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Request for Head of Paid Service Decision CO-113 

CO number to be allocated via the ‘Decisions’ inbox (Decisions@london.gov.uk) 

Once approved, this form will be published on london.gov.uk 

 
 

Decision Required 
 
That the Head of Paid Service: 

 

• Approves the extension of two fixed-term Grade 6 Urban Designer posts – one approved under 
HOPS328, and one under STAF956, for a further 12 months until 31 March 2021. 

 

Job title Grade Duration 
Urban Designer GLA 4066 6 1 year 

Urban Designer GLA 3752 6 1 year 
 

 

Head of Paid Service 

The above proposal has my approval.  

Signature  

      

 

Date  15/04/2020 

mailto:Decisions@london.gov.uk
mailto:Decisions@london.gov.uk
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1. Staffing proposals 
 

1.1 The proposal is for the extension of two fixed-term G6 Urban Designer posts. One was recruited 
under HOPS328, and one under STAF956. Both are vital to the continued ability of the Growth 
Strategies + Urban Design team to deliver its current programme of Opportunity Area Planning 
Frameworks (OAPFs), Opportunity Area (OA) monitoring/analysis/evaluation, and urban design 
support to the Mayor’s statutory planning functions in both development management and planning 
policy creation.  
 

1.2 Under HOPS328 the Growth Strategies and Urban Design team recruited a Grade 6 Urban Designer 
to support work on preparing and publishing Opportunity Area Planning Frameworks (OAPFs), 
producing an OA update report, and providing design advice on referred and pre-application 
schemes.  The successful candidate was recruited from Public Practice, a temp agency specialising in 
providing placements for planning and urban design professionals.   

 
1.3 The post-holder has made a positive contribution to the work of the team, and the anticipated 

workload for 2020/21 means that in order to meet committed programmes for OAPFs there is a 
need to retain the post for another 12 months. This proposal therefore seeks to extend the fixed-
term post for a further 12 months from April 2020 to the end of March 2021.   
 

1.4 There are an increasing number of borough and developer requests to assist in OAPFs to deliver 
London Plan targets and policy objectives. The Planning unit has recently updated the charging 
schedule to ensure contributions to fund this work are sought from external partners, particularly 
developers. Several developers have already agreed to contribute funding to Planning Performance 
Agreements within the relevant Opportunity Areas, so that the post can be funded from developer 
contributions to OAPF work. 
 

1.5 Under STAF956 the G6 Urban Designer appointed was back-fill for an officer who was promoted and 
awarded a permanent contract. The post primarily involved working on the production of the Royal 
Docks OAPF, a project which is currently ongoing with publication of a consultation draft document 
scheduled for spring 2021, with adoption following in summer 2021. The Royal Docks OAPF is a 
significant urban design project, considering the future of one of London’s largest areas of 
developable brownfield land, with the potential to deliver 31,000 new homes and 40,000 jobs, 
alongside new transport infrastructure including a DLR extension to Thamesmead via Beckton 
Riverside. The post-holder has been central to the process of analysing the area, developing a 
strategic urban design framework, and calculating potential site capacities. This work will continue 
into 2020/2021, with the knowledge they have already developed central to the continued success 
of the project.  
 

1.6 The post-holder has also provided technically informed design advice on referred and pre-
application schemes and expanded the team’s computer and parametric design skills.  
 

1.7 The post-holder has made a valuable contribution to the work of the team, and the anticipated 
workload for 2020/21, including the ongoing nature of the Royal Docks & Beckton Riverside OAPF, 
means that in order to meet committed programmes for OAPFs there is a need to retain the post for 
another 12 months. This proposal therefore seeks to extend the fixed-term post for a further 12 
months from March 2020 to the end of March 2021.   

 
2. Consultation 
 
2.1 In accordance with the GLA Head of Paid Service Staffing Protocol and Scheme of Delegation (the 

“Staffing Protocol”), formal consultation with the Chief of Staff (on behalf of the Mayor) and the 
Assembly’s staffing committee, currently the GLA Oversight Committee, (on behalf of the Assembly) 
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is not required for this proposal as fewer than five posts in one unit are being created or deleted.  
However, the Head of Paid Service (the “HoPS”) is required to inform these persons about any 
proposals for restructures involving fewer than five posts before taking a decision on them and has 
done so.  The decision is not considered to be contentious.     

