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Our mission is to connect 
people with their assets, 
and we understand that 
employees are often 
a company’s most 
important asset. 
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IN THIS EDITION

Welcome to our fourth edition of Link 
Group’s Equity Plan Solutions (EPS) Insights 
publication. 2020 was a year like no other. 
‘Social distancing’, ’isolation’, ‘quarantine’ 
and ’work from home’ became everyday 
catch phrases as our interactions with the 
world went virtual.
This year, our report looks at the impact of COVID-19 on the employee 

share plans we manage on behalf our clients and how those companies 

have utilised employee share plans as a tool to retain, motivate and 

reward their employees during these exceptional times. 

We focus on COVID-19 related plan trends, the impact on valuations  

and total shareholder return, as well as a view from our UK share 

plans team. We also talk to Domain Holdings Group regarding their 

COVID-19 plan, review the key issues and benefits of implementing an 

employee share trust and provide an update on the proposed new ASX 

announcement requirement.

We hope you enjoy these insights from our EPS team.

Many companies 
rewarded staff with 
shares or share-rights 
for taking temporary 
pay reductions. These 
awards were either 
agreed upfront with the 
agreement to reduce pay 
or retrospectively

The ATO provided a 
Tax Determination 
in December 2019 - 
companies managing 
their employee share 
trusts inhouse, need 
to ensure they do 
not breach the sole 
activities test

of Link Group’s clients 
(within the ASX300) 
offered employees 
equity as a result of the 
impacts of COVID-19

40%
of all share-rights 
awards offered to 
employees were 
allocated with a time 
based hurdle 

80%
Key takeaways

Equity Plan Solutions (EPS) is a 

division of Link Group providing 

comprehensive services to clients 

operating, or wishing to operate, 

employee and executive share, 

rights and option plans.

In 2020 Link Group supported over 

200 clients with the administration 

of their employee share plans.  

We successfully delivered over 

300 employee share plans 

offers; from offers to a handful 

of employees to Australia’s 

largest ever share plan to 120,000 

Woolworths’ employees.

Tom McCarty
General Manager, 

Equity Plan Solutions 

Link Group
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KEY INFORMATION

Gift shares

35%

STI  
share rights

50%

STI  
shares

15%

Time based hurdles 80%
Performance hurdles 20%

Vesting 
Type

Issued rights 75%
Issued shares 25%

Shares or 
Rights

Up to a year of restrictions  65%
Between 2 and 3 year restrictions 35%

Restrictions

Impact of COVID-19 on 
employee share plans
The pandemic created an unprecedented 

economic crisis with many companies finding 

themselves unable to continue to pay full wages 

for a period of time or uncertain about financial 

performance in the future. We saw many 

companies using employee share schemes to 

supplement reduced salary levels in order to 

retain and incentivise employees during the 

COVID-19 pandemic.

40% of Link Group’s clients (within the ASX300) 

offered employees equity as a result of the 

impacts of COVID-19. The most common types 

of awards were share-rights under a short-term 

incentive plan, as well as gift shares allocated 

under the Tax exempt share plan. 

Gift share plans

15% of the gift shares were offered on a 

post-tax basis with no further restrictions.

A three-year restriction under the 

qualifying tax-exempt plan remains the 

most popular scheme.
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Up to -5K 58%

10K -50K 18%
5k -10K 22%

50k and above 3%

Offer $ 
values

Offer $ values

Plan offering by number of employees

We saw a significant increase in the number of employees being 

offered equity throughout the pandemic. Many employees 

became shareholders for the first time, adding another dimension 

to employee engagement.

Number of employees who received equity in a 
COVID-19 plan

38% of the companies offered the plan globally.

1-100 55%

500-1000 13%
100-500 20%

1000+ 17%

Number of 
employees who 

received equity in 
a COVID-19 plan 
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Information technology 22%

Real estate 11%

Consumer staples 17%

Materials 6%

Consumer discretionary 17%

Financials 6%

Communication services 11%

Media and entertainment 6%

Software and services 6%

Plans offered by industry

Our analysis has shown information technology companies led the way 

in offering employees’ one-off grants under the plan whilst material and 

financial sectors lagged behind.

Sector breakdown

Held via trust

75% of companies have an employee share plan 

trust to hold the shares on behalf of participants. 

A number of short-term incentive grants have a 

forfeiture condition linked to these grants.

