Remuneration Committee report

Committee membership
and responsibilities

The Committee comprises the independent
non-executive Directors. Committee attendance,
for the year ended 31 March 2026, is on page 107.

Biographies for each Committee member are set
out on pages 102 to 104.

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.

Committee activities 2025/26

Principal activities during the year:

e Reviewed and approved the 2025 Directors'’
Remuneration Report, including narrative on the
gender pay gap and the Chief Executive pay ratio.

e Approved the 2025 annual bonus payout and
Performance Share Award vesting.

e Reviewed salaries for the Executive Board effective
1 June 2025, taking the budgets for salary reviews
across the Group into consideration.

e Approved the 2026 annual bonus and
Performance Share Award targets.

e Approved the award of Key Talent Grants
for our critical and/or high potential talent.

e Commenced the review of the Directors’
Remuneration Policy to be put forward to
a binding shareholder vote in July 2027.

e Reviewed survey results from Halma UK
companies on the impact of paying the
Real Living Wage (RLW).

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

Committee Chair
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On behalf of the Board, | am pleased to present our
Directors’ Remuneration Report for the year ended
31 March 2026.

The Directors’ Remuneration Report provides a
comprehensive overview of our remuneration framework,
describing how the Remuneration Policy was implemented
over the year to 31 March 2026 and outlining the intended
arrangements for the 2027 financial year.

The context of remuneration in 2026

Group performance and shareholder return

Halma delivered its 23rd consecutive year of Adjusted
profit growth, underpinned by strong performance
spread broadly across the portfolio. This included
premium growth from the photonics business within the
Environmental & Analysis Sector, alongside a record level
of investment, including five acquisitions. See page 9,

of our Group Chief Executive’s Review for more
information on premium growth in photonics.

The share price strengthened during the year, and
Total Shareholder Return once again exceeded the
performance of the FTSE 100. Over the 10 year period
to 31 March 2026, a £100 investment in Halma shares
would have grown to £457, compared with £241 for

an equivalent investment in the FTSE 100. In the 2026
financial year, revenue grew by 15%, alongside growth
of 22% in Adjusted EBIT and 21% in Adjusted earnings
per share (EPS), with Adjusted Return on Total Invested
Capital (Adjusted ROTIC) of 16% exceeding the Group's
Weighted Average Cost of Capital, which is estimated
to be 10.2% (2025: 9.8%).

Wider workforce pay, benefits and engagement

We continue to publish details of the mean (average)
gender pay gap across our two largest regions - the UK
and the US. As at 31 March 2026, the mean gender pay
gap reduced from 12% at 31 March 2025 to 9%, reflecting
our continued focus on fair and inclusive reward practices.
Further information on our progress is set out in the
supporting our people section on page 9.

Halma surveyed its UK companies to assess the impact,
costs and practical challenges associated with paying
the Real Living Wage (RLW). The Company reaffirmed its
commitment to paying the RLW. Accordingly, with effect
from 1 June 2026, pay increases of almost 7% were
implemented for the lowest-paid colleagues, with pay
rates remaining well ahead of the statutory National
Living Wage.

The Group introduced access to a confidential,
multidisciplinary support service providing clinical

and lifestyle guidance relating to menopause, mental
wellbeing and physical health for our US employees.
These enhancements were complemented by expanded
employee choice through the introduction of pet
insurance, legal cover and identity theft protection.
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Across the Group, employees are supported by a broad
range of wellbeing benefits, including a 24/7 Employee

Assistance Programme, financial education and advice,
pension and 401(k) arrangements, and comprehensive

health insurance.

UK employees are also able to become Halma
shareholders through an all-employee Share Incentive
Plan that provides free shares, supporting engagement
and alignment with shareholder outcomes. In October
2025, over 2,500 UK employees were granted free shares
with an average gross award value of over £900.

The Group's median CEO pay ratio for the year was 17711,
with further detail provided on page 136. The Committee
recognises the importance of transparency in this
disclosure and notes that the Group Chief Executive’s
total remuneration is significantly weighted towards
variable pay, with outcomes linked to performance and
the delivery of sustainable long-term value. Over the
three-year period to 31 March 2026, a £100 investment
in Halma shares would have grown to £164 compared
to £131 for an equivalent investment in the FTSE 100,
representing strong shareholder value.

In determining executive remuneration, the Committee
is mindful of pay and reward practices across the wider
workforce, while recognising that direct comparisons
are inherently complex given the Group'’s decentralised
operating model and geographic diversity. To support
informed decision-making, the Committee receives
regular updates on pay structures below Board level and
considers developments in employee pay and benefits
across the Group. It is a strength of our remuneration
approach that there is clear consistency in how the
broader executive population are incentivised to support
the sustainable compounding growth strategy -
particularly through the use of Economic Value Added
(EVA) and bonus deferral - which was reinforced through
recent engagement that was carried out to gather
stakeholder views on executive remuneration.

The Board continues to support opportunities for
non-executive Directors to engage directly with
employees through a programme of in-person site visits.
During the year, members of the Committee visited
several Halma companies, engaging with employees

on a variety of workforce topics and questions, listening
to feedback, and receiving positive commentary

on the breadth and quality of benefits provided across
the Group. A breakfast meeting was also held with
selected employees at our Accelerate Halma leadership
conference, held in April 2026. The sessions provided

an opportunity for open and constructive discussion

on the role of the Remuneration Committee, executive
and employee remuneration and broader topics such as
job satisfaction and company culture.

Other Information

Remuneration outcomes for 2026
In light of the context set out above, the Committee
made the following decisions in respect of executive pay.