 
 
3. Table of changes  
  

Posts FTEs Notes 

Permanent posts to be created   

Permanent posts to be (deleted)   

Fixed-term posts to be created 2 Extension of existing fixed-term post 
approved under HOPS328 

Extension of existing fixed-term post 
approved under STAF956 

 

Fixed-terms posts to be (deleted)   

Net total of posts created / (deleted) 2 As above 

Permanent posts to be regraded   

Fixed-terms posts to be regraded   

  
 Details of all affected posts, including post reference numbers, are to be supplied in Appendix A 
 
 
4. Financial comments  

4.1 Approval is sought to extend two  fixed-term post within the Planning team for a period of 12 
months to support the preparation, publishing of the Opportunity Area Planning Frameworks and 
the design advice on referred Pre-Application schemes. 

 
 
 
 
 
 
4.2 The staff costs associated with this proposal are based on the mid-point salary, on-costs and the 

corporate vacancy factor which are summarised below: 

 
  

Job title Grade HOPS 2020 - 21 Job Position Status 

Urban Designer 6 HOPS328 £42,000 Extension 

Urban Designer 6 STAF956 £42,000 Extension 
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4.3 The expenditure of £84,000 will be funded from Pre-Application Income borne from Planning 

Performance Agreements with Developers that include funding for Opportunity Area work. 
 
4.4 As the posts are recruited on a fixed-term contract basis, the GLA may become liable for redundancy 

and/or pension capital costs if the appointee has on-going continuous service from a local authority 
or similar body. These costs cannot yet be substantiated but in the event such costs do arise, they 
will be subject to further approval. 

   

 
5. Legal comments  

5.1 Under the Greater London Authority Act 1999 (as amended), the HoPS may, after consultation with 

the Mayor and the Assembly and having regard to the resources available and priorities of the 

Authority:  

• appoint such staff as the HoPS considers necessary for the proper discharge of the functions of 
the Authority (section 67(2)); and  

• make such appointments on such terms and conditions as the HoPS thinks fit (section 70(2)). 

 

5.2 The Assembly has delegated its powers of consultation on staffing matters to the Assembly’s 

staffing committee, currently the GLA Oversight Committee.  

 

5.3 After consultation with the Mayor and the Assembly, the Staffing Protocol was adopted by the 

HoPS in November 2009 and revised in July 2018. The Staffing Protocol sets out the Authority’s 

agreed approach as to how the HoPS will discharge the staffing powers contained in sections 67(2) 

and 70(2) of the Greater London Authority Act 1999 (as amended).  

 

5.4 Paragraph 5.1 of the Staffing Protocol says that, “The HoPS will consult the Chief of Staff, on behalf 

of the Mayor, and the Assembly’s staffing committee, on behalf of the Assembly, on any major 

restructure; namely the creation or deletion of five or more posts within any one unit.” As set out 

above, the Assembly’s staffing committee is currently the GLA Oversight Committee.    

 

5.5 The proposal set out in this Chief Officer Form does not fall within the definition of a ‘major 

restructure’ contained within the Staffing Protocol so does not require formal consultation with the 

Chief of Staff (on behalf of the Mayor) and the Assembly’s staffing committee, currently the GLA 

Oversight Committee, (on behalf of the Assembly).   

 

5.6 However, paragraph 5.3 of the Staffing Protocol states that “The HoPS will also inform the Chief of 

Staff (on behalf of the Mayor) and the Chair and Deputy Chair of the Assembly’s staffing committee 

(on behalf of the Assembly) on any proposals for restructures involving fewer than five posts before 

taking a decision on them”.  Paragraph 2 confirms that these persons have been informed of the 

proposal set out above.  The proposal is not considered to be contentious.   

 
5.7 Fixed term employees have the right to be treated no less favourably than permanent employees 

due to their fixed term employee status.  Once the post holder has been in post beyond two years, 
they will have the same statutory right as a permanent employee not to be unfairly dismissed.  After 
two years’ service, the post holder may also be eligible to receive a redundancy payment should the 
post come to an end. Any fair dismissal of the employee at the end of the fixed term will necessitate 
a fair reason and a fair procedure.  This will involve considering suitable alternative employment 
before confirming that their employment is terminated.  If the funding continues after the end of 
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their fixed term contract, it may be difficult to dismiss for redundancy (one of the fair reasons) if in 
fact there is further work to be carried out after the end of the contract. If the employee has been 
employed on a series of successive fixed-term contracts, then they will be considered to be a 
permanent employee if their contract is renewed after four years of service and there is no objective 
justification for the continued use of fixed-term contracts. 

 
5.8 The HoPS has the power to make this decision. 
 
6. Equalities considerations 

 N/A  
 
7. Appendices 

 Appendix A: Details of all affected posts, including post reference numbers 
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8. Approval 
 

 
Tick to indicate approval   

✓ 

Executive Director 

Phil Graham has reviewed and commented on this proposal. 

