% of 
maximum (at 176.1% of salary).
Charlotte Jones has demonstrated strong 
performance in 2023, driving the effective 
performance management processes 
across the Group that support the delivery 
of our financial results. Maintaining our 
balance sheet strength and effective 
capital management has enabled 
investment for growth and efficiency 
as well as delivery of regular and 
sustainable capital returns. Charlotte 
has successfully executed M&A activity 
and led the delivery of the transition to 
IFRS 17. The £300 million share buyback 
has been effectively executed and 
Charlotte has led extensive market, 
investor and analyst engagement. 
Internally, Charlotte has strengthened 
her leadership team and re-shaped our 
approach to transformation activity.
Charlotte’s annual bonus for 2023 
was 85.4% of maximum (at 128.1% 
of salary). 

2021-23 LTIP 
The formulaic vesting outcome was 91.8%, 
reflecting very strong performance against 
the Solvency II RoE target and maximum 
vesting of the rTSR element (performance 
exceeding upper quintile of the 
peer group).
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Shareholder consultation
The Chair and EDs met with institutional 
shareholders during the year. Topics 
raised during 2023 included Aviva’s 
dividend policy, capital returns, climate 
risk and progress against our strategic 
plan. A shareholder newsletter is 
published quarterly on aviva.com.
I look forward to continued constructive 
engagement with shareholders this year 
as we present our revised Policy for 
approval at the 2024 AGM.

Remuneration in 2024
Salary
Amanda will receive a salary increase of 
3.7%. Charlotte will receive a salary 
increase of 3.9%.
The percentage increases for our EDs are  
below the overall increase in the UK 
salary budget of 6%.

2024 Annual Bonus and 
2024-26 LTIP
For Amanda and Charlotte, the 
opportunities are unchanged from the 
awards made for the prior year. 

Annual bonus

LTIP 
opportunity

Target 
opportunity

Maximum 
opportunity

Group CEO  100%  200%  350% 

Group CFO  100%  150%  225% 

Opportunities are in line with the Policy.

2024 focus areas
The Committee will continue to focus 
on ensuring that remuneration fairly 
rewards, and is aligned with, business 
performance, particularly in the context 
of the changes being made to incentive 
measures following the review of the 
Policy. 
In addition we will ensure that the 
broader colleague reward proposition 
remains competitive.

Conclusion
We have again delivered very strong 
results in a challenging and volatile 
economic environment, demonstrating 
the benefits of our diversified business. 
As a Committee, we have sought to make 
decisions which effectively drive and 
reward results, while continuing to align 
with UK best practice remuneration and 
governance expectations. I hope that this 
report is clear and informative and I look 
forward to seeing shareholders at the 
forthcoming AGM.

Pippa Lambert
Chair of the Remuneration Committee
6 March 2024
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