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1. Summary  

 

1.1 This is an update workforce report for the six month period 31 March 2010 to 30 September 2010 

and incorporates the complaints monitoring report.   

 
 
2. Recommendation 

 

2.1 That the Committee notes the report. 
 
 
3. Background 
 

3.1 Workforce data for the six months ending 30 September 2010 is set out in the attached document 

(Appendix 1).   Throughout the report, commentary has been included on the data highlighting the 

headline issues.  

 

 

4.  Issues for consideration 
 
4.1 Turnover 

 

4.1.1  Staffing numbers for staff in post increased by 31 from 592 as at 31 March 2010 to 623 as at 30 

September 2010.  The headcount figure is a snapshot at a specific date.  The headcount figure at 

any given time will fluctuate due to vacancy levels (which were higher in March 2010) and, for some 

posts, include more than one postholder, e.g. posts where the substantive postholder is on maternity 

leave or external secondment with the substantive post being back filled by a temporary post holder.   

Additionally, some of the increase is accounted for by approved growth, details of which are 

included in the list of created posts at Appendix 2. The list of deleted posts is also included for 

information. 

  



        

4.1.2 Turnover for the year ending 30 September 2010 was 18%. This has reduced from 25% for the year 

ending 31 March 2010.  Involuntary turnover includes those who left via dismissal, redundancy and 

end of fixed term contracts.  Both of these periods include employees leaving as a result of 

restructures. Voluntary turnover is 8%. 

 

4.1.3 The overall figure of 18% is considered high when compared to other public sector organisations but 

when looking at the 8% figure for voluntary turnover, this compares more favourably with the public 

sector.  GLA turnover has remained fairly constant over recent years running at 15-16%; therefore 

the voluntary turnover rate of 8% for the year ending 30 September 2010 represents increased 

retention, which is a positive step.  This is one of the lowest turnover rates that the GLA has 

reported.  It, in part, reflects stability post organisational change and of course the situation with the 

current labour market.  The Labour turnover rates and costs in the UK 2009 report (source: IRS 

Employment Review published June 2010) reports on the voluntary turnover rates for the public 

sector at around 8.4%, with total turnover rates for the public sector at around 9.0%.  Private sector 

employers’ rates of turnover are given as 9.0% for voluntary turnover and 16.6% for total turnover. 

All figures quoted here are the medians.   

 

4.1.4  Since January 2009 exit interview data has been collected using an online survey engine 

(www.surveymonkey.com).  Following a resignation, individuals are sent a link to the standard exit 

interview questionnaire that can be completed on line.  As part of the questionnaire response staff 

are given the option to also have a face to face interview, normally with a member of staff from 

Human Resources. 41 voluntary leavers were requested to complete an exit interview, of these 19 

(46%) completed exit questionnaires.  The majority of respondents cited the need for a change or 

promotion/ higher paid job and a return to full time study as the main reason for leaving. Other key 

themes centred on perceived lack of career development opportunities and the lack of job security.  

 
4.2  Workforce Composition 

 

4.2.1  The Equal Life Chances for All Framework aims to ensure the GLA has a representative workforce. 

 

4.2.2  As at 30 September 2010, BAME staff accounted for 25% of the staffing population which is a slight 

increase from March 2010 when it was 24% (Table 2.1). The percentage of BAME starters increased 

positively from 19% to 26% over the period. The percentage of BAME leavers decreased from 32% 

in March 2010 to 19% in September 2010. 

 

4.2.3  BMAC received a report on 23 September 2010 on the Chief Executive’s Workforce Equalities Group 

programme of work which aims to address the issues of achieving a representative workforce. It is 

likely to be too early to see significant impact from the work of the group but the indications within 

the Workforce Report are positive. It should be noted, however, that, in light of reduced turnover 

and recruitment and the introduction of the internal recruitment protocol there may not be 

significant changes in the workforce composition in 2011. 

 

4.2.5  Table 2.3 shows that 53% of staff are female as at 30 September 2010 and this situation is 

unchanged from March 2010 but an increase from 51% in September 2009. Female staff make up a 

greater proportion of leavers, but as they also represent the greater number of starters, this has 

enabled the overall level of representation to remain at 53%.      