 

✓ 

Assistant Director 

Debbie Jackson has reviewed and commented on this proposal. 
 

✓ 

HR & OD Lead Officer 

Dianne Poyser has reviewed and commented on this proposal. 

✓ 

Finance and Legal  

Finance and Legal have reviewed and commented on this proposal. 

✓ 

Corporate Management Team (CMT) 

This proposal was considered by CMT on [DATE]. 

 
 
 

Appendix A 

Details of all affected posts 
 

Post title Post grade 
- current 

Post 
reference 
number 

Start date  End date 
(fixed-
term/deletions 
only) 

Proposal: creation / 
deletion / regrade 

Urban Designer 6 GLA4066 1/04/2019 31 Mar 2020 Extend for 12 months 
to 31 March 2021 

Urban Designer 6 GLA3752 20/12/2019 31 Mar 2020 Extend for 12 months 
to 31 March 2021 
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Request for Head of Paid Service Decision CO 161 

 

 
 

Decision Required 
 
That the Head of Paid Service: 
 

• Approves a new Bereavement Leave and Pay Policy, which incorporates and exceeds the 
requirements of the Parental Bereavement (Leave and Pay) Act 2018 effective from 6 April 2020; 

 
• Approves the separation of Dependency and Bereavement Leave, which currently exist as a 

combined entitlement in the Special Leave provisions of the GLA’s Terms and Conditions of 
Service.  

 
 

Head of Paid Service 

The above proposal has my approval.  

Signature  

      

 

Date  29/04/2020 
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1. Proposals 

1.1  Agreement is sought from the Chief Officer to introduce a new Bereavement Leave and Pay Policy, 
which would change the current provision for 5 days’ combined dependency/bereavement leave.  

1.2 The rationale for change, issues for consideration and a summary of the key changes were presented 
in a report for the Oversight Committee on 26 February 2020 (Appendix 1).  

 
2. Consultation 
 
2.1 Under section 7.2 of the GLA Head of Paid Service Staffing Protocol and Scheme of Delegation (the 

“Staffing Protocol”), the Head of Paid Service (the “HoPS”) is responsible for determining the terms 
and conditions for GLA staff (outside of the statutory officers and Mayoral appointees). Paragraph 
7.1 of the Staffing Protocol says that terms and conditions for the purposes of the Staffing Protocol 
means terms and conditions of employment that apply to all GLA staff appointed by the HoPS and 
includes all employment policies and procedures, whether contractual or not.  

 
2.2 The introduction of a proposed new policy therefore falls within the definition of “determining terms 

and conditions” contained within the Staffing Protocol so requires HoPS approval.  In accordance 
with the Staffing Protocol , formal consultation with Unison is also required for this proposal.  
Consultation with Unison (and also with staff) took place between 18 February and 3 March. Unison 
provided feedback during the consultation process and some of that feedback has been 
incorporated into the proposals as set out in paragraph 2.6 and 2.7 below. 

 
2.3 In accordance with paragraph 7.4 of the Staffing Protocol, a report containing the proposed changes 

and appropriate background information was sent to the Chief of Staff (on behalf of the Mayor) and 
the Assembly’s staffing committee, currently the GLA Oversight Committee, (on behalf of the 
Assembly) on 26 February 2020. Feedback has been incorporated into the proposals as set out in 
paragraphs 2.6 and 2.7 below.    

 
2.4 In addition to obtaining feedback from the Mayor, Assembly and Unison, responses were also 

received from the following Staff Networks (Carers and Parents Network, Wellbeing Network, 
Women’s Network, Christian Network, LGBTQ+ Network, Disability Network); the Diversity & 
Inclusion team and from individual members of staff. Feedback has been included in the summary of 
consultation feedback in Appendix 2. 

 
2.5 Unison, the Staff Networks, GLA Assembly members and individual members of staff who responded 

to the consultation all favoured option 3 of the proposed options (which are set out below): 

• Option 1 – to pay the 1st week of leave at full pay in line with current GLA policy in relation to 
of the death of a partner or close family relation and, in the case of the death of a child under 18 
years, provide a further week of leave and pay that 2nd week at statutory pay; 

• Option 2 – to provide two weeks of leave in the case of the death of a child under 18 years and 
pay both weeks of leave at full pay; 

• Option 3 (recommended in the Oversight Committee report) – to pay 10 days’ (2 weeks’) full 
pay in the case of the loss of a spouse/co-habiting partner or a child of any age. 