75%
of companies 

have an employee 
share plan trust
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S&P/ASX 300  
(Sector) Acc Index

Impact on valuations and TSR reports 
Observations from our miraqle metrics team

Our miraqle metrics team has more than a decade of experience in offering 

accurate, transparent, and independent remuneration data services. We are trusted 

by Australia’s largest listed companies. Our key strength is providing independent 

valuations of equity awards, calculation of performance conditions and analytical 

advice to remuneration managers and teams.

Last year, we observed the use of ‘closing price as at the grant date’ for spot price 

assumption in valuation reports as a recommended approach instead of the VWAP 

methodology. We presume this was due to high volatility in pricing. We have had 

to make reasonable decisions on assumed volatility in valuation reports around 

excluding abnormal returns. Many abnormal returns were noticed especially during 

March 2020 period. 

We also had questions in relation to deferred dividends regarding TSR reports, with 

clients concerned that the company might be penalised in the following period 

when dividends are issued. In those instances, companies who deferred dividends 

will have a much higher TSR in the following period, raising the question whether 

it is reasonable for the client to be ranked against these or should dividends be 

recognised in the current period for these companies, albeit being deferred due to 

COVID-19. 
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SPOTLIGHT

 

We spoke to Jo McLellan, Head of Finance Ops, Systems and 
Tax at Domain about Project Zipline.

Tom: Tell us a little bit about Domain and your role there?

Jo: My role has changed since Project Zipline. At the time 
of Project Zipline, I was the Head of Tax at Domain. This role 
involves not only tax compliance but also working with the 
different areas of the business to ensure that tax matters are 
addressed at the time that decisions are made rather than 
being an afterthought. Some of these matters involve GST, 
FBT, Payroll Tax, Stamp Duty as well as Income Tax. Towards 
the end of last year, I became responsible for Finance 
Operations and Finance Systems. This new role has been 
an exciting opportunity to learn about a different side of 
our Finance area as well as assisting to implement process 
improvements.

Tom: Companies across the globe felt the financial impact 
of COVID-19 very quickly. For Domain, cost management 
was a key focus and you looked to deliver a 20% reduction 
in staff costs. Can you give us an overview of the program 
you put in place to achieve this?

Jo: Thanks Tom. Not sure if you remember, towards the 
end of March 2020, auctions and open house inspections 
were stopped and the future looked very uncertain for the 
property sector. Many companies were standing down 
employees or asking them to reduce their salary and wages 

with no corresponding reduction in work hours. Lots of us 
were working from home and trying to adapt to a completely 
new way of engaging with staff and other stakeholders in our 
businesses. Never was there a focus on cash like there was 
during that time.

Although Domain’s business was strong, our business was not 
immune to the extraordinary economic impacts of COVID.

As a large amount of Domain’s cost base is staff costs, we 
needed to find a way to cut staff costs by 20% across all 
teams which would help offset the forecasted reduction in 
revenue and thereby cash collections. At Domain, our biggest 
asset is our staff and our number one priority during this very 
uncertain time was to care and support our staff to the best 
of our ability. 

Our CEO, Jason Pellegrino, wanted to investigate alternatives 
to just requesting staff to reduce hours, redundancies and 
stand downs. Where employees own shares in the company, 
it will help them to become more connected with the 
business and increase their understanding of the share 
market, financial results which is also another way of aligning 
employees to Domain’s interests. 

So, the project was born. It involved asking Domain staff to 
participate in a share rights program whereby they could 

The evolving COVID-19 crisis has presented unprecedented conditions 
for businesses across the globe. When faced with how to overcome 
the potential market uncertainties caused by COVID-19 and managing 
their cost base, Domain decided to take a unique approach to 
retain their staff for the long term and to continue deliver innovative 
products at pace.

Domain employees were offered the opportunity to participate in a 
program called Project Zipline, where from May 2020 they received 
20 per cent of their salary package over six months in Share Rights, or 
alternatively elect to reduce working hours. More than 90 per cent of 
Domain’s staff opted in for Project Zipline.

Domain Holdings Australia Limited
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receive a percentage of their salary package over a six month 
period (from May to November) in share rights or alternatively 
elect to reduce working hours for a corresponding reduction 
in salary.

This was an opt in process however it was communicated 
companywide that it was necessary to obtain a 20% 
reduction in staff costs. This option was also a way to retain 
talent and momentum for the longer term.

Tom: Project Zipline is certainly a great name and I think 
holds a bit more meaning to you personally? How did the 
name come about? 