Short-term incentive outcome - 95%
Bonuses for 2026 were based on the two metrics below:

e Economic Value Added (EVA) - Performance against
a weighted average target of EVA for the past three
years, representing 95% of overall bonus opportunity.

e Diversity, Equity and Inclusion (DEl) - Gender balance
on the boards of individual Halma companies,
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 both metrics are set out
below, with an overall payout of 95% of maximum. As per
the Policy, one-third of the total payout is deferred into
shares, which will become available after two years:

Metric EVA DEI Weighted
(Weighting) (95%) (5%) total
Achievement as a % 100% 0% 95%

of maximum outcome

Long-term incentive outcome - 88.08%

For the 2023 Performance Share Award, granted under the
Executive Share Plan (ESP), the two performance metrics,
equally weighted and measured over three years, are:

e Growth in Adjusted earnings per share (EPS).

e Average Adjusted Return on Total Invested Capital
(Adjusted ROTIC).

Average Adjusted ROTIC was 15.09% (being the average
for financial years 2024 to 2026) and Adjusted EPS
increased by an average of 13.71% per annum over the
period from 1 April 2023 to 31 March 2026'. This resulted
in vesting of 88.08% of the awards, as set out in the

table below:
Adjusted

Metric EPS growth ROTIC
(Weighting) (50%) (50%) Total
Vesting achievement as a 50% 38.08% 88.08%

% of maximum outcome

The performance measures and targets for the award
continue to demonstrate a high level of stretch, with
threshold and maximum outcomes calibrated to deliver
sustained earnings growth and strong capital discipline.
Maximum vesting would reflect a rate of earnings growth
consistent with Halma doubling its earnings over the
medium term, alongside returns generated at a
substantial premium to the Group's cost of capital.

The Committee considers the targets for this award to

be aligned with our Sustainable Growth Model and is
confident that the measures incentivise shareholder value
creation effectively.

1 Both measures exclude the post-tax effect of the one-off profit from the Nuvonic transaction.
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Remuneration Committee report continued

The Committee reviewed the topic of windfall gains
for the 2023 grant and it determined that it was not
a concern because the vested outcome reflects true
business performance. It was therefore of the view
that the formulaic vesting should proceed without
any adjustments but should exclude the one-off
profit from the Nuvonic transaction, as described.

In line with the Corporate Governance Code 2024

(the 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 also
carefully considered the broader stakeholder experience,
and the Company'’s share price performance over the
relevant performance periods. The Committee is satisfied
that the total remuneration received by Executive
Directors in respect of the year ended 31 March 2026

is a fair reflection of the strong performance over the
period and no use of discretion is warranted.

Remuneration Policy

The Directors’ Remuneration Policy was approved by
shareholders at the 2024 Annual General Meeting and
is therefore required to be approved at the 2027 AGM.

The Committee continues to believe that the Policy is
operating effectively and as intended, providing a strong
link between executive remuneration and the long-term
interests of shareholders, while remaining consistent with
evolving best practice in corporate governance. However,
since the last material review of the Policy in 2021, Halma
has continued to grow and scale at pace. The Group has
further established its position in the upper half of the
FTSE 100. It is now substantially larger, with a greater
number of companies operating in a broader range of
niche end markets and is managing substantial expansion
in some higher growth areas, including in photonics.

As a result, the market within which Halma competes for
executive talent has continued to evolve and increasingly
includes global organisations with similar growth profiles,
including private equity backed businesses. Remuneration
levels in these markets are often significantly higher and
more performance-focused than those of the FTSE 100
peer group that Halma has primarily used in recent years.
This has intensified competition for a limited pool of
proven leaders capable of delivering Halma'’s long-term
growth strategy, affecting both recruitment and
retention of senior talent. In parallel, the Committee has
observed increasing pay compression within the Group,
reflecting these external market dynamics across Halma's
three sectors.
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Against this backdrop, the Committee has started its
review of the Directors’ Remuneration Policy and, during
the 2027 financial year, will continue to assess the
executive remuneration arrangements to ensure they
remain fit for purpose and aligned with the Group's
strategic direction. The review will focus on ensuring the
remuneration framework continues to reinforce - rather
than hinder - the high-performance culture of the
business and enables us to secure, retain and reward the
best talent in a competitive global market. As part of this
process, the Committee intends to engage with major
shareholders and relevant advisory bodies to seek their
views on any potential changes to the Policy.

Remuneration arrangements for 2027

Salary review and pension arrangements

The Executive Directors received a salary increase of 5%,
consistent with the approach applied to top performers
within the wider workforce. Following this increase for
the three Executive Directors, their base salaries are
appropriately positioned against the relevant market
benchmark (the median of the FTSE 100 excluding
financial services), taking into account the nature,

scale and complexity of their roles.

Current Position with effect

Role position  from 1June 2026
Group Chief Executive £1,015,800 £1,067,000
Chief Financial Officer £642,800 £675,000
Chief Talent, Culture and £527,100 £553,000

Communications Executive

Pension arrangements for Executive Directors will
remain aligned with the wider UK workforce at 10.5%
of base salary.

Annual bonus

We will continue to use EVA as the primary financial
performance metric for the annual bonus, as it aligns
closely with our core business model and reinforces
our focus on delivering sustainable growth alongside
consistently high returns. We also remain focused on
our overarching ambition to achieve 40-60% gender
representation on the boards of Halma companies,

as we believe that diverse, inclusive teams consistently
outperform and are essential to delivering our purpose
and accelerating our growth.

As described in the Group Chief Executive’s review on
page 9, the impact of the premium growth experienced
at Avo Photonics (a business in our Environmental &
Analysis Sector) was significant in the 2026 financial year,
meaning that it represents a material part of the Group’s
profit growth. To further align the bonus with the expected
reinvestment of the photonics premium to support the
sustainable growth of the Group, the Committee will
introduce a related measure into the annual bonus for
the 2027 financial year. The details of this measure are
commercially sensitive and, in line with prior years’
approach to financial bonus metrics, will be disclosed

in next year’s Annual Report.
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Executive Share Plan (ESP)

Performance Share Awards will be granted under the ESP
as normal in June 2026, using Adjusted EPS growth and
Adjusted ROTIC as the performance metrics based on
stretching performance conditions.

Chair and non-executive Director fees

Fees are subject to an annual review and to align with
the timing of Executive Director and the wider workforce
salary reviews, Chair and non-executive Director fees
are now reviewed with effect from 1 June. The previous
review took effect 1 January 2025.