 



        

4.2.5 The percentage of disabled staff as at 31 March 2010 has remained fairly stable (Table 2.4).  There 

are still high numbers of staff electing not declare whether they have a disability or not. There is still 

a strong commitment to improve levels of reporting and increasing the number of disabled staff.  

 
4.3 Salaries 

 

4.3.1 The largest concentration of salaries is in the £40,000 – £50,000 bracket. 75% of GLA staff earn 

between £20,000 and £50,000.   

 

4.3.2 There are disproportionately fewer women earning over £70,000 but the situation has improved 

from March 2010 showing a 2% increase in the numbers of women earning over this amount, where 

percentages of male staff earning this amount has remained unchanged. There are 

disproportionately fewer BAME staff earning over £70,000.  

 

4.3.3 The Human Resources and Organisational Development team are working with colleagues in the 

Metropolitan Police Service (MPS) to provide a range of positive action initiatives to address the 

disproportionate number of women and BAME staff in higher salary ranges. This includes GLA staff 

accessing the MPS Positive Action Leadership Programme (targeted at different minority groups) 

and MPS trainers running a dedicated development programme for GLA women in early 2011.  

 

4.3.4 The previously run Women’s Learning Partnerships Programme (WLLP) was reviewed in 2008 by the 

Women’s Network Steering Group, supported by the HR team. The programme was reported to 

bring significant benefits for the participants, including increased confidence, change of perspective, 

clearer goals, assertiveness and ability to build professional relationships outside immediate teams. 

Since completing in the programme, 56% of women who took part in the follow up evaluation (26 in 

total) experienced some form of career progression. It is expected that the new women’s 

development programme will produce similar results but at reduced cost compared to the WLPP. 

 

4.3.5 We are also re-launching a flexible mentoring scheme open to all staff but particularly targeting 

minority groups. The mentoring programme of 2009/10 had a significant proportion of women and 

BAME staff participating, with many previous mentors and mentees now volunteering to remain in 

the scheme as potential mentors. 

 

4.3.6 The HR and OD team continue to support the GLA Women’s Network, which organises several 

networking events each year (consisting of inspirational speakers, skills workshops and networking 

opportunities) and runs other discrete projects such as review of maternity returners’ experiences or 

effectiveness of the (previously run) women’s development programme. From 2010/11 there will 

also be closer working relationship with the BAME Unison Network, which will help advertise 

development opportunities among BAME staff as well as feed in any specific needs of BAME staff 

into the corporate learning needs analysis. 

   

4.4 Sickness absence 

 

4.4.1 Annualised figures show an average absence of 4.54 days per employee for the year ending           

30 September 2010, which is well below the GLA’s target of 6 days per employee.  

 

4.4.2 The average number of days absence per employee for the year ending 31 March 2010 was 5.88 

days per person which has now reduced to 4.54 days per person. Significant work has been done to 



        

ensure absence is being reported by managers. The Sickness Absence Policy enabling proactive 

interventions from the HR team have meant that managers are generally engaging with staff much 

earlier than before resulting in an improving picture of sickness absence management. The Chief 

Executive also reviews sickness data for Directorates at quarterly performance review meetings. 

 

4.4.3 The findings from the Absence Rates and Costs (IRS 2010 survey) gives the total days taken per 

employee as 7.2 days for private sector organisations, 9.9 days for public sector organisations and 

8.6 days for local and regional government.  The GLA position of 4.54 days per person compares 

very favourably to this.   

 

4.4.4 Infections (including colds and flu) remain the primary reason for absence at 30%.  In 2010 the self 

certification form was amended to remove the ‚none stated‛ option. This will encourage staff to 

report absences using the designated options only. However as reports look back over 12 months 

the ‚other‛ option still appears in the reports.  

 

 

5. Recruitment 
 

5.1 1,414 applicants applied for 61 posts during the reporting period 1 April to 30 September 2010, 

representing an increase on previous years in the average number of applications received per post. 

 

5.2 Female applicants 

 

The GLA continues to attract a positive proportion of applications from females and this remains 

consistent with past years at 55% for this period. Furthermore, the number of females attending an 

interview (61%) and being appointed to jobs (64%) has risen during this period. 

