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Governance Report

This Report outlines the governance framework 
within which the Company operates, how it 
has supported the Board’s strategic activities 
during the year and how the UK Corporate 
Governance Code 2018 has been applied.

We believe that our organisational structure 
and governance framework enables our 
companies to operate effectively and with 
agility – which means we can continue to 
deliver value through our sustainable growth, 
returns and positive impact for the benefit 
of all of our stakeholders.
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Halma plc |  Annual Report and Accounts 2024    119

Governance Report

Halma plc |  Annual Report and Accounts 2024    119



Key Board activities

UK Corporate Governance Code
The Company reports against the Financial Reporting Council’s (FRC) UK Corporate Governance Code 2018 
(the Code), which is available at www.frc.org.uk. The Board considers that it has applied all Principles, and 
complied with all Provisions of the Code for the year ended 31 March 2024. The Board continues to monitor 
developments in corporate governance and is well‑placed to report in future Annual Reports on its application of 
the new Code, which becomes effective for Halma from 1 April 2025 and, in respect of provision 29, from 1 April 2026.

How we apply the Code

Board Leadership and 
Company Purpose

Sustainable Growth Model on page 26 Board engagement with employees on page 136

How we are governed on page 126 Governance and control frameworks on page 127

Board activities and priorities on page 129
Risk management and internal control 
on page 104

Our stakeholders, s.172(1) compliance statement 
and Board decision‑making on page 68 Audit Committee Report on page 144

Board oversight of our culture on page 134

Division of 
Responsibilities

How we are governed on page 126 Independence on page 128

Board of Directors on page 122

Composition, Succession 
and Evaluation

Nomination Committee Report on page 140 Board Evaluation on page 138

Audit, Risk and 
Internal Control

Risk management and internal control, including 
principal and emerging risks on page 104

Audit Committee Report, including fair balanced 
and understandable assessment on page 144

Remuneration Remuneration Committee Report on page 152

Eight acquisitions 
Two disposals

Read more in 
Strategic Report 
on page 11

Readiness review for 
2024 Governance Code

Read more below and in 
the Audit Committee 
Report on page 144

Private Placement  
debt issuance

Read more in Financial 
Review on page 44

Ethnic diversity target 
for senior management

Read more in 
Nomination Committee 
Report on page 140

Cyber security and 
crisis management

Read more in Governance 
in action on page 132

Scope 3 Net Zero  
ambition

Read more in 
Sustainability 
on page 77

Externally facilitated 
Board evaluation

Read more in Board 
Evaluation Report 
on page 138

Non‑executive Director 
succession

Read more in 
Nomination Committee 
Report on page 140
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Board Composition 
The charts below provide an overview of the structure of our Board as at 13 June 2024.

For more information, see the Nomination Committee on page 140

For more information about our people, see on page 84

Gender Ethnicity

5
50%

  5
   50%

2
20%

   8
   80%

 Men   Women  Ethnic minority   White

Age Composition

3
30%

1
10%

3
30%

3
30%

6
60%

1
10%

3
30%

 45‑49   50‑54   55‑59   60+  Chair   Non‑Executive   Executive

Executive Board Composition 

Gender Ethnicity

4
50%

   4
   50%

3
37.5%

5
62.5%

 Men   Women  Ethnic minority   White
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Committee Membership
A	 Audit Committee
N	 Nomination Committee
R	 Remuneration Committee

	 Chair of Committee
	 Member of Committee

02

03

07

04

01. Dame Louise Makin
Chair 

N  R

Appointed: February 2021 
(July 2021 as Chair)

Louise brings a wealth of leadership and 
international experience to the Board and 
is an experienced board director, having led 
businesses across multiple sectors. She was 
the Chief Executive Officer of BTG plc from 
2004 to 2019 and led the transformation 
of the company through organic growth 
and acquisitions. She has held various 
non‑executive roles and was a director 
of several not‑for‑profit organisations.

02. Marc Ronchetti
Group Chief Executive

Appointed: July 2018 
(April 2023 as Group Chief Executive)

Marc brings a proven ability to create 
sustainable value. He joined Halma in 2016 
as Group Financial Controller before being 
promoted to the plc and Executive Board as 
Group CFO in July 2018 and was appointed 
Group Chief Executive in April 2023. He has 
played a vital role in evolving the Group’s 
Sustainable Growth Model, purpose and 
culture, and has overseen a significant 
number of acquisitions while supporting 
Halma’s companies to grow. 

05. Jo Harlow 
Senior Independent Director

A  N  R

Appointed: October 2016 (August 2023 
as Senior Independent Director)

Jo brings a wealth of expertise in digital, 
technology, sales and marketing. She has 
significant international experience, gained 
as Corporate Vice President of the Phones 
Business Unit at Microsoft and as Executive 
Vice President of Smart Devices at Nokia. 
Before her move into consumer electronics, 
Jo worked in strategic marketing at Reebok 
and Procter & Gamble. She is Chair of 
the Remuneration Committee and a 
member of the Corporate Responsibility & 
Sustainability Committee at J Sainsbury plc 
and is a non‑executive director of 
Centrica plc.

External appointments: 
J Sainsbury plc, Non‑executive director 
Chapter Zero, Member of the board 
Centrica plc, Non‑executive director

03. Steve Gunning
Chief Financial Officer

Appointed: January 2023

Steve brings a breadth of financial and 
commercial experience to the Board. He 
joined Halma in January 2023 as Chief 
Financial Officer. He was previously CFO 
of International Airlines Group and prior 
to that held several senior commercial 
and finance roles within IAG, including CFO 
of British Airways and Chief Executive of 
IAG Cargo. Steve was also a non‑executive 
Director at FirstGroup plc. 

04. Jennifer Ward
Group Talent, Culture and 
Communications Director

Appointed: September 2016

Jennifer has extensive international 
experience in talent development and 
building high performance culture. She 
joined the Halma Executive Board in 
March 2014 and has global responsibility 
for talent and culture as well as internal 
and external communications and brand. 
Prior to joining Halma, Jennifer spent over 
15 years leading Human Resources, Talent 
and Organisational Development for 
divisions of PayPal, Bank of America 
and Honeywell. 

External appointments: 
Diploma plc, Non‑executive director

For full biographies please 
visit www.halma.com
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09

05 10

08

06

01

06. Sharmila Nebhrajani OBE
Independent non‑executive Director

A  N  R

Appointed: December 2021

Sharmila brings extensive private and public 
sector experience from her executive and 
non‑executive roles in health, media and 
sustainability. She served with the BBC for 
15 years, latterly as Chief Operating Officer 
of BBC New Media and was Chief Executive 
of Wilton Park. She has held executive 
board positions at the Medical Research 
Council, the Association of Medical Research 
Charities and the NHS and was appointed 
OBE for services to medical research.

External appointments:  
ITV plc, Non‑executive director 
Severn Trent plc, Non‑executive director 
Coutts & Co, Non‑executive director 
National Institute for Health and Care 
Excellence, Chair

07. Dharmash Mistry
Independent non‑executive Director

A  N  R

Appointed: April 2021

Dharmash is an experienced technology 
venture capitalist, entrepreneur and 
non‑executive director. He was formerly 
a Partner at Balderton & Lakestar, an 
executive at Emap PLC and worked earlier 
in his career at The Boston Consulting 

09. Liam Condon
Independent non‑executive Director

A  N  R

Appointed: September 2023

Liam is Chief Executive of Johnson Matthey 
plc and brings a wealth of experience gained 
across a variety of roles, with a strong 
global background in driving growth and 
sustainability in the Life Science, Chemical 
and Energy Transition Industries. Earlier in 
his career, Liam held senior positions within 
Bayer AG and Schering AG.

External appointments: 
Johnson Matthey plc, Chief Executive

10. Giles Kerr
Independent non‑executive Director

A  N  R

Appointed: February 2024

Giles brings extensive M&A and strategic 
business growth experience and has held 
a range of executive and non‑executive 
positions across life sciences, technology 
and industrial businesses. His executive 
career included senior financial roles at 
Arthur Andersen, Amersham plc and the 
University of Oxford. Since 2006, Giles 
has held a number of non‑executive 
director roles.

External appointments: 
PayPoint plc, Chair

Group and Procter & Gamble. Dharmash 
was a founder of blow LTD, which he 
chaired, and has served as a non‑executive 
director at The British Business Bank, BBC, 
Hargreaves Lansdown PLC and Dixons 
Retail PLC.

External appointments: 
The Premier League, Non‑executive director  
Rathbones Group, Non‑executive director 
The FA, Non‑executive director 
Competition & Markets Authority, Non-
executive director

08. Carole Cran
Independent non‑executive Director

A  N  R

Appointed: January 2016

Carole has extensive financial experience 
and has a strong focus on governance and 
risk. Carole was Chief Financial Officer of 
Aggreko plc until December 2017, prior to 
which she held a number of senior finance 
roles within that group. Previously, she 
worked at BAE Systems plc in a range of 
senior financial positions, which included 
four years in Australia. 

External appointments: 
Forth Ports Limited, Chief Financial and 
Commercial Officer
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01. Steve Gunning
Chief Financial Officer

See page 122 for biography

02. Constance Baroudel
Sector Chief Executive, 
Environmental & Analysis and Chief 
Sustainability Officer 

Constance was appointed to the 
Executive Board in April 2021. She joined 
Halma as Divisional Chief Executive, 
Medical & Environmental in August 2018. 

04. Aldous Wong
President of Halma Asia Pacific, 
Adviser to the Executive Board

Aldous was appointed as President of 
Halma Asia Pacific in January 2022, 
becoming the senior leader for the region 
and an adviser to the Executive Board.

03. Jennifer Ward
Group Talent, Culture 
and Communications Director

See page 122 for biography

01

02

03

04

For full biographies please 
visit www.halma.com
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05. Marc Ronchetti
Group Chief Executive

See page 122 for biography

06. Steve Brown
Sector Chief Executive, Healthcare

Steve joined Halma in 2015 and was 
appointed to the Executive Board in 
November 2021. Prior to his appointment, 
Steve was Divisional Chief Executive of 
Halma’s Environmental & Analysis Sector, 
Divisional Chief Executive for the Safety 
Sector and Managing Director of Apollo, 
one of Halma’s largest companies.

07. Catherine Michel
Chief Technology Officer

Catherine joined Halma as its first Chief 
Technology Officer in September 2019. She 
has global responsibility for fostering the 
digitalisation of our companies’ products 
and our underlying business operations.

06

05

07

08

08. Funmi Adegoke
Sector Chief Executive, Safety

Funmi joined Halma’s Executive Board 
in September 2020 and was previously 
the Group General Counsel and Chief 
Sustainability Officer. Funmi assumed 
the role of Sector Chief Executive, 
Safety in July 2023.
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Board and Committee structure
A summary of the Board and Committee structure, together with key executive and non‑executive responsibilities, 
is outlined below. Board responsibilities are clearly defined, set out in writing and are regularly reviewed. For further 
details on the role of Board members see the Corporate Governance section at www.halma.com.

Board

Establishes and monitors the ongoing effectiveness of the Company’s purpose, values and strategy for delivering long‑term sustainable 
value for stakeholders. It has responsibility for monitoring the culture of the Company and providing challenge to management. 

Chair
•	 Leadership of the Board.
•	 Promoting high standards of 

corporate governance.
•	 Ensuring that Directors receive 

accurate, timely and clear information.
•	 Ensuring effective communication with 

key stakeholders.
•	 Facilitating the effective contribution 

of non‑executive Directors and 
ensuring constructive relations 
between executive and non‑executive 
Directors.

•	 Regular review of Board composition 
and succession planning.

•	 Setting clear expectations concerning 
the Company’s culture, values 
and behaviours.

Group Chief Executive
•	 Provide coherent leadership and 

management of the Company 
and Executive Board.

•	 Developing objectives, strategy 
and performance standards.

•	 Maintaining an Executive Board 
of the right calibre and expertise.

•	 Monitoring, reviewing and managing 
key risks and strategies.

•	 Ensuring the assets of the Group 
are safeguarded and maintained.

•	 Building and maintaining 
communications and standing with 
shareholders, financial institutions 
and other stakeholders and effectively 
communicating Halma’s investment 
proposition and purpose.

•	 Ensuring the Board hears the voice of 
the wider workforce.

Executive Directors
•	 Implementing and delivering the 

strategy and operational decisions 
agreed by the Board.

•	 Making operational and financial 
decisions required in the day‑to‑day 
management of the Company.

•	 Providing executive leadership 
to senior management across 
the business.

•	 Championing the Group’s culture 
and values, reinforcing governance 
and control procedures.

•	 Promoting talent management 
and diversity, equity and inclusion.

•	 Ensuring the Board is aware of 
the view of employees on issues 
of relevance to Halma.

Senior Independent Director
•	 Acting as a sounding board for 

the Chair.
•	 Serving as a trusted intermediary 

for the other Directors.
•	 Providing an alternative channel for 

shareholders and employees to raise 
concerns, independent of executive 
management and the Chair.

Independent non‑executive Directors
•	 Contributing independent thinking 

and judgement and providing external 
experience and knowledge to the 
Board’s agenda.

•	 Scrutinising the performance of 
management in delivering the 
Company’s strategy and objectives.

•	 Providing constructive challenge to 
the Executive Directors.

•	 Monitoring the reporting of performance 
and ensuring that the Company 
operates within the governance and 
risk framework approved by the Board.

Company Secretary 
•	 Acting as a sounding board for 

the Chair and other Directors.
•	 Ensuring clear and timely information 

flow to the Board and its Committees.
•	 Providing advice and support to the 

Board and its Committees on matters 
of corporate governance and 
regulatory compliance.

Board Committees

Nomination Committee
Leads on Board appointments, 
succession planning and evaluation; 
reviews the size, skills, diversity 
and composition of the Board 
and Committees. 

To learn more see page 140

Audit Committee
Monitors the integrity of financial 
statements, oversees the system of 
internal control, compliance and risk 
management and reviews external 
Auditor independence and performance. 

To learn more see page 144

Remuneration Committee
Keeps under review the framework and 
Policy on Executive Director and senior 
management remuneration. 

To learn more see page 152

Share Plans Committee
Actions and administers share award grants and vestings, 
following approval by the Remuneration Committee.

Bank Guarantees and Facilities Committee
Agrees and approves arrangements for issuing guarantees, 
indemnities or other support for bank loans and other 
financing facilities.

Management Committee

Executive Board (EB)
Responsibility for the development and implementation of the Group’s strategy  
and objectives rests with the Group Chief Executive, who is supported by the EB.

Details of our Executive Board 
members can be found on page 124 
and on www.halma.com 
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Governance and control frameworks 
As a decentralised organisation, it is critical that Halma’s 
governance and control framework is robust, clearly 
defined, well communicated and operating effectively 
to support the Company in the delivery of its strategy. 
The Board has adopted a formal schedule of matters 
reserved solely for its decision and certain decision‑making 
and monitoring activities are delegated to Board 
Committees or management committees. 

The full list of matters reserved for the Board  
can be found at www.halma.com

The Board has established three principal Committees 
(Audit Committee; Nomination Committee; Remuneration 
Committee) which review and monitor specific areas on 
behalf of the Board and make recommendations for its 
approval. Each Board Committee operates under written 
terms of reference which are approved by the Board 
and are made available at www.halma.com. Further 
information on the composition, role and activities of 
each Committee is set out in the respective 
Committee Reports.

There are additionally two topic specific committees, 
typically chaired by the Group Chief Executive, to which 
the Board has delegated certain powers to negotiate, 
review and administer matters (Share Plans Committee 
and Bank Guarantees and Facilities Committee).

Whilst the Board sets the Company’s strategy, the 
execution of it is delegated to the Executive Board, 
chaired by the Group Chief Executive, which monitors 
progress against the Group’s strategic objectives and 
reviews operational and business performance. 

A summary of the responsibilities of the Board  
and each Board Committee is set out on page 126

Decentralised model
The foundation of our business model is the autonomy 
that our businesses enjoy. To support this autonomy, 
while retaining oversight and control from a Group 
perspective, companies must comply with Halma’s suite 
of financial and non‑financial policies and procedures and 
provide confirmation of compliance with key controls half 
yearly. The Group’s policies set out our requirements in the 
areas of financial reporting and internal control, health 
and safety, ethics, human resources, IT, data privacy, and 
legal and compliance. These policies are made available 
to all employees via a dedicated SharePoint site. An 
appropriate level of assurance is provided to the Board 
through a rotational programme of internal audits and 
semi‑annual peer reviews.

An authority matrix sets out the matters that are 
reserved for decision by the Board, those that can be 
approved by the Group Chief Executive and the financial 
authority that has been delegated to Executive Board 
members, the Divisional Chief Executives (DCEs) and to 
company managing directors. This approach ensures that 
companies have a clear framework within which they can 
operate and balances autonomy with the need for 
oversight and control.

Each company in the Group has its own board of 
directors which meets regularly to fulfil its legal duties 
and to maintain operational and financial management 
of the company’s affairs. Each DCE chairs the main 
operating company boards in their subsector portfolio 
and meets with the Executive Board at least four times 
per year. The DCEs also provide a written report on the 
financial and business performance, including areas 
such as talent, culture, diversity and sustainability, to 
the Executive Board members and Halma’s Chair on a 
regular basis.

The Sector Chief Executives (SCEs) hold regular sector 
board meetings, attended by the sector’s DCEs and 
finance, talent and M&A leads, which provide a valuable 
forum for review of sector‑wide strategy, financial and 
operational performance, talent and culture, diversity, 
sustainability, M&A, legal, compliance and risk. 

The governance structure of our companies,  
sectors and Board is set out on page 6.

Board meetings
The Board schedules six meetings per year but will meet 
or pass resolutions, as required, to deal with urgent 
matters and event‑driven items such as acquisitions, 
Board appointments and trading updates. There is 
provision at the end of each meeting for the Chair 
and non‑executive Directors to meet privately, when 
considered necessary, to enable regular discussion 
without the presence of management. 

Halma plc |  Annual Report and Accounts 2024    127

Financial Statements Other InformationStrategic Report Governance Report

http://www.halma.com
http://www.halma.com
http://www.halma.com


Independence 
The Board has reviewed the independence of each 
non‑executive Director and, following an assessment 
of any relationships or circumstances which are likely 
to affect a Director’s judgement, consider each to be 
independent for the year ended 31 March 2024. Dame 
Louise Makin was independent on appointment as 
a non‑executive Director in February 2021 and the 
Board considers that she retains objective judgement.

While non‑executive Directors are not required to hold 
shares in the Company, the Board believes that any 
Halma shares held serve to align their interests with 
those of shareholders and do not interfere with 
their independence. 

Time commitment
Director availability and time commitment to the 
Company is essential for a properly functioning Board 
and no issues have been experienced during the year. 
In addition to the scheduled and ad hoc Board and 
Committee meetings, Directors also attend the Annual 
General Meeting and the annual strategy meeting.

Non‑executive Directors are also encouraged to attend 
our Accelerate conference and undertake company site 
visits, both of which our Executive Directors also attend. 

The Board must approve all significant external 
appointments prior to any Director accepting the 
position. Our appointments policy permits Executive 
Directors to accept one external appointment, provided 
that it is beneficial to the Company and the development 
of the individual. The Board must be satisfied that it 
does not present a conflict of interest with the Group’s 
activities or require a significant time commitment 
which could interfere with the performance of their 
executive duties.

For non‑executive Directors, the number of external 
directorships is an important consideration when 
recruiting and a preferred candidate must reassure the 
Nomination Committee that they can allocate sufficient 
time to the role (around 20 days per annum is anticipated 
plus additional time if they Chair a Committee) before 
they are recommended for appointment.

Prior to the Board’s approval of an additional role, an 
assessment is made of the combined time commitment 
required by their existing roles plus that required in the 
new role. If there is any concern over the time available 
to fulfil their role at Halma, the Board would not approve 
the appointment. However, where Directors are rotating 
off or rebalancing their portfolio of roles, consideration 
will be made of the sequence and timing of the roles 
and a pragmatic approach is taken (as opposed to an 
absolute numerical limit) in respect of any potential 
over‑boarding concerns, whether temporary or otherwise. 
All Directors are subject to an annual review, at which 
time commitment and their personal contribution is a 
key focus.

Board attendance
The attendance at each Board meeting, for the year 
ended 31 March 2024, is set out in the table below.

Board attendance Eligible Attended

Dame Louise Makin 6 6

Marc Ronchetti 6 6

Steve Gunning 6 6

Andrew Williams 1 0

Jennifer Ward 6 6

Liam Condon1 3 3

Carole Cran 6 6

Jo Harlow 6 6

Giles Kerr² 1 1

Dharmash Mistry 6 5

Sharmila Nebhrajani OBE 6 6

Tony Rice3 4 4

Roy Twite 6 6

1	 Liam Condon joined the Board on 25 September 2023.
2	 Giles Kerr joined the Board on 1 February 2024.
3	 Tony Rice stepped down from the Board on 31 December 2023.

Changes to the Board
Two new non‑executive Directors joined the Board this 
year; Liam Condon in September 2023 and Giles Kerr 
in February 2024. Both were recruited as part of clear 
succession planning for non‑executive Directors who will 
reach the end of their nine year term in the coming years. 
Two non‑executive Directors reached the end of their 
term since the last report and retired from the Board: 
Tony Rice in December 2023 and Roy Twite in June 2024.

Jo Harlow was appointed Senior Independent Director in 
August 2023 and is available as an alternative channel of 
communication for shareholders, independent from 
executive management and the Chair.
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2023

2024

Board activities
At each meeting, the Board receives updates from the Group CEO, Group CFO, Sectors, Investor Relations, M&A, 
Board Committees, Company Secretary, Group Legal and Risk & Compliance. There are rotational presentations 
from the SCEs on sector performance and strategy. Other key items covered by the Board in 2023/24 are shown below.

September 
•	 Liam Condon appointed as 

non‑Executive Director
•	 Strategy meeting
•	 Trading update

April
•	 Marc Ronchetti 

becomes Group CEO

June
•	 Full year results
•	 Recommendation of final dividend
•	 Review results of employee 

engagement survey

July
•	 AGM
•	 Cyber update

May
•	 Acquisition 

of Sewertronics

January
•	 Externally facilitated evaluation
•	 Cyber update
•	 Tech trends

October
•	 Acquisition of Alpha 

Instrumatics and AprioMed 
•	 Accelerate CEO Conference

August
•	 Acquisition of Lazer Safe
•	 Jo Harlow becomes Senior 

Independent Director

February
•	 Giles Kerr appointed as 

a non‑Executive Director 

March 
•	 Acquisition of Rovers  

Medical Devices
•	 Trading update

•	 Annual Budget approved
•	 Confirmation of 

Scope 3 Net Zero target

November
•	 Acquisition of TeDan
•	 Half year results
•	 Declaration 

of interim dividend

•	 Crisis management review
•	 Parker Review target set
•	 Directors’ duties and 

obligations refresher
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Board priorities

Embedding Halma’s DNA 
throughout the Group

See Talent & Culture review on 
page 23

Portfolio
Executing purpose‑aligned M&A 
and optimising the portfolio for 
future growth.