The Committee undertook a benchmarking review of
the Chair's fees and unanimously approved an increase
of 8.5%, details of which are set out on page 136.

This positions the Chair’s fee at the median of the

FTSE 100 (excluding financial services).

The Chair and management also approved increases

of 9% to the base fees for non-executive Directors with
effect from 1 June 2026. Fees for the Senior Independent
Director and Committee Chairs were increased by 25%
and 11% respectively to align with the median of the
FTSE 100 (excluding financial services).

The resulting increases are higher than those for the
wider workforce, reflecting the alignment of review
timing from January to June. The revised fee levels are
appropriately positioned against the market, recognise
the Group's increasing scale and complexity, and support
the continued attraction and retention of high-calibre
Board members.

Details of these changes can be found on page 136.

Closing remarks

The Committee’s performance was assessed as part

of the annual Board evaluation process. | am pleased

to report that the Board takes assurance from the quality
of the Committee’s work.

I would like to thank the Committee for its work and
support during the year. Thanks also to our executive
team for their continued efforts to deliver exceptional
value to our stakeholders.

| will be stepping down as Chair of the Remuneration
Committee following the conclusion of the 2026 AGM,
and consequently, this will be my final report before
handing over to Giles Kerr. | would like to take this
opportunity to thank our major shareholders and

the key institutional investor bodies for the time taken
to engage with us during my tenure as Chair. | am
confident that, under Giles' leadership, there will continue
to be meaningful engagement with shareholders and
investor bodies, particularly as part of the review of
the Directors’ Remuneration Policy, ensuring that it
remains performance aligned and attentive to wider
stakeholder views.

Other Information

| hope that you will join the Board in supporting
the resolution to approve the 2026 Directors’
Remuneration Report.

Jo Harlow
Committee Chair

For and on behalf of the Committee, 11 June 2026
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Remuneration at a glance

The Group's pay-for-performance framework is aligned to the Sustainable
Growth Model, supporting long-term value creation alongside strong

performance in the financial year.

The components of our executive remuneration

: Short-term
AErel ey incentive

v v
Salary, benefits and pension Annual bonus
A fair, fixed remuneration To incentivise and focus the
reflecting the size of the executive's  executives on the achievement
responsibilities, which attracts of objective annual targets,
and retains high calibre talent which are set to support the
necessary for the delivery of the short to medium-term strategy
Group's strategy. of the Group.

Long-term
incentive

Total Pay

Performance Share Award

To incentivise the executives

to achieve superior returns to
shareholders over a three-year
period, rewarding them for
sustained performance against
challenging long-term targets.

Performance metrics used in 2026

Short-term incentive

Long-term incentive

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

e Our focus on DEl 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
focus is on increasing gender diversity

on our company boards.

Diversity,
Equity
and Inclusion

Maximum opportunity:

200% of salary (Group Chief Executive)
180% of salary (Chief Financial Officer)
180% of salary (Chief Talent, Culture
and Communications Executive)

1 See note 3 to the Accounts for alternative performance measures.
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Adjusted’
EPS growth

Adjusted
Return on
Total Invested
Capital’
(Adjusted
ROTIC)

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

e Adjusted ROTIC reinforces the focus
on capital efficiency and delivery of
strong returns, allowing us to reinvest
for future growth, and 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 (Chief Talent, Culture
and Communications Executive)
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How actual performance compared to targets

Short-term incentive - Annual bonus

Outcome achieved

Metric Weighting M Threshold HMaximum (% of maximum)
Economic Value Added 95% 100%
(EVA)

Actual: £550.1m
Diversity, Equity 5% 0%
and Inclusion (DEI)
Actual: 31%
Weighted annual bonus outcome (% of maximum) 95%

Long-term incentive — Performance Share Award

2026 achievement

Metric Weighting Threshold B Maximum (Vesting %)
Adjusted? EPS growth 50% 50.0%
over a three-year period

Actual: 13.71%
Three-year average 50% 1o 38.08%
Adjusted ROTIC?
Actual: 15.09%
Vesting percentage (2023 award) 88.08%

2 Both metrics exclude the post-tax effect of the one-off profit from the Nuvonic transaction.

2025 and 2026 single total figure of remuneration e

otal pay
Percentages M Fixed Pay M Short-term incentive Long-term incentive (£000)
% % % 71113

Marc Ronchetti 2026 = e 3%
Group Chief Executive 2025 o 5,405
1,862

Carole Cran 2026

Chief Financial Officer 2025 4373

Jennifer Ward 2026 49% 2,917

Chief Talent, Culture and

Communications Executive 2025 49% 2,734

The remuneration levels in the chart above reflect the Group’s outstanding performance, where record levels of growth have been
achieved across the organisation, and strong shareholder returns delivered.

3 Carole Cran became Executive Director on 8 January 2025 when she started in her role as CFO Designate.
She became Chief Financial Officer 1 April 2025.
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Remuneration at a glance continued

Directors’ remuneration for 2027

Salary/fees

The Executive Directors received a salary increase
of 5%, consistent with the approach applied

to top performers within the wider workforce.

The Committee unanimously supported these
increases, especially in light of the excellent
business performance.

With effect from 1 June 2026, the salaries for the
Executive Directors will be:

Jennifer Ward
£553,000

Marc Ronchetti Carole Cran
£1,067,000 £675,000

As fees for non-executive Directors were last
reviewed with effect from 1 January 2025, the Chair’s
fee was increased by 8.5% and the base fee for the
non-executive Directors by 9%. Fees for the Senior
Independent Director and Committee Chairs were
increased by 25% and 11% respectively.

These figures align with the benchmark, which is the
median of the FTSE 100 (excluding financial services).

—> Further details are set out in the statement from
the Remuneration Committee Chair on page 124.

