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Overview and declaration

TP ICAP is committed to creating a workplace
where everyone can thrive. We are pleased

that, year on year, we continue to reduce the
gender pay gap. Over the last two years we have
reduced the mean hourly pay gap by 10.7% and
increased representation of women at every pay
quartile.

That doesn’t mean that we do not think there
is more to do. Our UK gender pay gap figures
reflect the continued under representation

of women in the sector that we operate in,
particularly in senior, front office revenue
generating roles.

We are taking concrete steps to address this over
the long term. Increasing the representation of
women in leadership and revenue-generating
roles remains a key priority. We continue to focus
on improving recruitment practices, enhancing
career development pathways and building an
inclusive culture in which women can advance.
Our progress to date demonstrates that change
is possible. For example, we have already met
our public target to increase the proportion of
women in senior manage ole ead of
schedule.

We remain fully committed to transparency. In
line with UK reporting requirements, this report
sets out our gender pay and bonus gaps, the
distribution of men and women across our pay
quartiles, and the proportion of colleagues
receiving bonuses. More broadly, it reflects
our determination to build a more balanced
organisation; one that better represents the
diversity of the communities we serve, and one
where every colleague can contribute to and
share in our success.

The data used within this report relates to

TP ICAP Group Services Limited, the in-scope

employing entity in the UK. | confirm that the

data and information contained in this report
is accurate.

Sue Maple
Group Head of Human Resources
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2025 UK gender representation
snapshot

Women make up 26% of our UK workforce,
but of these, 14% are in front office, revenue
generating roles. In 2025, 28% of our senior
leadership were women (up 3.5 percentage
points vs 2024), however our highest-earning
leadership roles remain male dominated.

Our front office businesses employ
significantly higher proportions of men than
women overall and particularly in more

senior roles. We are actively addressing this,
increasing our attraction of women into our
broking academy. But, while this will impact in
the future, in the shorter term, it increases the
number of women in more junior roles without
impacting the more senior roles with the
highest pay.

What s the gender pay gap?

A measure of the difference between the
average pay of all men and all women,
regardless of role. This is not a measure of
equal pay, which compares pay for the same
or similar roles.
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Proportion of men and women @ Men @ Women
at each hourly pay quartile

OO0

153% 8% 17% 85% 32% 68% 31% 69%
Upper Upper middle Lower middle Lower
Proportion of men and women @ Men @ Women

recleving a bonus

84.4% 82.3%
Men are slightly more likely to
receive a bonus than women.
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What drives our gender pay gap?

el & +

Under-representation of 86% of women at TP ICAP We are increasing
women in senior front in the UK work in support representation of women
office roles functions with different in front office roles.
pay structures to front However, they are currently
office roles in predominantly more

junior roles

We continue to make progress

2025 (%) 2024 (%) 2023 (%)

Hourly gap Mean 36.5 41.4 47.2

Median 299 341 329
Bonus gap Mean 4.7 79.3 4.7

Median 631 63.6 65.7
Quartile Upper 13 10 8
representation | Upper Middle 17 15 16
ofwomen Lower Middle 32 31 29

Lower 31 33 30




Gender Pay Gap Report 2025

Actions we are taking

Increasing representation
- We have better reflected the culture and

. experience of TP ICAP through our “Your
th is uture’ co"gn to remove
p

erception riersto a ng for roles.

+ Increased the number of women joining
front office broking roles through targeted
partnershi

a structured broking
r brokers to kickstar

ted research to understa
ion for wo n, and addr

engthen& lea-dership capa

ﬁdenciough regular skills
ortunities.

Culture & Networks

- Increased leadership accountability through
the Global Inclusion Council, and clear
D&l objectives embedded into leaders’
performance goals.

- Recognising the experiences of women, we
expanded our Accord networks to include a
new Early Professionals network, alongside

‘tremthening the profiles of our other
networks.

s

eased visibility of women role models and
lusion activities.

¢
licies, Benefits & Wellbeing
« Expanded benefits package (gym, mental
health tools, leave) following feedback.

reased our data capabilities, providing
eaders with tangible insights to highlight
best practice and development areas.