Board and Executive 
Board succession
Refreshing our succession 
plans in light of recent 
Executive Board changes and 
non‑executive Directors serving 
out their final three‑year term.

Maintaining agility within 
our business model
Re‑enforcing company 
accountability and autonomy, 
seeking simplification and 
removing duplication to focus 
on agility and scalability.

Sustainability
Continuing to embed 
sustainability as a growth driver 
into our businesses, while 
striving to reduce the negative 
impact that our operations 
have on the environment.

Optimising returns
Keeping focused on our returns, 
including R&D, Growth Enabler 
functions and cyber & 
technology investments.

International expansion
Revisiting our strategic approach 
and future opportunities for 
international growth, including 
in the APAC region.

Revisiting the APAC strategy
Included within 2024 priorities 
(see below)

Supporting companies to 
identify sustainability‑linked 
growth opportunities

See Sustainability section on 
page 77

Maintaining a focus on 
purpose‑aligned M&A

See Strategic Report on page 15

Reviewing Growth Enabler 
investments to ensure 
that they are appropriately 
utilised by our operating 
companies

See How the Board supports 
our strategy on page 131

Evolving our ongoing 
portfolio review to optimise 
each component for the 
long‑term sustainable 
value creation

See Strategic Report on page 26

Progress on 2023 priorities

Priorities for 2024
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How the Board supports our strategy
The Board supports the evolution of Halma’s growth strategy and the development of its Growth Enablers, 
which help to allocate human and capital resources, to ensure that our sectors and companies continue to 
invest organically and through acquisition to deliver sustainable growth over the long term.

See how our Growth Enablers relate to our Business model on page 34

Mergers and 
Acquisitions (M&A)

•	 The Board sets a clear strategy which includes a significant growth element 
being delivered through standalone M&A and bolt‑on acquisitions to 
our companies.

•	 Through the annual Budget process, key resources, both in terms of people 
and financing, are made available by the Board to ensure that we can 
deliver on this strategic priority.

•	 The M&A pipeline is reviewed at each Board meeting and all material 
acquisitions (those with a maximum consideration in excess of £10m) 
are subject to its approval. Prior to approval, the Board will review the 
proposed value creation strategies and, post‑acquisition, it receives insight 
on the financial and operational performance of newly acquired businesses.

International 
Expansion

•	 All major changes, material financial commitments or new business 
developments – such as significant expansion into a new territory – 
are considered by the Board and are matters reserved for its decision.

Talent and 
Culture

•	 The Board receives regular updates from Jennifer Ward, Group Talent, Culture 
and Communications Director on areas including the talent pipeline, diversity, 
equity and inclusion initiatives and employee engagement.

•	 Talent discussions are a key feature at each Nomination Committee 
meeting and monitoring the Group’s culture and diversity is an important 
role for the Board.

Finance, 
Legal and Risk

•	 The Board has established a clear and robust framework to control financial 
investment, oversee financial performance and reporting, and to manage 
risks and opportunities. At least annually, it assesses risk management, 
compliance and internal control systems.

•	 The Board has an established legal and compliance framework to enable 
companies to maintain their autonomy and agility while leveraging the 
scale of Halma to get consistent, quality advice at competitive rates 
through a panel of preferred external law firms.

Digital Growth •	 The Board takes a close interest in Halma’s desire to expand its digital 
capability and supports R&D within our companies through Board presentations 
and non‑executive Director interactions with management. Our companies 
can leverage the skills and experience from our non‑executive Directors with 
digital expertise.

Innovation  
Network

•	 The Board shares its deep and diverse knowledge and experience with 
senior management and company personnel, both formally and informally 
through events and other interactions – enabling our companies to leverage 
the breadth of their network and obtain support, guidance and contacts in 
areas which are new to them.

Op 1: Strat Comms 
and Brand

Strategic 
Communications 
and Brand

•	 A key focus in the Board’s Budget approval process is to allocate capital to 
resource the central and sector teams to support our companies in 
developing market leading positions by connecting with customers through 
their brand, marketing, product positioning and the effective use of all 
media channels.
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Portfolio management
The Board reviews and approves significant acquisition 
and disposal opportunities with a total consideration over 
£10m. In 2023/24, the Board approved six acquisitions: 
Sewertronics, Lazer Safe, Alpha Instrumatics, AprioMed, 
TeDan and Rovers. 

For each prospective acquisition or disposal, the Board’s 
main objective is to ensure that it is in the best interests 
of the Company, having considered the impact on key 
stakeholders. For all acquisitions, the Board reviews a 
transformation plan, the financial modelling and an 
Executive Board Q&A. These insights give them a clear 
understanding of the target, its market and customer, 
its people and culture and the risks and opportunities for 
growth. The Board can be confident that any proposals 
that they have seen have been carefully reviewed through 
Halma’s disciplined approach so will be purpose‑driven 
companies, in similar or adjacent niche markets that can 
deliver sustainable growth and high returns. 

In the case of our Rovers acquisition, the Board 
recognised that the women’s health industry had been 
a strategic priority for the Healthcare Sector and has a 
strong alignment with Halma’s purpose and long‑term 
growth drivers. Discussion was around future growth 
opportunities and how Halma could help accelerate 
Rovers’ growth by leveraging our Growth Enablers and 
network of healthcare companies. The Board concluded 
that Rovers would be a good addition to the Group given 
the alignment with our purpose and acquisition criteria.

Following completion, the Board monitors the integration 
and performance of acquisitions independently of its 
wider review of the portfolio. At least annually, the Board 
will review the status of the portfolio and consider whether 
companies could benefit from further investment, are 
adequately resourced, are in a turnaround position or 
no longer fit our financial or purpose‑led criteria so are 
candidates for divestment. It is Halma’s ability to manage 
its capital and resource allocation that has been a key 
factor in its long‑term success.

Read more on Halma’s approach to M&A on page 15

Cyber security and 
technology
The Board is alive to the strategic imperative of robust 
cyber security initiatives and receives regular updates 
from the Chief Technology Officer on this topic. In 
addition, the Board is kept informed on the future 
direction of technology, how the digital footprint of 
our companies is changing and what controls are in 
place to manage data and cyber risk.

Board discussions during the year have covered cyber 
risk levels and activity, the threat posed by the dark web, 
statistics on cyber threats intercepted, improving visibility 
of Halma’s emerging attack surface and suggested steps 
for improving cyber response readiness. The Board was 
also updated on the completion of the major Security 
Upgrade Programme, which saw the rollout of improved 
security capabilities, bringing the bulk of our internal 
operations under enhanced protection.

On the topic of emerging technology trends, the Board 
received a presentation from a Microsoft expert on the 
use of artificial intelligence, Large Language Models 
and technology trends – which included the future of 
connectivity, quantum computing and connecting 
physical and virtual environments.

As referenced in the separate case study on crisis 
management, the Executive Board undertook a cyber 
incident desktop exercise, facilitated by an external firm 
of security experts, and communicated the learnings 
back to the Board.

Read more on page 104
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Crisis management exercise
As part of the Board’s responsibility to ensure the 
maintenance of a sound system of internal control and risk 
management, the Board, Audit Committee and Executive 
Board have all contributed to a review of our approach to 
crisis management to ensure that the Group is prepared 
for whatever eventualities it may be presented with.

2023
July 
Executive Board
As a periodic exercise, the Director of Risk & 
Compliance, together with the members of 
the Crisis Response Team, reviewed the crisis 
management framework and protocols. 
This entailed engagement with relevant 
Executive Board members and session with 
the full Executive Board. 

September 
Audit Committee
The Committee was updated on progress 
and planned work on crisis management.

November 
Board
A restructured framework and approach 
were presented to the Board along with 
plans to finalise the refreshed crisis 
management protocols and test them in a 
tabletop exercise. The Board’s discussions 
provided the Director of Risk and 
Compliance with a firm direction for an 
externally facilitated tabletop review. 

2024
March 
Tabletop exercise
Tabletop exercise was conducted, picking up 
on elements of the cyber related work the 
Board had also been involved in as a test 
scenario. The Executive Board and Crisis 
Management Team participated in this 
externally led exercise.

May
New protocols and guidance 
New crisis management protocols finalised 
and made available to relevant stakeholders 
throughout the levels of the Group. 
Additional guidance for companies on how 
to structure effective Business Continuity 
Plans was provided.

June 
Outcomes
Outcome reports to the Audit Committee 
and Board. 

Monitoring sustainability progress
Sustainability remains a focus for Halma, with 
climate change a key aspect that has seen Board 
and Committee discussion throughout 2023/24. 

The many facets of sustainability are discussed regularly 
by the Board, which also has ultimate oversight of and 
responsibility for climate‑related opportunities and 
risks. There have been regular presentations by the 
Chief Sustainability Officer and Head of Sustainability 
at Board meetings on areas such as the external 
ESG landscape, internal sustainability expectations, 
Scope 3 decarbonisation planning, sustainability and 
climate‑related risks and the impact on stakeholders. 

As part of its annual cycle, the Board reviewed:

•	 management’s Group‑level assessment of 
climate‑related opportunities and risks;

•	 performance against our sustainability strategy 
and climate change related targets; and

•	 information on climate related opportunities and risks 
for relevant standalone acquisition opportunities.

The Board reviewed the refreshed internal sustainability 
expectations, corresponding internal messaging and 
supporting resources and continued to engage on 
the embedding of sustainability initiatives into 
business‑as‑usual functions and processes. 

Additionally, the Board considered and approved 
Halma’s long‑term ambition to reach Scope 3 Net 
Zero by 2050.

See detailed disclosures around this on page 90
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Our culture
Our corporate culture is an essential component of our 
strategy and is embedded within Halma’s DNA through 
our cultural and organisational genes. Our inclusive 
culture across our business brings competitive advantage 
to the Group and is encapsulated within our Talent & 
Culture Growth Enabler. It is vital that we protect the 
unique cultural genes that we have in order to grow our 
business sustainably, deliver on our purpose and make 
Halma a great place to work.

It is essential that the Board and executive management 
act in a constructive and respectful manner, exhibiting 
the tone that we expect across our Group. We consider 
that this culture promotes good governance across our 
companies and empowers people to make good and 
ethical business decisions.

See page 29 for more information on Halma’s DNA  
and cultural and organisational genes

Establishing and promoting culture
The Board ensures that the Company’s purpose and 
DNA are aligned to its culture and strategic objectives. 
Our employees are key to delivering our success and by 
fostering a collaborative and inclusive culture our people 
are unified by our purpose and aspire to deliver our 
strategic ambitions. Our positive culture is demonstrated 
through the 76% overall employee engagement score 
achieved from our annual engagement survey this year, 
which also had a strong response rate of 83%.

Our robust risk and governance framework provides a 
base from which our culture can be embedded across 
all levels of our business and the Board periodically 
reviews workforce policies and annually reviews our 
Code of Conduct.

Our Code of Conduct underpins our culture. It sets out 
our cultural genes and the expected behaviours and 
corporate culture that we require all employees to display. 
It also provides a plain language summary of key matters 
relating to business ethics and integrity towards people 
and the planet. These include guidance on: anti‑bribery 
and corruption, political and charitable activities, conflicts 
of interest, international trade and competition laws, 
health & safety, human rights, modern slavery and human 
trafficking, diversity, equity and inclusion, financial integrity 
to protect our assets and ensure accurate reporting and 
insider dealing. Alongside posters at every company 
location and online promotion internally, the Code of 
Conduct sets out information on how employees can 
raise concerns via management or the independent 
third-party confidential reporting service, operated by 
NavexGlobal. Halma’s Code of Conduct must be read 
and acknowledged by every employee when they join 
the Company and periodically thereafter. 

The Board takes health and safety matters very seriously 
and accident statistics are reported to the Board at 
each meeting. This enables the Board to assess the 
effectiveness of health and safety practices and 
behaviours within the Group. 

The Directors made a number of business site visits 
during the year, which provides them with a first‑hand 
experience of the workplace environment and culture, 
particularly around health and safety. Directors report 
their observations from all site visits to the Board and 
to the relevant Sector Chief Executive and Divisional 
Chief Executive.

The Code of Conduct is available from our website at 
www.halma.com.

Find out more information on our website  
www.halma.com/who‑we‑are

Find out more information in the  
Sustainability section page 84

Elements of our culture

DNA

Sustainable 

Growth Model

Purpose

Stra
tegy

B
eh

av
io

ur
s

D
iv

er
si

ty
, E

qu
it

y 
&

 In
cl

us
io

n

Our Culture

134    Halma plc |  Annual Report and Accounts 2024

BOARD OVERSIGHT OF OUR CULTURE

http://www.halma.com/who‑we‑are
http://www.halma.com/who‑we‑are


Reporting on process and review 
of outcomes

Feedback provided to the Board and 
management after each visit Reporting, presentations, discussion

Company site visits 
and employee events
Monitoring and insight
During the year our executive and 
non‑executive Directors undertook 
site visits to our companies, which 
provided invaluable insight into how 
our culture permeates throughout our 
decentralised, autonomous structure. 
Directors engaged with employees on 
matters such as executive and wider 
workforce remuneration, company 
culture, purpose, health and safety 
and diversity, equity and inclusion. Our 
non‑executive Directors also had the 
opportunity to interact with company 
CEOs at Accelerate in October 2023.

Read more on page 70

Workforce concerns
Monitoring and insight
The Board has put in place procedures 
for employees to confidentially raise 
matters of concern, either with 
management or through our dedicated 
confidential reporting hotline. All 
workforce concerns that have been 
raised are reviewed at each Board 
meeting, including updates on previous 
investigations and the action that has 
been taken where reports are founded.

Annual employee 
engagement survey
Monitoring and insight
The Group’s annual engagement 
survey results are a good indicator 
of sentiment across the Group and 
provide insights at a company and 
Group function level. A summary of the 
survey results is reviewed by the Board 
and areas for improvement discussed. 
2024 results are below.

 
Read more on the outcomes  
of our employee engagement  
survey on page 86

Employee engagement KPI, page 42

Policies and practices
Monitoring and insight
Our workforce policies and Code of 
Conduct are underpinned by our values 
and culture. Each of our employees is 
required to read and sign the Code of 
Conduct upon joining and to adhere 
to our workforce policies. The Board 
periodically reviews these policies to 
ensure they remain appropriate and 
aligned with our purpose and culture.

Board, Committee 
and strategy meetings
Monitoring and insight
The Board receives reports throughout 
the year on whistleblowing, talent 
and retention, employee engagement 
survey results, health and safety 
matters as well as inviting senior 
employees to present at the Board 
or attend events with the Directors, 
all of which provide insights into 
employee sentiment and culture.

Investing in and 
rewarding employees
Monitoring and insight
The Remuneration Committee 
regularly considers wider workforce 
remuneration, including gender pay 
gap data across the UK and the US.

Our employee share schemes and 
bonus/profit sharing plans are designed 
to benefit the wider workforce and 
incentivise our employees to contribute 
to the success and performance of 
the Company. 

How the Board monitors culture

Halma plc Board

All cases reported to the Board and 
monitored throughout the process

Policies provided for  
review periodically

Approval of share plan grants, 
Board seeks shareholder authority 

when needed
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Our employee engagement framework

Executive Board and Sector Chief Executives (SCE)
The SCEs are Executive Board members with operational responsibility for all of  
our companies. They provide a vital link between the Board and our companies,  

by ensuring that there are close channels of communication.

Halma companies and Divisional Chief Executives (DCE)
The DCEs chair their respective sub‑sector company boards and meet with the  

Executive Board at least three times per year and with the Board annually.  
This facilitates regular dialogue on employee related matters.

Employees
Through our established communication channels, our employees are able to effectively 
communicate with both their local company board as well as directly and indirectly with 

Halma’s senior management and the Board.

Board
The Board employs both direct and indirect methods of engagement with employees,  
which include company site visits, attending employee events such as Accelerate CEO 

conference, DCE/company chair reports, presentations and reports to the Board on matters  
such as workforce concerns, the employee engagement survey and regular updates from the 

Group Talent, Culture and Communications Director.

The Code sets out three prescribed ways in which the 
Board should engage with its workforce, or, where one 
of these methods is not adopted, an explanation must 
be provided on the alternative engagement methods 
used and the reasons for adopting that approach. Due 
to the Company’s decentralised operating model and 
the geographic spread of our companies, we have 
implemented alternative engagement methods, which 
we believe are more fitting, and effective, for our 
structure and culture.

The Board utilises a number of different methods of 
engagement, both directly and indirectly, with employees 
to foster and promote a two‑way dialogue and to provide 
a critical means of monitoring culture.

Read more about how the Board monitors culture on page 134

There are frequent opportunities for the employee 
voice to be relayed to the Board through company 
management, the annual engagement survey, site visits, 
company events and reporting of workforce concerns 
raised via the confidential reporting service operated 
by NavexGlobal.

In addition, we consider that engagement by the local 
company board with their own workforce, as well as 
the engagement by the Board through these methods, 
provides an effective platform for clear and open 
communication with our global employee base. To 
support this, we have also put in place reporting 
mechanisms such that concerns and feedback 
raised at the company level is fed into the Board.

The Board strongly believes that its mechanisms for 
engaging with our employees are appropriate for our 
decentralised structure and are an effective means of 
bilateral engagement with our colleagues.

Read more about how we have supported  
our colleagues in Our Stakeholders on page 68
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Non‑executive Director engagement

Case study

In April 2023, Sharmila Nebhrajani spent two days with 
our Healthcare Sector board and operating company 
managing directors in Raleigh, North Carolina. The visit 
was a great way for our businesses to leverage Shar’s 
expertise in the healthcare industry and for Shar to 
engage with management by facilitating a discussion 
on some of the challenges in healthcare. During her 
visit, Shar gave a presentation on key trends, including 
the health economics driving resource optimisation 
in systems around the world, the intersection of 
healthcare and Artificial Intelligence (AI) and 
sustainability‑focused health procurement. 

The event prompted an interesting and collaborative 
discussion among all attendees on topics such as APAC 
strategies, sector risks, the financial challenge across 
healthcare systems and the impact of AI on products, 
processes and the needs of customers. 

Feedback from the visit was highly positive – 
with many citing how Shar’s open and engaging 
presentation helped them to challenge and develop 
their own thinking. In line with our approach to 
employee engagement, Shar reported back to the 
Board and remarked that the visit had been an 
excellent opportunity to experience Halma’s culture 
first hand and to obtain a deeper understanding of 
our healthcare businesses.

I know how much Halma focuses 
on recruiting and developing great 
leaders but seeing the calibre of the 
talent that participated in this event 
was most impressive. I admire the 
way in which our managing directors 
embrace Halma’s purpose, live out 
our DNA and have abundant curiosity 
to keep up with the trends in 
the sector.

Sharmila Nebhrajani OBE
Non‑executive Director
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2024 evaluation
The 2024 Board and Committee evaluation was conducted 
according to the guidance in the Code and was externally 
facilitated by Ffion Hague of Independent Board 
Evaluation (IBE).

The last externally facilitated evaluation was undertaken 
in January 2021 and internal questionnaire based reviews 
were conducted in 2022 and 2023.

An update on the actions agreed by the Board, following 
the 2023 evaluation, are set out in the Nomination 
Committee Report on page 140. The section below 
describes the process undertaken and outcomes from 
the 2024 Board evaluation.

IBE has reviewed the narrative set out in this Board 
Evaluation section of the Corporate Governance Report. 

2024 process

Selection of evaluator 
The Chair and Company Secretary 
recommended the appointment of IBE based 
on information from a review of the board 
evaluation market undertaken by the Company 
in 2020, a desktop review in 2023 of changes in 
the market and a proposal presentation by IBE. 
The Nomination Committee supported the 
recommendation, which was approved by 
the Board in July 2023.

Agreeing the scope of the review
A comprehensive brief was given to IBE by 
the Chair, Group Chief Executive and the 
Company Secretary. The scope of the review 
covered the Board, Audit Committee, 
Remuneration Committee and Nomination 
Committee. Individual Director feedback was 
collated and shared with the Chair and the 
relevant Director.

Board observation
Ffion observed the Board and Committee 
meetings, in person, in January 2024, having 
reviewed the agenda, papers and supporting 
materials in advance.

Interviews
Individual interviews were held with each Director, 
Company Secretary, members of the Executive 
Board, Head of Total Rewards, the external 
audit partner and remuneration advisers. 

Reporting
Considered and balanced reports were 
compiled by IBE, which set out the analysis 
of the Board and its effectiveness, key 
recommendations and individual Director 
feedback. The report was shared with the 
Chair and Company Secretary (and for each 
Committee, with the Committee chair) before 
being presented by Ffion at the March Board. 

Individual Director feedback
Individual feedback on the Chair was provided 
to the Senior Independent Director (SID) and 
the reports on each Director were shared with 
the Chair and the respective individual. These 
reports were used by the Chair, SID and Group 
Chief Executive to inform their annual 
appraisal discussions.

Compliance
The Company has followed the principles 
set out in the Chartered Governance 
Institute’s Principles of Good Practice for 
Listed companies using board reviewers.

Reviewer’s independence and experience
IBE is an independent board assessment practice, 
founded in 2008 by Ffion Hague. IBE has not previously 
undertaken an evaluation of the Halma plc Board 
and has not provided any other services to the Group. 
There are no conflicts or other commercial relationships 
between IBE and the Company, or any of its Directors, 
which could compromise IBE’s independence. 

Ffion was the lead evaluator for Halma’s 2024 
evaluation and brought diverse experience from her 
roles within the Civil Service, the not‑for‑profit sector 
and as an executive search consultant, in addition to 

her latter 15 years focusing on board evaluation. IBE 
has a credible client list, comprised of many of the UK’s 
largest Listed companies.

IBE is a signatory to the Chartered Governance 
Institute’s Code of Practice for board reviewers and 
has applied it in undertaking the evaluation.

Ffion Hague
Independent 
Board Evaluation
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The feedback received during the Halma 2024 board review consistently 
paints a picture of a high‑performing board with thoughtful and engaged 
directors. It is an intellectually curious board with very positive dynamics 
characterised by mutual respect among board members. This is underlined 
by the fact that all board members describe the board culture as excellent 
and regard it as a key strength. 

All members of the board are encouraged to speak freely on any issue and 
to be as active as they wish in visiting companies and meeting members 
of the executive team. Board and committee meetings are tightly run, 
but with scheduled private sessions and a board dinner at which more 
confidential matters can be discussed. The tone in board meetings is mature 
and supportive, with due respect given to the unusual business model that 
has driven growth on an impressive scale over past years but with frank 
feedback and challenge woven into the mix as well.