Jo: As the outlook appeared grim, we wanted a name that 
would help encourage a positive take up across the business. 
When I was in Tasmania a few years ago, I took my family 
on a zipline across blue gum forests and a river that was 
furiously running. Then I thought about the way that the 
zipline worked – thankfully, it helped us to zip across the river 
to the other side without any issue or problem at all. Then I 
thought, what a great name for our project – this issuance of 
share rights to employees would help Domain to reduce its 
costs by 20% thereby helping to deliver the company across 
a divide safely.

Tom: What was the uptake for Project Zipline?

Jo: There was a 90% take up across the business of the 
options offered.

Tom: Was it leader-led, did your executives participate at 
higher levels?

Jo: Yes, it was leader-led – Board 50%, Executive Leadership 
30% and Senior Leadership took 25%.

Tom: A couple of related questions, did you need to adjust 
your plan rules in any way or were you able to administer 
under the plan already in place? In addition, what legal 
impacts did you need to consider?

Jo: The plan rules did not have to be adjusted.

In relation to the legal impacts, this was mostly dealt with by 
our Group legal counsel and company secretary, Catriona 
McGregor. However, to list a few issues:

1.  As Domain is ASX listed, the ASX listing rule obligations 
which included whether shareholder approval was 
required (which it wasn’t) and any other rules around ASX 
announcements;

2. Domain also needed to ensure that the program 
complied with the relevant ASIC class order. 

Tom: Tax is always a key element. How was this managed? 

Jo: Yes, tax was considered. As we were asking employees 
to reduce their take home salary, it was incredibly important 
to ensure that there were no adverse tax impacts by asking 
our employees to take up share rights and that any taxation 
point was deferred to the earlier of when the share rights are 
exercised as there was no disposal restriction or when the 
employee ceases employment.  

As part of the communications piece, the tax area engaged 
an advisor to draft a taxation summary which was sent out to 
all employees who agreed to participate in the Share Rights 
program. This summarized the taxation implications for the 
employees at date of grant, date of vest, date of exercise, 
disposing of the shares within the 30 days or post 30 days 
of deferred taxing point, what occurs when an employee 

ceases employment as well as what the taxation implications 
were if the share rights were settled in cash. It also reiterated 
the position that employees should seek their own 
independent professional advice prior to accepting the offer. 

There were also several opportunities for employees to ask 
questions on various slack channels. 

Tom: Employee communication and education is key – how 
did you approach this?

Jo: As this was a company wide program and involved 
something that the vast number of employees had not seen 
before, the communications piece was very important.

A project team was set up and included staff from 
legal, employee experience, finance, tax, payroll and 
communications.

We all worked incredibly hard over a very short time frame 
to execute this project. Collaboration was the key and as we 
were out of the office, we used the google suite of products 
to assist with real time amendments to documents.

Due to the people first approach that Domain adopted, a 17-
page FAQ document was drafted and sent to staff. This FAQ 
document included topics like the purpose of the project, 
the process, what was the share rights offer, the income tax 
and superannuation consequences.

We also drafted comms to assist people managers with 
discussions that they had to have with staff as well as offer 
documents which were to be sent to staff.

Then on the actual announcement day, Jason Pellegrino, 
CEO, had three announcements which were followed by 
ask the ELT questions via slack. The first was with the senior 
leadership team, the second was with people managers and 
the third was an all hands with the whole company. 

We also set up ask the ELT questions up to three times a 
day during the period between the offer opening to the 
offer closing. This was an amazing way to ensure that most 
of employee’s questions were responded to if not by the 
project team but by other employees. It was an amazing 
time as the collaboration was incredible.

Tom: What about engagement with your investors – did 
you do anything here?

Jo: There was only engagement with investors and analysts 
through the announcement on the ASX and discussions at 
the Macquarie conference in May.

Tom: Many companies needed to react swiftly to the 
pandemic and impact it was having from a business 
perspective, and some are still considering options. How long 
did it take from the inception of idea through to allocation?

Jo: Our first project meeting was on 30 March, the ‘all hands’ 
announcement to the company on 14 April, email with varied 
employment terms and conditions sent on 24 April with 
employees having to accept by 28 April. So basically, one 
month from beginning to end.

Tom What advice would you give to companies considering 
a similar undertaking?

Jo: My advice would be to make sure you have the right 
people engaged in your company, make sure all your legal, 
tax and accounting advice is watertight and have a great 
comms person!! 

