Park Holidays UK Ltd
Gender Pay Gap Report, Snapshot Date 5" April 2025

Introduction

During 2025, Park Holidays was delighted to have achieved the prestigious Gold accreditation from
Investors in People. Not only does this recognise our strong culture of excellence and continuous
improvement, but also our dedication to fostering a diverse, fair and inclusive environment for all our
team members.

We recognise that our team members are the public facing ambassadors of Park Holidays. By
continuing to value and celebrate every team member — regardless of gender, age, ethnicity or
seniority — we can realise the full benefits of a diverse workforce and continue to deliver exceptional
service to our guests and owners.

Park Holidays operates 54 holiday parks across England, Scotland and Wales with our Head Office
located in Bexhill-On-Sea in East Sussex. Our headcount fluctuates between 1,350 team members
during the off-peak period to 3,000 during our peak operating season. Of the 1,350 employees during
off-peak, approximately 1,100 are permanent. C.44% of our permanent headcount is female, and
56% is male.

Gender Pay Gap
We are pleased to report a decrease in our gender pay gap in 2025 at both the mean and median.

As of the 5" April 2025 snapshot date, our mean gender pay gap stood at 18.8%, highlighting
significant progress each year since 2022 when it stood at 47.1%. Our median gender pay gap
stands at 0.57% (compared to a national median of 12.8%), both of which are favouring males. In
2024 our median gender pay gap was 1.3%. We are encouraged to see consistent progress year on
year, and a favourable position compared to the national average.

Over 50% of our Managers and Supervisors on our parks are female, whilst nearly 40% of our Senior
Management and Senior Leadership group at our Head Office is female.

Pay Quartiles

We have seen continuing progress year on year in the percentage of females in our Top Quartile. In
2025 this was 43% compared to 29.2% in 2022.

The Upper Middle Quartile has also changed year on year with 55% being female compared to 47.7%
in 2022. The growing number of female colleagues in the top two quartiles is a positive sign of
progress toward stronger representation of women in senior roles at Park Holidays.

Top Quartile % Male 57%
% Female 43%
Upper Middle Quartile % Male 45%
% Female 55%
Lower Middle Quartile % Male 50%
% Female 50%
Lower Quartile % Male 35%
% Female 65%




Bonus Payments and Participation

Around 38% of female colleagues were eligible for a bonus during the year up from 34% last year,
compared to 36% of males. Our median bonus gap has reduced each year from 82.8% in 2022 and
now stands at 44% in 2025, representing significant progress, whilst the mean has reduced to 78.4%.
We are encouraged by this trend in our median bonus gap, noting that the median is a better measure
of central tendency than the mean, and less skewed by significantly high or low figures.

We acknowledge that the greater proportion and number of men in the most senior, higher-paid roles
has contributed to a bonus gap in favour of men at both the mean and median levels. However, we
are actively working to address this by continuing to appoint more women to senior positions (as
reflected in the quartile analysis), alongside maintaining a consistent and fair approach to bonus
eligibility and calculation.

Key Drivers for change

There are several initiatives which have helped to drive the improvement in Park Holidays’ gender pay
gap.

e Through both external hiring and internal promotion, we are committed to increasing female
representation in senior roles: since our last report we have appointed new senior colleagues
in our IT and Finance teams and promoted a female colleague into the role of Regional Sales
Manager in our Senior Leadership Team.

¢ We continue to have strong female candidates as successors for our Exec roles and have
targeted our leadership development to provide learning and mentoring opportunities for this
cadre: We have had, or currently have, 7 of the 10 females in our Senior Leadership Team as
delegates in the WiHTL (Women in Hospitality, Travel and Leisure) Women in Leadership
programme which offers development, peer to peer support and external mentoring.

e Through the introduction of a job levelling framework, we have started to align bonuses so
that these are fairly distributed against job dynamics to maintain a consistent and fair
approach to bonus eligibility and calculation.

¢ As well as internal development programmes we continue to offer external opportunities to
our female colleagues. Just under half of our employees on Apprenticeship programmes are
female.

e Through both our approach to flexible and remote working we have been able to successfully
attract strong senior female candidates from areas outside our immediate employment radius.

o We continue to offer a range of work schedules which provide flexibility not just to our female
colleagues, but across the organisation. This approach has proved highly successful in
attracting female colleagues to our supervisor and first line management roles.

o The use of the SAP Success Factors Compensation Module for our annual pay review and
bonus award process in 2025 ensures an increased level of transparency and scrutiny
required to drive a fair and equitable approach to managing compensation.



Future Commitments and Actions

e We are now in the final year of a 3 Year People Plan launched in 2023. A key ambition of this
plan was to digitalise key people processes by implementing SAP Success Factors and we
are making good progress against this ambition. In 2026 we plan to further embed the
recruitment module and launch the onboarding and benefits modules.

e Data from SuccessFactors has assisted the People Team at Park Holidays to move from
anecdote to evidence when addressing gender pay gaps and broader DEI challenges by
centralising and cleaning workforce data and enabling transparent reporting and compliance.

e Using these insights strategically is already enabling us to build data-driven plans that close
gaps, improve equity, and strengthen organisational culture, and we will continue this focus in
2026. For example, in 2025 we initiated a strategic review of benefits provision and in 2026
we will implement the recommendations from this review. This will increase the annual leave
provision for a large part of our head office population to be more competitive in the local
labour market and expand the provision of life insurance to all employees.

e Through 2025, we have continued to actively monitor and address matters that impact team
member relations.

e To strengthen fairness and consistency in our people processes, we delivered a series of
structured learning sessions for line managers covering key HR topics, including performance
management and disciplinary procedures. These sessions focused on improving decision-
making, ensuring procedural consistency, and addressing common themes that can lead to
employee relations challenges.

e This initiative will continue into 2026 as part of our ongoing commitment to consistent and
unbiased management practices.

o During early 2026 we have taken further steps to align bonus eligibility and opportunity within
each of our job levels, to ensure equity and fairness, not just considering gender but also to
ensure our bonus rationale is robust.

¢ We continue to be committed to the development of our female leaders in partnership with
WIHTL and will identify a new cohort for the relevant programmes commencing in 2026.

e The launch of an engagement survey tool in 2026 will enable us to understand whether there
are gender-based differences in engagement and enablement levels across our employee
population and will enable us to identify opportunities to address these.

We remain committed to pay equity and transparent reporting and confirm that the information
reported is accurate and prepared in accordance with applicable legislation and reporting standards.
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