Extract from IBE’s Board evaluation report on Halma plc
March 2024

2024 Board evaluation outcomes
Following the externally facilitated evaluation, the Board concluded that it is appropriately structured, with a strong 
element of independent challenge, and operating effectively, with strong governance. 

While the Board was pleased with the outcomes from the evaluation, in the spirit of continuous improvement and to 
build on the strong foundations that are already in place, the recommendations proposed by IBE were adopted and 
the following actions have been agreed by the Board:
Recommendation Actions

Director induction 
Introduce an element of governance support, 
including some ‘boardcraft’ mentoring or training, 
as standard for any board member who has not 
previously served on a UK plc board.

Elements on boardroom culture and dynamics will be 
introduced into the Director induction process. Where 
a non‑executive Director has not previously served on 
a listed company board, this would be supplemented 
with some ‘light‑touch’ mentoring on the role by the 
Chair or Senior Independent Director.

Post‑decision reviews
More formally reflect on key decisions made by 
the Board over the year.

A specific decision reflection session will be included 
on the Board agenda annually.

Employee engagement
Consider how to supplement the Board’s 
employee engagement mechanism, which 
works well for Halma.

Further opportunities for non-executive Directors 
to join and support Halma’s training programmes 
(which cover a wide range of employees) and to 
facilitate/speak at Halma’s internal development 
programmes and annual conference would be sought.
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Dame Louise Makin
Nomination Committee Chair

Committee composition and attendance
Eligible Attended

Dame Louise Makin (Chair) 3 3

Liam Condon¹ 2 2

Carole Cran 3 3

Jo Harlow 3 3

Giles Kerr¹ 0 0

Dharmash Mistry 3 3

Sharmila Nebhrajani OBE 3 3

Tony Rice1 2 2

Roy Twite1 3 3

1	 Liam Condon and Giles Kerr joined the Committee on 25 September 2023 
and 1 February 2024 respectively. Tony Rice stepped down from the Board 
on 31 December 2023 and Roy Twite stepped down on 7 June 2024.

The Committee schedules three routine meetings a 
year but will meet more often as the work requires. 
The attendance at each Committee meeting for the 
year ended 31 March 2024 is set out in the table above.

The Committee comprises the Chair and all independent 
non‑executive Directors. Dame Louise Makin chairs the 
Committee but she would not chair a meeting which 
considers the appointment of her successor.

Only Committee members are entitled to attend 
meetings although the Group Chief Executive and Group 
Talent, Culture and Communications Director are regular 
attendees. External search consultants are invited to 
attend and present on specific items, when appropriate.

Committee activities 2023/24
The Committee operates under written terms of 
reference, reviewed annually, which are available 
at www.halma.com. The Committee discharged 
its duties under its Terms of Reference for the year. 
Principal activities during the year included: 

•	 Reviewing the internal and external talent pipeline as 
part of the Committee’s regular succession planning 
activities at Board and Executive Board level.

•	 Following a thorough selection process, 
recommending to the Board the appointment of Liam 
Condon and Giles Kerr as non‑executive Directors.

•	 Recommendation to the Board for the appointment 
of Independent Board Evaluation to undertake 
Halma’s externally facilitated Board and 
Committee review. 

•	 Working with external search consultants, Lygon 
Group, to seek potential non‑executive director 
candidates as part of the Committee’s planning 
for directors who are serving out their final term.

•	 Following a comprehensive assessment, 
recommending the appointment of Jo Harlow 
as Senior Independent Director. 

•	 Continuing the focus on increasing diversity 
throughout the organisation.

•	 Updating the Board skills and experience matrix.
•	 Receiving a presentation from Group Talent on 

what makes a successful operating company 
CFO and how the role is evolving.

•	 Following the individual Director evaluations, 
recommending the election and re‑election of 
Directors standing at the 2024 Annual 
General Meeting.
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Board and Executive Board composition
The Board comprises an independent Chair, six 
non‑executive Directors and three executive Directors. 
There is a strong independent element to the Board 
which ensures that the balance of power rests with 
the non‑executive members of the Board and each 
Board member brings a variety of skills, knowledge and 
experience, in addition to diverse thinking. The Committee 
regularly reviews the balance of skills, experience and 
knowledge on the Board and its Committees – along 
with the diversity that each member brings – in order 
to identify any gaps or new skills and experience that 
would benefit the Group, which helps inform Board 
succession planning. 

The matrix below sets out the core skills and experience 
that each Director has and also identifies where 
particular Directors are considered to have expertise 
in a certain area.

The Executive Board comprises the three executive 
Directors plus five other executives who cover a range 
of strategic, operational, financial and technical areas.

Further background on the skills and experience of the 
Board and Executive Board is set out in the biographies 
on pages 122 to 125 and full biographies are available on 
our website at www.halma.com.

Board and Executive Board diversity
Embracing diversity, in all its forms, enables individuals to 
share their own perspective, which promotes inclusivity 
and supports good decision‑making by the Board and 
Executive Board. The Board recognises the many benefits 
of building a diverse leadership team and the tables on 
page 85 set out gender, ethnic and age diversity of the 
Board and Executive Board at the date of this Report.

Our Board Diversity Policy, which is available at 
www.halma.com, was updated in March 2022 to reflect 
the targets set by the FTSE Women Leaders Review on 
gender diversity. The Policy also affirms our commitments, 
on ethnic diversity, as a signatory to the Change the 
Race Ratio. Halma has maintained at least one ethnically 
diverse Director on the Board since 2011, which is prior to 
the publication of the Parker Review’s original report in 
October 2017. We took the opportunity in our March 2022 
Policy to go beyond the Parker Review recommendation, 
by committing to maintain our current composition of 
two ethnically diverse Directors on the Board.

The Committee is pleased to report that during the 
financial year ended 31 March 2024 and up to the date 
of this Report, the Board had met these targets:
•	 at least 40% of the individuals on the Board 

are women;
•	 the Chair and Senior Independent Director are women; 

and
•	 at least one individual on the Board is from a minority 

ethnic background.

The Company has collected the diversity data used for 
these purposes from each individual on a voluntary basis.

In March 2023, the Parker Review published an update 
report entitled “Improving Ethnic Diversity in UK Business” 
and requested that Boards of FTSE 350 companies set 
their own target, by December 2023, for the percentage 
of their senior management group who self‑identify as 
being in an ethnic minority. The Board and management 
considered what that target should be for the Company 
and agreed at its November 2023 meeting that 20‑30% is 
a suitable target range to be achieved by December 2027. 

Board skills and experience

Dame Louise 
Makin

Marc  
Ronchetti

Steve  
Gunning

Jennifer 
Ward

Carole 
Cran

Jo 
Harlow

Dharmash  
Mistry

Sharmila 
Nebhrajani 

OBE
Liam  

Condon
Giles  
Kerr

Strategy & M&A

Finance & accounting

Risk management & regulation

Digital and technology

Engineering sector

Life sciences & healthcare

Sustainability

Talent and remuneration

International experience

Listed CEO/CFO

 Expertise   Experience
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Board appointment process
The Board has an established approach for identifying 
and evaluating suitable candidates for Board positions. 

Prior to the Committee making a recommendation to 
the Board for a Director appointment, it undertakes the 
following steps:
•	 Agrees the skills, experience and knowledge required for, 

and complementary to, the role.
•	 Approves the role specification.
•	 Selects an independent global executive search 

firm, which understands Halma’s business model 
and culture, to prepare a long list of diverse external 
candidates and, for executive roles where there are 
internal candidates that have been identified through 
the Committee’s succession planning, to benchmark 
those candidates. For the year ended 31 March 2024, 
the Committee used the services of executive search 
consultancy, Lygon Group – who are not connected to 
the Company or any Halma Director – to source suitable 
candidates for two non‑executive Director roles.

•	 Reviews the long list of candidate profiles and, based 
on insight derived internally or from the search firm, 
creates a shortlist of diverse candidates for interview.

•	 For non‑executive positions, interviews are held with 
members of the Committee (including the Chair), the 
Group Chief Executive and the Group Talent, Culture 
and Communications Director. For executive positions, 
the Chair and non‑executive Directors lead the interview 
process and seek input from other executives, 
as appropriate.

•	 The Committee members meet to share their feedback 
on each candidate and will compare their assessment 
against the role criteria, along with any reference 
information provided by the search firm. Maintaining 
a focus on gender and ethnic diversity, while ensuring 
that other elements of diversity are not overlooked, 
remains an important factor for the Committee. Where 
elements of diversity will be lost when certain Directors 
come to the end of their tenure, the Committee aims to 
ensure that it will remain diverse or will seek a replacement 
Director to maintain/restore that element of diversity to 
the Board and its Committees.

•	 A preferred candidate is selected by the Committee 
and, following discussion with the candidate, a formal 
decision is taken to recommend their appointment to 
the Board.

•	 If the Board approves the appointment, the 
Company announces the decision via a regulatory 
information service.

Board and Executive Board – Gender Diversity as at 13 June 2024 

Number of 
Board Members

Percentage of 
the Board

Number of 
senior positions 

on the Board 
(CEO, CFO, SID 

& Chair)

Number in 
Executive 

Management

Percentage of 
Executive 

Management

Men 5 50% 2 4 50%

Women 5 50% 2 4 50%

Board and Executive Board – Ethnic Diversity as at 13 June 2024

Number of 
Board Members

Percentage of 
the Board

Number of 
senior positions 

on the Board 
(CEO, CFO, SID 

& Chair)

Number in 
Executive 

Management

Percentage of 
Executive 

Management

White British or other White (including minority‑white groups) 8 80% 4 5 64%

Mixed/Multiple Ethnic Groups – – – 1 12%

Asian/Asian British 2 20% – 1 12%

Black/African/Caribbean/Black British – – – 1 12%

Other ethnic group, including Arab – – – – –

Board and Executive Board – Age Diversity as at 13 June 2024

Number of 
Board Members

Percentage of 
the Board

Number of 
senior positions 

on the Board 
(CEO, CFO, SID 

& Chair)

Number in 
Executive 

Management

Percentage of 
Executive 

Management

40–49 1 10% 1 2 25%

50–59 6 60% 1 6 75%

60–69 3 30% 2 – –

70–79 0 – – – –
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Director induction process
Newly appointed Directors follow a tailored induction 
programme, which includes dedicated time with each 
Board and Executive Board member, the Company 
Secretary, Divisional Chief Executives and functional 
experts. A schedule of company visits across each of 
the three sectors is arranged for the Director and they 
are required to attend the Accelerate CEO conference 
and other Company events throughout the year. The 
induction aims for Directors to become swiftly acquainted 
with Halma’s strategy, business model, DNA (cultural 
and organisational genes) and governance structure 
prior to them building their understanding of each sector 
and our companies. In addition, a briefing on statutory 
duties and listed company regulation is provided to new 
Directors and updated at least annually and presented 
at the Board for the benefit of all.

Executive Directors may undertake tailored professional 
development as part of their onboarding plan, such as 
business management, personal development or 
mentoring programmes.

The Chair mentors new Directors to ensure that they 
understand the Board culture and boardroom dynamics. 
At least annually, the training and development needs of 
the Board, and for each Director, are reviewed.

Annual Board and Committee evaluations
The Committee reviews the process and output from the 
annual Board and Committee evaluations. The formal 
evaluation process involves a review of the performance 
of each Director through individual meetings held with 
the Chair and for the Chair, an appraisal is undertaken by 
the non‑executive Directors collectively and fed back via 
the Senior Independent Director. The Board undertakes 
an evaluation of its own performance and effectiveness, 
with the findings and proposed actions being presented 
at the Board by the Chair. 

Each Committee undertakes its own evaluation and the 
findings and proposed actions are formally reviewed at 
the relevant Committee meeting. Progress against 
agreed actions is monitored by the Company Secretary 
throughout the year and a formal review is undertaken 
ahead of the next evaluation cycle, to ensure that the 
actions have been, or will be, appropriately closed out. 
The results from the Audit Committee and Remuneration 
Committee evaluations are discussed in the respective 
Committee Reports and the results from the 
Committee’s own evaluation are set out below.

Progress on 2023 actions
Based on the feedback from last year’s internal Board 
evaluation, the Board agreed four areas of focus for 2024. 
Each area identified has been actioned and a summary 
of the progress made is set out below.
•	 Rotational presentations from the Sector Chief 

Executives now include more insights on the market 
trends in the sector, evolving and disruptive 
technologies (including AI) and business models.

•	 Mega trends and the competitive landscape were 
topics specifically covered at the Board’s annual 
strategy meeting in September 2023.

•	 Further opportunities for senior management and 
Non-executive Directors to interact have been 
developed, while the immensely valued Non-executive 
Director and Divisional Chief Executive dinner is now 
an annual item in the calendar.

•	 More detail on the M&A pipeline has been included in 
Board papers and M&A proposals have been expanded 
to provide details on the Executive Board’s appraisal of 
the opportunity, including questions raised by individual 
Executive Board members.

2023/24 Evaluation 
The Committee normally utilises an external evaluator 
on a triennial basis and the Chair, with the support of 
the Company Secretary, formulates a bespoke internal 
questionnaire in the two years in between. The last 
externally facilitated evaluation was undertaken in 2021 
and an internal evaluation was undertaken for 2022 and 
2023. For the year ending 31 March 2024, an externally 
facilitated evaluation was carried out by Independent 
Board Evaluation (IBE); details of the process and output 
for this is detailed on pages 138 and 139. IBE’s analysis 
concluded that the Committee is well functioning, active 
and forward thinking. The only recommendation was 
to maintain a focus on cultural fit for potential 
appointments, before filtering for desired skills and 
experience – to enable the broadest diversity in the 
initial candidate pool.

Following the annual evaluation, and the individual 
performance reviews undertaken by the Chair, all 
Directors that are standing for election or re‑election 
are considered to be effective in their role, hold recent 
and relevant experience applicable for Halma’s business 
and they each continue to add value and demonstrate 
commitment to their role. Accordingly, the Board is 
recommending to shareholders the election or 
re‑election of the Directors standing at the 2024 AGM.

Dame Louise Makin
Committee Chair 
For and on behalf of the Committee 13 June 2024
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Carole Cran
Audit Committee Chair

Committee composition and attendance
Eligible Attended

Carole Cran (Chair) 4 4

Jo Harlow 4 4

Dharmash Mistry 4 4

Sharmila Nebhrajani OBE 4 4

Tony Rice1 3 3

Roy Twite1 4 4

Liam Condon1 2 2

Giles Kerr1 0 0

1	 Liam Condon and Giles Kerr joined the Committee on 25 September 2023 
and 1 February 2024 respectively. Tony Rice stepped down from the Board on 
31 December 2023 and Roy Twite stepped down on 7 June 2024.

The Committee has four scheduled meetings per 
year, to coincide with the key events in the corporate 
reporting calendar and audit cycle. The attendance at 
each Committee meeting, for the year ended 31 March 
2024, is set out in the table above.

Committee roles and responsibilities
The Committee has a wide‑ranging remit, which 
covers reviewing and monitoring the integrity of the 
financial statements and other financial information, 
internal controls and risk management, the external 
and internal audit and assurance processes and 
compliance with laws, regulations and ethical codes 
of practice. The Committee Terms of Reference, 
which describe the roles and responsibilities of 
the Committee, can be found on our website, 
www.halma.com. The Committee discharged its 
duties under its Terms of Reference, and in line with 
the FRC’s Minimum Standard, for the year. Key 
activities included:

Committee activities 2023/24
•	 Reviewing the Half Year Results and Annual Report 

and Accounts and considering the key accounting 
judgements and estimates that affect the application 
of the policies and reported values and approving the 
Group’s going concern and Viability statements.

•	 Reviewing the risk and internal control processes, 
including preparatory work for the forthcoming 
new UK Corporate Governance Code requirements 
in relation to risk and internal control. 

•	 Reviewing the internal audit and assurance processes.
•	 Reviewing and monitoring the whistleblowing, 

compliance and bribery procedures, as well as 
any reports raised, throughout the year.

•	 Agreeing the external Auditor fee and confirming 
their independence and effectiveness.

•	 Approving the Internal Audit Charter and work plan.
•	 Receiving updates on TCFD and the reporting 

landscape from the Head of Sustainability, 
and reviewing and approving TCFD disclosures.

•	 Considering emerging financial reporting and 
governance topics.

•	 Keeping abreast of progress on the implementation 
of the Group’s new Enterprise Performance 
Management (EPM) system.

•	 Reviewing the Group’s Principal and Emerging Risks.
•	 Considering the output of the annual Committee 

evaluation and agreeing appropriate actions.
•	 Receiving a presentation on the controls environment 

in the Environmental & Analysis Sector by the Sector 
Chief Executive.

•	 Receiving a presentation on Treasury risk and internal 
controls, presented by the Director of Treasury 
and Tax. 

•	 Reviewing the output of the Financial Reporting 
Council report on Audit Quality Review.

•	 Considering the output of the Internal Audit 
effectiveness review.

•	 Reviewing the Committee’s Terms of Reference 
and Auditor Independence Policy.
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Committee composition and appointment
The Committee comprises seven independent 
non‑executive Directors. Carole Cran is Chair of the 
Committee and continues to have recent and relevant 
financial experience and competence in accounting, 
see page 122 for her biography. The Committee as a 
whole has competence relevant to the Group, with 
each member bringing valuable experience, diversity 
of thought and independent judgement. Biographies 
for each member of the Committee are set out on 
pages 122 and 123.

Only Committee members are entitled to attend 
meetings, although the Committee Chair invites the 
Board Chair, Executive Directors, Group Financial 
Controller, Director of Internal Audit & Assurance and 
representatives from the external Auditor to regularly 
attend meetings. Appointments to the Committee 
are made by the Board and the remuneration of the 
Committee Chair reflects the additional responsibilities 
and time commitment required in the role. 

The induction process for new members of the Committee 
includes meeting with key individuals – including the 
Committee Chair, the Chief Financial Officer, the Director 
of Internal Audit & Assurance and the external Auditor. 
The Committee receives relevant updates throughout 
the year including from the external Auditor and other 
professional advisers on matters relevant to financial 
reporting, technical accounting and governance, internal 
control, tax, audit and risk, and may request additional 
information, as required. All members of the Committee 
further their internal network and knowledge of the 
companies through company visits, corporate events 
and the Accelerate conference.

Governance
The Committee, and independently the Committee 
Chair, regularly meets with the Director of Internal Audit 
& Assurance and separately with the external Auditor, 
without any Executive Directors present. The Committee 
Chair maintains regular contact with management, 
particularly the Chief Financial Officer, Group Financial 
Controller and the Company Secretary.

The Committee Chair sets the forward agenda for the 
year but also allows for flexibility in the timing and the 
schedule to ensure that new or unforeseen areas can be 
appropriately reviewed. The agenda and meeting papers 
are circulated in a timely manner, in accordance with the 
terms of reference.

The Committee Chair reports to the Board after each 
meeting on the key matters discussed. Minutes are 
circulated to all Board members and the external Auditor 
once they have been approved by the Committee.

Internal Audit reports that identify any significant control 
or compliance weakness, or other risk that requires 
immediate management attention, are circulated to the 
Committee via the Company Secretary when the report 
is issued. At the same time, commentary from the Chief 
Financial Officer and Divisional Chief Executive on the 
background to the weakness, any mitigating controls 
and the actions being taken to address the findings is 
shared with Committee members.

Committee evaluation
An evaluation of the Committee’s own effectiveness is 
undertaken each year and the findings are reported to 
the Board. In 2024, this evaluation took the form of an 
externally facilitated review. The 2024 externally facilitated 
evaluation confirmed that the Committee is working 
effectively and the Committee members considered 
it to be exercising good oversight of the reporting 
and controls environment, taking full account of the 
autonomous model. The Committee Chair presented 
feedback to the Committee at its June 2024 meeting 
and actions were agreed.

Financial Statements and significant 
accounting matters
During the year, and prior to the publication of the 
Group’s results for the half year ended 30 September 2023 
and the full year ended 31 March 2024, the Committee 
considered the key judgements and estimates made in 
relation to the Group’s financial statements.

These issues were discussed with management at various 
stages during the year and during the preparation and 
finalisation of the financial statements. After reviewing 
the presentations and reports from management, the 
Committee is satisfied that the financial statements 
appropriately address the key accounting judgements 
and estimates, set out on the following page, both in 
respect of the amounts reported and the disclosures 
made. The Committee is also satisfied that the significant 
assumptions used for determining the value of assets and 
liabilities have been appropriately scrutinised, challenged 
and are sufficiently robust. The Committee has discussed 
these issues with the external Auditor during the audit 
planning process and at the finalisation of the year end 
audit and is satisfied that its conclusions are in line with 
those drawn by the external Auditor in relation to 
these issues.
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Significant risks and material issues, 
judgements and estimates How the Committee addressed each area and conclusion

Value of goodwill, due to 
the significance of the 
amounts recorded on the 
Consolidated Balance 
Sheet, and the 
judgements and 
estimates involved in 
assessing goodwill for 
impairment.

•	 Focusing on, monitoring regularly, and constructively challenging the reasonableness of 
the assumptions used in impairment calculations by management, in particular discount 
rates, growth rates, the level of aggregation of individual cash generating units (CGUs) 
and methodology applied, including application of reasonably possible sensitivities. 

•	 Considering the appropriateness and reasonableness of stated judgements and 
conclusions included in the disclosures in note 11 to the Accounts.

•	 In particular, during the year, considering the CGU groups to which the Group’s eight 
acquisitions were attributed, and the assessment of the impact of the challenging 
trading conditions seen in certain CGU groups within the Healthcare Sector.

Carrying value of 
acquired intangibles 
across the Group and the 
adequacy of future cash 
flows.

•	 Focusing on and challenging the assessment of the presence of impairment indicators 
that warrant an impairment test of an asset.

•	 Constructively challenging the reasonableness of assumptions used in impairment 
calculations by management, in particular discount rates and asset specific growth rates.

Risk that acquisitions are 
not accounted for 
correctly in line with IFRS 
3 “Business 
combinations”.

•	 Challenging the appropriateness of assumptions used in determining the fair value of the 
acquired intangible assets and residual goodwill identified, and the reasonableness of the 
disclosures included in note 25 to the Accounts.

•	 The fair value of acquired intangible assets and carrying values arising on the eight 
acquisitions in the year, particularly in relation to the material/larger acquisitions of 
Sewertronics, Lazer Safe, AprioMed, Alpha Instrumatics, TeDan Surgical Innovations 
(TeDan), Ziegler Electronic Devices and Rovers Medical Devices (Rovers).

Valuation of contingent 
consideration arising on 
acquisitions in current 
and prior periods.

•	 Assessing treatments of contingent consideration payment arrangements against the 
requirements of IFRS 3 and IFRS 13.

•	 Considering assumptions made around forecasts used in calculations.
•	 In particular, at 31 March 2024, the treatment and valuation of the contingent 

consideration provisions in relation to Visiometrics, Infinite Leap, Sewertronics, 
Visual Imaging Resources, TeDan, Alpha Instrumatics and Rovers.