Performance Share Award
The maximum long-term incentive opportunity
for the Executive Directors is set out below:

Jennifer Ward
250% of salary  200% of salary

Marc Ronchetti Carole Cran
300% of salary

The performance measures for the 2027 financial
year are in line with the Remuneration Policy and
are as set out below:

Weighting Threshold! Maximum
Adjusted? EPS growth 50% 5% 12%
Adjusted ROTIC? 50% 11% 17%
% of award vested 25% 100%

1 There is straight-line vesting between threshold and maximum.
2 See note 3 to the Accounts for alternative performance measures
and reconciliations to statutory measures.
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Annual bonus
The maximum annual bonus opportunity for the
Executive Directors is set out below:

Marc Ronchetti Carole Cran Jennifer Ward
200% of salary 180% of salary  180% of salary

We will continue to use EVA’ as the primary financial
performance measure for the annual bonus, as it
aligns closely with our core business model and
reinforces our focus on delivering sustainable growth
alongside consistently high returns.

Following significant premium growth in our
photonics business, the Committee will introduce
a related measure into the annual bonus to further
align the bonus with the expected reinvestment of
the photonics premium to support the sustainable
growth of the Group.

Details of the financial performance targets will be
disclosed retrospectively following the end of the
performance period.

We have retained the DEl target as we continue

to work towards our wider diversity ambitions.

The 2027 target is to achieve 31% gender balance

on Halma company boards, with a weighting of 5%.

—> Group DEI target details are set out on page 135
in the section titled “Annual bonus”.

3 All performance measures are aligned to Group performance.

Share Incentive Plan

The Share Incentive Plan (SIP) will continue to
operate for the 2027 financial year. All Executive
Directors are members of the SIP.

Pension

The pension contribution for the Executive Directors
for the 2027 financial year will remain at 10.5%

of base salary, which aligns with the wider

UK workforce.

Other benefits
No changes will be made to other benefits operated
for the 2027 financial year.
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Annual Remuneration Report

Annual Remuneration Report

The Annual Remuneration Report sets out details of how the Policy was implemented in the year to 31 March 2026
and the proposed implementation for the next financial year. Details of how the Remuneration Committee intends
to implement the Remuneration Policy during the 2027 financial year are summarised on page 134. The audited
sections of this Report are clearly identified.

Remuneration for 2026

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 2025 and 31 March 2026.

Marc Ronchetti Carole Cran' Jennifer Ward
£000 £000 £000

2026 2025 2026 2025 2026 2025

1,136 1,061 759 173 597 555
1,930 1,787 1,099 264 901 835
Performance Share Award® 4,043 2,553 - - 1,415 1,340
Share Incentive Plan (SIP)® 4 4 4 - 4 4
5,977 4,344 1,103 264 2,320 2,179
7,113 5,405 1,862 437 2,917 2,734

Notes to the table:

Carole Cran was a Halma non-executive Director until 7 January 2025. She was CFO Designate between 8 January 2025 and 31 March 2025 and became Chief
Financial Officer on 1 April 2025.

Benefits: mainly comprises car allowance, travel benefit and private medical insurance.

Pension: value based on the Company’s cash supplement in lieu of pension during the year.

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. The table shows the total bonus, including amounts to be deferred.

Figures relate to Performance Share Awards vesting based on performance for the years ended 31 March 2025 and 2026. For the Performance Share Award vesting
for the year ended 31 March 2026, as the share price on the date of vesting is currently unknown, the value shown is estimated using the average share price over the
three months to 31 March 2026 of 3759p. For the award vesting for the year ended 31 March 2025, these figures have been updated from last year’s report to reflect
the actual share price on the vesting date of 3248p. Dividend equivalents in 2026 and 2025, respectively, were as follows for: Marc Ronchetti-£70,479 and £48,075,
Jennifer Ward -£24,674 and £25,227.

SIPis based on the face value of shares at grant.

A WN —

o

[eN

Directors’ pensions (audited)

Our current Executive Directors are entitled to join the UK Defined Contribution Plan but due to annual allowance
restrictions, they received a cash-in-lieu pension contribution of 10.5% of salary, which is the maximum contribution
rate available to the UK wider workforce.

Incentive outcomes for 2026 (audited)

Annual bonus in respect of 2026

In 2026, the maximum bonus opportunity was 200% of salary for the Group Chief Executive and 180% of salary
for the Chief Financial Officer and the Chief Talent, Culture and Communications Executive.

Annual bonus for all Executive Directors was linked to performance based on the two metrics below:

e Economic Value Added (EVA): Performance against a weighted average target of EVA for the past three years,
representing 95% of overall bonus opportunity.

e Diversity, Equity and Inclusion (DEl): Gender balance on the boards of Halma companies, representing 5% of overall
bonus opportunity.

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

Operating company directors, sector leaders and central senior management participate in bonus arrangements
similar to those established for the Executive Directors.
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Annual Remuneration Report continued

EVA calculation:

Bonuses for the Executive Directors are calculated based on Group profit before adjustments 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

Minus a charge
S on working
capital

—_— Equals the EVA

each year — E— for each year

at constant
currency

DEI:

The DEl target is based on progress towards our goal of reaching female representation on the boards of Halma
companies of at least 35% over the financial year and ultimately 40% by 31 March 2030. In 2026, maximum payout
of 5% of bonus opportunity could have been achieved with a gender balance figure of 35% or above and nil payout
with a figure lower than 35%.

Details of this non-financial target for the 2026 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 235% 100%

Performance levels against both targets are provided in the table below:
2026
Achievement
Metric Weighting M Threshold M Maximum (% of maximum)

(EVA)

Actual: £550.1m

Diversity, Equity 5% 0%
and Inclusion (DEI)
Actual: 31%

Weighted annual bonus outcome (% of maximum) 95%

The cash and Deferred Bonus Awards across both targets are set out in the table below:

Overall bonus Overall bonus Value of

outcome (% of outcome (% of Bonus for Cash- 2026 Deferred

Executive Director maximum) salary) 2026 settled Bonus Award
Marc Ronchetti 95% 190% £1,930,020 £1,286,680 £643,340
Carole Cran 95% 171% £1,099,188 £732,792 £366,396
Jennifer Ward 95% 171% £901,341 £600,894 £300,447

The Deferred Bonus Awards across both metrics are calculated as one-third of the bonus earned. Deferred Bonus
Awards will be granted under the ESP in June 2026. The number of shares over which awards will be made will be
determined by the share price for the five trading days before 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
unless the Remuneration Committee determines otherwise. Full details will be provided in next year’s Annual
Remuneration Report.
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Long-term incentive: Performance Share Awards vesting at the end of the year to 31 March 2026

In June 2023, the Executive Directors received Performance Share Awards under the Executive Share Plan (ESP).
The performance targets for these awards are set out below. The vesting criteria are 50% EPS-related and 50%
ROTIC-related.