Link Group Equity Plan Solutions Insight 2021
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UPDATE 

From our UK Team on employee engagement and 
share plans
Last year, we had planned to loudly mark the anniversary of three parts of our industry that 

have helped transform it: the AIM Market, the Save As You Earn (SAYE) plan; and the Share 

Incentive Plan (SIP). But like many of our plans, 2020 got in the way.

So, while the champagne sits on ice, we thought it would be appropriate to at least 

recognise these milestones.

Having been there from the start and with over 42% of AIM listed companies working 

with Link Group, we are proud to have supported a range of high-growth companies 

in fulfilling their aspirations as a listed company. And it’s not just companies which have 

reaped the benefits; the AIM market has allowed investors to buy shares in companies 

that would otherwise not be possible.

But what about if you want to buy shares in the company that you work for? Employees 
wishing to purchase shares have a choice of two all-employee plans that have truly 
broken the mold.

The Save As You Earn plan, also known as Sharesave, was a pioneering development in the 

share plan world. It allowed employees to buy shares using savings from their salary over 

a period of time for a fixed price. This risk-free savings vehicle has helped change the lives 

of millions of employees. As the fastest growing SAYE provider, we have been supporters 

from day one; having helped companies and employees realise a number of positive 

outcomes.

One of many inhouse Link Group share plans experts, David Isaacs notes, ”SAYE plans help 

redistribute wealth across the economy, as well as transforming the lives of employees. 

With the relatively low cost to companies, will this risk-free savings plan see a rise in 

popularity to help pilot us through the challenging times ahead?”

Its younger sibling, the Share Incentive Plan serves a similar purpose, but follows a slightly 

different method. The SIP is available to all employees to opt into and allows them to 

purchase shares using money deducted from their gross salary. Shares are then subject 

to a holding period, allowing tax benefits for both the employer and employee. On top 

of that, companies can also provide matching and free shares to compliment those 

purchased by the employee. 

David further explains, “We wanted to find a way to give companies and employees more 

choice, which is why we devised the Share Incentive Plan allowing employees to stop, 

start, or change the amount they contribute to their plan each month”.

So while we can’t guarantee what the future holds, we can recognise the unique 

frameworks that will still allow companies, shareholders and employees the opportunity 

to thrive throughout 2021 and beyond!

SAYE plans help redistribute wealth 
across the economy, as well as 
transforming the lives of employees.
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EMPLOYEE 
SHARE PLAN 
TRUSTS 
We spoke to our Trustee and Custodial 
Services Manager, Shenali De Silva about 
Employee Share Plan trusts, including the 
benefits and issues for clients to consider.

What is an employee share trust?

An Employee Share Trust (EST) is a common structure that 

employers (for listed and unlisted companies) use to manage 

the sale restrictions and forfeiture conditions that are often 

associated with their share-based incentive programs. 

Contributing to an EST enables the EST to purchase or 

subscribe for shares, which allows the employer to enjoy 

certain tax benefits. As a result, the company is able to 

manage its costs and share capital position more effectively. 

The EST can also ‘recycle’ forfeited shares for future grants, 

avoiding potentially complicated buy-back requirements.

What are the benefits of an employee share trust?

• Allows hedging against rising share price (shares can be 

acquired progressively and warehoused in the EST).

• The company maintains control over shares, while at the 

same time the trustee has a fiduciary duty to employees, 

providing greater transparency and integrity to the 

arrangement.

• The company demonstrates an arm’s length approach 

and avoids self-acquisition issues.

• The employer’s contributions to the EST may be 

tax-deductible (including where the EST uses the 

contributions to subscribe for newly-issued shares) 

and CGT exemption on transfer of shares from trust to 

beneficiaries.

• Enables easy recycling of shares – when shares are 

forfeited (i.e. due to failure to meet vesting conditions) 

the forfeited shares can be reused for future offers to 

employees.

• The plan shares are completely segregated from the 

employer company providing security to employees.

What are the indicators for an employee share 
trust?

• Forfeiture conditions - if there is a performance hurdle 

or other forfeiture conditions to be met before the 

employee can have unrestricted access to the securities, 

a trust holding is almost invariably be required however if 

the shares vest with the employee immediately and there 

is no chance of losing them, in most cases there is no 

need for a trust (eg exempt plans).

• When a company has not registered an EST correctly 

and therefore are not meeting filing obligations with the 

regulators such as the ATO.