Judgements and 
estimates involved in 
valuing defined benefit 
pension plans.

•	 Assessing the assumptions in determining pension obligations and determining whether 
key assumptions were reasonable, particularly the assumptions around mortality, discount 
rate and inflation that are most material to the Group’s plans and resulted in retirement 
benefit assets being recognised for the Group at 31 March 2024.

•	 The recognition of the plan surpluses in accordance with IFRIC 14.

Compliance risks with 
existing and evolving tax 
legislation, and 
judgements around 
uncertain tax positions 
including the 
recoverability of the tax 
receivable balances.

•	 Assessing the position taken with regards to tax judgements.
•	 The judgements around the carrying value of tax provisions and uncertainties, in particular, 

the potential impact on the Group of the European Commission’s decision against the 
UK government relating to the UK Controlled Foreign Company partial exemption being 
illegal State Aid.

•	 Understanding the evolving BEPS Pillar 2 legislation and the likely compliance impact 
on the Group.

Carrying value of 
investments (Company 
only).

•	 Constructively challenging the reasonableness of the assumptions used in impairment 
calculations by management, in particular discount rates and future cash flows.

•	 Considering the accounting for and disclosure made in respect to the immaterial 
impairment made to one of the Company’s investments. 

Going concern status of 
the Group and any 
impact to future viability.

•	 The evidence supporting the going concern basis of accounts preparation, the Viability 
statement and the risk management and internal control disclosure requirements.

Task Force on 
Climate‑related Financial 
Disclosures (TCFD)

•	 The work undertaken to continue to assess and manage the climate‑related risks 
and opportunities for the Group and the associated reporting in accordance with 
the TCFD framework.

In addition, the Committee considered the presence of any significant product failures or other legal cases in the 
period that would warrant the inclusion of a significant warranty or legal provision, and assessed the capitalisation 
and carrying value of Capitalised Development Costs in line with the accounting policy and standards.
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External Auditor
The Committee monitors the effectiveness of the external 
Auditor throughout the year and annually conducts an 
evaluation of the external audit, by way of a tailored 
online questionnaire, further details are set out on 
page 148. The assessment highlighted no major concerns 
and the insights from the questionnaires have been 
discussed both internally and with PwC, to assist with 
the planning of future work. The Committee concluded 
that it was satisfied with the Auditor’s performance in 
discharging the Full Year audit and the Half Year review; 
the independence and objectivity of the Auditor; the 
robustness of the audit process, including how the 
Auditor demonstrated professional scepticism and 
challenged managements assumptions and the quality 
of service and delivery of the audit. Accordingly, the 
Committee recommends that PwC are reappointed 
as Auditor at the 2024 Annual General Meeting (AGM).

Audit tendering
The Committee has primary responsibility for 
recommending to the Board the appointment or 
reappointment of the external Auditor before it is put 
to shareholders at the AGM. The Committee will, at the 
appropriate time, lead the audit tender process. This 
process will be carried out at least every 10 years and, 
unless it is undertaken earlier, it is the Committee’s policy 
to consider whether a tender is appropriate every five years 
– to coincide with the change in Senior Statutory Auditor.

Following a tender process, PwC were appointed Auditor 
to the Company at the AGM in 2017. In accordance with 
our Auditor Independence Policy, which requires us to 
change our audit partner every five years, Christopher 
Richmond was appointed Senior Statutory Auditor for 
the financial period commencing 1 April 2022.

In 2021, prior to any decision on the rotation of the 
Senior Statutory Auditor, the Committee considered 
the possibility of re‑tendering the external audit function 
and concluded that it was satisfied that PwC was 
effective and remained independent in accordance with 
our Auditor Independence Policy and the FRC’s Ethical 
Standard, and that a tender process was not appropriate 
at that time.

Whilst the Committee remains satisfied that PwC are 
effective and independent, it is currently anticipated that 
the next competitive external audit tender will commence 
during 2026 with a recommendation put to shareholders 
at the 2027 AGM. The proposed tender date is in the best 
interests of shareholders and the Company as PwC has a 
detailed knowledge of our business, an understanding of 
our industry and continues to demonstrate that it has the 
necessary expertise and capability to undertake the audit.

Statement of compliance
The Company confirms that it complied throughout the 
year with the provisions of the Competition and Markets 
Authority’s Statutory Audit Services for Large Companies 
Market Investigation (Mandatory Use of Competitive 
Tender Processes and Audit Committee Responsibilities) 
Order 2014.

Auditor objectivity and independence 
(including non‑audit fees)
The Group has adopted a Policy on “Auditor 
Independence and Services provided by the External 
Auditor” which sets out the limited services that the 
external Auditor can provide to Group companies, which 
do not conflict with the Auditor’s independence.

The Policy was updated in 2020 to align with the FRC’s 
revised Ethical Standard which applied from March 2020. 
The Committee continues to monitor changes in 
legislation related to auditor independence and 
objectivity and annually reviews the Policy.

In addition to Halma’s Policy, the Auditor runs its own 
independence and compliance checks, prior to accepting 
any engagement, to ensure that all non‑audit work is 
compliant with the Ethical Standard in force and that 
there is no conflict of interest.

As disclosed in the Independent Auditor’s Report on 
page 184, a minor breach to PwC’s independence was 
identified during the year. In August 2023, shortly after 
the acquisition, PwC submitted a request to change the 
tax year end for Lazer Safe Pty. Ltd. to the Australian Tax 
Office, with fees totalling A$1,500. Prior approval had not 
been sought by the local PwC team, however both PwC 
and the Committee are satisfied that this has not 
affected PwC’s professional judgements in connection 
with the audit of the year ended 31 March 2024.

During the year, five pieces of permitted audit related 
services work (in addition to the Half Year review) were 
undertaken by PwC. These were in respect of a liquidity 
test pertaining to a dividend distribution in Belgium, 
which must be performed by an auditor, a verification 
for the King’s Awards for Enterprise 2024, in respect of 
Fortress Interlocks Limited, provision of legal support in 
respect of the establishment of a Japanese subsidiary, 
R&D activities for FY23 for Italian based entity, Sensitron 
SRL and a report to support a grant claim for Hydreka 
SAS, with total fees of c.£23,000. It was deemed 
appropriate to use PwC in respect of these five items 
of work given their understanding of the business 
and involvement in the Group audit. 

Additionally, PwC provided access to their technical 
guidance toolkit, for a total fee of c.£1,300. All work was 
pre‑approved by the Committee Chair and reported to 
the Committee in accordance with our Policy.

The audit fees payable to PwC for the year ended 
31 March 2024 were £3.2m (2023: £2.6m) and permitted 
audit related service fees were £0.1m (2023: £0.1m).

Other non‑audit services totalled less than £0.1m in both 
the current and preceding year. The total of audit related 
and non‑audit related services for the year totalled c.7% 
of three year average audit fees, significantly below the 
limit of 70% required by the Policy.
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Evaluation of the effectiveness and quality 
of the external Auditor
The effectiveness of the external Auditor throughout the 
year, including through:

•	 FRC’s Audit Quality Inspection and Supervision 
report 2022/23 – the Committee reviewed the results 
of the FRC’s Audit Quality Inspection and Supervision 
report 2022/23 during the year and noted that the FRC 
had concluded that PwC continued to invest in 
improvements in audit quality, through a focus of 
culture and resourcing initiatives.

•	 Progress against audit plan and strategy – the 
Committee continually evaluated and monitored 
progress against the agreed audit plan and strategy 
and any issues or reasons for variation from the plan 
were identified, discussed and agreed with the Auditor. 
The Committee approved the Auditor’s fees for the year 
under review.

•	 Auditor reports to the Committee – through PwC’s 
formal reports to the Committee at each meeting the 
Committee track and consider the work undertaken by 
the Auditor during the year.

•	 Interaction with Auditor – the Committee Chair, the 
Chief Financial Officer and management have regular 
communication with the Auditor throughout the year 
and are able to raise issues and discuss key deliverables 
as the year progresses. The Committee recognises that 
PwC have appropriately challenged management on 
key judgements and estimates throughout the year, 
as detailed in the significant risks and material issues, 
judgements and estimates table above.

•	 Audit tender and rotation – in accordance with our 
Auditor Independence Policy, the Committee reviews 
the appropriateness of tendering the external audit 
function every five years and, in conjunction with this, 
will rotate statutory audit partner at least every five 
years, the most recent rotation of which took place 
in 2022, with a new audit partner in place for FY23.

•	 Annual internal effectiveness survey – a tailored 
online questionnaire is circulated and completed by 
Committee members, other senior management and 
company CFOs who are engaged in the audit process, 
the outcomes of which are reported to the Committee 
and the Board. A summary of the process and key 
findings is set out below.

External audit evaluation process:

Bespoke questionnaire covering: 
•	 External audit partner time commitment.
•	 Quality of the team.
•	 Accounting, technical and governance insight.
•	 Policies for compliance with the revised 

Ethical Standards.
•	 Quality and timeliness of reporting.
•	 Clarity and authority of communications.

Results:
•	 Results of the questionnaire are collated centrally 

by the Group Financial Controller and a summary 
of the findings and the FRC’s AQR Report on PwC 
as a firm, are provide to the Committee and PwC. 

Questionnaire completed by:
•	 Committee members.
•	 Group Chief Executive.
•	 Chief Financial Officer.
•	 Director of Internal Audit and Assurance.
•	 Company Secretary.
•	 Company CFOs.
•	 Sector CFOs.
•	 Group Financial Controller.

Outcome:
•	 Following a review by the Committee of the 

output from the 2024 questionnaire and the AQR 
findings, the Committee confirmed that PwC is 
effective as external Auditor to the Company and 
recommend to the Board their reappointment as 
Auditor to be proposed at the 2024 AGM. 
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Risk management and internal controls
The Committee maintains oversight of the risk 
management and internal control framework and 
systems (including financial, operational and compliance 
controls) and monitors its effectiveness, reporting back 
to the Board, which has ultimate responsibility to the 
shareholders for the Group’s system of internal control 
and risk management. While not providing absolute 
assurance against material misstatements or loss, this 
system is designed to identify and manage those risks 
that could adversely impact the achievement of the 
Group’s objectives. The Group’s risk and control 
governance framework is detailed on page 106 and 
the risk management and internal control processes 
are detailed on pages 104 to 107.

Regular reporting to the Committee by the Director of 
Internal Audit & Assurance, as well as findings of internal 
audits by circulation between meetings, ensures that 
there is a good understanding of any non‑compliance 
that arises and the swift action being taken to close 
any gaps. The Committee receives regular reports from 
management throughout the year on the financial 
reporting control and risk management environment, 
as well as receiving presentations from Sector Chief 
Executives and Financial Officers, and heads of Tax, 
Treasury, Sustainability and Risk & Compliance on their 
control and assurance processes, which form the basis of 
the Committee’s annual review of the Group’s financial 
and accounting systems. The Group’s external Auditor, 
PwC, has audited the financial statements and has 
reviewed the financial control framework to the extent 
considered necessary to support the audit report. 

The Committee regularly reviews the ongoing process 
in place for identifying, evaluating and managing the 
emerging and principal risks faced by the Group, as 
detailed on pages 108 to 117, and for determining the 
nature and extent of the risks it is willing to take in 
achieving its strategic priorities. This risk framework is 
in accordance with the Guidance on Risk Management, 
Internal Control and Related Financial and 
Business Reporting.

In January 2024, the FRC published a revised UK Corporate 
Governance Code, following a consultation during 2023. 
During the consultation process, the Group’s risk and 
internal controls environment was further strengthened in 
preparation for the proposed UK Corporate Governance 
Code reforms. The Committee oversaw work undertaken 
by a steering committee, comprised of the Chief Financial 
Officer, Director of Internal Audit & Assurance, Director 
of Risk & Compliance, Group Financial Controller and 
the Company Secretary; the purpose of which was 
primarily to assess Halma’s risk and control framework. 
The Committee are well placed to report against the 
new internal control provision in the 2024 UK Corporate 
Governance Code, effective for Halma from 1 April 2026. 

The Committee is satisfied that the risk management and 
internal control framework remains robust and effective, 
while still allowing autonomous and agile decision‑making 
which is essential to Halma’s decentralised structure and 
an integral part of Halma’s growth strategy. No significant 
failings or weaknesses have been identified in the 
internal controls.

Whistleblowing
The Committee has responsibility for reviewing the 
adequacy and security of the Group’s arrangements 
for employees and contractors to raise concerns about 
possible improprieties in financial reporting, fraud or 
other financial or ethical misconduct.

Halma has appointed an external third‑party provider, 
NavexGlobal, to operate a confidential, multilingual, 
telephone and web reporting service, 24/7, through 
which concerns can be raised. Further details are set 
out in the non‑financial & sustainability information 
statement on page 100.

The Director of Risk & Compliance receives and reviews 
all reports to ensure that they are appropriately 
investigated and all allegations of fraud or financial 
misconduct are reported to the Committee. In line 
with many listed companies, most matters reported 
through the NavexGlobal service relate to personnel/HR 
matters and, while these are not areas for review by the 
Committee, such matters are duly investigated in the 
same manner and reported directly to the Board in its 
role of monitoring culture and workforce concerns.

Following a review during the year, the Committee 
is satisfied with the adequacy and security of the 
arrangements in place for concerns to be raised.

Climate‑related disclosures
The Committee has overall responsibility for approving 
the disclosures made under the climate‑related Listing 
Rule 9.8.6R(8). The Committee has continued to receive 
updates during the year on progress made against 
reporting on the climate‑related disclosures. These are 
consistent with the TCFD recommendations and the 11 
recommended disclosures under TCFD, as required by 
the Listing Rules.
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Internal Audit & Assurance
The Internal Audit & Assurance function comprises the 
Director of Internal Audit & Assurance and six audit 
managers – three based in the UK, two in the US and 
one in China, and a systems and data administrator. 
External co‑source is also utilised for certain specialist 
areas as required, such as cyber risk and sustainability. 
A risk based audit work plan is agreed by the Committee 
annually and seeks to provide assurance at principal risk 
level and also other areas such as companies’ compliance 
with the Halma control framework. Progress against the 
audit plan is reviewed at each Committee meeting, in 
order that any changes in priorities or resourcing can be 
discussed and agreed. Pulse checks are also undertaken 
to provide an additional assurance snapshot. These are 
shorter verbal assurance touchpoints that take place mid-
way between full audits. Pulse checks are also used for 
recent acquisitions and are performed six months after 
the date of the acquisition to check progress, followed by 
a full audit at 12 months. 

The Committee has oversight of the Internal Audit & 
Assurance budget and resources available and it has 
satisfied itself that the function has the appropriate 
level of resources and funds available to undertake its 
role. All Internal Audit reports are issued to management 
and the external Auditor.

Evaluation of the effectiveness and quality of the 
Internal Audit function
The effectiveness of the Internal Audit function is 
monitored throughout the year, including through:

•	 Progress against the Internal Audit plan – 
the Committee reviews and discusses progress 
made against an agreed Internal Audit action 
plan at each meeting.

•	 Internal Audit reports to the Committee – 
Internal Audit reports are presented at each 
Committee meeting for review and discussion.

•	 Annual review of the Internal Audit & Assurance 
charter – the Committee annually reviews and 
approves changes to the Internal Audit & 
Assurance charter.

•	 Annual internal effectiveness survey – a tailored 
online questionnaire is circulated and completed by 
Committee members and other senior management 
who are engaged in the audit process, the outcomes 
of which are reported to the Committee and the Board.

A summary of the process and key findings is set out below.

Internal audit evaluation process and outcome

Bespoke questionnaire covering: 
•	 The functions’ position and reporting lines. 
•	 Internal audit scope and its relevance to 

our business. 
•	 Audit approach. 
•	 Quality of the team. 
•	 Reliability and quality of reporting. 
•	 Use of technology and communication. 

Results:
•	 The responses from the questionnaire are 

collated centrally and a summary of the findings 
is provided to the Committee to consider the 
overall effectiveness of the function and any 
action required. 

Questionnaire completed by:
•	 Board members. 
•	 Executive Board members. 
•	 Sector CFOs. 
•	 Group Financial Controller. 
•	 Managing Director for Halma IT. 
•	 Divisional Chief Executives. 
•	 Company Secretary. 
•	 PwC Audit Partner. 

Outcome:
•	 Following a review by the Committee of the 

output of the 2024 questionnaires and direct 
feedback from the Chief Financial Officer and 
the Chair, the Committee concluded that the 
quality, experience and expertise of the 
Internal Audit function is effective. 
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Fair, balanced and understandable
To ensure that the report and accounts are fair, 
balanced and understandable, the Committee considers 
the output from a series of focused exercises that take 
place during the Annual Report and Accounts production 
process. These can be summarised as follows:

•	 A qualitative review, performed by the Group’s 
Finance and Secretarial functions, of disclosures and a 
review of internal consistency throughout the Annual 
Report and Accounts. This review assesses the Annual 
Report and Accounts against objective criteria drawn 
up for each component of the requirement (individual 
criteria that indicate “fairness”, “balance” and 
“understandability” as well as criteria that overlap 
two or more components). 

•	 A risk comparison review which assesses the consistency 
of the presentation of risks and significant judgements 
throughout the main areas of risk disclosure in the 
Annual Report and Accounts.

•	 A formal review of all Board and Committee meeting 
minutes by the Company Secretary to ensure that all 
significant issues are appropriately reflected and 
given due prominence in narrative reporting.

•	 Availability to the Committee of the key working 
papers and results for each of the significant issues 
and judgements considered by the Committee in 
the period.

The Directors’ statement on a fair, balanced and 
understandable Annual Report and Accounts is set out 
on page 182.

Carole Cran
Committee Chair

For and on behalf of the Committee 13 June 2024 
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Jo Harlow
Remuneration Committee Chair

Committee composition and attendance
Eligible Attended

Jo Harlow (Chair) 4 4

Carole Cran 4 4

Dame Louise Makin 4 4

Dharmash Mistry 4 4

Sharmila Nebhrajani OBE 4 4

Tony Rice1 2 2

Roy Twite1 4 4

Liam Condon1 3 3

Giles Kerr1 1 1

1	 Liam Condon and Giles Kerr joined the Committee on 25 September 2023 
and 1 February 2024 respectively. Tony Rice stepped down from the Board on 
31 December 2023 and Roy Twite stepped down on 7 June 2024.

The Committee comprises of the non‑executive 
Directors set out in the table above, with Jo Harlow as 
Chair. All members of the Committee are considered 
independent within the definition set out in the Code. 
No member of the Committee has any personal 
financial interest in Halma (other than as shareholders), 
conflicts of interests arising from cross directorships 
or day‑to‑day involvement in running the business. 

The Committee schedules four routine meetings a year 
but will meet more often, if required. This year, the 
Committee met formally four times. The attendance 
at each Committee meeting, for the year ended 
31 March 2024 is set out in the table above.

Only members of the Committee have the right 
to attend Committee meetings. The Group Chief 
Executive, the Chief Financial Officer, the Group 
Talent, Culture and Communications Director and 
Director of Total Rewards attend Committee meetings 
by invitation but are not present when their own 
remuneration is discussed. The Committee also 
takes independent professional advice as required.

Committee activities 2023/24
The Committee discharged its duties under its Terms 
of Reference for the year. The Committee’s main 
activities through the financial year are set out below:

•	 Reviewed the 2023 Directors’ Remuneration 
Report, including narrative on the Real Living Wage, 
Gender Pay Gap and the Chief Executive pay ratio.

•	 Approved the 2023 annual bonus payout and 
Executive Share Plan (ESP) vesting.

•	 Approved 1 June 2023 merit increases for the 
Executive Board.

•	 Progressed discussions on the 2024 Directors’ 
Remuneration Policy review, which included 
examining benchmarking, shareholder feedback 
and strategy considerations as part of the process.

•	 Approved the 2024 annual bonus and ESP targets.
•	 Discussed wider workforce remuneration, including 

a cost of living update and non‑executive Director 
engagement with employees.

•	 Received executive remuneration governance and 
market updates from our remuneration consultants, 
WTW.

•	 Reviewed the Committee’s Terms of Reference.
•	 Discussed the 2025 annual bonus targets.
•	 Reviewed a draft of the Committee Chair’s letter 

for the 2024 Directors’ Remuneration Report.
•	 Considered the output of the Committee 

effectiveness review.
•	 Discussed agenda items for the Committee 

meetings to be held through the 2025 financial year.
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On behalf of the Board, I am pleased to present our 
Directors’ Remuneration Report for the year ended 
31 March 2024. This statement sets out the work of 
the Committee during the year and provides context 
for the decisions taken.

The context of remuneration in 2024
Our performance 
I am also pleased to be presenting this report against a 
backdrop of strong financial results, as Halma reports 
its 21st consecutive year of profit growth, delivering 45 
consecutive years of dividend per share growth of 5% 
or more.

We continue to see a story of growth and success in a 
continually challenging macroenvironment. Over the 
last year, we delivered continued high returns and 
strong growth and the highlights are:

•	 Revenue and Adjusted1 profit both grew by 10%.
•	 Adjusted1 earnings per share increased by 8%.
•	 Return on Sales of 19.5% was within our KPI target 

range of 18‑22%.
•	 Return on Total Invested Capital (ROTIC) of 14.4% 

remained well above our Weighted Average Cost 
of Capital estimated at 9.7%.

•	 Our total shareholder return has continued to 
outperform the FTSE 100 index, with an investment 
of £100 in Halma shares on 31 March 2014 worth £459.3 
on 31 March 2024 compared to £176.9 for a similar 
investment in the FTSE 100 index.

Our people 
Halma’s employees remain instrumental to the Halma 
success story.

It is recognised that the cost‑of‑living crisis had an 
impact on our employees and as such I am pleased that 
in addition to introducing initiatives that support financial 
resilience, Halma has continued to meet its commitment 
to pay the Real Living Wage across its UK workforce with 
effect from 1 June 2024.

Halma also continues to invest in initiatives to support all 
aspects of wellbeing like the introduction of the wellbeing 
app to over 2,000 UK employees and our first Family Day 
in China. You can find more details on these on page 86 
in the Support our people section.

We continue to publish details of our mean (average) 
gender pay gap for the employees across our two largest 
regions (UK and the US), with a narrowing of the gap 
from 17.9% as at 31 March 2023 to 15.7% as at 31 March 
2024. Details of our progress in this area can be found on 
page 85 in the Support our people section.

When making decisions on executive remuneration, 
the Committee considers remuneration arrangements 
offered to the wider workforce. During the year, the 
Committee received updates on a range of employee 
benefits including the Defined Contribution pension 
arrangement available to UK employees.