Metric Below threshold Threshold Maximum
Performance level: <5% 5% 12% or more
Adjusted' EPS growth
% of award vesting®: 0.0% 12.5% 50%
Performance level: <11% 11% 17% or more
Adjusted ROTIC?
% of award vesting®: 0.0% 12.5% 50%
Total vesting 0.0% 25% 100%

1 Adjusted earnings per share growth over the three-year performance period. See note 3 to the Accounts for details of the adjustments made.
2 Average Adjusted ROTIC over the performance period. See note 3 to the Accounts for details of alternative performance measures.
3 There is straight-line vesting between threshold and maximum points.

The three-year period over which these two performance metrics are measured ended on 31 March 2026.

Average Adjusted ROTIC was 15.09% (being the average for financial years 2024 to 2026) and Adjusted EPS increased
by an average of 13.71% per annum over the period from 1 April 2023 to 31 March 2026. This resulted in vesting of
88.08% of the awards. The estimated vesting values of the awards granted in June 2023 are included in the 2026
single figure of total remuneration for Directors and are detailed in the table below:

and value

of which value attributable

Face value Three-month Estimated attributable to corporate

at grant Interest average price vesting value to share price performance

Executive Director Interest held £000 Vesting % vesting at year end £000 £000 £000

Marc Ronchetti 119,967 2,696 105,667 3,972 1,597 2,375
88.08% — 3759p

Jennifer Ward 42,000 944 36,994 1,391 560 831

Performance Share 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 131 capture the number of interests vesting for performance to 31 March 2026. 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 months to 31 March 2026 of 3759p. The actual values at vesting will be trued-up in the
next Annual Remuneration Report.

Incentive awards granted during 2026 (audited)

Long-term incentive: Performance Share Awards granted during the year to 31 March 2026

In June 2025, the Executive Directors were granted conditional Performance Share Awards under the ESP. All awards
are subject to Adjusted ROTIC and Adjusted EPS growth performance over three years measured from 1 April 2025 to
31 March 2028. Specifically, the ROTIC element will be based on the average Adjusted ROTIC for 2026, 2027 and 2028.
The EPS element will be based on EPS growth from 1 April 2025 to 31 March 2028.

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
Performance level: <5% 5% 12% or more
Adjusted' EPS growth
% of award vesting®: 0.0% 12.5% 50%
Performance level: <11% 11% 17% or more
Adjusted ROTIC?
% of award vesting®: 0.0% 12.5% 50%
Total vesting 0.0% 25% 100%

1 Adjusted earnings per share growth over the three-year performance period. See note 3 to the Accounts for details of adjustments made.
2 Average Adjusted ROTIC over the performance period. See note 3 to the Accounts for details of alternative performance measures.
3 There is straight-line vesting between the threshold and maximum points.
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The awards vest on the third anniversary from the date of grant, 26 June 2028 for the Executive Directors. The awards

are subject to a two-year post-vesting holding period.
Five-day
Face value at average market
award date  price at award Awards made

Executive Director % of salary £000 date (p) during the year
Marc Ronchetti 300% 3,044 3130 97,258
Carole Cran 250% 1,603 3130 51,233
Jennifer Ward 200% 1,051 3130 33,569

Deferred Bonus Awards granted during the year to 31 March 2026

In June 2025, the Executive Directors were granted Deferred Bonus Awards under the ESP in respect of one-third of the
total bonus earned for the financial year ended 31 March 2025. Awards are not subject to performance conditions as
they are deferred awards relating to bonus earned for the year ended 31 March 2025. Awards vest in full on the second
anniversary of the date of grant (June 2027).

Five-day

Bonus to Proportion Face value at average market
31 March 2025 awarded in award date price at Awards made
Executive Director £000 shares £000 award date during the year
Marc Ronchetti 1,787 33.3% 596 19,032
Carole Cran 264 33.3% 88 3130p 2,813
Jennifer Ward 835 33.3% 278 8,888

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 ended
31 March 2026.

2026 2025
Non-executive Director' £000 £000
Dame Louise Makin (Chair) 447 437
Jo Harlow 121 119
Dharmash Mistry 78 77
Sharmila Nebhrajani OBE 101 82
Liam Condon 78 77
Giles Kerr 78 77
Hudson La Force? 65 -
Barbara Thoralfsson? 62 -

1 Fees have been rounded to the nearest £1,000.
2 Hudson joined the Board on 2 June 2025 and Barbara joined on 16 June 2025.

Implementation of the Policy for the year to 31 March 2027

Base salary, effective 1 June 2026

The Executive Directors received a salary increase of 5%, consistent with the approach applied to top performers
within the wider workforce. The Committee unanimously supported these increases, especially in light of the strong
business performance.

Executive Director Salary for 2027 Salary for 2026
Marc Ronchetti £1,067,000 £1,015,800
Carole Cran £675,000 £642,800
Jennifer Ward £553,000 £527,100
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Pension
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 the 2027 financial year 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.

We will continue to use EVA as the primary financial performance metric for the annual bonus, as it aligns closely with
our core business model and reinforces our focus on delivering sustainable growth alongside consistently high returns.
As described in the Group Chief Executive’s review on page 8, the impact of the premium growth experienced at

Avo Photonics (a business in our Environmental & Analysis Sector) was significant in the 2026 financial year, meaning
that it represents a material part of the Group'’s revenue. To further align the bonus with the expected reinvestment
of the photonics premium to support the sustainable growth of the Group, the Committee will introduce a related
measure into the annual bonus for the 2027 financial year. As our financial targets are commercially sensitive, details
are not disclosed at this time but will be in next year’s Remuneration Report.

