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Introduction

At Tokio Marine HCC International (TMHCCI), we are committed to cultivating a culture of belonging where diversity is recognised
as a strength and individuality is valued. We believe that creating an inclusive environment, where every employee feels
respected, supported, and able to reach their full potential, is fundamental to our continued success. This commitment underpins
our approach to equity and inclusion. We are dedicated to taking meaningful action, driving impactful initiatives, and making
measurable progress to ensure our workplace reflects these values in practice as well as principle.

This Gender Pay Gap Report shows the results of our gender pay gap analysis for our UK employees based on hourly rates of pay
as at 5 April 2025.

What is the Gender Pay Gap?

The gender pay gap is not the same as equal pay. Equal Pay is a legal requirement that ensures that people are paid equally for
doing the same or broadly similar work regardless of their gender.

The gender pay gap is the difference between the average hourly earnings of men and women in an organisation.

Mean and Median
Gender Pay Gaps

The mean gender pay gap figure represents
the difference between the average hourly
pay of our male and female employees in 42 7
the UK. The median gender pay gap figure &
represents the pay difference between the

middle point of our total number of male

and female employees if we listed their

hourly pay in order from lowest to highest.

Gender Pay Gap - Hourly Pay
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The hourly pay gap figures are based on
shapshot dates of 5 April in the respective
year. The bonus gap figures are based on
the 12-month period prior to the respective
snapshot date. Acknowledging that our
mean bonus pay remains at over 70%, our
median bonus pay has reduced by 11%
against the figures published last year. The
median percentage is less impacted by
extreme values. 50 39.7%

Gender Pay Gap — Bonus

We are pleased that our mean and median
hourly pay gaps have reduced again, a trend
that has continued since 2020.

' Median Mean

Pay Quartiles

The charts below show the proportion of men and women in
each hourly pay quartile as of 5 April for each year.

The percentage of females in the Upper Quartile has increased
incrementally for a second year, with an 8% increase of females
in the Upper Middle Quartile since 2021, contributing to the
reduction in our hourly pay gap results.

Upper Quartile

The top 25% of employees
with the highest hourly pay.
This quartile generally contains
senior management and
specialised, high-salary roles.

Upper Middle Quartile

The next 25% of employees,
ranking just below the highest
earners. This group often includes
middle management and
experienced professional roles.

Lower Middle Quartile

The next 25% of employees,
ranking below the middle
management band. This area
usually consists of junior
management, skilled technicians,
or administrative staff.

Lower Quartile
The bottom 25% of
employees with the lowest
hourly pay. This may
include entry-level or junior
administrative roles.
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Progress in 2025

Our recruitment data shows that candidates who identified as female experienced application-to-offer and interview-to-offer ratios comparable to those of male candidates. In 2025, women represented 48%
of new hires. Internal promotion data indicates that 9.8% of men and 9.5% of women were promoted during the year.

We continued to prioritise initiatives that support a positive and inclusive working environment for female employees, including employee networks, charitable activities and social programmes. \We recognise
that fostering an inclusive culture enables all employees to achieve their full potential. VWWe have also continued to encourage employees to share their demographic data, achieving an ethnicity disclosure rate
of 67%. This progress will enable us to better understand the intersectionality of employee experiences and identify areas where further action may be required.

Throughout 2025, we maintained a range of development programmes to support career progression, including Tokio Marine’s "'TM2100" global leadership development programme for early career talent
and Leadership Fundamentals for managers. Building on the success of our mentoring programme launched in the previous year, we introduced our online mentoring platform, Evolve, expanding access to
mentoring and sponsorship opportunities across the organisation.

Our Menopause Group continued to provide support through resources, discussion, and events. We also enhanced our benefits, policies and learning initiatives to reinforce our commitment to a high-
performing and inclusive culture. This included the introduction of a prevention of sexual harassment policy and mandatory training for all employees, alongside webinars on topics such as imposter syndrome.

During Mental Health Awareness \Week, we hosted sessions on fertility and nutrition support. We were pleased that Tokio Marine HCC International was highly commended at the 2025 Employee Benefits
Awards in the “Best Benefits to Support Reproductive Health” category, recognising our efforts to support employees through fertility treatment and pregnancy.

The Women's Group continued to grow its impact by organising events and creating networking opportunities. Highlights included an International Women's Day event featuring a renowned American-British
comedian, author, and mental health campaigner, focusing on mental health and community, as well as workshops on personal branding and influencing skills.

Bonus Pay Participation Looking Ahead

Reducing our gender pay gap is a long-term priority, and we
recognise that achieving sustainable progress requires ongoing
commitment. While we have made important strides, we
acknowledge there is more to do and we remain focused on
driving continued improvement.

The chart on the right shows the
proportion of men and women
who received a bonus during
the 12-month period prior to

5 April of the year in question.

2025

We are committed to fostering an inclusive environment where
every employee feels a strong sense of belonging, regardless
of gender, age, sexual orientation, ethnicity, belief, disability, or
background. Embracing diverse perspectives is fundamental to
our culture, and we will continue to invest in our people while
attracting a broad and diverse talent pool.

2024
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Through our Women'’s Network, we will continue to support

. L the development and progression of female talent. This
Senior Leadershlp in 2025 is complemented by our Diversity & Inclusion strategy,
Understand, Reflect and Challenge, which guides our efforts to

Our Board continues to review our Culture Dashboard on a quarterly basis. The percentage of women at board and executive level build and sustain a workplace where everyone can thrive.

remained static at 23%; the percentage of women at the wider leadership level (Board/Executives plus reports) has reduced since
last year, in some part driven by realignment of reporting lines following a new executive management team structure during 2025. Our ongoing focus includes initiatives such as our
apprenticeship programme, aimed at attracting more women
into the insurance industry and enhancing its appeal to a wider
Women in Senior Leadership Roles (Board & Executives) and more diverse audience. We will continue to strengthen
our mentoring programme to support career development,
alongside promoting dynamic working practices.

We remain committed however to developing our mid to senior female pipeline talent through the initiatives outlined to the right.

Q4 2024

We are also committed to supporting employees returning
from family-related leave and to raising awareness of our
parental leave policies. Above all, we remain dedicated to

23 0/ 23 0/ taking meaningful, measurable action to create a more
(0] (0] inclusive and equitable workplace for all.
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Tokio Marine HCC is a trading name of HCC International Insurance Company plc, which is a member of the Tokio Marine
HCC Group of Companies. HCC International Insurance Company plc is authorised by the Prudential Regulation Authority
(PRA) and regulated by the UK Financial Conduct Authority (FCA) and Prudential Regulation Authority. Registered in
England and Wales No. 01575839 with registered office atThe St Botolph Building, 138 Houndsditch, London, EC3A 7BT.

Information detailed within this marketing material is for promotional use only and does not constitute advice or fact.
Any reliance upon such information shall be at your sole risk.