The Board continues to pursue opportunities for 
non‑executive Directors to meet with employees under 
a programme of in‑person site visits to get a deeper 
understanding of Halma’s DNA. My non‑executive 
Director colleagues and I attended the Accelerate CEO 
leadership conference in October 2023, engaging directly 
with the leaders of Halma companies and more recently, 
I had the pleasure of visiting Halma companies in North 
America and in the UK, where I was able to speak with 
employees about a variety of topics, including executive 
remuneration at Halma and company culture. My colleagues 
on the Committee also visited Halma companies and 
were able to discuss employee engagement and received 
positive feedback on the range of benefits offered.

Remuneration outcomes for 2024
2024 was the third and final year of our current 
Remuneration Policy, which was approved by 
shareholders in 2021. In the light of the context of 
remuneration set out above, the Committee made 
the following decisions in respect of executive pay.

Bonus 
Bonuses for 2024 were based on three metrics below:

•	 Economic Value Added (EVA) – Performance against 
a weighted average target of EVA for the past three 
years, representing 90% of overall bonus opportunity.

•	 Diversity, Equity and Inclusion (DEI) – Gender balance 
on the boards of individual Halma companies, 
representing 5% of overall bonus opportunity.

•	 Climate Change – Cumulative improvement in 
energy productivity from a 2022 baseline (revenue / 
energy consumed), representing 5% of overall 
bonus opportunity.

The Committee considered the targets to be demanding, 
appropriate and material to stakeholder value creation. 

The formulaic outcomes across all three metrics are set 
out below, with one-third of the total payout deferred 
into shares which will become available after two years:

Metric
(Weighting)

EVA
(90%)

DEI
(5%)

Climate
Change

(5%) Total

Achievement as a % 
of maximum

100% 0% 100% 95%

1	 See Highlights on page 1 for details of adjustments made.
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Executive Share Plan (ESP)
For the 2021 ESP award, the two performance metrics, 
equally weighted and measured over a three‑year 
period are:

•	 Growth in Adjusted1 earnings per share (EPS). 
•	 Average Return on Total Invested Capital (ROTIC). 

The three‑year performance for average ROTIC (14.52%) 
and Adjusted1 EPS growth over the three‑year period 
(11.99%) have been strong and are reflected in 84.44% 
vesting as set out in the table below.

Metric  
(Weighting)

Adjusted 
EPS Growth 

(50%)
ROTIC 
(50%) Total

Vesting 49.94% 34.50% 84.44%

The Committee considers the targets for this award to be 
stretching.

The Committee reviewed the topic of windfall gains for 
the 2021 grant and it determined that there was no 
concern. It was therefore of the view that the formulaic 
vesting should proceed without any adjustments.

In line with the 2018 Corporate Governance Code (Code), 
the Committee reviewed the outcomes of the individual 
incentive plans (annual bonus and ESP) as well as the 
overall levels of remuneration to ensure that they 
remained consistent with the underlying performance 
of the business. The Committee is satisfied that the total 
remuneration received by executive Directors in respect 
of the year ended 31 March 2024 is a fair reflection of 
performance over the period and no use of discretion 
is warranted.

Salary 
The table below sets out the position for the executive 
Directors over the 2024 financial year.

Executive Director Base Salary

Group Chief Executive £900,000

Chief Financial Officer £600,000

Group Talent, Culture and Communications Director £473,800

Chair and non-executive Director fees
The Committee carried out a benchmarking review of 
the Chair’s fees and the Committee was unanimous in 
approving an increase of 3.5% and you will find details 
of this on page 172.

Following a benchmarking review, apart from the 
Senior Independent Director fee, the Board agreed to 
increase the base and the Committee Chair fees for the 
non‑executive Directors with effect from 1 January 2024. 
The increases were made to reflect the growing 
complexity of the business, along with the increased time 
commitments of the individuals. The Senior Independent 
Director fee was left unchanged as this still aligns with 
the benchmark, which is the median of the FTSE 100 
(excluding financial services). You will find more details 
on page 172. The next review will be carried in the autumn 
of 2024 and any change effective from 1 January 2025.

Remuneration Policy Review 
The 2021 changes made to variable pay quantum were 
significant but necessary to appropriately reset pay levels 
to remain competitive in the marketplace and attract, 
retain and motivate executives as a FTSE 100 company.

During the year, the Committee undertook a thorough 
and detailed review of our existing Policy to assess whether 
it remains appropriate and relevant in the context of our 
strategic plan and business goals set against a changing 
macroenvironment. After considering annual benchmarking 
data, shareholder feedback, and multiple strategic 
business and talent considerations, the Committee 
concluded that the Policy remains appropriate, so the 
overall structure will be unchanged from the 2021 Policy. 
In addition, the Committee continues to believe that 
the Policy remains in line with best practice and current 
governance and as such no changes will made in 
this area. 

Whilst we have regularly consulted with shareholders in 
the past, given the fact that no changes will be made 
to the Policy, the Committee agreed that this was not 
necessary this year.

Despite the fact that we are not making any change to 
the Policy, we are however cognisant of the developments 
in the wider UK executive remuneration landscape to 
address the needs of UK companies to compete for 
and attract talent on a global basis. Remuneration is an 
important tool to enable us to meet our talent objectives 
and as such, over the cycle of the Policy, we will continue 
to the monitor the position to ensure that Halma has the 
appropriate capabilities to fulfil its growth ambitions 
and can recruit talent on a global basis.

At our Annual General Meeting on 25 July 2024 we will 
be asking shareholders to pass resolutions to approve 
our Directors’ Remuneration Report and our Directors’ 
Remuneration Policy and further details of the Policy 
can be found on page 158.

Remuneration arrangements for 2025
Salary and pension arrangements
Positioning Halma executive Director remuneration at 
the median of the FTSE 100 (excluding financial services) 
ensures Halma maintains the level of pay that supports 
the current talent retention and succession needs as well 
as the Company’s growth ambitions. 

The Committee approved a base salary increase of 
4.5% for our Group Chief Executive. The Committee’s 
decision reflected the fact that Marc Ronchetti has had 
a strong performance in a challenging year. In addition, 
the Committee is cognisant of the fact that Marc’s base 
salary is behind the median of the FTSE 100 (excluding 
financial services) and as such, the Committee believes 
that Marc’s package is not excessive.

154    Halma plc |  Annual Report and Accounts 2024

REMUNERATION COMMITTEE REPORT continued



Base salary increases of 3% were approved for our Chief 
Financial Officer and our Group Talent, Culture and 
Communications Director, in line with the average 
increase awarded to the wider workforce.

Role Current position

Position with 
effect from  
1 June 2024

Group Chief Executive £900,000 £940,500

Chief Financial Officer £600,000 £618,000

Group Talent, Culture  
and Communications Director

£473,800 £488,020

Pension arrangements for Executive Directors will continue 
to remain aligned with the wider UK workforce maximum 
contribution rate of 10.5% of base salary.

Annual Bonus
Halma is focused on delivering sustainable growth and 
consistently high returns. As such, we will continue to use 
EVA as the performance metric for the annual bonus as it 
is aligned with our business model. This will represent 90% 
of the overall bonus opportunity.

Sustainability continues to be at the core of our growth 
strategy and for the 2025 financial year, we will continue 
to use Climate Change and DEI as non‑financial metrics, 
each representing 5% of the overall bonus opportunity.

•	 For Climate Change, Energy Productivity continues 
to be a metric that underpins the achievement of 
our Scope 1 & 2 science based and Net Zero targets 
and is aligned with our sustainability pillar to protect 
our environment. 

•	 We are proud of the results the focus on energy 
efficiency actions has produced across Halma’s 
companies. Given the progress already made, the 
diverse nature of the businesses and the diminishing 
materiality of future energy productivity improvements, 
we will review the appropriateness of the Energy 
Productivity metric for remuneration over the 2025 
financial year. The Committee will consider the 
materiality and measurability of potential alternatives 
as part of this review. 

•	 For DEI, aligned with our desire to support our people, 
we continue to believe in the strength of our 
over‑arching ambition to achieve 40‑60% gender 
representation on the boards of Halma companies. 
Although we have not met this target as at 31 March 
2024, we are proud of the progress to date and the 
culture shifts we have seen in our companies, where 
women are increasingly recruited and retained. Further 
details of our progress and ambitions in this area are 
set out on page 84 of the Support our people section. 

•	 We are confident that the gender diversity we have 
achieved on the Board and Executive Board will be 
realised on our company boards and as such we 
continue to include this target in remuneration for 2025. 

1	 See Highlights on page 1 for details of adjustments made.

ESP
The 2025 ESP awards will be granted as normal, using 
Adjusted1 EPS growth and ROTIC as the performance 
metrics based on stretching performance conditions. 
We will continue to review whether sustainability‑linked 
remuneration can be extended to the ESP over time.

Director changes and closing remarks
Liam Condon and Giles Kerr joined as non‑executive 
Directors in September 2023 and February 2024 
respectively. I would like to take this opportunity 
to welcome them to the Committee.

Tony Rice stepped down as non-executive Director in 
December 2023 and Roy Twite stepped down in June 
2024. They have provided invaluable support in my role 
as Remuneration Committee Chair and I wish them 
well for the future.

The Committee’s performance was assessed by an 
independent consultant, Independent Board Evaluation 
as part of the annual Committee evaluation and the 
findings were discussed with me. Overall, the Committee 
is viewed as effective and performing well and the 
Board takes assurance from the quality of the 
Committee’s work.

In closing, I would like to thank the Committee for its 
work and support during the year. I hope that you will 
vote in favour of the proposed Directors’ Remuneration 
Policy and the Directors’ Remuneration Report at the 
Annual General Meeting on 25 July 2024. 

Jo Harlow
Committee Chair
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We have a strong pay for performance culture 
that is aligned to our business model, focused 
on sustaining our companies’ growth and returns 
over the longer term, while delivering strong 
performance in the shorter term.

The components of our Executive Remuneration

Our performance metrics

Short‑term incentive

Economic 
Value Added 

(EVA)

•	 The use of EVA (profit less a charge for 
capital employed) reinforces the Group’s 
business objective to double our earnings 
every five years through a mix of organic 
growth and acquisitions. Performance is 
measured against a weighted average 
target of EVA for the past three years.

Diversity, 
Equity 

and Inclusion

•	 Our focus on DEI is the right thing to do 
and a critical driver of growth. Following 
our success in increasing gender diversity 
at the Halma and Executive Boards, our 
current focus is on increasing gender 
diversity on our company boards.

Climate 
Change

•	 Action on climate change is an important 
part of us delivering on our purpose to 
grow a safer, cleaner, healthier future for 
everyone, every day. Reducing our own 
emissions is a key priority for us with 
cumulative improvement in energy 
productivity as our current target.

Maximum opportunity:  
200% of Salary (Group Chief Executive) 
180% of Salary (Chief Financial Officer) 

180% of Salary (GTCC Director)

Long‑term incentive

Adjusted 
EPS Growth

•	 EPS growth provides a disciplined focus on 
increasing profitability and thereby 
provides close shareholder alignment 
through incentivising shareholder value 
creation.

ROTIC

•	 ROTIC reinforces the focus on capital 
efficiency and delivery of strong returns, 
thereby further strengthening the 
alignment of remuneration with the 
Group strategy.

Maximum award:  
300% of Salary (Group Chief Executive) 
250% of Salary (Chief Financial Officer)  

200% of Salary (GTCC Director)

Salary, benefits & pension 
A fair, fixed remuneration 
reflecting the size of the 
executive’s responsibilities 
which attracts and retains 
high calibre talent necessary 
for the delivery of the 
Group’s strategy.

Annual Bonus 
To incentivise and focus 
management on the 
achievement of objective 
annual targets, which are 
set to support the short to 
medium‑term strategy of 
the Group.

Executive Share Plan 
To incentivise executives to 
achieve superior returns to 
shareholders over a three‑year 
period rewarding them for 
sustained performance 
against challenging 
long‑term targets.

Fixed Pay Short‑term 
incentive

Long‑term 
incentive Total Pay
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How actual performance compared to targets

Short‑term incentive – Annual Bonus

Metric Weighting Threshold Maximum
Outcome achieved

(% of maximum)

Economic Value Added 90% £346.0m £399.0m

Actual: £401.9m

100%

DEI 5% 40% –

Actual: 31%

0%

Climate Change 5% 10% 12%

Actual: 19%

100%

Overall annual bonus outcome (% of max) 95%

Long‑term incentive – Executive Share Plan

Metric Weighting Threshold Maximum
2024 Achievement 

(Vesting %)

Adjusted EPS growth over 
a three‑year period

50% 5% 12%

Actual: 11.99%

49.9%

Three‑year average ROTIC 50% 11% 17%

Actual: 14.52%

34.5%

Vesting percentage (2021 Award) 84.4%1

1	 Rounded to one decimal place

Executive Directors’ earnings in 2024

The following chart sets out the aggregate emoluments earned by the executive Directors in the year ended 31 March 
2024.

Element Marc Ronchetti Steve Gunning Jennifer Ward Andrew Williams

Fixed Pay 1,024 690 539 256

Salary 900 600 470 225

Benefits 29 27 20 7

Pension supplement 95 63 49 24

Short‑term incentive

Annual Bonus 1,710 1,026 810 0

Long‑term incentive

Executive Share Plan and Share Incentive Plan 871 4 559 1,080

Total Pay 3,605 1,720 1,908 1,336
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This section of the Report sets out our Remuneration Policy (the “Policy”) in detail. This policy is subject to a binding 
shareholder vote at the Annual General Meeting on 25 July 2024 and, if approved, the Committee intends that it 
will operate for three years from this date. 

The current Remuneration Policy (“the 2021 Policy”) for executive Directors applied from the date of the 2021 
Annual General Meeting and continues to apply until it is re‑approved at the 2024 Annual General Meeting. 

The Remuneration Committee discussed the details of the Policy over a series of meetings, to assess whether the 
2021 Policy remains appropriate and relevant in the context of our strategic plan and business goals set against a 
changing macroenvironment. With support from internal experts and external advisers, the Committee concluded 
that the Policy remains appropriate, so the overall structure remains unchanged from the 2021 Policy. In addition, 
the Committee continues to believe that the Policy remains in line with best practice and current governance and 
as such no changes will made in this area.

As part of the review, minor narrative changes have been made.

Whilst we have regularly consulted with shareholders in the past, given the fact that no changes will be made to the 
2021 Policy, the Committee agreed that this was not necessary this year.

Principles underpinning our Policy
The Committee determined that the principles which underpin our current Policy would remain unchanged as they 
reflect our culture of strong governance and clear purpose. 

These principles are:

•	 A strong pay for performance culture, focusing on the long‑term success of the organisation and the alignment 
to business strategy.

•	 A balance of focus on growth and returns ensuring the creation of shareholder value.
•	 A dedication to attracting, retaining and motivating the right quality of talent, acknowledging Halma’s DNA.
•	 A focus on being a good corporate citizen in line with our culture, the 2018 Corporate Governance Code and market 

best practice.

How the Policy addresses the factors set out in provision 40 of the 2018 UK Corporate Governance Code
The table below shows how the Policy addresses each of the factors set out in provision 40 of the 2018 UK Corporate 
Governance Code.

Clarity We ensure pay for performance and our policy is designed to be logical and transparent. We believe this is clearly 
communicated to and understood by our stakeholders and participants.

Simplicity Remuneration for executive Directors is comprised of distinct elements: fixed pay, annual bonus award and the 
long‑term incentive award.

Risk A number of features within the Remuneration Policy exist to manage different kinds of risks; these include:

•	 Malus and clawback provisions operating across all incentive plans.
•	 A post‑cessation shareholding requirement.
•	 Deferral of remuneration and holding periods.
•	 Remuneration Committee discretion to override formulaic outturns to ensure incentive payouts reflect underlying 

business performance and shareholder experience.
•	 Limits on awards specified within the policy and plan rules.

Predictability Target ranges and potential maximum payments under each element of remuneration are disclosed.

The Committee regularly reviews the performance of the inflight awards, so it understands the likely outcomes.

Proportionality The Committee believes that poor performance should not be rewarded. Therefore, a significant portion of 
remuneration is performance based and requires achievement against challenging performance targets.

Alignment 
to Culture

Our business is performance orientated and our remuneration structure is appropriately aligned to our culture, 
with performance measures for variable awards being aligned to the Company’s wider strategy.
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The Remuneration Policy table
The table below summarises the key components of the Policy:

Fixed Pay: Salary

Purpose and link 
to strategy

A fair, fixed remuneration reflecting the size and scope of the executive’s responsibilities which 
attracts and retains high calibre talent necessary for the delivery of the Group’s strategy.

Operation Reviewed annually or following a material change in responsibilities. Salary is benchmarked to market 
median levels periodically against appropriate comparators of a similar size and operating in a similar 
sector and is linked to individual performance and contribution.

Salary is the only element of remuneration that is pensionable.

Maximum opportunity Base salary increases will be applied in line with the outcome of annual reviews (normally with effect from 
1 June). Salaries for the financial year under review (and the following year) are disclosed in the Annual 
Remuneration Report. Salary increases for executive Directors will not normally exceed the average of 
the wider employee population other than in exceptional circumstances. Where increases are awarded in 
excess of the wider employee population, for example where there is a material change in the responsibility, 
size or complexity of the role, the Committee will provide the rationale in the relevant year’s Annual 
Remuneration Report.

Performance metrics Not Applicable.

Fixed Pay: Benefits

Purpose and link 
to strategy

To provide benefits that are competitive within the relevant market.

Operation Benefits are appropriate to the location of the Director and typically comprise (but are not limited to) a 
car allowance, life insurance, permanent disability insurance, private medical insurance, relocation and tax 
advice for international assignments.

Maximum opportunity Benefits may vary by role, and the level is determined to be appropriate for the role and circumstances of 
each individual Director. The maximum value will equate to the reasonable market cost of such benefits.

The Committee retains the discretion to approve a higher cost of benefits in exceptional circumstances 
(eg relocation expenses or an expatriation allowance on recruitment, etc) or in circumstances where 
factors outside the Company’s control have changed materially (eg market increases in insurance costs).

The rationale behind the exercise of such discretion will be provided in the relevant year’s Annual 
Remuneration Report.

Performance metrics Not Applicable.

Fixed Pay: Pension

Purpose and link 
to strategy

To provide competitive post‑retirement benefits, or the cash allowance equivalent, to provide the 
opportunity for executives to save for their retirement.

Operation Executive Directors participate in a Group Defined Contribution pension plan.

Cash supplements in lieu of Company pension contributions may be made to some individuals at a 
level dependent upon seniority and length of service. Cash supplements may be reduced to reflect the 
additional employer social costs thereon. To the extent the pension contributions exceed the local tax 
allowance, the contributions may be paid to the executive, subject to taxes and social charges.

Some executives were deferred members of the Group Defined Benefit pension plan, which closed to 
future accrual in December 2014.

Maximum opportunity Defined Contribution: maximum contribution of 10.5%.

Cash supplement: Halma contributes up to 10.5% of salary. Defined Contribution members whose 
contributions exceed the local tax allowance are paid the excess contributions, on pensionable salary, 
as a cash supplement, net of employer social costs.

Defined benefit: now closed to future accrual, but provides a maximum pension equivalent to two-thirds 
of final pensionable salary, up to a CPI‑indexed cap: £174,586 for 2023 and £192,219 for 2024.

Performance metrics Not Applicable.
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Annual Bonus

Purpose and link 
to strategy

To incentivise and focus management on the achievement of objective annual targets which are 
set to support the short to medium‑term strategy of the Group.

Operation The structure of the Annual Bonus is reviewed at the start of the year to ensure that the performance 
measures and their weightings remain appropriately aligned with the Group’s strategy and are 
sufficiently challenging.

Performance targets are calibrated and set at the start of the year, with reference to a range of relevant 
reference points including the annual budget agreed by the Board. At the end of the year, the Committee 
determines the extent to which these targets have been achieved.

Payment of one-third of any bonus is in the form of an award of shares that is deferred for two years.

Dividend equivalents accrue over the vesting period. Dividend equivalents are paid in cash or shares at 
the end of the vesting period.

Deferral into shares provides a link to the long‑term strategy of the Group. A recovery and withholding 
provision enables the Company to recoup overpayments either through withholding future remuneration 
or requiring the executive to repay the requisite amount in the event of misstatement, error or misconduct; 
serious reputational damage to the business by the individual; and/or a breach of the company code 
of conduct.

Maximum opportunity Maximum opportunity: 200% of salary for Group Chief Executive, 180% for other executive Directors. 
Bonus payable at threshold: 0% of salary.

The Committee can exercise discretion to override the formulaic bonus outcome within the limits of the 
scheme where it believes the outcome is not truly reflective of performance and to ensure fairness to both 
shareholders and participants.

Performance metrics The bonus is based on the achievement of financial performance targets, including Economic Value Added 
(EVA). Other financial measures may supplement EVA at the discretion of the Committee.

Such financial measures must comprise at least 80% of the overall bonus opportunity.

The balance of up to 20% may be utilised, at the Committee’s discretion, to support non‑financial, 
but measurable, strategic growth priorities.

Long-term Incentive: Executive Share Plan (ESP)

Purpose and link 
to strategy

To incentivise executives to achieve superior returns to shareholders over a three‑year period 
rewarding them for sustained performance against challenging longer term targets; to retain 
key individuals and align interests with shareholders, reflecting the sustainability of the business 
model over the longer term and the creation of shareholder value.

Operation Executive Directors are granted annual awards over Halma plc shares or a cash equivalent where 
required as determined by the Committee; awards vest after a period of at least three years based 
on Group performance.

Dividend equivalents accrue over the vesting period. Dividend equivalents are paid in cash or shares at 
the end of the vesting period, and only on those shares which vest.

A recovery and withholding provision enables the Company to recoup overpayments either through 
withholding future remuneration or requiring the executive to repay the requisite amount in the event of 
misstatement, error or misconduct; serious reputational damage to the business by the individual; and/or 
a breach of the company code of conduct.

A mandatory two‑year holding period applies. 

Maximum opportunity Maximum opportunity: Up to 300% of salary for Group Chief Executive, 250% of salary for Chief Financial 
Officer and 200% of salary for other executive Directors.

The Committee can exercise discretion to override the formulaic ESP outcome within the limits of the 
scheme where it believes the outcome is not truly reflective of performance and to ensure fairness to both 
shareholders and participants and will ensure formulaic outturns do not result in windfall gains.

Threshold performance will result in the vesting of 25% of the maximum award.

Performance metrics Vesting of performance share awards is subject to continued employment and the Company’s 
performance over a three‑year performance period.

Financial measures must comprise at least 80% of the overall ESP opportunity.

The balance of up to 20% may be utilised, at the Committee’s discretion, to support non‑financial, 
but measurable, strategic growth priorities.
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Share Incentive Plan (SIP)

Purpose and link 
to strategy

To encourage share ownership across all UK based employees using HMRC‑approved schemes.

Operation The SIP is an HMRC‑approved arrangement. It entitles all eligible UK based employees to receive Halma 
shares in a potentially tax advantageous manner.