We also remain focused on our overarching ambition to achieve 40-60% gender representation on the boards of
Halma companies by 31 March 2030 as we believe that diverse, inclusive teams consistently outperform and are
essential to delivering our purpose and accelerating our growth. As such, we will continue to use Diversity, Equity and
Inclusion (DEI) as a non-financial target, with a weighting of 5%. The Committee has retained the DEl target at 31%,
aligned to performance at 31 March 2026 (31%), reflecting the non-linear nature of gender diversity progression on
the boards of Halma companies. In determining the target, the Committee considered whether an increase would
be appropriate but concluded that a higher level would be difficult to achieve in the current context. The Committee
is satisfied that the 31% target remains appropriately stretching, supporting continued progress towards the Group's
long-term ambition of achieving a 40-60% gender balance range by 2030. The Committee also recognises the
sustained DEl progress made to date across the Group, as outlined in Support our people on pages 64 to 70.

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.

Long-term incentive: Performance Share Awards to be granted

Under the ESPF, Performance Share Awards will be made in June 2026, 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:

Performance Value of
Executive Director Salary for 2027 Share Award award
Marc Ronchetti £1,067,000 300% £3,201,000
Carole Cran £675,000 250% £1,687,500
Jennifer Ward £553,000 200% £1,106,000

The Performance Share Awards will be subject to an Adjusted EPS growth performance target for 50% of the award
and an Adjusted ROTIC target for 50% of the award measured over the three financial years 2027, 2028 and 2029.

The full performance conditions are set out in detail in the table below.

Metric Below threshold Threshold Maximum
Performance level: <5% 5% 12% or more
Adjusted' EPS growth
% of award vesting®: 0.0% 12.5% 50%
Performance level: <11% 11% 17% or more
Adjusted ROTIC?
% of award vesting®: 0.0% 12.5% 50%
Total vesting 0.0% 25% 100%

1 Adjusted earnings per share growth over the three-year performance period. See note 3 to the Accounts for details of adjustments made.
2 Average Adjusted ROTIC over the performance period. See note 3 to the Accounts for details of alternative performance measures.
3 There is straight-line vesting between the threshold and maximum points.
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Chair and non-executive Director fees

A market review of the Chair’s fee was undertaken, resulting in an increase with effect from 1 June 2026. A review of
non-executive Directors’ fees was also completed, with the Chair and management approving an increase to base and
Committee Chair fees from the same date. Prior to this, fees were last reviewed effective 1 January 2025. Fees will now
be subject to annual review, with any changes taking effect in June.

Annual fees Annual fees
Fees for 2026 for 2025
Chair £485,000 £447,000
Base fee £85,000 £78,000
Senior Independent Director £25,000 £20,000
Audit Committee Chair £25,000 £22,500
Remuneration Committee Chair £25,000 £22,500
Committee member nil nil

Group Chief Executive pay ratio

The following table sets out our Group Chief Executive’s pay ratios as at 31 March 2026. All figures are calculated using
pay and benefits data for the year to 31 March 2026 and for part-time employees, the full-time equivalent salary and
benefits are used.

25th Percentile: 50th Percentile: 75th Percentile:
pay ratio, total pay pay ratio, total pay pay ratio, total pay
and benefits and benefits and benefits

Year Method (salary) (salary) (salary)

2026 Option A 228:1 1771 115:1
£31,203 £40,295 £61,702
(£26,222) (£37,514) (£56,517)

Historical information
25th Percentile: 50th Percentile: 75th Percentile:
pay ratio pay ratio pay ratio

2025 Option A 180:1 13311 85:1

2024 Option A 127:1 99:1 6311

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

2022 Option A 145:1 1101 701

2021 Option A 14111 1101 681

2020 Option A 183:1 13911 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 131.

Commentary

The Group Chief Executive is remunerated predominantly on performance-related elements (bonus and share awards),
aligned to the delivery of sustained growth and returns. As a result, a greater proportion of total remuneration of

the Group Chief Executive is variable pay compared to the wider workforce and is directly linked to the Company’s
performance over time.

The increase in the Group Chief Executive’s remuneration in 2026 principally reflects strong operational performance
across the Group. This has driven significant value creation for shareholders, including consistent share price growth,
which in turn has resulted in a high annual bonus outturn and the vesting of long-term incentives.

The resulting increase in the pay ratio therefore reflects the operation of the performance-related pay framework,
under which a significant proportion of executive remuneration is delivered in shares and varies in line with
shareholder outcomes.

Pay ratios will naturally vary from year to year, reflecting Company performance and incentive outcomes.
The Remuneration Committee therefore considers the pay ratio as one of a number of reference points when
assessing executive remuneration.

The Committee is satisfied that the median pay ratio for 2026 remains consistent with the Company’s overall
approach to pay, reward and progression, and appropriately reflects the alignment between executive outcomes
and shareholder experience.
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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 six financial
years ending 31 March.

Salary/fees Benefits Annual bonus
(% change) (% change) (% change)

2026 2025 2024 2023 2022 2021 2026 2025 2024 2023 2022 2021 2026 2025 2024 2023 2022 2021
Executive
Directors
Marc Ronchetti' 7% 4% 35% 38% 19% (5%) 5% 3% 34% 7% (17%) 41% 8% 4% 102%  (5%) 187% (40%)
Carole Cran? 337% - - - - - 345% - - - - - 316% - - - - -
Jennifer Ward 7% 3% 5% 16% 19% (5%) 10% - (17%) (3%) 4% - 8% 3% 40% (19%) 187% (40%)
Non-executive
Directors
Dame Louise 2% 3% 3% 38% 3,612% - = - - - - _ - _ _ _ _ _
Makin®
Jo Harlow 2% 9% 15% 27% 15% 10% = - - - - _ - _ _ _ _ _
Dharmash Mistry 1% 2% - 20% - - - - - - - - = - - - - -
Sharmila 23% 9% - 217% - - = - - _ - . - _ _ _ _ B
Nebhrajani OBE
Liam Condon* 1% 95% - - - - = - . _ _ _ - _ _ _ _ _
Giles Kerr* 1% 504% - - - - = - - - - . - _ _ _ _ _
Hudson La Force* - - - - - - = - - - - _ - _ _ _ _ _
Barbara = - - - - - = - - - - - - - - - - -
Thoralfsson*
Other Halma plc 5% 5% 5% 7% 6% - 11% 10% - 8% 3%  (2%) 9% 12% 17% (36%) 230% (43%)
employees

1 Marc Ronchetti became Group Chief Executive on 1 April 2023. He was CEO Designate between 16 June 2022 and 31 March 2023 and Chief Financial Officer before that.