 
2.5 There was overall support for: the separation of the provision of dependency leave and the provision 

of bereavement leave; increasing the provision for bereavement leave; granting leave on a ‘per 
bereavement’ basis; granting 10 days’ paid leave for the loss of a child of any age; including 
cohabiting partners as well as spouses; and flexibility in taking leave. 

 
2.6 Appendix 2 summarises the consultation feedback and action taken in response to the feedback. 
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The following amendments have been made to the draft policy in response to consultation 
feedback: 

 
• The initial proposal was to grant 10 days’ paid bereavement leave for the death of a child or a 

spouse/cohabiting partner. In response to feedback from Unison, members of 3 Staff Networks 
and 1 other individual, this has been broadened to include provision of 10 days’ paid 
bereavement leave in the event of the death of: 

o A parent, including step-parent (the initial proposal was to provide 5 days’ leave) 
o A sibling, including half-sibling and step-sibling (the initial proposal was to provide 5 

days’ leave) 
o A partner, whether or not cohabiting (the initial proposal had no provision for leave to be 

granted in the event of the death of a partner living apart from the employee) 
o A dependant living with the employee for whom they are the primary carer (the initial 

proposal had no provision for leave to be granted in the event of the death of a 
dependent). 

 
• In response to feedback from a member of the Women’s Network and one other individual, it is 

proposed to grant up to 5 days’ paid bereavement leave and pay in the event of the death of: 
o A grandchild (there was no provision for leave/pay to be provided in the event of the 

death of a grandchild in the original draft) 
o A close personal friend (there was no provision for leave/pay to be provided in the event 

of the death of a close personal friend in the original draft) 
In the event of the death of Grandparents, parents-in-law, children-in-law or similar immediate 
relatives of a partner, 5 days’ paid bereavement leave will be provided as before. 
 

• The original draft made provision for 10 days’ paid leave to be provided to those who have a 
miscarriage or stillbirth from the 24-week mark. In response to members of the Carers and 
Parents Network, this has been extended to women who have a miscarriage at any stage of 
pregnancy. This leave can be taken within 56 weeks of the miscarriage. 

 
• In response to requests from 2 Staff Network members to ensure consistency in decision-making 

where managers have discretion to grant additional leave, some examples have been added to 
the policy to indicate when additional leave may be granted. 

 
• It has been clarified that all bereavement leave can be taken flexibly within a 56-week period 

from the date of death, not just the statutory parental bereavement leave. This will support staff 
who were unable to attend funerals/religious memorials, events during lockdown and which are 
likely to take place quite some time after the death of family/friends. 

 
• One member of the Carers & Parents Network queried why a line manager should consider “any 

previous precedents” when using discretion to grant additional leave; this wording was therefore 
qualified by adding “whilst also considering individual circumstances”. 

 
2.7 Consultation feedback that has not been incorporated into the revised policy draft is as follows (with 

a note to indicate where feedback has been partially incorporated): 
 

• To increase leave for the death of a child beyond 10 days’ paid leave, e.g. to 4 weeks’ leave, as 
some other companies have done (feedback from a member of the Women’s Network). The 
policy has not been changed in response to this feedback and leave remains at 10 days. 
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• To grant 10 days’ paid bereavement leave in the event of the death of any relative covered by 
the policy (feedback from Unison). This feedback has been partially incorporated: the 10 days’ 
paid leave will be provided for an extended group of people, including parents, siblings and 
dependants living with the employee. However, the provision of 10 days’ paid leave has not 
been extended to all bereavements. 
 

• To include an “other” category of leave to cover a death that is of great significance to the 
employee but not covered by the existing list (feedback from Unison) or to cover the relative 
that somebody is closest to or who is important in a particular culture, e.g. aunts, uncles and 
cousins (feedback from 1 member of Women’s Network and 1 other individual). This feedback 
has been partially incorporated: an employee will be able to take up to 10 days’ paid leave in the 
event of the death of a dependant living with them and up to 5 days’ leave in the event of the 
death of a close personal friend. Leave would only be given for the death of an aunt, uncle or 
cousin if they were a dependant living with the employee. 
 

• To vary the sickness absence procedure so that it is more appropriate/tailored for people who 
have been off for a long period following a bereavement (feedback from 1 member of the 
Wellbeing Network & 1 other individual). This will be considered as part of the review of the 
sickness absence policy. 