Maximum opportunity Participation limits are in line with those set by HMRC from time to time.

Performance metrics Not applicable.

Share Ownership Guideline

Purpose and link 
to strategy

Align executive Directors’ interests with those of long‑term interests of shareholders.

Operation Executive Directors are expected to build a holding in the Company’s shares to a minimum value equivalent 
to their ESP award maximum opportunity: 300% for Group Chief Executive, 250% for Chief Financial Officer 
and 200% for other executive Directors.

In addition, executive Directors are required to hold shares after cessation of employment. The requirement 
is to hold shares to the value of the share ownership guidelines or actual shareholding (if lower) for a period 
of two years post cessation of employment.

Progress towards the share ownership guideline is monitored on an annual basis.

Maximum opportunity No maximum holding but requirement to build to minimum value.

Performance metrics Not applicable.

Notes to the Policy table
Differences in remuneration for employees
The Remuneration Policy for the executive Directors is more heavily weighted towards variable and share‑based 
pay than for other employees, to make a greater part of their pay conditional on the successful delivery of business 
strategy. This aims to create a clear link between the value created for shareholders and the remuneration received 
by the executive Directors.

Due to annual allowance restrictions, our current executive Directors receive cash supplements as opposed to being in 
the pension arrangement offered to eligible UK employees. They receive a cash supplement of 10.5% of salary, which is 
the maximum company contribution rate available to UK employees. All UK‑based employees have the opportunity to 
participate in the Share Incentive Plan.

Payments from existing awards
The Committee will honour any commitment entered into, and executive Directors will be eligible to receive payment 
from any award made, prior to the approval and implementation of the Policy. Details of these awards are disclosed 
in the Annual Remuneration Report.

Selection of performance measures
The performance measures used in Halma’s executive incentives have been selected to ensure incentives are 
challenging and support the Group’s strategy and align executive interests closely with those of our shareholders.

In the annual bonus, the use of EVA, in summary, profit less a charge for capital employed (definition is provided on 
page 168) supports the Group’s business objective to double earnings every five years through a mix of acquisitions 
and organic growth. Profit is a function of the extent to which the Company has achieved both its organic and 
inorganic (through strong acquisitions) growth targets in current and past years. Ensuring that the cost of funding 
acquisitions is reflected in the bonus model means that executives share the benefit of an acquisition that outperforms 
expectations, but equally bear the cost of overpaying for an acquisition. Good or poor management of working 
capital is also reflected in the calculation of EVA.

Positive impact is at the heart of our business model and this is why we have included Diversity, Equity and Inclusion 
and Climate Change as non‑financial metrics in our annual bonus. Following our success in increasing gender diversity 
at the Halma and Executive Boards, our current focus is on increasing gender diversity on our company boards.

Action on Climate Change is an important part of us delivering on our purpose to grow a safer, cleaner, healthier 
future for everyone, every day and reducing our own emissions is a key priority for us, with cumulative improvement 
in energy productivity as our target.
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In the ESP, EPS provides a disciplined focus on increasing profitability and thereby provides close shareholder alignment 
through incentivising shareholder value creation, and ROTIC reinforces the focus on capital efficiency and delivery of 
strong returns, thereby further strengthening the alignment of remuneration with the Group’s strategy.

Performance targets are set to be stretching yet achievable, considering the Company’s strategic priorities and the 
economic environment in which it operates. Targets are calibrated considering a range of reference points but are 
based primarily on the Group’s strategic plan.

Malus and Clawback
The Committee believes that it is appropriate for all variable pay awards to be subject to provisions that allow it to 
recover any value delivered (or which would otherwise be delivered) in connection with any variable award including 
annual incentive and ESP awards in exceptional circumstances, and where it believes that the value of those variable 
pay awards is no longer appropriate.

Malus provisions apply before payment and clawback provisions are in place following payment of the annual bonus 
(or vesting of any element of annual bonus deferred into an award over shares) or vesting of any ESP award.

The malus and clawback provisions can be used in certain scenarios. Such scenarios include but are not limited to:

•	 Material misstatement of the Company’s financial accounts.
•	 A material failure of risk management by the Company or any Group company.
•	 An error in calculation of any awards based on false or misleading information.
•	 Gross misconduct by the relevant participant.
•	 Any action or omission on the part of a participant resulting in serious reputational damage to the Company, 

any member of the Group; a serious breach or non‑observance of any code of conduct, policy or procedure 
operated by the Group.

Illustrations of the application of the Policy
The following charts provide an estimate of the potential future rewards for executive Directors, and the potential 
split between different elements of pay, under three different performance scenarios: “Fixed”, “On‑target” and 
“Maximum”.

Potential reward opportunities are based on the Policy, applied to salaries as at 1 June 2024. The projected values 
exclude the impact of any share price movements and dividend equivalents.

The “Fixed” scenario shows base salary, pension and benefits only.

The “On‑target” scenario shows fixed remuneration as above, plus a target level of 50% of the maximum under 
the annual bonus and vesting of 50% of a single year’s award under the ESP.

The “Maximum” scenario reflects fixed remuneration, plus maximum level of annual bonus and ESP awards.

Marc Ronchetti, Group Chief Executive
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Jennifer Ward, Group Talent, Culture and Communications Director 
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Impact of share price
Long‑term incentive awards in the ESP are granted in shares and as such the value can vary significantly depending 
on share price movement over the vesting and holding period. The table below shows how the maximum values 
above would change as a result of a 50% change in the share price over the vesting and holding period:

Executive Director
50% increase 
in share price

Marc Ronchetti 7,181

Steve Gunning 4,139

Jennifer Ward 2,902

External appointments
In the case of appointing a new executive Director, the Committee may make use of any of the existing elements of 
remuneration, as follows:

Component Approach

Salary The base salaries of new appointees will be determined by reference to relevant market data, experience 
and skills of the individual, internal relativities and the current salary of any incumbent in the same role.

Where a new appointee has an initial base salary set below market, the Committee may make phased 
increases over a period of several years to achieve the desired position, subject to the individual’s 
development and performance in the role.

Benefits New appointees will be eligible to receive benefits in line with the current Policy, as well as expatriation 
allowances and any necessary expenses relating to an executive’s relocation on appointment.

Pension New appointees will be eligible to participate in the Company’s defined contribution arrangements, 
receive a cash supplement or local equivalent.

Annual bonus The scheme as described in the Policy table will apply to new appointees with the relevant maximum 
being pro‑rated to reflect the proportion of the year employed.

ESP New appointees will be granted performance awards under the ESP on the same terms as other 
executives, as described in the Policy table.

SIP New appointees in the UK will be eligible to participate on identical terms to other employees.

In addition to the elements of remuneration set out in the Policy table, in exceptional circumstances the Committee 
may consider it appropriate to grant an incentive award under a different structure in order to facilitate the recruitment 
of an individual or to replace incentive arrangements forfeited on leaving a previous employer. In making such awards, 
the Committee will look to replicate the arrangements being forfeited as closely as possible and in doing so consider 
relevant factors including any performance conditions attached to these awards, the payment mechanism, expected 
value and the remaining vesting period of these awards.

Internal appointments
Remuneration for new executive Directors appointed by way of internal promotion will similarly be determined in 
line with the policy for external appointments, as detailed above. Where an individual has contractual commitments 
made prior to their promotion to the Board, the Company will continue to honour those commitments. Incentive 
opportunities for employees below Board level are generally no higher than for Executive Directors, and incentive 
measures vary to ensure they are appropriate.

Executive Director service contracts and exit payment policies
It is the Company’s policy that executive Directors should have contracts with an indefinite term providing 
for a maximum of one year’s notice. The details of the Directors’ contracts are summarised in the table below. 
Contracts are available for inspection at the AGM and throughout the year at the Company’s registered office.

Executive Director Date of service contract Notice period

Marc Ronchetti July 2018 One year

Steve Gunning January 2023 One year

Jennifer Ward January 2014 One year

The Company’s policy is to limit payments on cessation to pre‑established contractual arrangements. In the event 
that the employment of an executive Director is terminated, any amount payable will be determined in accordance 
with the terms of the service contract between the Company and the employee, as well as the rules of any incentive 
plans. No predetermined amount is provided for in the Directors’ contracts. The UK executive Director contracts 
enable the Company to pay up to one year’s salary in lieu of notice, with no contractual entitlement to any other 
benefits, and, under the rules, the Remuneration Committee may determine the individual’s leaving status for 
share plan vesting purposes.
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When considering termination payments under incentive schemes, the Committee reviews all potential incentive 
outcomes to ensure they are fair to both shareholders and participants. The table below summarises how the awards 
under the annual bonus and share plans are treated in specific circumstances under the rules of the relevant plan 
and the extent to which the Committee has discretion:

Reason for leaving Timing of payment/vesting Calculation of payment/vesting

Annual bonus Death, injury or disability, 
redundancy, retirement, or any 
other reasons the Committee 
may determine

After the end of the financial year, 
although the Committee has	
discretion to accelerate (eg in	
relation to death)

Performance against targets will 
be assessed at the end of the 
year in the normal way and any 
resulting bonus normally will be 
pro‑rated for time served during 
the year

All other reasons No bonus is payable –

Deferred bonus Death, injury or disability, 
redundancy, retirement, or any 
other reasons the Committee 
may determine

On the second anniversary of the 
Award

Awards vest in full

All other reasons On the second anniversary of the 
award (unless the Remuneration 
Committee determines 
otherwise)

Awards vest in full

Share Plans Injury or disability, redundancy, 
or any other reason the 
Committee may, at its 
discretion, determine

On the third anniversary of the 
award

Awards will normally be pro‑rated 
for time to the date of cessation 
of employment and performance 
metrics assessed as at the third 
anniversary

Death Immediately (unless otherwise 
determined by the Committee at 
its discretion)

Any outstanding awards normally 
will be pro‑rated for time and 
performance up to the point of 
death

All other reasons Awards lapse –

External directorships
The Committee acknowledges that executive Directors may be invited to become independent non‑executive 
Directors of other listed companies which have no business relationship with the Company and that these roles 
can broaden their experience and knowledge to Halma’s benefit.

Executive Directors are permitted to accept one such appointment with the prior approval of the Chair. Approval will 
only be given where the appointment does not present a conflict of interest with the Group’s activities and the wider 
exposure gained will be beneficial to the development of the individual. Where fees are payable in respect of such 
appointments, these are retained by the executive Director.

Jennifer Ward became a non-executive Director of Diploma plc in June 2023. Fees paid to her during the year to 
31 March 2024 were £49,800.

Chair and non‑executive Directors’ Remuneration Policy
Chair and non‑executive Director fees

Purpose and link 
to strategy

To attract and retain individuals with the requisite skills, experience and knowledge to contribute to 
the Board.

Operation Non‑executive Director fees are determined by the Board and may comprise a base fee, committee chair 
fee and Senior Independent Director fee. The Chair’s fee is determined by the Committee.

Travel and other expenses incurred in the performance of non‑executive duties for the Company may be 
reimbursed or paid for directly by the Company, as appropriate, including any tax due on the benefits.

Maximum opportunity Fees are normally reviewed annually. Increases are typically effective from 1 January.

The fee paid to the Chair is determined by the Committee and fees to non‑executive Directors are 
determined by the Board. The fees are calculated by reference to market levels and take account of the 
time commitment and the responsibilities of the non‑executive Directors.

These fees are the sole element of non‑executive remuneration and they are not eligible for participation in 
Group incentive awards, nor do they receive any retirement benefits.

Performance metrics Not applicable.
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Non‑executive Directors’ letters of appointment
Unless otherwise indicated, all non‑executive Directors have a specific three‑year term of engagement, subject to 
annual re‑election at the Annual General Meeting, which may be renewed for up to two further three‑year terms if 
both the Director and the Board agree. The remuneration of the Chair and the non‑executive Directors is determined 
by the Committee and the Board respectively, in accordance with the Remuneration Policy approved by shareholders.

The contract in respect of the Chair’s services provides for termination, by either party, by giving not less than six 
months’ notice.

The non‑executive Directors have contracts in respect of their services, which can be terminated without compensation, 
by either party, by giving not less than three months’ notice. Contracts are available for inspection at the Annual 
General Meeting and throughout the year at the Company’s registered office. Summary details of terms and notice 
periods for non‑executive Directors are included below.

Non‑executive Director Date of appointment End of next term Notice period

Dame Louise Makin February 2021 February 2027 Six months

Roy Twite July 2014 June 2024 Three months

Carole Cran January 2016 January 2025 Three months

Jo Harlow October 2016 October 2025 Three months

Dharmash Mistry April 2021 April 2027 Three months

Sharmila Nebhrajani OBE December 2021 December 2024 Three months

Liam Condon September 2023 September 2026 Three months

Giles Kerr February 2024 February 2027 Three months

Non‑executive Director recruitment
In recruiting a new Chair or non‑executive Director, the Committee will use the policy as set out above.
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The Annual Remuneration Report sets out details of how the Policy was implemented in the year to 31 March 2024 
and the proposed implementation for the next financial year.

External advisers
In June 2020, after a thorough and competitive tender process, WTW was appointed by the Committee as the 
independent remuneration adviser and continued in this capacity through the year.

WTW is a member of the Remuneration Consultants’ Group and voluntarily operates under the Remuneration 
Consultants’ Group Code of Conduct in relation to executive remuneration consulting in the UK. This is based 
upon principles of transparency, integrity, objectivity, competence, due care and confidentiality by executive 
remuneration consultants. WTW has confirmed that it has adhered to that Code of Conduct throughout the 
year for all remuneration services provided to the Company. Therefore, the Committee is satisfied that the advice 
from WTW is independent and objective. The Remuneration Consultants’ Group Code of Conduct is available at 
remunerationconsultantsgroup.com.

WTW’s fee for the year with respect to executive remuneration matters was £58,785 (2023: £97,300) based on an 
agreed fee. WTW also provided services to the Company globally which comprise remuneration benchmarking and 
other consultancy advice.

Compliance statement
This Report has been prepared in accordance with the requirements of the Companies Act 2006 and the Large and 
Medium‑Sized Companies and Groups (Accounts and Reports) Regulations 2008 and subsequent amendments.

The Report also meets the relevant requirements of the Listing Rules of the Financial Conduct Authority and describes 
how the Board has applied the Principles relating to Directors’ remuneration in the UK Corporate Governance Code. 
The Policy will be subject to a binding vote and the Directors’ Remuneration Report will be subject to an advisory vote 
by shareholders at the 2024 Annual General Meeting.

Shareholder vote at 2021 and 2023 Annual General Meetings
The following table shows the results of the binding vote on the 2021 Policy at the Annual General Meeting held on 
22 July 2021 and the advisory vote on the Directors’ Remuneration Report held on 20 July 2023.

For Against Total Withheld

Remuneration Policy (2021)

Total number of votes 176,723,996 116,952,309 293,676,305 7,547,634

% of votes cast 60.18% 39.82% 100%

Directors’ Remuneration Report (2023)

Total number of votes 292,741,842 10,422,169 303,164,011 349,625

% of votes cast 96.56% 3.44% 100%

The details of the extensive shareholder engagement carried out in response to the shareholder votes to approve the 
2021 Directors’ Remuneration Policy and the 2022 Directors’ Remuneration Report can be found in our 2023 Directors’ 
Remuneration Report.

166    Halma plc |  Annual Report and Accounts 2024

ANNUAL REMUNERATION REPORT



Remuneration for 2024
Single figure of total remuneration for executive Directors (audited)
The table below sets out the single figure of total remuneration received by executive Directors for the years to 
31 March 2023 and 31 March 2024.

Marc Ronchetti1 
£000

Steve Gunning1 
£000

Jennifer Ward 
£000

Andrew Williams 
£000

2024 2023 2024 2023 2024 2023 2024 2023

Salary 900 666 600 128 470 449 225 879

Benefits2 29 21 27 6 20 24 7 28

Pension3 95 109 63 13 49 75 24 194

Total Fixed Pay 1,024 796 690 147 539 548 256 1,101

Annual Bonus4 1,710 845 1,026 188 810 577 0 1,254

Executive Share Plan – Awards5 867 728 0 0 555 498 1,080 1,282

Share Incentive Plan6 4 4 4 0 4 4 0 4

Total Variable Pay 2,581 1,577 1,030 188 1,369 1,079 1,080 2,540

Total Pay 3,605 2,373 1,720 335 1,908 1,627 1,336 3,641

Notes to the table:
1	 Marc Ronchetti became Chief Executive Designate on 16 June 2022 and Group Chief Executive on 1 April 2023. Steve Gunning joined Halma as Chief Financial Officer 

on 16 January 2023.
2	 Benefits: mainly comprises car allowance and private medical insurance.
3	 Pension: value based on the Company’s cash supplement in lieu of pension during the year.
4	 Annual bonus: payment for performance during the year; two-thirds is payable in cash and one-third is deferred into shares which vest two years from award without 

any performance conditions. Table shows total bonus including amounts to be deferred.
5	 ESP: Figures relate to awards vesting based on performance to the years ended 31 March 2024 and 2023. For the awards vesting for the year ended 31 March 2024 

(the June and July 2021 awards), as the share prices on the dates of vesting are currently unknown, the value shown is estimated using the average share price over 
the three months to 31 March 2024 of 2,234p. For the award vesting for the year ended 31 March 2023, these figures have been updated from last year’s report 
to reflect the actual share price on the vesting date of 2,278p. Dividend equivalents in 2024 and 2023 respectively were: Marc Ronchetti – £22,392 and £20,707, 
Jennifer Ward – £14,320 and £14,167, Andrew Williams – £27,902 and £37,349 and are included in the figures above. Andrew Williams’ awards have been time-
prorated to 30 June 2023, his Retirement Date.

6	 SIP is based on the face value of shares at grant.

Payments for loss of office (audited)
No payments were made in the year.

Remuneration arrangements for Andrew Williams (audited)
Andrew Williams retired and stepped down from the Board on 30 June 2023 (“Retirement Date”). On this basis and in 
accordance with his service agreement, Andrew Williams continued to be paid in line with the Remuneration Policy 
until his retirement and details are:

•	 He continued to be paid a salary of £900,000 until Retirement Date.
•	 He received a bonus paid in June 2023, in respect of the 2023 financial year, with one-third granted as a deferred 

bonus award to vest in June 2025, with no attaching further performance conditions.
•	 He will not be paid a bonus for the 2024 financial year. 
•	 He did not receive an ESP award in June 2023. 
•	 He was treated as a good leaver as he retired and hence his outstanding ESP awards that were unvested in June 2023 

were time pro-rated to Retirement Date and vest, subject to performance, at their normal vesting date.
•	 He had automatic good leaver reason under the Share Incentive Plan (SIP) rules and as such all SIP shares held in 

trust were transferred at retirement, free of tax and national insurance.
•	 He continued to receive benefits through to the Retirement Date.
•	 He did not receive any payment for unused and accrued holiday days as at Retirement Date.
•	 He remains subject to the post cessation shareholding requirements.

Payments to past Directors (audited)
Adam Meyers
On his retirement from the Board in July 2021, Adam Meyers retained the following interests under the ESP, which 
vested during the year:

•	 2,545 deferred bonus awards granted in 2022 will vest on 27 June 2024.
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Incentive outcomes for 2024 (audited)
Annual bonus in respect of 2024
In 2024, the maximum bonus opportunity for the Group Chief Executive was 200% and 180% of salary for the 
Chief Financial Officer and the Group Talent, Culture and Communications Director.

Annual bonus for all executive Directors was linked to performance based on the three metrics below:

•	 Economic Value Added (EVA) – Performance against a weighted average target of EVA for the past three years, 
representing 90% of overall bonus opportunity.

•	 Diversity, Equity and Inclusion (DEI) – Gender balance on the boards of Halma companies, representing 5% of 
overall bonus opportunity.

•	 Climate Change – Cumulative improvement in energy productivity (revenue / energy consumed) from a 2022 
financial year baseline, representing 5% of overall bonus opportunity.

The Committee felt that the targets were demanding, appropriate and material to stakeholder value.

Operating company directors, sector leaders and central senior management participate in bonus arrangements 
similar to those established for senior executives. 

EVA calculation:
Bonuses for the executive Directors are calculated based on Group profit exceeding a target calculated from the 
profits for the three preceding financial years after charging a cost of capital, including on the cost of acquisitions. 
As the EVA for each year is utilised for a further three years in the comparator calculations, executives must consider 
the medium‑term interests of the Group otherwise there is the potential for an adverse impact on their capacity to 
earn a bonus.

Profit 
excluding 

interest for 
each year at 

constant 
currency

Minus a charge 
on cost of 

acquisitions

Minus a charge 
on working 

capital

Equals the EVA 
for 

each year

DEI and Climate Change:
The DEI target is based on progress towards our goal of reaching female representation on the boards of Halma 
companies of at least 40%. In 2024, maximum payout of 5% of bonus opportunity could have been achieved with 
a gender balance figure of 40% or above and nil payout with a figure lower than 40%.

The Climate Change target is based on achieving a stretching range of cumulative improvement in Energy 
Productivity. In 2024, the target was set to retain alignment with our external benchmark, while not rewarding 
any reduction in cumulative performance compared to 2023.

Details of these non‑financial targets for the 2024 financial year are set out in the tables below:

Diversity, Equity and Inclusion: Gender balance on the boards of Halma Companies 
Target % payout for performance against target

On/Off Target ≥ 40% 100%

Climate Change: Cumulative improvement in energy productivity from 2022 baseline position

Target % payout for performance against target*

Threshold 10% 25%

Maximum ≥12% 100%

* Straight line payout between threshold and maximum.
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Performance levels against all three targets are provided in the table below:

Metric Weighting Threshold Maximum

2024 
Achievement 

(% of maximum)

Economic Value Added 90% £346.0m £399.0m

Actual: £401.9m

100%

DEI 5% 40% –

Actual: 31%

0%

Climate Change 5% 10% 12%

Actual: 19%

100%

Overall annual bonus outcome (% of max) 95%

The cash and deferred bonus awards across all three targets are set out in the table below:

Executive Director

Overall bonus 
outcome 

(% of maximum)

Overall bonus 
outcome 

(% of salary)
Bonus for 

2024 Cash‑settled

Value of 2024 
deferred 

bonus award

Marc Ronchetti 95% 190% 1,710,000 1,140,000 570,000

Steve Gunning 95% 171% 1,026,000 684,000 342,000

Jennifer Ward 95% 171% 810,198 540,132 270,066

The deferred bonus awards across all three metrics are calculated as one‑third of the bonus earned. Deferred bonus 
awards will be granted under the ESP in June 2024. The number of shares over which awards will be made will be 
determined by the share price for the five trading days prior to the date of award. These awards will not be subject 
to any further performance conditions and will ordinarily vest in full on the second anniversary of the date of grant. 
Full details will be provided in next year’s Annual Remuneration Report.