2 Carole Cran became Executive Director on 8 January 2025 when she started in her role as CFO Designate. Prior to that she was a non-executive Director for nine years
until 7 January 2025.

3 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.

4 Liam Condon, Giles Kerr, Hudson La Force and Barbara Thoralfsson joined the Board on 25 September 2023, 1 February 2024, 2 June 2025 and 16 June 2025 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 2025 to the financial year ended 31 March 2026.

2026 2025 %

£m £m change

Distribution to shareholders 93.4 87.3 7%
Employee remuneration (gross) 657.6 609.1 8%

The Directors are proposing a final dividend for the year ended 31 March 2026 of 15.11p per share (2025: 14.12p).
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Ten-year performance graph and history of the Group Chief Executive’s remuneration

The graph below shows Halma'’s Total Shareholder Return (TSR) performance over the 10 years to 31 March 2026

as compared to the FTSE 100 index. Over the period indicated, Halma's TSR was 357% compared with 141% 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.

Total Shareholder Return graph
as rebased to 100

Dates as at 31 March M Halma B FTSE 100
Indexed
Total
Return % increase
600
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450
300 141%
150
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History of Group Chief Executive’s remuneration

CEO 2017 2018 2019 2020 2021 2022 2023 2024 2025 2026
Single figure of Marc n/a n/a n/a n/a n/a n/a n/a 3,748 5405 7,113
remuneration Ronchetti’
(£000) Andrew Wiliams 2,337 3,429 3954 3,912 3,258 3,365 3576 nla n/a  nla
Annual bonus Marc n/a n/a n/a n/a n/a n/a n/a 95% 95% 95%
outcome Ronchetti’
o) H 2
(% of maximum)® 5\ jrew Wiliams ~ 34%  89% 100%  81%  48% 100% 70% n/a  n/a  nla
ESP vesting Marc n/a n/a n/a n/a n/a n/a n/a 84% 86% 88%
outcome Ronchetti'
(% of maximum)?  Andrew Williams 92% 90% 90% 91% 74% 61% 95% n/a n/a n/a

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.

Payments to past Directors and for loss of office (audited)
On his departure from the Board in March 2025, Steve Gunning retained the following interests under the ESF,
which vested during the year:

o 12,932 Deferred Bonus Awards granted in 2024 will vest on 24 June 2026, with an estimated value of £486,114. As the
market price on the date of vesting is unknown at the time of reporting, the value is estimated using the average
market value over the three-month period to 31 March 2026 of 375%p.

e 56,250 time pro-rated Performance Share Awards vesting at 88.08% based on performance to 31 March 2026
will vest on 26 June 2026, with an estimated vesting value of £1,862,467, of which £748,894 is attributable to share
price growth. As the market price on the date of vesting is unknown at the time of reporting, the value is estimated
using the average market value over the three-month period to 31 March 2026 of 375%9p.

e No payments were made for loss of office.

138 Halma plc ¢« Annual Report and Accounts 2026



Strategic Report Governance Report Financial Statements Other Information

Directors’ interests in Halma shares(audited)

The interests of the Directors in office during the year ended 31 March 2026 (and their connected family members)

in the ordinary shares of the Company are below. During the period between 31 March 2026 and 11 June 2026

(the latest practicable date prior to the publication), no changes to Directors’ interests were disclosed to the Company.

31 March 31 March

2026 2025

Dame Louise Makin 10,000 10,000
Marc Ronchetti 161,733 114,117
Carole Cran 10,104 10,000
Jennifer Ward 38,160 27,077
Jo Harlow 2,000 2,000
Dharmash Mistry 2,563 2,563
Sharmila Nebhrajani OBE 187 187
Liam Condon 1,000 1,000
Giles Kerr 2,000 2,000
Hudson La Force 4,000 -
Barbara Thoralfsson 350 -

Directors’ interests in Halma share plans (audited)
Details of Directors’ outstanding Deferred Bonus Awards (DBA), Performance Share Awards (PSA) and free shares
under the SIP are outlined in the tables below:

Five-day
As at Granted/ average As at
Date of 1 April (vested) share price 31 March
Executive Share Plans grant 2025 in the year on grant (p) 2026
Marc Ronchetti PSA  27-Jun-22 89,965 (77,117) 1941.2 -
DBA  26-Jun-23 12,529 (12,529) 2247.6 -
PSA  26-Jun-23 119,967 2247.6 119,967
DBA  24-Jun-24 21,554 2644.4 21,554
PSA  24-Jun-24 106,561 2644.4 106,561
DBA  23-Jun-25 19,032 3129.6 19,032
PSA  23-Jun-25 97,258 3129.6 97,258
Carole Cran PSA  28-Feb-25 54,301 2845.2 54,301
DBA  23-Jun-25 2,813 3129.6 2,813
PSA  23-Jun-25 51,233 3129.6 51,233
Jennifer Ward PSA  27-Jun-22 47,208 (40,466) 1941.2 -
DBA  26-Jun-23 8,554 (8,554) 2247.6 -
PSA  26-Jun-23 42,000 2247.6 42,000
DBA  24-Jun-24 10,212 2644.4 10,212
PSA  24-Jun-24 36,774 2644 .4 36,774
DBA  23-Jun-25 8,888 3129.6 8,888
PSA  23-Jun-25 33,569 3129.6 33,569