• Where insider trading and self-acquisition may be an 

issue.

• Where unallocated pool is required to meet future 

vestings. A Company cannot hold its own shares in its 

name.

• If the client is unsure of trustee obligations for an 

employee plan.

What should a company keep in mind if they are 
administering an employee share trust inhouse?

• On 6 December 2019, the Australian Taxation Office (ATO) 

released a Tax Determination (TD 2019/13) clarifying the 

activities that can be undertaken by an employee share 

trust, under the “sole activities” test (subsection 130-85(4) 

of the Income Tax Assessment Act 1997 (Cth)).

• Where an employee share trust meets the “sole activities” 

test for Australian tax purposes, several tax concessions 

can be accessed. Activities of the trustee that are ‘merely 

incidental‘ to the sole activities such as obtaining shares 

and ensuring that employees are provided with ESS 

interests relating to those shares (or rights to shares) are 

acceptable.

• The TD also confirms whether an employee share trust 

complies with the sole activities test will depend on what 

the trustee does, not only the powers and duties in the 

trust deed. Therefore, it is important for companies who 

are administering trusts inhouse to ensure that they do 

not permit activities that are considered ‘merely not 

incidental’ so that they do not breach the sole activities 

test. In the event the sole activities test is breached, 

the trust will lose its employee share trust status which 

will result in the trust and the company losing any tax 

benefits it enjoy and the trust being classified as tainted 

and unusable for ESP purposes. The list of the activities 

that are permitted and not permitted to be transacted 

via the trust are listed in the following table:
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Activities considered ‘merely incidental’ Activities not considered incidental

Opening and operating a bank account to facilitate the 
receipt and payment of money.

Providing financial assistance to employees (e.g. a loan) to 
purchase shares or interests in the employer company. 

Receipt and distribution of dividends from allocated 
shares to participating employees.

Payment of income or accrued capital from unallocated 
shares to any beneficiaries (or to employees who do not 
hold a beneficial interest in the employer company under 
the trust).

Receipt of dividends in respect of unallocated shares and 
bank interest and using those funds to:

• acquire additional shares for the purposes of the ESS;

• pay necessary and incidental costs of administering 
the trust and undertaking the activities described in 
paragraph 130-85(4)(a), (b) and (c). E.g. costs relating 
to the audit of the trust, fees for professional services 
provided to the trustee in relation to the trust; or

• pay interest on loans provided for the acquisition 
of shares or rights in the employer company, where 
the interest payable does not exceed arm’s length 
commercial rates.

Waiving or relinquishing certain entitlements (e.g. 
dividend waiver clauses) contained in the governing trust 
documents.

Paying a dividend equivalent payment to a participating 
employee under the rules of the ESS in the following 
circumstances:

• the amount paid is equal to or less than the amount 
of dividends paid to the trustee (net of tax paid by the 
trustee on the dividends), in relation to the number of 
shares being received by the participating employee, 
during the accumulation period; and

• the payment is made at or around the time, and 
because, the shares vest or are transferred to the 
participating employee (as required by the ESS).

Exercising a general discretion to make distributions 
of income or capital to pay a class of participating 
employees or other beneficiaries of the trust amounts 
unrelated to their ESS interests or entitlements under the 
ESS rules.

Dealing in forfeited shares under an ESS including the sale 
of forfeited shares and using the proceeds for permitted 
activities.

Investing in assets other than shares or rights to shares in 
the employer company.

Transfer of shares to participating employees, or the sale 
of shares on behalf of such employees and the transfer 
to the employee of the net proceeds of the sale of those 
shares, when required under the rules of the ESS.

Engaging in trading activities in relation to shares in the 
employer company, other than purchasing and selling 
shares to satisfy obligations under the ESS.

Receiving and immediately distributing shares under a 
demerger or actions in order to participate in a takeover or 
restructure covered by section 83A-130 of ITAA 1997.

Distributing mainly cash payments to participating 
employees other than shares or ESS interests under the 
ESS.

Bookkeeping, preparing financial, tax and regulatory 
statements, and other record-keeping and administrative 
actions necessary to operate the trust.

Providing additional benefits to participants and/
or employees, over and above the delivery of the ESS 
interests or resulting shares and any dividend equivalent 
payment that accrues directly from the employee’s ESS 
interest.