Executive Share Plan (ESP): 2021 Awards (vesting at the end of the year to 31 March 2024)
In June 2021, the executive Directors received awards of performance shares under the ESP. In July 2021, a top-up 
grant was made, based on their revised salaries, after the Policy was approved at the 2021 Annual General Meeting. 
The performance targets for these ESP awards are set out below. The vesting criteria are 50% EPS-related and 50% 
ROTIC-related.

Metric Below Threshold Threshold Maximum

Adjusted EPS growth1

Performance level: <5% 5% 12% or more

% of award vesting3: 0.0% 12.5% 50%

ROTIC2

Performance level: <11% 11% 17% or more

% of award vesting3: 0.0% 12.5% 50%

Total vesting 0.0% 25% 100%

1	 Adjusted earnings per share growth over the three‑year performance period.
2	 Average ROTIC over the performance period.
3	 There is straight line vesting in between threshold and maximum vesting.
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The three‑year period over which these two performance metrics are measured ended on 31 March 2024. Average 
ROTIC was 14.52% (the average ROTIC for financial years 2022, 2023 and 2024) and adjusted EPS growth was 11.99% 
per annum for the period from 1 April 2021 to 31 March 2024, resulting in vesting of 84.44% of the awards.

The estimated vesting value of the awards granted in June and July 2021 are included in the 2024 single figure of total 
remuneration for Directors and are detailed in the table below:

Executive Director
Interest

held

Face value
at grant 

£000

Total Face 
value

at grant 
£000

Shares 
available 

after 
pro-ration 

for time
Vesting

%
Interest
vesting

Three–month 
average price 

at year end

Estimated 
vesting 

value  
£000

of which 
value 

attributable 
to share 

price  
£000

and value 
attributable to 

corporate 
performance 

£000

Marc Ronchetti 27,2522 740 1,229

84.44%

37,815 

2234p

845 (193) 1,038 

17,5313 489

Jennifer Ward 18,6452 506 786 24,223 541 (123) 664 

10,0433 280

Andrew Williams1 49,1562 1,335 2,326 32,830 47,081 1,052 (912) 1,964

35,5423 991 22,927

1	 Andrew Williams’ ESP awards above are time pro-rated to his Retirement Date of 30 June 2023.
2	 June 2021 Award.
3	 July 2021 Award.

Awards normally lapse if they do not vest on the third anniversary of their award. These awards are subject to a 
two‑year post‑vesting holding period. Dividend equivalents accrue over the vesting period and are paid in cash at 
the end of the vesting period, and only on those shares that vest. All awards are subject to tax and social security 
deductions. In line with regulations, the values disclosed above and in the single total figure of remuneration table on 
page 167 capture the number of interests vesting for performance to 31 March 2024. As the market price on the date 
of vesting is unknown at the time of reporting, the values are estimated using the average market value over the 
three‑month period to 31 March 2024 of 2234p. The actual values at vesting will be trued‑up in the next Annual 
Remuneration Report.

Incentive Awards granted during 2024 (audited)
Long‑term incentive – Performance Share Plan Awards (granted during the year to 31 March 2024)
In June 2023, the executive Directors were granted awards under the ESP. All awards are subject to ROTIC and Adjusted 
EPS growth performance over a three‑year period measured from 1 April 2023 to 31 March 2026. Specifically, the ROTIC 
element will be based on the average ROTIC for 2024, 2025 and 2026. The EPS element will be based on EPS growth 
from 1 April 2023 to 31 March 2026. These two elements are equally weighted at 50% each. The performance targets 
applying to these awards are as set out in the table below:

Metric Below Threshold Threshold Maximum

Adjusted EPS growth1

Performance level: <5% 5% 12% or more

% of award vesting3: 0.0% 12.5% 50%

ROTIC2

Performance level: <11% 11% 17% or more

% of award vesting3: 0.0% 12.5% 50%

Total vesting 0.0% 25% 100%

1	 Adjusted earnings per share growth over the three‑year performance period.
2	 Average ROTIC over the performance period.
3	 There is straight line vesting in between threshold and maximum vesting.

The awards vest on 26 June 2026, being the third anniversary from the date of grant and subject to a two‑year 
post‑vesting holding period.

Executive Director % of salary
Awards made 

during the year

Five‑day 
average market 

price at award 
date (p)

Face value at 
award date 

£000

Marc Ronchetti 300% 119,967 2248 2,696

Steve Gunning 250% 66,577 2248 1,496

Jennifer Ward 200% 42,000 2248 944
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Long‑term incentive – Deferred Share Awards (granted during the year to 31 March 2024)
In June 2023, the executive Directors were granted deferred share awards under the ESP in respect of one-third of the 
total bonus earned for the financial year ended 31 March 2023. Awards are not subject to performance conditions as 
they are deferred awards relating to bonus earned for the year ended 31 March 2023. Awards vest in full on the second 
anniversary of the date of grant (June 2025).

Executive Director
Awards made 

during the year

Five day average 
market price at 

award date

Face value at 
award date 

£000

Bonus to  
31 March 2023 

£000

Proportion 
awarded in 

shares

Marc Ronchetti 12,529

2248p

282 845 33.3%

Steve Gunning 2,789 63 188 33.3%

Jennifer Ward 8,554 192 577 33.3%

Andrew Williams 18,596 418 1,194 33.3%

Implementation of the Policy for the year to 31 March 2025
Base Salary, effective 1 June 2024
The Committee approved a base salary increase of 4.5% for our Group Chief Executive. The Committee’s decision 
reflected the fact that Marc Ronchetti has had a strong performance in a challenging year. In addition, the Committee 
is cognisant of the fact that Marc’s base salary is behind the median of the FTSE 100 (excluding financial services) and 
as such, the Committee believes that Marc’s package is not excessive. Base salary increases of 3% were approved for 
our Chief Financial Officer and our Group Talent, Culture and Communications Director, in line with the average 
increase awarded to the wider workforce. 

Executive Director Salary for 2025 Salary for 2024 

Marc Ronchetti £940,500 £900,000

Steve Gunning £618,000 £600,000

Jennifer Ward £488,020 £473,800

Pension and benefits
UK employees are offered a maximum company pension contribution rate of 10.5% of salary, along with a tiered 
contribution structure, which benefits our lowest paid the most.

Pension cash supplements for executive Directors will be 10.5% of salary in line with the maximum rate offered to 
UK employees.

Annual bonus
The maximum annual bonus opportunity for 2025 is 200% of salary for the Group Chief Executive and 180% of salary 
for the other executive Directors. One-third of the bonus earned will be deferred into a share award which vests in full 
after two years. Bonus payments will be subject to malus and clawback during a period of three years from the date 
of payment.

Bonuses for 2025 will be based on EVA performance against a weighted average target of EVA for the past three 
years. We will also continue to use the two non‑financial targets on Diversity, Equity and Inclusion (DEI) and Climate 
Change. The weightings for EVA performance, DEI and Climate Change will be 90%, 5% and 5% respectively.

For DEI, we remain committed to our stretch target of achieving at least 40% gender balance on our company 
boards and you can find more on page 84, where we set out details of our accomplishments and a new over-
arching target date.

The Climate Change target is based on achieving a stretching range of cumulative improvement in Energy 
Productivity. The target is set in excess of our external benchmark, while not rewarding any reduction in cumulative 
performance compared to 2024. Further details can be found on page 78 of the Sustainability section and page 96 
of the TCFD Statement.

As financial targets are commercially sensitive, they are not disclosed at this time but will be in next year’s 
Remuneration Report.

The Remuneration Committee must be satisfied that Halma’s underlying performance over the financial year justifies 
the payout. When making this judgement the Committee has scope to consider such factors as it deems relevant. 
The Committee believes that this approach will ensure fairness to both shareholders and participants.
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Long‑term incentive – Performance Share Awards (to be granted)
Under the ESP, performance share plan awards and deferred bonus awards will be made in June 2024, based on 
the Policy. The number of shares over which awards will be made is determined by the average share price for the 
five trading days prior to the date of award. The value of each performance share award is as follows:

Executive Director
Salary for 

2025
Performance 
Share Award

Value of 
Award

Marc Ronchetti £940,500 300% £2,821,500

Steve Gunning £618,000 250% £1,545,000

Jennifer Ward £488,020 200% £976,040

The performance share awards will be subject to an Adjusted EPS growth performance target for 50% of the 
award and a ROTIC target for 50% of the award measured over the three financial years 2024, 2025 and 2026. 

The full performance conditions are set out in detail below.

Metric Below Threshold Threshold Maximum

Adjusted EPS growth1
Performance level: <5% 5% 12% or more

% of award vesting3: 0.0% 12.5% 50%

ROTIC2
Performance level: <11% 11% 17% or more

% of award vesting3: 0.0% 12.5% 50%

Total vesting 0.0% 25% 100%

1	 Adjusted earnings per share growth over the three‑year performance period.
2	 Average ROTIC over the performance period.
3	 There is straight line vesting in between threshold and maximum vesting.

Chair and non‑executive Director fees
A review of the non‑executive Directors’ fees was carried out and the Board made a decision to increase the fees 
with effect from January 2024. A market review was carried out in respect of our Chair’s fee, which was subsequently 
increased with effect from January 2024. Fees are subject to an annual review with any changes effective in January.

Fees
Annual fees for 

2024
Annual fees for 

2023

Chair £434,000 £419,000

Base fee £76,000 £75,000

Senior Independent Director £20,000 £20,000

Audit Committee Chair £22,500 £20,000

Remuneration Committee Chair £22,500 £20,000

Committee Member nil nil

Single figure of total remuneration for non‑executive Directors (audited)
The following table sets out the total remuneration for the Chair and the non‑executive Directors for the year end 
31 March 2024.

Non‑executive Director1
2024 
£000

2023 
£000

Dame Louise Makin 423 409

Roy Twite 75 75

Tony Rice 63 95

Carole Cran 96 95

Jo Harlow 109 95

Dharmash Mistry 75 75

Sharmila Nebhrajani OBE 75 75

Liam Condon 39 _

Giles Kerr 13 _

1	 Fees have been rounded to the nearest £1,000
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Group Chief Executive pay ratio
The following table sets out our Group Chief Executive’s pay ratios as at 31 March 2024. All figures are calculated using 
pay and benefits data for the year to 31 March 2024 and for part‑time employees, the full‑time equivalent salary and 
benefits are used.

Year Method

25th Percentile: 
pay ratio, total pay 
and benefits, 
(salary)

50th Percentile: 
pay ratio, total pay 
and benefits, 
(salary)

75th Percentile: 
pay ratio, total pay 
and benefits, 
(salary)

2024 Option A 127:1 99:1 63:1

£28,275 £36,473 £57,501

(£25,653) (£32,973) (£50,000)

Historical information	
25th Percentile: 
pay ratio

50th Percentile: 
pay ratio

75th Percentile: 
pay ratio

2023 Option A 138:1 104:1 68:1

2022 Option A 145:1 110:1 70:1

2021 Option A 141:1 110:1 68:1

2020 Option A 183:1 139:1 86:1

Option A was chosen again this year as it is the most statistically accurate method, considered best practice by 
the government, in line with shareholder expectations and is directly comparable to the Group Chief Executive’s 
remuneration. This method requires calculation of pay and benefits for all UK employees using the same methodology 
that is used to calculate the Group Chief Executive’s single figure per the table on page 167.

Commentary
We are satisfied that the median pay ratio reported this year is consistent with our wider pay, reward and progression 
policies for employees.

The Group Chief Executive is remunerated predominantly on performance related elements (bonus and share awards), 
based on the delivery of strong returns. 

Compared to last year, the Group Chief Executive’s single figure has increased because of the higher bonus outturn. 
This increase has been offset by the vesting of 2021 ESP awards – totalling 250% of salary – which were granted while 
he was Chief Financial Officer and lower than the Group Chief Executive award level of 300% of salary. There has also 
been no increase in the Group Chief Executive’s base salary over the year. These factors, the lower vesting percentage 
for the 2021 award (compared to the 2020 award) and the higher increase of employee total pay at the 25th, 50th 
and 75th percentiles result in the reduction of the Group Chief Executive pay ratio figures for the year, compared to 
last year.

Directors’ pensions (audited)
Prior to his retirement on 30 June 2023, Andrew Williams was the only UK executive Director who was a deferred 
member of the defined benefit section of the Halma Group Pension Plan. This benefit is a funded final salary 
occupational pension plan registered with HMRC, providing a maximum pension of two-thirds of final pensionable 
salary after 25 or more years’ service at normal pension age (60). Up to 5 April 2006, final pensionable salary was the 
greatest salary of the last three complete tax years immediately before retirement or leaving service. From 6 April 2011, 
final pensionable salary was capped at £139,185 and is increased annually thereafter by the increase in CPI (£192,219 for 
2024). Bonuses and other fluctuating emoluments and benefits-in-kind are not pensionable nor subject to any pension 
supplement. The Plan also provides a pension in the event of early retirement through ill-health and a dependant’s 
pension of one-half of the member’s prospective pension. Early retirement pensions, currently possible from age 55 
with the consent of the Company and the trustees of the Plan, are subject to actuarial reduction. Pensions in payment 
increase by 3% per annum for service up to 5 April 1997, by price inflation (subject to a maximum of 5%) through to 
31 March 2007 and 3% thereafter. The Company closed the Defined Benefit section to future accrual with effect from 
1 December 2014 and, in April 2014, Andrew Williams chose to cease future service accrual in the Plan in return for 
a pension supplement on his base salary. This supplement was equivalent to a 20% employer contribution plus an 
additional 6% compensatory payment, in line with the enhanced contribution rate offered to other members who 
were in the Defined Benefit section when future accrual was ceased.

With effect from 1 January 2023, executive Directors voluntarily lowered their pension supplements to 10.5% of base 
salary and Andrew Williams received this until his retirement date on 30 June 2023.

Our current executive Directors are entitled to join the UK Defined Contribution Plan but due to annual allowance 
restrictions, they receive a cash‑in‑lieu pension contribution of 10.5% of salary, which is the maximum contribution 
rate available to the UK wider workforce.
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Andrew Williams accrued benefits under the Company’s defined benefit pension plan during the year as follows.

Executive Director
Age at  

31 March 2024

Years of 
pensionable 

service at  
31 March 2024

Increase  
in accrued 

benefits 
£000

Increased  
in accrued 

benefits net  
of inflation 

£000

Accrued 
benefits at  

31 March 2024 
£000

Andrew Williams 56 20 0.4 – 80

Percentage change in Directors’ remuneration versus employees
The table below shows the percentage change in the salary/fees, benefits and bonus outcomes of the Directors 
and this is compared to the average percentage change in remuneration for other Halma plc employees over four 
financial years ending 31 March.

Salary/fees 
(% change)

Benefits 
(% change)

Annual Bonus 
(% change)

2024 2023 2022 2021 2024 2023 2022 2021 2024 2023 2022 2021

Executive Directors

Marc Ronchetti 35% 38% 19% (5%) 34% 7% (17%) 41% 102% (5%) 187% (40%)

Steve Gunning1 370% – – – 374% – – – 445% – – –

Jennifer Ward 5% 16% 19% (5%) (17%) (3%) 4% 0% 40% (19%) 187% (40%)

Non‑executive Directors

Dame Louise Makin2 3% 38% 3612% – – – – – – – – –

Roy Twite 0% 19% 13% (5%) – – – – – – – –

Carole Cran 1% 20% 13% (5%) – – – – – – – –

Jo Harlow 15% 27% 15% 10% – – – – – – – –

Dharmash Mistry 0% 20% – – – – – – – – – –

Sharmila Nebhrajani OBE 0% 217% – – – – – – – – – –

Liam Condon3 – – – – – – – – – – – –

Giles Kerr3 – – – – – – – – – – – –

Former Directors

Andrew Williams (74%) 16% 19% (5%) (76%) 3% (13%) (6%) (100%) (19%) 218% (40%) 

Tony Rice (34%) – – – – – – – – – – – 

Other Halma plc Employees 5% 7% 6% 0% 0% 8% 3% (2%) 17% (36)% 230% (43%)

1	 Steve Gunning joined the Board on 16 January 2023.
2	 Dame Louise Makin was appointed as non‑executive Director on 9 February 2021 and became Chair at the Annual General Meeting on 22 July 2021 as evidenced by the 

change in percentage in financial year 2022.
3	 Liam Condon and Giles Kerr joined the Committee on 25 September 2023 and 1 February 2024 respectively. 

Relative importance of spend on pay
The table below shows the percentage change in total employee pay expenditure and shareholder distributions 
(ie dividends and share buybacks) from the financial year ended 31 March 2023 to the financial year ended 
31 March 2024.

2024 
£m

2023 
£m

% 
change

Distribution to shareholders 81.5 76.3 6.8%

Employee remuneration (gross) 563.0 535.5 5.1%

The Directors are proposing a final dividend for the year ended 31 March 2024 of 13.2p per share (2023: 12.34p).

Pay‑for‑performance
The graph on the next page shows Halma’s Total Shareholder Return (TSR) performance over the 10 years to 31 March 
2024 as compared to the FTSE 100 index. Over the period indicated, Halma’s TSR was 359% compared with 77% for 
the FTSE 100. The table below the graph details the Group Chief Executive’s single figure of total remuneration and 
actual variable pay outcomes over the same period.

The FTSE 100 has been selected because it is widely used and Halma has been a constituent of this index since 
December 2017. Prior to that, Halma was a constituent of the FTSE 250.
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Total Shareholder Return
Graph as rebased to 100 
Dates as at 31 March

2014 2015 2016 2017 2018 2019 2020 2021 2022 2023 2024

600

450

300

150

% increase

0

77%

359%

CEO Andrew  
Williams

Marc 
Ronchetti1

CEO’s single figure 
remuneration (£000)

£2,006 £2,423 £2,337 £3,429 £3,954 £3,912 £3,258 £3,365 £3,576 £3,605

Annual bonus 
outcome  
(% of maximum)

53% 53% 34% 89% 100% 81% 48% 100% 70% 95%

ESP vesting outcome 
(% of maximum)

78% 95% 92% 90% 90% 91% 74% 61% 95%2 84%2

 Halma	  FTSE 100

1	 Marc Ronchetti became Group Chief Executive on 1 April 2023, with Andrew Williams as Group Chief Executive prior to that.
2	 Rounded to whole percentage figures.

Directors’ interests in Halma shares(audited)
The interests of the Directors in office during the year ended 31 March 2024 (and their connected family members) 
in the ordinary shares of the Company are below. During the period between 31 March 2024 and 13 June 2024 (the 
latest practicable date prior to the publication), no changes to Directors’ interests were disclosed to the Company. 

31 March 
2024

31 March 
2023

Dame Louise Makin 10,000 10,000

Marc Ronchetti 85,864 51,621

Steve Gunning 18,414 0

Jennifer Ward 57,632 33,412

Andrew Williams1 766,435 763,286

Roy Twite 4,000 4,000

Tony Rice 20,000 20,000

Carole Cran 2,000 2,000

Jo Harlow 2,000 2,000

Dharmash Mistry 2,563 2,000

Sharmila Nebhrajani OBE2 – –

Liam Condon 1,000 –

Giles Kerr 2,000 –

1	 Andrew Williams ceased to be an executive Director on 30 June 2023, which is the date at which his interests are shown. 
2	 Sharmila Nebhrajani cannot hold shares in Halma while she is Chair of the National Institute for Health and Care Excellence (NICE), as their conflicts policy prohibits 

ownership interests in companies which operate within the life sciences sector.
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Directors’ interests in Halma share plans (audited)
Details of Directors’ outstanding deferred share awards (DSA), conditional share awards (ESP) and free shares under 
the SIP are outlined in the tables below:

Executive Share Plans Date of grant

As at 
1 April 

2023

Granted/ 
(vested) 

in the year

Five day average 
share price on 

grant (p)

As at 
31 March 

2024

Marc Ronchetti ESP 28‑Jul‑20 32,756 (31,049) 2259.6 –

DSA 28‑Jun‑21 3,773 (3,773) 2715.9 –

ESP 28‑Jun‑21 27,252 2715.9 27,252

ESP 23‑Jul‑21 17,531 2787.8 17,531

DSA 27‑Jun‑22 15,237 1941.2 15,237

ESP 27‑Jun‑22 89,965 1941.2 89,965

DSA 26‑Jun‑23 12,529 2247.6 12,529

ESP 26‑Jun‑23 119,967 2247.6 119,967

Steve Gunning ESP 27‑Feb‑23 68,181 2200.0 68,181

DSA 26‑Jun‑23 2,789 2247.6 2,789

ESP 26‑Jun‑23 66,577 2247.6 66,577

Jennifer Ward ESP 28‑Jul‑20 22,411 (21,243) 2259.6 –

ESP 28‑Jun‑21 18,645 2715.9 18,645

DSA 28‑Jun‑21 3,018 (3,018) 2715.9 -

ESP 23‑Jul‑21 10,043 2787.8 10,043

DSA 27‑Jun‑22 12,208 1941.2 12,208

ESP 27‑Jun‑22 47,208 1941.2 47,208

DSA 26‑Jun‑23 8,554 2247.6 8,554

ESP 26‑Jun‑23 42,000 2247.6 42,000

Andrew Williams ESP 28‑Jul‑20 59,083 (54,646) 2259.6 –

ESP 28‑Jun‑21 32,830 2715.9 32,830

DSA 28‑Jun‑21 5,943 (5,943) 2715.9 -

ESP 23‑Jul‑21 22,927 2787.8 22,927

DSA 27‑Jun‑22 26,667 1941.2 26,667

ESP 27‑Jun‑22 138,904 1941.2 138,904

DSA 26‑Jun‑23 18,596 2247.6 18,596

The balance of ESP awards that did not vest during the year have lapsed.

The DSAs do not have any attaching performance conditions. The performance conditions attached to the 2021, 
2022 and 2023 ESP awards are described earlier in this Report, on page 170. The 2020 ESP awards have different 
performance conditions as a result of the adjustment that was made (at the time of grant) to align targets with 
the changes to the business forecasts due to the COVID pandemic and these are set out below:

Metric Below Threshold Threshold Maximum

Adjusted EPS growth1
Performance level: <2% 2% 10% or more

% of award vesting3: 0.0% 12.5% 50%

ROTIC2
Performance level: <9.5% 9.5% 15.5% or more

% of award vesting3: 0.0% 12.5% 50%

Total vesting 0.0% 25% 100%

1	 Adjusted earnings per share growth over the three‑year performance period.
2	 Average ROTIC over the performance period.
3	 There is straight line vesting in between threshold and maximum vesting.
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Share Incentive Plan
Date of 

grant
As at 

1 April 2023
Granted 

in the year

Share price 
on award 

(p)
As at 

31 March 2024

Marc Ronchetti 01‑Oct‑21 127 2820 127

01‑Oct‑22 179 2011 179

01‑Oct‑23 185 1939 185

Steve Gunning 01‑Oct‑23 185 1939 185

Jennifer Ward 01‑Oct‑21 127 2820 127

01‑Oct‑22 179 2011 179

01‑Oct‑23 185 1939 185

Andrew Williams 01‑Oct‑21 127 2820 127

01‑Oct‑22 179 2011 179

The SIP shares are held in trust and become the employee’s, subject to the rules of the plan, after three years. 
There are tax benefits for retaining the shares in the trust for at least five years from award date. Steve Gunning 
joined Halma on 16 January 2023 and received his first SIP shares with effect from 1 October 2023.