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

The DBAs do not have any attaching performance conditions and ordinarily vest in full on the second anniversary
of the award unless the Remuneration Committee determines otherwise. The performance conditions attached
to the PSAs are described earlier in this report, on page 128.
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As at As at

Date of 1 April Granted Share price 31 March

Share Incentive Plan grant 2025 intheyear  on award (p) 2026
Marc Ronchetti 01-Oct-23 185 1939 185
01-Oct-24 138 2608 138

01-Oct-25 104 3450 104

Carole Cran 01-Oct-25 104 3450 104
Jennifer Ward 01-Oct-23 185 1939 185
01-Oct-24 138 2608 138

01-Oct-25 104 3450 104

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

Share ownership guidelines

Executive Directors are required to build and maintain a shareholding in the Company with a minimum value broadly
aligned to their maximum Performance Share Award opportunity, expressed as a percentage of salary: 300% for

the Group Chief Executive, 250% for the 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 and Marc Ronchetti have met the share ownership guideline. Carole Cran has yet to meet the share
ownership guideline. Until this threshold is achieved, she is required to retain no less than 50% of the net of tax value
of any vested conditional share or deferred share awards. Steve Gunning remains subject to the two-year post-vest
holding period on his Performance Share Awards and a two-year post-cessation guideline based on his shareholding
at retirement. There are no other non-beneficial interests of Directors. There were no changes in Directors’ interests
from 31 March 2026 to 11 June 2026.

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 50, 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. At these sessions, there were productive conversations
on the role of the 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.

We have regularly engaged with shareholders in the past on remuneration matters and remain committed to doing
so. However, the Committee agreed that it was not necessary this year, but hopes that shareholders find the rationale
behind pay decisions laid out in this report clear and welcomes any feedback.

Details on the votes received on the Remuneration Policy at the 2024 Annual General Meeting and Remuneration
Report at the 2025 Annual General Meeting are provided on page 141.

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.
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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 the 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
www.remunerationconsultantsgroup.com.

WTW's fee for the year with respect to executive remuneration matters was £76,677 (2025: £59,200) 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.
No changes are proposed to the Policy, which was approved at the 2024 Annual General Meeting, but the Directors’
Remuneration Report will be subject to an advisory vote by shareholders at the 2026 Annual General Meeting.

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.

Executive Directors with external appointments retain those fees.

Shareholder vote at 2024 and 2025 Annual General Meetings
The following table shows the results of the binding vote on the Policy and the advisory vote on the Directors’
Remuneration Report at the Annual General Meetings held on 25 July 2024 and 24 July 2025 respectively.

For Against Total Withheld
Remuneration Policy (2024)
Total number of votes 275,901,581 16,666,499 292,568,080 61,981
% of votes cast 94.30% 5.70% 100%
Directors’ Remuneration Report (2025)
Total number of votes 274,586,015 13,488,712 288,074,727 87,862
% of votes cast 95.32% 4.68% 100%
Jo Harlow

Committee Chair
For and on behalf of the Board, 11 June 2026
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Directors’ Remuneration Policy

This section of the report sets out a summary of our Remuneration Policy (the Policy). The current Remuneration Policy
for Executive Directors came into effect from 25 July 2024, the date of the 2024 Annual General Meeting, and applies
for three years, until the 2027 Annual General Meeting. The full Policy can be found in the 2024 Annual Report and
Accounts, which is available at www.halma.com/investors.

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:

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

e A balance of focus on growth and returns, ensuring the creation of shareholder value.

e A dedication to attracting, retaining and motivating the right quality of talent, acknowledging Halma’s DNA.

e Afocus on being a good corporate citizen in line with our culture, the UK Corporate Governance Code and market
best practice.

The Remuneration Policy table
The table below summarises the key components of the Policy:

Fixed pay: Salary

Purpose and link A fair, fixed remuneration reflecting the size and scope of the executive’s responsibilities which
to strategy 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 provide benefits that are competitive within the relevant market.
to strategy

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 on 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 provide competitive post-retirement benefits, or the cash allowance equivalent, to provide
to strategy the opportunity for executives to save for their retirement.
Operation Executive Directors participate in a 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.
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Defined Contribution: maximum contribution of 10.5% of salary.

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.

Performance metrics

Not applicable.

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: Performance Share Plan (PSP)

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 PSP 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.
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Long-term incentive: Performance Share Plan (PSP)

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.

Share Incentive Plan (SIP)

Purpose and link To encourage share ownership across all UK-based employees using HMRC-approved schemes.

to strategy

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 Align Executive Directors’ interests with those of long-term interests of shareholders.
to strategy

Operation Executive Directors are required to build and maintain a shareholding in the Company with a minimum
value broadly aligned to their maximum Performance Share Award opportunity, expressed as a percentage
of salary: 300% for the Group Chief Executive, 250% for the 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 there is a requirement to build to minimum value.

Performance metrics Not applicable.

Notes to the Policy table

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 Performance Share Awards in exceptional circumstances, and where it believes that the value
of those variable pay awards is no longer appropriate. Malus and clawback provisions are set out in the annual bonus
and Executive Share Plan rules.

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 Performance
Share Awards.

Annual bonuses paid in cash may be clawed back for up to three years following payment and Performance Share
Awards may be clawed back for three years following vesting. These periods are deemed appropriate in light of the
risk profile of the business and standard market practice.

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;
e an error in calculation of any awards based on false or misleading information;

e gross misconduct by the relevant participant; and

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.

No malus or clawback has been applied in the last financial year for any Executive Director.
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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.

The table below summarises how the Policy applies across the Group.

Other senior

Executive Directors Executive Board Halma employees Others
Fixed pay
Salary [ ] [ ] [ ] [ ]
Benefits o ) o [
Pension/pension supplement @ @ @ @

Short-term incentive
Annual bonus () o () )

Long-term incentive

Executive Share Plan

Share Incentive Plan'

1 Available to UK-based employees only.
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