 

5.3 Black, Asian and Minority Ethnic (BAME) applicants 

 

In the reporting period the percentage of applicants from BAME groups was 27%, a rise of 15% 

compared to 2009.  The number of BAME candidates attending an interview (25%) and being 

appointed to posts (21%) was proportionate for the period.  These figures also represent a 

noticeable increase in comparison to 2009 figures when 12% were shortlisted and 10% appointed 

from these groups. 

 

5.4 Disabled applicants 

 

The percentage of applications received and appointments made from disabled groups is consistent 

with 2009 figures at 6% and 3% respectively.  However, the percentage of disabled applicants being 

interviewed for posts has seen a positive rise from 6% in 2009 to 11%, a positive result of increased 

line manager awareness of the guaranteed interview scheme and a revised process within the 

HR&OD Unit for ensuring the scheme is implemented. 

 

5.5 The figures for the last two reporting periods suggest that the move to online advertising has not 

had a negative impact on the attraction of candidates from these groups.   

 

5.6 Volunteers from across the organisation have been identified to provide case studies for the jobs 

pages of the website.  Posted by the end of November, the case studies will provide potential 



        

candidates with an insight into working life at the GLA, the range of jobs on offer and the diverse 

workforce currently represented at the GLA. 

 

5.7 The HR & OD team have also worked with a number of managers across the organisation to trial 

shortlisting without any identifying information about the applicants’ gender or ethnicity which has 

led to positive dialogue and scrutiny of recruitment decisions.  This approach will continue to be 

trialled across the organisation. 

 

5.8 The GLA has recently introduced a temporary round of ‘internal advertising’ for posts to allow staff 

in organisations impacted by devolution and facing potential or actual reductions in staffing to apply 

for roles before they are advertised externally to the general public. This action, coupled with the 

reduced levels of turnover and recruitment predicted for the next reporting period, may mean that 

workforce composition remains relatively unchanged during the next reporting period.  

 

 

6. Grievances/ Disciplinary 
 
6.1 During the six months ending 30 September 2010 no disciplinary hearings were held. There were 

two formal grievances.  Benchmark data cites an average of 18 disciplinary cases and 5.6 grievances 

per 1000 employees in the public sector.   

 

 

7. Complaints 
 
7.1 On 29 June 2010 BMAC received an update on complaints received between 1 October 2009 and 31 

March 2010 (quarters three and four 2009/10). This section updates BMAC on complaints received 

by the GLA for the period 1 April 2010 to 30 September 2010 (quarters one and two 2010/11). 

 

 Complaints received from 1 April 2010 to 30 September 2010 

 

7.2 For the period 1 April 2010 to 30 September 2010 a total of 16 complaints were received.  

  

7.3 In quarter one, a total of 9 complaints were received by the GLA, of which all were responded to 

within the GLA’s standard (20 working days). This represents 100% of all complaints received. 

 

7.4 Of the 9 complaints, 2 were not upheld and 7 were upheld.  All complaints were stage one 

complaints (where the complaint is dealt with by the team responsible for the service the complaint 

relates to). Examples of these complaints are:  we did not respond within our standard time, our 

replies to the individual’s original correspondence were not sufficient, including our responses to 

Freedom of Information (FOI). There has been an increase in the FOI requests and the Authority is 

currently responding to 100 more requests per annum than when the Act came into force. This 

means that there are more internal reviews having to be undertaken.   

  

7.5 In quarter two, 7 complaints were received by the GLA, of which 6 were responded to within the 

GLA’s Standard time, (20 working days).  This represents 86% of all complaints received; a fall from 

the previous quarter. 

 



        

7.6       Of the 7 complaints received 2 complaints were not upheld, 5 complaints were upheld. Examples of 

these complaints are:  neighboring charity at Trafalgar Square unhappy with noise level and general 

management of events held on the Square, individual unhappy with the transfer of his transport 

related query to TfL and general tone of email sent from PLU staff and a complaint at the lack of 

signage from London Bridge station with directions to City Hall. All 7 were stage one complaints. 

