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Compensation Philosophy and Approach

2019 Compensation Highlights

You are being asked to vote in favour of an advisory resolution regarding Kinross’ approach to executive compensation. 
A summary of our approach and philosophy is outlined below. We encourage you to read about Kinross’ executive 
compensation program on pages 55 to 123 in this document.

Align executive interests 
with Kinross’ long-term 
strategy and those  
of shareholders

Reinforce Kinross’ 
operating performance  
and execution of  
strategic objectives

Enable Kinross to  
attract and retain high  
performing executives

Align pay and performance 
in a way that is transparent 
and understood by  
all stakeholders

Reached out to shareholders 
representing over 50% of Kinross 
common and outstanding shares under 
our shareholder engagement program

>50%
of shares 

represented

Reduced compensation paid 
to SLT members by 17% 
from 2018 to 2019

17%

• CEO individual short-term incentive rating of 105%,
an improvement compared with the CEO rating in
2018, based on the year-over-year improvement in
company performance

• Despite the strong year, total CEO compensation
remains below 2017 and 2013 levels, and has
remained largely flat over the past seven years
since Paul Rollinson was appointed CEO

• Total SLT compensation reduced by 17% (in CAD) in
2019 compared with 2018, and 24% compared with
2017. Total NEO compensation reduced by 19% in 2019
compared with 2013

• The CEO is required to hold a minimum of five times
annual salary in shares and share units. The CEO’s share
ownership currently represents 15 times his salary

• Equity makes up 50% or more of direct compensation
for the senior leadership team, and 55% of that equity
is in the form of performance share units, which vest
only when specific performance targets are achieved

• Key changes: Increased weighting on RPSUs to 55% of
total equity granted and removed options; moved to
three-year measures in RPSU plan; added a cash flow
metric to the short-term incentive plan

Base salary Short-term incentive 
Target incentive 
x 
Performance multiplier 
Company (60%) + 
Individual (40%)

Long-term incentive 
(multiplier of base salary)

55% RPSUs 
45% RSUs 

Total direct compensation

+

2019 Executive Compensation Highlights

+ + =

CEO share ownership represents 
15 times his salary, far exceeding 
the minimum of 5 times salary in 
shares and share units

salary
=15X

share 
ownership

Reduced the size of the SLT 
from 8 to 4 since 2011 leading 
to a 35% decline in overall 
compensation

35%
reduction

in SLT  
compensation 

(2011-2019)

Rewarding the creation  
of shareholder value and 
exceptional performance, 
without encouraging undue 
risk-taking 

Including long-term equity-
based incentives as a significant 
portion of annual compensation 

Requiring executives to hold 
common shares 

Linking a portion of 
compensation to corporate 
performance, including annual 
operating performance 

Linking a portion of 
compensation to individual 
performance, including 
behaviours that support 
Kinross values

Competitive pay practices 
(including internal equity), 
considering relevant mining 
and industry benchmarks and 
other factors

Clear and complete disclosure 
of executive compensation 
approach and rationale

THROUGH THROUGH THROUGH THROUGH

reduction in SLT 
compensation
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2019 Executive Compensation

Page numbers align with Kinross’ 2020 Management Information Circular.
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1. All-in sustaining cost per gold ounce sold is a non-GAAP measure and may not be comparable to measures used by other companies. Management uses this measure internally and believes that it
provides a better understanding of the cost of sustaining gold production. For further details, see Kinross’ Management’s Discussion and Analysis for the year ended December 31, 2019.

2. Free cash flow is a non-GAAP measure and is calculated as net cash flow from operating activities less capital expenditures.

3. The company’s performance on the cash flow measure was in line with the maximum of the range, and would have thus been eligible for a performance multiplier on this measure of 150%.
However, as noted above, while recognizing that operational performance was strong, management and the committee also considered that gold price had been an important factor in this
outperformance, and thus reduced the score to 135%.


