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Statement from CEO of Crédit Agricole Creditor Insurance
At Credit Agricole Creditor Insurance (CACI), part of the Credit Agricole
Assurances Group, CACI, our raison d’étre is working every day in the
interest of our customers and society. Our frequently communicated
commitment and purpose is protecting our customers and their families
in life's fragile moments. That commitment begins with how we
support, develop, and look after our own people. We fully recognise and
embrace the responsibility we have as an employer in the insurance
sector so for us, publishing this report is not simply a statutory
requirement but rather a proactive demonstration of our commitment
to diversity equity and inclusion. This is a strategic priority for us as part
of our People and Culture at CACl and is embedded in our Strategic Plan
and roadmap. This gender pay gap report provides a snapshot of where we are currently, it also demonstrates
the work we have done to date to create an organisation which proactively champions diversity, seeks to create
a diverse leadership team and pipeline, building on our strong culture of engagement and development and
supporting our people in their careers at CACl. We are proud to have been recognised nine times as a Great
Place to Work, twice as a Best Workplace for Women, and to have multilingual teams representing more than
25 nationalities who work collaboratively across our value chain. Our diversity is one of our greatest strengths
and we work consistently to build on our strengths and to work on our areas for development.

During 2025 we have continued to focus on our people’s development with bespoke in-house programmes,
professional development and coaching. As part of our CACI Cares Wellbeing Programme, we have enhanced
some existing policies and have introduced a number of new policies to support individuals, families, partners
and their families. We have maintained our flexible working policies including home-working and remote
working from abroad, ensuring we attract and retain talent and promote a work life balance. We have
strengthened our career development framework and implemented a graduate programme. Our Culture and
Values team, a team of volunteers, have continued to make significant contributions in celebrating, recognising
and promoting diversity, inclusion and engagement in all its aspects.

We know that meaningful change requires sustained effort, commitment, and focus. Our roadmaps for 2026
demonstrate our ambition to ensure our workplace is one where talent is recognised and rewarded fairly, where
our people have equal access to opportunities and where our strategic plans and goals build on our diverse
culture. We have achieved a lot. | would like to thank all of those who have and who continue to contribute to
CACI. We still have work to do however. At CACI we will transparently communicate on this report and on the
actions we will commit to taking to address any gaps we have identified

Increasing the representation of women across all levels, particularly in leadership and key pipeline roles, also
continues to be a priority. We are strengthening development opportunities, enhancing recruitment and
succession processes, and investing in initiatives that support long-term career growth.

As CEO, | am personally committed, together with my leadership teams, to accelerating this progress and
ensuring we continue to build a strong, balanced, and inclusive organisation for all.

Hourly pay & bonus gap between our male and female employees

The table on the right shows our mean and median hourly gender pay gap and bonus gap in Crédit Agricole
Creditor Insurance for the relevant reporting period. We are required to compare the average pay of all female
employees within CACI, irrespective of role and seniority, to the average pay of all males. Therefore, a gender
pay gap is not the same as an equal pay gap which deals with any relevant pay differences between men and
women who carry out equal work.
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The table above shows our mean and median hourly gender pay gap and bonus gap in Crédit Agricole Creditor
Insurance for the relevant period in line with Gender Pay Gap reporting requirements. We are required to
compare the average pay of all female employees within CACI, irrespective of role and seniority, to the average
pay of all males. Therefore, a gender pay gap is not the same as an equal pay gap which deals with any relevant
pay differences between men and women who carry out equal work.

We are confident that we do not differentiate between men and women performing equivalent roles. Our
gender pay gap is largely driven by the fact that there are currently more men in senior positions, Our focus
remains on fostering an inclusive environment where everyone feels valued and has equal opportunities for
growth and development. We continue to invest in training, leadership pathways coaching programmes along
with flexible work practices, to support the advancement of women within our organisation.

Proportion of our male and female employees receiving a bonus

Female m————— 100% We are proud that each employee, male and female, were awarded a
Male e 100% bonus this year.

Proportion of our male and female employees receiving benefit in kind
Benefit In Kind are mainly voluntary benefits and show a roughly even
Female m—— 60% distribution across males and females, although BIK is not a material
Male m————t9% component of total reward within Crédit Agricole Creditor Insurance

Proportion of our men and women in each pay quartile

Lower Lower Middle Upper Middle Upper
Quartile Quartile Quartile Quartile
€ 54%’ ‘50% 50%’ ‘62% 38%’ <2% 38%)
l remae The table above illustrates the gender distribution across Crédit Agricole Creditor Insurance in
W v four equally sized pay quartiles.
Definitions

Median: Calculated by finding the midpoint of all male and female employees hourly pay and comparing the
difference between the two.

Mean: Calculated by finding the average of all male and female employees hourly pay and comparing the
difference between the two.

Pay: Includes basic salary, allowances, overtime, performance related bonuses and other monetary payments.
Snapshot: All data and calculations based on employees as of 30th June 2025.

Addressing our gap

We are committed to upholding gender diversity through a number of initiatives targeted directly at the retention
and advancement of our female talent:

We believe in and are committed to supporting all employees, in creating a great work environment for everyone
and creating a positive and supportive workplace for women. At CACI, we invest in continually enhancing and
building on all aspects of what it means to be a great place to work. One of those enhancements was in our flexible
working opportunities. This includes the option to work remotely from abroad in Europe/UK for 8 weeks per year.
In addition, our Flexible working policies allows us all to enjoy CACI's diverse, inclusive and vibrant environment
at the office, while also providing the choice to work from home in line with our policy
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CACI also promotes diversity by encouraging the development of women at all levels in the company. An initiative
called ‘Potentielles’ was launched to promote women's professional career development and exposure at all
levels of the wider organisation.

This year we took the opportunity on International Women’s day to introduce two new policies, under our CACI
Cares Wellbeing Programme. These new policies are our CACI Fertility Treatment Support Policy and our CACI
Menopause Support Policy aiming to support our employees in life’s fragile and challenging moments. These
policies have been designed to recognise and support our CACl employees who may be navigating personal health
and wellbeing challenges.

We believe these initiatives strengthen our culture and help ensure we remain a diverse, inclusive, and supportive
workplace for all employees.

CACI is committed to reducing our gender pay gap and we will continue to:

e Increase the representation of women in senior, leadership, and key pipeline roles.

e  Strengthen recruitment, promotion, and succession processes to support balanced progression.

e Invest in training and leadership development , professional development, education and career-
development programmes for women as well as for all staff

e Maintain a workplace culture that supports flexibility, wellbeing, and long-term career growth.

e  Continue building on our nine Great Place to Work awards and two Best Workplace for Women
recognitions.

e Foster a diverse and inclusive environment, reflecting our diverse team of over 25 nationalities.

e Monitor gender balance and pay gap data annually to track progress and maintain transparency.
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