Borrowing money for the purpose of acquiring shares 
or rights in the employer company, where no security is 
provided over the trust assets and the interest payable 
on such a loan is not more than arm’s length commercial 
rates.

Borrowing money:

• for a purpose other than purchasing shares or rights in 
the employer company;

• with a security provided over any of the trust’s assets for 
the loan; or

• where the interest payable on the loan is more than 
arm’s length commercial rates.
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• If a company is looking to issue shares to the EST, it’s in 

its best interest to ensure that they make a payment to 

the trust’s designated bank account for the subscription 

of the shares if they intend to claim the tax deduction in 

doing so. To do the round robin of funds and for audit 

purposes, the cash has to be funded to a designated 

trust bank account on or around the time of the 

issuance of shares. 

• If a company is looking to purchase shares on market 

via the EST, it needs to ensure that it only commences 

to purchase shares during an open trading window 

and ceases purchasing as soon as the trading window 

closes to avoid insider trading issues. If the trusteeship 

is outsourced, an external trustee can continue to 

purchase shares even during a closed trading window 

as long as instructions were received from the 

Company during an open trading window.

• As per ASX listing rule 14.10, the company must ensure 

that, via its inhouse trustee, it does not vote in relation 

to any unallocated shares as doing so would be a 

breach of the listing rule.

• A company who manages the EST in-house must lodge 

the annual income tax return of the EST on an annual 

basis and whilst financial statements for EST’s are non-

statutory, it is preferred they are prepared and audited 

for transparency. Further consideration must be given 

to ensure a company is including its trust in any CbCr 

(Country by Country Reporting) for SGE (Significant 

Global Entity) reporting purposes and necessary 

exemptions are requested on behalf of the trust if the 

trust accounts are consolidated within the company’s 

group accounts.

What are the benefits for a company to 
outsource trustee administration to a third party 
provider such as Pacific Custodians Pty Limited?

• Assists with managing any insider trading issues as the 

trustee is as an independent party acquiring shares. 

• An ‘at-arm’s length’ trustee ensures impartiality (both 

perceived and actual) and confidence in separation of 

powers or duties.

• Competitive low annual fee ensuring end-to-end 

compliance of all trust obligations.

• Market power to ensure competitive rates from 

accountants, auditors and tax agents for trustee 

reporting requirements.

• Seamless integration with plan managers and 

specialised staff managing the trust. 

• Appropriate governance and risk models in place to 

ensure fidelity of trust.

• Extensive auditing on trustee providing additional 

comfort to employer and employees on trust asset 

managements.

About Link Group’s trustee services?

The trust office specialises in employee share trust 

management. We specialise in:

• Establishment and maintenance of employee share 

plan trusts.

• Management and accounting of trust assets.

• Assistance with annual trust, legislative and tax 

compliance requirements.

• Extended trust reporting capabilities to assist with 

group financial reporting.

• Accurate and timely distribution of trust assets.

Link Group Equity Plan Solutions Insight 2021
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PROPOSED ASX 
LISTING RULE 
CHANGES

The ASX has announced several amendments to the listing rules to support the introduction and use of updated STP 

forms. The ASX has confirmed the addition of new listing rule 3.10.3E, with requiring a listed entity to notify ASX of: Details 

of the cessation of: (a) any securities issued under an employee incentive scheme: (i) to key management personnel 

or an associate, within 5 business days of their cessation; (ii) to someone who is not key management personnel or an 

associate, within 10 business days of the end of the quarter in which the cessation occurred. The notification must be in or 

accompanied by a completed Appendix 3H. 

Proposed schedule of ASX notifications* for employee incentive schemes 

ASX Lodgement Appendix 3G Appendix 3H 

(expected to be 
in effect from 5 
June 2021)

Appendix 2A Appendix 3Y 

(If issued to 
Directors) The 
issue may require 
approval from 
security holders 
under the listing 
rules 10.11 or 10.14

Notes

Grant of rights and options 
(Unquoted)

Grant of shares (on market 
purchase)

Grant of shares (new share 
issuance)

Y (including KMP 
names, no. of 
shares)

Changes during the 
vesting period

Vesting of rights and 
options and new share 
issuance (quoted)

Vesting of rights and 
options and allocation 
of shares via on-market 
purchase

No form required 
however, for good 
governance it is 
recommended 
to make an 
announcement to 
the market stating 
the number of rights 
options vested.

