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Gender Pay Gap Report 2025

Powerleague Fives Limited is a provider of commercial multi-sport business in the UK.
We employ approximately 526 colleagues, of which 60% are male and 40% are
female.

At Powerleague, we aim to be an employer of choice. We remain committed to the
principle of equal opportunities and equal treatment for all colleagues. Providing a
diverse and inclusive workplace, where everyone, regardless of sex, race, religion or
belief, age, marriage or civil partnership, pregnancy/maternity, sexual orientation,
gender reassignment or disability, has an equal opportunity to reach their potential and
achieve their career ambitions.

Our report on the gender pay gap follows the Government's methodology, comparing
the hourly rates of pay between our male and female colleagues, regardless of role. The
gender pay gap is an equality measure that shows the difference in average (mean and
median) earnings between men and women.

Gender pay differences are based on a snapshot date of 5 April 2025.

Itis important to remember that the gender pay gap is different to equal pay. The gender
pay gap measures the difference in average hourly pay between women and men. Equal
pay measures what women and men are paid for doing the same or similar work of
equalvalue.

This means that whilst we remain committed to the principles of equal pay for all our
colleagues and regularly review remuneration levels to ensure pay rates are governed
solely by job position and not gender, it is still possible to have a gender pay gap. As a
result of our continued scrutiny of equal pay, we are confident that any pay gap does not
stem from paying men and women differently for the same or equivalent work.

Pay Gap and Bonus Figures

The bonus gap calculation measures the difference between men’s and women’s mean
bonus pay over a 12-month period and the proportion of male and female colleagues
who receive a bonus in the same period.

For the 2025 reporting period:
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Gender Pay Gap

Measure Result

Mean Pay Gap 10.96%

Median Pay Gap | 2.92%

Hourly Pay

Measure Men Women

Mean Hourly Pay £16.69 | £14.86

Median Hourly Pay | £12.68 | £12.27

Bonus Pay

Measure Men Women

Proportion receiving bonus | 44.6% | 33.3%

Mean bonus £5,354 | £2,214

Median bonus £1,419 | £1,216

The proportion of male and female colleagues receiving bonuses remains broadly
balanced. However, the mean figures for both entities can be influenced by a small
number of larger bonus payments made to senior managers, the make-up of which
remains predominantly male.

Percentage of Men and Women in Each Hourly Pay Quartile

Quartile Female | Male

Upper Hourly Pay Quartile 32.7% | 67.3%

Upper Middle Hourly Pay Quartile | 42.2% 57.8%

Lower Middle Hourly Pay Quartile | 38.2% | 61.8%

Lower Hourly Pay Quartile 42.6% | 57.4%
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We are conscious that we have a gender pay gap when measured for all employees. This
is largely the result of employing a larger proportion of men than women across the
business and reflects the wider industry and sport sector.

A greater proportion of our male colleagues continue to hold management and
leadership roles across club and league operations. As these roles typically attract
higher salaries and bonus potential, this increases the overall average hourly pay for
men.

The gap is not the result of unequal pay for work of equal value. We continue to
benchmark pay across roles and regularly review remuneration levels to ensure our pay
structures remain fair, competitive and based on role rather than gender.

As we currently have more men managing our club and league operations than women,
the overall average hourly pay rate remains higher for men and contributes to the gender
pay gap. It remains both a core commitment and an ongoing challenge for the business
to recruit, develop and promote more women into management positions.

Powerleague Initiatives

Powerleague acknowledges that closing the gender pay gap requires a consistent and
sustained focus to deliver meaningful progress over time. We remain committed to
initiatives that support greater gender balance across our workforce.

Our recruitment technology, advertising materials and hiring processes are designed to
ensure there is no opportunity for conscious or unconscious bias to deter applicants.
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This supports a fair, transparent and inclusive environment for all candidates and
colleagues.

POWER N POWER
LEA\gUE LEA‘gUE

Our family policies continue to support colleagues balancing work and home
commitments and remain easily accessible to everyone across the business.

We continue to invest in developing our internal talent pipeline through programmes
such as the Powerleague Academy, which supports Assistant Club Manager
development and encourages more female colleagues to build the confidence and
capabilities needed to progress into Club Manager roles.

Talent mapping and leadership development programmes continue to identify and
support high-potential colleagues across the business, ensuring opportunities for
progression are open to all.

Our Aiming High performance review process provides colleagues at every level with
the opportunity to discuss their career ambitions and development goals, helping
leaders support individual progression and growth.

We continue to expand our e-learning portal, giving colleagues flexible access to
learning and development content from any location. This includes training
programmes focused on Equality, Diversity and Inclusion.

Our Extra Time Employee Assistance Programme, alongside our wellbeing centre,
continues to support colleagues across the four pillars of wellbeing: move, munch,
money and mind.

Statement of Accuracy

| confirm that the gender pay gap data and calculations in this report are accurate and
have been produced in accordance with the Equality Act 2010 (Gender Pay Gap
Information) Regulations 2017.
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