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Statement of commitment

This is Fifty5Blue's first UK Gender Pay Gap Report since our separation from Kantar Group in 2025 and establishes the
baseline against which we will measure progress in future years.

At Fifty5Blue, we are committed to creating an inclusive workplace where opportunity is open to everyone.
Understanding people, how they work, what motivates them and how they progress is central to what we do, and we believe
that starts from within. We are committed to ensuring that our reward practices are fair, transparent and grounded in the
principles of inclusion and equal opportunity, while continuing to strengthen gender representation across all areas of our
business.

This report sets out the UK Gender Pay Gap data for FiftySBlue Audiences Limited for 2024-2025 reporting vear,
covering both hourly pay and bonus pay, in line with our obligations under the Equality Act 2010 (Gender Pay Gap Information)
Regulations 2017 (the Regulations). The gender pay gap measures the difference between the average hourly pay of women
and men across an organisation, expressed as a percentage relative to men's earnings, with bonus pay measured separately
on the same basis over the preceding 12 months. This differs from equal pay, which concerns whether men and women
receive equal pay for carrying out the same or equivalent work. An organisation may have no equal pay issues while still
reporting a gender pay gap, often reflecting the distribution of men and women across different roles, functions and levels of
seniority.

Pursuant to the Regulations, this report shows the data for Fifty5Blue Audiences Limited, as a company in the UK with over
250 employvees on the snapshot date.
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This report will be published on our website and submitted to the government's Gender Pay Gap Service at gender-pay-gap.service.gov.uk.



Gender pay gap — Hourly pay

The figures below compare the mean and median hourly
pay of male and female employees across the whole
organisation, irrespective of role, seniority or job level.

Metric Gender pay gap in hourly pay* The data shows a mean hourly pay gap of -0.81% and a

Mean _0.81% median hourly pay gap of -22.88%, indicating that female
employees earn slightly more than male employees on
average and significantly more at the median pay point.
The difference is more pronounced when considering
median pay.

Median -22.88%

*Expressed as the percentage by which women's pay is lower than men's
pay (a negative figure indicates women's pay is higher)
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This report will be published on our website and submitted to the government's Gender Pay Gap Service at gender-pay-gap.service.gov.uk.



Gender pay gap — Bonus pay

Metric Gender pay gap in bonus
pay*

Mean 17.15%

Median -650.44%

*Expressed as the percentage by which women's pay is lower
than men's pay (a negative figure indicates women's pay is higher)

Cover all bonus pay received during the 12 months preceding the
snapshot date of 5 April 2025
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The mean bonus pay gap is 17.15%, indicating that the average bonus received by
male employees was higher than that received by female employees. This is driven
mainly by a small nhumber of high value bonus awards received by men in
leadership positions, which lift the male average above the female average. This
reflects the profile of a small number of individual awards rather than a broad
based difference in bonus outcomes across the workforce.

The median bonus pay gap is -650.44%, indicating that the median bonus received
by female employees was higher than that received by male employees. This is
largely explained by two factors:

* First, the population of employees who received a bonus is more heavily
weighted towards men, meaning the male bonus recipient group is both larger
and more varied in terms of role and level

» Second, a higher proportion of male bonus recipients received awards at the
lower end of the range: two thirds of male recipients received a bonus below
£1,000, compared to a third of female recipients

Together, these dynamics produce a median comparison that reflects who
receives a bonus and at what level, rather than the size of bonus awarded for
comparable roles.

This report will be published on our website and submitted to the government's Gender Pay Gap Service at gender-pay-gap.service.gov.uk.



Gender pay gap — Proportion receiving a bonus

A higher proportion of male employees than female

Metric Female . . . .
employees received a bonus during the period. This is
E(r)cr)]zc?srtion receivinga | 64% 40% driven by role type and, principally, by length of service,
which is longer on average for our male workforce than
for our female workforce. We will continue to monitor this
64% of male employees received a bonus as part of our broader reward practices.

40% of female employees received a bonus
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This report will be published on our website and submitted to the government's Gender Pay Gap Service at gender-pay-gap.service.gov.uk.



Proportion of male and female emplovees by pay quartile

Metric Male Female
Workforce 69% 31%
composition

Upper quartile (highest | 67% 33%
paid)

Upper middle quartile 66% 34%
Lower middle quartile | 79% 21%
Lower quartile (lowest | 66% 34%

paid)
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Male employees represent the majority in each of the four pay quartiles. In three
of the four quartiles, upper, upper middle and lower, the split closely mirrors our
overall workforce composition of 69% male and 31% female. The lower middle
quartile stands out as an exception, with a sharper skew of 79% male to 21%
female. More than 60% of the population in the lower middle quartile is Field
Engineers and Interviews, out of which 98% are males (vs. 0% in upper quartile,
4% in upper middle quartile, and app. 30% in lower quartile)

Our overall pattern indicates that our overall gender pay gap largely reflects the
broader gender composition of our workforce as a whole, rather than a specific
concentration of men in senior or higher paid positions, with the lower middle
quartile as the one area where representation diverges more significantly from
that baseline.

This report will be published on our website and submitted to the government's Gender Pay Gap Service at gender-pay-gap.service.gov.uk.



Our Inclusion and Diversity actions

Cascading gender balance through the organisation. Fifty5Blue's new Executive Committee, established post-
separation, is gender-balanced. Building on this, we are committed to strengthening gender representation at all
levels of the organisation, so that the balance visible at the top is progressively reflected across our wider
workforce.

Consistency and transparency in reward. We are in the process of reviewing and simplifying our approach to
variable pay across the organisation, moving from multiple legacy schemes to a more consistent framework,
supporting fairer and more comparable reward outcomes across the workforce.

Understanding our data. We will look more closely at the specific areas surfaced by this year's results to inform
targeted action in future reporting cycles.

Continued focus on inclusion. As we build Fifty5Blue's independent people function, we will continue to embed
inclusion and equal opportunity into our recruitment, development and reward practices, ensuring these principles
are consistently applied as the organisation grows.
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| hereby confirm that the information and data set out in this report are accurate and have been prepared in
accordance with the requirements of the Equality Act 2010 (Gender Pay Gap Information) Regulations 2017, based

on our workforce as at the snapshot date of 5 April 2025.

Fifty5Blue is committed to fair and equal treatment of all colleagues, and to the actions set out in this report to
close the gap over time.

Morgane de Saint Périer
Chief of Staff to Global CEO
31t of July 2026
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