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This is the second gender pay report that Hiscox has published and, 
whilst I am pleased there is some small improvement year-on-year,  
there is still some way to go and we know there is more we can do.

Like many other businesses, our gender pay gap is driven by the fact 
that we have a higher proportion of men than women in more senior, 
higher-paid roles. There will be many reasons for this, but in order to 
attract and retain the best people we must remove the potential barriers 
to female career progression.

So we are already working hard to improve the gender balance at all 
levels of our workforce, and will continue to do so.  In the pages that 
follow, we outline some of the initiatives that are already having a 
positive effect; the policies we have updated, training we have 
implemented, and networks we have established. It will take time for  
the work we are doing around inclusion to be reflected in these figures, 
but that does not deter us.  

 I confirm the data set out in this report is accurate.

Richard Watson
Hiscox Group Chief Underwriting Officer
Executive sponsor, diversity and inclusion

Pay and bonus gap – difference between men and women

2018 2017

Median Mean Median Mean

Hourly pay gap 24.5% 28.8% 26.2% 31.1%

Bonus pay gap 33.1% 48.3% 49.5% 71.1%

The proportion of females receiving a bonus during the year was 87% versus 90% of men.



As a company with more than 250 employees we are required by the UK Government to 
publish details of the gap in pay between men and women, which we did for the first time 
in 2017. 

This report examines the gender pay gap which the government defines as, “...an equality 
measure that shows the difference in average earnings between women and men.” It is 
not the same as equal pay, which is the amount paid for carrying out like-for-like roles.

Our report also explores the gender gap in bonus payments. We see more volatility in this 
measure year-on-year due to both the nature of our business and the personal decision of 
employees when it comes to exercising their share options. 

We also explain what we are doing to close the gap in both salary and bonuses, by making 
sure more women have a better chance to progress to senior roles within Hiscox.

Hiscox’s gender pay gap

Our data was taken from the April 2018 pay period and 
converted to an hourly rate of pay for each of our 1,300 UK 
employees regardless of their job role, level of seniority,  
or location. The average hourly pay for men and women  
was calculated on a mean and median basis.

While we know men and women employed at Hiscox are paid 
equally for carrying out equivalent jobs – we have a robust 
process in place to ensure pay levels are reviewed fairly and 
consistently – our analysis shows that the pay gap is still  
largely due to having fewer women at senior levels.

This imbalance is shown in the chart to the right. It was  
created by ordering all employees, irrespective of gender, in 
terms of highest to lowest hourly pay. The data was then split 
into four equally-sized groupings with those in the highest paid 
grouping shown below in the upper quartile row, and those  
in the lowest paid grouping in the lower quartile row.

There has been some small year-on-year improvements,  
with female representation in the upper-middle quartile up  
six percentage points in 2017 and by one percentage point in  
the upper quartile.

However, if you compare the lower quartile row – where the  
male/female split is fairly even – with the upper quartile, where 
men make up 74% and women only 26%, then the under 
representation of women at senior levels is still clear.
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The ‘mean’ is the average. 
It is the total of all hourly 
rates, divided by the total 
number of employees.

The ‘median’ is the middle 
value, or the midpoint of 
hourly rates, when listed  
in order.

It can be useful to look at the median as it is less affected by 
numbers at the top end of the pay spectrum, such as the 
earnings of a small number of senior executives.

?

Median Mean

Hourly pay gap 24.5% 28.8%



Gender bonus gapHiscox’s bonus pay gap

Turning to the difference in bonus pay between men and 
women, we took bonus payment data from the 12 months  
to 5 April 2018. We have not adjusted the amounts to reflect  
the impact of part-time working and temporary absence.

There is equal opportunity to earn a bonus at Hiscox. The 
proportion of females receiving a bonus during the year was 
87% versus 90% of men. This small difference is simply due  
to more women joining the company after the annual bonus 
eligibility cut-off date and therefore not receiving a bonus.

Male Female

Received a bonus 90% 87%

As with pay, since there is a higher representation of men 
at senior levels in the organisation in roles which attract higher 
variable pay. Therefore men’s bonuses are, on average, larger 
than women’s bonuses.

The nature of our business means that in years with a high 
claims experience, such as 2017 which was a historic year  
for natural catastrophes, bonuses (in particular bonuses for our 
Executive Directors) may not be paid in the following calendar 
year. This is reflected in these figures when the threshold for 
paying some senior managers’ bonuses in 2018 was not met.

These figures also include share options exercised which can 
vary year to year, as timing is a personal decision for employees. 
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Bonus pay gap 33.1% 48.3%
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What we’re doing about it
We are committed to getting more women into senior roles at Hiscox. To achieve this we 
need to help women build their careers through all levels of the organisation. Our diversity 
and inclusion efforts are supported by our Executive sponsor, Richard Watson, who is 
passionate about our push to progress. We realise it will take time for the various initiatives 
we are undertaking to reduce our gender pay and bonus gaps but we are committed to 
make lasting changes.

To view the latest job vacancies at Hiscox: hiscoxgroup.com/careers

Hiscox Ltd
4th Floor Wessex House 
45 Reid Street 
Hamilton HM 12 Bermuda

T +441 278 8300 
E enquiries@hiscox.com 
www.hiscoxgroup.com 19522 11/18

Our initiatives

Gender neutral recruitment

Our job descriptions are gender neutral and our recruitment 
process is barrier-free. We ensure we have a balanced 
shortlist of candidates for job roles, particularly more roles 
which have previously been dominated by men, and we 
ensure we have use diverse interview panels where we  
can during the selection process.

Measuring our progress

Each Hiscox business unit sets its own diversity key 
performance indicators which are monitored by our  
Group Chief Underwriting Officer. Our diversity and 
inclusion specialist, recruited in 2016, spearheads  
our efforts and is making a positive impact.

Promoting work-life balance

We have looked to address some of the potential barriers 
to women’s career progression by enhancing our 
maternity and paternity packages, and encouraging 
flexible working. Working from home, part-time or with 
different start and finish times should not be a barrier to  
career progression.

Peer support

Our Women at Hiscox employee network provides  
women at all levels of the organisation with a range of 
opportunities. Its purpose is to create a level playing  
field for progress, which it does through mentoring and 
coaching, buddying and networking, and by sharing  
news and inspiration online and through events.

Supporting parents and carers

The parents and carers network we introduced this  
year has been well received. For parents-to-be and their 
managers, we have developed handbooks to improve 
clarity around what to expect from work before, during 
and after becoming a parent. Our buddy system matches 
new parents returning to work with others who can share 
their experiences and offer advice and support.

Career progression

Targeted development plans are in place to support 
career progression and help every woman at Hiscox  
fulfil their potential. Every employee is different and  
their plans reflect that. Diversity and inclusion also now 
forms part of the succession planning conversation.

Training and development

Our ‘women in leadership’ training programme helps 
women at Hiscox to maximise their leadership potential.  
It has been running for four years now and is sponsored  
by the Hiscox Executive Committee. We also run 
unconscious bias training to raise awareness of  
particular patterns of thinking and eliminate  
discriminatory behaviours.

Sourcing talent

We are committed to diversifying how we source talent, 
which includes using diversity job boards, partnering  
with more diverse schools and universities and making 
diversity and inclusion part of the discussion with  
external recruiters.  


