
Talent & Culture review

Talent and culture are not 
supporting features of the model; 
they are integral to how it works. 
The way we develop leaders, design 
organisations, and sustain our culture 
directly shapes our ability to adapt, 
innovate and perform consistently 
over time.

Our DNA: the foundations 
that enable us to scale
Halma’s DNA gives us the blueprint 
for sustainable growth across a 
diverse portfolio. Our purpose aligns 
our companies around shared goals, 
while still allowing them to operate 
autonomously and stay close to their 
customers and markets. Diversity of 
end markets and technologies 
strengthens our resilience and helps 
us balance risk with opportunity. 

Inclusion and diversity help us make 
better decisions. More viewpoints 
around the table mean richer 
discussions, sharper judgement 
and stronger outcomes. 

Our ongoing focus on ensuring 
inclusion and diversity is translating 
into sustained progress in gender 
representation in our leadership. 
At year end, women represented 
55% of our plc Board and 67% of 
our Executive Board, and held 52% 
of senior roles including Executive 
Board, plc Board and Divisional Chief 
Executives. Across our companies, 
women make up 31% of the company 
boards of directors. We are also seeing 
stronger advocacy from male leaders 
to sponsor and promote high-potential 
women into senior leadership.

Talent and culture powering 
sustainable growth

Talent and culture are 
integral to our Sustainable 
Growth Model, ensuring our 
organisational capability can 
scale as the Group grows.
Jennifer Ward 
Chief Talent, Culture and 
Communications Executive

At Halma, sustainable growth starts 
with people. Our talent and culture 
drive high performance, giving us the 
agility and entrepreneurial mindset 
to seize new opportunities and grow 
each business sustainably over the 
long term. Our Sustainable Growth 
Model is designed to ensure our 
organisational capability scales 
with the Group. 

Our approach enables us to keep 
reinvesting for future growth while 
protecting the agility that comes 
from decentralised decision-making. 
We define this approach through 
Halma’s DNA: the combination of 
our organisational model and culture, 
expressed through a consistent set 
of cultural and organisational genes 
that guide how we lead and work.  
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As Halma grows, our DNA does not 
sit in the background. It is actively 
applied by leaders every day. Leaders 
are expected not just to represent 
our culture, but to use it to make 
decisions, to challenge established 
ways of working, and to adapt their 
organisations as markets change. 
This active use of culture, rather than 
adherence to a fixed process, is what 
gives Halma the agility to scale 
without losing momentum.

Talent: the enabler and multiplier
Our focus on talent is embedded in 
our DNA: we can only sustain growth 
through the contributions of our 
people, and our growth creates the 
opportunity to invest in them further, 
creating a virtuous cycle. For this 
reason, we don’t manage talent 
in isolation; we design it into the 
system. We take a purposeful 
approach to building leadership 
capability, succession depth, 
and organisational resilience. 

This includes strengthening senior 
leaders, developing future leaders 
through Group-wide programmes, 
and preparing them to develop others. 
During the year, nearly 300 leaders 
took part in leadership development 
programmes and we made 20 internal 
promotions to company board 
positions, including six into managing 
director roles, and two Divisional 
Chief Executive appointments.

We continue to invest in our internal 
networks because they strengthen 
capability, connection, and 
knowledge sharing across the Group. 
Throughout the year, leaders and 
specialists came together through 
two senior leadership conferences, 
a Group-wide finance conference, 
the Talent partner network, the IT 
managers forum, a Quality & 
Regulatory gathering, and our 
‘Strength in Numbers’ supply chain 
network. Our marketing network also 
continued to operate successfully in 
a virtual format, supporting access 
and engagement across geographies. 

These networks are the best way 
to ensure we can all grow faster 
by leveraging and learning from 
the experience of one another.

Investing ahead of growth
A defining feature of our approach 
is that we invest ahead of need. 
Group-level investment is designed 
to strengthen local ownership. 
We provide tools, frameworks and 
support that help our companies 
develop their own people, reinforcing 
their accountability for talent and 
culture at a local level.

For example, this year we launched 
Deeper Signals, a science- and 
data-driven platform that replaces 
legacy assessment tools for company 
board level and Group level hires. 
It supports consistent, evidence-
based decisions in hiring, onboarding, 
development, and succession 
planning, and strengthens team 
effectiveness through improved 
insight on team dynamics and 
self-awareness.

Halma’s culture and DNA inspires and influences our 
companies while they retain their own unique diversity.
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Talent & Culture review continued

Enabling better 
engagement insights 
As Halma evolves, we keep a close 
eye on the health of our culture 
and how effectively it supports 
performance across the Group. 
Our annual engagement survey 
remains a key indicator. This year, 
participation stayed strong at 85% 
and engagement increased by two 
percentage points to 75% across 
the Group, with 60% of companies 
improving their scores. These results 
reflect the progress leaders are 
making in building positive, high-
performing cultures across Halma. 

To help leaders listen and respond 
more regularly, we implemented 
Peakon as a Group-wide tool. 
It gives earlier insight, supports more 
targeted action, and strengthens 
accountability for culture at a local 
level, with more companies now 
using it actively throughout the year.

Designed to endure
Halma’s Sustainable Growth Model is 
built to endure and adapt. Continued 
success depends on looking after 
every part of the system. By investing 
deliberately in people and culture and 
equipping our companies to develop 
their own workforces, we strengthen 
the virtuous cycle that sustains 
Halma’s growth. 

The organisational foundations 
and leadership qualities our founders 
insisted on decades ago shaped 
who we are today and will continue 
to serve us well in the future.

Designed for sustainable growth 
means building an organisation 
and a culture that is ready not just 
for today’s opportunities, but for 
tomorrow’s. It means protecting 
and strengthening the DNA that 
underpins our long-term success.

Jennifer Ward
Chief Talent, Culture and 
Communications Executive

Britain’s Most 
Admired Companies
In 2025, Halma was named 
one of Britain’s Most Admired 
Companies, ranking third overall, 
and winning the Engineering 
sector for the seventh 
consecutive year. It also placed 
first for its Ability to Attract, 
Develop & Retain Top Talent, 
and third for Clarity of Strategy 
and Quality of Management. 

This external recognition 
underlines the central role 
of people and culture in our 
model. It affirms that our 
people-led approach continues 
to support strong leadership, 
trusted management and 
an organisation capable of 
delivering consistently over time.

The 2025 cohort of the 
Grow Your Leadership 

Development Programme 
met in Windsor, UK.
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