New timeframes  
expected from 5 June 2021 
to lodge with ASX after the 
event

5 business days 
for KMPs 

Within 10 business 
days of the end 
of the quarter in 
which they were 
issued for non-
KMPs

5 business days 
for KMPs 

Within 10 business 
days of the end 
of the quarter in 
which they were 
issued for non-
KMPs

Must be received 
by ASX no later 
than midday 
(Sydney time) 
at least one 
business day 
prior to the 
intended date for 
quotation of the 
securities

Within 5 business 
days of the change

*This is a summary only, Issuers should seek their own advice regarding their notification requirement.
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We support the clarification of the process for notification for cessation of any 

equity securities, or any quoted debt securities not otherwise notified to ASX.

We understand that the new listing rule would capture the expiry and lapse 

of equity (including options and performance rights) issued under employee 

incentive schemes.

We support the decision to remove the five business day timeframe for all 

employee cessation transactions as part of the ASX consultation process, as 

announced on 24 March 2021. This was particularly important for larger entities 

with higher rates of attrition on a more regular basis (and accordingly, their 

equity will expire/ lapse). If entities were required to provide a form each time 

an employee ceases employment, this would have resulted in a large number 

of forms being released on the ASX platform, with no real benefit to investors 

and stakeholders. 

From a practical perspective, often employee equity schemes are managed by 

a number of parties, including an entity’s HR, secretariat, legal, finance and tax 

function and often involve an external share scheme manager (for example, 

provided by the entity’s registry). Therefore it will be important for companies 

to consider the data and processes involved in ensuring the new reporting 

requirements are delivered successfully.

The changes will come into effect on 5 June 2021.
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TECHNOLOGY

Connecting employees to their payments in foreign currency

Link together in partnership with OFX have digitalised currency payments, which is 

great news for the global workforce. 

With 50 currencies available, receiving dividend payments in the currency of  

choice and electronically credited to a nominated account just became an easier 

option for your employees.

OFX provides quality and reliability of service, end-to-end electronic experience, 
convenience and security for your employees.

If you would like any further information please contact your EPS Client 
Relationship Manager

OzForex Limited t/a OFX. AFSL 226484 PDS at OFX.com

Now connecting employees with listed companies

In 2020, our award-winning Investor Centre mobile app was updated to include new 

employee features, like the ability to participate in offers, view and download plan 

documents, transact shares, including exercising options, share transfers and sales. 

The workplace in 2020 dramatically changed and, meaning it has never been so 

important for issuers to communicate quickly and easily in real-time with staff 

domestically and globally. The Investor Centre app has been an essential tool in 

achieving higher rates of participation in share plans and delivering successful offers 

during 2020 as many of us around the globe worked remotely.

The Investor Centre mobile app is available in both the App Store and Google Play 
Store for Australia, New Zealand and Hong Kong.
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Link Market Services is a proud member of EOA. 

Employee Ownership Australia (EOA) assists companies of all sizes implement 

employee ownership by providing high quality and topical educational resources and 

hosting information sharing and networking events.

EOA is also the leading advocate for change at the legislative level to improve the 

tax and legal operating environment for businesses with employee share schemes in 

Australia.

By becoming a member of EOA you and your organisation will gain access to industry-

leading events, educational resources and networking opportunities, and directly 

contribute to the development, progression and growth of employee ownership in 

Australia.

If you are interested in becoming a member or would like more information on how 
to attend our upcoming May Virtual Employee Ownership Conference please email 
info@employeeownership.com.au or visit www.employeeownership.com.au

SUPPORTING 
THE INDUSTRY

FINAL  
THOUGHTS
The way businesses have adapted to manage the 

consequences of the last 12 months has provided 

a welcome shield to many employees across the 

world. Many of us have also been humbled by the 

tireless work of healthcare employees, grocery 

store and other essential workers such as delivery 

drivers during the COVID-19 pandemic.

 As companies adjust to the ‘new normal’, it will be 

fascinating to see whether the upward trend to reward 

shares or share-rights to staff will continue once the 

economy is back at full steam and such pay structures are 

no-longer a necessity. While such a shift would be hugely 

rewarding for businesses and employees alike, the fact is 

that we now have many employees becoming first time 

shareholders. Employee engagement around that share 

ownership will be key for the foreseeable future. COVID-19 

has transformed not just employee agility but employee 

engagement too. Those employers that successfully 

adapt to the new environment will reap the rewards.

Tom McCarty 
General Manager 
Equity Plan Solutions, Link Group
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