There have been no variations to the terms and conditions for share awards during the financial year.

Share Ownership Guidelines
Executive Directors are expected to build a holding in the Company’s shares to a minimum value broadly equivalent 
to their ESP award maximum opportunity: 300% for Group Chief Executive, 250% for Group Chief Financial Officer 
and 200% for other executive Directors. In addition, executive Directors are required to hold shares after cessation of 
employment. The requirement is to hold shares to the value of the share ownership guidelines or actual shareholding 
(if lower) for a period of two years post cessation of employment.

Jennifer Ward meets the Share Ownership Guideline. Marc Ronchetti and Steve Gunning are yet to meet the Share 
Ownership Guideline. Until such time as this threshold is achieved, they are required to retain no less than 50% of the 
net of tax value of any vested conditional share or deferred share awards. There are no other non‑beneficial interests 
of Directors. There were no changes in Directors’ interests from 31 March 2024 to 13 June 2024.

Consideration of conditions elsewhere in the Group
The Committee considers the remuneration and employment conditions elsewhere in the Group when determining 
remuneration for executive Directors. In addition to the employee engagement detailed on page 86, we have 
established a mean gender pay gap figure for our UK and US companies and the CEO pay ratio is available to employees. 
As part of Committee/workforce engagement, our non‑executive Directors held sessions with a cross‑section of 
employees on site visits to our companies. A breakfast meeting was also held with selected employees at Accelerate 
CEO, our leadership conference, held in October 2023. At these sessions there were productive conversations on the 
role of Remuneration Committee, executive and employee remuneration and a range of other topics including job 
satisfaction and company culture.

Consideration of shareholder views
When determining remuneration, the Committee takes into account the views of our shareholders and guidelines set 
by shareholder representative bodies.

Whilst we have regularly consulted with shareholders in the past, given the fact that no changes are to be made 
to our Remuneration Policy, the Committee agreed that this was not necessary this year. However, an annual 
engagement meeting was held with Glass Lewis. 

The Remuneration Committee also seeks ongoing advice from its external advisers on wider shareholder views, 
to ensure that it is kept up to date with any changes in market practice and shareholder sentiment.

Jo Harlow
Committee Chair

For and on behalf of the Board

13 June 2024
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The Directors present their report on the affairs of the 
Company, together with the audited financial statements 
and Independent Auditors’ Report, for the year ended 
31 March 2024.

Activities
The Company’s principal activity is to act as a holding 
company. The Company is incorporated and domiciled 
in England and Wales. A list of its subsidiary companies 
is set out on pages 264 to 270. Subsidiaries of the 
Company have established branches in a number of 
different countries in which they operate. As permitted 
under Section 414C (11) of the Companies Act 2006, 
the information set out below, which forms part of this 
Directors’ Report and is incorporated by reference, can 
be located in the Strategic Report on pages 1 to 118:

•	 Future developments in the Group’s business.
•	 Activities of the Group in the field of research and 

development.
•	 Environmental matters, including greenhouse gas 

emissions.

Dividends
The Directors’ recommend a final dividend of 13.20p 
per share and, if approved, the dividend will be paid on 
16 August 2024 to ordinary shareholders on the register 
at the close of business on 12 July 2024. Together with the 
interim dividend of 8.41p per share already paid, this will 
make a total dividend of 21.61p (2023: 20.20p) per share 
for the financial year.

Political donations
In line with our Group Anti‑Bribery and Corruption Policy, 
the Group did not make any political donations or incur 
any political expenditure during the year.

Directors and Directors’ interests
The Directors of the Company as at the date of this 
Report, together with their biographical details, are 
shown on pages 122 and 123. The Remuneration Report 
on page 175 provides details of the interests of each 
Director in the shares of the Company.

Liability insurance and indemnities
The Company has agreed to indemnify, to the extent 
permitted by law, the Company’s Directors against any 
liability incurred in respect of acts or omissions arising in 
the course of their office. Qualifying third party indemnities 
were in force during the financial year and at the date of 
approval of the Financial Statements. Each Director is 
covered by appropriate Directors’ and Officers’ liability 
insurance, at the Company’s expense.

Financial risk management objectives and policies 
Disclosures relating to financial risk management 
objectives and policies are set out in note 27 to the 
financial statements, along with exposures relating 
to credit risk and liquidity risk.

Share capital and capital structure
Details of the share capital, together with details of 
the movements in the share capital during the year, 
are shown in note 23 to the accounts. The Company 
has one class of ordinary shares which carry no right 
to fixed income. Each share carries the right to one 
vote at general meetings of the Company.

There are no other classes of share capital. There are 
no specific restrictions on the size of a holding nor on 
the transfer of shares, with both governed by the general 
provisions of the Company’s Articles of Association and 
prevailing legislation. No person has any special rights of 
control over the Company’s share capital and all issued 
shares are fully paid.

Rights and obligations of ordinary shares 
Holders of ordinary shares are entitled to attend and speak 
at general meetings of the Company and to appoint one 
or more proxies or, if the holder of shares is a corporation, 
one or more corporate representatives. On a show of 
hands, each holder of ordinary shares who (being an 
individual) is present in person or (being a corporation) 
is present by a duly appointed corporate representative, 
not themselves being a member, shall have one vote, as 
shall proxies (unless they are appointed by more than 
one holder, in which case they may vote both for and 
against the resolution in accordance with the holders’ 
instructions). On a poll, every holder of ordinary shares 
present in person or by proxy shall have one vote for 
every share of which they are the holder.

Electronic and paper proxy appointments and voting 
instructions must be received not later than 48 hours 
before the meeting.

A holder of ordinary shares can lose the entitlement 
to vote at general meetings where that holder has been 
served with a disclosure notice and has failed to provide 
the Company with information concerning interests held 
in those shares. Except as set out above and as permitted 
under applicable statutes, there are no limitations on 
voting rights of holders of a given percentage, number 
of votes or deadlines for exercising voting rights.

The Company has established an Employee Benefit Trust 
and the trustee has waived its right to vote and its right 
to all dividends.

Restrictions on transfer of shares
The Directors may refuse to register a transfer of a 
certificated share that is not fully paid, provided that 
the refusal does not prevent dealings in shares in the 
Company from taking place on an open and proper 
basis or, where the Company has a lien over that share. 
The Directors may also refuse to register a transfer of 
a certificated share unless the instrument of transfer is: 
(i) lodged, duly stamped (if necessary), at the registered 
office of the Company or any other place as the Board 
may decide accompanied by the certificate for the 
share(s) to be transferred and/or such other evidence 
as the Directors may reasonably require to show the 
right of the transferor to make the transfer; 
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(ii) in respect of only one class of shares; (iii) in favour of 
a person who is not a minor, infant, bankrupt or a person 
of unsound mind; or (iv) in favour of not more than four 
persons jointly.

Transfers of uncertificated shares must be carried out 
using CREST and the Directors can refuse to register a 
transfer of an uncertificated share in accordance with 
the regulations governing the operation of CREST.

There are no other restrictions on the transfer of ordinary 
shares in the Company except certain restrictions which 
may from time to time be imposed by laws and regulations 
(for example insider trading laws); or where a shareholder 
with at least a 0.25% interest in the Company’s certificated 
shares has been served with a disclosure notice and 
has failed to provide the Company with information 
concerning interests in those shares. The Directors are 
not aware of any agreements between holders of the 
Company’s shares that may result in restrictions on 
the transfer of securities or on voting rights.

Employees
An overview of the Board’s engagement with employees 
along with the mechanisms for sharing information 
and taking account of their views in decision-making are 
included on page 68 of the Strategic Report and page 136 
of the Governance Report. Aligning the interests of 
employees in the Company’s performance is achieved 
through a variety of share and bonus schemes.

The Company gives full and fair consideration to 
applications of employment from disabled people. 
Training, career development and promotion 
opportunities are equally applied for all our employees, 
regardless of disability. In the event of an existing 
employee becoming disabled, every effort will be 
made to ensure that their employment with the Group 
continues and that appropriate support is provided.

Halma has a group‑wide diversity and inclusion policy 
which sets out our commitment that all candidates 
are considered fairly, regardless of their gender, race, 
age, sexual orientation, professional or academic 
background and it is our practice to ensure that there is a 
diverse selection of candidates before we commence the 
assessment process. While appointments are ultimately 
based on merit – taking account of an individual’s 
relevant skills and experience for the role – we recognise 
the strong benefits that a diverse workforce brings. 
Accordingly, we require recruiters to make diversity a 
priority in their selection of potential candidates, which 
ensures that we factor diversity and inclusion into our 
process at the outset.

The work that Halma is doing to improve diversity across 
the Group, along with our open and inclusive culture, 
ensures that all candidates are fairly considered for each 
role. We continue to include a DEI target within executive 
remuneration to align our drive for a diverse and inclusive 
culture throughout the Group. Our Talent and Culture 
Growth Enabler embodies the importance of DEI to 
Halma’s sustainable growth strategy – see page 43 
and page 84 for more information.

Stakeholder engagement
A description of how the Directors have had regard to 
the need to foster the Company’s business relationships 
with suppliers, customers and others, and the effect of 
Director engagement with our stakeholders, is set out on 
pages 68 to 74. Examples of how the Directors had regard 
to stakeholder interests when making principal decisions 
during the year are set out on pages 75 to 76.

Appointment and removal of Directors
With regard to the appointment and replacement of 
Directors, the Company is governed by its Articles of 
Association, the UK Corporate Governance Code, the 
Companies Act and related legislation. Directors can 
be appointed by the Company by ordinary resolution 
at a general meeting or by the Board. If a Director is 
appointed by the Board, such a Director will hold office 
until the next Annual General Meeting (AGM) and 
shall then be eligible for election at that meeting. In 
accordance with the Articles of Association and UK 
Corporate Governance Code, each of the Directors, 
being eligible, will offer themselves for election or 
re‑election at this year’s AGM. The Company can 
remove a Director from office, including by passing a 
special resolution or by notice being given by all the 
other Directors. The Articles themselves may be 
amended by special resolution of the shareholders.

Powers of Directors
The powers of Directors are set out in the Articles of 
Association and a full list of the matters reserved for 
decision by the Board can be found on our website, 
www.halma.com.

Contracts of significance and change of control 
There are a number of agreements that take effect, alter 
or terminate upon a change of control of the Company, 
principally bank loan agreements, private placement 
debt and employee share plans.

There are two significant agreements, in terms of the 
likely impact on the business of the Group as a whole, 
containing such provisions:

•	 The £550m syndicated Revolving Credit Facility which, 
if after 30 days of a change of control notice to the 
loan agent, can result in 30 days’ notice being given 
to the Company by any Lender, for all amounts 
outstanding to that Lender, to be immediately 
due and payable, at which time the commitment 
of that Lender will be cancelled. If all of the Lenders 
give this notice the whole facility would be cancelled.
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•	 The US$430m US Private Placement Note Purchase 
Agreement under which, in the event of a change of 
control, the Company is required (within 10 days of a 
change of control) to make an offer to the holders of 
the US Private Placement notes to prepay the principal 
amount of the notes together with interest accrued. 
The US$425m US Private Placement Note Purchase 
Agreement entered into in April 2024 has the same 
change of control requirements. 

The Group has contractual arrangements with a wide 
range of suppliers. The Group is not unduly dependent 
upon contractual arrangements with any particular 
customer. While the loss or disruption to certain of 
these arrangements could temporarily affect the 
Group’s business, none are considered to be essential.

The Company’s share plans contain provisions as a result 
of which awards may vest and become exercisable on a 
change of control of the Company in accordance with 
the rules of the plans.

There are no agreements between the Company, its 
Directors or employees that provide for compensation 
for loss of office or employment that occurs because of 
a takeover bid.

Allotment authority
Under the Companies Act 2006 the Directors may only 
allot shares if authorised by shareholders to do so. At 
the AGM an ordinary resolution will be proposed which, 
if passed, will authorise the Directors to allot and issue 
shares up to an aggregate nominal value of £12,500,000 
(up to 125,000,000 for ordinary shares of 10p each), being 
just less than one third of the issued share capital of the 
Company (excluding treasury shares) as at 13 June 2024 
(the latest practicable date prior to the publication of 
the Notice of Meeting).

In accordance with the Directors’ stated intention to seek 
annual renewal, the authority will expire at the earlier of 
the conclusion of the AGM of the Company in 2025 and 
30 September 2025.

Passing this resolution will give the Directors flexibility 
to act in the best interests of shareholders, when 
opportunities arise, by issuing new shares. As at 
13 June 2024, the Company had 379,645,332 ordinary 
shares of 10p each in issue.

The Companies Act 2006 also requires that, if the Company 
issues new shares for cash or sells any treasury shares, it 
must first offer them to existing shareholders in proportion 
to their current holdings. At the AGM a special resolution 
will be proposed which, if passed, will authorise the 
Directors to issue a limited number of shares for cash 
and/or sell treasury shares without offering them to 
shareholders first.

The authority is for an aggregate nominal amount of 
up to 10% of the aggregate nominal value of the issued 
share capital of the Company as at 13 June 2024 of 
£3,780,000. The resolution will also modify statutory 
pre‑emption rights to deal with legal, regulatory or 
practical problems that may arise on a rights issue or 
other pre‑emptive offer or issue. The authority will expire 
at the same time as the resolution conferring authority 
on the Directors to allot shares. The Directors consider this 
authority necessary in order to give them flexibility to deal 
with opportunities as they arise, subject to the restrictions 
contained in the resolution. There are no present plans to 
issue shares.

Substantial shareholdings
As at 31 March 2024, the Company had been notified, 
in accordance with DTR 5 of the Disclosure Guidance and 
Transparency Rules, of the following interests in voting 
rights in its shares.

Year ended 31 March 2024

No. of
ordinary

shares

Percentage of
voting rights

and issued
share capital No of holdings

BlackRock, Inc. 23,932,882 6.30 Indirect

During the period between 31 March 2024 and 13 June 
2024 (the latest practicable date prior to the publication), 
no changes to substantial shareholdings were disclosed to 
the Company.

Purchase of the Company’s own shares
The Company was authorised at the 2023 AGM to 
purchase up to 37,900,000 of its own 10p ordinary shares 
in the market. This authority expires at the earlier of the 
conclusion of the AGM of the Company in 2024 and 
30 September 2024. The Company did not purchase any 
of its own shares under this authority during the year. In 
accordance with the Directors’ stated intention to seek 
annual renewal, a special resolution will be proposed at 
the AGM to renew this authority until the earlier of the 
end of the Company’s 2025 AGM and 30 September 2025, 
in respect of up to 37,900,000 ordinary shares, which is 
approximately 10% of the Company’s issued share 
capital as at 13 June 2024.

Annual General Meeting
The Company’s AGM will be held on 25 July 2024.

The Notice of Meeting, together with an explanation 
of the proposed resolutions, is enclosed with this 
Annual Report and Accounts and is also available 
on the Company’s website at www.halma.com.
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Independent auditors
Each of the persons who is a Director at the date 
of approval of this Annual Report and Accounts 
confirms that:

•	 So far as the Director is aware, there is no relevant 
audit information of which the Company’s Auditor 
is unaware.

•	 The Director has taken all the steps that he/she ought 
to have taken as a director in order to make himself/ 
herself aware of any relevant audit information and 
to establish that the Company’s Auditor is aware of 
that information.

This confirmation is given and should be interpreted 
in accordance with the provisions of Section 418 of the 
Companies Act 2006.

PricewaterhouseCoopers LLP (PwC) has expressed its 
willingness to continue in office as Independent Auditor 
and a resolution to appoint PwC will be proposed at 
the forthcoming AGM.

Going concern statement
The Group’s business activities, together with the main 
trends and factors likely to affect its future development, 
performance and position, and the financial position of 
the Group as at 31 March 2024, its cash flows, liquidity 
position and borrowing facilities are set out in the 
Strategic Report. In addition, note 27 contains further 
information concerning the security, currency, interest 
rates and maturity of the Group’s borrowings.

The financial statements have been prepared on a 
going concern basis. In adopting the going concern basis 
the Directors have considered all of the above factors, 
including potential scenarios and its principal risks set 
out on pages 108 to 117. Under the potential scenarios 
considered, which includes a severe but plausible 
downside scenario, the Group remains within its debt 
facilities and the attached financial covenants for the 
foreseeable future and the Directors therefore believe, 
at the time of approving the financial statements, that 
the Company is well placed to manage its business risks 
successfully and remains a going concern. The key facts 
and assumptions in reaching this determination are 
summarised below.

Our financial position remains robust with committed 
facilities at the balance sheet date totalling approximately 
£927m, including a £550m Revolving Credit Facility (RCF). 
The undrawn committed facilities as at 31 March 2024 
amounted to £215m. In May 2024, the last extension 
option for the RCF was exercised, resulting in a maturity 
date of May 2029. Since the year end, the Group also 
entered into a new Note Purchase Agreement which 
provided access to loan notes totalling £336m. The 
financial covenants across the facilities are for leverage 
(net debt/adjusted EBITDA) of not more than three and 
a half times and for adjusted interest cover of not less 
than four times.

Our base case scenario has been prepared using forecasts 
from each of our companies as well as expectations of 
cash outflows on acquisitions. In addition, a severe but 
plausible downside scenario has been modelled showing 
a decline in trading for the year ending 31 March 2025, as 
well as other potential adverse impacts such as a one-off 
legal event and deterioration in working capital position. 
The reduction in trading could be caused by another 
pandemic or other geopolitical crises, or continued 
macroeconomic volatility leading to further inflation 
and interest rate increases. In mitigating the impacts 
of the downside scenario there are actions that can be 
taken which are entirely discretionary to the business 
such as further reducing acquisition spend and decreasing 
the dividend growth rates. In addition, the Group has 
demonstrated strong resilience and flexibility to manage 
its overheads and adapt the supply chain during recent 
global economic uncertainty.

Neither the base case nor severe but plausible downside 
scenarios result in a breach of the Group’s available debt 
facilities or the attached covenants and, accordingly, the 
Directors believe there is no material uncertainty in the 
use of the going concern assumption and, therefore, 
deem it appropriate to continue to adopt the going 
concern basis of accounting for at least the next 
12-month period.

Post‑balance sheet events
Events subsequent to the year end are reported in note 32 
to the Accounts on page 256.

Disclosure required under the Listing Rules and the 
Disclosure Guidance and Transparency Rules
For the purposes of compliance with DTR 4.1.5 R(2), the 
required content of the management report can be 
found in this Directors’ Report and the Strategic Report, 
including the sections of the Annual Report and Accounts 
incorporated by reference.

Relevant disclosures required by LR 9.8.4 R can be located 
as follows:

Page 

Details of long‑term incentives 152

Contracts of significance 179

Shareholder waiver of dividends 178

Shareholder waiver of future dividends 178

Corporate Governance Statement
The Company’s statement on corporate governance can 
be found in the Governance Report on page 120. The 
Governance Report forms part of this Directors’ Report 
and is incorporated into it by cross‑reference.

Mark Jenkins
Company Secretary

By order of the Board 13 June 2024
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The Directors are responsible for preparing the Annual 
Report and the financial statements in accordance with 
applicable law and regulation.

Company law requires the Directors to prepare financial 
statements for each financial year. Under that law the 
Directors have prepared the Group financial statements 
in accordance with UK‑adopted international accounting 
standards and the Company financial statements in 
accordance with United Kingdom Generally Accepted 
Accounting Practice (United Kingdom Accounting 
Standards, comprising FRS 101 “Reduced Disclosure 
Framework”, and applicable law).

Under company law, directors must not approve the 
financial statements unless they are satisfied that they 
give a true and fair view of the state of affairs of the 
Group and Company and of the profit or loss of the 
Group for that period. In preparing the financial 
statements, the Directors are required to:
•	 select suitable accounting policies and then apply 

them consistently;
•	 state whether applicable UK‑adopted international 

accounting standards have been followed for the 
Group financial statements and United Kingdom 
Accounting Standards, comprising FRS 101 have been 
followed for the Company financial statements, 
subject to any material departures disclosed and 
explained in the financial statements;

•	 make judgements and accounting estimates that are 
reasonable and prudent; and

•	 prepare the financial statements on the going concern 
basis unless it is inappropriate to presume that the 
Group and Company will continue in business.

The Directors are responsible for safeguarding the 
assets of the Group and Company and hence for taking 
reasonable steps for the prevention and detection of 
fraud and other irregularities.

The Directors are also responsible for keeping adequate 
accounting records that are sufficient to show and 
explain the Group’s and Company’s transactions 
and disclose with reasonable accuracy at any time 
the financial position of the Group and Company and 
enable them to ensure that the financial statements 
and the Directors’ Remuneration Report comply with 
the Companies Act 2006.

The Directors are responsible for the maintenance 
and integrity of the Company’s website. Legislation in 
the United Kingdom governing the preparation and 
dissemination of financial statements may differ from 
legislation in other jurisdictions.

Directors’ confirmations
The Directors consider that the Annual Report and 
Accounts, taken as a whole, is fair, balanced and 
understandable and provides the information necessary 
for shareholders to assess the Group’s and Company’s 
position and performance, business model and strategy.

Each of the Directors, whose names and functions are 
listed on pages 122 and 123 confirm that, to the best of 
their knowledge:

•	 the Group financial statements, which have been 
prepared in accordance with UK‑adopted international 
accounting standards, give a true and fair view of 
the assets, liabilities, financial position and profit of 
the Group;

•	 the Company financial statements, which have 
been prepared in accordance with United Kingdom 
Accounting Standards, comprising FRS 101, give a 
true and fair view of the assets, liabilities and financial 
position of the Company; and

•	 the Strategic Report and the Directors’ Report includes 
a fair review of the development and performance 
of the business and the position of the Group and 
Company, together with a description of the principal 
risks and uncertainties that it faces.

In the case of each Director in office at the date the 
Directors’ Report is approved:

•	 so far as the Director is aware, there is no relevant audit 
information of which the Group’s and Company’s 
auditors are unaware;

•	 they have taken all the steps that they ought to have 
taken as a Director in order to make themselves aware 
of any relevant audit information and to establish that 
the Group’s and Company’s auditors are aware of that 
information; and

•	 the financial statements on pages 183 to 275 were 
approved by the Board of Directors on 13 June 2024 
and signed on its behalf by Marc Ronchetti and 
Steve Gunning.

On behalf of the Board

Marc Ronchetti
Group Chief Executive

Steve Gunning
Chief Financial Officer 

13 June 2024
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