 
• To include a provision for palliative care leave in the event that a parent and/or child is dying, 

e.g. a set number of days/weeks leave in circumstances in which a medic has provided medical 
evidence that a parent and/or child will die in x number of days/weeks (feedback from 1 
member of Carers & Parents Network). This will be considered when dependency leave is 
reviewed. 
 

• Requests for training of line managers, in particular to make sure that they support staff 
(feedback from 1 member of the Carers and Parents Network) and where they use their 
discretion to grant additional leave, they deal with requests fairly (feedback from 1 member of 
Wellbeing Network). We have given some examples of circumstances that may require additional 
leave to be granted to assist managers to deal with such requests fairly and have undertaken to 
raise awareness via intranet communications and the HR Business Partner teams. 

 
3. Changes proposed 
 
3.1 The revised and final draft incorporating consultation feedback is attached at Appendix 3.  
 
4. Financial comments  
 
4.1 There are unlikely to be any material direct financial consequences, as it is unlikely that many short 

term replacements will be employed to cover staff taking bereavement leave as set out in the policy. 
 
5. Legal comments  
 
5.1  Under the Greater London Authority Act 1999 (as amended), the Head of Paid Service (the “HoPS”) 

may, after consultation with the Mayor and the Assembly and having regard to the resources available 
and priorities of the Authority:  
• appoint such staff as the HoPS considers necessary for the proper discharge of the functions of 

the Authority (section 67(2)); and  
• make such appointments on such terms and conditions as the HoPS thinks fit (section 70(2)). 
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5.2 The Assembly has delegated its powers of consultation on staffing matters to the Assembly’s staffing 
committee, currently the GLA Oversight Committee. 

 
5.3 After consultation with the Mayor and the Assembly, the Staffing Protocol was adopted by the HoPS 

in November 2009 and revised in July 2018. The Staffing Protocol sets out the Authority’s agreed 
approach as to how the HoPS will discharge the staffing powers contained in sections 67(2) and 70(2) 
of the Greater London Authority Act 1999 (as amended).  

 
5.4 Paragraph 7.2 of the Staffing Protocol says that, “The HOPS is responsible for determining terms and 

conditions for GLA staff (outside of the statutory officers and the Mayoral appointees) with the 
exclusion of staff transferred under a statutory transfer.” Paragraph 7.1 of the Staffing Protocol says 
that “Terms and conditions for the purposes of this Protocol means terms and conditions of 
employment that apply to all GLA staff appointed by the HoPS and includes all employment policies 
and procedures (whether contractual or not).”  

 
5.5 The proposals set out in this Chief Officer Form fall within the definition of ‘determining terms and 

conditions’ contained within the Staffing Protocol so require approval from the HoPS.  Paragraph 2 
confirms that Unison has been consulted and the HoPS has taken its views into consideration when 
making this decision. Paragraph 2 also confirms that a report has been sent to the Chief of Staff (on 
behalf of the Mayor) and to the Assembly’s staffing committee, currently the GLA Oversight 
Committee, (on behalf of the Assembly) containing the proposed changes and appropriate 
background information.   

 
5.6 The HoPS has considered all the information in this Chief Officer Form and is satisfied that the 

proposals are appropriate, taking into account the: 
 

i. Priorities of the Authority; 
ii. Need for the Authority to properly discharge its functions; 
iii. Available resources of the Authority; and 
iv. Need to comply with legislative changes/ statutory requirements.  

 
5.7 The HoPS has the power to make this decision. 
 

 
6. Equalities consideration 

6.1 This policy is in response to a new statutory duty.  Equality, diversity and inclusion considerations are 
central to the development of all policies and procedures and an Equalities Impact Assessment has 
been undertaken to ensure compliance with the Equality Act 2010. 

6.2 To ensure that there is no potential for discrimination against specific groups, Unison and Staff 
Network representatives were formally consulted as set out in section 2. Comment or action on their 
feedback is contained in Appendix 2.  

6.3 An Equality Impact Assessment has been completed and is attached at Appendix 4. 

 
7. Appendices 

 Appendix 1: Report to the Oversight Committee on 26 February 2020 

 Appendix 2: Summary of consultation feedback 

Appendix 3: Revised draft incorporating consultation feedback 
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Appendix 4: Equality Impact Assessment 

 

8. Approval 
 

 
Tick to indicate approval   

 
Executive Director 

Mary Harpley has reviewed and commented on this proposal. 

 

 

 

Assistant Director 

Charmaine de Souza has reviewed and commented on this proposal. 
 

 

HR & OD Lead Officer 

Laura Heywood has reviewed and commented on this proposal. 
 

Finance and Legal  

Finance and Legal have reviewed and commented on this proposal. 
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