 

Summary of 2010/11 performance (first half) to 30 September 2010 

 

7.7 Table 1 below shows performance against the standard for 2009/10 and 2010/11 (first half Q1, Q2) 

 

2009/10 2010/11 (Q1,Q2) 

Target Actual Performance Target Actual Performance  

90% 88% 90% 94% 

 

7.8 Table two below shows the number of complaints received by each Directorate during Q1 and Q2                      

2010/11.  

  

Table 2:  Complaints received by directorate 2010/11 

 

Directorate Q1 Q2 

Mayor’s Office/Private Office 0 1 1 

Resources 0 2 2 

London 2012 1 0 1 

External Affairs 5 4 9 

Communities and Intelligence 0 0 0 

Development and Environment 3 0 3 

Total received 9 7 16 

 

Improving performance  

 

7.9 The GLA will continue to monitor its performance on complaint handling in 2010/11 as part of its 

performance management framework and in order to improve performance on response times, the 

indicator will continued to be monitored internally on a monthly rather than quarterly basis to ensure 

interventions are put in place in a timely manner.  

 

7.10 Correspondence, including complaints, information is presented to the Chief Executive’s Delivery 

Meetings.  These are held on a quarterly basis.  Where performance has not reached the local 

standard (90%) improvement measures are discussed and senior managers are responsible for 

ensuring the measures for improvement are introduced. 

 

7.11 The Public Liaison Unit has allocated individual officers to directorates to assist with improving 

performance.  This has proved to have had a positive impact on our performance. 

 

7.12 The Authority will continue to maintain its aim to reach 90% level in 2010/11. 

 



        

 
8. Consultation and Equalities Considerations 
 
8.1 The report is discussed with Unison. Formal JCC meetings with Unison enables fuller discussion on 

the issues within the report. Feedback from Unison may be reported verbally at the committee 

meeting. 

 
 

9. Strategy Implications  
 

9.1 Information in relation to workforce monitoring and the analysis of emerging trends, will help to 

support the GLA’s aim to achieve exemplar employer status and proactively meet the GLA equality 

duties. 

 

 

10. Legal Implications 
 

10.1   Under S.67(2) of the Greater London Authority Act 1999, as amended, (the ‚Act‛), the Head of Paid 

Service, after consultation with the Assembly and Mayor, and having regard to the resources 

available, and the priorities of the Authority, may appoint such staff as he considers necessary for 

the proper discharge of the Authority’s functions. He also may under S.70 (2) settle their terms and 

conditions of employment including terms as to remuneration, after consultation with the Mayor and 

the Assembly, as he thinks fit.  

10.2  Receipt of workforce information by BMAC will help inform and supplement any consultation with 

the Assembly and the Mayor by the Head of Paid Service on staff appointments and terms and 

conditions. 

 

10.3 Under Section 404 of the Act, the Authority whether acting by the Mayor or the Assembly is 

required in exercising its functions to have regard to the need to promote equality of opportunity for 

all persons irrespective of their race, sex, disability, age, sexual orientation or religion, to eliminate 

unlawful discrimination and to promote good relations between people of different racial groups, 

religious beliefs and sexual orientation. 

10.4   It is unlawful to discriminate on the above grounds against persons applying for jobs, determining 

who should be offered jobs and the terms upon which the offer is made and by refusing or 

deliberately omitting to offer employment. The GLA also has a statutory duty under the Equality Act 

2010 to promote race and disability equality. 

10.5 Workforce monitoring as described in this report is a matter of good practice but will also enable the 

GLA to comply with the law as a result of the introduction of the Race, Employment and Equal 

Treatment EU directives which deal with combating discrimination based on sex, racial or ethnic 

origin, religion or belief, disability, age or sexual orientation and the general legislative framework of 

combating discrimination. 

 

 

11. Financial Implications 
 

11.1 There are no financial implications arising from this report. 



        

 

 

List of appendices to this report: 

 

Appendix 1 – Workforce report 

Appendix 2 – created and deleted posts  

 

Local Government (Access to Information) Act 1985  
List of Background Papers: 

There are none. 

 

Contact Officer: Juliette Carter, Assistant Director HR and OD 

Telephone: 0207 983 4194 

E-mail: Juliette.carter@london.gov.uk 
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